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ABSTRACT 
This study proposes research on the application of psychological safety in defining the 
linkage between strategic human resource (HR) practices and employee engagement in 
healthcare organisations. The study is a cross-sectional, quantitative study grounded in 
organisational psychology and relies on data from a survey conducted among employees 
of hospitals and clinics under the Ghana Health Service and the Christian Health 
Association of Ghana. 213 valid responses were analysed using descriptive statistics, 
regression, and mediation tests. The findings show that strategic HR practices have a 
positive correlation with employee engagement and a significant positive impact on 
employees' perceptions of psychological safety. Psychological safety is established as a 
strong predictor of engagement and plays the role of mediating the relationship between 
strategic HR practices and employee engagement to some extent. These results imply that 
HR practices promote higher engagement levels, especially when they lead to the creation 
of a psychologically safe working environment where employees feel comfortable in 
sharing ideas, concerns, and opinions without fear of adverse effects. The work is 
relevant to the field of organisational psychology with specific references to 
psychological safety as one of the psychosocial processes that can be used to connect 
organisational practices and employee attitudes and engagement, especially in high-
demand medical work environments. 
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1. INTRODUCTION 
Human resource management has gradually become more of a strategic organisational process than an 

administrative role that defines the psychological experiences, attitudes and work behaviour of the employees. Strategic 
Hr practices are significant in enhancing employee motivation, engagement, and performance in the healthcare 
organisation, where quality of services strongly relies on human intervention and emotional labour (Beltrán‐Martín et 
al., 2022; Lu et al., 2022). Modern HR strategies are no longer limited to skills growth but aim at the psychological 
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characteristics of employees with a focus on supportive working conditions, wellbeing programs, and employee 
engagement-based practices (Gile et al., 2022; Rabiul et al., 2021). It has also been argued that where HR practices can 
be seen to be equitable, growth-oriented, and inclusive, chances are high that employees would experience a sense of 
appreciation and psychological confirmation and participate actively in the organisational objectives. 

In this regard, psychological safety has become one of the key constructs in organisational psychology, especially in 
high-stakes healthcare facilities. By means of a psychologically supportive environment, the stress levels decrease, and 
open communication as well as the feeling of security of workers in the workplace is strengthened, which is especially 
applicable in the Ghanaian healthcare setting (Daniels et al., 2021; Lintanga & Rathakrishnan, 2024). Psychological safety 
also affects the interaction of employees, expressing concerns and also reaction to the expectations of the organisation 
(Hunt et al., 2021). Workers get to show greater rates of involvement, devotion, and output when they believe that they 
are secure enough to share ideas and raise concerns without the fear of being subjected to adverse treatment (McClintock 
& Fainstad, 2022; Rabiul et al., 2021). Recent healthcare research further highlights that stigma and perceived judgment 
within clinical environments can significantly hinder open communication and help-seeking behaviours, reinforcing the 
importance of psychologically safe workplaces (Saleh et al., 2026). 

Employee engagement is irregular in the Ghanaian health sector despite the growing awareness of the role of 
strategic HR practices. Numerous healthcare centres are still struggling with high turnover rates, low morale, and 
decreased staff involvement. It has been found that even those practices on HR can not necessarily lead to engagement 
unless the employees feel that the work environment is favourable and psychologically secure (Mitterer & Mitterer, 
2023; Obeng et al., 2025). Resource shortages, workload issues, weak support systems, and communication barriers in 
healthcare facilities in Ghana could undermine the positive effects of HR strategies on employees' attitudes. Evidence 
from recent studies also suggests that demanding work schedules and poor work-life balance significantly affect 
employee health behaviours and overall engagement levels in healthcare settings (Abu‐Farha et al., 2026). 

Psychological safety, a critical enabler of free communication and learning, is not fostered in various institutions of 
public health. Although research has shown that supportive HR practices improve well-being, engagement, and 
performance, limited evidence exists regarding the interactions between these practices and psychological safety to 
enhance employee engagement in the Ghanaian health sector specifically. The current literature recognises the 
autonomous nature of HR practices and psychological safety, but offers scant or no empirical evidence on how the two 
interact or mediate in Ghana's health care. The existing gap requires an extensive study of the impact of strategic HR 
practices on employee engagement with psychological safety in this special setting. This study aims to investigate how 
strategic human resource practices can affect employee engagement and the mediating effect on psychological safety in 
the Ghanaian health sector. 

