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Abstract. This study Psychological safety has emerged as a critical organizational capability that enables 

knowledge exchange, creativity, and innovation in the digital economy. This study aims to examine how 

psychological safety contributes to knowledge-based innovation by synthesizing findings from contemporary 

literature. Using a narrative literature review approach, this study analyzes empirical and conceptual studies 

published between 2022 and 2025 on psychological safety, knowledge sharing, organizational learning, employee 

creativity, and innovation performance. The review identifies three research questions concerning the role of 

psychological safety in facilitating innovation, the mechanisms linking psychological safety to innovation 

outcomes, and organizational strategies for strengthening innovation capability. The findings demonstrate that 

psychological safety encourages employees to share knowledge, express ideas without fear of negative 

consequences, and engage in collaborative learning, thereby enhancing creativity and innovation performance. 

Furthermore, knowledge sharing, organizational learning, and employee creativity operate as sequential mediating 

mechanisms through which psychological safety improves organizational innovation. The study also highlights 

that leadership support, inclusive organizational culture, digital collaboration technologies, and knowledge 

management systems are essential for sustaining psychological safety in increasingly digital workplaces. This 

review proposes an integrative conceptual framework positioning psychological safety as a strategic 

organizational resource that strengthens innovation capability and long-term competitiveness. The findings 

provide theoretical insights and practical recommendations for organizations seeking to develop resilient, 

knowledge-driven, and innovative workplaces in the rapidly evolving digital economy. 

  
Keywords: Employee Creativity; Knowledge Sharing; Knowledge-Based Innovation;Organizational Learning;  

Psychological Safety. 

 

 

1. INTRODUCTION 

The emergence of the digital economy has fundamentally transformed how 

organizations create value, compete, and sustain long-term performance. Unlike traditional 

industrial economies, which relied primarily on physical resources and production efficiency, 

the digital economy centers on knowledge, creativity, and innovation as the primary drivers of 

organizational competitiveness. As firms become increasingly dependent on their employees' 

ability to generate ideas, collaborate across functional boundaries, and adapt to technological 

change, human psychological factors have shifted from individual concerns to strategic 

organizational resources. In this volatile landscape, psychological safety emerges as a critical 

prerequisite for fostering the risk-taking and experimentation necessary for continuous 

knowledge-based innovation (Luo et al., 2025).  

Knowledge-based innovation is a critical determinant of success in digitally connected 

environments. Organizations that effectively create, integrate, and utilize knowledge 

demonstrate superior innovation performance, faster adaptation to market dynamics, and 

stronger competitive advantages. However, successfully implementing knowledge-based 
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innovation requires more than technological investment; it demands an organizational culture 

that encourages employees to openly exchange ideas, challenge existing assumptions, and 

participate in collaborative problem-solving. In this context, psychological safety functions as 

a strategic catalyst by mitigating the interpersonal risks associated with sharing tacit expertise, 

thereby enabling the fluid exchange of information essential for navigating hypercompetitive 

market shifts (Stăneiu, 2022).  

One organizational factor that has received increasing scholarly attention is 

psychological safety: the shared belief that employees can express opinions, admit mistakes, 

ask questions, and propose new ideas without fear of negative interpersonal consequences 

(Stăneiu, 2022). When employees perceive a psychologically safe environment, they are more 

willing to contribute their knowledge, communicate openly, and engage in the learning 

behaviors necessary to support innovation (Figueiredo et al., 2025). This atmosphere of mutual 

trust and respect empowers teams to engage in divergent thinking and collaborative problem-

solving, which are essential for generating original ideas in the digital landscape (Kyambade 

et al., 2024).  

In contrast, organizations characterized by low psychological safety often experience 

knowledge hiding, communication barriers, reduced creativity, and diminished organizational 

learning, as employees withhold novel ideas due to concerns regarding criticism or social 

rejection (Li & Wareewanich, 2024). These behaviors significantly impede innovation 

capability, particularly within digital organizations (Luo et al., 2025). Consequently, empirical 

investigations have increasingly sought to identify the specific psychological mechanisms and 

boundary conditions that bridge the gap between perceived safety and innovative work 

behaviors (Xu & Suntrayuth, 2022).  

The importance of psychological safety is heightened in digital workplaces, 

characterized by remote collaboration and virtual teams (Huang & Wang, 2024). Given that 

digital communication reduces non-verbal cues, leaders must cultivate psychologically safe 

environments to sustain collaboration (Lechner & Tobias, 2021). Research indicates that in 

these virtual environments, psychological safety acts as a critical moderator that mitigates the 

potential negative effects of digital mediation on innovation (Andrade et al., 2025).  

Although numerous studies have independently examined these constructs, few have 

integrated them into a comprehensive framework addressing the digital economy, and 

empirical findings remain fragmented across disciplines (Figueiredo et al., 2025). This 

fragmentation limits theoretical integration and practical application, particularly for 

organizations implementing digital transformation strategies. 
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Accordingly, this study seeks to bridge these theoretical gaps by examining 

psychological safety as a strategic driver of knowledge-based innovation. Specifically, the 

study develops an integrated conceptual model linking psychological safety, knowledge 

sharing, organizational learning, employee creativity, and innovation performance within 

digital organizations: (1) How does psychological safety facilitate knowledge-based innovation 

in digital organizations?; (2) What mechanisms explain the relationship between psychological 

safety and innovation performance?; and (3) How can organizations leverage psychological 

safety to strengthen innovation capability in the digital economy?.  

 

2. LITERATURE REVIEW 

Psychological Safety: Concept and Organizational Significance 

Psychological safety has established itself as a cornerstone construct within 

organizational behavior, primarily due to its pivotal role in fostering employee learning, 

collaborative synergy, and innovative capacity (Dekker & Edmondson, 2022). First 

conceptualized by Amy Edmondson, the term denotes a shared belief among team members 

that their interpersonal environment supports calculated risk-taking (Dekker & Edmondson, 

2022). Within such a climate, employees feel secure enough to voice inquiries, disclose errors, 

solicit constructive feedback, and critique established paradigms without fear of social 

stigmatization or professional repercussions (Dekker & Edmondson, 2022). Beyond merely 

reducing social anxiety, this construct functions as a psychological buffer that facilitates 

proactive learning behaviors, such as knowledge sharing and feedback-seeking (Abildgaard & 

Karlsen, 2024), which are vital for mitigating the inherent interpersonal risks of the innovation 

process (Abildgaard & Karlsen, 2024).  

Unlike interpersonal trust which typically centers on expectations regarding specific 

individual behaviors psychological safety encompasses a collective perception of the 

organizational climate (Guimarães et al., 2023). It emphasizes the degree to which stakeholders 

feel confident that voicing concerns or engaging in developmental behaviors will elicit 

supportive responses from peers and leadership rather than punitive ones (Guimarães et al., 

2023). Consequently, psychological safety is increasingly recognized as a prerequisite for high-

performing teamwork, organizational learning, and adaptive performance. Beyond its 

foundational role in team cohesion, psychological safety is crucial for proactive learning 

behaviors, such as continuous knowledge sharing and feedback-seeking, that inherently 

involve interpersonal risks (Abildgaard & Karlsen, 2024).  
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Recent scholarship has expanded beyond traditional team-level dynamics to 

underscore the strategic significance of psychological safety in digitally transformed 

organizations. As entities pivot toward remote operational modalities and digital collaborative 

architectures, employees often navigate heightened interpersonal ambiguity. In these contexts, 

psychological safety acts as a critical buffer, mitigating communication impediments, 

facilitating virtual discourse, and bolstering collaborative problem-solving despite 

geographical dispersion. This transition toward digital operational models necessitates that 

leadership cultivate organizational ecosystems and infrastructure to fully explore employee 

expertise.  

