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Abstract:- 

Psychological safety has emerged as a critical determinant of team effectiveness, innovation, and overall 

organizational performance. In high-performance teams, where collaboration, rapid decision-making, and 

accountability are paramount, employees' willingness to voice ideas, report errors, and share constructive feedback 

is profoundly influenced by the behaviors of managers. This study investigates the impact of managerial actions, 

leadership styles, and communication practices on the psychological safety of team members, ultimately influencing 

team performance and resilience. Drawing upon recent organizational behavior literature and empirical studies, the 

review emphasizes the dual role of managers as both facilitators and potential barriers to psychological safety. 

Managers who demonstrate inclusive leadership, empathetic communication, and consistent support cultivate an 

environment in which employees feel valued, respected, and empowered to express opinions without fear of ridicule 

or retaliation. Such behaviors encourage experimentation, knowledge sharing, and proactive problem-solving, all of 

which are essential for sustaining high-performance standards. Conversely, authoritarian, inconsistent, or 

unsupportive managerial practices can erode trust, discourage open dialogue, and contribute to workplace anxiety, 

ultimately undermining team cohesion and productivity. The study further explores how team-level factors, such as 

interdependence, diversity, and workload pressures, interact with managerial influence to shape psychological 

safety. Evidence suggests that managers who actively recognize individual contributions, provide constructive 

feedback, and foster collaborative norms can buffer the adverse effects of high-pressure work environments. 

Additionally, the research highlights the importance of continuous managerial development programs that 

emphasize emotional intelligence, conflict resolution, and adaptive leadership skills, which are instrumental in 

promoting sustainable psychological safety across teams. By synthesizing theoretical perspectives and empirical 

findings, this review underscores the centrality of managerial influence in fostering psychologically safe high-

performance teams. It advocates for the deliberate cultivation of leadership practices that balance accountability 

with support, challenge with encouragement, and structure with flexibility. Ultimately, enhancing psychological 

safety not only improves employee well-being and engagement but also drives team innovation, efficiency, and long-

term organizational success. 
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Introduction:- 

In contemporary organizational contexts, high-performance teams (HPTs) have become a 

cornerstone for achieving strategic objectives, driving innovation, and maintaining competitive 

advantage. Unlike traditional teams, HPTs are characterized by a high degree of 

interdependence, rigorous performance expectations, dynamic problem-solving, and rapid 

decision-making. These teams are often entrusted with critical projects, complex tasks, or roles 

that require adaptive collaboration across disciplines. While such attributes can yield significant 

organizational benefits, they also present unique challenges, particularly in relation to 

interpersonal dynamics, stress management, and employee engagement. Central to the success of 
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high-performance teams is the concept of psychological safety, a shared belief that the team is a 

safe environment for interpersonal risk-taking, voice, and learning. 

Psychological safety, initially conceptualized by Amy Edmondson, has gained 

prominence in organizational behavior research due to its strong correlation with team learning, 

innovation, and error management. In psychologically safe teams, members feel confident to 

express ideas, raise concerns, and admit mistakes without fear of ridicule, retribution, or 

marginalization. Conversely, the absence of psychological safety can result in suppressed 

communication, avoidance of constructive feedback, and diminished knowledge sharing, which 

are detrimental to both individual well-being and team performance. Research indicates that the 

presence or absence of psychological safety in high-performance teams is not merely a product 

of team composition or task complexity, but is heavily influenced by managerial practices and 

leadership behaviors. Managers serve as the primary architects of team climate and culture, 

shaping norms, expectations, and interpersonal interactions. Their leadership style, 

communication approach, and decision-making patterns play a pivotal role in either cultivating 

or undermining psychological safety. Inclusive and supportive managerial practices, such as 

active listening, empathetic engagement, and recognition of contributions, reinforce trust and 

encourage team members to take interpersonal risks. For example, leaders who invite diverse 

perspectives, acknowledge errors as learning opportunities, and provide constructive feedback 

create an environment conducive to experimentation and knowledge sharing. Conversely, 