The study has helped gain a better understanding of organisational behaviour within the healthcare setting by 
identifying how HR practices influence employee engagement and psychological safety. The results equip healthcare 
administrators with evidence-based information to formulate HR plans that foster trust, teamwork, and the free flow of 
information among employees. The study also provides viable suggestions towards improving employee satisfaction, 
lowering turnover intentions, and increasing performance outcomes in health care institutions in Ghana. The study 
contributes to policy development by clarifying the mechanisms through which HR practices influence engagement 
levels within the sector. It also contributes new empirical evidence to the small body of research on psychological safety 
in African healthcare settings, which is valuable to academics, policymakers, and healthcare leaders seeking solutions to 
workforce sustainability. 

This study offers original input by combining strategic HR practice, employee engagement, and psychological safety 
into a single framework specific to the Ghanaian health sector. In contrast to previous studies, which have tested these 
constructs separately, this study focuses specifically on psychological safety as a mediator linking HR practices and 
engagement outcomes. The emphasis on the healthcare situation in developing countries also enhances the study's 
novelty, as there is little empirical evidence on the functioning of psychological safety within Ghanaian public health 
institutions. In addition, the research expands existing models by measuring HR practices beyond their conventional role 
as operational instruments to promote employee engagement, using psychosocial conditions. 

 
2. RESEARCH QUESTIONS 

1) How do strategic human resource practices influence employee engagement in the Ghanaian health sector? 
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2) How do strategic human resource practices influence psychological safety among healthcare employees? 
3) Does psychological safety mediate the relationship between strategic HR practices and employee engagement? 

 
3. LITERATURE REVIEW  
3.1. DEFINITIONS 

Strategic Human Resource Practices (SHRPs) are organised HR practices, i.e., recruitment and selection, training, 
performance management, compensation, and employee involvement, undertaken to enhance an organisation's 
organisational capability and long-term performance. SHRPs play vital roles in professional development, safety culture, 
and talent retention in the healthcare context to ensure successful service delivery, particularly in highly demanding 
settings (Alolayyan et al., 2021; Gile et al., 2022). The organisational commitment towards employees is reflected in such 
practices and creates a perception of being supported, fair, and opportunity-driven. 

Employee engagement can be defined as a positive mental state characterised by employees' vibrancy, commitment, 
and preoccupation with their work. Inspired healthcare professionals are more energised, emotionally connected, and 
engaged in the process of patient care (Afram, 2021; Annan-Prah & Andoh, 2023). Efforts like autonomy or competency 
building and facilitating leadership can play a vital role in engagement, whereas unfavourable working environments 
undermine it (Adekanmbi & Ukpere, 2022). 

Psychological safety is the collective feeling among employees that they are free to raise concerns, identify mistakes, 
ask questions, and present ideas without fear of being punished or humiliated. Psychological safety is a highly essential 
aspect of patient safety, open communication, and effective collaboration in healthcare (Grailey et al., 2021; Hunt et al., 
2021). It helps in error reporting, learning behaviour and joint decision-making. Psychological safety is developed with 
the help of SHRPs that focus on communication, fairness, and leader support (Hu et al., 2022; Platania et al., 2022). 

These three concepts, which are SHRPs, psychological safety, and engagement, are a fundamental basis of 
comprehending how HR systems can empower workforce behaviour and performance within the Ghanaian public 
healthcare service. 

 
3.2. THEORETICAL FOUNDATION 

This research is based on the Social Exchange Theory, which posits that employees respond positively when they 
feel that the organisation is interested in their well-being. SHRPs serve as organisational support indicators; once 
healthcare workers feel like they are given developmental opportunities, treated fairly, and supervised, they also offer 
positive attitudes and engagement (Adekanmbi & Ukpere, 2022; Obeng et al., 2021). SHRPs thus start mutual interactions 
that influence behavioural consequences. 

In this paper, one more theory is based on the Conservation of Resources (COR) theory that offers a thorough 
concept of how people obtain, defend, and consume resource values. It suggests that people attempt to obtain and defend 
valuable resources, including support, skills, security, and independence. SHRPs are resource-building systems because 
they offer training, career, and structural assistance (Daniels et al., 2021; Molnár & Papp, 2023). When the resources 
available to employees are sufficient, they are likely to demonstrate increased motivation and engagement . 
Contemporary research further shows that structured learning systems and supportive development tools enhance 
individuals’ ability to adapt, build competence, and actively participate in organisational processes (Othman et al., 2025). 

