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Abstract
Background Work environment is rapidly evolving, unfortunately, it is also becoming increasingly hostile for workers 
due mostly to common psychosocial hazards. This situation is posing significant challenges for organisations to 
protect the psychological well-being of their workers. Hence, this review aims to map studies to understand the 
influence of psychosocial safety climate (PSC) on workplace mistreatment and mental health of workers.

Methods The guidelines outlined by Arksey and O’Malley were adopted for this review. PubMed, Scopus, Web of 
Science, JSTOR, Google and Google Scholar were searched for relevant papers. Only peer-reviewed studies that 
measured PSC using PSC-12, PSC-8 or PSC-4 were included in this review.

Results Thirty-eight studies met the inclusion criteria. This review found that PSC has a negative association with 
workplace mistreatment such as bullying, harassment, violence, discrimination and abuse. Further, PSC has a positive 
association with psychological well-being, personal resilience and hope. Low level organisational PSC also promotes 
psychological distress, stress, depression, cognitive weariness and emotional exhaustion. The buffering effect of 
PSC is well-established. Moreover, PSC mediates the association between health-centric leadership and workers’ 
psychological health problems. The inverse relationship between PSC and depressive symptoms was stronger for 
females than males.

Conclusion Organisations should prioritise training and development of supervisors to enhance their supportive 
skills, encourage respectful behaviour, encourage the use of resources promote open and bottom-up communication 
and provide guidance on conflict resolution. By promoting a high PSC context, organisations can create a culture that 
discourages mistreatment, leading to increased employee well-being, job satisfaction, and productivity.
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Introduction
Work environment globally is rapidly evolving, but it is 
also becoming increasingly hostile for workers. Recent 
evidence from the International Labour Organisation 
(ILO) indicates that about 23% of workers have experi-
enced violence and harassment at work, encompassing 
physical, psychological, and sexual abuse [1]. This dis-
turbing statistic reveals that more than one in five people 
in employment have encountered workplace violence 
and harassment, posing significant challenges for orga-
nizations to protect the psychological well-being of their 
workforce. There is also a growing realization of the need 
to understand the influence of the psychosocial work 
environment on workplace mistreatment and mental 
health. The World Health Organisation (WHO) and ILO 
have jointly reported a global increase in occupational 
morbidity and mortality resulting from a poor psycho-
social work environment [2, 3], emphasising the impor-
tance of exploring the concept of psychosocial safety 
climate (PSC).

PSC is an organisational culture that prioritises work-
ers’ psychological health and safety at the workplace 
[4]. Thus, PSC refers to the shared perceptions of work-
ers concerning workplace policies, practices, and pro-
cedures that are designed to protect and promote their 
psychological well-being [5]. It encompasses a range of 
organisational factors including leadership commitment 
to workers’ well-being, job design, organisational justice, 
social support and overall climate of trust and respect at 
the workplace [6]. A high PSC context emphasises the 
importance of fostering a psychologically healthy work 
environment, where workers feel safe, supported, valued, 
treated fairly and respected [7], thus, lowering the ten-
dency of mistreatment of workers.

Workplace mistreatment refers to any form of harm-
ful, abusive, or disrespectful behaviour that occurs in 
the work environment [1] This includes but not limited 
to bullying, harassment, violence, abuse and discrimi-
nation [1]. Workplace mistreatment has gained signifi-
cant research and policy attention due to its detrimental 
effects on both workers and organizations [1]. Victims 
of workplace mistreatment often experience poor men-
tal health, job dissatisfaction and impaired productivity 
[8]. Recognising the crucial role of the PSC in mitigating 
workplace mistreatment and protecting workers’ men-
tal health has become a pressing concern for research-
ers, industries and policymakers [8]. For over a decade of 
research into PSC, identifying and synthesising studies 
that have explored PSC in reducing workplace mistreat-
ment and improving mental health is noteworthy. Thus, 
this scoping review aims at mapping existing studies to 
provide a comprehensive understanding of the influence 
of PSC on workplace mistreatment and mental health on 
workers. The purpose is to make recommendations for 

future research and systematic reviews. This review will 
also help organisations, managers and policymakers to 
develop evidence-based strategies and interventions that 
promote a PSC work-context that fosters a respectful and 
supportive work environment and safeguard workers’ 
psychological well-being. Also, this review aims to pro-
vide evidence that is useful in promoting a healthy and 
decent workplace that eliminates all forms of workplace 
mistreatment and mental health stressors.

