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Abstract.
BACKGROUND: Presenteeism-induced productivity loss is a global concern. This issue is equally serious in Japan. As a
“super-aged society,” maintaining and promoting Japanese employees’ health is an urgent issue. The combination of these
factors makes it imperative to identify the factors that affect presenteeism and clarify the mechanisms driving these factors
in Japanese organizations.
OBJECTIVE: Only a few extant studies address presenteeism as a performance variable. Presenteeism can create serious
productivity losses in Japan, as it is a “super-aged society.” Hence, this study aims to clarify the relationships between humble
leadership, psychological safety, and presenteeism in Japanese organizations.
METHODS: We hypothesized that psychological safety mediated the effect of humble leadership on presenteeism. The data
of 462 employees from 11 companies were analyzed.
RESULTS: The results supported our hypothesis. Additionally, leader humility, as perceived by the followers, was positively
correlated with leaders’ own psychological safety in their teams.
CONCLUSIONS: Our findings contribute to the existing literature by highlighting the roles of humble leadership and psy-
chological safety in health and productivity management while accounting for cultural influences. The practical implications
of our findings and future directions are also discussed.

Keywords: Organizational management, leadership, safety, presenteeism, productivity, culture

1. Introduction

Employees who are present in the workplace but
do not fully perform their jobs because of poor health
are a potential risk to their organization’s productiv-

1The present study used part of the data collected in Matsuo,
Tsujita, Kita, Ayaya, and Kumagaya (2023); however, the focus
of the data analysis in the present study was different and novel,
independent of Matsuo et al. (2023).
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ity. This phenomenon, referred to as presenteeism,
hinders individual performance and incurs immense
costs to the organization, as studies over the last 20
years demonstrate [1]. Therefore, considering pre-
senteeism as a cause of productivity loss on a wide
scale is important. Dewa and McDaid [2] argued that
presenteeism negatively affects the gross domestic
product (GDP) of the United States. Healthcare is
not only an employee’s concern, but an organization-
wide issue; therefore, organizations should strive to
manage employees’ health and collective organiza-
tional productivity. This approach is called health and
productivity management (HPM) [3]. For example,
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in large financial corporations, the indirect health-
related costs of presenteeism outweigh direct medical
costs [4].

Productivity loss owing to presenteeism is a con-
cern internationally. For example, Young et al. discuss
how companies worldwide can aim to improve the
health and working status of older workers in the
United States [5] (cf. [6] for the Netherlands). This
issue is also serious in Japan. Nagata et al. [7] esti-
mated the monetary cost of presenteeism in four
pharmaceutical companies and demonstrated that
presenteeism-caused cost per person per year was
$3,055, accounting for 64% of the total cost. This
figure exceeded that of absenteeism (i.e., sick-leave)
and medical/pharmaceutical expenses. Japan’s Min-
istry of Economy, Trade and Industry [8] promotes
HPM via its 2020 Certified HPM Outstanding Orga-
nizations Recognition Program, which certifies and
qualifies organizations that make efforts to achieve
HPM. As of 2021, 2,299 large enterprises and 12,255
small- and medium-sized enterprises were recog-
nized by this program.

As a “super-aged society,” maintaining and pro-
moting employees’ health is an urgent issue in Japan.
Thus, it is imperative to identify the factors that
affect presenteeism and clarify the mechanisms of
the relations among these factors in Japanese orga-
nizations. Some factors determining presenteeism
identified in previous research include work environ-
ment and individual differences: work environment
factors include job type, atmosphere, work loca-
tion, hours worked, and supervisor behavior, whereas
individual factors include age, sex, and poor per-
sonal financial situation [5, 9, 10; see 11 for a
review].