autocratic or inconsistent managerial behaviors, such as punitive responses to mistakes, 

favoritism, or disregard for employee input, can heighten anxiety, reduce discretionary effort, 

and inhibit the open communication necessary for high-performance outcomes. The influence of 

management on psychological safety extends beyond individual behaviors to encompass 

structural and systemic factors within the organization. Managers are responsible for designing 

workflows, delegating responsibilities, setting performance expectations, and aligning team goals 

with broader organizational objectives. A manager’s ability to balance high accountability with 

supportive engagement directly affects team members’ perceptions of safety. In high-pressure 

contexts, such as projects with tight deadlines or highly visible organizational impact, the 

manner in which managers manage stress, provide resources, and facilitate collaboration 

becomes crucial in sustaining psychological safety. Studies reveal that even teams with skilled 

and competent members can experience reduced performance if managerial practices fail to 

create an environment where team members feel safe to communicate and innovate. 

Research also underscores the interplay between managerial influence and team-level 

factors, such as diversity, interdependence, and workload distribution. Diverse teams, while 

offering richer perspectives and creative potential, are more susceptible to misunderstandings 

and conflict if psychological safety is lacking. In such contexts, managers act as moderators, 

fostering norms that value respect, active listening, and inclusion. Similarly, highly 

interdependent teams require managers to establish clear coordination mechanisms, transparent 

communication channels, and mutual accountability to prevent the erosion of trust. Workload 

intensity and role ambiguity, common in high-performance settings, can further exacerbate 

stress, making managerial support and clarity critical to maintaining a psychologically safe 

climate. Another dimension of managerial influence pertains to the development of team 

members’ interpersonal and professional competencies. Leaders who prioritize continuous 

learning, provide coaching, and encourage reflective practice not only enhance individual 

capabilities but also reinforce the collective sense of safety and trust within the team. Emotional 
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intelligence, a key managerial attribute, has been linked to higher levels of psychological safety, 

as managers adept at perceiving, understanding, and responding to employee emotions are better 

equipped to create supportive and adaptive team environments. In high-performance contexts, 

where errors can have significant consequences, the ability of managers to respond with empathy 

and constructive guidance rather than criticism is essential for sustaining engagement and 

resilience. The importance of psychological safety in high-performance teams is also evident in 

its relationship to innovation and knowledge sharing. Teams that perceive their environment as 

psychologically safe are more likely to engage in risk-taking behaviors, propose novel solutions, 

and challenge prevailing assumptions, all of which are critical for problem-solving and 

competitive advantage. Managers, therefore, play a dual role as both facilitators of innovation 

and guardians of team well-being. Their behavior sets the tone for whether team members feel 

empowered to voice unconventional ideas or whether they self-censor to avoid potential 

repercussions. This dynamic highlights the interdependence between managerial influence, 

psychological safety, and team outcomes, reinforcing the need for intentional leadership 

practices that prioritize both performance and interpersonal trust. 

Furthermore, organizational culture and managerial influence are intertwined in shaping 

psychological safety. Organizations that institutionalize transparency, accountability, and 

learning-oriented practices create fertile ground for managers to reinforce psychologically safe 

behaviors. Conversely, in hierarchical or punitive cultures, even well-intentioned managers may 

struggle to establish trust, limiting the benefits of high-performance teams. Training programs 

for managers focusing on communication, conflict resolution, and leadership adaptability have 

been shown to enhance team psychological safety, suggesting that managerial influence is both 

actionable and improvable. Despite growing recognition of the importance of managerial 

influence on psychological safety, gaps remain in understanding how specific behaviors translate 

into measurable team outcomes across varied high-performance contexts. Empirical studies have 

highlighted correlations between leadership styles such as transformational, servant, or inclusive 

leadership and psychological safety, yet the mechanisms through which managers foster or 

inhibit safety continue to be explored. Moreover, cultural, organizational, and contextual 

differences influence how managerial behaviors are perceived, indicating the need for nuanced 

approaches tailored to team composition, industry demands, and task complexity. In summary, 

high-performance teams represent a critical asset for organizations striving for innovation, 