Methods
The guidelines outlined by Arksey and O’Malley [9] 
were adopted for this scoping review: thus, identifying 
and stating the research questions, identifying relevant 
studies, studies selection, data collection, summary and 
synthesis of results and consultation. Therefore, we for-
mulated research questions based on the Population, 
Concept and Context (PCC) framework. The following 
questions guided this scoping review:

1. What is the relationship between PSC and workplace 
mistreatment?

2. What is the relationship between PSC and mental 
health parameters?

3. What is the mediating and moderating role of PSC 
in improving workers’ mental health and reducing 
workplace mistreatment?

Search for relevant papers was conducted in four main 
databases (PubMed, Scopus, Web of Science, and 
JSTOR). Google and Google Scholar were explored for 
additional papers. Reference lists of eligible records were 
also checked for relevant papers. The authors created a 
search technique that used a combination of controlled 
vocabularies like Medical Subject Headings (MeSH). 
Keywords for each of the four major electronic databases 
(PubMed, Scopus, Web of Science and JSTOR) were also 
created to address the research questions and identify 
relevant literature. Table  1 presents the search strategy 
conducted in PubMed and other databases. The search 
strategies were informed by PCC. The context was not 
limited to a specific country or region since this review 
was given a global focus. The search strategy used in 
PubMed was then modified for search in other databases. 
The authors used three keywords in their search strategy 
(1) psychosocial safety climate, (2) workplace abuse and 
(3) mental health. The search for relevant papers started 
on March 12, 2023, and ended on July 1, 2023. Chartered 
librarians at the Sam Jonah Library, University of Cape 
Coast were consulted.

Mendeley software was used to remove duplicate 
records. Ten graduate students were trained and super-
vised by MA to screen titles and abstracts for full-text-
eligible records. This was done to enhance efficiency in 
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the screening process and allowed for a more thorough 
and expedited review of titles and abstracts to iden-
tify records eligible for full-text examination. Authors 
checked the reference list of full-text records to identify 
additional eligible records. Eligible full-text records were 

then screened independently by MA and JOS and super-
vised by EWA using the eligibility criteria presented in 
Table 2. Weekly meetings were used to resolve disagree-
ments identified during the screening process.

Table 1 Search Strategy Search strategy conducted in PubMed
#1 Search to iden-

tify psycho-
social safety 
climate

Psychosocial safety climate*[MeSH 
Terms] OR psychological safety cli-
mate* OR and psychosocial safety 
culture* OR safety climate*

#2 Search to iden-
tify workplace 
abuse

Workplace mistreatment* [MeSH 
Terms] OR Workplace abuse OR 
psychosocial working conditions* OR 
workplace bullying* OR workplace 
mistreatment* OR workplace harass-
ment* OR workplace harassment* OR 
Workplace bullying* OR Workplace 
victimisation* OR Workplace aggres-
sion* OR Workplace discrimination* 
OR Workplace sexual abuse* OR 
Workplace intimidation* OR Work-
place violence* OR Workplace incivil-
ity* OR Workplace maltreatment*

#3 Search to 
identify mental 
health

Mental health* [MeSH Terms] OR 
psychological well-being* OR quality 
of work life* OR quality of life* OR 
emotional exhaustion* OR Depres-
sion* OR anxiety* OR mindfulness* 
OR Post-traumatic stress* OR mental 
distress* OR mental health* OR 
Emotional well-being* OR Mental 
well-being* OR Stress* OR Cognitive 
stress*

Overall search 
strategy

#1* AND#2 AND#3NOT animal*
(Filters activated: English, from 
2010/01/01)

