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Abstract
Research on the relationship between transformational leadership and work climate has revealed interesting 
findings regarding how a leader can influence and improve employees’ perception of a company. However, the 
mediating role of psychological safety in this relationship is still unclear. This study examines the mediating role 
of psychological safety in the relationship between transformational leadership and organizational climate. Data 
were collected from 558 workers of public and private companies in Colombia, using a quantitative approach 
with a correlational-predictive and cross-sectional design. The hypotheses involved in the proposed mediation 
model were tested using structural equation modelling, specifically the partial least squares (PLS-SEM) techni-
que with the SmartPLS version 4. The results confirmed the mediation of psychological safety, with an indirect 
effect of transformational leadership on organizational climate through psychological safety of .203, with a 95 % 
confidence interval between .129 and .297. In summary, this study demonstrates the positive indirect influence 
of transformational leadership on organizational climate mediated by psychological safety. These findings have 
implications for team and organizational management. 
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Resumen
Las investigaciones sobre la relación entre el liderazgo transformacional y el clima laboral han revelado hallazgos 
interesantes acerca de cómo el líder puede influir y mejorar la percepción de los empleados sobre la empresa. Sin 
embargo, el papel mediador de la seguridad psicológica en esta relación aún no está del todo claro. Este estudio 
examina el papel mediador de la seguridad psicológica en la relación entre el liderazgo transformacional y el clima 
organizacional. Los datos se recopilaron de 558 trabajadores de empresas públicas y privadas en Colombia, me-
diante un enfoque cuantitativo, con un diseño correlacional-predictivo y transversal. Las hipótesis planteadas en el 
modelo de mediación propuesto se probaron mediante modelos de ecuaciones estructurales, específicamente con 
la técnica de mínimos cuadrados parciales (PLS-SEM) empleando el software SmartPLS versión 4. Los resultados 
confirmaron la mediación de la seguridad psicológica, con un efecto indirecto del liderazgo transformacional sobre 
el clima organizacional a través de la seguridad psicológica, de 0,203 (IC 95 %: 0,129–0,297). En síntesis, este estudio 
demuestra la influencia indirecta positiva del liderazgo transformacional sobre el clima organizacional, mediada 
por la seguridad psicológica. Estos hallazgos tienen implicaciones para la gestión de equipos y organizaciones.
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Organizational environments are currently undergoing 
significant transformations, driven mainly by global-
ization and the adoption of information technologies. 
These changes are having a profound impact on the 
structure and dynamics of organizations, particularly 
in redefining the functions, roles, and competencies 
traditionally assigned to leaders and managers. The 
concept of a single chain of command and formal lead-
ership exercised by a single person, as posited in classical 
management theory, has become obsolete in the context 
of today’s organizations (Cernas-Ortiz & Mercado-Sal-
gado, 2023; Gil Rodríguez & Alcover, 2015). Instead, 
contemporary organizations are characterized by the 
presence of temporary members, often geographically 
dispersed, who perform intellectual tasks and are in-
tegrated into flexible structures, frequently changing 
groups, and part of multiple teams simultaneously. In 
this context, new scenarios have emerged that demand 
alternative and adaptive leadership profiles and roles, 
processes of flexibility and permanent communication, 
as well as trust and commitment, so that all members 
of the organization feel satisfied and can meet the 
established goals.

In this regard, leadership and organizational climate 
are fundamental in building personal relationships and 
worker productivity; both variables can be affected by a 
multiplicity of factors (Contreras et al., 2009; Fajardo- 
Castro, Díaz-Fúnez, & Mañas-Rodríguez, 2024). In 
recent years, the importance of the leader’s role in 
creating a productive and psychosocially functional 
climate for achieving organizational goals has been 
emphasized (Kao et al., 2023; Reyes et al., 2018). Thus, 
a broad relationship has been established between 
effective work teams, innovation, and psychological 
safety—key aspects in the development of effective 
leadership (Arias, 2014). Psychological safety in the 
workplace fosters a culture that promotes open and 
safe spaces for generating ideas, thereby strengthening 
the organizational climate and driving innovation (Gil 
et al., 2008).

However, the measurement, adaptation, and vali-
dation of instruments to assess transformational lead-
ership, organizational climate, and psychological safety 
are essential to ensure that the data collected accurately 
reflect the perceptions and experiences of the Colom-
bian population. As evidenced in the literature, cultural 

adaptation is necessary to provide linguistic and metric 
equivalence when applying instruments developed in 
foreign contexts, especially those in non-Spanish-speaking 
countries. For example, Valencia (2008) achieved adequate 
equivalences in the KIDSCREEN and VSP-A instruments 
adapted for children and adolescents in Colombia, 
demonstrating that cultural adaptations are necessary 
to preserve the instruments’ reliability and validity in 
the new context. Similarly, Rodríguez et al. (2016) in 
the National Mental Health Survey of Colombia and 
Rey et al. (2010), when validating instruments to assess 
cultural practices and exposure to violence in Bogotá, 
showed that cultural and socioeconomic factors spe-
cific to Colombia can influence how the items of these 
instruments are interpreted and answered. These 
adaptations are equally crucial in a study on transfor-
mational leadership, organizational climate, and the 
role of psychological safety. Colombian organizational 
culture can influence employee perceptions of leader-
ship and psychological safety climate, given that factors 
such as respect for authority, collectivism, and valuing 
interpersonal relationships are relevant elements in the 
Colombian context. Using instruments validated in Co-
lombia allows these cultural subtleties to be captured, 
reducing the risk of bias and increasing the validity of 
the results. This is especially relevant when analyzing 
mediating variables such as psychological safety, which 
can play a different role in the relationship between 
transformational leadership and organizational climate 
in environments with greater sensitivity to hierarchical 
relationships. Studies, such as those by Márquez-Lugo et 
al. (2021), on burnout syndrome in Colombia underscore 
the importance of cultural adaptation and validation of 
instruments to ensure that the results are representative 
and applicable in specific contexts.

These studies highlight the need for organizational 
research to carefully consider the Colombian cultural 
context. Without these measurements and adaptations, 
the instruments may not accurately reflect Colombia’s 
cultural and organizational reality, which could affect 
the interpretation of the data and limit the usefulness 
of the findings for developing effective leadership and 
organizational climate interventions in the country.

In this way, it is convenient to establish what role 
leadership plays in psychological safety and its effect 
on the organizational climate, to establish relationships 
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and mediations that are relevant for the development 
of healthy and effective work environments for organi-
zations; even more so considering the environments of 
high uncertainty, complexity, stress and change that 
organizations face, where leaders must respond effec-
tively and efficiently. The State of the Global Workplace 
Report (Gallup, 2023) indicates, in relation to the global 
sample (around 1,000 people per country), that only 
21 % of employees are engaged at work, and only 33 % of 
employees consider that they are thriving in their overall 
well-being in a work environment that continues to be 
stressful. This highlights the importance of studying 
work environments in today’s complex and dynamic 
settings. In this context, the objective of the research is 
to investigate the relationship between transformation-
al leadership, psychological safety, and organizational 
climate among employees of Colombian companies.

Theoretical Background 

Transformational Leadership
Leadership is defined as the leader’s ability to influence 
employees and guide them towards achieving a vision, 
especially crucial in times of crisis when adaptation 
and recovery are essential (Riggio & Newstead, 2023). 
Burns (1978) introduced the concept of transformation-
al leadership, highlighting its exceptional character 
by focusing on the motivation, morale, and guidance 
of collaborators. This approach, characterized by its 
multidimensional nature (Bednall et al., 2018), initially 
referred to the support that a leader provides to collab-
orators not only in their tasks but also in building strong 
relationships (Bass & Avolio, 1993). Transformational 
leadership goes beyond personal interests, driving 
collective well-being and fostering high levels of per-
formance, determination, and confidence (Bass, 1999; 
Farra et al., 2024). Transformational leaders guide their 
collaborators towards self-discovery and achievement 
of shared goals (Bass, 1999). 

This guidance is achieved when leaders prioritize 
the interests of employees and the team’s vision. Trans-
formational leaders attend to the needs of employees, 
interacting in a charismatic way to inspire and encour-
age exceptional efforts (Bass, 1999). Four components 
characterize this leadership: idealized influence, inspi-
rational motivation, intellectual stimulation, and indi-
vidualized consideration (Bass & Avolio, 1993; Salarzai & 
Hasanzai, 2023). Over the years, these dimensions have 
been reassessed, incorporating elements such as shared 

vision, inspirational communication, and support for 
individual needs (Álava-Atiencie & Quinde-Lituma, 
2023; Rafferty & Griffin, 2004).

Organizational Climate
Over the past three decades, psychologists and sociol-
ogists have explored the concept of work climate. From 
a cognitive perspective, climate refers to how people 
perceive and make sense of their work environment, 
encompassing the shared perception of events, practic-
es, and behaviors valued by a group (Shao et al., 2017). 
Although sometimes confused with organizational 
culture, climate tends to be temporary and subjective, 
whereas culture is linked to ingrained values, shared be-
liefs, and history (Boh & Wong, 2013; Powell et al., 2021). 
The organizational climate has a significant influence 
on the work atmosphere and employee motivation. 
Rodríguez (2015) identifies dimensions such as informal 
relationships, work environment (including physical), 
social recognition, and informal climate. He also links 
variables such as physical environment, management 
style, size, social environment, and personal character-
istics to organizational climate.

In this sense, organizational climate encompasses 
the physical environment, organizational structure, 
social relationships, personal characteristics, and be-
havior in the organization (Salazar-Estrada et al., 2009). 
A model developed by Quinn and Rohrbaugh in 1983 
proposes four quadrants to define climate:
(1)	 Supportive climate: Refers to collaborative relation-

ships, teamwork, and mutual help.
(2)	 Innovation climate: Encourages creativity and the 

reception of new ideas.
(3)	 Climate of goals: Focuses on goal orientation, com-

petitiveness, and productivity.
(4)	 Climate of rules: Seeks stability and efficiency based 

on established norms and rules.

The scientific literature has also identified variables 
related to climate, including leadership, group process-
es, job characteristics, and satisfaction (Gil Rodríguez & 
Alcover, 2015).

Psychological Safety
The “team’s psychological safety,” as defined by Edmond-
son (1999), refers to the trust and secure relationships 
within work teams that face interpersonal challenges 
and risks. This involves creating emotionally safe work-
place spaces, fostering environments where expressing 
ideas and innovating are priorities, and attending to 
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interpersonal factors to establish healthy work environ-
ments (Leiter et al., 2015). This question is relevant be-
cause work has undergone a significant transformation 
over time and is now more psychologically hazardous 
than physically demanding (Health and Safety Executive 
[HSE], 2022).