Psychological safety is the key component of both theories. According to the Social Exchange Theory, employees feel 
safe, valued, and able to engage without any negative consequences, which makes them return with an increased level 
of engagement (Fu et al., 2022; Muah et al., 2021). The Conservation of Resources Theory shows that the emotional strain 
is decreased, and the employees do not experience stress related to workload, uncertainty, and the risk of interpersonal 
interactions (Li et al., 2023; Lintanga & Rathakrishnan, 2024). Therefore, the combination of these theories describes the 
development of psychological safety among SHRPs and its improvement through psychological safety, particularly in 
healthcare settings characterised by pressure, complexity, and limited resources. 
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3.3. EMPIRICAL REVIEW 

Empirical studies have always indicated that strategic human resource practices (SHRPs) positively influence 
employee engagement. It is important to note that training and development were cited as key factors of engagement, 
since this process increases skills and professional confidence (Alolayyan et al., 2021; Subih et al., 2025). In Ghanaian 
and other African countries, lifelong learning empowers and promotes initiative in employees (Afram, 2021; Annan-Prah 
& Andoh, 2023). Healthcare workers have associated high-performance work practices with reduced turnover intentions 
and increased morale, including competency-based recruitment and favourable performance management (Obeng et al., 
2021). 

Another way engagement is enhanced is through organisations investing in wellbeing and mental health support. 
Daniels et al. (2021) and Daraojimba et al. (2024) Document that health-oriented HR programs raise the emotional and 
psychological ability of employees to be committed (Daniels et al., 2021; Daraojimba et al., 2024). Engagement is further 
enhanced by reward systems, opportunities for involvement, and open communication, which depict organisational trust 
and appreciation. 

Psychological safety is directly achieved through SHRPs that focus on communication, involvement, and supportive 
leadership. Safety-based HR policies, i.e., safety training and open-door reporting policies, create an environment in 
which employees feel comfortable expressing concerns without intimidation (Grailey et al., 2021; Hu et al., 2022). 
Supportive leadership is instrumental in achieving this climate. Inclusive and participatory leadership approaches have 
been identified as considerably reducing perceived risks of speaking up (Fu et al., 2022; Wang et al., 2022). Additionally, 
studies on healthcare technology adoption indicate that leadership support and organisational readiness play a crucial 
role in shaping employees’ confidence and willingness to engage with new systems, further reinforcing a psychologically 
safe environment (Alkasasbeh et al., 2025). 

Furthermore, psychological safety is strengthened through job safety programs and management safety practices, 
which develop structures that safeguard the well-being of employees (Muah et al., 2021). As it is shown by Darko et al. 
(2020) Fair and transparent HR practices foster trust and safety, especially in the context of the public sector (Darko et 
al., 2020). Several studies indicate that psychological safety strongly predicts engagement. The employees who feel 
secure about voicing their opinions and presenting ideas are more motivated and emotionally engaged in their work 
(Darko et al., 2023; Hu et al., 2022). Psychological safety promotes teamwork, education, and creativity, which are 
necessary to sustain interest in healthcare teams (Tetteh et al., 2022). Psychological safety also minimises burnout and 
emotional exhaustion, allowing medical staff to maintain working in stressful situations (Arthur-Mensah et al., 2022; Lu 
et al., 2022). Within the stressful environment of the medical field, it develops a buffer that cushions employees against 
exhaustion and boosts resilience. 

Recent research indicates that SHRP and engagement have a mediating relationship through psychological safety. 
The studies by Rabiul et al. (2021) and Miao et al. (2020) Conclude that HR practices can promote engagement only when 
they result in a positive psychosocial climate. Psychological safety converts HR activities into experiences that are 
meaningful and encourage employees to engage, be innovative and committed. In low-resource situations, research 
studies indicate that SHRPs should enhance psychosocial safety to generate engagement benefits (Keltu, 2024; Tenza et 
al., 2022). 

Nevertheless, the literature related to healthcare in Ghana is still missing a considerable gap. Different studies have 
not studied psychological safety as an intervening variable between SHRPs and employee involvement in the public 
hospitals. According to existing studies, the problem of staff shortages, violence, and resource restrictions is among the 
challenges (Darko et al., 2023; Tawiah et al., 2024). The contextual problems outlined above demonstrate the necessity 
of comprehending how the psychological safety and involvement rates in the health sector in Ghana could be reinforced 
by SHRPs. 