Search strategy in PubMed modified for search in Scopus
((TITLE-ABS-KEY (“psychosocial safety climate” OR “psychological safety climate” OR “psychosocial safety culture” OR “safety climate”)) AND
(TITLE-ABS-KEY (“Workplace mistreatment” OR “Workplace abuse” OR “psychosocial working conditions” OR “workplace bullying” OR “workplace harass-
ment” OR “Workplace victimisation” OR “workplace aggression” OR “workplace discrimination” OR “workplace sexual abuse” OR “workplace intimidation” 
OR “workplace violence” OR “workplace incivility” OR “workplace maltreatment”)) AND
(TITLE-ABS-KEY (“Mental health” OR “psychological well-being” OR “quality of work life” OR “quality of life” OR “emotional exhaustion” OR “Depression” 
OR “anxiety” OR “mindfulness” OR “Post-traumatic stress” OR “mental distress” OR “mental health” OR “Emotional well-being” OR “Mental well-being” OR 
“Stress” OR “Cognitive stress”)) NOT TITLE-ABS-KEY (“animal”)) AND (LIMIT-TO (LANGUAGE, “English”)) AND (LIMIT-TO (PUBYEAR, 2010–2023))
Search strategy in PubMed modified for search in Web of Science
(TS=(“psychosocial safety climate*” OR “psychological safety climate*” OR “psychosocial safety culture*” OR “safety climate*”)) AND
(TS=(“Workplace mistreatment*” OR “Workplace abuse” OR “psychosocial working conditions*” OR “workplace bullying*” OR “workplace mistreat-
ment*” OR “workplace harassment*” OR “workplace harassment*” OR “Workplace bullying*” OR “Workplace victimisation*” OR “Workplace aggression*” 
OR “Workplace discrimination*” OR “Workplace sexual abuse*” OR “Workplace intimidation*” OR “Workplace violence*” OR “Workplace incivility*” OR 
“Workplace maltreatment*”)) AND
(TS=(“Mental health*” OR “psychological well-being*” OR “quality of work life*” OR “quality of life*” OR “emotional exhaustion*” OR “Depression*” OR 
“anxiety*” OR “mindfulness*” OR “Post-traumatic stress*” OR “mental distress*” OR “mental health*” OR “Emotional well-being*” OR “Mental well-being*” 
OR “Stress*” OR “Cognitive stress*”)) NOT TS=(“animal*”)) AND TS = (LANGUAGE, “English”)) AND TS= (PUBYEAR, 2010–2023))
Search strategy in PubMed modified for search in JSTOR
(ti:“psychosocial safety climate” OR ti:“psychological safety climate” OR ti:“psychosocial safety culture” OR ti:“safety climate”) AND
(ti:“workplace mistreatment” OR ti:“workplace abuse” OR ti:“psychosocial working conditions” OR ti:“workplace bullying” OR ti:“workplace harassment” 
OR ti:“workplace discrimination” OR ti:“workplace violence” OR ti:“workplace incivility”) AND
(ti:“mental health” OR ti:“psychological well-being” OR ti:“quality of work life” OR ti:“quality of life” OR ti:“emotional exhaustion” OR ti:“depression” OR 
ti:“anxiety” OR ti:“mindfulness” OR ti:“post-traumatic stress” OR ti:“mental distress” OR ti:“mental health” OR ti:“emotional well-being” OR ti:“mental well-
being” OR ti:“stress” OR ti:“cognitive stress”) AND (ti: “Not animal”) AND (ti: Publication Year, “2010–2023”).
NB: Searches in all databases were conducted from March 12, 2023 to July 1, 2023)
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Data extraction was handled independently by two 
independent researchers (MA and JOS) and supervised 
by EWA. This was done to ensure that accurate and reli-
able data were extracted for this review. Disagreements 
during the data extraction phase were handled during 
weekly meetings. Authors extracted data on authors, the 
country where the study was conducted, year of publi-
cation, purpose of the study, study design, population, 
sample size, measure of PSC and study outcomes. Finally, 
thematic content analysis was conducted by the authors 
based on the research questions. The analysis involved 
identifying recurring themes relevant to the research 
questions. This process included organising and cate-
gorising data to extract meaningful patterns and insights 
from the extracted information. The search results, char-
acteristics of reviewed studies and thematic analysis were 
presented.

Results
Search results
Search conducted in the four main databases produced 
4,621 records and additional 29 records were retrieved 
from Google and Google Scholar. The Mendeley soft-
ware was used to remove 742 duplicate records. After 
title and abstract screening, 3,820 records were removed 
because they were not relevant to this review. Additional 
5 records were retrieved through reference checking of 
eligible studies and 93 full-text records were screened 
for eligibility. Finally, 38 full-text records were included 
in this scoping review and the remaining 55 full-text 
records were removed because they did not report on 

variables of interest. The search results and screening 
process is presented in Fig. 1.

