
Received: 12 June 2026; Revised: 29 August 2026; Accepted: 11 October 2026; Published: 18 October 2026
Archs Sci. (2026) Volume 76(4), Pages 69-78, Paper ID 2026408.
https://doi.org/10.68304/as/76408

Psychological Safety and Workforce Readiness in Higher
Education: The Mediating Role of Work Engagement
Priyanka Shah1,* and Vivek Kumar Pathak2
1Faculty of Management and Commerce, The ICFAI University, Sikkim, Gangtok, India
2Faculty of Management and Commerce, The ICFAI University, Sikkim, Gangtok, India

Correspondence: sahpriyanka77@gmail.com

Abstract The higher education sector is experiencing rapid and substantial changes driven by digital transformation,
technological advancements, and evolving workplace expectations. Faculty members face increasing pressure to modify their
teaching practices, adopt emerging instructional technologies, and respond to expanding responsibilities within academic
workplaces. Under these conditions, fostering an organizational environment characterized by trust, openness, and constructive
communication becomes essential, enabling employees to express opinions, raise concerns, ask questions, and learn from
mistakes without fear of negative interpersonal consequences. This supportive organizational condition is commonly described
as psychological safety. This conceptual paper examines the potential contribution of psychological safety to workforce
readiness among faculty members in higher education institutions (HEIs). Workforce readiness is conceptualized as an
individual’s capacity to acquire relevant knowledge and skills, adapt to changing professional demands, and anticipate emerging
workplace requirements. The paper proposes that psychological safety may contribute directly to workforce readiness and may
also have an indirect relationship with readiness through work engagement. A psychologically safe environment can encourage
constructive attitudes and behaviors among faculty members, potentially strengthening their vigor, dedication, absorption, and
willingness to prepare for future challenges and opportunities. Drawing on existing scholarship in organizational behavior and
higher education management, the study develops a conceptual framework linking psychological safety, work engagement,
and workforce readiness. Its contribution lies in extending theoretical discussion of psychological safety to future workforce
capabilities and proposing work engagement as a possible mediating mechanism between psychological safety and workforce
readiness. The paper offers a higher education perspective on developing future-ready academic institutions in an increasingly
complex and technologically evolving environment. The proposed framework may assist university administrators, institutional
leaders, and policymakers in considering organizational practices that support employee engagement, adaptability, lifelong
learning, and readiness for changing educational workplaces. As a conceptual rather than empirical investigation, it identifies
propositions requiring subsequent testing rather than reporting confirmed causal effects.

Index Terms psychological safety, work engagement, workforce readiness, higher
education institutions, faculty members, future workforce

I. Introduction

The rapid digitalization of workplaces, together with in-
creasing expectations and the growing use of artificial

intelligence (AI), is transforming higher education institu-
tions. Technological advances are placing greater demands
on faculty members to respond to change, continuously ac-
quire knowledge, and develop the skills required to perform
effectively in unfamiliar and evolving academic environments.
Recent disruptions in working arrangements have further em-
phasized the importance of flexibility, resilience, and openness
to change across professional settings. These developments
provide an important background for examining how aca-
demic staff can prepare for future organizational demands [1].

The concept of being “work-ready” has consequently at-

tracted increasing scholarly and managerial attention as uni-
versities seek to remain competitive, responsive, and innova-
tive. This interest encompasses not only graduates entering
employment but also academic staff who must remain pre-
pared to address future institutional challenges, new technolo-
gies, and emerging professional opportunities [2], [3].

Workforce readiness refers to an individual’s capacity to
acquire new skills, respond to changing job demands, and
contribute effectively to organizational objectives in dynamic
workplace environments. Within higher education institu-
tions, such readiness is particularly important because faculty
members contribute directly to knowledge creation, educa-
tional innovation, institutional development, and the quality
of student learning. The increasing integration of digital tech-
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nologies, AI-enabled applications, and automated tools into
teaching, research, and administrative responsibilities further
underscores the need for adaptable, self-directed, and future-
ready academic professionals. Research on perceptions of
emerging technologies offers useful context for understanding
these changing requirements, although technological aware-
ness alone does not constitute a direct measure of readiness
[4].

Among the organizational conditions that may facilitate
employee adaptability and professional development, psycho-
logical safety occupies an important position. Psychological
safety refers to the shared belief that individuals can voice
ideas, opinions, questions, and concerns, and can take in-
terpersonal risks without fearing embarrassment, rejection,
or punishment [5], [6]. Research has linked psychologically
safe organizational environments with employee learning,
collaboration, improvement efforts, and innovation. These
processes are especially relevant for institutions seeking to
respond effectively to uncertainty and change, although the
precise consequences of psychological safety may depend on
organizational context [7], [8].

