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 Abstract 
 

The purpose of this study sought to determine the impact of shared leadership perceived by organizational 

members on team effectiveness and team learning behavior. For this purpose, the results of the empirical 

analysis of 206 organizational members are as follows. First, shared leadership was analyzed to improve team 

effectiveness. Second, shared leadership had a positive effect on team learning behavior. Third, team learning 

behavior was statistically significantly analyzed for team effectiveness. This study confirmed the importance 

of shared leadership, which has a positive impact on team effectiveness and team learning behavior. This may 

require building a new culture that can demonstrate the inherent leadership of organizational members in the 

influence relationship between shared leadership, team effectiveness, and team learning behavior. In other 

words, in order to systematically demonstrate and implement shared leadership, the execution ability of 

executives, managers, and working-level managers is important. To this end, it is necessary to build an 

organizational culture that matches the characteristics of the organization and develop and continuously 

implement human resource development systems and programs that can implement this. 
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1. INTRODUCTION 

 Recently, it has become complex and rapidly changing due to the rapidly changing global market, 

technological uncertainty, and competitive dynamics. In the modern management environment, organizational 

performance is created by exercising knowledge and inherent capabilities, which are intangible resources that 

have a significant direct or indirect impact on organizational operation and management [1]. People with 

leadership can contribute to the advancement of sustainable management based on the growth and development 

of the organization. In order to advance the organization's sustainable management, a new organizational 

culture must be implemented in which members can independently create innovative behavior and 

organizational performance [2]. Based on the systematic exercise of leadership, organizations must prepare 

various strategies in terms of human resource development so that members can more actively participate in 
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activities that can positively change the organization [3]. Leadership requires new leadership and leader 

capabilities suitable for changes in the management environment and organizational members who desire 

horizontal job autonomy [4]. The importance of horizontal shared leadership, in which team members take the 

lead as leaders rather than relying on the leadership of an external leader to perform their duties, is being 

presented. Shared leadership is characterized by the emergence of an informal leader who disperses influence 

within the team, forms a relationship of trust with members, and shares vision, responsibility, and authority 

[5]. In other words, shared leadership is leadership that maximizes team effectiveness by exerting mutual 

influence among members [6]. However, the reality is that there is a lack of actual research on the causal 

relationship of shared leadership. Accordingly, this study sought to confirm the impact of shared leadership, 

which is the actual implementer of team performance and is recognized by members of the organization 

implementing it, on team learning behavior and team effectiveness. In other words, we aim to provide 

additional theoretical and practical implications for shared leadership through empirical analysis of the 

correlations and influence relationships between variables. 

 

2. THEORETICAL BACKGROUND 

2.1 Relationship between Shared Leadership and Team Effectiveness 

Shared leadership is attracting attention based on the importance of relationships not only between team 

leaders but also between organizational members and collaborators [7]. Shared leadership is a phenomenon of 

an interactive influence relationship that encourages team members to contribute to achieving group goals by 

encouraging them to cooperate with each other to perform leadership functions and accept the leadership of 

colleagues [8]. Shared leadership is a type of leadership in which leadership roles appear collectively, 

communication between members is key, and vertical leadership and horizontal leadership are complementary 

[9]. In other words, shared leadership is an independent process in which organizational members provide 

mutual support and share information to achieve organizational and individual goals [4]. Meanwhile, team 

effectiveness is the productivity created by the team and is the result of members' actions to achieve a common 

goal [10]. Team effectiveness includes team performance as well as the quality of team performance perceived 

by team members and the degree of satisfaction with individual members' needs [11]. Team effectiveness is a 

perspective that simultaneously represents an attitude indicating team commitment and a subjective 

perspective on team performance [12]. In other words, team effectiveness is the degree to which team members 

perceive productive performance through satisfaction with the team. This emphasizes team effectiveness, 

which is the result of various implementation activities to improve organizational effectiveness in order to 

achieve the organization's management goals [13]. Shared leadership has a positive impact on improving team 

effectiveness, which is a team performance [14], and promotes team interaction and socialization, which 

promotes information sharing among team members and improves participation. Effectiveness can be 

increased [15]. In other words, shared leadership has a significant impact on team performance [16]. In a study 

targeting organizational members in the construction industry, shared leadership showed a significant effect 

on team effectiveness [17]. In the impact of shared leadership and organizational citizenship behavior on team 

effectiveness, shared leadership had a positive effect on team effectiveness [18]. In addition, in terms of the 

impact of shared leadership on team effectiveness through team learning behavior, shared leadership was 

analyzed to be statistically significant on team effectiveness [19]. Accordingly, this study established the 

following hypothesis based on the results of previous research. 