Characteristics of reviewed studies
Reviewed studies collectively sampled 53,733 workers. 
A cross-sectional survey design was mostly used in con-
ducting these studies (See Fig. 2 for details). A few (6) of 
the studies were published in 2021 (See Fig. 3 for details), 
with about half (19) conducted in Australia (See details in 
Fig. 4). Most of the studies we reviewed sampled general 
working population (16) and healthcare providers (11) 
(See details in Fig. 5). Characteristics of reviewed studies 
are presented in Supplementary File (Table S1).

Influence of PSC on workplace mistreatment
Evidence indicates that PSC has a direct and significant 
influence on workplace mistreatment. For instance, 
reviewed studies reported that a high PSC work context 
provides a favourable work environment that helps elimi-
nates or reduces workplace bullying among workers [10–
17]. Also, workplace violence [8, 10] and abuse [18] are 
common in a low PSC context. In addition, studies fur-
ther highlighted that workplace harassment [10, 11] and 
discrimination [18] are less common or eliminated in a 
high PSC context.

Influence of PSC on workers’ mental health
Evidence established that PSC directly improves workers’ 
mental health. For example, evidence is consistent that 
high PSC context improves psychological well-being [14, 
19–21] and reduces psychological distress [4, 18, 22–29]. 
Furthermore, it is indicated that low PSC work exposes 
workers to emotional exhaustion [4, 16, 22, 25, 30–32], 
stress [33, 34], cognitive weariness [35] and depres-
sion [23, 36–38]. For instance, a study reported that the 
inverse relationship between PSC and depressive symp-
toms was stronger for females than males [36]. More-
over, a high PSC context makes workers more assertive 
[39] and resilient [40] and presents opportunities for 
hope [40]. We present thematic analysis of the influence 
of PSC on workplace mistreatment and mental health in 
Table 3.

Mediation and the buffering effect of PSC
The literature consistently confirms the buffering effect 
of PSC on various outcomes related to worker well-being 
and mistreatment. Yulita et al. [7]for example, found 
that in a high PSC context, job resources had a stron-
ger impact on reducing psychological distress. Similarly, 
Lawrie et al. [41] demonstrated positive impact of job 
control on worker mindfulness which is enhanced in a 
high PSC work environment. Besides, Siami et al. [40] 
revealed that the association between supportive leader-
ship and personal hope is strengthened in the presence 

Table 2 Eligibility criteria for screening search results and full-
text records
Inclusion criteria:
1. The paper is written or published in the English language;
2. Only peer-reviewed articles;
3. The study should explore the psychosocial safety climate and work-
place abuse and or mental health among the working population;
4. The study adopted or adapted the PSC-12, PSC-8, or PSC-4 to mea-
sure psychosocial safety climate or interview participants on PSC;
5. The study was conducted in any part of the world;
6. The study was published online in the year 2010 or later.
Exclusion criteria:
1. The paper was written or published in any other language other than 
English;
2. The paper is a conference paper, a letter to the editor, pre-print, grey 
literature, and commentaries;
3. The paper explored safety climate, physical safety climate, safety 
culture, or related constructs;
4. The paper did not adopt or adapt PSC-12, PSC-8 or PSC-4 in measur-
ing psychosocial safety climate;
5. The paper was published before the year 2010 (Psychosocial safety 
climate was introduced in the year 2010);
6. Abstracts without full-text records;
7. The study was published online before the year 2010.



Page 5 of 12Amoadu et al. BMC Psychology          (2024) 12:195 

Fig. 2 Study designs of reviewed studies

 

Fig. 1 PRISMA flow diagram of search results and screening process
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of a high PSC. Hall et al. [42] showed that the effect of 
job demands on depression is diminished when workers 
perceive high PSC. Additionally, Loh et al. [43] found a 
negative impact of emotional demands on psychological 
well-being that is mitigated in a high PSC context.