In higher education, psychological safety may be par-
ticularly valuable as faculty members navigate expanding
workloads, technological shifts, and changing expectations
regarding teaching methods, assessment practices, and student
engagement. Employees who perceive their environments as
psychologically safe may be more willing to participate in
institutional discussions, share knowledge with colleagues,
and contribute to decisions affecting their professional respon-
sibilities. Such participation may strengthen opportunities for
learning and professional growth and, in turn, support the
capabilities required for future workplace demands. Evidence
concerning inclusive leadership and high-quality interpersonal
relationships provides a theoretical basis for these expecta-
tions, while their specific relevance to academic workforce
readiness still requires investigation [9], [10].

Another organizational factor potentially associated with
employee effectiveness and readiness for change is work
engagement. Work engagement is commonly defined as a
positive, fulfilling work-related state characterized by vigor,
dedication, and absorption, reflecting sustained energy, in-
volvement, and concentration in professional tasks [11], [12].
Engaged employees are generally more motivated to invest
effort in their responsibilities and may demonstrate stronger
performance and proactive behavior. These characteristics
could enable faculty members to approach institutional trans-
formation and changing professional roles more construc-
tively, although engagement and workforce readiness remain
conceptually distinct outcomes [13], [14].

The Job Demands–Resources (JD–R) framework provides a
useful theoretical perspective for examining the relationships
proposed in this study. Within this framework, job and or-
ganizational resources are important motivational conditions
that can encourage engagement and help employees manage
occupational demands. Supportive leadership, mutual trust,
professional autonomy, accessible learning opportunities, and

constructive relationships may make it easier for employees to
remain involved in their work and acquire additional capabil-
ities. From the perspective of higher education, psychological
safety may be considered a valuable social and organizational
resource that facilitates engagement, while engagement may,
in turn, support the development of future-oriented work-
force capabilities. This argument draws on established work-
engagement theory and research concerning the design of
work in increasingly digital environments [12], [15].

Existing research has documented positive associations be-
tween psychological safety and various dimensions of em-
ployee engagement, suggesting that individuals who perceive
their workplace as supportive and trustworthy may invest
more of themselves in their work [16], [17]. More recent
evidence also connects psychological safety with engagement
and employee mental health in particular organizational set-
tings [18]. Studies of work engagement have additionally
reported favorable associations with performance, organiza-
tional commitment, and other work-related outcomes [19],
[20]. These findings provide a plausible foundation for ex-
amining workforce readiness, but they do not establish that
psychological safety necessarily causes readiness or that work
engagement mediates that relationship among faculty mem-
bers. Despite substantial research concerning psychological
safety and work engagement separately, their proposed joint
contribution to faculty workforce readiness remains relatively
underexplored, especially in relation to digital transformation
and the changing future of academic work.

To address this theoretical gap, the present conceptual
paper develops a model in which psychological safety is
proposed to have a direct positive relationship with workforce
readiness among faculty members in higher education insti-
tutions, alongside an indirect relationship operating through
work engagement. Although earlier scholarship has consid-
ered psychological safety, employee learning, and engage-
ment in different organizational contexts, comparatively less
attention has been devoted to integrating these constructs into
a future-oriented model of academic workforce readiness. The
present study therefore provides a structured foundation for
subsequent empirical examination rather than an estimate of
the magnitude of these relationships.

The study aims to make three contributions to the existing
literature. First, it broadens theoretical consideration of psy-
chological safety by connecting the construct with workforce
readiness as a forward-looking organizational capability. Sec-
ond, it proposes work engagement as an explanatory pathway
that may connect psychologically safe workplace experiences
to the acquisition of future-oriented competencies. Third,
it situates these possible relationships within higher educa-
tion, where faculty members increasingly face expectations
to adapt to technological innovation, changing pedagogies,
and evolving professional responsibilities. Together, these
contributions offer a basis for developing testable research
propositions and for refining conceptual distinctions among
the three constructs.

The proposed framework also carries potential implications
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for higher education administrators and policymakers. Devel-
oping psychologically safe and engaging academic environ-
ments may help create the organizational conditions neces-
sary for continued professional learning and adaptable per-
formance. However, determining which institutional practices
are most effective and whether they actually improve work-
force readiness will require appropriately designed empirical
research in higher education settings.

II. Literature Review and Theoretical Background
A. Psychological safety
Psychological safety refers to the perception that taking in-
terpersonal risks in a work setting is acceptable and will
not expose individuals to humiliation, rejection, or punitive
interpersonal consequences. Such risks include asking ques-
tions, suggesting unfamiliar ideas, acknowledging mistakes,
offering constructive criticism, and expressing concerns about
established practices [5]. Edmondson’s foundational work
and subsequent conceptual review emphasize that psycholog-
ical safety can encourage open communication, collaborative
problem-solving, and organizational learning [5], [6]. In en-
vironments characterized by psychological safety, employees
may be more receptive to feedback, more willing to exchange
information, and better positioned to participate in collective
improvement. These processes make the construct particularly
relevant to organizations undergoing change.