 
3.4. CONCEPTUAL FRAMEWORK 

The conceptual framework depicts how strategic human resource practices (SHRPs) are connected to employee 
engagement, and psychological safety is an intermediary variable. The following aspects of SHRPs apply in the 
establishment of organisational culture and affect engagement: recruitment and selection, training and development, 
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performance management, compensation and rewards, and employee involvement (Adekanmbi & Ukpere, 2022; 
Alolayyan et al., 2021). Cognitive engagement is boosted through recruitment and selection processes that match the 
values of employees with the organisational objectives and create a feeling of belonging (Ansoglenang, 2020). The 
emotional engagement is facilitated through training and development programs, which proves that the growth of 
employees is appreciated (Afram, 2021; Annan-Prah & Andoh, 2023). Positive feedback and proper performance 
management help in clarifying expectations and highlighting success, and enhance both cognitive and emotional 
involvement. Behavioural engagement is facilitated with compensation and reward systems that can encourage 
employees to show discretionary effort when their contributions are recognised in a fair way. The further engagement 
of employees in the decision-making process promotes all three dimensions of engagement by making them own work 
processes. 

Psychological safety mediates these associations as it offers a safe space in which employees are able to share ideas 
and not fear any of the adverse effects. It helps in open communication and emotional investment, as well as fosters 
innovation, which makes SHRPs more effective in facilitating overall employee engagement. 

Figure 1 

 
Figure 1 Conceptual Model  

Sourced Author’s Construct, 2025 

 
4. METHODOLOGY 

The methodological approach adopted in this study aims to explore the effect of strategic human resource practices 
on employee engagement and to evaluate the mediating effect of psychological safety in the Ghanaian health sector. 

 
4.1. RESEARCH DESIGN  

Research design refers to evidence-based procedures, protocols, and guidelines that provide the instruments and 
framework for conducting research. It is a general plan adopted to bring together the various elements of the study in a 
rational and well-expressed way, enabling an effective solution of the study's research problem. It also entails designing 
data collection, measurement and analysis. 

In this study, a quantitative research method was used. Quantitative research is the study and measurement of 
variables to produce valid and conclusive outcomes. The difference between this research method and the survey 
method is that the former emphasises the intentional measurement and the mathematical, numerical, or statistical 
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analysis of the gathered data using computational procedures. A quantitative survey aims to gather statistical 
information using a predetermined sample size and to generalise the study's results to a population to describe a variable 
within a given phenomenon. 

 
4.2. STUDY POPULATION  

The study population is the total number of elements that comprise the target area the researcher plans to study. It 
is the universe in an investigation, and it comprises everything within a given threshold over a given time span. It is not 
necessarily possible to conduct empirical research on the entire population of interest; therefore, a suitable sampling 
technique and sample size are selected to undertake the study.  

The population of a study is the full set of individuals about whom the researcher needs to collect information. It is 
a collective of individuals with unique attributes. In this research, the population includes all members of the staff of the 
Ghana Health Service (GHS) and the Christian Health of Ghana (CHAG), from management staff to supervisors, 
secretaries/receptionists, factory workers, etc. 

 
4.3. SAMPLE SIZE AND SAMPLING TECHNIQUE 

A sample is a representative of the universal population under study by the researcher, but it does not cover the 
actual representation of the whole population. A sample of 213 was adopted because the whole staff in the GHS and 
CHAG cannot be employed as respondents in this study. Sample size refers to the number of people in a research study 
who are included in the study to give information to be analysed. The issue of sample size is significant in the research 
as it may influence the external validity of the results. The typical method would be to rely on a set of guidelines, rules of 
thumb, or a Cochran calculation. In this study, a convenience sampling method was applicable as an effective method to 
achieve sufficient results as the population is extensive, and it is not convenient to reach every one of the respondents. 

Convenience sampling is used to select the participants according to their availability and willingness to be involved. 
The convenience sampling method is also commonly employed in surveys on the Internet, in which online participants 
can be easily reached through email or social media, among other online platforms. A questionnaire that would gather 
primary data was employed. One of the most preferred instruments of research is a questionnaire, which enables the 
researcher to gather information from the participants on a broad scope of issues.  

 
4.4. DATA COLLECTION METHOD  

The quantitative research method was used to collect the data, which is the main source of data collection in this 
thesis. This is a process that entails gathering primary data for research. This study employed the questionnaire method 
due to its extreme practicality since it can be distributed to particular respondents, who are required to provide the 
required information. Besides, the questionnaire is quick and easier to receive information about a big number of 
respondents, with regards to the sample size of 213. The survey, which consisted of 17 questions, was designed on 
September 13, 2025, on Google Forms (an online survey developed by Google), and the survey was delivered, in turn, to 
the respondents by e-mail and WhatsApp on the same day. 

