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supervision is critical for designing effective and human-centered management
systems. The study aims to examine the mediating role of psychological safety
in the relationship between algorithmic management and employee
performance. It investigates whether transparency, feedback clarity, and
perceived fairness of algorithmic systems impact performance outcomes
through employees’ perceptions of a psychologically safe work environment.
A cross-sectional research design was employed, involving 312 employees
from organizations utilizing Al-mediated management. Data were collected
through validated survey instruments assessing algorithmic management
exposure and psychological safety, complemented by objective performance
metrics from organizational dashboards. Structural equation modeling was
applied to test the hypothesized mediation effects. Findings indicate that
psychological safety significantly mediates the effect of algorithmic
management on both task completion and quality. Employees perceiving
higher transparency and fair feedback demonstrate elevated safety, which
translates into improved performance. The study underscores that Al systems
must account for human perceptions to achieve sustainable productivity.
Evidence from this research provides guidance for managers, system
designers, and policymakers in developing Al-mediated supervision that
balances efficiency with employee well-being.
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INTRODUCTION

Artificial intelligence (Al) is increasingly integrated into organizational management
systems, transforming traditional supervisory roles and decision-making processes (Srinivasa
Raja et al., 2026). Algorithmic management, in which computational systems monitor,
evaluate, and guide employee activities, has emerged as a prominent phenomenon in digital
workplaces (Guo, 2024). These systems promise efficiency gains, real-time performance
tracking, and standardized decision-making, fundamentally altering the dynamics between
employees and managerial oversight (Sullivan et al., 2025). The rapid adoption of Al-mediated
management raises important questions regarding its impact on employee experience and
organizational outcomes.

Psychological safety, defined as a shared belief that the work environment is safe for
interpersonal risk-taking, has been identified as a critical determinant of employee engagement,
creativity, and performance (Paramita et al., 2024). In Al-mediated workplaces, traditional cues
of support, trust, and feedback may be diminished or replaced by algorithmic signals,
potentially influencing employees’ perceptions of safety (Aizenberg et al., 2025).
Understanding how algorithmic management interfaces with psychological safety is essential
to ensuring that technological efficiency does not come at the cost of human well-being or
performance.

Employee performance in Al-mediated contexts is influenced by both objective system
metrics and subjective psychological factors (Kougiannou & Mendonga, 2025). Algorithmic
oversight can lead to perceptions of surveillance, reduced autonomy, or performance anxiety.
Conversely, clear, consistent, and fair algorithmic feedback may enhance confidence and
clarity in role expectations (Eskandarpour, 2025). These complexities highlight the need for
research that examines not only the direct impact of algorithmic management on performance
but also the mediating role of psychological safety in shaping outcomes within digitally
managed environments.

Organizations increasingly rely on algorithmic systems to assign tasks, monitor progress,
and evaluate performance, yet there is limited empirical understanding of the human
implications of these interventions (Wu et al., 2025). Employees may experience stress,
uncertainty, or reduced motivation when traditional interpersonal managerial support is
replaced or supplemented by Al systems (Aloisi, 2024). The lack of clarity regarding the
psychological processes that mediate these experiences presents a critical knowledge gap.

Previous studies have largely focused on the operational efficiency or technical design of
algorithmic management systems, with less attention to human-centric outcomes such as
engagement, trust, and collaboration (Mettler, 2024). Employees’ reactions to algorithmic
oversight are inconsistent, varying across organizational culture, role type, and individual
characteristics (Deng et al., 2024). This variability underscores the challenge of predicting
performance outcomes in Al-mediated contexts and indicates a need to explore the
psychological mechanisms involved.

The interaction between algorithmic management and psychological safety remains
underexplored (Keshet & Fuchs, 2025). Empirical evidence is insufficient to determine
whether algorithmic systems inherently support or undermine employees’ sense of safety and
how this, in turn, affects performance (Wang & Ren, 2026). Without such understanding,
organizations risk implementing management technologies that improve efficiency in the short
term while impairing long-term employee engagement and productivity.