Furthermore, it is indicated that the adverse association 
between workplace bullying, harassment, and psycho-
logical well-being is attenuated when workers perceive 
high PSC [11]. Thus, PSC has the capacity to reduce the 
impact of workplace bullying on post-traumatic disorder 

Fig. 4 Map showing countries and continents where reviewed studies were conducted

 

Fig. 3 Year of publication of included studies
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and work engagement [12, 44] Kwan et al. [39] revealed 
that the positive association between bullying and neglect 
is diminished when a high PSC is perceived by work-
ers. Moreover, PSC moderates the associations between 
role conflict and workplace bullying [17], role ambigu-
ity and workplace bullying [17] and stigma and work-
place bullying [15]. While a limited research attention is 
given, a study reported that PSC mediates the association 
between health-centric leadership and workers’ psycho-
logical health problems [26]. These findings collectively 
emphasize the crucial role of PSC in mitigating the nega-
tive consequences of mistreatment and enhancing work-
ers’ well-being.

Workplace-specific findings
The findings from various studies reveal workplace-spe-
cific outcomes related to Psychosocial Safety Climate 
(PSC). In the education sector in Australia, PSC was 
associated with a reduction in psychological distress 
and emotional exhaustion among education workers [4]. 
Similarly, in Malaysia, among police officers, PSC buff-
ered the effect of job resources on psychological distress 
[7]. Healthcare workers in China experienced a decrease 
in workplace violence in the presence of a positive PSC 
[8]. For the general working population in Australia, PSC 
was linked to a decrease in harassment, violence, and 
bullying [10]. In diverse settings, including police offi-
cers, the general working population, and refugees in 
Australia, PSC demonstrated a consistent negative asso-
ciation with workplace mistreatment such as bullying, 
harassment, violence, discrimination, and abuse [12, 13, 
18]. Healthcare workers in both Australia and Malaysia 
reported improved psychological well-being in the pres-
ence of a high PSC context [19]. Construction workers 

in China showed enhanced mental well-being [20]. Vari-
ous workplace settings, such as attorneys in the USA and 
oil and gas workers in Malaysia, exhibited a decrease 
in psychological distress with a positive PSC [27, 28]. 
Notably, healthcare workers across different countries, 
including Iran, Australia, and Canada, experienced posi-
tive outcomes such as decreased emotional exhaustion 
and stress, emphasizing the universal impact of PSC in 
healthcare settings [22, 30, 35].

Discussion
This review found that PSC has a negative association 
with workplace mistreatment such as bullying, harass-
ment, violence, discrimination and abuse. Furthermore, 
we found that PSC has a positive association with psy-
chological well-being, personal resilience and hope. 
Moreover, PSC has a negative association with psycho-
logical distress, stress, depression, cognitive weariness 
and emotional exhaustion. The buffering effect of PSC is 
well-established in the literature.

Influence of PSC on workplace mistreatment
PSC has a negative association with workplace mis-
treatment. A high PSC work environment indicates that 
managers and supervisors are perceived as supportive, 
approachable and caring towards their workers. In such 
a work context, workers are more likely to feel pro-
tected, valued and respected [5]. Furthermore, such work 
context acts as a deterrent to workplace mistreatment 
including bullying and harassment because workers are 
more assertive at work [18]. Furthermore, when workers 
perceive their supervisors as supportive, they are likely 
to develop trust and respect among workers and towards 
their supervisors. This trust and respect may lead to 

Fig. 5 Occupational groups explored by reviewed studies
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positive interpersonal relationships between supervi-
sors and workers, fostering a sense of fairness, partner-
ship, and open communication [10, 11]. In such a work 
context, discrimination and mistreatment are less likely 
to occur, since they contradict the principles of trust and 
respect. In a high PSC context, managers and supervi-
sors are expected to exhibit positive behaviours to serve 
as role models for their colleagues and subordinates. 
When managers and supervisors exhibit respectful and 
inclusive behaviours, it serves as precedents for accept-
able conduct at the workplace, reducing the occurrence 
of mistreatment [8, 10]. In a high PSC work context, bot-
tom-up communication is encouraged and supervisors 
are more likely to intervene and address workplace mis-
treatment, provide training on respectful behaviours and 
establish mechanisms for reporting incidents [5]. These 

communication and conflict resolution mechanisms do 
not only deter mistreatment but also provide a sense of 
security for workers.