Nonetheless, the kind of questionnaire to be utilised in the empirical research for this study is the closed 
questionnaire. Closed-ended questionnaires are those questionnaires that have questions that can be responded to 
through mere rating (strongly agree, agree, disagree and strongly disagree). Adoption of a closed questionnaire is due to 
the fact that the respondents can only give limited answers within the scope of the survey. 

Moreover, the closed-ended questionnaire enables one to compare respondents' answers easily with different 
respondents, and hence it is easy to analyse and compute the data obtained. In this research, the questionnaire includes 
15 research questions that are closed-ended.  

 
4.5. RELIABILITY AND VALIDITY OF THE STUDY 

One of the most commonly used instruments is the questionnaire when designing a quantitative research study. The 
questionnaire was developed in such a way that it is able to gather pertinent information that can effectively capture the 
real situation of the variables within the chosen sample. Nevertheless, to become certified as an effective questionnaire, 
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a questionnaire needs to have two qualities, including reliability and validity. Reliability and validity create and promote 
the efforts of transparency within research and restrict the possibilities of bias and subjectivity of the researcher. 

The reliability and validity play a crucial role in the research methodology process to demonstrate the quality and 
authenticity of research tools used by the researcher as an independent researcher. Reliability refers to the extent to 
which questionnaires, tests and measurement processes produce the same results when administered at a later date, 
irrespective of the date and time of conducting the research. It is, however, regarded as the consistency and stability of 
the results over a given time. Validity refers to how well the data gathered by the researcher is a true reflection of the 
trend under investigation. Nevertheless, it is the consistency of the findings gathered by the use of the questionnaire and 
the reality in the real world that matters. In the case where the reliability and validity of the research are not established, 
the representation of the outcome of measurement errors in the measured theoretical relationships is challenging. 

During this research, the questionnaire that was utilised was initially checked and approved by the supervisor of 
this thesis to identify the proficiency of the questions and to indicate the actual intention of the survey. Reliability and 
validity of the questionnaire were improved by initially notifying the management of The Salvation Army Hospitals of 
the intended use of the online survey link. The process was also supported by the study instructor, who is also an 
employee of the hospital, since he sensitised the staff and encouraged them to take part in the survey. The implication of 
this move was to provide the time to the individual on each of the surveys to sufficiently meet the research requirement. 

 
5. RESULTS 

In this section, the findings of the analysis of data obtained among the employees in healthcare organisations in the 
Ghana Health Service (GHS) and the Christian Health Association of Ghana (CHAG) are described. There are the results 
of the demographic, descriptive statistics, regression analysis, and mediation. Appropriate tables are incorporated to 
minimise redundancy, and all the statistical results are consistent. Ways that include analysis are demographic, 
descriptive statistics, regression outcomes, and mediation effects. Tables are combined to minimise repetition, and all 
the statistical findings are the same. 

 
5.1. DEMOGRAPHIC CHARACTERISTICS 
Table 1 

Variable Category Frequency Percent 

Gender Female 127 59.6 
Gender Male 86 40.4 

Age 18–25 28 13.1 
Age 26–35 87 40.8 
Age 36–45 61 28.6 
Age 46–55 27 12.7 
Age 56+ 10 4.7 

Education Bachelor’s Degree 108 50.7 
Education Diploma 53 24.9 
Education Master’s Degree 28 13.1 
Education Certificate in Nursing 20 9.4 
Job Role Clinical Staff 138 64.8 
Job Role Administrative Staff 44 20.7 
Job Role Managerial Staff 20 9.4 

Experience 1–5 years 76 35.7 
Experience 6–10 years 50 23.5 
Experience 11–15 years 43 20.2 
Experience 16+ years 28 13.1 

 
The demographic information gives an understanding of the workforce segment. Most of the respondents were 

women (59.6%) in Table 1, which shows the gender reality of Ghana's health sector, where a large number of clinical 
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and nursing positions are held by women. The age distribution indicates that the highest was in the age group of 26-35 
years (40.8%), then 36-45 years (28.6%), and only 4.7% were above the age of 56 years. The employees were also very 
educated, with 50.7% having a bachelor’s degree, 24.9% with a diploma, and 13.1% with a master’s degree. The clinical 
staff was the most predominant job role, making up 64.8%, and the administrative staff made up 20.7%. The duration of 
work experience varied between less than one year and over sixteen years, with the majority of the respondents (35.7) 
having a working experience of 1-5 years. 

