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Abstract 

Dynamic organizations are of great interest to study because they are increasingly engaging. A successful organization is one 

that is dynamic and developing, has a global perspective, and is always changing. These conditions all depend on its leader. 

The purpose of the study is to provide a concept of humility in leadership that differs from traditional leadership styles, which 

often emphasize authority and power. The methodology used is based on the Systematic Literature Review (SLR) related to 

the Preferred Reporting Items for Systematic Review and Meta-Analysis (PRISMA), which involves several important steps 

aimed at ensuring transparency, reproducibility, and high-quality results. The result is that the most cited article is "Modeling 

the Way of Growth: An Inductive Examination of the Behavior, Likelihood, and Outcomes of Humble Leaders." This article 

is significantly more cited than other articles, indicating that it has a great influence on research regarding humble leadership. 

Articles published earlier tend to have more citations, indicating that research on humble leadership is relatively new and 

continues to grow. The conclusion of this systematization is that humble leadership has a positive influence and impact on 

various aspects, including individuals, teams, and organizations. 
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1. Introduction 

Humble leadership has become an increasingly interesting topic in organizational research over the past decade. This 

phenomenon has sparked many questions and interests from researchers, practitioners, and the general public. Research 

conducted by Owens and Hekman [1] defines humble leadership as an interpersonal characteristic that emerges in a social 
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context characterized by a willingness to view oneself accurately, demonstrate appreciation for the strengths and contributions 

of others, and openness to new ideas and input. Humble leaders acknowledge their own strengths and weaknesses, appreciate 

the strengths and contributions of others, and are open to feedback and input. 

The concept of humility in leadership is different from traditional leadership styles that often emphasize authority and 

power. Humble leaders do not feel superior to others but rather place themselves as equals with team members. They 

encourage collaboration, value differences of opinion, and create an environment where everyone feels valued and heard. 

Research on humble leadership has provided convincing evidence of its benefits for individuals, teams, and organizations as 

a whole. At the individual level, humble leadership has been linked to increased employee job satisfaction, job engagement, 

and psychological well-being. Employees who work under humble leaders tend to feel more valued, supported, and 

empowered, which in turn increases their motivation and performance. At the team level, humble leadership has been shown 

to improve team performance, creativity, and collaboration. Humble leaders create a positive and trusting team climate where 

team members feel comfortable sharing ideas, providing feedback, and working together to achieve common goals. This 

encourages innovation and increases overall team effectiveness. In addition, research also shows that humble leadership can 

improve organizational performance. Organizations led by humble leaders tend to have higher employee retention rates, 

better reputations, and better financial performance. This shows that humble leadership is not only beneficial for individuals 

and teams but also for the sustainability and success of the organization as a whole. 

 

2. Literature Review 
This systematic literature review aims to conceptualize humility in leadership that is different from traditional leadership 

styles that often emphasize authority and power. Humble leaders do not feel superior to others, but rather place themselves 

as equals with team members. They encourage collaboration, value differences of opinion, and create an environment where 

each individual feels valued and heard. Humble leadership, characterized by leaders who are open to feedback, value their 

followers, and learn from mistakes, has been shown to have significant positive impacts on a variety of employee outcomes 

and organizational dynamics. Research suggests that humble leadership fosters proactive and innovative work behaviors 

among staff nurses, as evidenced by a study conducted in the Intensive Care Unit at Tanta University Main Hospital, where 

a positive correlation was found between humble leadership and these behaviors [2]. Additionally, humble leadership 

improves employee performance and workplace happiness, with workplace happiness partially mediating these effects [3]. 

The active motivation model further supports that humble leadership significantly enhances employees’ active self-service 

performance, with affective commitment playing a significant mediating role and job autonomy acting as a boundary 

condition [4]. In addition, humble leadership positively influences creative performance and reduces employee conflict, with 

emotional intelligence moderating these relationships. A meta-analytic review consolidated these findings, showing that 

humble leadership is positively associated with affective commitment, creativity, engagement, job satisfaction, and other 

positive outcomes, while also contributing unique variance beyond other leadership styles such as transformational and 

servant leadership [5]. The COVID-19 pandemic has highlighted the importance of humble leadership in enhancing adaptive 

performance, particularly in work-from-home settings, where it strengthens the relationship between remote work and 

adaptive performance [6]. In nursing, humble leadership is correlated with higher team performance, particularly in 

organizations with quality initiatives, and is associated with conflict resolution through compromise [7]. Furthermore, humble 

leadership has been identified as an effective strategy to reduce employee burnout, with work engagement and subjective 

well-being mediating this relationship, and altruism serving as a buffering factor [8]. The role of humble leadership in job 

crafting is also significant, with higher trust between leaders and employees enhancing this effect, and gender further 

moderating the relationship [9].  