In the context of psychological safety, secure rela-
tionships at all work levels, especially trust in leaders 
and superiors, generate positive conditions and pre-
dict individual performance (Gutiérrez-Álvarez et al., 
2023; Li & Tan, 2013). This influences the psychological 
availability of the worker, allowing them to behave and 
project themselves within the organization without fear 
of negative consequences (Kahn, 1990).

Psychological safety is fostered in work interactions 
and predicts team performance, decision-making, trust, 
and effective communication (O’Donovan & McAuliffe, 
2020a, 2020b). In addition, negative supervision af-
fects perceptions of psychological safety, which in turn 
influences organizational identification and creativity 
(Liu et al., 2016).

In this regard, literature shows that there are factors 
that coexist as barriers or facilitators of psychological 
safety; for example, the particular context can influ-
ence the construction of environments endowed with 
psychological safety; other factors could influence as 
barriers, such as the individual personalities of the team, 
the influence of the leader, the responsibility framed 
in the roles of the team and the haste with which they 
must be assumed. Thus, since barriers are not easily 
modified, building psychological safety is a challenge 
for managers of organizations and work teams (Grailey 
et al., 2021).

Transformational Leadership and Psychological 
Safety
Several studies linking leadership and psychological safety 
demonstrate a mediating relationship between these two 
factors. This is shown in the research by Iqbal et al. (2020), 
an empirical study conducted in a textile company in Paki-
stan with a sample of 175 workers. The results showed that 
psychological safety acts as a mediating variable between 
ambidextrous leadership and organizational citizenship 
oriented towards change. The authors suggest that future 
studies should focus on this relationship in companies 
across various industries and with a larger sample size.

Other researchers (Iqbal et al., 2021) sought to inves-
tigate the relationship between corporate leadership 

and employees’ innovative behavior, with a specific 
focus on the mediating role of psychological safety. This 
research revealed the mediating effect of psychological 
safety between the independent variable, entrepreneur-
ial leadership, and the dependent variable, innovative 
behavior, suggesting the importance of creating flexible 
environments. These results are consistent with other 
studies that place the importance of psychological safety 
as a mediating variable and its impact on organizational 
leadership and other variables (Arias, 2014; Canel-Ortega, 
2023; Jabbar et al., 2023). Similarly, another study found 
that psychological safety partially mediates the relation-
ship between inclusive leadership and employee inno-
vative behavior, and it also affects inclusive leadership 
in the organization (Wang, Chen, & Li, 2021).

Likewise, the following studies highlight the rele-
vance of psychological safety in performance, creative 
development, and innovation in the workplace, demon-
strating its role in fostering effective work teams. Given 
the multifaceted nature of climate change and the afore-
mentioned factors, psychological safety can impact the 
role of the leader and the work environment. According 
to Wang, Chen, and Li’s (2021) research, leadership is 
an antecedent variable of innovative behavior. Here, 
psychological security and creative self-efficacy are 
employed as mediating variables, consistent with pre-
vious research. The study involved 418 employees in the 
manufacturing industry in China, focusing on leadership 
and its positive impact on employee innovative behavior. 
Business innovation is a major factor in organizations, 
prompting us to consider possible changes that influ-
ence the innovative behavior of employees.

Additionally, research on transformational leader-
ship and job performance suggests that psychological 
safety serves as a mediating factor in this relationship. 
The research conducted by Wang, Chen, Yang, and Juan 
(2021) took place in six hospitals in Taiwan, involving 
73 nurse managers and 719 nurses. The results indicate 
a statistically significant positive correlation between 
transformational leadership and work performance 
at the group level. Psychological safety, identified as 
a mediating variable, is considered by management 
leaders to be essential for achieving higher performance 
from nurses.

In this way, psychological safety enables employees 
to express their ideas freely without fear of conse-
quences in the workplace. Leaders play a crucial role in 
ensuring the safety of their collaborators. Research sup-
ports the mediating role of psychological safety in the 
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relationship between leadership and the performance 
of their collaborators (Liu et al., 2016). In addition, the 
moderating role of identification with the organization, 
recognized as the main source of positive outcomes for 
workers concerning leaders’ emotions and psychological 
safety, was found (Liu et al., 2016). On the other hand, the 
research by Rego et al. (2020), which involved 85 team 
leaders from 35 organizations in Portugal, focused on 
studying the leaders’ humility in various situations and 
the psychological security of the work team. The results 
showed a moderating relationship: when leaders exhib-
it high levels of humility among team members, it also 
generates high levels of psychological safety and con-
tributes to the creation of ethically sound organizations. 

As in previous research, psychological security serves 
as a moderating variable between work well-being and 
employee creativity. The results were obtained from 
applying an instrument to 139 dyads—supervisor- 
employee pairs—in four Chinese companies. It was 
concluded that the leader’s behavior has a positive effect 
on employee creativity and, in turn, on psychological 
safety, reinforcing the positive relationship between 
work well-being and creativity (Wang, Chen, & Li, 2021).

Transformational leadership, characterized by in-
spiring and motivating employees to achieve higher 
performance levels and commit to collective goals 
(Bass, 1985), is crucial in strengthening psychological 
safety in organizations. Aguilar et al. (2023) note that 
transformational leaders, by demonstrating empathy 
and openness, create a supportive environment where 
employees feel secure enough to express themselves. 
This is essential in Latin American work environments, 
where authority figures can be perceived as inaccessible. 
A transformational leader who supports their collabo-
rators and fosters a safe space can break with this per-
ception, encouraging employees to get more involved 
and communicate their ideas and concerns without fear.

The relationship between transformational leader-
ship and psychological safety also translates into better 
group performance. Aguilar et al. (2023) conclude that 
effective leadership promotes a safe environment and 
inspires a mindset of continuous learning and proactiv-
ity in teams. Transformational leaders strive to achieve 
organizational goals while also prioritizing the personal 
and professional development of each team member. 
Consequently, an environment of psychological safety 
influenced by transformational leadership allows em-
ployees to explore new ideas and develop competencies 
critical to organizational success.

Based on the above, we propose the following hy-
pothesis:

Hypothesis 1: Transformational leadership will be 
positively related to psychological safety.

Psychological Safety and Organizational Climate
At the empirical level, a key consideration in the or-
ganizational environment is how variables at both 
group and individual levels interact to influence be-
havior within the organization. According to Vásquez 
Pailaqueo et al. (2021), trust and security relationships 
facilitate the development of safe climates in the 
organization; in other words, they made evident the 
mediating role of organizational trust between en-
gagement, work performance and transformational 
leadership, which confirms one of the assumptions of 
the HERO (Healthy Organization) model of Salanova 
et al. (2014), where not only organizational resources 
and practices are relevant, such as leadership, but also 
the mediating role of healthy employees (with ade-
quate levels of work engagement and self-confidence) 
should be considered, even more, affecting a highly 
relevant variable such as performance. 

A study in 40 local states in Thailand recognized that 
psychological safety plays a mediating role between the 
ethical climate of organizations and the motivation to 
whistleblow within these entities. Thus, psychological 
safety plays a relevant role not only at the organization-
al level, but also at the individual level (Potipiroon & 
Wongpreedee, 2021). This research confirms the rele-
vance of psychological safety and its role in the ethical 
climate within public organizations. At the same time, 
another variable to consider is the psychological safety 
climate itself. This refers to how the leader’s charisma 
can influence psychological safety, which, in turn, pos-
itively affects motivation and behavior to collaborate 
and share knowledge (Shao et al., 2017).

According to Sağnak’s (2017) study, ethical leader-
ship is related to voice behavior in teachers, with this 
relationship being mediated by the ethical culture of 
the organization and the psychological safety of its 
members. Leaders manage and build the organizational 
culture and climate, significantly affecting the organiza-
tion’s value system and the behavior of their followers. 
In this way, considering ethical leadership as a predictor 
and psychological security as a mediator, voice behavior 
is affected; specifically, it involves the confidence and 
security to participate in procedures, plans, and projects 
relevant to the organization. 
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At the same time, a meta-analysis highlights psy-
chological safety as the most relevant variable in rela-
tion to team learning and its performance within the 
organization. It serves as the main predictor and varies 
only in relation to the complexity of knowledge in team 
tasks (Sanner & Bunderson, 2015). Similarly, the climate 
of psychological safety has an impact on innovation 
processes (Nienaber et al., 2015). In this sense, Baer and 
Frese (2003) found in a study with German organizations 
that the climate towards initiative and psychological 
safety was positively related to longitudinal change 
in the performance of assets and the achievement of 
strategic objectives and the company’s mission; likewise, 
initiative and psychological safety are appreciated as 
moderators between process innovations and organi-
zational performance. Aguilar et al. (2023) highlight 
the importance of psychological safety as a mediator 
in the relationship between organizational climate and 
job performance, given that a safe environment favors 
open communication, creativity, and learning within 
teams. In the Latin American context, where interper-
sonal relationships and respect for hierarchy are deeply 
rooted values, fostering an organizational climate that 
prioritizes psychological safety can help overcome cul-
tural barriers and enhance employee well-being and 
commitment.

Furthermore, the studies reviewed by Aguilar et al. 
(2023) suggest that psychological safety allows employ-
ees to engage in collaborative practices that strengthen 
the organizational climate. When teams feel that their 
contributions are valued and they will not be punished 
for errors or suggestions, relationships of trust are more 
likely to develop. Group performance is optimized 
(Carmeli & Gittell, 2009). This relationship is especially 
relevant in Latin America, where hierarchies often influ-
ence work dynamics. An organizational climate focused 
on psychological safety benefits performance and con-
tributes to the development of a resilient organizational 
culture that is prepared to adapt to the challenges of the 
current context.

Based on the above reflections, we propose the 
following hypothesis:

Hypothesis 2: Psychological safety will be positively 
related to organizational climate.

Transformational Leadership and Organizational 
Climate: A Mediated Relationship
According to Ostroff et al. (2013), there are some an-
tecedent variables to organizational climate, such as 

context, organizational practices, and leadership. Lead-
ership is one of the predominant factors in predicting 
climate (González-Herrera et al., 2014). Likewise, em-
pirical research has shown that leadership styles, such 
as transformational leadership, contribute to creating 
a positive organizational climate (Kohan et al., 2018).

On the other hand, the model proposed by Kopel-
man et al. (1990) provides a theoretical framework for 
explaining the relationship between climate and other 
variables, such as leadership. According to this model, 
human resource management practices, including 
leadership, act as antecedents of organizational climate. 
In other words, human resource practices influence em-
ployees’ perceptions of their work environment, which, 
in turn, predict affective states such as job satisfaction, 
directly impacting productivity and work performance 
(Griffith, 2006).