 
5.2. DESCRIPTIVE STATISTICS 

Mean and variance of the constructs of the study were computed using descriptive statistics. The mean of the 
Strategic Human Resource Practices (SHRPs) was 3.5592 ( SD =.97335) in Table 2, which means that the overall 
perception of the respondents about the HR systems was moderate. Psychological safety scored lower at 3.2998 (SD = 
1.08215), which means that employees were not always completely assured to voice their concerns or disagreement. 
The mean of employee engagement was highest at 3.8811 (SD = 1.09921), indicating that the respondents were mostly 
engaged in the roles. 
Table 2 

Table 2 Descriptive Statistics 

Variable Minimum Maximum Mean Std. Deviation 

Strategic HR Practices 1.00 5.00 3.5592 .97335 
Psychological Safety 1.00 5.00 3.2998 1.08215 

Employee Engagement 1.00 5.00 3.8811 1.09921 

 
5.3. REGRESSION RESULTS 

The combined regression table was developed to amalgamate model summaries and ANOVA findings. The initial 
model explored the impact of SHRPs on employee engagement and attained an R of.662, which explained 43.9 per cent 
of the variance (R2 =.439) in Table 3. It was a significant model (F = 165.011, p =.000). The second model discussed 
SHRPs as an indicator of psychological safety. This model obtained a stronger relationship (R = .746) with explanatory 
(R 2 =.556) and significant (F = 264.050, p =.000) relationship. The third model estimated psychological safety to be a 
predictor of engagement and gave us a high R (.790), which demonstrated a high relationship and explained 62.4% (R2 
= .624) of the variance (F = 349.591, p =.000) 
Table 3 

Table 3 Model Summary and ANOVA (Merged Regression Results) 

Outcome R R² Adj. R² Std. Error F Sig. 

SHRPs → Engagement .662 .439 .436 .82537 165.011 .000 
SHRPs → Psychological Safety .746 .556 .554 .72291 264.050 .000 

Psychological Safety → Engagement .790 .624 .622 .67597 349.591 .000 

  
Regression coefficients indicate that SHRPs produced a positive but significant influence on both engagement (B = 

.748, p =.000) and psychological safety (B =.829, p =.000). Engagement was also strongly affected by psychological safety 
(B = .802, p =.000). These results support the assertion that both the SHRPs and the psychological safety are important 
predictors of employee engagement. 

 
5.4. MEDIATION ANALYSIS 

In order to determine the role psychological safety plays in mediating between SHRPs and employee engagement, a 
hierarchical regression was analysed. Model 1 contained SHRPs as the sole predictor and accounted for 43.9% of 
engagement. In Model 2, the addition of psychological safety significantly raised the explained variance to 63.6% 
indicating that psychological safety significantly enhanced the model. 
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SHRPs in Model 1 exhibited a coefficient of.748 (p =.000), which proved that the direct effect is strong. Model 2, with 
the addition of psychological safety, had an SHRPs coefficient of only.187 (p =.009), and the added psychological safety 
was still significant (B =.676, p =.000). This decrease suggests the partial mediation, i.e. SHRPs affect the engagement 
both directly and indirectly via psychological safety. 
Table 4 

Table 4 Merged Coefficients for Mediation 

Outcome Predictor B Beta Sig. 

Engagement SHRPs .748 .662 .000 

Psychological Safety SHRPs .829 .746 .000 
Engagement Psychological Safety .802 .790 .000 

Engagement (Model 2) SHRPs .187 .166 .009 
Engagement (Model 2) Psychological Safety .676 .666 .000 

 
The findings indicate that SHRPs are good predictors of psychological safety and employee engagement. 

Engagement is also greatly increased by psychological safety. The effect of SHRPs on engagement is still significant when 
both variables are added to Model 2, thus, there is partial mediation. Altogether, psychological safety is an important 
mediating variable between SHRPs-engagement relationship. 

 
6. DISCUSSION  

This study has discussed how strategic human resource practices (SHRPs) can affect employee engagement in the 
Ghanaian health sector, and also how the mediating variable of psychological safety. The result showed that there were 
strong and significant correlations between SHRPs, psychological safety, and employee engagement, which validates that 
both HR systems and psychosocial working conditions are important factors to influence the behaviour and performance 
of employees in healthcare settings. The findings contribute to an accumulating body of research on the significance of 
organisational practices in the development of employees, their safety, and well-being. 