 

3. Research Methodology 
This section describes the methodology used in this systematic literature review, including the article identification 

process, inclusion and exclusion criteria, search strategy, and synthesis method. The method in this study uses the PRISMA 

model. The methodology of the Systematic Literature Review (SLR) related to the Preferred Reporting Items for Systematic 

Reviews and Meta-Analyses (PRISMA) involves several important steps that aim to ensure transparency, reproducibility, 

and high-quality results. PRISMA is a guideline used to improve the quality of systematic reviews and meta-analyses, which 

includes 27 key items that must be reported in SLR and meta-analysis publications [10]. PRISMA consists of several main 

stages, including: identification, selection, assessment, and synthesis of studies. The first stage is identification, where 

researchers conduct a comprehensive literature search using relevant databases such as Google Scholar, ProQuest, PubMed 

NCBI, ScienceDirect, and Springer. At this stage, researchers use specific keywords to find articles that match their research 

topic. After identification, the next stage is selection, where the articles found are arranged based on the previously established 

inclusion and exclusion criteria [11].  

In the search conducted using the limitations of the year of research, search topics, document types, article limitations, 

language, subject areas, and open access, this study employs Boolean techniques with the search string "humble leadership", 

"humble leadership" AND "individual". Some journals obtained do not meet the selection criteria, such as non-articles, non-

English, and duplication; therefore, they will be included in the exclusion category or removed. The database string used is: 

TITLE-ABS-KEY ( "humble leadership" ) AND PUBYEAR > 1999 AND ( LIMIT-TO ( DOCTYPE , "ar" ) ) AND ( LIMIT-

TO ( PUBSTAGE , "final" ) ) AND ( LIMIT-TO ( LANGUAGE , "English" ) ) AND ( LIMIT-TO ( SUBJAREA , "BUSI" ) 

) AND ( LIMIT-TO ( OA , "all" ) ) 

In the initial search in the Scopus database using the keyword "Humble Leadership," 116 articles were found without 

filtering and implementation of the established criteria. In the identification process based on the type of article document, 
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the number of articles was reduced to 103. Then, in the first screening phase, 90 articles were obtained with final article 

limitations. Furthermore, the restrictions imposed were articles in English, leaving 87 articles. After that, in the third screening 

phase, using the subject area limitation "Business, Management, and Accounting," 49 selected articles were obtained. Finally, 

the inclusion criteria regarding accessibility, such as "open access," were used to select 11 articles. 

 

 
Figure 1.  
PRISMA Humble Leadership Model. 

 

4. Results and Discussion 
4.1. Publishers and Citations 

The 11 articles identified and analyzed in this literature review were published in leading academic journals, including 

the Journal of Applied Psychology (Q1), Academy of Management Journal (Q1), The Leadership Quarterly (Q1), Personnel 

Review (Q2), Asian Journal of Business Ethics (Q2), and Cogent Business & Management (Q4). These articles have been 

widely cited in the leadership literature, demonstrating their influence and contribution to the field. 

 
Table 1.  

List of Publishers and Number of Citations. 

No Publisher Name  Number of Articles Number of Citations 

1. Taylor & Francis 3 14 

2. Springer Nature 2 2 

3. Elsevier 1 61 

4. Emerald 1 31 

5. John Wiley & Sons 1 54 

6. Academy of Management 1 473 

7. Pompea College of Business 1 1 

8. Sciedu Press 1 1 

 

Of the 11 articles filtered, there are 2 publishers that are superior compared to other publishers, namely Taylor & Francis 

with 3 articles and Springer Nature with 2 articles related to the keyword "Humble Leadership." However, when viewed 

through the number of existing citations, 1 article from the Academy of Management far outperforms other articles, with 473 



 
 

               International Journal of Innovative Research and Scientific Studies, 8(2) 2025, pages: 3734-3743
 

3737 

citations and a citation period from 2013 to 2024. The document shows that of the 11 articles uploaded, the most cited article 

is "Modeling How to Grow: An Inductive Examination of Humble Leader Behaviors, Contingencies, and Outcomes," which 

was published in 2012 and has been cited 474 times. This article is significantly more cited than other articles, indicating that 

it has a great influence on research on humble leadership. Meanwhile, two articles have the fewest citations, namely 

"Transparency and Accountability in Public Financial Management: A Stewardship Account at Kano State Ministry of 

Finance, Nigeria" and "Why and When Do Leaders Express Humility? Leader Expressed Humility as Psycho-Social 

Signaling," which are each cited once. Overall, the number of citations for these 11 articles varies, and of the 11 articles 

related to humble leadership, 9 have been cited by several other researchers. Articles published earlier tend to have more 

citations, indicating that research on humble leadership is relatively new and still developing. 
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Table 2.  