The primary objective of this study is to examine the mediating role of psychological
safety in the relationship between algorithmic management and employee performance
(Mehmood et al., 2025). The research aims to determine whether employees’ perceptions of a
psychologically safe environment influence how they respond to algorithmic oversight, thereby
affecting task outcomes, productivity, and engagement.
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A secondary objective is to identify the conditions under which algorithmic management
either enhances or diminishes psychological safety (Kantor, 2025). Factors such as
transparency of algorithmic decision-making, fairness of task allocation, feedback clarity, and
autonomy support are examined to understand their impact on employee perceptions and
performance.

The study also seeks to provide actionable insights for organizational design and
technology implementation (Gao et al., 2025). By elucidating the mediating role of
psychological safety, the research informs the development of Al-mediated management
systems that optimize both operational efficiency and employee well-being, offering evidence-
based recommendations for practitioners, managers, and human resource professionals.

Current literature provides substantial insight into the technical capabilities of
algorithmic management systems but offers limited understanding of their psychological and
behavioral implications (Habibi et al., 2025). Studies addressing human responses are often
anecdotal, context-specific, or focused on isolated variables, resulting in fragmented
knowledge (Tang et al., 2025). The lack of comprehensive models integrating algorithmic
oversight with employee psychology creates a significant gap.

Empirical research on psychological safety predominantly examines traditional
managerial contexts (Karagkouni et al., 2025). Few studies investigate how digitally mediated
supervision alters the formation and perception of safety norms (Amah & Ekpemuaka, 2025).
The paucity of cross-contextual and multi-method research limits generalizability and
constrains the development of frameworks applicable to Al-driven organizational
environments.

Evidence on performance outcomes under algorithmic management is often inconsistent,
with some findings suggesting enhanced efficiency and others indicating stress and
disengagement (Sopow & Sushkova, 2025). The absence of research examining psychological
safety as a mediating mechanism leaves a critical explanatory gap (Eatough et al., 2025).
Addressing this gap is essential to understand the nuanced interplay between technology,
human perception, and performance.

This study introduces a novel focus on the mediating role of psychological safety in Al-
mediated work environments, bridging a critical gap between technological design and human
outcomes (Oelofse & Zaabi, 2025). Unlike prior studies that evaluate efficiency or technical
performance metrics alone, the research integrates psychological theory with organizational
behavior and digital management practices, offering a holistic perspective.

The methodological approach combines multi-source survey data with behavioral
performance indicators, providing empirical rigor and actionable insights (O’Donovan &
Collins, 2024). By linking subjective perceptions of safety with objective performance
outcomes, the study advances both conceptual and practical understanding of algorithmic
management, emphasizing human-centered technology implementation.

The research is justified by the increasing prevalence of Al in organizational
management and the lack of evidence regarding its human impact (Alhassan et al., 2025).
Findings have the potential to inform policy, system design, and managerial practices, ensuring
that algorithmic oversight enhances productivity without compromising employee well-being
(S & Xavier, 2025). The study contributes to sustainable digital workplace development by
addressing both efficiency and psychological safety concerns.

RESEARCH METHOD
Research Design

The study employs a quantitative, cross-sectional research design to examine the
mediating role of psychological safety in the relationship between algorithmic management and
employee performance (Sohr et al., 2026). Data were collected from multiple organizational
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settings where Al-based supervisory systems are actively used. The design allows for testing of
direct and indirect relationships among variables through structural equation modeling,
providing insights into both the magnitude and direction of effects (Martin et al., 2025).
Randomized selection of participants across departments ensures variability in exposure to
algorithmic management while maintaining control for organizational context. This design
facilitates the identification of patterns in perceptions of psychological safety and its influence
on task outcomes within Al-mediated environments.

Survey methodology is integrated with performance metrics to capture both subjective
and objective indicators (Sun et al., 2026). Employees’ perceptions of psychological safety,
fairness, and autonomy under algorithmic supervision are assessed alongside performance
records obtained from organizational dashboards. Analytical techniques include confirmatory
factor analysis to validate measurement instruments and mediation analysis to evaluate the
hypothesized indirect effects. Emphasis is placed on robustness, reproducibility, and internal
validity to ensure that observed relationships accurately reflect underlying processes.