 

Hypothesis 1. Shared leadership will have a significant positive effect on team effectiveness. 
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2.2 Relationship between Shared Leadership and Team Learning Behavior 

Shared leadership is when team members take the lead and exercise leadership and carry out their roles [20]. 

Shared leadership is collective leadership in which members of an organization collectively exert influence on 

each other through interaction [21]. In other words, shared leadership is a relationship in which information 

sharing, advice, and support are provided to each other within a team [22]. Team learning behavior is a core 

behavior in which team members learn new knowledge, skills, and work methods through active interaction, 

and is an essential element that transforms members’ knowledge and experience into team knowledge [23]. 

Team learning behavior is behavior that can improve outcomes at the individual, group, and organizational 

levels through team learning [24]. Team learning behavior is the process by which team members adapt to an 

uncertain environment, continuously improve performance and processes, and discover new ways to achieve 

the team's goals [25]. Major prior studies on shared leadership and team learning behavior are as follows. In a 

study targeting medical professionals and workers in the Jeon-nam region, shared leadership showed a positive 

effect on team learning activities [19]. Positive results were shown in team learning, a high-level learning 

behavior created based on shared leadership [26]. In a study on the antecedents of shared leadership and its 

effectiveness, it was empirically analyzed that shared leadership is leadership that causes team learning 

behavior in the process of creating team performance [27]. In terms of the impact of shared leadership in R&D 

project teams on team creativity, shared leadership showed a positive effect on team learning [28]. Accordingly, 

this study established the following hypothesis based on the results of previous research. 

 

Hypothesis 2. Shared leadership will have a significant positive effect on team learning behavior. 

 

2.3 Relationship between Team Learning Behavior and Team Effectiveness. 

Team learning activities are the activities of organizational members raising issues with each other, asking 

questions, trying things from different perspectives, evaluating alternatives, and reflecting on the past [23]. In 

other words, team learning behavior is when team members apply knowledge experimentally to achieve results, 

improve task performance, and adapt to environmental changes. In addition, it refers to a series of activities 

that improve existing task performance methods and encode newly acquired knowledge through reflective 

communication [29]. Team effectiveness is the degree to which team members are overall satisfied with the 

team and perceive productive performance. This is a sense of competency and satisfaction at the individual 

and group level for improving team performance and successfully performing tasks [10]. Team effectiveness 

can be expressed in operational efficiency, quality of work, innovation, and schedule compliance [30]. In other 

words, team effectiveness is the specific performance of the team and is called ‘team effectiveness’ or ‘team 

performance’ [31]. Meanwhile, research on the impact of team learning activities on team effectiveness is as 

follows. In the mediating effect of shared mental model in the relationship between team learning behavior 

and team effectiveness in college classes for college students, team learning behavior acted as a positive factor 

in team effectiveness [32]. It was said that team learning behavior directly affects organizational members' 

independent team learning and cooperation activities within the team, and consequently affects team 

performance and team member satisfaction [33]. In addition, we empirically analyzed that team learning 

activities are activated and team effectiveness is improved [19, 34]. This study established Hypothesis 3 as 

follows based on the results of previous research. 

 

Hypothesis 3. Team learning activities will have a significant positive impact on team effectiveness.  
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3. RESEARCH METHOD 

3.1 Research Model and Organizational Definition 

This study established a research model as shown in Figure 1 to confirm the influence of shared leadership 

perceived by organizational members on team learning behavior and team effectiveness. 

 

                                   

 

 

 

Figure 1. Research model 
 

Meanwhile, the organizational definition of each variable in the research model was defined as follows 

based on previous research results. First, shared leadership was defined as a behavioral process in which 

organizational members independently demonstrate leadership through mutual support and information 

sharing. In addition, shared leadership was applied by modifying and supplementing questions that had been 

empirically verified in previous studies [4, 19-20] to fit the research purpose. In other words, it was measured 

with a total of 20 questions on four subfactors: planning and organizing, problem solving, support and 

consideration, and development and mentoring. Second, team learning behavior was defined as an interactive 

activity in which team members solve problems, improve processes, and discover new methods to achieve 

team performance. In addition, team learning activities were measured with 6 questions by modifying passages 

empirically applied from previous researchers' research results [19, 35-36]. Third, team effectiveness was 

defined as the performance shown by team members through work performance based on the research results 

of previous researchers. To measure this, 5 questions verified in previous research results [19, 37-38] were 

modified and used to suit the study. Meanwhile, the passage for each variable was structured so that 

respondents could select based on a 5-point Likert scale (1: not at all, 3: neutral, 5: very much). 