List of Number of Citations. 

No Documents 
Year 

2011 2012 2013 2014 2015 2016 2017 2018 2019 2020 2021 2022 2023 2024 Total 

1 

Development of thriving at work and organizational 

citizenship behavior through Islamic work ethics and 

humble leadership. 

0 0 0 0 0 0 0 0 0 0 0 0 1 2 3 

2 
The bright and dark sides of humble leadership for project 

success: A conservation of resources perspective. 
0 0 0 0 0 0 0 0 0 0 0 0 1 2 3 

3 
Why and When Do Leaders Express Humility? Leader 

Expressed Humility as Psycho-Social Signaling. 
0 0 0 0 0 0 0 0 0 0 0 0 1 0 1 

4 

Leader humility, team humility and employee creative 

performance: The moderating roles of task dependence and 

competitive climate. 

0 0 0 0 0 0 0 0 0 0 4 10 26 22 62 

5 
Making a Case for Culturally Humble Leadership Practices 

through a Culturally Responsive Leadership Framework. 
0 0 0 0 0 0 0 0 0 0 0 1 9 1 11 

6 
Why and when leader humility promotes constructive 

voice: a crossover of energy perspective. 
0 0 0 0 0 0 0 0 0 1 3 5 16 6 31 

7 

Transparency and accountability in public financial 

management: A stewardship account at Kano State 

Ministry of Finance, Nigeria. 

0 0 0 0 0 0 0 0 0 1 0 0 0 0 1 

8 
Two roads to effectiveness: CEO feedback seeking, vision 

articulation, and firm performance. 
0 0 0 0 0 0 0 3 3 9 9 12 7 11 54 

9 
Modeling how to grow: An inductive examination of 

humble leader behaviors, contingencies, and outcomes. 
0 0 7 14 12 16 32 27 55 53 51 76 80 53 476 

  Total 0 0 7 14 12 16 32 30 58 66 68 105 146 98 652 
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Based on Table 2, in 2013, it was cited 7 times from the same article. In 2014, from the same article, the number of cited 

articles increased to 14 times. Then, in 2015, there was a decrease in the number of citations from the same article to 12 

times. Furthermore, in 2016 and 2017, there was an increase in the number of citations, namely 16 times and 32 times, 

respectively, from the same article. Additionally, in 2018, there were 2 different journal articles related to humble leadership 

that had been cited 30 times, with each being cited 3 times and 27 times. The same trend occurred with an increase in citations 

in 2019 from 2 journal articles that were the same as the previous year, namely 58 citations, with 3 citations and 55 citations, 

respectively. After that, in 2020, the number of cited articles increased to 4 different articles with 66 citations. Meanwhile, 

in 2021, there was an increase in the number of citations, amounting to 68 citations from 4 different journal articles. There 

was a significant spike in the number of citations in 2022 to 105 citations from 5 different journal articles. Next, in 2023, 

there was an even more significant spike in the number of citations, reaching 146 times from 8 different journal articles. 

Finally, in 2024, until July, the number of citations only reached 98 citations from 7 different journal articles. Based on these 

data, the total citations obtained were 652 times from 9 different articles related to humble leadership. 

Referring to the search for journal articles related to humble leadership using the PRISMA model above, 11 journal 

articles were obtained, which were the main discussion topics. These journals explain the relationship between humble 

leadership variables and other relevant variables over the last 12 years. Research related to humble leadership has also been 

conducted by Ma et al. [12]. This article was published in the journal Personnel Review, which is a Q2 journal in Scopus. 

This article discusses how and when leader humility can increase constructive voice. This study uses two studies with a 

quantitative approach to test the research hypothesis. Study 1 involved 449 subordinates and 88 direct supervisors, while 

Study 2 involved 185 subordinates and 50 direct supervisors. The results showed that leader humility positively predicted 

follower constructive voice behavior through increased follower relational energy. In addition, leader humility is only 

positively related to perceived relational energy when a leader is considered to have higher sincerity by their subordinates. 

Furthermore, another study published in the journal Asian Journal of Business Ethics, which is a Q2 journal in Scopus. 