Multi-level modeling is employed to account for nested data structures, such as
employees within teams and teams within organizational units. Variability across
organizational cultures and Al system implementations is considered, enabling nuanced
interpretation of mediating mechanisms. The research design provides a comprehensive
framework for understanding the complex interplay between technology-driven management,
employee psychological experiences, and performance outcomes.

Research Target/Subject

The target population for this study comprises full-time employees across diverse
organizational settings including the technology, finance, and service sectors who actively
work under Al-mediated supervisory systems that handle task allocation, monitoring, and
performance evaluation. To be eligible, subjects must interact regularly with these algorithmic
management platforms and possess sufficient tenure to have formed established perceptions of
workplace psychological safety. Utilizing a stratified random sampling approach based on
statistical power analysis, the final sample strategically captures a balanced representation of
individuals across various departments, hierarchical roles, and levels of exposure to algorithmic
oversight, ensuring that the research targets a highly representative group to examine the
psychological and performance impacts of Al supervision.

Research Procedure

Data collection begins with organizational approval and ethical clearance, followed by
recruitment of eligible employees. Surveys assessing psychological safety, algorithmic
management perceptions, and demographic information are distributed electronically, with
reminders issued to maximize response rates. Performance data are obtained directly from
organizational databases, ensuring alignment with employee survey responses through
anonymized coding.

Data cleaning procedures include validation of survey responses, handling of missing
data through multiple imputation, and verification of performance metrics. Preliminary
analyses assess normality, linearity, and multicollinearity to meet assumptions for mediation
modeling. Confirmatory factor analysis is conducted to validate constructs, followed by
structural equation modeling to test direct and indirect effects of algorithmic management on
performance via psychological safety.

Post-analysis procedures include robustness checks, sensitivity analyses, and exploration
of potential moderating factors such as organizational culture and role type. Results are
interpreted within the context of contemporary organizational theory and Al-mediated
workplace research. Detailed documentation of procedures ensures replicability and
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transparency, providing a solid foundation for evidence-based recommendations regarding the
design and implementation of algorithmic management systems.

Instruments, and Data Collection Techniques

Employee perceptions of psychological safety are measured using validated scales
adapted from Edmondson (1999), assessing trust, openness, and perceived support for
interpersonal risk-taking in Al-mediated settings. Items are rated on a five-point Likert scale
ranging from “strongly disagree” to “strongly agree.” Algorithmic management exposure is
operationalized through questions on system transparency, feedback clarity, task automation,
and perceived monitoring intensity. Employee performance is measured using objective
organizational records, including task completion rates, quality metrics, and productivity
scores.

Instrument reliability and validity are confirmed through pilot testing and statistical
validation procedures, including Cronbach’s alpha for internal consistency and confirmatory
factor analysis for construct validity. Multi-method triangulation is implemented by comparing
self-reported performance-related behaviors with organizational performance data. These
instruments collectively capture both subjective experiences and objective outcomes, enabling
robust mediation analysis.

Supplementary instruments include demographic and organizational questionnaires to
control for potential confounding factors. Digital data collection platforms are used to enhance
accuracy, minimize missing data, and facilitate secure data management. All instruments
adhere to ethical standards, including voluntary participation, informed consent, and the right
to withdraw without penalty, ensuring compliance with research ethics guidelines in
organizational studies.

Data Analysis Technique

The data analysis utilizes a rigorous quantitative framework centered on structural
equation modeling (SEM) and multi-level modeling to evaluate the direct and indirect
relationships between algorithmic management and employee performance through the
mediating variable of psychological safety. Prior to primary modeling, preliminary analyses are
performed to verify assumptions of normality, linearity, and multicollinearity, alongside
confirmatory factor analysis (CFA) to validate the measurement scales and multiple imputation
to address any missing data. Multi-level modeling is then specifically applied to account for the
nested structure of the data (employees grouped within teams and organizational units), while
regression-based mediation and sensitivity analyses are conducted to confirm the magnitude,
direction, and robustness of the hypothesized indirect effects.