Leadership, or supervisor behavior, holds the
potential to reduce presenteeism because it involves
interactions with individuals in a unit. Importantly,
the team, and not the individual, is the basic unit
of an organization. In an organization, employees
engage in work for collective performance. Nonethe-
less, as Rousseau, Aubé, and Savoie [12] emphasized,
assigning employees to teams does not guarantee
productive work performance. Communication has
been frequently investigated as a factor involved
in teamwork behaviors. Communication or inter-
personal relationships can include leader–follower
relationships. Successful leader–follower relation-
ships at work can benefit the employees regardless of
other factors related to presenteeism (e.g., work loca-
tion). Vänni, Neupane, and Nygård [13] found that
perceived leadership has such an association with pre-

senteeism that a poor level of leadership constitutes
a great risk factor for presenteeism.

Leadership style has been traditionally researched
from the human-related perspective [14]. In today’s
organizations, where multiple types of knowledge
and jobs are complicatedly intertwined, conven-
tional hero-like leadership styles cannot afford
effective employee management [15,16]. Likewise,
even seemingly supportive leaders may have uni-
directional attitudes; that is, the leader unilaterally
gives directions to subordinates and tries to con-
trol how they carry out their tasks. Owens [17]
referred to “self-focus” and distinguished between
unidirectional (e.g., transformational, supportive, and
empowering leadership) and morality-oriented lead-
ership styles (e.g., humble leadership). A major
element of potentially adaptive leadership styles in
current organizations is leader humility [18]. Owens,
Johnson, and Mitchell [19] proposed the concept
of humble leadership and identified three of its
aspects: (1) willingness to see oneself accurately,
(2) appreciation of others’ strengths and contribu-
tions, and (3) teachability. Leaders who acknowledge
these ideas strive to be open about their capability
limitations and own mistakes, appreciate followers’
values and contributions, and are open to follow-
ers’ feedback and ideas. For example, humility
expressed by a leader causes an increase in employee
work engagement, positive feelings, and perfor-
mance [19]. Similarly, humble leadership has positive
effects at the employee, team, and organizational lev-
els [20–24]. As aforementioned, humble leadership
is a morality-oriented leadership style, along with
authentic, servant, and ethical leadership. Distinct
from the other morality-oriented leadership styles,
humble leadership features a connection between
team members, appreciation of each other’s strengths
and weakness, and legitimization of uncertainty [25].
Still, leader humility is a relatively new concept, and
most of the literature on this type of leadership is from
the United States. Although some studies were con-
ducted in China, research on this concept in Japan is
scarce [25].

Leadership affects employees—both directly and
indirectly—through work climate [14]; thus, work
climate may affect the leadership–presenteeism rela-
tionship [5]. A work climate is “a conglomerate of
the attitudes, feelings and behaviors which char-
acterize life in an organization.” Notwithstanding,
this concept is difficult to be directly defined and
measured because it is situation-dependent. In one
definition, work climate referred to employees’ per-
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ceptions of distributive and procedural justice in
their workplace, and was investigated for its possible
effects on employee performance in Japanese organi-
zations [26]. In her empirical study of employee work
engagement in a Japanese organization, Goto [27]
addressed work climate as the “life space” based on
a traditional psychological theory, where an individ-
ual and the environment mutually interact. Another
international study conducted in China [28] focused
on how employees perceive rewards, which is a com-
petitive aspect of the work climate.

However, recent theoretical refinement efforts now
allow researchers to address this vague concept
through the idea of “psychological safety.” Psycho-
logical safety is defined as “being able to show and
employ one’s self without fear of negative conse-
quences to the self-image, status, or career” [29].
In Project Aristotle, wherein Google studied the
efficacy of its engineering and sales department
teams, psychological safety was the variable that
underpinned successful teams among the multiple
variables analyzed (e.g., individual work capabil-
ity) [30]. These findings suggest that while a team
made of highly-productive individuals who have
simply been assembled may not work effectively,
a team can become an effective performance unit
when connected through psychological safety—and
this is regardless of individual capacities. Moreover,
research exploring different aspects of psychological
safety, such as antecedents, functions, and conse-
quences, is increasing internationally (e.g., the United
States, Israel, Taiwan) [31]. For example, in a study
in Canada, minority employees (i.e., racial or indige-
nous) in the workplace were more likely than their
majority counterparts to feel undermined by their col-
leagues, leading them to perceive low psychological
safety at work [32].