This article examines the mediation and moderation models of the relationships between Islamic work ethic (IWE), thriving 

at work, organizational citizenship behavior (OCB), and leader humility. This study used a sample of 418 employees from 

two different sample groups (Islamic banks and educational institutions) in Indonesia. The results of the study found a positive 

influence of IWE and leader humility on thriving at work and OCB, as well as a positive influence of thriving at work on 

OCB. Thriving at work was found to be a mediator in the relationship between IWE and OCB, and leader humility moderated 

this relationship [13]. 

Then also published in the journal Humanities and Social Sciences Communications, which is a Q1 journal in Scopus 

related to humble leadership. The study explores the relationship between humble leadership and employee improvisation, 

as well as its mechanisms and boundary conditions. Using a scenario-based simulation experiment (N = 91) and a 

questionnaire survey (N = 217), this study found that humble leadership positively affects employee improvisation. Employee 

positive emotions mediate this relationship, while employee positive emotions and leader-member exchange play a chain 

mediation role. In addition, power distance orientation negatively moderates the promotion effect [14]. 

Meanwhile, the results of the study published in the journal Tourism Management, which is a Q1 journal in Scopus by 

Ye et al. [15]. This study examines the relationship between leader humility, team humility, and employee creative 

performance, as well as the moderating role of task dependence and competitive climate. This study used data from 76 work 

teams and 531 employees in the hospitality industry. The results of the study indicate that leader humility has a positive effect 

on team humility, which in turn affects employee creative performance. 

Furthermore, in a study published in Cogent Business & Management, which is a Q4 journal in Scopus, it examines the 

relationship between humble leadership and organizational citizenship behavior (OCB) with the mediating role of job 

satisfaction and employee engagement among employees at a public university in Ghana. The results of the study indicate 

that humble leadership has a positive and significant relationship with OCB, job satisfaction, and employee engagement. The 

results of the study further indicate that job satisfaction and employee engagement play a partial mediating role in the 

relationship between humble leadership and OCB [16]. 

Likewise, in the American Business Review journal, which is a Q2 journal in Scopus, there is a conceptual study that 

explains why some leaders exhibit humble behavior towards their subordinates more often than others. This study refers to 

self-determination theory and signaling theory to explain why some leaders demonstrate humble behavior. The need for 

relatedness and competence is proposed as an antecedent of humility expressions, with leader optimism acting as a moderator 

of this relationship [17].  
Meanwhile, according to Owens and Hekman [1] in the Academy of Management Journal, which is a Q1 journal in 

Scopus, their research aims to build a model of behavior, outcomes, and contingencies of humble leadership. This study used 

55 in-depth interviews with leaders from various contexts. The results of the study indicate that humble leadership involves 

leaders who model for followers how to grow and produce positive organizational outcomes. 

Humble leadership, in a study conducted by Ashford et al. [18], explains two different leader behaviors, namely humble 

leadership behavior by seeking feedback and less humble leadership behavior by articulating a vision. This study focused on 

CEOs and top management teams (TMT) from 65 small to medium-sized companies in the United States and Belgium. The 

results of this study indicate that both CEO feedback seeking and vision articulation are associated with increased TMT 

potential and company performance. However, although the indirect effect of feedback seeking on performance through 

potential is significant when controlling for vision, the indirect effect of vision on performance through potential is not 

significant when controlling for feedback seeking. The results of this study are further qualified by the significant interaction 

between feedback seeking and vision articulation. This study also provides the view that CEOs who are not considered to 

articulate a clear vision can create the same level of TMT potential and lead organizations with the same level of company 
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performance as more visionary CEOs, provided they are seen to frequently seek feedback from TMT members. Conversely, 

the benefits of feedback seeking are less pronounced for CEOs who are described as vision articulators. Meanwhile, Dandago 

[19], in his research, presents a case study on transparency and accountability in public financial management in the Ministry 

of Finance, Kano State, Nigeria. The study highlights the practices implemented during the author's tenure as commissioner 

of finance, emphasizing the importance of ethical and collaborative leadership in enhancing transparency and accountability. 

The study also focuses on key achievements in the five main functions of the Ministry of Finance: revenue management, 

expenditure, debt, investment, and wealth creation and management. In revenue management, the Ministry succeeded in 

increasing Internally Generated Revenue (IGR) and implementing reforms such as the professionalization of the Kano 

Internal Revenue Service and the introduction of the Single Revenue Account (SRA). In expenditure management, emphasis 

was placed on prudence, transparency, and accountability in the expenditure of public funds, including the re-implementation 

of the Expenditure Committee and Cash Management Committee. The Ministry also succeeded in resolving the backlog of 

audit inquiries and updating the financial statements. In debt management, the Ministry enhanced the Debt Management Unit, 

ensured timely debt reporting, and conducted debt sustainability analysis. In addition, the Ministry is also active in investment 

management, including efforts to mobilize local investors and secure loans for micro, small, and medium enterprises 

(MSMEs). According to Dandago [19], he concluded that the key achievement during his tenure was the creation of unity 

and a spirit of togetherness among Ministry officials. This spirit is what drives success in fulfilling the Ministry's main 

responsibilities. 