The initial critical result of the study indicated that SHRPs had a great impact on employee engagement. This is in 
line with other studies that have shown that training, performance management, fair compensation, and developmental 
opportunities increase the motivation of employees and their readiness to devote efforts to their jobs (Adekanmbi & 
Ukpere, 2022; Alolayyan et al., 2021). SHRPs are of particular significance within the context of the Ghanaian health 
sector because of the pressures of workload, the lack of resources, and the emotional challenges that healthcare workers 
face. Research in a related setting has shown that employees react to HR practices as fair, strategic, and supportive, 
showing subsequent commitment and satisfaction levels (Afram, 2021; Annan-Prah & Andoh, 2023). The findings are 
also consistent with the Social Exchange Theory, which argues that employees respond to perceived organisational 
support with positive behaviours such as engagement. The findings are also consistent with the argument that HR 
systems are indicative of organisational investment in employees, which makes them feel valued and increases their 
motivation to play meaningful roles in organisational objectives. 

The second important finding revealed that there was a great and positive correlation between SHRPs and 
psychological safety. This implies that the HR structures do not just affect the skills but also the emotional climate within 
which the employees are working. The HR practices which are supportive, like transparent communication, involvement 
of the employees, and fair performance systems, help in developing trust and decreasing interpersonal fear. The previous 
studies verify that the occurrence of psychological safety is evidenced by the presence of leadership that promotes open 
communication, mistakes are discussed as learning opportunities, and employees can speak up. (Grailey et al., 2021; Hu 
et al., 2022). In the context of healthcare, where effective communication is critical to patient safety, psychological safety 
can be considered a particularly useful asset. Similar findings at Ghanaian hospitals also show that the supportive 
supervision, enhanced safety measures, and equitable HR systems help employees feel confident and less prone to 
anxiety due to risks encountered in the workplace (Darko et al., 2020; Muah et al., 2021). These instances imply the 
concepts of the Conservation of Resources Theory, in which psychological safety is one of the resources that were defined 
to ensure that employees are not exposed to stress and to achieve positive performance results. 
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The researchers also established that psychological safety was strong and influential on the engagement of the 
employees. The employees are in a better position to concentrate on their work and become emotionally attached to 
their jobs when they are not afraid to voice their opinions, raise issues, and take interpersonal risks. Psychological safety 
can provide employees with more in-depth involvement since they are not afraid of adverse effects (Bahadurzada et al., 
2024; Özdemir & Şahin, 2024). Research has also continuously indicated that psychological safety helps people work 
together, be innovative, and make long-lasting efforts, all of which are directly linked to engagement (Jones et al., 2021; 
McClintock & Fainstad, 2022). In health institutions where teamwork and communication among the staff are 
fundamental, psychological safety has the effect of promoting the members of the staff to converse, seek clarification and 
support each other, which contributes to increased interaction. Studies in resource-restricted health settings indicate 
that psychological safety also decreases burnout and emotional exhaustion, so that employees can still be resilient and 
committed to their work regardless of the unfavourable circumstances (Arthur-Mensah et al., 2022). Therefore, the value 
of psychological safety in the research can be discussed as a sign of its role as a supporting factor in the proper work of 
healthcare settings. 

The mediation analysis showed that psychological safety plays a partial mediating role between SHRPs and 
employee engagement. This implies that SHRPs do not enhance engagement directly by using such direct methods as 
better training or compensation, but also indirectly by conditioning the psychological climate of the workplace. This 
conclusion follows the existing literature that underlines that HR practices can be more effective when employees feel 
that the working environment is conducive, equitable, and safe (Beltrán‐Martín et al., 2022; Platania et al., 2022). The 
biased mediation that was evident in this study conforms to the fact that HR structures lay the groundwork for the 
psychological safety that consequently creates the environment that enables employees to operate in totality. The same 
raw materials in other sectors point out that psychological safety could amplify the effects of HR practices on 
engagement, as it promotes employee voice behaviour, innovativeness, and involvement (Miao et al., 2020; Rabiul et al., 
2021). The findings contribute to this body of literature by providing empirical findings on the role of psychological 
safety in the context of the health sector in Ghana, where the importance of this subject has not been explored thoroughly. 