 

3.2 The Data Collection and Analysis Methods 

In order to achieve the research goal, this study conducted empirical analysis to verify the hypotheses set 

according to the research model. In other words, of the 280 copies collected from July 17 to 28, 2023 for 

organizational members working at the company, 206, excluding 17 insincere responses from 223 copies, were 

used in the final analysis. The program applied for empirical analysis was SPSS 24.0, a statistical package 

program. In other words, the research hypothesis set was empirically analyzed through frequency analysis, 

reliability and validity analysis, correlation analysis, and regression analysis methods, which are the general 

characteristics of respondents to the measurement tool. 

 

4. EMPIRICAL ANALYSIS 

4.1 Demographic General Characteristics 

The demographic characteristics of 206 parts of the sample group secured to achieve the purpose of this 

study are as follows. There are 148 men (71.8%) and 58 women (28.2%). Age was as follows: 93 people 

(45.1%) in their 40s, 67 people (32.5%) in their 30s, 28 people (13.6%) in their 50s or older, and 18 people 

(8.8%) in their 20s. Educational background: 118 people (57.3%) graduated from college, 82 people (39.8%) 

graduated from college, and 6 people (2.9%) graduated from graduate school or higher. The ranks were 

analyzed as follows: 74 people (35.9%) below assistant manager, 57 people (27.7%) manager, 47 people 

Team Learning 

Behavior 

Shared Leadership  Team effectiveness 
H2

2 

H3 

H1 
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(22.8%) assistant manager, and 28 people (13.6%) above manager. Meanwhile, the number of years of service 

was distributed as follows: 46 people (22.3%) with less than 5 years, 85 people (41.3%) with less than 10 years, 

48 people (23.3%) with less than 15 years, and 27 people (13.1%) with more than 15 years. 

4.2 Reliability and Validity, Correlation Analysis  

Reliability analysis and exploratory factor analysis were conducted to verify the reliability and validity of 

each construct concept for the variables applied in this study. In factor analysis, only factors with factor 

loadings of 0.5 or more and eigenvalues of 1.0 or more were analyzed. As a result of the reliability analysis, 

Cronbach's ⍺ coefficients were .827 (planning and organizing), .822 (problem solving), .801 (support and 

consideration), .878 (development and mentoring), .833 (team learning behavior), .913 (team effectiveness) 

and is analyzed to have internal consistency among measurement items. Additionally, as a result of factor 

analysis, factors with an eigenvalue of 1.0 or higher were extracted. In particular, the KMO (Kaiser-Meyer-

Olkin) value, which indicates the degree to which the correlation between variables is explained by other 

variables, was high at .918. In addition, Bartlett's test of sphericity, which indicates the suitability of factor 

analysis, is χ²=3,269.495 and the probability of significance is p<.001, which means that the use of factor 

analysis is appropriate and a common factor exists. Meanwhile, Pearson's correlation analysis was conducted 

to confirm the relationship between the main variables of this study: planning and organization, problem 

solving, support and consideration, development and mentoring, team learning behavior, and team 

effectiveness. As shown in <Table 1>, the correlation analysis results showed that the average value of each 

variable was over .285. In other words, the correlation coefficients all show positive (+) values, showing that 

the research hypothesis and direction of this study are somewhat similar. 

 

Table 1. Correlation analysis 

division 1 2 3 4 5 6 

Planning and Organizing 1      

problem solving .611*** 1     

support and 
consideration 

.455*** .396*** 1    

Development and 
Mentoring 

.403*** .421*** .511*** 1   

team learning behavior .526*** .506*** .309*** .344*** 1  

team effectiveness .509*** .516*** .285*** .329*** .613*** 1 

*p<.05, **p<.01, ***p<.001 

 

4.3 Hypothesis Verification 

In order to achieve the research purpose of this study, the verification results of the research hypothesis 

established according to the research model are presented as follows. First, hypothesis 1 is the relationship 

between shared leadership and team effectiveness. In other words, to examine the impact of shared leadership 

on team effectiveness, a regression analysis was conducted with planning and organization, problem solving, 

support and consideration, development and mentoring as independent variables and team effectiveness as the 

dependent variable. In other words, as a result of regression analysis to verify Hypothesis 1, the regression 

model produced statistically significant results as shown in <Table 2> (F=49.987, p<.001). 