Knowledge-Based Innovation in the Digital Economy 

The digital economy has fundamentally reshaped the paradigms of organizational 

competitive advantage. Conventional production factors such as tangible physical assets and 

financial capital are increasingly supplanted by knowledge, information, and intellectual 

capital as primary organizational resources. Grounded in the Knowledge-Based View, 

knowledge is regarded as the preeminent strategic asset, largely due to its inimitable nature and 

potential to continuously catalyze organizational value through sustained innovation. Digital 

transformation acts as an essential catalyst in this process by providing the technological 

infrastructure to capture, store, and disseminate intellectual capital across decentralized 

organizational boundaries (Sjachriatin et al., 2023).  

Knowledge-based innovation encompasses the systematic processes through which 

organizations generate, integrate, and apply knowledge to pioneer new products, services, 

processes, and business models. Diverging from conventional innovation models that prioritize 

technological outputs, knowledge-based innovation emphasizes continuous organizational 

learning, synergistic collaboration, and the pervasive exchange of expertise among the 

workforce. In this context, the platformization of the digital economy creates a complex 

ecosystem that necessitates continuous feedback loops and creative idea generation to maintain 

competitive parity (Hosseini et al., 2022).  

Digital technologies serve as catalysts for knowledge-based innovation by 

augmenting communication, information dissemination, and cross-functional collaboration. 

Through the adoption of artificial intelligence, cloud computing, big data analytics, and digital 

collaborative platforms, organizations cultivate knowledge ecosystems that transcend 

geographical constraints, enabling seamless expertise exchange. Nevertheless, technological 

infrastructure, while necessary, is insufficient to guarantee effective knowledge creation; it 



 
 
 

e-ISSN: 2962-0813; p-ISSN: 2964-5328, Hal. 650-669 
 

must be complemented by a cultural predisposition toward open communication, experiential 

exchange, and collective problem-solving.  

This socio-cultural readiness, anchored in psychological safety, ensures that the 

deployment of digital tools successfully bridges the gap between mere data acquisition and the 

generation of actionable intellectual capital (Yasin et al., 2022). Integrating these socio-

technical elements allows firms to move beyond isolated digital initiatives toward a holistic 

knowledge management process that discovers and sustains innovation opportunities (Chen et 

al., 2023). Consequently, the extensive adoption of digital technology facilitates swift 

knowledge dissemination and information sharing while concurrently reducing operational 

costs, thereby fostering a conducive environment for sustainable business innovation (Rubio‐

Andrés et al., 2024).  

Empirical evidence consistently demonstrates that organizations fostering robust 

knowledge-sharing cultures achieve superior innovation capability compared with entities that 

rely exclusively on technological investment (Yuen & Lam, 2024). Therefore, organizational 

culture and employee behavior have emerged as critical determinants of successful digital 

innovation. By bridging the gap between technological capacity and human interaction, 

psychological safety creates the essential conditions for leveraging external resources and 

managing capability deficiencies (Tao & Tan, 2025). This synthesis of internal cultural 

readiness and external digital integration allows firms to more effectively leverage open 

innovation strategies by tapping into diverse knowledge networks (Lam et al., 2021).  

Psychological Safety as an Antecedent of Knowledge Sharing and Organizational 

Learning 

Knowledge sharing serves as a pivotal mechanism through which psychological safety 

fosters organizational innovation (Xu & Suntrayuth, 2022). This process involves the voluntary 

dissemination of information, expertise, and problem-solving methodologies among 

organizational members. While explicit knowledge is often codified within documentation or 

digital repositories, tacit knowledge is embedded within employees' personal experiences, 

necessitating open interpersonal interaction for effective transfer. Within this framework, 

psychological safety mitigates the interpersonal risks associated with sharing tacit knowledge, 

such as the fear of criticism or loss of professional status (Plooy et al., 2024).  

Scholarly discourse indicates that psychological safety substantially bolsters employees' 

propensity to exchange both explicit and tacit knowledge (Li & Wareewanich, 2024). When 

individuals perceive minimal interpersonal risk, they demonstrate a higher inclination to 

disclose operational errors, solicit support, provide constructive criticism, and propose 
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innovative concepts during collaborative endeavors. Conversely, psychologically unsafe 

climates tend to precipitate knowledge hoarding, defensive communication patterns, and 

organizational silence—behaviors that fundamentally impede innovation. Furthermore, 

knowledge-oriented leadership plays a vital role in dismantling these barriers by fostering an 

environment that rewards intellectual risk-taking and encourages the challenging of existing 

norms (Ononye & Maduemezia, 2024).  

Organizational learning theory posits that knowledge sharing constitutes the 

cornerstone of collective learning. Through sustained dialogue, reflection, and collaborative 

inquiry, organizations transform individual insights into institutional knowledge, embedding it 

within routines, policies, and best practices. By mitigating the apprehension surrounding failure 

and incentivizing experimentation, psychological safety serves as a catalyst for these critical 

learning processes. Moreover, empirical results indicate that when teams perceive a climate of 

safety, they are more likely to engage in the learning behaviors necessary to convert tacit 

insights into tangible organizational improvements.  

Building on this foundation, a supportive learning climate further accelerates the 

dissemination of both tacit and explicit knowledge by normalizing the sharing of lessons 

learned from daily interactions and collaborative experimentation (Kucharska & Bedford, 

2024). In this milieu, the acceptance of mistakes acts as a critical component of a continuous 

learning culture, as it empowers employees to articulate intuitive knowledge through 

metaphors, demonstrations, and contextual storytelling (Kucharska, 2021). This environment 

effectively counters the destructive impulse toward knowledge hiding, where individuals might 

otherwise hoard expertise to protect their relative status or competitive edge (Houten, 2022; 

Kucharska & Rebelo, 2022).  

Within the context of digital transformation, organizational learning has attained a 

heightened state of dynamism, driven by rapid technological shifts and fluctuating customer 

expectations. Workforce members are required to concurrently acquire novel competencies and 

adapt to evolving digital infrastructures and operational paradigms. Under these conditions, 

psychological safety is essential for bolstering organizational adaptability, thereby facilitating 

sustained learning and the collaborative creation of knowledge. Ultimately, this environment 

enables teams to transcend traditional silos, effectively challenging established norms to 

resolve complex challenges inherent in digitalization projects (Ngereja & Hussein, 2021).  
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Linking Psychological Safety to Innovation Performance: A Knowledge-Based 

Perspective 

While widespread literature affirms a positive correlation between psychological 

safety and innovation, emerging research posits that this linkage is largely indirect. Rather than 

acting as a direct catalyst for immediate innovative output, psychological safety functions as a 

foundational organizational condition that fosters the knowledge-centric behaviors requisite 

for innovation. Specifically, this climate mitigates the psychological threats that otherwise 

trigger defensive orientations, thereby enabling employees to devote their cognitive resources 

toward creative boundary-crossing and proactive error reporting (Zhu et al., 2022). By 

facilitating such transparency, organizations gain the agility to identify systemic flaws and 

implement immediate corrective actions, which are essential for maintaining operational 

effectiveness in high-pressure, complex environments (Silva et al., 2025),(Negara et al., 2023).  