RESULTS AND DISCUSSION

Survey responses were collected from 312 employees across three organizations
utilizing Al-mediated management systems. Descriptive statistics indicate moderate to high
exposure to algorithmic supervision, with mean scores for perceived transparency (M = 3.84,
SD = 0.52) and feedback clarity (M = 3.76, SD = 0.58) on a five-point Likert scale.
Psychological safety scores ranged from 2.8 to 4.6, with a mean of 3.91 (SD = 0.61). Employee
performance metrics, obtained from organizational dashboards, reveal an average task
completion rate of 88% (SD = 7.2%) and quality scores averaging 91% (SD = 5.6%).

Table 1. Descriptive Statistics of Key Variables

Variable Mean SD Min Max
Algorithmic 3.84 0.52 2.1 5.0
Transparency
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Feedback Clarity 3.76 0.58 2.0 4.9
Psychological Safety 391 0.61 2.8 4.6
Task Completion (%) 88.0 7.2 70 100

Task Quality (%) 91.0 5.6 78 100

Observed descriptive patterns suggest that employees exposed to higher transparency
and feedback clarity under algorithmic management report greater psychological safety. Mean
scores indicate that employees generally perceive Al-mediated oversight as structured and
consistent, providing a foundation for trust and risk-taking behavior. Higher task completion
and quality scores correspond to elevated psychological safety, implying that supportive
algorithmic management positively influences performance outcomes.

Variance in psychological safety highlights individual differences in adaptation to Al-
mediated supervision. Employees in units with clearer algorithmic guidance consistently report
higher performance metrics. This alignment of subjective safety and objective performance
provides preliminary evidence that psychological safety may play a mediating role in Al-
managed work environments, setting the stage for inferential analysis.

Objective performance metrics reflect task completion, adherence to deadlines, and
quality ratings provided by Al and managerial evaluation systems. Employees with higher
perceived transparency scores demonstrate a mean task completion of 92%, whereas those
reporting lower transparency average 83%. Quality ratings follow a similar trend, with
employees perceiving supportive algorithmic feedback achieving 95% compared to 87% for
lower perception counterparts.

Subgroup analysis indicates that psychological safety aligns with both speed and
accuracy. Employees reporting higher psychological safety maintain consistent task completion
without compromising quality. Performance measures, therefore, are not solely a function of
algorithmic oversight but appear contingent on employees’ comfort and confidence within Al-
mediated structures, emphasizing the potential mediating effect.

0.40
[ Direct Effect (Performance without Mediator)
0.35 B =0.34 (p <0.01) B Indirect Effect (Mediated by Psychological Safety)
0.30
% 0.25
= B =0.21 (p < 0.01)
£ 0.20 B =0.19 (p <0.01)
o Mediation
go) 0.15 Effect
—l
0.10
0.05
0.00

Figure 1. Mediation Analysis: Psychological Safety As Mediator

Mediation analysis using structural equation modeling confirms that psychological
safety significantly mediates the relationship between algorithmic management and employee
performance. Direct effects of algorithmic transparency on performance (f = 0.34, p < 0.01)
are attenuated when psychological safety is included as a mediator (indirect effect § = 0.21, p <
0.01). Feedback clarity exhibits a comparable pattern, with partial mediation evident in both
task completion and quality scores.

Model fit indices indicate strong alignment with observed data (CFI = 0.96, RMSEA =
0.045), supporting the robustness of mediation effects. Bootstrapping analyses with 5,000
resamples yield confidence intervals excluding zero for indirect paths, confirming statistical

Page | 96



International Journal of Educatio Elementaria and Psychologia

significance. These results empirically validate the hypothesized mediating role of
psychological safety within Al-managed work environments.

Correlational analyses reveal moderate to strong associations among algorithmic
management, psychological safety, and performance. Algorithmic transparency positively
correlates with psychological safety (r = 0.58, p < 0.001), while psychological safety correlates
with task completion (r = 0.62, p < 0.001) and quality (r = 0.59, p < 0.001). Feedback clarity
shows a similar pattern, supporting the conceptual model that human perceptions mediate
technological influence.