 



International Journal of Advanced Smart Convergence Vol.13 No.1 152-161 (2024)                                 157 

 

Table 2. Relationship between shared leadership and team effectiveness 

dependent 
variable 

independent 
variable 

B S.E β t p VIF 

team 
effectiveness 

(constant) 1.297 .221  5.909*** .000  

Planning and 
Organizing 

.297 .056 .296 5.327*** .000 1.783 

problem solving .269 .054 .271 4.949*** .000 1.702 

support and 
consideration 

.233 .053 .234 4.662*** .000 1.692 

Development 
and Mentoring 

.174 .052 .172 3.414**8 .000 1.481 

F=49.987(p<.001), R²=.341, adj R²=.337, D-W=1.725 

*p<.05, **p<.01, ***p<.001 

 

The Durbin Watson (D-W) statistic between the independent variables was 1.733, a value close to 2, so it 

was determined that there was no particular problem with the assumption of independence of the residuals. In 

addition, the variance inflation factor (VIF) is all analyzed to be less than 10, so there appears to be no 

multicollinearity problem. In other words, among the sub-factors of shared leadership, the factors that have a 

significant positive influence on team effectiveness are planning and organizing (β=.296, t=5.329, p<.001) and 

problem solving (β=.271). , t=4.952, p<.001), support and consideration (β=.234, t=3.416, p<.001), and 

development and mentoring (β=.198, t=3.837, p<.01). appear. Therefore, Hypothesis 1, shared leadership, was 

analyzed and adopted as statistically significant for team effectiveness. This is in line with previous research 

results [14-19] was supported. In other words, as shared leadership improves team effectiveness, the 

importance of establishing a system and culture that can enable shared leadership has emerged. 

Second, this is the verification result of Hypothesis 2, which is the relationship between shared leadership 

and team learning behavior. In other words, in order to verify how shared leadership affects team learning 

behavior, planning and organizing, problem solving, support and consideration, development and mentoring 

were set as independent variables and team learning behavior was set as the dependent variable, and regression 

analysis was performed as follows. As shown in <Table 3>, the regression model was statistically significant 

(F=57.107, p<.001), and the explanatory power of the regression model was approximately 26.9% (adjusted 

R² was 26.1%), sufficiently explaining the regression model. In addition, the Durbin Watson (D-W) statistic 

is 1.995, which is close to 2, so it can be said that the multicollinearity problem and independence of residuals 

have been secured. Therefore, Hypothesis 2, shared leadership, was adopted as it showed a positive effect on 

team learning behavior. In other words, among the sub-factors of shared leadership, the factors that have a 

statistically significant impact on team learning behavior are planning and organizing (β=.371, t=6.879, p<.001) 

and problem solving (β=.253, t =4.251, p<.001), support and consideration (β=.324, t=6.073, p<.001), and 

development and mentoring (β=.392, t=7,381 p<.001). These results supported previous research results [19, 

26-28]. This indicates that the more shared leadership is improved, the better team learning behavior is, 

emphasizing the importance of shared leadership for improving team learning behavior. 
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Table 3. Relationship between shared leadership and team learning behavior 

dependent 
variable 

independent 
variable 

B S.E β t p VIF 

team learning 
behavior 

(constant) 1.284 .207  6.185 .000  

Planning and 
Organizing 

.358 .052 .371 6.879 .000 1.783 

problem solving .243 .051 .253 4.251 .000 1.702 

support and 
consideration 

.304 .052 .324 6.073 .000 1.692 

Development 
and Mentoring 

.390 .051 .392 7.381 .000 1.481 

F=57.107(p<.000), R²=.269, adj R²=.261, D-W=1.995 

*p<.05, **p<.01, ***p<.001 

 

Third, this is the verification result of hypothesis 3, the relationship between team learning behavior and 

team effectiveness. In other words, in order to verify the influence relationship between team learning behavior 

and team effectiveness, a regression analysis was conducted with team learning behavior as an independent 

variable and team effectiveness as a dependent variable. The results are shown in <Table 4>.  