Transformational leadership is strongly related to 
organizational climate, understood as the set of shared 
perceptions about the organization’s policies, practices, 
and procedures (González-Romá & Peiró, 2014). Aguilar 
et al. (2023) highlight that in organizations where lead-
ers practice transformational leadership, the organiza-
tional climate tends to be more positive and receptive 
to change. This type of leadership fosters collaboration 
and trust, which are essential in an organizational 
environment oriented toward development and inno-
vation, where employees feel valued and motivated to 
contribute actively.

Specifically, research in Latin America has explored 
the relationships between leadership, psychological safety, 
and organizational outcomes. Transformational leadership 
has a positive influence on psychological safety in organi-
zations, mediating the relationship between leadership 
and team behaviors (Forte et al., 2024). Studies have 
also shown significant correlations between leadership 
styles, organizational climate, and job satisfaction 
(Cuadra Peralta & Veloso Besio, 2019). A comprehen-
sive review of 85 studies across various organizational 
contexts in Latin America examined the links between 
psychosocial risks, health, and performance, highlight-
ing the need for further research in this region (Pujol- 
Cols & Lazzaro-Salazar, 2021). In El Salvador, a study 
in private schools found that transactional leadership 
was positively correlated with teachers’ self-perceived 
performance and that leadership styles significantly 
predicted most dimensions of teacher performance 
(Orellana-Hernández, 2019). These findings highlight 
the crucial role of leadership in shaping organizational 
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outcomes within Latin American contexts. Furthermore, 
Aguilar et al. (2023) highlight the need for additional 
research on psychological safety and transformational 
leadership in Latin America. They carried out a system-
atic review that included 196 studies; only four from the 
Ibero-American region were identified (two in Brazil and 
two in Spain). This shows a lack of empirical research 
in Latin America and underlines the importance of 
expanding empirical evidence in the region to better un-
derstand these organizational and cultural phenomena.

Additionally, in a systematic review by Newman 
et al. (2017), 44 empirical studies were identified that 
analyze the antecedents of psychological safety at 
different levels of analysis, finding the predominant 
role of psychological safety as a mediator (38 of the 
44 studies) to explain how organizational practices, 

leadership, and individual team differences, among 
other variables, influence workplace outcomes at 
the individual, group, and organizational levels, as is 
the case of organizational climate. Although there is 
little empirical evidence to support the relationship 
between these two variables, we can find theories that 
support this type of relationship, such as Blau’s (1964) 
social exchange theory, where employees with a high 
level of psychological safety can experience feelings 
of support and respect in the workplace, which in turn 
improves their perception of the work environment. 
With these arguments in mind, we propose the fol-
lowing hypothesis:

Hypothesis 3: Transformational leadership will show 
a positive indirect “effect” on organizational climate, 
mediated by psychological safety (see Figure 1).

Figure 1.  Research Model: Mediating Role of Psychological Safety

M. Psychological Safety

X. Transformational 
Leadership

Y. Organizational 
Climate

a b

c'

Note. Simple mediation model.

Design
This research employed a quantitative, non-experimental, 
correlational-predictive, and cross-sectional design to 
examine the mediating role of psychological safety in 
the relationship between transformational leadership 
and organizational climate (Hernández-Sampieri et al., 
2018). To enhance the explanatory and predictive power 
of the analysis, we used Structural Equation Modeling 
(SEM) with the Partial Least Squares (PLS) method. This 
approach enabled a detailed examination of mediation 
effects, including direct, indirect, and total effects, and 

provided insights into the explained variance (R²) for 
each endogenous variable, thereby strengthening the 
robustness of our findings.

Participants
Non-probabilistic convenience sampling was employed, 
enabling the selection of accessible cases that met the 
inclusion criteria. The above is based on the convenient 
accessibility and proximity of the subjects for the researcher 
(Otzen & Manterola, 2017). The sample consisted of 558 
workers from Colombian companies who met the inclusion 

Method
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criteria and who are part of work teams in public, private, 
and mixed organizations. There are two main criteria that 
support the sample size: the first suggests a minimum size 
(N), and the second is based on the proportion of people per 
item (N/p) (Lloret-Segura et al., 2014). The obtained effect 
size was 0.470, classified as high because it exceeded the 
threshold of 0.40. Regarding statistical power, a value of 
0.95 was obtained, which is considered excellent according 
to established criteria (Caycho et al., 2016), since it exceeds 
the standard of 80 %. With a sample size of 558 people, an 
alpha significance level of 0.05, and the effect size found, it 
can be concluded that the study has outstanding statistical 
power, calculated using the GPower software (Faul et al., 
2009). Accordingly, the inclusion criteria correspond to the 
specific characteristics of the participating workers: being 
of legal age, being male or female, and having completed a 
minimum level of secondary education. Informed consent 
was obtained, and the participants explicitly agreed to 
participate in this research. Likewise, the exclusion criteria 
were being underage and having a civil or employment 
contract with the organization for less than three months.

The characteristics of the sample participants were as 
follows: 62 % (346) were men and 38 % (212) were women. 
In the age variable, the participants ranged from 19 to 70 
years old, with the most frequent age range being 20 to 30 
years old (39.8 %), followed by 30 to 40 years old (26.9 %), 
and 40 to 50 years old (23.1 %). Regarding marital status, 
the most frequent marital status was found to be married 
(44.3 %), while 32.6 % were in a consensual union. The 
most representative educational levels in the sample 
were high school (53 %) and graduate (15.9 %). The most 
frequent types of contracts were employment (53.8 %) 
and services (33.3 %). The predominant salary was 67.6 % 
between one and three minimum wages, and 19.2 % less 
than one minimum wage. Finally, the most representative 
lengths of service in the sample were 1 to 5 years, account-
ing for 41.6 %, and less than one year, at 39.1 %.

Instruments

Transformational Leadership 
It was measured using the Rafferty and Griffin (2004) ques-
tionnaire, developed from the MLQ and adapted to Spanish 
by Salanova et al. (2012). This questionnaire encompasses 
five dimensions (vision, leader support, intellectual stimula-
tion, inspirational communication, and personal recognition); 
each dimension comprises three items. An example of an 
item is “Think about our personal needs.” For all items, the 
responses were in a 7-point Likert-type format, from “1: 

Strongly disagree” to “7: Strongly agree.” Since the instrument 
is not validated in the Colombian population, a CFA was 
performed on the sample of this study. The results support 
the construct validity of the instrument in the Colombian 
population, in which the five-factor model is verified (CMIN 
= 136.082 (p < .001); DF = 85; CFI = .98; TLI = .97; RMSEA = 
.04 [.030; .047]; SRMR = .03).

 Psychological Safety 
The psychological safety instrument used was the quan-
titative section of the scale developed by O’Donovan and 
McAuliffe (2020b), who created a mixed scale from six 
psychological safety instruments to measure this con-
struct in medical personnel (O’Donovan & McAuliffe, 
2020b). Fajardo-Castro, Manrique-Torres, et al. (2024) 
adapted this scale for use in the Spanish-speaking Co-
lombian population. The CFA supports the construct 
validity in the Colombian population of the O’Dono-
van scale, in which the three-factor model is verified 
(CMIN = 443.785 [p < .001]; DF = 149; CFI = .94; TLI = .93; 
RMSEA = .06 [.055; .064]; SRMR = .04). The instrument 
is composed of 19 items and three dimensions: a) the 
team leader, composed of nine items; 2) peers/other team 
members, composed of seven items; and 3) the team, com-
posed of three items (O’Donovan & McAuliffe, 2020b). 
An example item is: “If I had a question or was unsure 
of something regarding my role at work, I might ask my 
team leader.” For all items in the questionnaire, the re-
sponses were presented in a 7-point Likert-type format, 
ranging from “1: Strongly disagree” to “7: Strongly agree.”

Organizational climate
The Focus 93 questionnaire was administered; this ques-
tionnaire was developed by the European research team 
FOCUS (“First organizational Climate/Culture Unified 
Search”; Van Muijen et al., 1999) and adapted for the Co-
lombian population by García-Rubiano (2020) with the 
following fit indices from the CFA: CMIN/DF = 2.24 (p < 
.001); CFI = .99; TLI = .98; RMSEA = .067. The questionnaire 
measures four dimensions (support, innovation, goals, and 
rules). The dimensions of support and innovation consist 
of four items, while the dimensions of goals and rules each 
consist of three items. An example of an item is “Colleagues 
help each other to get the job done.” For all items in the 
questionnaire, the responses were in a 7-point Likert-type 
format, from “1: Strongly disagree” to “7: Strongly agree.”

Sociodemographic Data Questionnaire. 
Data such as age, sex, socioeconomic stratum, educa-
tion, position, type of contract, salary, seniority within 
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the organization, profession, and composition of the 
work team were recorded.

Procedure
This research was carried out in the following phases:

Phase I: Call for companies. The proposal, including 
the objectives, was communicated to the various human 
resources departments of the companies that met the 
inclusion criteria.

Phase II: Digital data capture. Once the participation 
of companies and workers was formalized, question-
naires were sent to employees of the various compa-
nies via a hyperlink using the SurveyMonkey tool. This 
allowed them to complete them during the working 
hours assigned by the human resources department. 
In the evaluation questionnaire, the study’s objectives 
were made known, and anonymous and voluntary 
participation was specified, ensuring confidentiality in 
the handling of information (informed consent and au-
thorization in accordance with Colombian law regarding 
the handling of personal data).

Phase III: Data processing and analysis

Phase IV: Discussion of the results obtained in the 
process and writing of the agreed products 

Ethical Aspects
This article is the result of a research project entitled 
“Relationship between Transformational Leadership, 

Psychological Safety, and Organizational Climate in 
Employees of Colombian Companies,” whose primary 
objective is to investigate the relationship between 
transformational leadership, psychological safety, and 
organizational climate among employees of Colombian 
companies. The ethical considerations for Colombia 
(Resolution No. 8430 of 1993), approval of the project by 
the research institution, which classified it as low risk, the 
Psychologist Act (Law 1090 of 2006), and the Habeas Data 
Act (Law 1581 of 2012) for the handling of personal data 
to carry out the research were complied with; no partial 
research data have been published.

Information Processing and Analysis
The objective of the research was to explore the re-
lationship between the predictor variable—specifi-
cally, transformational leadership—and the criterion 
variable, organizational climate, with psychological 
safety as a mediating variable (Ato & Vallejo, 2011). 
The statistical package SmartPLS version 4.1.0.9 (Rin-
gle et al., 2024) was used to perform data analysis 
using the partial least squares technique (PLS-SEM). 
Descriptive statistics, such as the mean and standard 
deviation, were obtained and analyzed. The validity 
and reliability of the measurement model were also 
reviewed through internal validity, individual reliabil-
ity, construct reliability, convergent validity, and dis-
criminant validity. Finally, the structural model was 
assessed based on the variance of the endogenous or 
criterion variables, global fit, path coefficients, and 
bootstrapping.