A substantial body of research identifies psychological
safety as a correlate and possible antecedent of learning
behavior, employee voice, participation, and innovation [7],
[8]. Employees who feel supported and respected may be
more willing to experiment with unfamiliar practices, discuss
unsuccessful attempts, and take initiative in organizational
processes than employees who fear negative interpersonal
consequences. Supportive leadership, inclusive practices, and
constructive relationships with colleagues can contribute to
the development of these perceptions. Evidence from research
on inclusive leadership and workplace interpersonal relation-
ships further demonstrates the importance of social conditions
for psychological safety and learning [9], [10].

Within higher education institutions, psychological safety
may be particularly beneficial as faculty members respond to
changing academic expectations, technological innovations,
and increasingly diverse teaching methods. When instructors
believe their perspectives will be treated respectfully, they
may be more prepared to share unfamiliar instructional ideas,
seek assistance in adopting new technologies, and take part
in collaborative professional development. Such opportunities
can be especially important when digital learning systems
and assessment practices change rapidly. Nevertheless, these
proposed benefits should be distinguished from demonstrated
improvements in workforce readiness, which remains an out-
come to be examined empirically.

B. Work engagement
Work engagement represents a positive and fulfilling psy-
chological state associated with work, typically characterized

by vigor, dedication, and absorption [11]. Highly engaged
employees tend to experience greater energy and enthusiasm,
sustained involvement in their duties, and a strong sense of
connection to their professional activities. Such engagement
has been linked in the literature to desirable work-related
outcomes, including aspects of task performance and orga-
nizational functioning. Its conceptual roots can be traced to
Kahn’s account of personal engagement, which emphasized
the psychological conditions of meaningfulness, safety, and
availability as important for an individual’s investment in
work roles [21].

Research has examined associations between work engage-
ment and employee performance, organizational citizenship,
motivation, and adaptive work behaviors [12], [22]. Employ-
ees reporting higher levels of engagement often demonstrate
stronger involvement in organizational responsibilities, a will-
ingness to contribute additional effort, and more construc-
tive attitudes toward their work. Organizational characteristics
such as perceived support, effective human resource prac-
tices, and positive relationships have also been investigated
as conditions related to engagement [20], [23]. These findings
provide a useful starting point for theorizing the relationship
between engagement and future-oriented capabilities, but they
should not be interpreted as directly demonstrating the readi-
ness of higher education faculty for future work.

Psychologically safe environments may also help employ-
ees communicate openly and approach mistakes without ex-
cessive fear of interpersonal consequences. It is therefore
reasonable to propose that psychological safety could be
associated with higher levels of work engagement. Faculty
members who can express their ideas, contribute meaningfully
to institutional decisions, and receive constructive responses
from colleagues may experience greater professional enthu-
siasm and commitment. The proposed relationship should
nevertheless be understood as a theoretical expectation whose
strength and direction require testing in academic workplaces.

C. Work readiness
Workforce readiness encompasses the knowledge, competen-
cies, attitudes, and adaptive capacities that enable individuals
to function effectively in current workplaces and respond con-
structively to future professional requirements. It involves the
ability to learn continuously, adjust to changing expectations,
and apply relevant skills in unfamiliar situations. As orga-
nizations become more dependent on digital transformation,
automation, and artificial intelligence, preparing employees
for emerging responsibilities has become increasingly impor-
tant for sustainable institutional performance and continuing
employment opportunities [2], [3].

Existing research indicates that workforce preparation in-
volves substantially more than possession of technical knowl-
edge. Critical thinking, communication, lifelong learning,
adaptability, collaboration, creativity, and digital competen-
cies all contribute to an individual’s capacity to respond to
evolving workplace conditions [2], [3]. Employees who de-
velop these abilities may be better equipped to understand new
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organizational expectations and work effectively with emerg-
ing technologies. As artificial intelligence, automated sys-
tems, and smart technologies become more common, oppor-
tunities for reskilling and upskilling are increasingly relevant
to workforce planning [4]. Research on digital work design
further suggests that organizations must consider how tech-
nological systems interact with employee needs, autonomy,
and opportunities to learn, rather than treating technological
competence as a purely individual responsibility [15].

Workforce readiness is particularly significant in higher
education institutions because faculty members must continu-
ously update their disciplinary expertise, refine their teaching
and assessment practices, and use digital technologies appro-
priately in learning environments. They must also respond
to changes in students’ needs, institutional priorities, and
scholarly communication. A future-ready academic workforce
therefore requires more than periodic technical training; it
may also depend on organizational conditions that encourage
sustained learning, professional engagement, adaptability, and
the responsible experimentation needed to meet new educa-
tional demands.