From the Knowledge-Based View, innovation manifests through a sequence of 

integrated organizational processes. Psychological safety promotes open knowledge exchange, 

thereby expanding access to diverse information and expertise across the firm. This shared 

knowledge subsequently bolsters organizational learning by facilitating collective reflection, 

nuanced problem-solving, and iterative capability development; as employees synthesize 

broader knowledge and experience, they gain greater proficiency in generating creative 

solutions and executing innovative initiatives. Furthermore, this cycle of open communication 

and continuous experimentation is foundational to agile frameworks, where the rapid iteration 

of ideas necessitates a culture that effectively manages the risks associated with digital 

disruption (Ajayi & Udeh, 2024).  

Employee creativity, consequently, acts as an immediate precursor to innovation 

performance. Psychologically safe environments nurture a culture where individuals feel 

empowered to explore unconventional concepts, challenge established norms, and experiment 

with alternative methodologies, unencumbered by the apprehension of failure. Such creative 

conduct increases an organization's capacity to develop novel products, optimize operational 

workflows, and respond effectively to volatile market conditions. These findings underscore 

the critical role of interpersonal climate in transforming cognitive assets into sustainable 

competitive advantages within knowledge-intensive digital ecosystems (Yaqoob et al., 2024; 

Zadow et al., 2023).  

In the contemporary digital economy, this sequential dynamic is increasingly 

paramount, as innovation relies extensively on interdisciplinary collaboration and rapid 

knowledge integration. Organizations that synthesize psychological safety, knowledge sharing, 



 
 
 

Pengaruh Inovasi Produk, Digital Marketing, dan Kualitas Produk terhadap 
 Volume Penjualan CV Air Segar Kita Ron88 

657       INISIATIF - VOLUME 5, NOMOR 3, JULI 2026 

 

 

organizational learning, and creativity are better positioned to secure a sustainable competitive 

advantage than those relying predominantly on technological investment. Indeed, the three-

dimensional structure of team psychological safety—encompassing team collaboration, 

information sharing, and give-and-take balance—is intrinsically linked to elevated innovative 

performance in high-tech enterprises (Jin & Peng, 2024).  

Furthermore, recent findings demonstrate that fostering such environments is vital for 

optimizing digital trust and organizational learning cultures, which together facilitate the 

seamless integration of AI-driven insights into core business strategies (Alshammari & 

Alshammari, 2026). By empowering employees to contribute novel perspectives without the 

fear of social or professional reprisal, leaders can effectively dismantle the barriers to tacit 

knowledge transfer (Uddin et al., 2022). This structural shift creates an ecosystem where 

approachable leadership and transparent decision-making foster the mutual support required 

for sustained cognitive integration (Wilfi & Lakshmipriya, 2025). 

 

3. RESEARCH METHOD 

This study adopts a narrative literature review approach. We systematically searched 

major academic databases including Scopus, Web of Science, Emerald Insight, ScienceDirect, 

Wiley Online Library, SpringerLink, Taylor & Francis, and Google Scholar for publications 

released between 2020 and 2025. The search strategy employed specific Boolean combinations 

of key terms related to psychological safety, digital innovation, and knowledge management 

to address the scope of modern organizational behavior.  

The inclusion criteria focused on empirical and conceptual studies addressing 

psychological safety, knowledge sharing, organizational learning, creativity, digital 

transformation, innovation capability, and knowledge management. This selection process 

resulted in a corpus of approximately 80 peer-reviewed articles, which formed the primary 

analytical basis. These studies were then subjected to a thematic synthesis to identify recurring 

constructs and boundary conditions, allowing for the construction of an integrative model.  

Data analysis used thematic synthesis procedures, encompassing literature selection, 

coding, categorization, concept mapping, and theoretical integration to develop a 

comprehensive conceptual framework. This synthetic approach clarifies how psychological 

safety serves as a foundational enabler for both exploratory and exploitative knowledge 

processes, which are critical for maintaining competitive advantage in rapidly evolving digital 

ecosystems (Tao & Tan, 2025; Figueiredo et al., 2025). 
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4. RESULTS AND DISCUSSION 

The synthesis of recent literature demonstrates that psychological safety has evolved 

from being an interpersonal construct into a strategic organizational capability that enables 

knowledge-based innovation in digitally transformed organizations. Across the reviewed 

studies, three major findings emerged, corresponding to the research questions proposed in this 

study. These findings reveal that psychological safety not only facilitates knowledge creation 

and sharing but also strengthens organizational learning processes that ultimately improve 

innovation performance. 

RQ1. How Does Psychological Safety Facilitate Knowledge-Based Innovation in Digital 

Organizations? 

The scholarly literature identifies psychological safety as a fundamental prerequisite 

for knowledge-based innovation within digital organizations. When employees perceive their 

work environment as secure, they are more likely to articulate novel concepts, question existing 

operational routines, and candidly address errors, without fear of negative interpersonal 

consequences. Such behaviors collectively engender an organizational climate that sustains 

continuous knowledge exchange and collaborative learning processes. Moreover, empirical 

evidence suggests that inclusive leadership and team trust serve as critical enablers that 

transform this perceived safety into tangible knowledge-sharing activities (Kumar, 2025).  

Furthermore, the integration of digital tools significantly enhances these dynamics, as 

technology-enabled practices provide platforms that streamline the dissemination of tacit 

knowledge and improve collaborative problem-solving capabilities (Naseem et al., 2025). 

Indeed, research highlights that a robust psychological safety climate effectively strengthens 

AI-enabled dynamic capabilities, which subsequently accelerate both exploratory and 

exploitative innovation trajectories (Tao & Tan, 2025). This climate of interpersonal risk-

taking fosters an innovation commitment that is essential for navigating the complexities of the 

digital economy (Elshanhaby et al., 2026). By mitigating the anxiety associated with 

technological disruption, psychological safety transforms organizational uncertainty into a 

catalyst for iterative experimentation and rapid adaptation (Edmondson & Bransby, 2022).  

Psychological safety substantially encourages the inclination to disseminate both 

explicit knowledge such as documented protocols and technical information and tacit 

knowledge, including individual intuition and experiential insights, which constitute primary 

catalysts for organizational innovation (Figueiredo et al., 2025). This is especially vital in 

digitally mediated workplaces, where collaboration occurs through virtual platforms and across 

geographically distributed teams. In these contexts, the lack of face-to-face interaction often 
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exacerbates communication ambiguity, potentially compromising employee self-efficacy. 

Psychologically safe environments effectively attenuate these impediments by nurturing 

interpersonal trust and incentivizing transparent discourse, thereby facilitating collaborative 

knowledge creation despite physical dispersion (Hao et al., 2022). 

Furthermore, psychological safety is essential for fostering a learning-oriented 

organizational culture. By promoting an openness to experimentation, constructive feedback 

loops, and reflective inquiry, organizations can continuously generate, integrate, and 

operationalize new knowledge, thereby augmenting innovation capacity within highly dynamic 

digital ecosystems. However, organizations must remain vigilant, as systemic stressors like AI-

induced job insecurity can erode this foundational safety, leading to defensive reasoning and 

the deliberate withholding of critical insights (Kim & Kim, 2024). Accordingly, fostering "AI 

relational safety"—the specific perception of security during human-AI interactions—becomes 

a critical managerial imperative for ensuring that employees effectively utilize advanced digital 

tools without apprehension (Rajagukguk, 2025).  