As previously discussed, humble leadership is a
possible antecedent to presenteeism, such that hum-
ble leadership decreases presenteeism. Still, this
relationship may be influenced by other variables.
A work climate of psychological safety is affected
by leadership (see Edmondson and Lei [31] for
a review). The leadership characteristics that help
increase psychological safety include “realizing the
limits of the knowledge that one has now” and
“openly showing that leaders can make mistakes,”
and these descriptions fit the aforementioned image
of a humble leader. Thus, humble leadership is associ-
ated with psychological safety. In addition, leadership
can indirectly affect performance because leader
supervising style can foster psychological safety [33].

Thus, it would be reasonable to expect that psy-
chological safety mediates the relationship between
humble leadership and presenteeism. Some previous
studies showed that psychological safety mediates
humble leadership and creativity [33, 34]. Psycho-
logical safety has been mainly investigated in studies
that measured innovative behavior and creativity as
a performance or outcome variable [30, 31, 33–35].
However, scientific evidence on the relationship
between psychological safety and presenteeism (i.e.,
performance variable) remains lacking. Employees’
health and performance should be well managed
unless the sustainability of organizational develop-
ment and maintenance cannot be guaranteed. Thus,
the present study focused on presenteeism.

Furthermore, researchers have traditionally devel-
oped theories and conducted research based on biased
samples from Western, educated, industrialized, rich,
and democratic (WEIRD) cultures [36]. Employees
in organizations have also often been studied in West-
ern contexts, where employees may exhibit different
behavior relative to their counterparts in, for exam-
ple, Asian contexts. In a traditional categorization
of cultures in psychology [37], people in individu-
alistic cultures, like those of the United States and
Europe, are driven by the pursuit of uniqueness and
autonomy, whereas people in collectivistic cultures,
like that of Japan, are driven by the pursuit of group
harmony. No wonder we may observe cultural differ-
ences in organizational research involving the three
concepts of presenteeism, leadership style, and psy-
chological safety. In most cases, Japanese researchers
reviewed and investigated these concepts indepen-
dently [38–44]. In discussions on leadership in Japan,
humble leadership is rarely addressed compared to
other types of leadership (e.g., servant leadership,
secure base leadership) [45, 46]. Based on some case
studies, Kumagaya, Kita, and Ayaya [47] suggested
a possible association between these three afore-
mentioned concepts. However, no empirical research
has been conducted on these three variables in the
context of Japanese organizations. Therefore, the
present study investigated the mediating role of psy-
chological safety in the relationship between humble
leadership and presenteeism in the Japanese context.

Leaders’ data are not collected in a typical hum-
ble leadership research; thus, the perceptions held by
leaders are not clear. The extant literature indirectly
suggests that interventions “forcing” leaders to sacri-
fice themselves for their teams and express humility
at the surface level are harmful for the leaders. For
example, the degree of humility expressed by leaders
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Table 1
Sample characteristics

Socio-demographic data Sample A Sample B Total

Number of organizations 7 4 11
Organization size (number of employees in total)
3,000+ 4 2 6
1,000+ 1 2 3
100< 2 2
Job category Information, Service,

Computer Retail,
Technology Information,

Administrative
N 192 270 462
Number of leaders 31 60 91
Number of teams 36 39 75
Number of team members (M ± SD) 5.33 ± 3.24 6.92 ± 6.13 6.16 ± 4.99
Sex 138 men 86 men 224 men
Age (M ± SD) 37.96 ± 9.92 33.34 ± 14.41 35.67 ± 15.56
Experience (year) 7.14 ± 7.09 5.63 ± 5.67 6.26 ± 6.34

who were low on the honesty–humility personal-
ity dimension was associated with their emotional
exhaustion, and their emotional exhaustion facilitated
their turnover intentions and work-to-family conflict
[48]. Thus, the present study explored the leader’s
perceptions of psychological safety and presenteeism
by collecting data from the leaders.