D. Linking psychological safety, work engagement, and
workforce readiness

The existing literature suggests that psychological safety can
strengthen employees’ perceptions that they are supported,
valued, and encouraged to participate in organizational ac-
tivities [7], [17]. These perceptions may facilitate learning
and collaboration by making it easier to discuss uncertainty,
request assistance, and contribute ideas. Such opportunities
could encourage employees to invest greater mental, emo-
tional, and physical energy in their responsibilities, creating
conditions favorable to work engagement. Earlier research
on the psychological conditions of engagement provides a
relevant basis for this proposed connection [16].

Work engagement, in turn, may support employees’ con-
tinuing learning, adaptability, and openness to organizational
change, which are important dimensions of workforce readi-
ness. Engaged employees may be more inclined to pursue new
skills, participate in professional improvement, and respond
constructively to unfamiliar tasks. Previous engagement re-
search offers support for the motivational and performance-
related aspects of this reasoning, while direct evidence for the
proposed readiness pathway remains to be established [14],
[19]. Accordingly, psychological safety is theorized to relate
to workforce readiness both directly and indirectly through
work engagement, rather than being assumed to produce these
effects in every context.

On the basis of these conceptual relationships, the present
study proposes an integrated framework in which work en-
gagement functions as a potential mediator of the association
between psychological safety and faculty workforce readiness
in higher education institutions. The framework differentiates
the organizational experience of safety, the motivational state
of engagement, and the future-oriented outcome of readiness,

thereby establishing a structure suitable for further theoretical
refinement and empirical investigation.

III. Proposed Conceptual Framework and Propositions
The literature reviewed above suggests that psychological
safety, work engagement, and workforce readiness are related
but conceptually distinct constructs. Table 1 summarizes the
principal sources supporting the proposed framework and
clarifies the contribution of each group of studies to the present
argument. Faculty members work in environments character-
ized by changing technologies, evolving teaching practices,
and increasing institutional expectations. Accordingly, exam-
ining whether supportive organizational conditions can facil-
itate engagement and future-oriented readiness is becoming
increasingly relevant. Importantly, the proposed relationships
are theoretical propositions rather than findings established by
the present study.

Table 1: Summary of key literature supporting the proposed
conceptual framework

Construct or Relationship Key References Main Contribution of the Literature Relevance to the Present Study
Psychological Safety [5]–[8] Links interpersonal risk-taking with

voice, team learning, communica-
tion, and organizational outcomes.

Establishes psychological safety as
the proposed organizational an-
tecedent.

Work Engagement [11], [12], [21] Defines engagement and describes
vigor, dedication, absorption, and
associated motivational processes.

Establishes work engagement as a
conceptually distinct potential me-
diator.

Workforce Readiness [2]–[4] Discusses digital and transferable
skills and the challenges of emerg-
ing technologies in work.

Informs the future-oriented compe-
tencies included in workforce readi-
ness.

Psychological Safety and
Work Engagement

[16]–[18] Examines psychological conditions
of engagement and associations in-
volving safety and employee en-
gagement.

Provides the rationale for Propo-
sition 1 (P1), without establishing
causality in higher education.

Work Engagement and
Workforce Readiness

[14], [20], [22] Examines engagement, motivation,
performance, and organizational
practices supporting employee in-
volvement.

Offers indirect theoretical support
for Proposition 3 (P3); readiness it-
self requires empirical testing.

Integrated Organizational
Perspective

[10], [12], [15] Discusses workplace relationships,
motivational resources, and organi-
zational work design under chang-
ing technological conditions.

Supports the proposed overall
framework while leaving the
mediation pathway to future
research.

Psychological safety can make it easier for employees to
share ideas, seek clarification about unfamiliar tasks, experi-
ment with new approaches, and take reasonable interpersonal
risks without fearing negative reactions [5], [6]. This capacity
may foster an environment of learning, collaboration, and
active participation that enables workers to develop capabil-
ities relevant to future demands. Because workforce readiness
implies flexibility, initiative, and preparation for changing
responsibilities, psychological safety may be one important
organizational condition supporting the development of these
capabilities. Nevertheless, psychological safety should be con-
sidered a proposed contributor to readiness rather than a
substitute for training, technical resources, or ongoing profes-
sional development.