Moreover, recent empirical data confirms that while psychological safety is essential 

for employees to adapt to artificial intelligence tools, fostering this safety can help mitigate the 

perceived threats associated with role displacement (Kim & Kim, 2024). By facilitating a shift 

from anxiety toward productive engagement, this interpersonal security encourages the 

adoption of guided-autonomy frameworks that pair innovative experimentation with necessary 

psychological support (Sarkar, 2025). Specifically, high self-efficacy in AI learning has been 

identified as a critical buffer that protects this sense of psychological safety from the 

destabilizing effects of AI-induced job insecurity (Kim & Kim, 2024).  

Consequently, organizations that cultivate such resilience can help employees 

mitigate technological job insecurity and prevent knowledge-hiding behaviors, thereby 

empowering them to integrate disruptive technologies for sustained innovation (Zhang et al., 

2025),(Li et al., 2025). Furthermore, institutional alignment through recognition and reward 

systems that incentivize collaborative AI usage can formalize these behaviors, encouraging 

employees to embrace AI as a tool for success rather than a threat, which can shift the 

organizational narrative towards proactive augmentation (Fenwick et al., 2024). This strategic 

integration of technological and interpersonal resources enables firms to architect innovation-

centric ecosystems by deploying intelligent systems as cognitive augmentation levers (Wang 

& Lin, 2025).  

Ultimately, psychological safety serves as a strategic organizational resource that 

transforms individual expertise into collective intelligence. According to the Knowledge-Based 
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View, organizational knowledge functions as a critical strategic asset; however, it yields 

sustainable competitive advantage only when personnel are motivated to share and integrate 

such insights. Psychological safety facilitates this by mitigating interpersonal risk. By fostering 

a climate where human-AI co-creation is perceived as a collaborative partnership, firms can 

effectively leverage digital integration to enhance exploratory capabilities, creativity, and 

strategic agility, showing that AI’s value is realized through quality human-AI collaboration 

(Magsi et al., 2026).  

In the digital economy, where interdisciplinary collaboration and rapid knowledge 

integration are imperative, this strategic role is amplified. Consequently, organizations 

navigating technological uncertainty and rapid change must acknowledge psychological safety 

as a core component of their digital transformation strategies, rather than categorizing it solely 

as an initiative for employee well-being. By anchoring AI transformation within these socio-

technical frameworks, firms can foster a culture where human creativity and machine 

intelligence operate as complementary forces (Westover, 2025). This synergy necessitates a 

strategic shift wherein management prioritizes integrating AI as a complement to human 

capabilities to minimize tensions between workforce reduction and human capital preservation 

(Westover, 2025).  

RQ2. What Mechanisms Explain the Relationship Between Psychological Safety and 

Innovation Performance? 

Extant literature suggests that the relationship between psychological safety and 

innovation performance is primarily indirect. Empirical research consistently identifies several 

mediating mechanisms that delineate the pathway through which psychological safety 

contributes to organizational innovation. One prominent mechanism is that psychological 

safety promotes engagement and facilitates the transition from AI-driven decision-making to 

improved organizational agility (Soomro et al., 2026). Additionally, studies indicate that 

psychological safety and self-extension function as critical sequential mediators that empower 

non-technical personnel to participate meaningfully in AI-driven innovation processes (Guang-

jun et al., 2025).  

Knowledge sharing serves as the primary mediating mechanism. Psychological safety 

encourages the voluntary exchange of information, expertise, and experiential insights. By 

framing knowledge sharing as a collective responsibility rather than a private asset, 

psychologically safe environments facilitate the aggregation of a diverse knowledge base 

essential for innovation (Edmondson & Bransby, 2022). Furthermore, by mitigating the fear of 

intellectual exposure, this interpersonal climate enables the cross-pollination of ideas essential 
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for digital innovation. This collaborative exchange fosters an iterative cycle of trial and error, 

allowing organizations to convert the interpersonal transparency required for AI adoption into 

tangible gains in innovation output (Magsi et al., 2026).  

Organizational learning constitutes the subsequent mechanism, facilitating the 

synthesis of knowledge into organizational value through collective interpretation and 

integration(Edmondson & Bransby, 2022). Research indicates that psychological safety 

enhances reflective dialogue, collaborative problem-solving, and continuous learning, thereby 

transforming individual experiences into organizational memory and bolstering adaptive 

capacity (Edmondson & Bransby, 2022; Magsi et al., 2026). In this context, inclusive 

leadership behaviors act as a vital catalyst for these learning processes (Li & Tang, 2022), as 

they establish the socio-emotional foundation necessary for team members to engage in the 

interpersonal risk-taking required for iterative innovation. Moreover, employees operating in 

such environments are more inclined to view errors as constructive feedback loops rather than 

performance failures, which directly accelerates the cycle of experimentation necessary for 

navigating technological uncertainty (Elsayed et al., 2023).  

Employee creativity emerges as a critical third mediator. Increased organizational 

learning fosters cognitive flexibility and confidence, enabling employees to experiment with 

novel solutions(Edmondson & Bransby, 2022). By attenuating the fear of failure and 

incentivizing intellectual risk-taking, psychological safety stimulates creative ideation, which 

acts as a proximal antecedent to diverse forms of innovation including product, process, and 

digital (Edmondson & Bransby, 2022; Magsi et al., 2026). Specifically, when individuals 

perceive that their creative contributions are safe from criticism, they are more motivated to 

pursue divergent thinking, which is essential for successfully navigating the complexities of 

human-AI collaborative workflows (Magsi et al., 2026).  

Collectively, these mechanisms delineate a sequential pathway: psychological safety 

facilitates knowledge sharing, which in turn accelerates organizational learning, subsequently 

fostering employee creativity and culminating in enhanced innovation performance. This 

trajectory suggests that prioritizing human-centered AI can buffer the negative effects of AI-

induced job insecurity on psychological safety, which is essential for sustainable innovation 

(Kim & Lee, 2026). Furthermore, the development of organizational trust serves as the bedrock 

that enables the practical implementation of these insights, ensuring that the knowledge created 

through these processes is successfully translated into innovation (Ahmad et al., 2024). By 

endorsing a culture of experimentation, organizations empower their workforce to trial new 

concepts and extract insights from both triumphs and setbacks (Jasim et al., 2024).  
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This synthesis confirms that psychological safety influences innovation performance 

through interdependent, sequential pathways rather than direct causation. Specifically, 

knowledge sharing, organizational learning, and employee creativity function as integrated 

stages within the broader innovation process. These findings corroborate organizational 

learning theory, which posits that innovation emerges through continuous knowledge 

integration. Psychological safety catalyzes this process by normalizing the discussion of 

failures and encouraging knowledge exchange, thereby fostering collective reflection and 

capability development (Elshanhaby et al., 2026; Jasim et al., 2024). Additionally, such a 

supportive climate mitigates the defensive reasoning often triggered by digital transformation, 

ensuring that employees are motivated to contribute to organizational adaptability rather than 

resisting technological change (Tian et al., 2025).  

Moreover, this analysis contributes to the innovation literature by proposing an 

integrated mechanism that synthesizes psychological, behavioral, and organizational 

perspectives. Unlike previous research that often examines these mediators in isolation, this 

review situates them as complementary stages within a holistic innovation process. 