This study integrates three important concepts in
organizational research by refining our knowledge
of their relationships, something that had not yet
been addressed in scientific research. In addition, it
features a team-specific sample from across multi-
ple job types in actual work organizations, a feat
that previous studies on Japanese organizations did
not undertake because of difficulties in obtaining the
cooperation of organizations. Although some orga-
nizational studies conducted in Japan collected data
from employees who work in teams, studies that iden-
tify teams and their members in the same organization
are scarce [49]. This study leveraged the opportunity
to collect data in some organizations in naturalistic
settings by corresponding followers to leader(s) in the
same team. This data collection methodology enabled
a clearer understanding of the leaders’ perceptions
of psychological safety and presenteeism, and their
followers’ evaluations of the humility expressed by
the leaders. Thus, this study presents a significant
addition to organizational research.

In summary, this study aimed to test whether psy-
chological safety mediates the relationship between
humble leadership and presenteeism among Japanese
employees who work as followers in team. Fur-
ther, this study explored the leader’s perceptions of
psychological safety and presenteeism by collecting

data from the leaders. This study represents a novel
attempt to explicate the psychological processes
involving the concepts of presenteeism, leadership
style, and psychological safety in a non-WEIRD cul-
ture, and responds to the need for empirical research
in today’s diverse organizational contexts.

2. Methods

2.1. Participants

This study included 462 participants (224 men,
Mage = 35.67) from different companies. We recruited
participants via our webpage and through a con-
sulting service, yielding two datasets representing
the former (Dataset A) and the latter (Dataset B)
samples. The samples consisted of employees of dif-
ferent companies who engaged in teamwork on a
daily basis. We define teamwork as working in teams
consisting of at least two people to attain common
objectives [12]. Sample A comprises employees of
seven IT-related corporations, including physically-
and mentally-challenged employees. Sample B com-
prised employees of four corporations with different
job types (i.e., IT-related, administrative, sales, and
service jobs), including physically- and mentally-
challenged employees. The sample covered small-
and medium-sized enterprises and large organiza-
tions. The participants were all Japanese and working
in Japan. Table 1 provides a summary of the sample.

All responses were collected anonymously via an
online survey. We administered the three measures
described below, as well as requested participants
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to provide information on their age, sex, and work
experience in their companies.

2.2. Measures

2.2.1. Psychological Safety Scale (PSS)
The seven-item PSS was originally developed by

Edmondson [50]. It has been widely used in previ-
ous studies. We used the Japanese version of this
scale, which was validated using a Japanese sam-
ple across diverse job categories with a very good
model fit (Appendix) [51]. Sample items are “if you
make a mistake on this team, it is often held against
you” and “working with members of this team, my
unique skills and talents are valued and utilized.”
The respondents rated the items following a seven-
point Likert-type scale ranging from 1 (not at all)
to 7 (strongly agree), with total scores ranging from
7–49. The Cronbach’s alpha of the scale in this study
was 0.78.

2.2.2. Expressed Humility Scale (EHS)
The EHS was originally developed by Owens et al.

[19]. The scale consisted of 9 of the most prevalent
items to measure leader humility [25]. We used the
Japanese version of this scale, which was validated
using a Japanese sample across diverse job categories
with a very good model fit (Appendix) [51]. Sample
items are “this person actively seeks feedback, even if
it is critical” and “this person is open to the advice of
others.” Items are rated on a seven-point Likert-type
scale ranging from 1 (not at all) to 7 (strongly agree),
with total scores ranging from 9–63. This scale aims
to rate leaders’ humility from the team members’ per-
spective; thus, only the followers (n = 371) responded
to this scale in this study. The Cronbach’s alpha of the
scale in this study was 0.93.

2.2.3. Presenteeism
While presenteeism has been measured via differ-

ent items generated by various researchers and using
various scales [1, 5, 9], we used the reliable and
concise Single-Item Presenteeism Question (SPQ)
[52]. We used this scale because it was developed
in Japanese, the question is easy to understand, and
it is convenient to use because it contains only one
item. The item is as follows, “On a scale from 1%
to 100%, where 100% is the best job performance
you could have at your job if unimpeded by sick-
ness or injury, how would you rate your overall job
performance on the days you worked during the past
four weeks (28 days)?” This item was responded by

indicating 0–100%, with a higher SPQ presenteeism
score indicating a greater degree of productivity loss;
the figure [100 - (one’s response)] was used in the
analysis following the recommendation of the origi-
nal authors.