Descriptive Statistics and Correlations among 
Study Constructs
The study included three key constructs: transformational 
leadership, psychological safety, and organizational climate. 
Table 1 shows the descriptive data (mean and standard 

deviation) and correlations between the variables. 
Participants’ mean scores for transformational leader-
ship, organizational climate, and psychological safety 
were above the midpoint of the scale. All constructs are 
strongly and significantly positively correlated.

Results

Variable M SD 1 2

1. Transformational Leadership 5.27 1.09   

2. Organizational Climate 5.69 1.08 .712**  

3. Psychological Safety 5.52 1.08 .660** .644**

Note. **p ≤ .01

Table  1.  Descriptive Statistics and Correlations among Latent Variables
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Table  2.  Measurement Model—Reliability and Convergent Validity

Measurement Model
The evaluation of the reflective measurement model was 
carried out in four stages (Hair et al., 2017): (1) individual 
reliability of the indicators, (2) reliability of the constructs, 
(3) convergent validity, and (4) discriminant validity. First, 
we analyzed the reliability of the indices through their 
factor loadings. For most items, the factor loadings were 
higher than 0.7. Although a factor loading higher than 0.7 
is desirable (Chin, 2009), researchers frequently obtain 
weaker external loadings (<0.70) in social science studies. 
In our research, there were four items, two belonging to 
the leadership variable and two to the psychological safe-
ty variable, that had loadings below 0.40, so we decided 
to eliminate them so that the composite reliability index 
(CR) and convergent validity (AVE) would not be affected 
(Hair et al., 2011). Therefore, a group of three scales with 
44 items remained in the proposed model (see Table 2). 
Secondly, the reliability of the construct was examined  

using Cronbach’s alpha and the composite reliability 
index. The results in Table 2 indicate that the CR and 
Cronbach’s alpha of all the latent constructs in our 
model were higher than 0.70 (Hair et al., 2017). These 
results indicate that our measurement model exhibits 
good internal consistency. Thirdly, the average variance 
extracted (AVE) confirms the existence of convergent 
validity. The results show a mean-variance extracted value 
greater than 0.5 (Fornell & Larcker, 1981), thus verifying 
convergent validity (see Table 2). Finally, we checked dis-
criminant validity. First, we used the Fornell and Larcker 
(1981) criterion, which requires that the square root of the 
AVE be greater than the correlation between constructs. 
Second, we used the heterotrait−monotrait correlation 
ratio approach (HTMT − 0.85) (Henseler et al., 2015). As 
shown in Table 3, all values remained below the 0.85 
threshold, further confirming the discriminant validity 
of our measurement model (Chin, 2009).

Construct and item description TFL PS OC CR α AVE

Transformational Leadership .955 .948 .623

TLF 1 .715

TLF 2 Dropped

TLF 3 Dropped

TLF 4 .809

TLF 5 .833

TLF 6 .821

TLF 7 .540

TLF 8 .718

TLF 9 .730

TLF 10 .815

TLF 11 .844

TLF 12 .872

TLF 13 .881

TLF 14 .880

TLF 15 .731

Psychological Safety .949 .943 .523

PS 1 .692

PS 2 .714

PS 3 .600
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Construct and item description TFL PS OC CR α AVE

PS 4 .776

PS 5 .739

PS 6 .745

PS 7 .821

PS 8 .789

PS 9 .721

PS 10 .717

PS 11 .622

PS 12 Dropped

PS 13 .718

PS 14 .664

PS 15 .707

PS 16 .755

PS 17 .739

PS 18 .745

PS 19 Dropped

Organizational Climate .952 .945 .589

OC 1 .590

OC 2 .731

OC 3 .762

OC 4 .748

OC 5 .839

OC 6 .858

OC 7 .845

OC 8 .800

OC 9 .834

OC 10 .828

OC 11 .773

OC 12 .704

OC 13 .660

OC 14 .720

Note. TFL: Transformational Leadership; PS: Psychological Safety; 
OC: Organizational Climate; CR: Composite Reliability; α: Cronbach’s 
α; AVE: Analysis of the extracted variance 
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Note. TFL: Transformational Leadership; PS: Psychological Safety; 
OC: Organizational Climate 

Construct TFL PS OC

Fornell and Larcker’s (1981)

Transformational Leadership .789

Psychological Safety .660 .723

Organizational Climate .712 .644 .767

Heterotrait-monotrait ratio (HTMT)

Transformational Leadership  --

Psychological Safety .675  --

Organizational Climate .742 .671  --

Table  3.  Discriminant Validity

Structural Model
After evaluating the measurement model, we considered 
the structural model. This evaluation was based on the 
magnitude and significance of the path coefficients, 
for which the bootstrap technique was used with 5,000 
subsamples (Hair et al., 2011).

The results support hypotheses 1 and 2 (see Figure 
2). The results show how transformational leadership 
is positively related to psychological safety (β = .660, p 
< .01); psychological safety is positively associated with 
organizational climate (β = .308, p < .01). On the other 
hand, there was a direct, positive, and statistically 
significant effect between transformational leader-
ship and organizational climate (β = .508, p < .01). 
Likewise, the results showed that 56 % of the variance 
in the organizational climate variable was explained 
by the predictors considered (see Table 4). The indirect 
effect of transformational leadership on organizational 
climate through psychological safety was .203, with 

a 95 % confidence interval ranging from .129 to .297. 
Given the above, we conclude that the indirect effect 
was statistically significant because the confidence 
interval does not include the value of zero; this result 
supports Hypothesis 3. Regarding the effect size (f2) 
for the relationships in our structural model, following 
the recommendation of Hair et al. (2014) and Cohen 
(1998), all hypotheses show significant effects. Final-
ly, we estimated the Stone-Geisser Q2 (Geisser, 1975; 
Stone, 1974) and the standardized root mean square 
residual (SRMR) to assess the model’s fit in PLS. The 
Q2 measures how well the model and its estimated 
parameters reproduce the observed values. Values 
greater than 0 indicate predictive relevance. Thus, the 
results of our study provide good evidence of predictive 
relevance, as the Q2 values for psychological safety and 
organizational climate were .428 and .501, respectively. 
The composite SRMR value for the model was .069, 
which is also below the .08 threshold recommended 
by Hu and Bentler (1999). 
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* p < .01. 
Note. n = 558. TFL: Transformational Leadership; PS: Psychological Safe-
ty; OC: Organizational Climate. Standardized path coefficients. 

Table  4.  Result of the Structural Model

Relationship Path coefficient t-value 95 % CI (bias-corrected) Support ƒ2

TFL  OC .508 9.721 [.403, .603] Yes .332

PS  OC .308 5.759 [.208, .418] Yes .122

TFL  PS .660 15.641 [.569, .735] Yes .772

Direct Effect (DE)

TFL  OC .508 9.721 [.403, .603] Yes .332

Indirect Effect (IE)

TLF  PS  OC .203 4.709 [.129, .297] Yes

Total effect

DE + IE .712 22.174 [.644, .769]

R2PS = .436; R2OC = .560
Q2PS = .428; Q2OC = .501

SRMR = .069

Figure 2.  Result of the Basic Analysis Model

Note. Standardized path coefficients were reported. 
*p < .05 **p < .01 (two-tailed test).

R2 = 0.436
Q2 = 0.428

R2 = 0.560
Q2 = 0.501

0.308**0.660**

0.508**

TFL

PS

OC
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The objective of this study was to test a mediation model 
of the influence of transformational leadership on the 
organizational climate in the work context. To achieve 
this objective, the first hypothesis proposed was that 
transformational leadership has a positive and signifi-
cant influence on psychological safety. This hypothesis 
was demonstrated (β = .660, p < .01). As a second hypoth-
esis, we proposed that psychological safety is positively 
related to organizational climate. The results support 
this hypothesis (β = .308, p < .01). Finally, we posed as a 
third hypothesis that transformational leadership has 
a positive indirect “effect” on organizational climate, 
mediated by psychological safety. This hypothesis was 
also validated (β = .203, [.129, .297]). 

Thus, the results show that, as expected, transfor-
mational leadership has a positive indirect influence 
on organizational climate, mediated by psychological 
safety. In summary, transformational leadership was 
positively related to psychological safety, which, in turn, 
was positively related to the organizational climate. 
From the results, this study contributes to the litera-
ture in three aspects: first, it empirically examined the 
relationship between followers’ perceptions of trans-
formational leadership and the team’s perception of 
psychological safety; second, it showed relationships 
between the team’s perception of psychological safety 
and the perception of organizational climate; and third, 
our most important finding has to do with the role of 
psychological safety as a mediating variable between 
the relationship of transformational leadership and 
organizational climate. This means that, to the extent 
that followers perceive transformational behaviors on 
the part of their leaders, this will allow team members 
to take interpersonal risks such as expressing their ideas, 
opinions and disagreements in an environment in which 
they feel safe, without fear of reprisals; in other words, 
consolidating better psychological safety at the indi-
vidual level and with the work team, which in turn will 
increase the positive perception of the organizational 
climate. These results have a series of theoretical and 
practical implications that we discuss in the following 
sections.

Theoretical Implications
Regarding the theoretical contributions, it is worth noting 
that psychological safety is a significant variable in the de-
velopment of research aimed at validating new theoretical 

models of organizational climate and leadership. Clearly, 
it is ratified that leadership is a variable that precedes and 
is a predictor of organizational climate (Kopelman et al., 
1990; Ostroff et al., 2013). The above is validated and re-
inforced, considering that the psychosocial conditions of 
workers have undergone significant changes. The contents 
developed in work tasks across different economic sectors 
increasingly demonstrate a systematically higher level of 
psychosocial involvement from the worker. According to a 
United Kingdom study, the increase in work has led to 
changes in the management of the physical environment. 
It has become less physically dangerous, but the conditions 
make it less psychologically safe (HSE, 2022).

Therefore, this research not only contributes to ex-
panding the empirical research on the variables of organi-
zational climate, leadership, and psychological safety, but 
also highlights the need to develop research with a view 
to obtaining new theoretical models that conceive the 
importance of variables related to psychological safety and 
psychosocial comfort in workers. These aspects are crucial 
for the development of work, from an ecological approach 
and multilevel analysis (individual-group). They have also 
been the subject of interest in cognitive ergonomics and 
mental workload studies (Wickens & Carswell, 2006), as 
well as for strengthening social relationships within teams 
in organizations. Similarly, considering the mediating and 
cross-cutting potential of the psychological safety variable 
(Newman et al., 2017), it is appropriate to review in future 
research its analysis of the impact and effect on other 
variables at the organizational level.