Consequently, innovation represents the cumulative outcome of psychologically safe 

interactions that catalyze knowledge exchange, organizational learning, and employee 

creativity. 

RQ3. How Can Organizations Leverage Psychological Safety to Strengthen Innovation 

Capability in the Digital Economy? 

The literature outlines several strategic pathways for organizations to cultivate 

psychological safety and strengthen innovation capabilities in the digital economy. First, 

inclusive leadership serves as a foundational element. Leaders who actively invite 

participation, value diverse perspectives, and manage errors constructively establish an 

environment where employees feel interpersonally secure (Guang-jun et al., 2025). By 

mitigating the perceived risks of contribution, these leadership behaviors bolster employees' 

confidence to propose and implement innovative ideas, regardless of their hierarchical position 

(Li & Tang, 2022). 

Second, organizations must foster a culture that views failure as a learning 

opportunity. The literature suggests framing mistakes as essential components of 

experimentation rather than grounds for punitive action (Jasim et al., 2024), (Tian et al., 2025). 

When employees perceive that failures are accepted as part of the creative process, they are 

significantly more inclined to test novel concepts and explore unconventional solutions to 

technological challenges (Narduzzo & Forrer, 2024). Additionally, organizations should invest 
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in cultivating digital leadership capabilities that prioritize emotional intelligence and strategic 

adaptability, ensuring that leaders remain adept at navigating the complexities of modern 

technological environments.  

Third, the implementation of integrated knowledge management systems remains 

critical. Digital collaboration platforms, communities of practice, and cross-functional teams 

facilitate continuous knowledge exchange across the organization (Ajay, 2025). However, the 

efficacy of these technological infrastructures is heavily contingent upon employee willingness 

to participate a willingness fundamentally underpinned by psychological safety (Ahmad et al., 

2024). Moreover, leaders must institutionalize structured, regular interactions that promote 

transparency and allow for the open expression of concerns, thereby formalizing the transition 

from passive technology adoption to active, collective pursuit of innovation (Salina, 2023).  

Finally, empowering employees through increased autonomy in decision-making and 

problem-solving enhances their sense of ownership and intrinsic motivation (Aljumah, 2023). 

Psychological safety reinforces this empowerment by assuring staff that calculated intellectual 

risk-taking will not jeopardize their professional standing (Weiss et al., 2023). By facilitating 

such agency, organizations can successfully align individual creative potential with broader 

strategic goals, ultimately accelerating the pace of digital transformation (Bouncken et al., 

2025). Additionally, organizations must prioritize the development of digital culture, as it acts 

as a primary vehicle for leveraging these psychological foundations to optimize data-driven 

innovation and enhance cross-departmental collaboration (Mihu et al., 2023).  

In summary, the literature emphasizes that psychological safety should be treated as a 

strategic investment rather than a peripheral human resource initiative. Sustainable innovation 

in the digital economy requires aligning advanced technologies with organizational cultures 

that prioritize collaborative inquiry and continuous learning. Failure to foster the psychological 

capability for open communication and experimentation alongside technological development 

may lead to suboptimal innovation outcomes. Therefore, organizations must integrate 

psychological safety into their leadership development, knowledge management, and broader 

innovation strategies to enhance resilience and sustain a competitive advantage. 

 

5. CONCLUSION 

This study demonstrates that psychological safety is a fundamental organizational 

capability that supports knowledge-based innovation in the digital economy. Through a 

narrative review of recent empirical and conceptual literature, the findings indicate that 

psychological safety encourages employees to communicate openly, exchange knowledge, 
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experiment with new ideas, and collaborate without fear of negative interpersonal 

consequences. These behaviors establish the foundation for organizational learning and 

continuous innovation.  

The review further reveals that the relationship between psychological safety and 

innovation performance is indirect and operates through several interconnected mechanisms. 

Knowledge sharing facilitates the transfer of individual expertise, organizational learning 

transforms shared knowledge into collective capability, and employee creativity converts these 

capabilities into innovative products, services, and processes. Together, these mediating factors 

explain how psychologically safe work environments contribute to sustainable innovation 

performance. 

In addition, organizational leadership, supportive work culture, digital collaboration 

technologies, and effective knowledge management systems are identified as critical enablers 

of psychological safety. Organizations that intentionally cultivate these conditions are better 

positioned to adapt to technological change, enhance resilience, and maintain long-term 

competitiveness. Overall, this study contributes to the growing body of literature by proposing 

an integrated perspective that positions psychological safety as a strategic driver of knowledge-

based innovation in digitally transformed organizations. 

 

REFERENCES 

Abildgaard, J. S., & Karlsen, I. (2024). Individual or Organizational Implementation?:A Quasi-

experimental Study on the Impact of Different Forms of Implementation of a Well-

being App. CBS Research Portal (Copenhagen Business School). 

https://research.cbs.dk/en/publications/ed8a4fda-3b2d-490f-b3f2-d45c7142a18d 

Ahmad, A. Y. A. B., Fraihat, B. A. M., Hamdan, M. N., Ayasrah, F. T., Alhawamdeh, M. M., 

& Al-Shakri, K. S. (2024). Examining the mediating role of organizational trust in the 

relationship between organizational learning and innovation performance: A study of 

information systems and computer science service firms. Uncertain Supply Chain 

Management, 12(4), 2317–2330. https://doi.org/10.5267/j.uscm.2024.6.001 

Ajay, S. (2025). Fostering Innovation and Collaboration Through Digital Platforms. In IGI 

Global eBooks (pp. 25–60). IGI Global. https://doi.org/10.4018/979-8-3373-0720-

6.ch002 

Ajayi, F. A., & Udeh, C. A. (2024). Agile Work Cultures in It: A Conceptual Analysis Of Hr’s 

Role In Fostering Innovation Supply Chain. International Journal of Management & 

Entrepreneurship Research, 6(4), 1138–1156. 

https://doi.org/10.51594/ijmer.v6i4.1004 

Aljumah, A. (2023). The impact of extrinsic and intrinsic motivation on job satisfaction: The 

mediating role of transactional leadership. Cogent Business & Management, 10(3). 

https://doi.org/10.1080/23311975.2023.2270813 

https://research.cbs.dk/en/publications/ed8a4fda-3b2d-490f-b3f2-d45c7142a18d
https://doi.org/10.5267/j.uscm.2024.6.001
https://doi.org/10.4018/979-8-3373-0720-6.ch002
https://doi.org/10.4018/979-8-3373-0720-6.ch002
https://doi.org/10.51594/ijmer.v6i4.1004
https://doi.org/10.1080/23311975.2023.2270813


 
 
 

Pengaruh Inovasi Produk, Digital Marketing, dan Kualitas Produk terhadap 
 Volume Penjualan CV Air Segar Kita Ron88 

665       INISIATIF - VOLUME 5, NOMOR 3, JULI 2026 

 

 

Alshammari, L. K., & Alshammari, A. F. (2026). From Digitalization to Knowledge 

Innovation: Integrated Model of AI Knowledge Agility and Organizational Learning 

Culture. Systems, 14(1), 67–67. https://doi.org/10.3390/systems14010067 

Andrade, M. D., Martínez‐Córcoles, M., Fialho, P., & Guimaraes, M. (2025). The effects of 

being under watch: The impact of electronic monitoring on remote workers’ 

psychological safety. Journal of Management & Organization, 1–18. 