The research is also significant in terms of theoretical contribution. It supports Social Exchange Theory in the sense 
that SHRPs initiate good employee results, including engagement, when employees feel that the organisation is 
supportive and trustworthy. This exchange is enhanced by psychological safety, whereby it lessens the fear and allows 
employees to pay back organisational support with greater confidence. The results add to the Conservation of Resources 
viewpoint by emphasising the importance of psychological safety as a resource that facilitates engagement, particularly 
under the pressure of a stressful healthcare setting (Li et al., 2023). The study expands the current body of literature, 
which has concentrated on the topic of psychological safety in the African healthcare system, and presents new 
information that can be used by policymakers, managers and researchers. 

The healthcare implications on the healthcare administrators are practical. The results highlight that the 
management needs to focus on SHRPs that lead to transparency, development, involvement, and treatment. Coherent 
application of HR practices enhances the level of psychological safety and engagement, and such results increase 
performance and patient outcomes. Managers ought to establish interventions that are based on communication, 
leadership initiatives and engagement approaches that enhance trust and transparency. The previous literature states 
that supportive work environments enhance not only engagement but also retention and the quality of services (Aman‐
Ullah et al., 2022; Daraojimba et al., 2024; Prabakar, 2023). Ghanaian healthcare organisations, therefore, need to 
consider the role of psychological safety in organisational policies, training opportunities, and leadership evaluations as 
a way of maintaining engagement and enhancing workforce resilience. 

Inasmuch as the study has offered worthwhile information, there are a number of limitations that should be 
considered. Cross-sectional design is limited in making some causal inferences, and future studies need to reflect 
longitudinal methodologies in order to study psychological safety and engagement across time. As well, convenience 
sampling can undermine the external validity of the results. A study that compares the private and the public healthcare 
facilities or other mediators, like the style of leadership or organisational culture, would be more insightful. 

In general, the results demonstrate that SHRPs and psychological safety are crucial factors that define employee 
engagement in the Ghanaian health sector. Enhancing the HR operations and nurturing a psychologically safe workplace 
helps to have more engaged, resilient, and dedicated medical professionals. 
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7. CONCLUSIONS AND POLICY RECOMMENDATIONS 
7.1. CONCLUSIONS  

The present research demonstrates the connection between strategic human resource practices, employee 
engagement, and psychological safety. Broadly speaking, this research attempted to assess a correlation between 
strategic human resources and employee engagement. Both the Ghana Health Service and the Christian Health 
Association of Ghana chose some of the selected hospitals and clinics. The contribution of the study is three-fold; the first 
one is that strategic human resource practices are positively associated with employee engagement in the health sector 
in Ghana. Summing up, the results provide strong reasons as to why strategic human resource practices are essential 
spheres, where hospitals and clinics need to improve their culture of employee engagement and productivity. 

The connection between strategic human resources and psychological safety is positive. The conclusion is thus made 
that strategic human resource practices have a positive influence on psychological safety. The outcome also allows new 
opportunities for further research into the mechanisms and contextual factors. 

The relationship between strategic human resource practices and employee engagement has a positive mediating 
role played by psychological safety. The research also concludes that even though strategic HR practices are essential in 
enhancing employee engagement, psychological safety could be even more instrumental in this situation. This also 
suggests that the employees are mostly engaged in the workplace when they are safe to share their ideas and issues 
without the fear of being negatively affected.  

  
7.2. POLICY RECOMMENDATIONS 

In light of the research findings and its conclusions, it offers the following policy recommendations which would 
facilitate effective recruitment and selection process, training and development process, performance management 
process, and employee participation, as well as attractive compensation and rewards, which would enhance the cognitive 
engagement, emotional engagement and behavioural engagement of the employees in Ghana and lead to quality and 
satisfactory healthcare provision. It is suggested that the management in the hospitals and the clinics in the health sector 
should. Strategic human resources implementation is a major requirement in hospitals and clinics in Ghana to enhance 
the engagement of employees since the practices instil a culture of psychological safety that promotes open 
communication. 

Strategic human resource practices that enhance psychological safety and, hence, employee engagement and job 
satisfaction should be prioritised by the management to enhance productivity outcomes in the healthcare segment of the 
Ghanaian economy. The fact that strategic HR practices are positively linked with employee engagement in Ghanaian 
healthcare facilities shows that policies that promote a systematic approach to transforming work cultures into 
psychological safety are essential. The research also indicates that since there is a mediating factor between strategic Hr 
practices and engagement of employees, which is represented by psychological safety, hospitals in Ghana ought to 
establish elaborate training programs so as to foster a culture of trust and support. The management of the healthcare 
sector of Ghana needs to embrace strategic human resource practices that involve psychological safety, since the practice 
would lead to improved rates of employee engagement and improved performance of the hospitals and clinics. 
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