Practical Implications
Regarding the practical implications of this research, 
the results obtained can be applied to organizational 
dynamics, where transformational leadership can en-
hance personal relationships and worker productivity by 
fostering employee trust and commitment. Transforma-
tional leadership, after analyzing and determining that 
it has a direct and positive effect on psychological safety, 
ratifies what authors such as Iqbal et al. (2021), Iqbal 
et al. (2023), and Wang, Chen, Yang, and Juan (2021) 
express, in which the leader is in charge of structuring 
environments where the collaborator feels support, 
empowerment, and trust. In other words, a transfor-
mational leadership style is vital for companies where 
the leader builds trust, thereby improving interpersonal 
relationships with their team. According to Edmondson 

Discussion
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and Lei (2014), transformational leadership, as con-
firmed in this research, leads to a better understanding 
of psychological safety and improved communication.

The research conducted by Hoekx et al. (2024) aimed 
to determine the relationship between employee en-
gagement in family businesses, with a particular focus 
on the role of the CEO. Specifically, they analyzed the 
influence of transformational leadership on employee 
engagement and the mediating role that psychological 
safety plays in this relationship. A Belgian study involv-
ing 508 employees confirmed a positive relationship 
between transformational leadership and employee 
engagement, with psychological safety mediating this 
dynamic. Similarly, the research conducted by Rabiul et al. 
(2024) examines the role of psychological safety as an an-
tecedent of meaningful work and as a mediator between 
transformational leadership (TFL) and meaningful work. 
The analysis of data obtained from 368 hotel employees 
in Bangladesh indicates that psychological safety not 
only positively predicts meaningful work but also acts as 
a mediator in the relationship between TFL and this type 
of work. These findings underscore the importance of cre-
ating a psychologically safe environment, which is critical 
to fostering meaningful work in the hospitality industry.

The organizational climate, recognized as the percep-
tion (or cognitive interpretation) of the individual, exhibits 
a positive relationship with transformational leadership 
and serves as an antecedent to employees’ perception 
of the organizational climate. For an organization, it is 
important that its employees perceive and experience a 
positive climate. In this sense, the role of the leader is crucial 
to achieving the transformations required today in various 
contexts (Jiménez Carranza et al., 2021). Considering the 
above, the organizations under study are called to develop 
planned actions that include organizational development 
programs focused on leaders. Initially, these programs 
should analyze the team’s needs, as this forms the basis for 
employees to be motivated, committed, and excel in their 
work performance. The transforming leader stimulates 
the collaborator, provoking a reaction that influences their 
decision to face unconventional situations. This is achieved 
through a collaborative environment between the parties, 
which generates psychological security among the team 
participants (Salazar-Estrada et al., 2009).

Psychological safety and work environment are 
closely related and have significant practical impli-
cations, as expressed by the results of this research, 
and determine a positive relationship; the work en-
vironment provides the collaborator with well-being 

and, therefore, a positive and healthy environment by 
intervening in the perception of psychological safety 
(Vasquez Pailaqueo et al., 2021).

Finally, psychological safety in work teams is a result of 
the exercise of assertive leadership that seeks to transform 
collaborators in organizations and significantly affects the 
positive perception of the work environment; both lead-
ership and the work environment are found to be success 
factors that meta-analyses highlight in work teams (Da 
Costa et al., 2014). Likewise, psychological safety is a signif-
icant moderator of the climate, and its mediating potential 
is presented in other studies (Wang et al., 2025). Likewise, 
scales based on transformational leadership correlate very 
well with positive organizational environments (Bass & 
Avolio, 1995). In this sense, the role of the transformational 
leader and the trust that it generates in work teams that 
fosters psychological safety is relevant with respect to team 
formation and development processes, as well as transfor-
mational leadership in the prevention of psychosocial risk 
at work, as leadership is an important determinant in these 
risk processes (Perilla-Toro & Gómez-Ortiz, 2017).

The above is conducive at a practical level to con-
structing senior management and leadership training 
programs that focus on developing transformational 
skills and promoting psychological safety in work teams 
as aspects of special attention. The Global Human Capital 
Trends survey (Deloitte University Press, 2016) indicated 
that worldwide, 89 % of organizations report that lead-
ership is a special area of attention. Currently, companies 
are very interested in training their leaders, and the training 
must include significant elements based on research 
related to leaders and their work teams.

Limitations and Future Research
The present study has a few limitations that should be 
considered in further studies. First, the study focused 
on transformational leadership as the only antecedent, 
while other leadership styles, such as LMX leadership 
and authentic leadership, should be considered in future 
research; second, the sample was collected only in Co-
lombia, which limits the generalizability of the results to 
other countries and cultures, so it would be necessary 
to replicate our study in different cultural settings to 
confirm or challenge our conclusions; third, the research 
design was cross-sectional in nature, thus limiting the 
potential to establish cause-and-effect relationships. 
Since cross-sectional studies capture data at a single 
point in time, they do not allow for the observation 
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of changes over time, making it difficult to determine 
whether one variable truly influences another. This lim-
itation reduces confidence in asserting causal relation-
ships, as the direction of influence between variables 
cannot be observed over time. Therefore, future studies 
should adopt longitudinal designs to better enable a 

This study demonstrates that psychological safety acts 
as a mediating variable in the relationship between 
transformational leadership and organizational climate. 
Transformational leaders foster a safe environment that 
allows team members to express their ideas, opinions, 
and disagreements, resulting in greater psychological 
safety for each team member. The model of transfor-
mational leadership mediated by psychological safety 
suggests that an organizational climate should be 
cultivated within a safe framework, encouraging open 

The data supporting the findings of this study are 
available upon request from the corresponding author.

stronger analysis of how these variables interact and 
evolve over time, as well as to assess causal relationships 
more effectively. Finally, various indicators could be used 
to measure the variables under study and to consider 
factors affecting the development of the results, such 
as the nature of the organizations studied.

expression and supporting the organization’s growth. 
Consequently, it is essential to train leaders to build 
and strengthen bonds with their collaborators, as 
this promotes higher levels of psychological safety in 
the workplace. Overall, the findings contribute to the 
theoretical understanding of leadership and organiza-
tional climate while offering practical implications for 
developing leadership practices that strengthen psy-
chological safety and, in turn, improve organizational 
effectiveness.

Conclusions

Data Availability Conflict of Interest Statement 
The authors declare no potential conflict of interest.

References

Aguilar Bustamante, M. C., Fajardo Castro, L. V., Manrique Torres, A. M., & Camargo Escobar, Í. M. (2023). Una 
revisión sistemática sobre la seguridad psicológica: características y retos. Suma Psicológica, 30(2), 49–63. 
https://doi.org/10.14349/sumapsi.2023.v30.n2.6 

Álava-Atiencie, N., & Quinde-Lituma, M. (2023). Análisis explicativo del liderazgo transformacional en el perfil 
emprendedor social de jóvenes universitarios. Formación Universitaria, 16(2), 49–60. https://doi.org/10.4067/
S0718-50062023000200049 

Arias, M. I. B. (2014). Efectos del conocimiento compartido y la seguridad psicológica en la eficacia de los equipos 
de trabajo. Criterio Libre, 12(20), 185–198. https://doi.org/10.18041/1900-0642/criteriolibre.2014v12n20.232 

Ato, M., & Vallejo, G. (2011). Los efectos de terceras variables en la investigación psicológica. Anales de Psicología, 
27(2), 550–561. https://revistas.um.es/analesps/article/view/123201/115851  

Baer, M., & Frese, M. (2003). Innovation is not enough: Climates for initiative and psychological safety, process inno-
vations, and firm performance. Journal of Organizational Behavior, 24(1), 45–68. https://doi.org/10.1002/job.179 

Bass, B. (1985). Leadership and Performance beyond Expectations. The Free Press. 

Bass, B. (1999). Two Decades of Research and Development in Transformational Leadership. European Journal of 
Work and Organizational Psychology, 8(1), 9–32. https://doi.org/10.1080/135943299398410   

https://doi.org/10.14349/sumapsi.2023.v30.n2.6
https://doi.org/10.4067/S0718-50062023000200049
https://doi.org/10.4067/S0718-50062023000200049
https://doi.org/10.18041/1900-0642/criteriolibre.2014v12n20.232
https://revistas.um.es/analesps/article/view/123201/115851
https://doi.org/10.1002/job.179
https://doi.org/10.1080/135943299398410


18

Psychological Safety as a Mediator  |

| ACTA Colombiana de Psicología ·  e-ISSN: 1909-9711 ·

Bass, B. M., & Avolio, B. J. (1993). Transformational Leadership and Organizational Culture. Public Administration 
Quarterly, 17, 112–121. https://doi.org/10.1080/01900699408524907  

Bass, B. M., & Avolio, B. J. (1995). Multifactor leadership questionnaire. Mind Garden. https://doi.org/10.1037/t03624-000

Bednall, T. C., Rafferty, A. E., Shipton, H., Sanders, K., & Jackson, C J. (2018). Innovative behaviour: how much 
transformational leadership do you need? British Journal of Management, 29(4), 796–816. https://doi.
org/10.1111/1467-8551.12275 

Blau, P. (1964). Exchange and Power in Social Life. John Wiley.

Boh, W. F., & Wong, S. S. (2013). Organizational climate and perceived manager effectiveness: Influencing perceived 
usefulness of knowledge sharing mechanisms. Journal of the Association for Information Systems, 14(3), 122–152. 
https://doi.org/10.17705/1jais.00326

Burns, J. M. (1978). Leadership. Harper & Row.

Canel-Ortega, F. (2023). Seguridad psicológica, comportamiento de aprendizaje y desempeño laboral en los profesionales de 
enfermería [Unpublished doctoral dissertation, Universidad Autónoma de Nuevo León].

Carmeli, A., & Gittell, J. H. (2009). High-quality relationships, psychological safety, and learning from failures in 
work organizations. Journal of Organizational Behavior, 30(6), 709–729. https://doi.org/10.1002/job.565 

Caycho, T., Ventura-León, J., & Castillo-Blanco, R. (2016). Magnitud del efecto para la diferencia de dos grupos 
en ciencias de la salud. Anales del Sistema Sanitario de Navarra, 39(3), 459–461. http://scielo.isciii.es/scielo.
php?script=sci_arttext&pid=S1137-66272016000300017&lng=es&tlng=es 

Cernas-Ortiz, D., & Mercado-Salgado, P. (2023). Teorías de liderazgo en organizaciones: Clasificación paradigmática 
y oportunidades de investigación. CIENCIA Ergo-Sum, 30(3). https://10.30878/ces.v30n3a10 

Chin, W. W. (2009). How to write up and report PLS analyses. In V. Esposito Vinzi, W. Chin, J. Henseler, & H. Wang 
(Eds.), Handbook of partial least squares: Concepts, methods and applications (pp. 655–690). Springer Berlin 
Heidelberg. https://doi.org/10.1007/978-3-540-32827-8_29

Cohen, J. (1988). Statistical power analysis for the behavioral sciences (2nd ed.). LEA.