https://doi.org/10.1017/jmo.2025.10039 

Bouncken, R. B., Schmitt, F., & Kraus, S. (2025). Digital empowerment: top management and 

employee-driven change. Management Decision, 1–24. https://doi.org/10.1108/md-

04-2025-1114 

Chen, A., Lin, Y., Mariani, M. M., Shou, Y., & Zhang, Y. (2023). Entrepreneurial growth in 

digital business ecosystems: an integrated framework blending the knowledge-based 

view of the firm and business ecosystems. The Journal of Technology Transfer, 48(5), 

1628–1653. https://doi.org/10.1007/s10961-023-10027-9 

Dekker, S., & Edmondson, A. C. (2022). Psychological Safety. In Productivity Press eBooks 

(pp. 187–196). https://doi.org/10.4324/9781003162582-11 

Edmondson, A. C., & Bransby, D. P. (2022). Psychological Safety Comes of Age: Observed 

Themes in an Established Literature. Annual Review of Organizational Psychology 

and Organizational Behavior, 10(1), 55–78. https://doi.org/10.1146/annurev-

orgpsych-120920-055217 

Elsayed, A., Zhao, B., Goda, A. E., & Elsetouhi, A. (2023). The role of error risk taking and 

perceived organizational innovation climate in the relationship between perceived 

psychological safety and innovative work behavior: A moderated mediation model. 

Frontiers in Psychology, 14, 1042911–1042911. 

https://doi.org/10.3389/fpsyg.2023.1042911 

Elshanhaby, W., Ahmed, N., Noureldin, A., Leila, M., Abdelmutalib, I., Aboueldahab, M., & 

Attiea, A. (2026). Unfolding the Relationship Between Psychological Safety, 

Knowledge Sharing, and Innovation Commitment in Private Higher Education 

Institutions in Egypt. Administrative Sciences, 16(2), 64–64. 

https://doi.org/10.3390/admsci16020064 

Fenwick, A., Molnár, G., & Frangos, P. (2024). The critical role of HRM in AI-driven digital 

transformation: a paradigm shift to enable firms to move from AI implementation to 

human-centric adoption. Discover Artificial Intelligence, 4(1). 

https://doi.org/10.1007/s44163-024-00125-4 

Figueiredo, P. C. N., Rodrigues, R., & Diogo, A. (2025). From Safety to Sharing: A 

Bibliometric Mapping of Psychological Safety, Knowledge Management, and 

Organizational Learning. Administrative Sciences, 15(11), 427–427. 

https://doi.org/10.3390/admsci15110427 

Guang-jun, Z., Kumar, N., Wang, C., & Liu, Z. (2025). Bridging the AI gap: how AI-oriented 

leadership empowers non-technical employees in AI-based innovation engagement. 

Leadership & Organization Development Journal, 1–17. https://doi.org/10.1108/lodj-

03-2025-0177 

Guimarães, M. da S., Fialho, P., Moliner, C., & Andrade, M. D. (2023). The role of autonomy 

in defining the working model on perceived psychological safety. In Research Square. 

https://doi.org/10.21203/rs.3.rs-3667937/v1 

https://doi.org/10.3390/systems14010067
https://doi.org/10.1017/jmo.2025.10039
https://doi.org/10.1108/md-04-2025-1114
https://doi.org/10.1108/md-04-2025-1114
https://doi.org/10.1007/s10961-023-10027-9
https://doi.org/10.4324/9781003162582-11
https://doi.org/10.1146/annurev-orgpsych-120920-055217
https://doi.org/10.1146/annurev-orgpsych-120920-055217
https://doi.org/10.3389/fpsyg.2023.1042911
https://doi.org/10.3390/admsci16020064
https://doi.org/10.1007/s44163-024-00125-4
https://doi.org/10.3390/admsci15110427
https://doi.org/10.1108/lodj-03-2025-0177
https://doi.org/10.1108/lodj-03-2025-0177
https://doi.org/10.21203/rs.3.rs-3667937/v1


 
 
 

e-ISSN: 2962-0813; p-ISSN: 2964-5328, Hal. 650-669 
 

Hao, Q., Zhang, B., Shi, Y., & Yang, Q. (2022). How trust in coworkers fosters knowledge 

sharing in virtual teams? A multilevel moderated mediation model of psychological 

safety, team virtuality, and self-efficacy. Frontiers in Psychology, 13, 899142–

899142. https://doi.org/10.3389/fpsyg.2022.899142 

Hosseini, E., Tajpour, M., & Mohiuddin, M. (2022). Perspective Chapter: The Role of 

Knowledge Employees’ Voices in Creating Knowledge in Digital Startups. In 

IntechOpen eBooks. IntechOpen. https://doi.org/10.5772/intechopen.105646 

Houten, V. (2022). Interpersonal issues in knowledge sharing: the impact of professional 

discretion in knowledge sharing and learning communities. Teacher Development, 

27(1), 116–132. https://doi.org/10.1080/13664530.2022.2156590 

Huang, H., & Wang, Q. (2024). Within digital collaborative teams, how can leaders promote 

productive knowledge sharing among members with diverse settings? Digital 

Economy and Sustainable Development, 2(1). https://doi.org/10.1007/s44265-023-

00027-w 

Jasim, T. A., Khairy, H. A., Fayyad, S., & Al‐Romeedy, B. S. (2024). Digital Leadership and 

Creative Performance in Tourism and Hotel Enterprises: Leveraging Strategic Agility 

And Organizational Learning Culture. GeoJournal of Tourism and Geosites, 54, 872–

884. https://doi.org/10.30892/gtg.542spl11-1262 

Jin, H., & Peng, Y. (2024). The impact of team psychological safety on employee innovative 

performance a study with communication behavior as a mediator variable. PubMed 

Central, 19(10). https://doi.org/10.1371/journal.pone.0306629 

Kim, B., & Kim, M. (2024). How artificial intelligence-induced job insecurity shapes 

knowledge dynamics: the mitigating role of artificial intelligence self-efficacy. 

Econstor (Econstor), 9(4), 100590–100590. 

https://doi.org/10.1016/j.jik.2024.100590 

Kim, B., & Lee, J. (2026). How Human‐Centered AI Buffers the Negative Effects of AI ‐

Induced Job Insecurity on Sustainable Innovation. Sustainable Development. 

https://doi.org/10.1002/sd.70705 

Kucharska, W. (2021). Do mistakes acceptance foster innovation? Polish and US cross-country 

study of tacit knowledge sharing in IT. Journal of Knowledge Management, 25(11), 

105–128. https://doi.org/10.1108/jkm-12-2020-0922 

Kucharska, W., & Bedford, D. (2024). The KLC Cultures’ Synergy Power, Trust, and Tacit 

Knowledge for Organizational Intelligence. Electronic Journal of Knowledge 

Management, 22(2), 18–35. https://doi.org/10.34190/ejkm.22.2.3554 

Kucharska, W., & Rebelo, T. (2022). Knowledge sharing and knowledge hiding in light of the 

mistakes acceptance component of learning culture- knowledge culture and human 

capital implications. The Learning Organization, 29(6), 635–655. 

https://doi.org/10.1108/tlo-03-2022-0032 

Kumar, M. (2025). Psychological Safety in Modern Workplaces: Exploring Key Drivers and 

Outcomes from Recent Research. Research Review International Journal of 

Multidisciplinary, 10(7), 228–233. https://doi.org/10.31305/rrijm.2025.v10.n7.027 

Kyambade, M., Namuddu, R., Mugambwa, J., & Namatovu, A. (2024). Psychological Safety 

and Innovative Work Behavior: Does Socially Responsible Leadership Matter? 