A. Psychological safety and work engagement

Employees who experience psychological safety in their work
settings are more likely to perceive the workplace as trust-
worthy, inclusive, and supportive, making it easier to express
themselves without fear of embarrassment or interpersonal
retaliation [16], [21]. Such conditions may encourage stronger
involvement in organizational activities and allow individuals
to contribute their knowledge, ideas, and professional effort
more confidently. Employees who feel comfortable expressing
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opinions, identifying problems, and participating in decisions
may also experience greater vigor, dedication, and absorp-
tion, the three commonly recognized dimensions of work
engagement. This provides a theoretical explanation for the
proposed positive association between psychological safety
and engagement.

Previous studies suggest that supportive and inclusive
workplace relationships can be associated with engagement
by strengthening motivation, trust, and a sense of professional
belonging [16], [17]. Faculty members who perceive their
workplace as psychologically safe may therefore be more
willing to collaborate on academic projects, test innovative
instructional approaches, and invest effort in professional de-
velopment. They may also contribute more actively to teach-
ing teams, curriculum improvement, and classroom problem-
solving. Such patterns are theoretically consistent with the
literature, although direct testing among higher education fac-
ulty is necessary to establish the extent of these associations.
Proposition 1 (P1): Psychological safety is positively associ-
ated with work engagement among faculty members in higher
education institutions.

B. Psychological safety and work readiness
Workforce readiness refers to an individual’s capacity to adapt
to evolving job demands, acquire relevant new knowledge
and skills, and meet emerging organizational requirements.
Psychological safety may support such readiness by encourag-
ing learning behaviors, experimentation, information sharing,
and continuous professional improvement. Employees who
can ask questions, express uncertainty, and explore unfamil-
iar solutions without experiencing interpersonal threats may
develop greater confidence in responding to technological and
organizational change. These mechanisms suggest a plausi-
ble relationship between psychological safety and workforce
readiness, even when engagement is considered separately.

Within higher education institutions, psychological safety
may encourage faculty members to participate more fully
in digital transformation initiatives, explore emerging educa-
tional technologies, incorporate new methods into instruction,
and pursue ongoing professional development. Such opportu-
nities may improve their ability to respond to future expec-
tations regarding teaching, research, and institutional service.
Accordingly, the framework proposes a direct positive associ-
ation between psychological safety and workforce readiness,
while recognizing that the existence and magnitude of this
relationship have not been tested in the present paper.
Proposition 2 (P2): Psychological safety is positively asso-
ciated with workforce readiness among faculty members in
higher education institutions.

C. Work engagement and workforce readiness
Work engagement is a positive, fulfilling work-related state
characterized by vigor, dedication, and absorption, which
reflect an individual’s energy, commitment, and sustained
involvement in occupational tasks [11]. When employees are
engaged, they may be more motivated to learn, solve practical

problems, and invest effort in developing professional capabil-
ities. These behaviors are potentially important for workforce
readiness because they can facilitate continuing learning, ini-
tiative, and flexibility when job requirements change. Engage-
ment therefore represents a plausible motivational pathway
through which employees may acquire and apply skills needed
in future workplace settings.

In higher education institutions, engaged faculty members
may be more inclined to join training programs, adopt un-
familiar teaching methods, engage with technological inno-
vations, and respond constructively to revised educational
expectations. Such behaviors could contribute to the develop-
ment of a future-ready academic workforce able to function
effectively in technology-rich teaching and learning envi-
ronments. Although earlier research supports links between
engagement and several favorable work outcomes [13], [14],
a direct relationship between engagement and academic work-
force readiness should be evaluated through future empirical
studies.
Proposition 3 (P3): Work engagement is positively associated
with workforce readiness among faculty members in higher
education institutions.

D. Mediating role of work engagement
Psychological safety is expected to have a direct relationship
with workforce readiness and an additional indirect rela-
tionship through work engagement. A psychologically safe
workplace allows faculty members to express ideas, raise
concerns, and take reasonable interpersonal risks without fear-
ing adverse social consequences. Such an environment may
strengthen trust, support, open communication, and construc-
tive collaboration, potentially encouraging vigor, dedication,
and absorption in professional activities. Greater work en-
gagement may, in turn, motivate faculty members to pursue
new knowledge, participate in training, invest in professional
growth, and respond proactively to changing institutional re-
sponsibilities. The proposed indirect relationship is therefore
based on a sequential motivational argument rather than on a
mediation effect measured in this conceptual paper.