Influence of PSC on mental health
PSC has a positive association with psychological well-
being. In a high PSC context, workers are trained and 
encouraged to utilise essential resources capable of 
helping workers to cope effectively with the psychologi-
cal and emotional demands of work. Furthermore, high 
PSC implies that supervisors provide emotional sup-
port, understanding and validation of their workers 
which helps buffer against stressors at the workplace 
[5]. Besides, the presence of supportive supervisors or 
management contributes to workers’ mental well-being 
by reducing feelings of isolation, enhancing self-esteem, 

Table 3 Themes generated from reviewed studies
Main theme Specific factors Definitions Au-

thors
Workplace 
mistreatment

Workplace 
harassment

It refers to any unwanted or unwelcome behaviour, whether verbal, physical, or visual, that creates a 
hostile, intimidating, or offensive work environment, typically targeting a worker or a group of workers 
based on their protected characteristics such as gender, race, religion, or disability.

 [10, 
11]

Workplace 
violence

Refers to any act or threat of physical violence, aggression, or intimidation that occurs within or 
related to the work environment, posing a risk to the safety and well-being of workers

 [8, 
10]

Workplace 
bullying

Involves persistent, unwanted, and aggressive behaviour directed towards an individual or a group, 
typically involving the misuse of power or authority, with the intention to intimidate, humiliate, or 
undermine the target, creating a hostile and harmful work environment.

 
[10–
17]

Workplace abuse Involves mistreatment of employees through acts of physical, psychological, or emotional harm, often 
involving the misuse of power or authority, resulting in the degradation, humiliation, or exploitation of 
the individuals targeted.

 [18]

Discrimination It involves the denial of equal opportunities, unequal pay, biased decision-making, or creating a hos-
tile work environment based on these protected attributes.

 [18]

Mental health Psychological 
well-being

It refers to a worker’s overall state of mental health and happiness, characterised by positive emo-
tions, a sense of purpose and fulfillment, good self-esteem, and a strong ability to cope with life’s 
challenges.

 [14, 
19–21]

Emotional 
exhaustion

It is a state of extreme fatigue and depletion of emotional resources, often resulting from prolonged 
periods of stress, excessive workload, and emotional demands. It is characterised by feelings of emo-
tional drain, reduced motivation, and a sense of being emotionally overwhelmed or drained.

 [4, 16, 
22, 25, 
30–32]

Psychological 
distress

It involves experiencing negative emotions, such as sadness, fear, or worry, along with symptoms like 
sleep disturbances, difficulty concentrating, irritability, or a sense of hopelessness.

 [4, 18, 
22–29]

Stress It refers to the body and mind’s response to demanding or challenging situations that can have 
negative effects on physical and mental well-being, leading to symptoms such as irritability, fatigue, 
difficulty concentrating, and various health problems.

 [33, 
34]

Depression It is a mental health disorder marked by persistent sadness, loss of interest, and impaired daily 
functioning.

 [23, 
36–38]

Cognitive 
weariness

Cognitive weariness refers to a state of mental exhaustion or fatigue that arises from prolonged cogni-
tive effort, such as intense mental work, decision-making, or problem-solving. It involves a feeling of 
mental drain, reduced cognitive functioning, and a decreased ability to concentrate or think clearly.

 [35]

Assertive Being assertive refers to expressing one’s thoughts, feelings, and needs in a confident and direct man-
ner, while respecting the rights and boundaries of others

 [39]

Personal 
resilience

It involves the capacity to maintain mental strength, emotional well-being, and a positive outlook in 
the face of difficulties. Resilient workers can effectively cope with setbacks, learn from experiences, 
and develop strategies to navigate through adversity, ultimately promoting their overall well-being 
and ability to thrive.

 [40]

Hope Hope is an optimistic and positive state of mind characterised by the belief that things can improve or 
desired outcomes can be achieved. It involves having confidence, aspirations, and a sense of possibil-
ity for the future, even in challenging circumstances.

 [40]
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and promoting a sense of belongingness [7]. Moreover, 
in a high PSC context, supervisors are more likely to 
be responsive to workers’ needs and concerns, provid-
ing workers with essential resources and guidance that 
alleviate psychological distress [33, 34]. Thus, high PSC 
contexts encourage and empower workers by promoting 
assertiveness, resilience, and hope [39]. In such an envi-
ronment, workers may feel more confident in express-
ing their needs, standing up for themselves, and seeking 
solutions to challenges. Consequently, this may lead to 
increased assertiveness, better coping mechanisms, and a 
more positive outlook on work-related issues [39].