agility, and competitive advantage. Psychological safety is a central determinant of team 

effectiveness, enabling members to communicate openly, share knowledge, and engage in 

adaptive problem-solving. Managers exert profound influence over psychological safety through 

leadership behaviors, communication practices, structural interventions, and emotional 

intelligence. By creating environments that balance accountability with support, foster inclusion, 

and encourage learning from failure, managers can enhance team cohesion, innovation, and 

performance. Recognizing the pivotal role of managerial influence provides a foundation for 

developing targeted interventions, leadership training programs, and organizational policies that 

strengthen psychological safety in high-performance contexts. This review seeks to synthesize 

current knowledge on this topic, identify gaps, and offer insights into how managerial practices 

can be optimized to support psychologically safe, high-performing teams. 

Methodology:- 

The primary objective of this study is to examine the impact of managerial behaviors on 

employee psychological safety within high-performance teams (HPTs). Given the inherently 
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collaborative, high-stakes, and dynamic nature of such teams, understanding the mechanisms 

through which managers influence psychological safety is crucial for fostering employee 

engagement, team effectiveness, and innovation. To achieve this, the study employs a 

systematic, mixed-method research design incorporating quantitative and qualitative analyses. 

This methodology ensures both the statistical rigor necessary to measure relationships among 

variables and the interpretive depth needed to understand the underlying behavioral and 

contextual dynamics. 

1. Research Design 

The study adopts a convergent mixed-method design, allowing for simultaneous collection and 

integration of quantitative survey data and qualitative interview insights. This approach 

facilitates a holistic understanding of the research problem by triangulating empirical measures 

of psychological safety with rich, contextual accounts of managerial influence. Quantitative data 

were analyzed to identify patterns, correlations, and predictive relationships, while qualitative 

data provided explanatory depth regarding managerial behaviors and team perceptions. 

The choice of a mixed-method design is grounded in the recognition that psychological safety is 

both a measurable construct and a subjective experience influenced by interpersonal dynamics, 

organizational culture, and leadership practices. By combining both approaches, the study 

captures not only the statistical strength of associations but also the nuanced behaviors and 

managerial strategies that contribute to psychological safety in HPTs. 

2. Population and Sampling 

The target population comprised employees working in high-performance teams across multiple 

industries, including technology, healthcare, finance, and professional services. High-

performance teams were defined according to Katzenbach and Smith’s criteria, which emphasize 

interdependence, complementary skills, shared accountability, and high performance 

expectations. Inclusion criteria for participants were as follows: 

1. Employees must have been part of a high-performance team for a minimum of six 

months. 

2. Teams must engage in tasks with measurable outputs, innovation requirements, or tight 

performance deadlines. 

3. Employees must report directly or indirectly to a managerial authority responsible for 

team oversight. 

A stratified random sampling technique was employed to ensure representation across 

industries, team sizes, and managerial leadership styles. This approach allows for meaningful 

comparison between subgroups and controls for confounding variables such as organizational 

culture or team composition. 

A total of 320 employees were approached for participation, and 285 completed surveys were 

returned, yielding an effective response rate of 89%. Additionally, 30 managers were 

purposively selected for in-depth interviews to capture their perspectives on fostering 

psychological safety within their teams. 

3. Data Collection Methods 

3.1 Quantitative Data Collection 

Quantitative data were collected using a structured survey instrument comprising validated 

scales measuring psychological safety, managerial behaviors, and team performance indicators. 

1. Psychological Safety: Measured using Edmondson’s 7-item Psychological Safety Scale, 

which assesses employees’ perceptions of the risk of interpersonal consequences in the 
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team environment. Responses were recorded on a 5-point Likert scale (1 = strongly 

disagree, 5 = strongly agree). 

2. Managerial Behaviors: Evaluated using the Leadership Influence Inventory, which 

includes subscales for supportive behavior, inclusiveness, feedback quality, and error 

management orientation. 

3. Team Performance: Assessed using self-reported metrics such as task completion 

efficiency, innovation frequency, and collaborative effectiveness. 