Faculty members who are engaged with their teaching and
academic responsibilities may be more willing to consider
new pedagogical approaches, use emerging technologies re-
sponsibly, and address changing institutional expectations.
These behaviors could contribute to greater skill development
and stronger preparedness for future learning and work de-
mands. From this perspective, work engagement may function
as an explanatory mechanism connecting psychologically safe
organizational conditions to faculty readiness. Further quan-
titative or mixed-methods research will be required to test
whether this mechanism operates as proposed and whether
the indirect association remains meaningful after relevant
organizational and individual factors are considered.
Proposition 4 (P4): Work engagement mediates the proposed
positive relationship between psychological safety and work-
force readiness among faculty members in higher education
institutions.
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Drawing on the reviewed literature and the four proposi-
tions, the present study proposes the conceptual framework
illustrated in Figure 1. The model depicts psychological safety
as a proposed antecedent of workforce readiness and iden-
tifies work engagement as a potential mediating variable. It
therefore incorporates both a direct pathway from psycholog-
ical safety to workforce readiness and an indirect pathway
through engagement. These pathways should be interpreted as
hypotheses for subsequent empirical examination rather than
as statistically established causal relationships.

Figure 1: Proposed conceptual framework illustrating the rela-
tionship between psychological safety, work engagement, and
workforce readiness.

The framework shown in Figure 1 suggests that fostering
a psychologically safe academic environment may enable
faculty members to participate more confidently and actively
in their professional responsibilities. When faculty can discuss
ideas and concerns, seek clarification, and contribute to insti-
tutional activities without fear of negative interpersonal conse-
quences, they may experience stronger vigor, dedication, and
absorption. Higher engagement could then support continuing
learning, adaptability, and the acquisition of additional com-
petencies, all of which are relevant to workforce readiness.
The model presents these linkages as a coherent theoretical
account of how organizational conditions may shape academic
workforce development.

In addition, psychological safety is proposed to have a di-
rect relationship with workforce readiness through the encour-
agement of learning behaviors, experimentation, constructive
feedback, and receptiveness to change. These processes are
particularly relevant in higher education, where faculty mem-
bers must respond to new technologies, instructional methods,
assessment practices, and professional expectations. Overall,
the conceptual framework emphasizes psychological safety
as a potentially valuable organizational resource in preparing
academic staff for future responsibilities. It also highlights the
need to test both the direct and mediated pathways before
making claims about their effectiveness in practice.

IV. Discussion
The purpose of this conceptual paper is to examine the poten-
tial relationships among psychological safety, work engage-
ment, and workforce readiness in higher education institu-
tions. Drawing on prior theoretical and empirical research,
the proposed model suggests that psychological safety may
represent a valuable organizational resource related to fac-
ulty readiness, both through a direct pathway and indirectly
through work engagement. The discussion therefore concerns
the plausibility and implications of the proposed relationships,
not the results of an original empirical test.

The model builds on established psychological safety re-
search by introducing workforce readiness as a distinct,
future-oriented outcome. Much of the existing literature has
examined the relationships of psychological safety with learn-
ing behaviors, employee voice, innovation, and engagement
[5], [7]. Comparatively less attention has been paid to the
ways in which these workplace experiences may relate to
employees’ capacities to respond to future professional chal-
lenges, particularly in higher education. By explicitly includ-
ing workforce readiness, the present framework extends the
theoretical discussion toward organizational preparedness in
environments undergoing rapid technological and institutional
change. It also encourages researchers to distinguish readiness
from current job performance and to investigate the specific
capabilities that enable faculty members to adapt to changing
academic roles.

The framework further identifies work engagement as a
possible explanatory pathway connecting psychological safety
with workforce readiness. Faculty members who experience a
supportive and trustworthy workplace may be more willing
to invest energy, commitment, and sustained attention in their
work. In turn, engaged employees may be motivated to learn
continually, behave proactively, and develop the competencies
required for future professional demands. Work engagement
could therefore act as a bridge between positive organizational
experiences and the long-term development of employee capa-
bilities. Although this argument is consistent with established
engagement theory, whether engagement actually mediates
the proposed relationship remains an empirical question.

The study is especially relevant to higher education insti-
tutions because academic roles are changing in response to
digital transformation, emerging instructional technologies,
and the increasingly widespread use of artificial intelligence.
Institutions must not only facilitate the transmission of knowl-
edge but also promote innovation, collaborative learning, and
technological adaptability among academic staff. Against this
background, building workforce capabilities that can respond
to continuing change represents an important strategic con-
cern. The proposed model highlights the potentially comple-
mentary roles of employee experience, motivation, and skills
in developing an adaptable academic workforce.

As technological changes continue to reshape the future
of work, existing research suggests that organizational effec-
tiveness depends partly on creating environments in which
individuals feel valued, supported, and able to contribute.
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Psychological safety may consequently represent an important
element of an adaptive institution, particularly where faculty
members are expected to learn unfamiliar systems and coordi-
nate new practices. Recent research has examined associations
among psychological safety, employee engagement, and well-
being, providing further justification for studying supportive
workplace conditions [18]. Developments in remote and flex-
ible working have also reinforced the importance of work
design, employee autonomy, effective communication, and
continued learning [24]. Taken together, these findings support
the relevance of the proposed framework, although they do not
themselves prove its specific direct or indirect relationships
with faculty workforce readiness.