Contreras, F., Barbosa, D., Juárez, A. F., Uribe, A. F., & Mejía, C. (2009). Estilos de liderazgo, clima organizacional y 
riesgos psicosociales en entidades del sector salud: un estudio comparativo. Acta Colombiana de Psicología, 
12(2), 13–26. https://actacolombianapsicologia.ucatolica.edu.co/article/view/274 

Cuadra Peralta, A. A., & Veloso Besio, C. (2019). Liderazgo, Clima y Satisfacción Laboral en las organizaciones. 
Universum (Talca), 22, 40–56. http://dx.doi.org/10.4067/S0718-23762007000200004 

Da Costa, S., Páez, D., Sánchez, F., Gondim, S., & Rodríguez, M. (2014). Factores favorables a la innovación en las 
organizaciones: una integración de meta-análisis. Journal of Work and Organizational Psychology, 30(2), 67–74. 
http://dx.doi.org/10.1016/j.rpto.2014.06.006

Deloitte University Press. (2016). Global Human Capital Trends 2016: The new organization—Different by design. Deloitte 
Touche Tohmatsu Limited. https://www.americansforthearts.org/sites/default/files/2016%20Deloitte%20
Human%20Capital%20Trends.pdf  

Edmondson, A. C. (1999). Psychological safety and learning behavior in work teams. Administrative Science Quarterly, 
44(2), 350–383. https://doi.org/10.2307/2666999  

Edmondson, A. C., & Lei, Z. (2014). Psychological safety: The history, renaissance, and	 future of an interpersonal 
construct. Annual Review of Organizational Psychology and Organizational Behavior, 1(1), 23–43. https://doi.
org/10.1146/annurev-orgpsych-031413-091305   

https://doi.org/10.1080/01900699408524907
https://doi.org/10.1037/t03624-000
https://doi.org/10.1111/1467-8551.12275
https://doi.org/10.1111/1467-8551.12275
https://doi.org/10.17705/1jais.00326
https://doi.org/10.1002/job.565
http://scielo.isciii.es/scielo.php?script=sci_arttext&pid=S1137-66272016000300017&lng=es&tlng=es
http://scielo.isciii.es/scielo.php?script=sci_arttext&pid=S1137-66272016000300017&lng=es&tlng=es
https://10.30878/ces.v30n3a10
https://doi.org/10.1007/978-3-540-32827-8_29
https://actacolombianapsicologia.ucatolica.edu.co/article/view/274
http://dx.doi.org/10.4067/S0718-23762007000200004
http://dx.doi.org/10.1016/j.rpto.2014.06.006
https://www.americansforthearts.org/sites/default/files/2016%20Deloitte%20Human%20Capital%20Trends.pdf
https://www.americansforthearts.org/sites/default/files/2016%20Deloitte%20Human%20Capital%20Trends.pdf
https://doi.org/10.2307/2666999
https://doi.org/10.2307/2666999
https://doi.org/10.1146/annurev-orgpsych-031413-091305
https://doi.org/10.1146/annurev-orgpsych-031413-091305


| Leady V. Fajardo-Castro  ·  Ítala M. Camargo-Escobar  ·  Adriana M. Manrique-Torres  ·  Darío León-Rincón  ·  Claudia C. Jiménez-Carranza  ·  
María C. Aguilar-Bustamante

19· volumen 28  ·  2025      |

Fajardo-Castro, L. V., Díaz-Fúnez, P. A., & Mañas-Rodríguez, M. Á. (2024). Resilience and supportive climate as determi-
nants of the influence of supportive leadership on dedication at work. Diversitas: perspectivas en psicología, 20(2), 
109–124. https://doi.org/10.15332/22563067.10714  

Fajardo-Castro, L. V., Manrique-Torres, A. M., Camargo-Escobar, I. M., & Aguilar-Bustamante, M. C. (2024). Seguridad 
Psicológica en el Trabajo en Población Colombiana: Adaptación Lingüística y Validación de Dos Escalas. Revista 
Iberoamericana de Diagnóstico y Evaluación Psicológica, 4(74), 151–164. https://doi.org/10.21865/RIDEP74.4.10 

Farra, A., Rahim, M., & Iskandarini. (2024). An Analysis on the Effect of Transformational Leadership, AKHLAK as Orga-
nizational Culture, and Organizational Climate on Employee Engagement at State Owned Company. Advances 
in Economics, Business and Management Research, 1049–1057. https://doi.org/10.2991/978-94-6463-234-7_109 

Faul, F., Erdfelder, E., Buchner, A., & Lang, A. G. (2009). Statistical power analyses using G*Power 3.1: Tests for correlation 
and regression analyses. Behavior Research Methods, 41(4), 1149–1160. https://doi.org/10.3758/BRM.41.4.1149

Fornell, C., & Larcker, D. F. (1981). Evaluating structural equation models with unobserved variables and measure-
ment error. Journal of Marketing Research, 18(1), 39–50. https://doi.org/10.1177/002224378101800104 

Forte, D. W., Nardi da Silva, C. K., Castro de Almeida Cunha, C. J., & da Silva, S. M. (2024). Study of the relationships be-
tween leadership and psychological safety: An integrative review. Revista e-TECH: Tecnologias para Competitividade 
Industrial, 17(1). https://doi.org/10.18624/etech.v17i1.1317

Gallup. (2023). State of the Global Workplace 2022 Report THE VOICE OF THE WORLD’S EMPLOYEES. https://
lts-resource-page.s3.us-west-2.amazonaws.com/2022-engagement.pdf  

García-Rubiano, M. (2020). Factores psicosociales en las organizaciones. [Unpublished doctoral dissertation, Univer-
sidad de Almería]. 

Geisser, S. (1975). The Predictive Sample Reuse Method with Applications. Journal of the American Statistical Associ-
ation, 70(350), 320–328. https://doi.org/10.1080/01621459.1975.10479865 

Gil, F., Rico, R., & Sánchez-Manzanares, M. (2008). Eficacia de equipos de trabajo. Papeles del psicólogo, 29(1), 25–31. 
https://www.papelesdelpsicologo.es/resumen?pii=1535 

Gil Rodríguez, F., & Alcover, C. M. (Coord.). (2015). Introducción a la psicología de las Organizaciones. Difusora Larousse 
- Alianza Editorial. 

González-Herrera, M. B., Figueroa-González, E. G., & González-Peyro, R. C. (2014). Influencia del liderazgo sobre 
el clima organizacional en PYMES: caso catering gourmet de Durango, México. Revista Internacional Admi-
nistración & Finanzas, 7(2), 45–62. https://ssrn.com/abstract=2327908

González-Romá, V., & Peiró, J. M. (2014). Climate and culture strength. In B. Schneider & K. M. Barbera (Eds.), The 
Oxford handbook of organizational climate and culture  (pp. 496–514). Oxford University Press. https://doi.
org/10.1093/oxfordhb/9780199860715.013.0026

Grailey, K. E., Murray, E., Reader, T., & Brett, S. J. (2021). The presence and potential impact of psychological safety in 
the healthcare setting: an evidence synthesis. BMC health services research, 21(1), 773. https://doi.org/10.1186/
s12913-021-06740-6 

Griffith, J. (2006). A Compositional Analysis of the Organizational Climate Performance Relation: Public Schools 
as Organizations. Journal of Applied Social Psychology, 36(8), 1848–1880. https://doi.org/10.1111/j.0021-
9029.2006.00085.x 

Gutiérrez-Álvarez, A. K., Mayo-Parra, I., & Lorenzo-Ruiz, A. (2023). Seguridad psicológica: nueva perspectiva en la emer-
gencia sanitaria por COVID-19. Informes Psicológicos, 23(1), 97–107. https://doi.org/10.18566/infpsic.v23n1a06 

Hair, J. F., Ringle, C. M., & Sarstedt, M. (2011). PLS-SEM: indeed a silver bullet. The Journal of Marketing Theory and 
Practice, 19(2), 139–152. https://doi.org/10.2753/MTP1069-6679190202 

https://doi.org/10.15332/22563067.10714
https://doi.org/10.21865/RIDEP74.4.10
https://doi.org/10.2991/978-94-6463-234-7_109
https://doi.org/10.3758/BRM.41.4.1149
https://doi.org/10.1177/002224378101800104
https://doi.org/10.18624/etech.v17i1.1317
https://lts-resource-page.s3.us-west-2.amazonaws.com/2022-engagement.pdf
https://lts-resource-page.s3.us-west-2.amazonaws.com/2022-engagement.pdf
https://dialnet.unirioja.es/tesis/institucion/819024
https://dialnet.unirioja.es/tesis/institucion/819024
https://doi.org/10.1080/01621459.1975.10479865
https://www.papelesdelpsicologo.es/resumen?pii=1535
https://ssrn.com/abstract=2327908
https://doi.org/10.1093/oxfordhb/9780199860715.013.0026
https://doi.org/10.1093/oxfordhb/9780199860715.013.0026
https://doi.org/10.1186/s12913-021-06740-6
https://doi.org/10.1186/s12913-021-06740-6
https://doi.org/10.1111/j.0021-9029.2006.00085.x
https://doi.org/10.1111/j.0021-9029.2006.00085.x
https://doi.org/10.18566/infpsic.v23n1a06
https://doi.org/10.2753/MTP1069-6679190202


20

Psychological Safety as a Mediator  |

| ACTA Colombiana de Psicología ·  e-ISSN: 1909-9711 ·

Hair, J. F., Hollingsworth, C. L., Randolph, A. B., & Chong, A. Y. I. (2017). An updated and expanded assessment of 
PLS-SEM in information systems research. Industrial Management and Data Systems, 117(3), 442–458. https://
doi.org/10.1108/IMDS-04-2016-0130 

Hair, J. F., Hult, G. T. M., Ringle, C., & Sarstedt, M. (2014). A Primer on Partial Least Squares Structural Equation Modeling 
(PLS-SEM). Sage Publications.

Health and Safety Executive (HSE). (2022). Work-related stress, anxiety or depression statistics in Great Britain. https://
www.hse.gov.uk/statistics/causdis/   

Henseler, J. (2015). Is the whole more than the sum of its parts? On the interplay of marketing and design research. Uni-
versity of Twente.

Hernández-Sampieri, R., Fernández-Collado, C., & Baptista-Lucio, P. (2018).  Metodología de la investigación.  
McGraw-Hill Interamericana.