 

Table 4. Relationship between team learning behavior and team effectiveness 

dependent 
variable 

independent 
variable 

B S.E β t p VIF 

team 
effectiveness 

(constant) 1.553 .167  9.179*** .000  

team learning 
behavior 

.627 .042 .613 15.297*** .000 1.000 

F=233.88(p<.000), R²=.374, adj R²=.371, D-W=1.754 

*p<.05, **p<.01, ***p<.001 

 

As shown in <Table 4>, the regression model yielded statistically significant results (F=233.88, p<.001), 

and the explanatory power of the regression model was 37.4% (adjusted R²=.371). The Durbin Watson (D-W) 

statistic is 1.754, which is close to 2, so it can be said that the independence of the residuals has been secured. 

In addition, the variance inflation factors (VIF) were all below 10, so it was determined that there was no 

multicollinearity problem. In other words, the results of the empirical analysis of Hypothesis 3 showed that 

team learning behavior had a positive effect on team effectiveness (β=.613, t=15.297, p<.001). These results 

were the same as previous studies [19, 32-34]. This can be said to confirm that the team learning behavior of 

members in an organization has a positive effect on team effectiveness. Therefore, Hypothesis 3 was accepted. 

 

5. CONCLUSION 

This study sought to verify the effect of shared leadership on team effectiveness and team academic 

behavior. To verify this, the results of an empirical analysis using 206 organizational members working in the 

manufacturing industry as a research sample are as follows. First, shared leadership had a positive effect on 

team effectiveness, so Hypothesis 1 was accepted. Second, shared leadership was analyzed to be statistically 

significant in team learning behavior, and Hypothesis 2 was accepted. Third, team learning behavior was 

shown to improve team effectiveness, so Hypothesis 3 was accepted. The main theoretical implication revealed 

through these research results is that it provides additional academic theory on the impact of shared leadership 
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on team effectiveness and team learning behavior. Meanwhile, the practical implications are as follows. This 

aspect suggests the importance of shared leadership to improve team effectiveness and team learning behavior 

of organizational members, which are the source of organizational competitiveness. In addition, there is a need 

to build a new organizational culture that can demonstrate qualitative shared leadership among organizational 

members and to re-establish systems and training systems that can demonstrate this. To this end, it is believed 

that the organization's executives, managers, and working-level managers should once again confirm the 

importance of shared leadership and make continuous and systematic efforts to establish shared leadership that 

matches the characteristics of the organization. In particular, what differentiates this research paper from 

previous research is that it presents new research results in the insufficient research on the positive relationship 

between shared leadership and team effectiveness and team learning behavior. Despite these research results, 

it is considered difficult to generalize the results of this study as the results were limited to a specific 

organization. Accordingly, it is expected that future research will be able to expand the scope of the study to 

various organizations and derive systematic and reasonable measures to help form shared leadership. 

 

REFERENCES 

[1] Yoon, J., Kim, Y. J., Vonortas, N. S., & Han, S. W.(2019), “A moderated mediation model of technology 

road mapping and innovation: The roles of corporate foresight and organizational support,” Journal of 

Engineering and Technology Management, 52, 61-73. https://doi.org/10.1016/j.jengtecman.2017.10.002. 

[2] Moon-jun Kim (2022), “The Effect of Organizational Culture on Innovation Activities and Organizational 

Effectiveness,” International Journal of Advanced Culture Technology, 10(3), 93-103. 

https://www.earticle.net/Article/A417921. 

[3] Markovic, R. M. (2008), “Managing organizational change and culture in the age of globalization,” Journal 

of Business Economics and Management, 9(1), 3-11. https://doi.org/10.3846/1611-1699.2008.9.3-11. 

[4] Moon Jun Kim & Chang Chul-in (2022), “The Effect of Shared Leadership on Positive Psychological 

Capital and Organizational Commitment,” Korean Review of Corporation Management, 13(2), 183-205. 

10.20434/KRICM.2022.05.13.2.183. 

[5] Carson, J. B., & Tesluk, P. E. & Marrone, J. A. (2007), “Shared leadership in teams: An investigation of 

antecedent conditions and performance,” Academy of Management Journal, 50(5), 1217-1234. 

https://doi.org/10.2307/20159921. 