To ensure reliability, Cronbach’s alpha values were calculated for each scale, yielding values 

above 0.85, indicating high internal consistency. 

3.2 Qualitative Data Collection 

Qualitative data were collected through semi-structured interviews with managers. The 

interviews explored: 

• Strategies employed to foster psychological safety. 

• Challenges encountered in high-pressure team environments. 

• Perceived outcomes of psychological safety on team performance. 

• Approaches to handling mistakes, conflicts, and innovation failures. 

Interviews were audio-recorded, transcribed verbatim, and subjected to thematic analysis to 

identify recurring managerial practices and contextual factors influencing psychological safety. 

4. Data Analysis 

4.1 Quantitative Analysis 

The quantitative data were analyzed using SPSS Version 28. Descriptive statistics were 

computed to understand sample characteristics. Inferential analyses included: 

1. Correlation Analysis: To examine relationships between managerial behaviors and 

psychological safety. 

2. Multiple Regression Analysis: To identify the predictive influence of specific 

managerial behaviors on psychological safety while controlling for team size, industry, 

and workload. 

3. ANOVA: To assess differences in psychological safety levels across industries and team 

compositions. 

Table 1: Quantitative Analysis Framework 

Analysis 

Technique 
Purpose Variables Involved Expected Outcome 

Descriptive 

Statistics 

Profile sample 

characteristics 

Age, gender, tenure, team 

size 

Demographic 

distribution, baseline 

trends 

Correlation 

Analysis 

Identify relationships 

between variables 

Managerial behaviors & 

psychological safety 

Strength and direction 

of relationships 

Multiple 

Regression 

Predict psychological safety 

from managerial actions 

Supportiveness, 

inclusiveness, and 

feedback 

Significant predictors 

of safety 

ANOVA 
Compare psychological 

safety across subgroups 
Industry, team type 

Variance in safety 

across contexts 
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4.2 Qualitative Analysis 

Thematic analysis was conducted in six stages: familiarization, coding, theme identification, 

reviewing themes, defining themes, and reporting. Key themes included: 

1. Supportive Leadership Practices: Active listening, empathy, and recognition of 

contributions. 

2. Error-Tolerant Environment: Encouragement of experimentation and constructive 

handling of mistakes. 

3. Inclusive Decision-Making: Engaging diverse team members in planning and problem-

solving. 

4. Transparent Communication: Clear articulation of goals, expectations, and feedback. 

5. Development-Oriented Leadership: Coaching, mentoring, and fostering learning 

opportunities. 

The qualitative findings were integrated with quantitative results to provide comprehensive 

insights into the mechanisms through which managers influence psychological safety. 

5. Operational Definitions and Measurement 

To ensure clarity and consistency, the following operational definitions were employed: 

• Psychological Safety: Employee perception of freedom to express ideas, voice concerns, 

and make mistakes without fear of negative consequences. 

• Managerial Influence: Behaviors exhibited by managers that directly or indirectly affect 

team climate, including supportiveness, inclusiveness, and feedback practices. 

• High-Performance Teams: Teams characterized by complementary skills, shared 

accountability, interdependence, and high output or innovation expectations. 

Table 2: Operational Definitions and Measurement Tools 

Construct Operational Definition Measurement Tool Scale/Format 

Psychological 

Safety 

Risk-free environment for 

interpersonal expression 

Edmondson 

Psychological Safety 

Scale 

5-point Likert 

Supportive 

Leadership 

Empathy, encouragement, 

recognition 

Leadership Influence 

Inventory 
5-point Likert 

Inclusive 

Leadership 

Participation of all members in 

decision-making 

Leadership Influence 

Inventory Subscale 
5-point Likert 

Feedback Quality 
Constructive, timely, and 

actionable feedback 

Leadership Influence 

Inventory Subscale 
5-point Likert 

Team 

Performance 

Efficiency, innovation, and 

collaboration 

Self-reported team 

metrics 

5-point Likert / 

Percentage 

6. Reliability and Validity 

6.1 Reliability 

Reliability of the quantitative instruments was assessed through: 

• Cronbach’s Alpha: Values ranged from 0.85 to 0.92, indicating strong internal 

consistency. 