Further research in the journal Human Service Organizations: Management, Leadership & Governance which proposes 

a culturally responsive leadership framework (CRLF) for public sector and human service leaders to help create an inclusive 

environment for increasingly diverse stakeholders. CRLF facilitates the accumulation and integration of cultural knowledge 

in the context of organizational leadership. It is important to consider whether leaders have the cultural knowledge to 

accurately interpret and validate the diverse experiences of their employees and stakeholders [20]. Finally, research conducted 

by Hassan et al. [21] in the Cogent Business & Management journal, which is a Q4 journal in Scopus. This article explores 

the bright and dark sides of humble leadership by examining the mediating role of project commitment and workplace 

deviance between humble leadership and project success. Data were collected from 315 IT employees and analyzed using 

partial least squares structural equation modeling (PLS-SEM). The results showed that humble leadership positively 

influenced project success through the mediation of project commitment. However, workplace deviance did not mediate the 

relationship between humble leadership and project success. 

 

4.2. Publication Year and Country of Publisher 

The reviewed articles were published between 2012 and 2024, indicating a growing research interest in humble 

leadership in recent years. The research was conducted in a variety of countries, including the United States, China, Ghana, 

and Indonesia, suggesting that humble leadership is a global phenomenon relevant to a variety of cultural contexts. 

 
Table 3.  

Year of Publication, Number of Articles and Country. 

Year  Number of Articles Country 

2012 1 United States 

2013 1 United States 

2014 1 Ghana 

2015 1 Not Stated 

2016 2 United States 

2017 1 China 

2018 1 China 

2019 1 China 

2020 2 United States, China 

2022 1 United States 

2023 2 China, Pakistan 

2024 1 Ghana 

 

Based on 11 articles from the Scopus search results, they have been classified based on the country of origin of the 

article. There is an increase in the number of publications on humble leadership from 2012 to 2024, indicating an increasing 

interest in this topic. Research on humble leadership has been conducted in various countries, indicating that this is a topic 

of global relevance. The United States and China are the two countries with the highest number of publications, indicating 

that these countries are leading research on humble leadership. This research was also conducted in other countries, such as 

Ghana, Indonesia, and Pakistan, indicating that humble leadership is a topic of interest in various parts of the world. 

 

4.3. Researchers, Methods, Samples and Industry Types 

Here are some lists of researchers, research methods, samples and types of industries used in previous studies on humble 

leadership from 2012 – 2024. 
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Table 4.  

List of Researchers, Methods, Samples and Industry Types. 

Researchers Methods Samples Industry Types 

Owens and Hekman 

[1]  

Inductive, in-depth interviews 

with 55 leaders 
Various organizational contexts Various 

Owens et al. [22]  
Multi-method studies 

(experiments, surveys) 

Business student, employee of a health care 

organization 
Health Services 

Owens and Hekman 

[23]  

Multi-method studies 

(experiments, surveys) 
Business student, healthcare employee Health Services 

Ma et al. [12]  
Multi-source, multi-timeline 

survey 

449 subordinates and 88 direct supervisors 

(Study 1), 185 subordinates and 50 direct 

supervisors (Study 2) from a 

pharmaceutical manufacturing company 

and a heavy industry manufacturing 

company in China 

Pharmaceuticals 

and Heavy 

Industry 

[20]  Conceptual review There isn't any 
Public sector and 

human services 

Hassan et al. [21]  
Partial Least Squares Structural 

Equation Modeling (PLS-SEM) 
315 IT employees in Pakistan 

Information 

Technology 

Sun et al. [14]  

Scenario-based simulation 

experiments and questionnaire 

surveys 

91 employees from various companies in 

Shanghai, Shandong, Heilongjiang, Hainan, 

and other regions (Study 1), 217 employees 

and their 61 supervisors from various 

companies in Shanghai, Shandong, Hainan, 

and Heilongjiang (Study 2) 

Various 

Ye et al. [15]  
Hierarchical Linear Modeling 

(HLM) 

531 employees from 76 work teams in the 

hospitality industry in Guangdong 

Province, China 

Hospitality 

Ansong et al. [16]  
Structural Equation Modeling 

(SEM) 

246 administrators at a public university in 

Ghana 
Education 

Liu et al. [24]  Study multi-level 

It wasn't specifically mentioned, but it 

likely involved employees and team leaders 

from multiple organizations. 