Interaction analyses suggest synergistic effects whereby employees experiencing both
high transparency and high feedback clarity report the highest performance scores. Variability
in psychological safety accounts for a substantial portion of the relationship between Al
management and performance, highlighting its critical role in shaping effective adaptation to
algorithmic oversight.

A focused case study of 45 employees within a financial services department illustrates
practical dynamics. Employees in this unit experienced algorithmic task allocation and real-
time performance tracking. Mean psychological safety scores were 4.2 (SD = 0.39), above the
organizational average, and task completion reached 94%, with quality at 97%. Interviews
suggest that clear explanations of Al-driven decisions reinforced trust and allowed employees
to perform confidently.

High Anxiety Y ¢ g P Improved
Fear of errors and P JZI.D.D.H Performance
unfairess Psychological safety

leads to better
outcomes
Unambiguous support Employees feel safer Employees are more
for predictability about errors engaged in problem-

solving

Figure 2. Algorithmic Feedback Enhances Psychological Safety

Observational notes indicate that frequent algorithmic feedback without ambiguity
supported a sense of predictability and fairness. Employees reported reduced anxiety about
errors and enhanced engagement in problem-solving. These observations demonstrate that
psychological safety can translate perceived algorithmic oversight into improved performance
outcomes in real-world applications.

Temporal and cross-sectional analysis confirms that psychological safety consistently
mediates Al management effects. Units with transparent and well-communicated algorithmic
oversight achieve both higher performance and more favorable perceptions of safety.
Mediation magnitude varies slightly across departments but remains significant, indicating
robust generalizability.

Case study data reinforce that structured Al systems, when paired with perceived
fairness and clarity, enable employees to interpret supervision positively. Performance gains
are not solely the result of automation but depend on human interpretation and trust,
highlighting the psychological mechanisms underpinning effective algorithmic management.

Findings suggest that algorithmic management can enhance employee performance
when psychological safety is maintained. Transparency, fairness, and clear feedback function
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as mechanisms through which employees translate Al oversight into productive behaviors.
Psychological safety emerges as a critical mediator, bridging technological intervention with
human adaptation.

Results provide actionable insight for organizational design, emphasizing the need for
Al systems that are not only efficient but also psychologically supportive. Enhancing
transparency and feedback clarity can optimize both performance outcomes and employee
well-being, positioning psychological safety as a central factor in successful Al-mediated
workplace strategies.

The study demonstrates that psychological safety significantly mediates the relationship
between algorithmic management and employee performance. Employees exposed to higher
levels of algorithmic transparency and feedback clarity report elevated psychological safety,
which corresponds to improved task completion and quality metrics. Mediation analysis
confirms that the indirect effects of algorithmic management through psychological safety are
statistically significant, indicating that employee perceptions play a critical role in translating
technological oversight into performance outcomes.

Objective performance measures support the survey findings, showing that employees
experiencing supportive algorithmic management consistently achieve higher productivity and
quality scores. Variability across units is observed, but the general pattern of increased
performance under conditions of enhanced psychological safety is robust. The results
underscore that the benefits of Al-mediated management are contingent on employees’ sense of
safety and trust in the system.

Patterns observed across departments reveal that algorithmic management alone is
insufficient to optimize performance. Employees who perceive algorithmic systems as opaque
or rigid report lower psychological safety and reduced performance, highlighting the
conditional nature of Al supervision. These findings reinforce the importance of considering
human factors alongside technological efficiency.

The case study data provide practical validation, illustrating that clear explanations of
Al-driven decisions, fairness in task allocation, and consistent feedback significantly enhance
both employee psychological safety and measurable performance outcomes. The convergence
of survey, performance, and observational data confirms the central role of psychological
safety in Al-mediated work environments.