• Test-Retest Reliability: Conducted with a 10% subsample over a two-week interval, 

yielding correlation coefficients above 0.80. 
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6.2 Validity 

• Content Validity: Ensured through expert review by organizational behavior scholars 

and HR practitioners. 

• Construct Validity: Confirmed using factor analysis, where items loaded appropriately 

on their respective latent constructs. 

• Convergent Validity: Correlations between theoretically related constructs, such as 

supportive leadership and inclusiveness, were significant and positive. 

7. Ethical Considerations 

The study adhered to strict ethical guidelines to protect participants' rights and confidentiality. 

Key measures included: 

1. Informed Consent: Participants received detailed information about study objectives, 

procedures, and data usage. 

2. Confidentiality: Survey responses and interview transcripts were anonymized and stored 

securely. 

3. Voluntary Participation: Participants could withdraw at any stage without 

repercussions. 

4. Institutional Approval: Research protocol was reviewed and approved by the 

Institutional Review Board (IRB). 

8. Limitations of Methodology 

While comprehensive, the methodology has inherent limitations. Self-reported measures of 

psychological safety and team performance may be subject to social desirability bias. Although 

mixed methods mitigate this concern by triangulating qualitative insights, future studies could 

include objective performance metrics or third-party observations. Additionally, cross-sectional 

data limit causal inference, suggesting the need for longitudinal studies to assess changes over 

time. 

9. Summary of Methodological Strengths 

The methodology demonstrates robustness through the combination of quantitative and 

qualitative approaches, stratified sampling, validated measurement tools, and rigorous ethical 

safeguards. Key strengths include: 

Table 3: Methodological Strengths Overview 

Strength Description Contribution to Rigor 

Mixed-Method Design Integration of surveys and interviews 
Triangulation of data, depth, and 

statistical validity 

Stratified Sampling 
Representation across industries and 

team types 

Reduces bias, enhances 

generalizability 

Validated 

Measurement 

Instruments 

Use of established scales for 

psychological safety and leadership 

Ensures reliability and construct 

validity 

Ethical Safeguards 
Anonymity, informed consent, and 

IRB approval 

Protects participants, maintains 

research integrity 

Triangulated Analysis Thematic and statistical synthesis 
Provides a holistic understanding 

of managerial influence 

This study employs a rigorous, multi-layered methodological approach to investigate managerial 

influence on psychological safety in high-performance teams. By combining validated 
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quantitative instruments with in-depth qualitative insights, the study captures both the 

measurable relationships between managerial behaviors and psychological safety and the 

nuanced mechanisms through which managers shape team climate. Ethical rigor, reliability, and 

validity measures ensure the credibility and applicability of findings. The methodology provides 

a robust foundation for understanding how managerial practices can enhance team cohesion, 

innovation, and overall performance, offering actionable insights for leadership development and 

organizational policy in high-performance environments. 

 

Results and Discussions:- 

The analysis of data collected from 285 high-performance team members and 30 managers 

revealed significant insights into the influence of managerial behaviors on employee 

psychological safety. The results indicate that managerial actions play a pivotal role in shaping 

team climate, fostering openness, and enabling high-performance outcomes. Both quantitative 

and qualitative analyses highlight the complex interplay between leadership styles, 

communication patterns, and structural team factors in promoting or undermining psychological 

safety. 

1. Quantitative Findings 

1.1 Descriptive Statistics 

The survey results revealed that employees generally rated managerial behaviors positively, with 

average scores of 4.2 out of 5 for supportive leadership, 4.0 for inclusiveness, 3.9 for feedback 

quality, and 4.1 for error-tolerant practices. Psychological safety scored an average of 4.0, 

indicating that employees generally perceived their teams as supportive environments for open 

communication. Team performance, measured through self-reported task efficiency, innovation, 

and collaboration, averaged 4.1, reflecting the high-performance nature of the sampled teams. 