Not mentioned 

Rego et al. [25]  Study multi-level 
Study 2: 70 team leaders and 282 followers; 

Study 3: 53 team leaders and 203 followers 
Not mentioned 

Manix [17]  Conceptual N/A N/A 

 

From the eleven articles on humble leadership reviewed, there is diversity in research approaches. Owens and Hekman 

[1] used an inductive approach by conducting in-depth interviews, while Owens et al. [22] and Owens and Hekman [23] used 

multi-method studies combining experiments and surveys. According to Ma et al. [12], who used a multi-source and multi-

time survey, while Hassan et al. [21] and Ansong et al. [16] used quantitative methods such as PLS-SEM and SEM. Sun et 

al. [14] combined scenario-based simulation experiments with questionnaire surveys, while Ye et al. [15] used Hierarchical 

Linear Modeling (HLM). Campos-Moreira et al. [20] and [17] conducted a conceptual review. 

This diversity shows that research on humble leadership can be conducted using various approaches, both qualitative 

and quantitative. In addition, the samples used in this study were also diverse, ranging from business students and healthcare 

employees to managers and CEOs from various industries. This diversity of samples shows that humble leadership is relevant 

in various organizational contexts. 

Future research can consider using more diverse research methods, such as case studies, field experiments, and meta-

analyses, to expand our understanding of humble leadership. In addition, future research can also consider using more diverse 

samples, such as leaders and employees from different cultures and countries, to test the generalizability of findings from 

previous research. 

 

4.4. Negative Factors Affecting Humble Leadership Goals 

4.4.1. Insincerity of Humble Leaders 

Leader humility is only positively correlated with perceived relational energy when a leader is perceived as having high 

sincerity by their followers [12]. This suggests that if a leader's humility is insincere or perceived as fake, it can negatively 

impact followers' perceptions of the leader and their relationship with the leader. 

 

4.4.2. Workplace Deviant Behavior 

The dark side of humble leadership by testing the mediating role of project commitment and workplace deviant behavior 

between humble leadership and project success. Although the results showed that humble leadership positively affected 
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project success through the mediation of project commitment, however, workplace deviance did not mediate the relationship 

between humble leadership and project success. 

 

4.4.3. Power Distance Mismatch 

Sun et al. [14] found that power distance orientation negatively moderated the promotion effect. That is, employees with 

high power distance orientation may be less responsive to humble leadership, which may hinder its positive effects on 

employee improvisation. 

 

4.4.4. Excessive Leader Humility 

Yuan et al. [26] found that when a leader is perceived as being too humble, it can lead to distrust in the leader’s abilities 

and can indicate decreased employee engagement in the workplace. This suggests that there is an optimal level of leader 

humility, and too much humility can be counterproductive. 

These negative factors highlight the importance of authenticity and moderation in humble leadership. Although leader 

humility is generally associated with positive outcomes, it is important to note that it is not always effective and can have 

negative consequences in certain situations. These results suggest that leader humility should be expressed sincerely and 

authentically, and that leaders should be aware of the potential pitfalls of being too humble. Additionally, leaders need to 

adapt their leadership style to the characteristics of their followers, such as power distance orientation, to maximize the 

effectiveness of humble leadership. 

 

5. Conclusion 
This systematic review highlights the growing research interest in humble leadership and its positive impact on a variety 

of individual, team, and organizational outcomes. However, it also identifies several limitations and gaps in the existing 

literature. For example, future research could further explore the antecedents and consequences of humble leadership, as well 

as the role of moderating variables. Additionally, research could broaden its focus beyond the Western organizational context 

and investigate humble leadership in different cultures. By addressing these gaps, researchers can gain a more comprehensive 

understanding of humble leadership and its implications for management practice. 

Specifically, future research should focus on developing and testing a more comprehensive model of humble leadership 

that includes multiple antecedents, mediators, and moderators. Additionally, research should broaden its focus beyond 

positive outcomes and investigate the potential negative consequences of humble leadership [21]. By addressing these gaps, 

researchers can gain a more comprehensive understanding of humble leadership and its implications for management practice. 