3. Results

The means and standard deviations for all variables
are presented in Table 2.

Humble leadership and psychological safety are
considered team variables; thus, the intraclass cor-
relation coefficient ICC 1, ICC2, and Design Effect
(DE) for each scale were calculated to determine
whether multi-level analysis was necessary. The
ICC1, ICC2, and DE values for EHS were 0.21,
0.54, and 1.76, respectively; the ICC1, ICC2, and DE
values for PSS were 0.11, 0.38, and 1.43, respec-
tively. These values demonstrated that a multi-level
analysis was not feasible, so the individual-level anal-
ysis was conducted [53–61].1 Using R (Ver.4.2.2)
[62] and HAD (Ver.18.0) [63], mediation analy-
sis was conducted to examine the mediating role
of psychological safety on the relationship between
humble leadership and presenteeism (see Table 3 and
Fig. 1). The total effect of humble leadership on
presenteeism was a non-significant trend (ß = 0.09;
p = 0.09). Positive path coefficient and regression
coefficient between humble leadership and psycho-
logical safety were added (ß = 0.44; p < 0.01). The
indirect effect (Indirect effect = –0.08) between hum-
ble leadership and presenteeism was statistically
significant. The confidence interval was 95% (LL-
0.30, UL-0.06), and the number of bootstrap samples
was 5000. This study did not find multicollinear-
ity between independent variables with the variance
inflation factor values ranging from 1.00 to 1.24.

Further, we conducted an exploratory analy-
sis on the relationship between humble leadership
and leader’s psychological safety. The correlation
between the mean of humble leadership score of each
team (i.e., the ratings only from followers) and the
mean of leader’s psychological safety score of each
corresponding team (e.g., the mean of humble lead-
ership scores from team1 followers and the team1
leader’s psychological safety rating corresponded)
was statistically significant (r = 0.36, p < 0.01).

1The practical standards for the feasibility of multi-level anal-
yses are 0.1 for ICC1 (albeit at a low level of reliability), 0.7 for
ICC2, and 2.0 for DE.
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Table 2
Correlation matrix for psychological safety, expressed humility, and presenteeism (n = 371; excluding leaders)

Scale Psychological safety Expressed humility

Psychological safety (M = 36.81, SD = 6.60) – –
Expressed humility (M = 48.13, SD = 9.48) 0.44** –
Presenteeism (M = 20.08, SD = 18.13) –0.19** –0.09†

Note. **p < 0.01.

Table 3
The mediating role of psychological safety in the relationship between humble leadership and presenteeism (n = 371)

Psychological safety Presenteeism
� SE � SE

Humble leadership (c way) –0.09 0.10
R2 0.01†
Humble leadership (a way) 0.44 0.03
R2 0.19**
Humble leadership (c way) –0.03 0.11
Psychological safety (b way) –0.19 0.16
R2 0.04**
Indirect effect –0.08** (95%CI: LL-0.30, UL-0.06)

Note. **p < 0.01, †p < 0.1. CI = confidence intervals; LL = lower limit; UL = upper limit.

Fig. 1. Mediation model of the effect of psychological safety and
humble leadership on presenteeism.

4. Discussion

The present study aimed to investigate the effect
of psychological safety on the relationship between
humble leadership and presenteeism. Based on the
indirect effect in our analysis, psychological safety
was found to play a potential mediating role in
the relationship between humble leadership and
presenteeism. The authors have reviewed some
studies that independently investigated the relation-
ship between humble leadership and presenteeism,
and between humble leadership and psychological
safety. The present study organized and clari-
fied the relationships among the three important
concepts—expressed humility, psychological safety,
and presenteeism—for the first time. The mediating
role of psychological safety implies that a humble
leadership style facilitates the creation of a work envi-
ronment wherein followers perceive that they can take
the risk of expressing their ideas and opinions. This
type of environment may have an important influ-

ence in Japanese organizations because, as Ochiai and
Otsuka [64] discussed, the Japanese people tend to be
hesitant to speak up in order to protect collectivistic
harmony.