[6] Ensley, M. D., Hmieleski, K. M., & Pearce, C. L. (2006), “The importance of vertical and shared leadership 

within new venture top management teams: Implications for the performance of startups,” The Leadership 

Quarterly, 17(3), 217-231. https://doi.org/10.1016/j.leaqua.2006.02.002. 

[7] Yukl, G. A., & Becker, W. S. (2006), “Effective empowerment in organizations,” Organization 

Management Journal, 3(3), 210-231. DOI:10.1057/omj.2006.20. 

[8] Aubé, C., Rousseau, V., & Brunelle, E. (2018), “Flow experience in teams: The role of shared leadership,” 

Journal of Occupational Health Psychology, 23(2), 198–206. DOI: 10.1037/ocp0000071. 

[9] Pearce, C. L., Conger, J. A., & Locke, E. A. (2007), “Shared leadership theory,” The Leadership Quarterly, 

18(3), 281-288. https://doi.org/10.1016/j.leaqua.2007.03.009. 

[10] Cohen, S. G., & Bailey, D. E. (1997), “What makes teams work: Group effectiveness research from the 

shop floor to the executive suite,” Journal of Management, 23(3), 239-290.  

https://doi.org/10.1177/014920639702300303. 

[11] Hackman, R. (Ed.). (1990), “Groups that work (and those that don't): Creating conditions for effective 

teamwork” San Francisco: Jossey-Bass. 

[12] Janz, B. D., Colquitt, J. A., & Noe, R. A. (1997), “Knowledge worker team effectiveness: The role of 



 160 The Effect of Shared Leadership perceived by organizational members on Team Learning Behavior and Team Effectiveness 

 

autonomy, interdependence, team development and contextual support variables,” Personnel Psychology, 

50(4), 877-904.  https://doi.org/10.1111/j.1744-6570.1997.tb01486.x. 

[13] Sangeetha, P., & Kumaran, S.(2018), “Impact of shared leadership on cross functional team effectiveness 

and performance with respect to manufacturing companies,” Journal of Management Research, 18(1),44-

55. 

[14] Day, D. V., Gronn, P., & Salas, E. (2004), “Leadership capacity in teams,” The Leadership Quarterly, 

15(6), 857-880. https://doi.org/10.1016/j.leaqua.2004.09.001. 

[15] Yeatts, D. E., & Hyten, C. (1998), “High-performing self-managed work teams: A comparison of theory 

to practice,” California: Sage. 

[16] Bergman, J. Z., Rentsch, J. R., Small, E. E., Davenport, S. W., & Bergman, S. M. (2012), “The shared 

leadership process in decision making teams,” Journal of Managerial Psychology, 152(1), 17-42.  

http://dx.doi.org/10.1080/00224545.2010.538763. 

[17] Kim, Mi-Sung, Han, Tae Young & Choi, Soo-il (2014), “The Effects of Transformational & Shared 

Leadership on Team Effectiveness: Tests of Mediator & Moderator based on IMO Model,” Korean 

Management Consulting Review, 14(4), 135-150.  https://www.earticle.net/Article/A23672. 

[18] Huh, Yoon Jung, Jung, Kisoo & Kim, Jean Hyu (2019), “The Effects of Shared Leadership and 

Organizational Citizenship Behavior on Team Effectiveness,” The Journal of Lifelong Education and HRD, 

15(2), 229-251. 10.35637/klehrd.2019.15.2.010. 

[19] Kim Eun-ja (2023), “The Effect of Shared Leadership on Team Effectiveness through Team Learning 

Behavir: Focusing on the Causality of Task Conflict and Relationship Conflic,” Major in Business 

Administration Graduate School of Mokpo National University.  

[20] Hiller, N. J., Day, D. V., & Vance, R. J. (2006), “Collective enactment of leadership roles and team 

effectiveness: A field study,” The Leadership Quarterly, 17(4), 387-397. 

DOI:10.1016/j.leaqua.2006.04.004 

[21] House, R. J., & Aditya, R. N. (1997), “The social scientific study of leadership Quo vadis? ,” Journal of 

Management, 23(3), 409-473. DOI: 10.4236/acs.2015.52009. 

[22] Park, Tae Ju(2020), “Shared leadership of hotel corporation influencing intrinsic job 

motivation :Organizational conflict and cynicism as intervening variables,” Department of Hospitality & 

Tourism Management The Graduate School Sejong University 

[23] Gibson, C., & Vermeulen, F. (2003), “A healthy divide: Subgroups as a stimulus for team learning 

behavior,” Administrative Science Quarterly, 48(2), 202-239. https://doi.org/10.2307/3556657. 