SEISENSE Business Review, 4(1), 1–13. https://doi.org/10.33215/6gahb262 

https://doi.org/10.3389/fpsyg.2022.899142
https://doi.org/10.5772/intechopen.105646
https://doi.org/10.1080/13664530.2022.2156590
https://doi.org/10.1007/s44265-023-00027-w
https://doi.org/10.1007/s44265-023-00027-w
https://doi.org/10.30892/gtg.542spl11-1262
https://doi.org/10.1371/journal.pone.0306629
https://doi.org/10.1016/j.jik.2024.100590
https://doi.org/10.1002/sd.70705
https://doi.org/10.1108/jkm-12-2020-0922
https://doi.org/10.34190/ejkm.22.2.3554
https://doi.org/10.1108/tlo-03-2022-0032
https://doi.org/10.31305/rrijm.2025.v10.n7.027
https://doi.org/10.33215/6gahb262


 
 
 

Pengaruh Inovasi Produk, Digital Marketing, dan Kualitas Produk terhadap 
 Volume Penjualan CV Air Segar Kita Ron88 

667       INISIATIF - VOLUME 5, NOMOR 3, JULI 2026 

 

 

Lam, L. N. H., Nguyen, P. V., Le, N. T. T., & Tran, K. T. (2021). The Relation among 

Organizational Culture, Knowledge Management, and Innovation Capability: Its 

Implication for Open Innovation. Journal of Open Innovation Technology Market and 

Complexity, 7(1), 66–66. https://doi.org/10.3390/joitmc7010066 

Lechner, A., & Tobias, J. (2021). How to create psychological safety in virtual teams. 

Organizational Dynamics, 51(2), 100849–100849. 

https://doi.org/10.1016/j.orgdyn.2021.100849 

Li, T., & Tang, N. (2022). Inclusive Leadership and Innovative Performance: A Multi-Level 

Mediation Model of Psychological Safety. Frontiers in Psychology, 13, 934831–

934831. https://doi.org/10.3389/fpsyg.2022.934831 

Li, X., & Wareewanich, T. (2024). A Casual Model to Understand Psychological Safety 

Affecting Employee Creativity: Role of Knowledge Sharing, Knowledge Hiding and 

Organizational Safety Climate. International Journal of Religion, 5(11), 5074–5092. 

https://doi.org/10.61707/eztzn198 

Li, Y., Liao, T.-H., Tsai, C.-H., & Wu, T.-J. (2025). From Synergy to Strain: Exploring the 

Psychological Mechanisms Linking Employee–AI Collaboration and Knowledge 

Hiding. Behavioral Sciences, 16(1), 13–13. https://doi.org/10.3390/bs16010013 

Luo, H., Gu, Y., & Yao, Z. (2025). Unleashing Innovative Potential through Digital 

Leadership: A Moderated Mediation Model of Work Engagement and Psychological 

Safety. International Journal of Organizational Leadership, 0(0), 809–826. 

https://doi.org/10.33844/ijol.2025.60534 

Magsi, S. K., Ahmad, M., Khalid, M., Syed, M. I., Ali, J. M., & Fazal, M. (2026). Enterprise 

Intelligence 5.0: Human AI Co-Creation Models for Strategic Leadership, Innovation, 

and Competitive Advantage. Inverge Journal of Social Sciences, 5(1), 42–53. 

https://doi.org/10.63544/ijss.v5i1.220 

Mihu, C., Pitic, A. G., & Bayraktar, D. (2023). Drivers of Digital Transformation and their 

Impact on Organizational Management. Studies in Business and Economics, 18(1), 

149–170. https://doi.org/10.2478/sbe-2023-0009 

Narduzzo, A., & Forrer, V. (2024). Nurturing innovation through intelligent failure: The art of 

failing on purpose. Repository@Nottingham (University of Nottingham), 131, 

102951–102951. https://doi.org/10.1016/j.technovation.2024.102951 

Naseem, S., Mohsin, M., & Jamil, K. (2025). Driving job satisfaction through inclusive 

knowledge management: a focus on learning and communication in diverse 

workplaces. BMC Psychology, 13(1), 71–71. https://doi.org/10.1186/s40359-025-

02404-w 

Negara, A. I. S., Helmi, M. F., Wijaya, A. T., & Madistriyatno, H. (2023). How Important 

Psychological Safety is in Supporting Strategic Management to Achieve Success: A 

Narrative Literature Review. Open Access Indonesia Journal of Social Sciences, 6(5), 

1083–1091. https://doi.org/10.37275/oaijss.v6i5.175 

Ngereja, B. J., & Hussein, B. (2021). An examination of the preconditions of learning to 

facilitate innovation in digitalization projects: a project team members’ perspective. 

International Journal of Information Systems and Project Management, 9(2), 23–41. 

https://doi.org/10.12821/ijispm090202 

https://doi.org/10.3390/joitmc7010066
https://doi.org/10.1016/j.orgdyn.2021.100849
https://doi.org/10.3389/fpsyg.2022.934831
https://doi.org/10.61707/eztzn198
https://doi.org/10.3390/bs16010013
https://doi.org/10.33844/ijol.2025.60534
https://doi.org/10.63544/ijss.v5i1.220
https://doi.org/10.2478/sbe-2023-0009
https://doi.org/10.1016/j.technovation.2024.102951
https://doi.org/10.1186/s40359-025-02404-w
https://doi.org/10.1186/s40359-025-02404-w
https://doi.org/10.37275/oaijss.v6i5.175
https://doi.org/10.12821/ijispm090202


 
 
 

e-ISSN: 2962-0813; p-ISSN: 2964-5328, Hal. 650-669 
 

Ononye, U. H., & Maduemezia, I. (2024). Knowledge-Oriented Leadership, Psychological 

Safety, Employee Voice, and Innovation. Informing Science The International 

Journal of an Emerging Transdiscipline, 27, 1–1. https://doi.org/10.28945/5244 

Plooy, H. D., Tommasi, F., Furlan, A., Nenna, F., Gamberini, L., Ceschi, A., & Sartori, R. 

(2024). A human-centered perspective on individual risks for digital innovation 

management: an integrative conceptual review. European Journal of Innovation 

Management, 28(11), 49–76. https://doi.org/10.1108/ejim-09-2023-0821 

Rajagukguk, S. A. (2025). AI Relational Safety and Digital Transformation Success: The 

Mediating Role of Human-AI Collaborative Efficacy. 1–6. 

https://doi.org/10.1109/icitri67507.2025.11232997 

Rubio‐Andrés, M., Linuesa‐Langreo, J., Gutiérrez-Broncano, S., & Castillo, M. Á. S. (2024). 

Tackling digital transformation strategy: how it affects firm innovation and 

organizational effectiveness. The Journal of Technology Transfer, 50(5), 1893–1918. 

https://doi.org/10.1007/s10961-024-10164-9 

Salina, J. H. (2023). Humanizing the Culture of Technology Teams: Strategies for Creating 

Healthier and More Productive Work Environments. Journal of Software Engineering 

and Applications, 16(12), 641–671. https://doi.org/10.4236/jsea.2023.1612033 

Sarkar, A. (2025). From anxiety to advantage: Guiding employees to embrace AI at work. 