Our finding can extend the extant literature by dif-
ferentiating humble leadership from other styles of
leaders’ support. Mori, Nagata, Nagata, Odagami,
and Mori [65] reported that perceived supervisors’
support, specifically for health, affects followers’ pre-
senteeism. Vänni, Neupane, and Nygård [66] found
that the perceived supportive supervisors’ behavior
is associated with presenteeism (see also [67]). Shan,
Wang, Wang, Zhang, Guo, and Li [68] identified an
association between authoritarian leadership and pre-
senteeism. Although the present study is an important
addition to the literature, studies on humble lead-
ership remain scarce, and future researchers may
further focus on humble leadership.

The preliminary analysis of this study showed that
the follower-determined level of humble leadership
and leaders’ perceived psychological safety in their
teams was positively correlated. This correlation has
bidirectional implications. On the one hand, when
followers perceive their leaders as humble (i.e., lead-
ers tend to be humble), the leaders may be motivated
to present themselves honestly, which shapes the
leaders’ perception of the environment as psycholog-
ically safe. On the other hand, when leaders perceive
the work environment as psychologically safe, the
followers perceive their leaders as humble because
the leaders can express their weaknesses and ask the
followers for help in the areas that are unfamiliar to
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the leaders. Prior studies revealed that the expres-
sion of humility at a surface level by the leaders who
were low on the honesty-humility personality dimen-
sion can cause stress [48]. Yang et al. [48] discussed
leaders’ behavioral change through intrinsic motiva-
tion after realizing the importance of humility in their
work and family life. In general, our findings suggest
that psychological safety may help increase leader
humility. This possibility might be a clue to seek an
effective intervention for fostering humble leadership
after intensive investigation of humble leadership and
psychological safety from the leader’s perspective.

The present study configures a valuable step
toward advancing organizational science, as it inves-
tigated in Japan concept relationships that had been
primarily measured in Western contexts. In so doing,
it contributes with related evidence from non-Western
cultures. Indeed, in most prior related studies, the
main research targets were located in WEIRD cul-
tures. However, culture has an important influence
[69, 70] and can play a significant role in science
[37]. Indeed, findings from studies focused only on
the West are not necessarily generalizable to other
regions of the world [64]. This showcases the cur-
rent need for researchers to account for the effects
of culture on research-related concepts and to look
beyond WEIRD cultures. Specifically, with respect
to the Japanese culture, voice behavior (i.e., express-
ing change-oriented ideas and opinions) is worth
exploring because Japanese workers often remain
silent owing to fear of disturbing collective harmony
and being socially excluded [64]. Ochiai and Otsuka
[64] argue that the conceptualization of psychologi-
cal safety described by Edmondson [50] reflects the
characteristics of Western cultures. Meanwhile, in
Japan, speaking behavior may be considered as a risk-
taking behavior because Japanese people tend to be
hesitant to speak as this is similar to voice behav-
ior, which elicits fear in them. More specifically, the
fear that Japanese workers feel might be stronger
than that of their Western counterparts because abu-
sive leadership and inequality owing to the power
distance between supervisors and subordinates are
traditionally accepted in Japan [71]. Hu et al. [33]
also found that power distance affected the rela-
tionship between leader humility and psychological
safety. Thus, future studies on power distance should
examine the culturally-unique dynamics underlying
relationships in organizations.

In terms of cultural influence, issues about con-
ceptual differences in psychological safety and
knowledge sharing may have emerged in this study.