Overall, the proposed conceptual model provides a founda-
tion for future empirical inquiry into how psychological safety
and work engagement relate to the development of workforce
readiness among faculty members. Researchers may use the
model to formulate measurable hypotheses, identify suitable
indicators, and investigate alternative explanatory processes.
The framework may also inform discussions of institutional
employment practices, organizational resilience, professional
learning, and the strategic management of academic work-
force development, provided that its proposed pathways are
not treated as already validated.

V. Theoretical and Practical Implications
A. Theoretical implications
The present conceptual paper integrates psychological safety,
work engagement, and workforce readiness within a single
theoretical framework. Previous research has examined psy-
chological safety in relation to learning behavior, employee
voice, innovation, and engagement, but less attention has
focused on the possibility that psychological safety may also
be relevant to the development of future-oriented workforce
capabilities. By identifying workforce readiness as a sepa-
rate outcome, the study extends the scope of psychological
safety theory toward emerging concerns about professional
adaptability and continuing skill development. This extension
is especially meaningful in higher education, where faculty
members must continually respond to new instructional, tech-
nological, and organizational expectations.

A second theoretical contribution is the identification of
work engagement as a potential mechanism linking psycho-
logically safe workplace conditions to workforce readiness.
Existing studies suggest that psychologically safe environ-
ments may encourage positive employee attitudes, partici-
pation, and learning, while engagement research describes
motivational processes that contribute to work-related out-
comes. The mechanisms through which these experiences
might develop into future-oriented capacities, however, re-
main insufficiently understood. The framework therefore pro-
poses that engagement may explain part of the association
between psychological safety and readiness, while allowing
for an additional direct relationship. This conceptual distinc-
tion provides a basis for subsequently examining mediation,
alternative pathways, and potential contextual influences.

In addition, the study contributes to debates about the future
of work by emphasizing the need to consider both human and
organizational factors in workforce development. Discussions
of readiness frequently prioritize technical competence, dig-
ital literacy, and the acquisition of new technologies. These
capabilities are important, but they may be difficult to develop
and apply when employees feel unable to ask questions, seek
assistance, or participate in institutional decisions. Rather than
treating workforce readiness as a purely technological issue,
the present framework highlights the possible interaction be-
tween organizational culture, psychological safety, employee
motivation, and human capital. It consequently supports a
broader view of preparedness that encompasses adaptive at-
titudes, professional relationships, and the capacity to learn in
technologically advanced environments.

Finally, the study applies these ideas to higher education,
where academic work is shaped by rapid technological in-
novation, revised pedagogical practices, expanding admin-
istrative responsibilities, and changing stakeholder expecta-
tions. The proposed framework offers a theoretical basis for
considering how institutional environments may influence
faculty readiness for these developments. It can also guide
further research designed to distinguish the contributions of
psychological safety, engagement, formal training, and other
organizational resources to the preparation of an adaptable
academic workforce.

B. Practical implications

The proposed framework has several potential implications for
university leaders, academic administrators, human resource
professionals, and higher education policymakers. First, fos-
tering psychologically safe workplaces may be a useful insti-
tutional priority. Faculty members who feel comfortable shar-
ing ideas, asking questions, acknowledging uncertainty, and
raising concerns may be more inclined to participate in learn-
ing, collaboration, and professional development activities.
Universities may therefore consider inclusive communication
practices, constructive feedback mechanisms, and respectful
professional relationships as part of their broader workforce-
development strategies. The value of these measures for readi-
ness should nevertheless be evaluated in the institutions where
they are implemented.

Second, institutions may wish to strengthen work engage-
ment through supportive leadership, clear communication,
appropriate autonomy, and meaningful opportunities for par-
ticipation in decision-making. Faculty members who under-
stand the purpose of organizational change and feel able to
contribute to its implementation may be more willing to at-
tend professional training, explore new teaching methods, and
participate in improvement initiatives. Engaged participation
may also help academic staff connect everyday responsibili-
ties with long-term professional development. Such initiatives
should be designed with attention to workload, institutional
support, and available resources rather than assuming that
engagement can be increased solely through individual effort.
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Third, preparing the academic workforce for future de-
mands should not be restricted to technical or digital train-
ing. Higher education institutions also need to consider how
organizational culture influences employees’ ability to learn,
collaborate, and respond confidently to change. Professional
readiness may be supported by opportunities for continuous
learning, interdisciplinary cooperation, experimentation with
teaching practices, and responsible innovation. Universities
should therefore seek to develop environments in which fac-
ulty members can strengthen both technical competencies and
the interpersonal and adaptive capabilities necessary to use
those competencies effectively.