Findings align with prior research indicating that algorithmic management can
influence employee behavior through perceptions of control and fairness. Studies by Kellogg et
al. (2020) and Lee et al. (2021) highlight the impact of algorithmic oversight on employee
engagement and stress. The present study extends these insights by empirically demonstrating
the mediating role of psychological safety, offering a more precise mechanism for
understanding how Al systems affect performance outcomes.

Differences emerge in comparison with research that emphasizes efficiency gains
without considering psychological variables. While prior work often reports increased
productivity under algorithmic supervision, it neglects individual perceptions of safety and
trust. The current study provides evidence that efficiency improvements are not uniform but
depend on psychological responses, underscoring the necessity of integrating human-centered
factors in Al management research.

Findings also support organizational behavior literature emphasizing the importance of
psychological safety for performance and innovation. Edmondson (1999) and Carmeli et al.
(2010) identify safety as essential for risk-taking and knowledge sharing. This study
contributes by situating these principles within technologically mediated work contexts,
highlighting that algorithmic transparency and feedback clarity serve as contemporary
antecedents of psychological safety.

The study addresses gaps in empirical research on Al-mediated workplaces by linking
technical management systems with observable performance metrics through psychological
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constructs. Unlike studies that rely on anecdotal reports or experimental simulations, this
research demonstrates real-world implications across multiple organizational settings,
providing a bridge between technological management and organizational psychology.

Findings indicate that algorithmic management, when combined with transparency and
clear feedback, fosters employee perceptions of safety, which in turn enhances performance.
Psychological safety emerges as a central mechanism through which employees interpret Al
oversight as supportive rather than punitive. The study suggests that human adaptation to Al
systems is shaped by perceptions of fairness, clarity, and predictability, rather than the mere
presence of technology.

Patterns observed suggest that algorithmic management is not inherently beneficial or
harmful. Employee performance gains are contingent on the degree to which the system is
perceived as enabling and trustworthy. Psychological safety functions as an interpretive lens
through which algorithmic actions are evaluated, determining the behavioral outcomes of Al-
mediated supervision.

Case observations reveal that units with higher psychological safety exhibit greater
collaboration, proactive problem-solving, and consistent adherence to task standards.
Employees internalize feedback more effectively when it is transparent and fair, highlighting
the relational dimension of technology-mediated supervision. These dynamics illustrate that Al
supervision intersects with traditional human factors in shaping organizational performance.

The findings signify that psychological safety should be considered a critical success
factor in digital workplace transformation. Al implementations that ignore human perceptions
risk reducing engagement, productivity, and overall effectiveness. This study emphasizes that
technology alone cannot guarantee optimal outcomes without attention to employee
psychological responses.

Results have practical implications for organizational design, suggesting that Al-
mediated management systems must prioritize transparency, fairness, and feedback clarity to
foster employee psychological safety. Training programs and system configurations that
enhance interpretability of Al decisions can support both well-being and performance.
Organizations adopting algorithmic management should integrate human-centered principles to
maximize effectiveness.

Policy implications include the development of guidelines for Al implementation that
explicitly account for psychological safety. Human resources and management practices should
consider employee perceptions as central metrics for evaluating the impact of algorithmic
systems. Balancing technological efficiency with employee trust and safety can prevent
counterproductive stress and disengagement.

The study also informs system designers, highlighting the need for interfaces and
algorithms that communicate decision logic and rationale clearly. Transparent performance
metrics and feedback mechanisms reduce uncertainty and enhance employee confidence,
promoting consistent adherence to tasks and high-quality outcomes. Integration of
psychological principles into Al design can improve adoption rates and satisfaction.

Insights from this research contribute to the broader discourse on sustainable digital
work environments. Technology adoption strategies that ignore psychological mediators risk
suboptimal implementation. Evidence-based attention to human factors ensures that Al
management enhances, rather than undermines, organizational goals and employee
performance.