The finding that the negative association between PSC 
and depressive symptoms is stronger for females than 
males highlight the potential of gender differences in the 
impact of PSC on mental health outcomes. This finding 
could be influenced by several variables including dif-
ferences in socialisation, communication styles, and the 
importance of supportive relationships for women [36]. 
However, further research is needed to explore these 
gender-specific dynamics in more detail.

The buffering effects of PSC
In a high PSC environment, job resources including job 
control and supportive leadership, are perceived as more 
beneficial and impactful [5]. Thus, PSC acts as an ampli-
fier, enhancing the positive effects of these resources on 
workers’ mental well-being [43]. When workers perceive 
a supportive work environment, they are more likely to 
utilise job resources that are more effective in reducing 
psychological distress, increasing mindfulness, fostering 
personal hope, and mitigating the negative impact of job 
demands on depression and emotional exhaustion [7]. A 
high PSC context would create a sense of psychological 
safety, where workers feel comfortable expressing their 
concerns, reporting mistreatment, and seeking essen-
tial support [5]. This situation creates an environment 
where bullying, harassment, and other forms of work-
place mistreatment are less tolerated, and thus, less occur 
[4]. The perception of high PSC buffers the adverse effect 
of workplace mistreatment on psychological well-being, 
post-traumatic disorder, stress, cognitive weariness and 
other psychological health problems to improve produc-
tivity and organisational image [4].

PSC in specific workplaces
The workplace-specific findings underscore the intri-
cate interplay between PSC and various professional 
domains, shedding light on the nuanced dynamics within 
diverse work settings [12, 35]. In the education sector, the 
observed reduction in psychological distress and emo-
tional exhaustion among education workers in the pres-
ence of a positive PSC speaks to the profound impact of 
a supportive climate on educators’ well-being [4]. This 

suggests that cultivating an environment where educa-
tors feel psychologically safe translates into not only 
improved mental health but also potentially enhanced 
teaching effectiveness. Similarly, the buffering effect of 
PSC among police officers in Malaysia, mitigating the 
impact of job resources on psychological distress, implies 
that the nature of law enforcement work may be less 
psychologically taxing when embedded in a supportive 
organisational climate [7]. This finding holds implications 
for law enforcement agencies globally, urging a closer 
examination of the organisational factors influencing offi-
cers’ mental well-being.

In healthcare settings across different countries, the 
consistent positive outcomes, including decreased emo-
tional exhaustion and stress, emphasise the universal 
importance of PSC in fostering a supportive environment 
for healthcare professionals [22, 30, 35]. The demanding 
and often emotionally charged nature of healthcare work 
makes the role of PSC in enhancing mental well-being 
particularly crucial. In the context of the general work-
ing population, the findings of reduced harassment, vio-
lence, and bullying in Australia underscore the broader 
societal impact of promoting a psychosocially safe work 
environment [10]. These results imply that organisational 
climates that prioritise employee well-being contribute 
not only to individual flourishing but also to creating 
healthier workplace cultures that extend beyond specific 
professions.

The enhanced mental well-being observed among con-
struction workers in China suggests that the positive 
effects of PSC are not confined to traditional office set-
tings [20]. In physically demanding and high-risk occupa-
tions, cultivating a supportive climate may play a pivotal 
role in mitigating the adverse psychological impacts of 
the job. Furthermore, the positive outcomes observed 
among attorneys in the USA and oil and gas workers in 
Malaysia highlight the relevance of PSC in diverse and 
high-pressure work environments [27, 28]. The findings 
imply that irrespective of the industry or professional 
demands, a psychosocially safe climate can act as a buffer 
against psychological distress.

Practical implications for managers and organisations
Organisations and managers need to cultivate a support-
ive leadership style that emphasise open and bottom-up 
communication, approachability, and empathy towards 
workers [44]. Building positive relationships with workers 
and demonstrating genuine care is enhance PSC which 
contributes to creating a healthy and decent work envi-
ronment where the psychological well-being of workers 
is prioritised. Furthermore, organisations should estab-
lish clear policies and procedures that explicitly address 
workplace mistreatment such as violence, bullying, 
harassment, discrimination, and abuse. These policies 
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should be effectively communicated to all workers, rein-
forced and encouraged through training programmess. 
Organisations emphasising a zero-tolerance approach to 
workplace violence and harassment, have the potential of 
promoting a culture of respect and fairness, thereby pro-
moting the health and well-being of their workers [45].