1.2 Correlation Analysis 

Correlation analysis demonstrated strong positive relationships between managerial behaviors 

and psychological safety. Supportive leadership exhibited the highest correlation (r = 0.72, p < 

0.001), followed by inclusiveness (r = 0.68, p < 0.001), feedback quality (r = 0.61, p < 0.001), 

and error-tolerant behavior (r = 0.59, p < 0.001). These findings indicate that employees who 

perceive managers as supportive, inclusive, and constructive report higher levels of 

psychological safety. 

Table 1: Correlation between Managerial Behaviors and Psychological Safety 

Managerial Behavior Correlation with Psychological Safety (r) Significance (p-value) 

Supportive Leadership 0.72 <0.001 

Inclusive Leadership 0.68 <0.001 

Feedback Quality 0.61 <0.001 

Error-Tolerant Practices 0.59 <0.001 

1.3 Regression Analysis 

Multiple regression analysis was conducted to determine the predictive influence of managerial 

behaviors on psychological safety. The model was significant (F = 52.34, p < 0.001) and 

explained 64% of the variance in psychological safety (R² = 0.64). Supportive leadership 

emerged as the strongest predictor (β = 0.38, p < 0.001), followed by inclusiveness (β = 0.31, p < 
0.001) and feedback quality (β = 0.22, p < 0.01). Error-tolerant practices contributed modestly (β 
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= 0.18, p < 0.05), suggesting that while all behaviors are important, the emotional and relational 

aspects of leadership have the greatest impact on perceived safety. 

Table 2: Multiple Regression Predicting Psychological Safety 

Predictor Beta (β) t-value Significance (p) 

Supportive Leadership 0.38 6.12 <0.001 

Inclusive Leadership 0.31 5.48 <0.001 

Feedback Quality 0.22 3.95 <0.01 

Error-Tolerant Practices 0.18 3.21 <0.05 

These results indicate that managerial behaviors not only correlate with psychological safety but 

also serve as strong predictors of it. The regression findings suggest that interventions aimed at 

improving supportiveness, inclusivity, and feedback practices can have substantial positive 

effects on team psychological safety. 

2. Qualitative Insights 

Thematic analysis of managerial interviews yielded five core themes explaining how leaders 

influence psychological safety in high-performance teams: 

1. Supportive Leadership Practices: Managers emphasized active listening, recognition of 

contributions, and empathetic engagement as key strategies for fostering trust. One 

manager noted, “Acknowledging both successes and challenges openly helps team 

members feel valued and secure in sharing ideas.” 

2. Error-Tolerant Environment: Managers highlighted the importance of framing 

mistakes as learning opportunities. Several managers described creating “no-blame 

zones” where employees could experiment without fear of punitive consequences. 

3. Inclusive Decision-Making: Inclusive leadership practices, such as soliciting input from 

all team members and valuing diverse perspectives, were repeatedly cited as critical for 

enhancing team confidence and engagement. 

4. Transparent Communication: Managers recognized that clarity about expectations, 

goals, and performance feedback reduces ambiguity and builds trust. Consistent, 

transparent communication emerged as a foundation for psychological safety. 

5. Development-Oriented Leadership: Coaching, mentoring, and providing opportunities 

for skill development reinforced a sense of psychological safety by demonstrating 

managerial investment in employee growth. 

Table 3: Key Managerial Themes Supporting Psychological Safety 

Theme Description Illustrative Manager Quote 

Supportive Leadership 
Active listening, empathy, and 

recognition of contributions 

“Acknowledging challenges openly helps 

team members feel valued.” 

Error-Tolerant 

Environment 

Learning from mistakes without 

blame 

“We encourage experimentation; mistakes 

are learning points.” 

Inclusive Decision-

Making 
Engaging diverse perspectives 

“Every member’s input is considered in 

planning decisions.” 

Transparent 

Communication 

Clarity in goals, expectations, and 

feedback 

“We maintain open channels to avoid 

misunderstandings.” 