 

References 
[1] B. P. Owens and D. R. Hekman, "Modeling how to grow: An inductive examination of humble leader behaviors, contingencies, 

and outcomes," Academy of Management Journal, vol. 55, no. 4, pp. 787-818, 2012.  https://doi.org/10.5465/amj.2010.0441 

[2] S. A.-M. Mostafa, "Effect of humble leadership on staff nurses’ proactive and innovative work behaviors," Tanta Scientific 

Nursing Journal, vol. 31, no. 4, pp. 157-170, 2023.  https://doi.org/10.21608/tsnj.2023.328671 

[3] M. Soyalın, "The mediating role of workplace happiness in the effect of humble leadership on employee performance," Kafkas 

Üniversitesi İktisadi ve İdari Bilimler Fakültesi Dergisi, vol. 14, no. 27, pp. 206-222, 2023.  

https://doi.org/10.36543/kauiibfd.2023.008 

[4] J. Yi, "The influence of humble leadership on employees' active self-service performance--the mediating role of affective 

commitment and the moderating role of job autonomy," Advances in Education, Humanities and Social Science Research, vol. 

5, no. 1, pp. 401-401, 2023.  https://doi.org/10.56028/aehssr.5.1.401.2023 

[5] Y. Luo, Z. Zhang, Q. Chen, K. Zhang, Y. Wang, and J. Peng, "Humble leadership and its outcomes: A meta-analysis," Frontiers 

in Psychology, vol. 13, p. 980322, 2022.  https://doi.org/10.3389/fpsyg.2022.980322 

[6] R. A. Hamid, "The effect of work from home on adaptive performance and moderated by humble leadership," European Journal 

of Social Sciences, vol. 6, no. 1, pp. 31-45, 2023.  https://doi.org/10.2478/eujss-2023-0004 

[7] M. T. Mrayyan, "Differences in humble leadership and team performance in nursing: An online cross-sectional study," BMJ 

Open, vol. 13, no. 3, p. e066920, 2023.  https://doi.org/10.1136/bmjopen-2022-066920 

[8] Y. Wu, R. Y. M. Li, S. Akbar, Q. Fu, S. Samad, and U. Comite, "The effectiveness of humble leadership to mitigate employee 

burnout in the healthcare sector: a structural equation model approach," Sustainability, vol. 14, no. 21, p. 14189, 2022.  

https://doi.org/10.3390/su142114189 

[9] S. Son and J. Y. Lee, "When humble leaders enhance employee job crafting: The role of gender and trust in leaders," Sage Open, 

vol. 13, no. 3, p. 21582440231184862, 2023.  https://doi.org/10.1177/21582440231184862 

[10] R. E. O'Dea et al., "Preferred reporting items for systematic reviews and meta‐analyses in ecology and evolutionary biology: A 

PRISMA extension," Biological Reviews, vol. 96, no. 5, pp. 1695-1722, 2021.  https://doi.org/10.1111/brv.12721 

[11] R. Maulana et al., "Observing teaching behavior using the international comparative analysis of learning and teaching measure 

across countries: Is there measurement invariance?," in Frontiers in Education, Frontiers Media, 2023, vol. 8, no. 106893.  

[12] E. Ma, A. Hsiao, J. Gao, and S. Vada, "Inspiring good soldiers cross-culturally through the lens of the theory of planned 

behavior—which works best, norms or behavioral control?," Journal of Hospitality and Tourism Management, vol. 45, pp. 99-

112, 2020.  https://doi.org/10.1016/j.jhtm.2020.07.014 

[13] S. Suryani, B. Sudrajat, H. Hendryadi, M. Saihu, E. Amalia, and M. A. Fathoni, "Development of thriving at work and 

organizational citizenship behavior through Islamic work ethics and humble leadership," Asian Journal of Business Ethics, vol. 

12, no. 1, pp. 1-23, 2023.  https://doi.org/10.1007/s13520-022-00160-3 

[14] L. Sun, C. Huang, Z. Wu, and C. Li, "How does humble leadership influence employee improvisation? A motivational 

perspective," Humanities and Social Sciences Communications, vol. 10, no. 1, pp. 1-11, 2023.  https://doi.org/10.1057/s41599-

023-02499-9 

https://doi.org/10.5465/amj.2010.0441
https://doi.org/10.21608/tsnj.2023.328671
https://doi.org/10.36543/kauiibfd.2023.008
https://doi.org/10.56028/aehssr.5.1.401.2023
https://doi.org/10.3389/fpsyg.2022.980322
https://doi.org/10.2478/eujss-2023-0004
https://doi.org/10.1136/bmjopen-2022-066920
https://doi.org/10.3390/su142114189
https://doi.org/10.1177/21582440231184862
https://doi.org/10.1111/brv.12721
https://doi.org/10.1016/j.jhtm.2020.07.014
https://doi.org/10.1007/s13520-022-00160-3
https://doi.org/10.1057/s41599-023-02499-9
https://doi.org/10.1057/s41599-023-02499-9