Observed patterns arise because psychological safety shapes the interpretation of
algorithmic oversight. Employees who perceive management as predictable, fair, and
informative experience lower anxiety, greater autonomy, and increased willingness to engage
in challenging tasks. These perceptions mediate the translation of system-driven directives into
productive behavior, explaining the indirect effects observed in the data.
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Transparency and feedback clarity function as critical cues that inform employees about
expectations, performance standards, and potential consequences. When Al systems provide
clear rationale for decisions, employees are more likely to internalize guidance and align
behaviors with organizational objectives. Ambiguous or opaque systems, in contrast, foster
uncertainty and reduce engagement.

The mediating role of psychological safety is reinforced by observed correlations
between perception scores and objective performance outcomes. Employees with higher safety
perceptions maintain consistency in both task completion and quality, suggesting that the
psychological environment is a determinant of how Al supervision translates into measurable
productivity. Mechanistic understanding of these relationships supports theory-building in Al-
mediated organizational behavior.

Contextual factors such as organizational culture, team norms, and prior exposure to
technology modulate these effects. Employees embedded in supportive environments are better
able to interpret Al oversight positively, reinforcing the importance of alignment between
technological and social systems. The findings underscore that psychological mediators are as
crucial as technical design in achieving performance gains.

Future research should examine longitudinal effects of Al-mediated management on
psychological safety and performance across multiple organizational cycles. Multi-wave data
collection would clarify temporal stability of mediation effects and detect potential adaptation
or fatigue effects among employees. Expanding research to diverse industries and
organizational sizes would enhance generalizability.

Practically, organizations should implement algorithmic systems with embedded
transparency, interpretability, and participatory feedback mechanisms (Aghaei et al., 2025).
Continuous employee training and communication about system functions can maintain high
psychological safety and engagement levels. Organizations should monitor perceptions
regularly to identify potential stressors or misalignments.

System designers should integrate human-centered design principles, ensuring Al
platforms provide actionable explanations for task assignments and performance evaluations
(Saleem et al., 2024). Feedback systems that allow employees to interact with and question Al-
generated directives can enhance trust and safety, fostering optimal performance outcomes.

Strategic adoption of algorithmic management should consider psychological safety as
a key performance indicator (Clarke et al., 2025). Policies, HR practices, and Al design
standards must converge to create environments where technological efficiency and human
well-being coexist. Evidence-based integration of these factors can support sustainable
productivity and employee satisfaction in Al-mediated work contexts.

CONCLUSION

The study reveals that psychological safety functions as a critical mediator in the
relationship between algorithmic management and employee performance. Employees exposed
to higher levels of algorithmic transparency and clear feedback report elevated perceptions of
psychological safety, which in turn significantly enhances task completion and work quality.
Results indicate that algorithmic oversight alone is insufficient to optimize performance; its
effectiveness is contingent on employees’ subjective interpretations of fairness, clarity, and
trust. These findings highlight the nuanced interplay between technological supervision and
human psychological mechanisms, distinguishing the study from prior research that primarily
examines efficiency or productivity outcomes without accounting for mediating cognitive or
affective processes.

The study contributes both conceptually and methodologically to the literature on Al-
mediated workplaces. Conceptually, it extends the theoretical understanding of algorithmic
management by explicitly integrating psychological safety as a mediating construct, providing
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a human-centered perspective on technology-driven supervision. Methodologically, it
combines multi-source survey data with objective performance metrics, applying structural
equation modeling to rigorously test mediation effects. This approach enables a more
comprehensive and empirically validated framework for assessing how algorithmic systems
influence performance outcomes, offering actionable insights for organizational design, Al
system implementation, and future research on the human factors of digital workplace
technologies.

The research is limited by its cross-sectional design and focus on a specific set of
organizations, which may restrict the generalizability of findings across industries, cultural
contexts, or long-term implementation of Al-mediated management. Data capture relies on
self-reported perceptions of psychological safety in conjunction with organizational
performance metrics, potentially introducing measurement bias or overlooking other mediating
and moderating factors. Future research should adopt longitudinal designs to examine temporal
stability and causal mechanisms, expand sampling across diverse industries and organizational
sizes, and explore additional mediators or moderators, such as employee resilience, role
complexity, or organizational culture, to provide a more comprehensive understanding of the
dynamics between algorithmic management, psychological safety, and performance.
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