The Japanese culture encourages people to pursue
collective harmony by sacrificing themselves; there-
fore, Japanese people tend to interpret psychological
safety as being in a friendly environment. In this
atmosphere, they can express their opinions about
work-related and personal issues based on trust.
Indeed, Kokubu [72] identified a positive relation-
ship between psychological safety and trust among
Japanese workers. Though the concept of psycholog-
ical safety is relatively prevalent in Japan, as about
50% of Japanese workers know the concept [44],
Japanese people may not understand it as people
in Western countries do, and instead might inter-
pret it based on the Japanese context. Nonetheless,
as Edmondson [73] stated, psychological safety and
trust are different. Furthermore, exchanging personal
(i.e., work-irrelevant) issues is theoretically a part of
the knowledge sharing concept [68]. Thus, Japanese
culture may cause confusion in correctly identifying
these two concepts.

In recent years, people’s lifestyles and work flex-
ibility have dramatically changed because of major
societal shifts, such as the development of informa-
tion technology and the COVID-19 pandemic. Amid
these changes and given the current prevalence of
remote work, the notions of “present” and “absent”
at work became ambiguous. In these remote work
environments, leadership style no longer necessarily
includes face-to-face communication. Existing lead-
ership theories must be updated and new leadership
theories must be developed that reflect the current
work environment. For example, Banks et al. [74]
proposed the concept of digital leadership, which
incorporates digital-related ideas and tools (e.g., Big
Data, social media, virtual space). Future research
on such new leadership frameworks in response to
societal changes is therefore warranted.

Our results should be interpreted with considera-
tion for the limitations of this study, which suggest
directions for additional research. For example, this
study was based on a one-time cross-sectional survey.
Future research, especially involving interventions,
should collect data at multiple periods to identify
and trace the effects of different variables [64].
Furthermore, future works can consider additional
variables possibly relevant to the three concepts dealt
with in this study, such as knowledge sharing [34,
35]. In addition, whether our findings are appli-
cable to other areas requires testing because the
sample was recruited from companies exclusively in
the business/private sector. The differentiation and
generalizability of prior findings to different orga-
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nizations relate to diversity and inclusion because
modern teamwork is global and diverse in terms of
the nature of the work and team members [75]. For
example, in academia, PhD students face different
kinds of pressure associated with presenteeism [76].
In terms of culture, Kageyama [77] argues for the
critical role of psychological safety in diversity and
inclusion in Japanese organizations. Thus, identify-
ing the relevant factors and mechanisms involved in
successful teamwork can clarify how diversity and
inclusion is accomplished through teamwork. Given
these limitations, future researchers should pay atten-
tion to a wide range of organizational types and
global backgrounds of employees, using both cross-
sectional and longitudinal methods, when conducting
organizational research on leadership and psycholog-
ical safety.

5. Conclusion

Overall, the present study relates to research not
only on employees’ behavior in organizations but also
on HPM by focusing on leadership and psychologi-
cal safety. Further, the present study contributes to the
accumulated literature by considering a non-Western
cultural context, as this perspective is relatively
lacking in the existing research. The present study
provides evidence that developing a psychologically
safe work environment by fostering humble leader-
ship can be a key to successful HPM. Future research
should consider an international perspective, account
for situational factors and other potential variables
to understand the complex mechanisms that facilitate
HPM, and conduct interventions for leaders’ humility
based on their intrinsic motivation.
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Appendix

Scales used in this study

Item Psychological safety (*indicates reverse item)

1 If you make a mistake on this team, it is often held against you.*
2 Members of this team are able to bring up problems and tough issues.
3 Members of this team sometimes reject others for being different.*
4 It is safe to take a risk on this team.
5 It is difficult to ask other members of this team for help.*
6 No one on this team would deliberately act in a way that undermines my efforts.
7 Working with members of this team, my unique skills and talents are valued and utilized.
Item Expressed humility
1 This person actively seeks feedback, even if it is critical.
2 This person admits when they don’t know how to do something.
3 This person acknowledges when others have more knowledge and skills than oneself.
4 This person takes notice of others’ strengths.
5 This person often compliments others on their strengths.
6 This person shows appreciation for the unique contributions of others.
7 This person is willing to learn from others.
8 This person is open to the ideas of others.
9 This person is open to the advice of others.