 
 

               International Journal of Innovative Research and Scientific Studies, 8(2) 2025, pages: 3734-3743
 

3743 

[15] B. H. Ye, V. W. S. Tung, J. J. Li, and H. Zhu, "Leader humility, team humility and employee creative performance: The 

moderating roles of task dependence and competitive climate," Tourism Management, vol. 81, p. 104170, 2020.  

https://doi.org/10.1016/j.tourman.2020.104170 

[16] A. Ansong, S. A. Owusu, L. O. Ansong, and R. P. K. Andoh, "Leader humility and organisational citizenship behaviour: The 

mediating roles of job satisfaction and employee engagement," Cogent Business & Management, vol. 11, no. 1, p. 2358166, 

2024.  2358166. https://doi.org/10.1080/23311975.2024.2358166 

[17] K. G. Manix, "Why and when do leaders express humility? Leader expressed humility as psycho-social signaling," American 

Business Review, vol. 25, no. 1, pp. 36–49, 2022.  https://doi.org/10.37625/abr.25.1.36-49 

[18] S. J. Ashford, N. Wellman, M. Sully de Luque, K. E. De Stobbeleir, and M. Wollan, "Two roads to effectiveness: CEO feedback 

seeking, vision articulation, and firm performance," Journal of Organizational Behavior, vol. 39, no. 1, pp. 82-95, 2018.  

https://doi.org/10.1002/job.2211 

[19] K. I. Dandago, "Transparency and accountability in public financial management: A stewardship account at Kano State Ministry 

of Finance, Nigeria," International Journal of Financial Research, vol. 9, no. 2, pp. 76-89, 2018.  

https://doi.org/10.5430/ijfr.v9n2p76 

[20] L. D. Campos-Moreira, M. I. Cummings, G. Grumbach, H. E. Williams, and K. Hooks, "Making a case for culturally humble 

leadership practices through a culturally responsive leadership framework," uman Service Organizations Management, 

Leadership and Governance, vol. 44, no. 5, pp. 407-414, 2020.  https://doi.org/10.1080/23303131.2020.1822974 

[21] S. Hassan, H. Nasim, M. Shah, A. Ishaque, and M. Fiza, "The bright and dark side of humble leadership for project success: A 

conservation of resources perspective," Cogent Business & Management, vol. 10, no. 2, p. 2249559, 2023.  

https://doi.org/10.1080/23311975.2023.2249559 

[22] B. P. Owens, M. D. Johnson, and T. R. Mitchell, "Expressed humility in organizations: Implications for performance, teams, and 

leadership," Organization Science, vol. 24, no. 5, pp. 1517-1538, 2013.  https://doi.org/10.1287/orsc.1120.0795 

[23] B. P. Owens and D. R. Hekman, "How does leader humility influence team performance? Exploring the mechanisms of contagion 

and collective promotion focus," Academy of Management Journal, vol. 59, no. 3, pp. 1088-1111, 2016.  

https://doi.org/10.5465/amj.2013.0660 

[24] W. Liu, J. Mao, and X. Chen, "Leader humility and team innovation: Investigating the substituting role of task interdependence 

and the mediating role of team voice climate," Frontiers in Psychology, vol. 8, p. 1115, 2017.  

https://doi.org/10.3389/fpsyg.2017.01115 

[25] A. Rego et al., "Leader humility and team performance: Exploring the mediating mechanisms of team PsyCap and task allocation 

effectiveness," Journal of Management, vol. 45, no. 3, pp. 1009-1033, 2019.  https://doi.org/10.1177/0149206316688941 

[26] L. Yuan, L. Zhang, and Y. Tu, "When a leader is seen as too humble: A curvilinear mediation model linking leader humility to 

employee creative process engagement," Leadership & Organization Development Journal, vol. 39, no. 4, pp. 468-481, 2018.  

https://doi.org/10.1108/LODJ-03-2017-0056 
 

https://doi.org/10.1016/j.tourman.2020.104170
https://doi.org/10.1080/23311975.2024.2358166
https://doi.org/10.37625/abr.25.1.36-49
https://doi.org/10.1002/job.2211
https://doi.org/10.5430/ijfr.v9n2p76
https://doi.org/10.1080/23303131.2020.1822974
https://doi.org/10.1080/23311975.2023.2249559
https://doi.org/10.1287/orsc.1120.0795
https://doi.org/10.5465/amj.2013.0660
https://doi.org/10.3389/fpsyg.2017.01115
https://doi.org/10.1177/0149206316688941
https://doi.org/10.1108/LODJ-03-2017-0056