[24] Decuyper, S., F., Dochy, & P., Van den Bossche, (2010), “Grasping the dynamic complexity of team 

learning: An integrative model for effective team learning in organizations,” Educational Research Review, 

5(2),111-133. https://doi.org/10.1016/j.edurev.2010.02.002. 

[25] Bunderson, J. S., & Sutcliffe, K. M. (2003), “Management team learning orientation and business unit 

performance,” Journal of Applied Psychology, 88(3), 552.  

https://doi.apa.org/doi/10.1037/0021-9010.88.3.552 

[26] Brodbeck, F. C., & Greitemeyer, T. (2000), “A dynamic model of group performance: Considering the 

group members' capacity to learn,” Group Processes & Intergroup Relations, 3, 159-182.  

DOI:10.1177/1368430200003002004. 

[27] Kim, Moonjoo & Jeong, Yejee (2016), “Antecedents and Effects of Shared Leadership on Team Learning 

Behavior and Team Performance,” Korean Corporation Management Review, 23(6), 145-168.  

[28] Seung oh Hwan (2020), “The effect of shared leadership on team creativity in R&D project team: The 

mediating effects of team efficacy, team-based learning and team trust,” Department of Business 



International Journal of Advanced Smart Convergence Vol.13 No.1 152-161 (2024)                                 161 

 

Administration Graduate School Dankook University. 

[29] Lee, Eunpyo & Kim, Jinmo (2018), “The relationship among learning behavior, diversity, task conflict, 

and trustworthiness of teams in large corporations,” The Korean Journal of Human Resource Development 

Quarterly, 220(3), 231-263. 10.18211/KJHRDQ.2018.20.3.009 

[30] Ainoya, N. (2004), “Demographic diversity, team process, and team performance: Assessing moderator 

effects of cognitive conflict management practices and task interdependence (Unpublished Doctoral 

Dissertation),” University of Southern California, CA. 

[31] Olson, A. M. (2000), “A theory and taxonomy of individual team member performance (Unpublished 

Doctoral Dissertation),” University of Minnesota, MN.  

[32] Myong-Nam JUN (2014), “The Mediating Effect of Team Shared Mental Model in the Relationship 

between Team Learning Behavior and Team Effectiveness in the College Classroom,” The Journal of 

Training and Development, 28.93-122. UCI: G704-SER000002289.2014..28.001. 

[33] Argote, L., Gruenfeld, D., & Naquin, C. (2001), “Group learning in organizations. In Groups at work: 

Theory and research,” 369-411. Mahwah, NJ, US: Lawrence Erlbaum Associates Publishers.  

DOI: 10.4236/am.2017.812125. 

[34] Hun-Joon Park, Jong-Keon Lee & Sang-Hyeon Sung (2004), “The Effects of Team Learning on Team 

Performance: The Case of Korean Project Teams,” Korean Journal of Management, 12, 41-66.  

UCI : G704-000359.2004.12.special issue.002. 

[35] Bresó, I., Gracia, F. J., Latorre, F., & Peiró, J. M. (2008), “Development and validation of the Team 

Learningng Questionnaire” Comportamento Organizacional e Gestão, 14(2), 145-160.  

DOI: 10.4236/ajps.2019.103030 

[36] Tae-Yeon Kim & LEE, CHAN (2011), “The Mediating Effect of Transactive Memory in the Relationship 

between Learning Behaviors and Effectiveness of Teams in Large Corporations,” Journal of Agricultural 

Education and Human Resource Development, 43(1), 163-184. DOI : 10.23840/agehrd.2011.43.1.163 

[37] Bishop, J. W., Scott, K. D., & Burroughs, S. M. (2000), “Support, commitment, and employee outcomes 

in a team environment,” Journal of Management, 26(6), DOI:10.1016/S0149-2063(00)00083-0. 

[38] Lee, Myung H (2021), “The Relationship between Team Leader’s Facilitation Competency and Team 

Effectiveness: Mediating Effect of Psychological Safety and Shared Leadership,” Multi-Group Analysis 

across Organizational Culture Type, Dept. of Lifelong Learning Graduate School of Hanyang University. 

 