Finally, the framework may help policymakers and educa-
tional leaders design workforce-development strategies that
address both human and technological dimensions of or-
ganizational transformation. As digitalization and emerging
technologies continue to alter academic work, psychological
safety and engagement may represent relevant conditions
for institutional adaptability and long-term effectiveness. The
present conceptual argument provides an initial basis for
such policy discussion, while reinforcing the importance of
collecting institution-specific evidence before implementing
or evaluating interventions on a large scale.

VI. Future Research Directions
Because the present study is conceptual, its primary purpose
is to establish propositions that can guide future empirical
investigations. Subsequent research could test the proposed
framework using quantitative methods with faculty samples
drawn from diverse higher education institutions, including
public and private universities. Longitudinal designs may be
particularly valuable for examining whether changes in psy-
chological safety precede changes in engagement and subse-
quent workforce readiness. Researchers could also compare
the proposed relationships across academic disciplines, insti-
tutional categories, professional ranks, and levels of teaching
experience.

Future studies may additionally explore organizational and
individual variables that could influence workforce readi-
ness or alter the proposed relationships. Potential mediators
and moderators include leadership style, digital competence,
learning orientation, organizational commitment, perceived
institutional support, workload, and access to professional
development. Comparative research across countries and edu-
cational systems could improve understanding of how cultural
expectations and institutional structures shape psychological
safety, engagement, and readiness. Mixed-methods investiga-
tions may be useful for combining measurable relationships
with detailed accounts of faculty members’ experiences dur-
ing technological and organizational transitions.

Given the increasing influence of emerging technologies
and changing job requirements, further research is needed
to identify effective organizational practices for supporting
faculty development and long-term workforce sustainability.
Such research should also clarify the conceptual boundaries
of workforce readiness, establish appropriate measurement

instruments, and determine whether the proposed mediation
model is supported by evidence from actual academic work
environments.

VII. Conclusion
The ongoing transformation of higher education, acceler-
ated by digitalization, technological innovation, and changing
labor-market expectations, has increased the importance of
preparing a future-ready academic workforce. Faculty roles
are becoming more dynamic as institutions introduce new ed-
ucational technologies, expand digital teaching arrangements,
and expect continuous professional learning. Academic em-
ployees must also respond to new pedagogical and orga-
nizational challenges while maintaining the quality of their
teaching, research, and institutional contributions. Within this
environment, understanding the organizational conditions that
may facilitate workforce readiness has become an increasingly
important theoretical and practical concern.

This conceptual paper has examined the proposed rela-
tionships among psychological safety, work engagement, and
workforce readiness for faculty members in higher education
institutions. Drawing on established organizational scholar-
ship, it argues that psychological safety may constitute a
valuable resource for open communication, learning, collab-
oration, and professional development. The framework pro-
poses that psychological safety is positively associated with
workforce readiness both directly and indirectly through work
engagement. Faculty members who experience supportive
and psychologically safe environments may show stronger
engagement, which could encourage adaptability, continuing
skill acquisition, and preparation for changing workplace re-
quirements. These relationships are propositions developed
from the literature and have not been empirically tested in the
present study.

The proposed model makes two principal contributions to
the literature. First, it extends discussion of psychological
safety beyond established outcomes such as learning and
participation by considering workforce readiness as a future-
oriented capability. Second, it identifies work engagement as a
potential mediator that may help explain how psychologically
safe organizational experiences relate to the development of
such capabilities. By focusing on higher education, the paper
also adds an institutional perspective to ongoing discussions
of technological change, faculty development, and organiza-
tional flexibility. Its central contribution is therefore concep-
tual integration rather than the demonstration of new empirical
effects.

Although the study relies on a theoretical and concep-
tual approach, it establishes a basis for future investigation.
Researchers may evaluate the proposed framework quantita-
tively, qualitatively, or through mixed-methods designs across
different educational settings. Future studies could also exam-
ine additional individual and organizational factors associated
with workforce readiness, assess possible differences across
faculty groups, and determine whether the mediating role of
engagement remains evident when alternative explanations
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are considered. Such research would improve the practical
relevance and explanatory precision of the framework.

In conclusion, the paper emphasizes the potential impor-
tance of psychologically safe and engaging work environ-
ments in preparing faculty members for future responsibil-
ities and opportunities. Institutional support for professional
learning, constructive communication, and responsible exper-
imentation may help academic employees respond to continu-
ing technological and organizational transformation. Effective
preparation will likely require attention to both technical
competencies and the social conditions under which those
competencies are acquired and used. The framework offers
a foundation for examining these issues and for developing
evidence-informed practices that support institutional adapt-
ability, academic workforce sustainability, and longer-term
educational effectiveness. The extent of its practical benefits
remains a question for future empirical evaluation.
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