Development-Oriented 

Leadership 

Coaching, mentoring, and skill 

development 

“Investing in team growth reinforces trust 

and engagement.” 
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These qualitative findings complement quantitative results by providing a deeper understanding 

of the behaviors, attitudes, and practices that underpin psychological safety in high-performance 

teams. They illustrate that employees’ perceptions of safety are influenced not only by 

observable actions but also by the underlying intentions and consistency of managerial behavior. 

3. Integration of Quantitative and Qualitative Findings 

The convergence of survey data and interview insights confirms that managerial influence 

operates through multiple interconnected pathways. Quantitative results emphasize the statistical 

significance of supportive and inclusive behaviors in predicting psychological safety, while 

qualitative themes explain the mechanisms by which these behaviors foster trust, learning, and 

collaboration. For example, the strong correlation between supportive leadership and 

psychological safety aligns with managers’ emphasis on empathy, recognition, and open 

communication as foundational practices. 

Similarly, feedback quality and error-tolerant practices, which showed significant but 

comparatively lower predictive power, are reinforced by managers’ focus on constructive 

guidance and learning-oriented approaches. The integrated findings highlight that while 

structural and procedural interventions (e.g., workflow clarity, delegation) are important, 

relational and emotional aspects of managerial behavior are paramount in sustaining 

psychological safety in high-pressure, high-performance environments. 

4. Managerial Influence Across Team Contexts 

Analysis of variance (ANOVA) revealed differences in psychological safety across industries 

and team types. Teams in the technology and healthcare sectors reported slightly higher 

psychological safety scores (M = 4.1) compared to finance and professional services (M = 3.9, p 

< 0.05). Qualitative data suggest that sector-specific pressures, such as patient safety in 

healthcare or rapid innovation cycles in technology, necessitate more structured and intentional 

managerial practices to maintain safety. Managers in these sectors frequently cited structured 

feedback loops, inclusive decision-making, and frequent recognition as key mechanisms to 

support psychological safety despite high stakes. 

5. Discussion and Implications 

The findings underscore the critical role of managerial influence in shaping psychological safety 

within high-performance teams. The results corroborate prior research suggesting that 

supportive, inclusive, and development-oriented leadership is positively associated with 

employee perceptions of safety and engagement. The strong predictive power of supportive 

leadership emphasizes that emotional and relational aspects of management, such as empathy, 

recognition, and active listening, serve as the primary catalysts for fostering a psychologically 

safe environment. 

Inclusive decision-making and transparent communication further reinforce team members’ 
willingness to take interpersonal risks, enhancing innovation and collaborative problem-solving. 

Error-tolerant practices, while less predictive statistically, are qualitatively crucial in high-

performance contexts, where experimentation and rapid iteration are necessary. This finding 

aligns with organizational behavior theories emphasizing the importance of a “learning-oriented” 

culture for innovation and high performance. 

The variation across industries highlights the contextual sensitivity of managerial influence. 

Tailoring leadership practices to specific team demands, workload pressures, and organizational 

culture is essential. Managers in high-stakes environments must balance accountability with 
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support, providing clear expectations while fostering a climate where risk-taking and learning 

from mistakes are encouraged. 

6. Practical Recommendations 

Based on the integrated findings, several practical recommendations emerge: 

1. Leadership Development Programs: Organizations should invest in training managers 

to enhance emotional intelligence, inclusive decision-making, and feedback skills. 

2. Structured Support Mechanisms: Implementing mentorship programs, recognition 

systems, and learning-oriented practices can reinforce psychological safety. 

3. Sector-Specific Strategies: Managers should tailor approaches to industry-specific 

pressures, using structured communication, frequent feedback, and clear accountability 

systems. 

4. Monitoring and Feedback: Regular assessment of psychological safety through surveys 

and team check-ins can guide managerial interventions. 

5. Integrative Leadership Practices: Managers should combine relational support, 

procedural clarity, and learning-oriented practices to maximize psychological safety and 

team performance. 

7. Limitations and Future Research 

Despite the robustness of the mixed-method design, limitations exist. Self-reported data may be 

influenced by social desirability bias, and cross-sectional analysis limits causal inference. Future 

research could employ longitudinal designs, objective performance metrics, and experimental 

interventions to validate causal relationships. Additionally, cross-cultural studies could explore 

how managerial influence on psychological safety varies in different organizational and cultural 

contexts. 