Organizational Dynamics, 54(4), 101170–101170. 

https://doi.org/10.1016/j.orgdyn.2025.101170 

Silva, L. F. da, Rosamilha, N. J., Camarano, G. B. da S., & Goldberg, I. D. (2025). 

Psychological safety as a project performance factor: access to the knowledge and 

competences of project people. Revista de Gestão e Projetos, 16(2), 208–221. 

https://doi.org/10.5585/2025.28775 

Sjachriatin, E., Riyadi, S., & Mujanah, S. (2023). The effects of knowledge-oriented leadership 

style, digital transformation, and human resource development on sustainable 

competitive advantage in East Java MSMEs. Uncertain Supply Chain Management, 

11(4), 1685–1694. https://doi.org/10.5267/j.uscm.2023.6.021 

Soomro, S., Soomro, S., Aziz, F., Soomro, S., & Soomro, S. (2026). Transformational 

Leadership and AI-driven Decision-making: A Strategic Path to Organizational 

Agility and Sustainable Value Creation. Journal of Creating Value. 

https://doi.org/10.1177/23949643261427200 

Stăneiu, R.-M. (2022). Psychological Safety as a catalyst for Knowledge Sharing. Proceedings 

of the ... International Conference on Business Excellence, 16(1), 98–108. 

https://doi.org/10.2478/picbe-2022-0010 

Tao, K., & Tan, C. C. (2025). Linking Psychological Safety Climate to Dual Innovation 

Through AI-Enabled Dynamic Capabilities. Emerging Science Journal, 9(6), 3268–

3287. https://doi.org/10.28991/esj-2025-09-06-022 

Tian, G., Yang, Y., Zhang, X., Zhao, M., & Ye-zhuang, T. (2025). From defensive reasoning 

to innovation: how digital tools foster positive emotions in organizations. BMC 

Psychology, 13(1), 146–146. https://doi.org/10.1186/s40359-025-02486-6 

Uddin, Md. A., Luo, F., & Das, A. K. (2022). A Study of the Impact of Transformational 

Leadership, Organizational Learning, and Knowledge Management on Organizational 

Innovation. Management Dynamics, 16(2), 42–54. https://doi.org/10.57198/2583-

4932.1068 

https://doi.org/10.28945/5244
https://doi.org/10.1108/ejim-09-2023-0821
https://doi.org/10.1109/icitri67507.2025.11232997
https://doi.org/10.1007/s10961-024-10164-9
https://doi.org/10.4236/jsea.2023.1612033
https://doi.org/10.1016/j.orgdyn.2025.101170
https://doi.org/10.5585/2025.28775
https://doi.org/10.5267/j.uscm.2023.6.021
https://doi.org/10.1177/23949643261427200
https://doi.org/10.2478/picbe-2022-0010
https://doi.org/10.28991/esj-2025-09-06-022
https://doi.org/10.1186/s40359-025-02486-6
https://doi.org/10.57198/2583-4932.1068
https://doi.org/10.57198/2583-4932.1068


 
 
 

Pengaruh Inovasi Produk, Digital Marketing, dan Kualitas Produk terhadap 
 Volume Penjualan CV Air Segar Kita Ron88 

669       INISIATIF - VOLUME 5, NOMOR 3, JULI 2026 

 

 

Wang, X., & Lin, L. (2025). The innovation paradox in human-AI symbiosis: ambidextrous 

effects of AI technology adoption on innovative behavior. Frontiers in Artificial 

Intelligence, 8, 1635246–1635246. https://doi.org/10.3389/frai.2025.1635246 

Weiss, M., Morrison, E. W., & Szyld, D. (2023). I like what you are saying, but only if i feel 

safe: Psychological safety moderates the relationship between voice and perceived 

contribution to healthcare team effectiveness. Frontiers in Psychology, 14, 1129359–

1129359. https://doi.org/10.3389/fpsyg.2023.1129359 

Westover, J. (2025a). Humane AI Transformation: Building Competitive Advantage Through 

People-Centered Technology Strategy. Human Capital Leadership., 26(4). 

https://doi.org/10.70175/hclreview.2020.264.5 

Westover, J. (2025b). The Human-AI Paradox: Strategic Tensions in Technology 

Transformation. Human Capital Leadership., 26(2). 

https://doi.org/10.70175/hclreview.2020.26.2.6 

Wilfi, S., & Lakshmipriya, E. (2025). A Qualitative Study On Exploring The Role Of 

Psychological Safety On Creativity And Innovation In Corporate Sector. International 

Journal For Multidisciplinary Research, 7(2). 

https://doi.org/10.36948/ijfmr.2025.v07i02.40726 

Xu, Z., & Suntrayuth, S. (2022). Innovative work behavior in high-tech enterprises: Chain 

intermediary effect of psychological safety and knowledge sharing. Frontiers in 

Psychology, 13, 1017121–1017121. https://doi.org/10.3389/fpsyg.2022.1017121 

Yaqoob, S., Sheraz, S., Mukhtār, M., & Nazir, S. (2024). The Role of Psychological Safety in 

Fostering Creativity and Innovation in the Workplace. Review of Education 

Administration and Law, 7(4), 443–456. https://doi.org/10.47067/real.v7i4.396 

Yasin, R., Yang, S., Huseynova, A., & Atif, M. (2022). Spiritual leadership and intellectual 

capital: mediating role of psychological safety and knowledge sharing. Journal of 

Intellectual Capital, 24(4), 1025–1046. https://doi.org/10.1108/jic-03-2022-0067 

Yuen, S. S. M., & Lam, H. Y. (2024). Enhancing Competitiveness through Strategic 

Knowledge Sharing as a Driver of Innovation Capability and Performance. 

Sustainability, 16(6), 2460–2460. https://doi.org/10.3390/su16062460 

Zadow, A., Loh, M. Y., Dollard, M. F., Mathisen, G. E., & Yantcheva, B. (2023). Psychosocial 

safety climate as a predictor of work engagement, creativity, innovation, and work 

performance: A case study of software engineers. Frontiers in Psychology, 14, 

1082283–1082283. https://doi.org/10.3389/fpsyg.2023.1082283 

Zhang, B., Li, L., Shu, M., Liu, Y., & Zhao, L. (2025). The Age of Anxiety: Unpacking 

Technological Job Insecurity and Its Impact on Workplace Innovation. Journal of 

Management and Sustainability, 15(2), 13–13. https://doi.org/10.5539/jms.v15n2p13 

Zhu, J., Lv, H., & Yan, F. (2022). The Effect of Psychological Safety on Innovation Behavior: 

A Meta-Analysis. Advances in Economics, Business and Management 

Research/Advances in Economics, Business and Management Research, 211. 

https://doi.org/10.2991/aebmr.k.220307.503   

https://doi.org/10.3389/frai.2025.1635246
https://doi.org/10.3389/fpsyg.2023.1129359
https://doi.org/10.70175/hclreview.2020.264.5
https://doi.org/10.70175/hclreview.2020.26.2.6
https://doi.org/10.36948/ijfmr.2025.v07i02.40726
https://doi.org/10.3389/fpsyg.2022.1017121
https://doi.org/10.47067/real.v7i4.396
https://doi.org/10.1108/jic-03-2022-0067
https://doi.org/10.3390/su16062460
https://doi.org/10.3389/fpsyg.2023.1082283
https://doi.org/10.5539/jms.v15n2p13
https://doi.org/10.2991/aebmr.k.220307.503

