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As defined by Edmondson and Lei, psychological safety refers to the perception of individual that they are safe to undertake risks, admit error openly, and challenge workplace norms with no embarrassment, fear, punishment or rejection (2014). Schein and Bennis were the pioneers of the term into organizational science, but it was Edmondson who analyzed that there is a common belief that teams offer safety from repercussions from risks at interpersonal levels (Frazier, Fainshmidt, Klinger, Pezeshkan, & Vracheva, 2017). Several studies have brought about the relevance of psychological safety in a myriad of organizations setup, and its influence on employee engagement, effectiveness in collaboration, and performance. The concept is however broad and constituted of various elements as demonstrated by the following analysis of different articles. 
Soares and Lopes analyze the concept of psychological safety through lenses of ideal and optimal selves (2014). The term goes beyond any relational constructs inclusive of trust and what employees s=perceive as organizational support. The practitioners involved share through experience and consequentially develop a mutual respect for one another. The respect allows each one to be their real personalities around each other, as a form of emphasis on the feelings of genuine concern and gratitude of each others’ well bell and employee performance. The analysis of Soares and Lopes introduces the predominant notion under psychological safety of allowing oneself to develop personal relationships and achieving comfort in doing so. 
Coleman makes a different approach in his paper by analyzing the drivers of psychological safety in the work environment (2017). The researcher poses the question of how safe on assumes they are. He borrows the analysis from Edmondson that an environment that offers liberty from doubt, grace to fail, freedom to succeed, and imbues confidence has prime motivational elements to foster psychological safety (Edmondson & Kiel, 2017). In his theory, Coleman also introduces several antecedents that derive the same. He, however, concludes that the fundamental antecedents include positive leader relations, peer support, and role clarity.  The last one is critical since comprehension of one’s’ accountabilities and responsibilities is crucial prior to seeking or acquiring assistance, support, and even coordination. 
The environment that fosters psychological safety requires that the employees to actively listen to each other without any form of rejection. Such an environment breeds positive intentions in the work place and hence the employees feel safe to face confrontations and take risks (Delizonna, 2017). Delizonna also assesses that role clarity since it breeds peer support. Consequentially, such an environment fosters coordination, which is crucial since the employees not only increase productivity, but also detect and reduce the vulnerabilities to the organization as a team. Though high-performing teams show moderate standards of risk taking, such collaboration increases motivation, performance, collaboration, and have visible signs improved creativity. 
Wang, Liu & Zhu approach psychological safety in their article through the behavior model of the leader (2013). Dynamic interaction skills from someone in a leadership position positively influence the psychological safety environment in the work place, and consequentially encourage creativity. The significance of the interactions from the leader comes from the fact that employees assess the information cues in the organization, and take such lessons when strategizing how to perform and also understand events. Past experience also influence psychological safety, with bad episodes leading to low safety and diminished performance and teamwork (Wang, Liu, & Zhu, 2013). 
High levels of psychological safety aid the learning and comprehension of employees when facing data that contradicts what they expect. However, psychological safety does not necessarily enhance performance and team learn, but rather requires that the employees adapt in the development of conditions that promote open communication and a need for learning (Frazier, Fainshmidt, Klinger, Pezeshkan, & Vracheva, 2017). It is therefore, a consideration to consider the mentality of the employees alongside trust and psychological safety when strategizing on improving performance. 
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