Hoekx, L., Lambrechts, F., & Vandekerkhof, P. (2024). The influence of family firm CEOs’ transformational leadership 
on employee engagement: the mediating role of psychological safety. Journal of Family Business Management, 
14(6), 1316–1335. https://doi.org/10.1108/JFBM-12-2023-0298 

Hu, L. T., & Bentler, P. M. (1999). Cutoff Criteria for Fit Indexes in Covariance Structure Analysis: Conventional Cri-
teria versus New Alternatives. Structural Equation Modeling: A Multidisciplinary Journal, 6, 1–55. http://dx.doi.
org/10.1080/10705519909540118 

Iqbal, A., Ahmad, M. S., & Nazir, T. (2023). Does servant leadership predict innovative behaviour above and be-
yond transformational leadership? Examining the role of affective commitment and creative self-efficacy. 
Leadership & Organization Development Journal, 44(1), 34–51. https://doi.org/10.1108/LODJ-01-2022-0016  

Iqbal, Z., Niazi, A., & Hassan, H. (2021). Autocratic, Democratic, Transformational and Charismatic Leadership Styles 
and Contingency of Different Performance Outcomes in SMEs. Journal of Business & Tourism, 6(1), 391–407. 
https://doi.org/10.34260/jbt.v6i1.203 

Iqbal, Z., Ghazanfar, F., Hameed, F., Mujtaba, G., & Swati, M. A. (2022). Ambidextrous leadership and change‐orien-
ted organizational citizenship behavior: Mediating role of psychological safety. Journal of Public Affairs, 22(1), 
e2279. https://doi.org/10.1002/pa.2279 

Jabbar, J. A., Haider, S., & Qureshi, M. U. (2023). Moderated Mediation between High Performance Work Systems 
(HPWS) and Employee Voice Behavior: The Role of Psychological Safety and Supportive Leadership. Revista 
de Psicología del Trabajo y de las Organizaciones, 39(3), 145–156. https://dx.doi.org/10.5093/jwop2023a15  

Jiménez Carranza, C.C., Aguilar Bustamante, M. C., & Peiró, J. M. (2021). Revisión sistemática de estudios empíricos 
en el liderazgo electrónico. Universitas Psychologica, 20, 1–10. https://doi.org/10.11144/Javeriana.upsy20.rvee

Kahn, W. A. (1990). Psychological conditions of personal engagement and disengagement at work. Academy of 
Management Journal, 33(4), 692–724. https://doi.org/10.5465/256287  

Kao, J. C., Cho, C. C., & Kao, R. H. (2023). Perceived organizational support and organizational citizenship behavior–A 
study of the moderating effect of volunteer participation motivation, and cross-level effect of transforma-
tional leadership and organizational climate. Frontiers of Psychology, 14, 1082130. https://doi.org/10.3389/
fpsyg.2023.1082130 

Kohan, N. A., Safari, A., & Teimouri, H. (2018). Friendship, transformational leadership and organizational climate. 
Human Systems Management, 37(3), 319–331. https://doi.org/10.3233/HSM-17129 

Kopelman, R. E., Brief, A. P., & Guzzo, R. A. (1990). The Role of Climate and Culture in Productivity. In B. Schneider 
(Ed.), Organizational Climate and Culture (pp. 282–318). Jossey-Bass.

https://doi.org/10.1108/IMDS-04-2016-0130
https://doi.org/10.1108/IMDS-04-2016-0130
https://www.hse.gov.uk/statistics/causdis/
https://www.hse.gov.uk/statistics/causdis/
https://doi.org/10.1108/JFBM-12-2023-0298
http://dx.doi.org/10.1080/10705519909540118
http://dx.doi.org/10.1080/10705519909540118
https://www.emerald.com/insight/search?q=Amjad%20Iqbal
https://www.emerald.com/insight/search?q=Muhammad%20Shakil%20Ahmad
https://www.emerald.com/insight/search?q=Tahira%20Nazir
https://www.emerald.com/insight/publication/issn/0143-7739
https://doi.org/10.1108/LODJ-01-2022-0016
https://doi.org/10.34260/jbt.v6i1.203
https://doi.org/10.1002/pa.2279
https://dx.doi.org/10.5093/jwop2023a15
https://doi.org/10.11144/Javeriana.upsy20.rvee
https://doi.org/10.5465/256287
https://doi.org/10.5465/256287
https://doi.org/10.3389/fpsyg.2023.1082130
https://doi.org/10.3389/fpsyg.2023.1082130
https://doi.org/10.3233/HSM-17129


| Leady V. Fajardo-Castro  ·  Ítala M. Camargo-Escobar  ·  Adriana M. Manrique-Torres  ·  Darío León-Rincón  ·  Claudia C. Jiménez-Carranza  ·  
María C. Aguilar-Bustamante

21· volumen 28  ·  2025      |

Leiter, M. P., Day, A., & Price, L. (2015). Attachment styles at work: Measurement, collegial relationships, and burn-
out. Burnout research, 2(1), 25–35. https://doi.org/10.1016/j.burn.2015.02.003 

Li, A. N., & Tan, H. H. (2013). What happens when you trust your supervisor? Mediators of individual performance 
in trust relationships. Journal of Organizational Behavior, 34(3), 407–425. https://doi.org/10.1002/job.1812  

Liu, W., Zhang, P., Liao, J., Hao, P., & Mao, J. (2016). Abusive supervision and employee creativity: The mediating 
role of psychological safety and organizational identification. Management Decision, 54(1), 130–147. https://
doi.org/10.1108/MD-09-2013-0443 

Lloret-Segura, S., Ferreres-Traver, A., Hernández-Baeza, A., & Tomás-Marco, I. (2014). El análisis factorial explo-
ratorio de los ítems: una guía práctica, revisada y actualizada. Anales de psicología, 30(3), 1151–1169. http://
dx.doi.org/10.6018/analesps.30.3.199361 

Márquez-Lugo, I., Mosquera-Quiñónez, M., Ochoa-Granados, C., Pacavita-Sánchez, D., Palencia-Sánchez, F., & 
Riaño-Casallas, M. I. (2021). Revisión de los instrumentos de medición del síndrome de burnout [Documento 
de trabajo]. Social Science Research Network, 1–17. https://doi.org/10.2139/ssrn.3841093

Ministerio de Salud de la República de Colombia. (1993, October 4). Resolución Número 8430 de 1993: Por la cual se 
establecen las normas científicas, técnicas y administrativas para la investigación en salud. https://www.minsalud.
gov.co/sites/rid/lists/bibliotecadigital/ride/de/dij/resolucion-8430-de-1993.pdf 

Newman, A., Donohue, R., & Eva, N. (2017). Psychological safety: A systematic review of the literature. Human 
Resource Management Review, 27(3), 521–535. https://doi.org/10.1016/j.hrmr.2017.01.001  

Nienaber, A. M. I., Holtorf, V., Leker, J., & Schewe, G. (2015). A climate of psychological safety enhances the success 
of front end teams. International Journal of Innovation Management, 19(02), 1550027. https://doi.org/10.1142/
S1363919615500279 

O’Donovan, R., & McAuliffe, E. (2020a). A systematic review exploring the content and outcomes of interventions 
to improve psychological safety, speaking up and voice behaviour. BMC Health Services Research, 20(1), 1–11. 
https://doi.org/10.1186/s12913-020-4931-2 

O’Donovan, R., & McAuliffe, E. (2020b). Exploring psychological safety in healthcare teams to inform the develop-
ment of interventions: combining observational, survey and interview data. BMC Health Services Research, 
20(1), 810. https://doi.org/10.1186/s12913-020-05646-z 

Ostroff, C., Kinicki, A. J., & Muhammad, R. S. (2013). Organizational culture and climate. In N. W. Schmitt, S. High-
house, & I. B. Weiner (Eds.), Handbook of psychology: Industrial and organizational psychology (2nd ed., pp. 
643–676). John Wiley & Sons, Inc. https://doi.org/10.1002/9781118133880.hop212024

Otzen, T. & Manterola, C. (2017). Técnicas de muestreo sobre una población de estudio. International Journal of 
Morphology, 35(1), 227–232. https://dx.doi.org/10.4067/S0717-95022017000100037  

Orellana-Hernández, K. L. (2019). El liderazgo del director y el desempeño docente autopercibido en un grupo 
de colegios privados salvadoreños. Revista Internacional de Estudios en Educación, 19(1), 47–63. https://dx.doi.
org/10.37354/riee.2019.189 

Perilla-Toro, L. E., & Gómez-Ortiz, V. (2017). Relación del estilo de liderazgo transformacional con la salud y el bien-
estar del empleado: el rol mediador de la confianza en el líder. Journal of Work and Organizational Psychology, 
33(2), 95–108.  https://doi.org/10.1016/j.rpto.2017.02.005 

Potipiroon, W., & Wongpreedee, A. (2021). Ethical climate and whistleblowing intentions: Testing the mediating 
roles of public service motivation and psychological safety among local government employees. Public 
Personnel Management, 50(3), 327–355. https://doi.org/10.1177/00910260209445  

https://doi.org/10.1016/j.burn.2015.02.003
https://doi.org/10.1002/job.1812
https://doi.org/10.1108/MD-09-2013-0443
https://doi.org/10.1108/MD-09-2013-0443
http://dx.doi.org/10.6018/analesps.30.3.199361
http://dx.doi.org/10.6018/analesps.30.3.199361
https://doi.org/10.2139/ssrn.3841093
https://www.minsalud.gov.co/sites/rid/lists/bibliotecadigital/ride/de/dij/resolucion-8430-de-1993.pdf
https://www.minsalud.gov.co/sites/rid/lists/bibliotecadigital/ride/de/dij/resolucion-8430-de-1993.pdf
https://doi.org/10.1016/j.hrmr.2017.01.001
https://doi.org/10.1142/S1363919615500279
https://doi.org/10.1142/S1363919615500279
https://doi.org/10.1186/s12913-020-4931-2
https://doi.org/10.1186/s12913-020-05646-z
https://doi.org/10.1002/9781118133880.hop212024
https://dx.doi.org/10.4067/S0717-95022017000100037
https://dx.doi.org/10.37354/riee.2019.189
https://dx.doi.org/10.37354/riee.2019.189
https://doi.org/10.1016/j.rpto.2017.02.005
https://doi.org/10.1177/00910260209445


22

Psychological Safety as a Mediator  |

| ACTA Colombiana de Psicología ·  e-ISSN: 1909-9711 ·

Powell, B., Mettert, K. D., Dorsey, C. N., Weiner, B., Stanick, C. F., Lengnick-Hall, R., Ehrhart, M. G., Aarons, G. A., 
Barwick, M. A., Damschroder, L. J., & Lewis, C. C. (2021). Measures of organizational culture, organizational 
climate, and implementation climate in behavioral health: A systematic review. Implementation Research 
and Practice, 2, 1–29. https://doi.org/10.1177/26334895211018862 