The study provides compelling evidence that managerial behaviors are central to fostering 

psychological safety in high-performance teams. Supportive and inclusive leadership, transparent 

communication, constructive feedback, and error-tolerant practices collectively shape team 

members’ willingness to engage, share ideas, and take interpersonal risks. These behaviors not 

only enhance employee well-being but also drive team innovation, cohesion, and performance. 

The integration of quantitative and qualitative findings emphasizes the multidimensional nature 

of managerial influence and provides actionable insights for leadership development, team 

management, and organizational policy. Ultimately, creating psychologically safe high-

performance teams requires managers who balance accountability with support, clarity with 

inclusivity, and challenge with encouragement. 

Conclusion:- 

This study highlights the pivotal role of managerial influence in fostering psychological 

safety within high-performance teams (HPTs). Across both quantitative and qualitative analyses, 

it is evident that the behaviors, attitudes, and practices of managers significantly shape the team 

climate, affecting employees’ willingness to express ideas, voice concerns, and engage in 

collaborative problem-solving. Psychological safety emerges not only as a critical determinant of 

individual well-being but also as a foundational element for sustaining innovation, efficiency, 

and long-term team effectiveness. Supportive leadership was identified as the most influential 

factor, emphasizing the importance of empathy, recognition, and consistent engagement. 

Managers who actively listen, validate contributions, and provide emotional support create an 

environment where team members feel valued and secure, fostering trust and open 

communication. Inclusive decision-making also emerged as a crucial contributor, as employees 



LEX LOCALIS-JOURNAL OF LOCAL SELF-GOVERNMENT  

ISSN:1581-5374 E-ISSN:1855-363X   

VOL. 23, NO. S6(2025)   

 

5424 

in teams where diverse perspectives were actively solicited reported higher levels of 

psychological safety. This underscores the importance of managerial practices that promote 

fairness, respect, and equal opportunity for participation in high-stakes team environments. 

Feedback quality and error-tolerant behaviors further reinforce psychological safety, particularly 

in settings where experimentation and rapid decision-making are required. By framing mistakes 

as learning opportunities rather than failures, managers reduce fear of negative consequences and 

encourage employees to take interpersonal risks that contribute to innovation and adaptive 

performance. Transparent communication, clear articulation of goals, and consistent follow-up 

were also identified as mechanisms through which managers strengthen trust and clarity within 

teams. 

The study demonstrates that managerial influence extends beyond individual behaviors to 

include structural and developmental interventions. Coaching, mentoring, and the provision of 

growth opportunities signal to team members that their contributions are valued and that their 

professional development is a priority. These practices not only enhance psychological safety but 

also contribute to higher engagement, motivation, and commitment to team objectives. 

Additionally, sector-specific considerations reveal that managerial strategies must be tailored to 

contextual demands, as high-performance teams in technology, healthcare, finance, and 

professional services experience varying pressures and expectations that shape perceptions of 

safety. Practical implications of this study suggest that organizations should prioritize leadership 

development programs focused on emotional intelligence, inclusive communication, constructive 

feedback, and error-tolerant practices. Embedding psychological safety as a key performance 

indicator for managers can help align leadership behaviors with team well-being and 

performance outcomes. Furthermore, ongoing monitoring and assessment of psychological 

safety, combined with actionable interventions, can sustain high-performance standards while 

safeguarding employee engagement and satisfaction. In conclusion, psychological safety is a 

critical enabler of high-performance team success, and managerial influence is central to 

cultivating this environment. Managers who balance accountability with support, structure with 

flexibility, and challenge with encouragement create teams that are not only productive but also 

resilient, innovative, and collaborative. The findings underscore the necessity of intentional, 

evidence-based managerial practices that foster trust, inclusivity, and learning, ultimately 

ensuring that high-performance teams reach their full potential while maintaining a 

psychologically safe and supportive workplace. 
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