Managers and supervisors ought to undergo training 
on the significance of PSC and its relation to prevent-
ing mistreatment at the workplace. This training should 
concentrate on augmenting supportive leadership skills, 
promoting positive communication, conflict resolution, 
and creating an awareness of the impact of mistreat-
ment on both individual and the organisation [46]. It is of 
utmost importance to institute confidential mechanisms 
for workers to report incidents of mistreatment without 
any apprehension of retaliation. Encouraging reporting 
can help identify and address mistreatment cases expe-
diently. Managers should communicate the existence of 
reporting channels and ensure that workers feel secure 
and supported when reporting their concerns and seek-
ing support and resources.

Managers possess a vital function in establishing a 
culture that highly regards respect, diversity, and inclu-
sion. Through the cultivation of an inclusive work envi-
ronment, wherein individuals are treated with dignity 
and fairness, managers can contribute to creating a high 
PSC context that minimizes the occurrences of mistreat-
ment [46]. Managers should consistently evaluate and 
attend to work-related stressors that may lead to psycho-
logical distress, cognitive fatigue, emotional exhaustion, 
and depression. This can encompass the management of 
workload, provision of resources and support, and pro-
motion of work-life balance. Organisations ought to allo-
cate resources to workers’ well-being initiatives, such 
as mental health programmess, wellness activities, and 
workshops that develop resilience [46, 47]. Such initia-
tives may further reinforce psychological well-being, per-
sonal resilience, and hope among workers.

Limitations and recommendations for future research
Most of the studies included this study were cross-sec-
tional surveys which are usually affected by response 
bias, which may also affect the findings of this review. 
Using only papers published in the English language may 
affect the volume and depth of evidence retrieved for this 
review. There is limited evidence from continents such 
as Africa and South America that may skew the find-
ings. However, authors used robust protocols to retrieve 
essential papers from 13 countries, screen papers, extract 
data and thematic analysis which may help in gener-
alisation findings and make recommendations for future 
research and practice. Authors did not appraise the stud-
ies included in this scoping review. This poses a limita-
tion as it may impact the overall quality and reliability 

of the included studies. Hence, caution should be taken 
when interpretating the findings and conclusion drawn 
from this review. Further research is needed to explore 
gender-specific dynamics in the influence of PSC on 
workplace mistreatment and mental health. A future 
systematic review is needed to estimate the practical 
effect of PSC on psychological well-being and workplace 
mistreatment.

Conclusion
This review found that PSC has a negative association 
with workplace mistreatment such as bullying, harass-
ment, violence, discrimination and abuse. Furthermore, 
the authors found that PSC has a positive association 
with psychological well-being, personal resilience and 
hope. PSC also has a negative association with psycho-
logical distress, stress, depression, cognitive weariness 
and emotional exhaustion, strongly establishing the buff-
ering effect of PSC on worker health and well-being. The 
findings highlight the importance of fostering a support-
ive work environment and cultivating positive relation-
ships between supervisors and employees. Workplaces 
or organisations should prioritise the training and devel-
opment of supervisors to enhance their supportive skills, 
encourage respectful behaviour, and provide guidance 
on conflict resolution. By promoting a high PSC con-
text, organizations can create a culture that discourages 
mistreatment, leading to increased employee well-being, 
job satisfaction, and productivity. Finally, organizations 
need to address factors that contribute to low PSC, such 
as ineffective leadership, lack of open bottom-up com-
munication, or perceived unfairness. By identifying and 
addressing these issues, organisations can make practical 
steps towards creating a work environment that mini-
mises mistreatment and promotes a positive workplace 
culture. Further research is needed to explore gender-
specific dynamics in the influence of PSC on workplace 
mistreatment and mental health. A future systematic 
review is needed to estimate the practical effect of PSC 
on psychological well-being and workplace mistreatment 
in various and diverse organisational settings, especially 
in settings such as Africa and South America that have 
received limited research on PSC and its interplay with 
workplace mistreatment and mental health.
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