Pujol-Cols, L., & Lazzaro-Salazar, M. (2021). Ten Years of Research on Psychosocial Risks, Health, and Performance 
in Latin America: A Comprehensive Systematic Review and Research Agenda. Journal of Work and Organiza-
tional Psychology, 37(3), 187–202. https://doi.org/10.5093/jwop2021a18    

Quinn, R. E., & Rohrbaugh, J. (1983). Spatial model of effectiveness criteria: towards a competing values approach 
to organizational analysis. Management Science, 29(3), 273–293. https://doi.org/10.1287/mnsc.29.3.363  

Rabiul, M., Rashed, K., & Rashid, H. (2024). Transformational leadership style and psychological safety to mean-
ingful work: moderating role customer incivility. Journal of Management Development, 43(1), 49–67. https://
doi.org/10.1108/JMD-09-2023-0292 

Rafferty, A., & Griffin, M. (2004). Dimensions of transformational leadership: Conceptual and empirical extensions. 
The Leadership Quarterly, 15(3), 329–354. https://doi.org/10.1016/j.leaqua.2004.02.009  

Rego, A., Sobral, F., Simões, A., Duarte, C., Reis, F., Quaresma, I., Guimarães, M., Teixeira, M., & Pina, M. (2020). 
Garra dos líderes e capital psicológico dos liderados: Uma exploração concetual de condições moderadoras. 
Psicologia, 34(1), 1–12. http://doi.org/10.17575/psicologia.v34i1.1435  

Rey, A., Vladerrama, B. B., & Cortez, O. O. (2010). Evaluación de las prácticas culturales y de la exposición a escenas 
de violencia en niños y niñas de estratos 1 y 2 de Bogotá. Suma Psicológica, 8(1), 55–93. http://publicaciones.
konradlorenz.edu.co/index.php/sumapsi/article/view/232 

Reyes, J. V. G., Núñez, M. A. P., López, R. N., Núñez, V. P., & Núñez, I. I. P. (2018). La influencia del liderazgo en el 
clima organizacional de las empresas. Revista de investigación, 42(95), 241–252. https://www.redalyc.org/
journal/3761/376160247012/html/ 

Riggio, R. E., & Newstead, T. (2023). Crisis Leadership. Annual Review of Organizational Psychology and Organizational 
Behavior, 10, 200–224. https://doi.org/10.1146/annurev-orgpsych-120920-044838 

Ringle, C. M., Wende, S., & Becker, J.-M. (2024). SmartPLS 4. Bönningstedt: SmartPLS. https://www.smartpls.com

Rodríguez, D. (2015). Diagnóstico organizacional (8th ed.). Ediciones UC.

Rodríguez, V. A., Moreno, S., Camacho, J., Gómez-Restrepo, C., de Santacruz, C., Rodríguez, M. N., & Tamayo-Martínez, 
 N. (2016). Design and Implementation of the Data Collection Tools for National Mental Health Survey of 
Colombia, 2015. Revista Colombiana de Psiquiatría, 45(1), 9–18. https://doi.org/10.1016/j.rcp.2016.10.001 

Sağnak, M. (2017). Ethical leadership and teachers’ voice behavior: The mediating roles of ethical culture and 
psychological safety. Educational Sciences: Theory & Practice, 17(4), 1101–1117. https://files.eric.ed.gov/fulltext/
EJ1148340.pdf 

Salanova, M., Martínez, I., & Llorens, S. (2014). Una mirada más “positiva” a la salud ocupacional desde la Psicología 
Organizacional Positiva en tiempos de crisis: aportaciones desde el equipo de investigación WONT. Papeles 
del Psicólogo, 35(1), 22–30. https://www.redalyc.org/articulo.oa?id=77830184004  

Salanova, M., Llorens, S., Cifre, E., & Martínez, I. (2012). We need a hero! Towards a validation of the healthy 
& resilient organization (HERO). Model Group & Organization Management, 37(6), 785–822. http://doi.
org/10.1177/1059601112470405   

Salarzai, F., & Hasanzai, M. (2023). Challenges Toward Practicing Lecturers’ Transformational Leadership at Public 
Universities in Afghanistan. Integrated Journal for Research in Arts and Humanities, 3(6), 29–42. https://doi.
org/10.55544/ijrah.3.6.4 

https://doi.org/10.1177/26334895211018862
https://doi.org/10.5093/jwop2021a18
https://doi.org/10.1287/mnsc.29.3.363
https://doi.org/10.1108/JMD-09-2023-0292
https://doi.org/10.1108/JMD-09-2023-0292
https://doi.org/10.1016/j.leaqua.2004.02.009
http://doi.org/10.17575/psicologia.v34i1.1435
http://publicaciones.konradlorenz.edu.co/index.php/sumapsi/article/view/232
http://publicaciones.konradlorenz.edu.co/index.php/sumapsi/article/view/232
https://www.redalyc.org/journal/3761/376160247012/html/
https://www.redalyc.org/journal/3761/376160247012/html/
https://doi.org/10.1146/annurev-orgpsych-120920-044838
https://www.smartpls.com
https://doi.org/10.1016/j.rcp.2016.10.001
https://files.eric.ed.gov/fulltext/EJ1148340.pdf
https://files.eric.ed.gov/fulltext/EJ1148340.pdf
https://www.redalyc.org/articulo.oa?id=77830184004
http://doi.org/10.1177/1059601112470405
http://doi.org/10.1177/1059601112470405
https://doi.org/10.55544/ijrah.3.6.4
https://doi.org/10.55544/ijrah.3.6.4


| Leady V. Fajardo-Castro  ·  Ítala M. Camargo-Escobar  ·  Adriana M. Manrique-Torres  ·  Darío León-Rincón  ·  Claudia C. Jiménez-Carranza  ·  
María C. Aguilar-Bustamante

23· volumen 28  ·  2025      |

Salazar-Estrada, J. G., Guerrero-Pupo, J. C., Machado-Rodríguez, Y. B., & Cañedo-Andalia, R. (2009). Clima y 
cultura organizacional: dos componentes esenciales en la productividad laboral. Revista Cubana de Infor-
mación en Ciencias de la Salud (ACIMED), 20(4), 67–75. http://scielo.sld.cu/scielo.php?script=sci_arttext&pi-
d=S1024-94352009001000004 

Sanner, B., & Bunderson, J. S. (2015). When feeling safe isn’t enough: Contextualizing models of safety and learning 
in teams. Organizational Psychology Review, 5(3), 224–243. https://doi.org/10.1177/2041386614565145  

Shao, Z., Feng, Y., & Wang, T. (2017). Charismatic leadership and tacit knowledge sharing in the context of enterprise 
systems learning: the mediating effect of psychological safety climate and intrinsic motivation. Behaviour 
& Information Technology, 36(2), 194–208. http://doi.org/10.1080/0144929X.2016.1221461 

Stone, M. (1974). Cross-validatory choice and assessment of statistical predictions. Journal of the Royal Statistical 
Society, 36(2), 111–133. https://doi.org/10.1111/j.2517-6161.1974.tb00994.x 

Valencia, M. L. J. (2008). Adaptación cultural a la población escolar colombiana del KIDSCREEN y del VSP-A, instrumentos 
de calidad de vida relacionada con la salud (CVRS) para niños(as) y adolescentes [Unpublished doctoral dissertation, 
Universidad de Alicante].

Van Muijen, J. J., Koopman, P., De Witte, K., De Cook, G., Susanj, Z., Lemoine, C., Bourantas, D., Papalexandris, N., 
Branyicski, I., Spaltro, E., Jesuino, J., Gonzalves das Neves, J., Pitaria, H., Konrad, E., Peiró, J., González-Romá, 
V., & Turnipseed, D. (1999). Organizational culture: The focus questionnaire. European Journal of Work and 
Organizational Psychology, 8(4), 551–568. https://doi.org/10.1080/135943299398168

Vásquez Pailaqueo, M. P., Inostroza Naranjo, R. F., & Acosta Antognoni, H. (2021). Liderazgo transformacional: su 
impacto en la confianza organizacional, work engagement y desempeño laboral en trabajadores millen-
nials en Chile. Revista de psicología (Santiago), 30(1), 1–17. http://dx.doi.org/10.5354/0719-0581.2021.55066 

Wang, H., Chen, M., & Li, X. (2021). Moderating multiple mediation model of the impact of inclusive leadership on 
employee innovative behavior. Frontiers in psychology, 12, 666477. https://doi.org/10.3389/fpsyg.2021.666477  

Wang, H.-F., Chen, Y.-C., Yang, F.-H., & Juan, C.-W. (2021). Relationship between transformational leadership and 
nurses’ job performance: The mediating effect of psychological safety. Social Behavior and Personality: an 
international journal, 49(5). https://doi.org/10.2224/sbp.9712  

Wang, G., Li, J., Liu, H., & Zaggia, C. (2025). Transformational leadership and teachers’ voice behavior: A moderated 
mediation model of group voice climate and team psychological safety. Educational Management Adminis-
tration & Leadership, 53(1), 102–122. https://doi.org/10.1177/17411432221143452 

Wickens, C. D., & Carswell, C. M. (2006). Information processing. In G. Salvendy (Ed.),	 Handbook of human factors 
and ergonomics (3rd ed., pp. 111–149). John Wiley & Sons. https://doi.org/10.1002/0470048204.ch5

http://scielo.sld.cu/scielo.php?script=sci_arttext&pid=S1024-94352009001000004
http://scielo.sld.cu/scielo.php?script=sci_arttext&pid=S1024-94352009001000004
https://doi.org/10.1177/2041386614565145
http://doi.org/10.1080/0144929X.2016.1221461
https://doi.org/10.1111/j.2517-6161.1974.tb00994.x
https://doi.org/10.1080/135943299398168
http://dx.doi.org/10.5354/0719-0581.2021.55066
https://doi.org/10.3389/fpsyg.2021.666477
https://www.ingentaconnect.com/search;jsessionid=1wg32b39zr8cj.x-ic-live-03?option2=author&value2=Wang,+Hsueh-Feng
https://www.ingentaconnect.com/search;jsessionid=1wg32b39zr8cj.x-ic-live-03?option2=author&value2=Chen,+Yu-Chia
https://www.ingentaconnect.com/search;jsessionid=1wg32b39zr8cj.x-ic-live-03?option2=author&value2=Yang,+Feng-Hua
https://www.ingentaconnect.com/search;jsessionid=1wg32b39zr8cj.x-ic-live-03?option2=author&value2=Juan,+Chi-Wen
https://www.ingentaconnect.com/content/sbp/sbp;jsessionid=1wg32b39zr8cj.x-ic-live-03
https://www.ingentaconnect.com/content/sbp/sbp;jsessionid=1wg32b39zr8cj.x-ic-live-03
https://doi.org/10.2224/sbp.9712
https://doi.org/10.1177/17411432221143452
https://doi.org/10.1002/0470048204.ch5

	_Hlk175569207

