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Abstract

The purpose of this study is to examine the relationship between collective leadership and
employee’s work engagement and psychological empowerment. This study tested the impact of
collective leadership on employee’s work engagement and the mediating role of psychological
empowerment between the two variables. And also, this study tested moderating role of
self-efficacy between psychological empowerment and work engagement. A total of 237
employees in 7 companies in South Korea participated in this study. The SPSS 21.0 and
M-Plus6 statistical programs were used in this study to analyze and statistically process the
collected survey data. The result showed that collective leadership positively influence
employee’s work engagement and psychological empowerment works as mediator in the
relationship between collective leadership and employee’s work engagement. This results means
that collective leadership is a crucial factor to facilitate employee’s psychological empowerment
toward employee’s work engagement. Self-efficacy had moderating effect between psychological
empowerment and work engagement. Finally, theoretical and practical implications of the study
results have been discussed along with limitations and future direction of the study.
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I. INTRODUCTION

The fundamental nature of the organization is
rapidly changing. As organizational members are
specialized and the

knowledge workers is increased due to the

interconnectivity — among

globalization and digitalization, jobs are organized by
team units, and knowledge and information are
distributed to the top and bottom according to the
hierarchy of the organization. Such changes suggest
an important influence on leadership[1]. Especially,
mnovation and adaptation capability is becoming
important as the team system spreads within an
organization[2], and new problems to face emerges
faster and complex[3] (Friedrich, Mumford, Vessey
Beeler, & Eubank, 2010). As today, the management
environment rapidly changes and the issues within
the organization are getting more complex, solving
the issues by the leader alone is limited.
Nevertheless, the dominant approach to leadership
research had been tending to find all aspects of the
leadership role within a team from a single individual
until the early 2000s. Recently, transition of paradigm
in leadership research is occurring. The focus of
leadership research is moving from understanding
behaviors or interactions of the leaders to newly
emerging, unofficial, and dynamic leadership carried
out by many members[1]. In addition, it is recognized
as an essential competence to cope with complex
workplaces where the collective leadership by the
main bodies sharing leadership role through official
and unofficial relationships with multiple individuals
are increasing every day[4]. The work engagement in
which a member is in completely immersed state in
one’s own role through the intrinsic motivation is the
topic most actively discussed in HR field, especially in
consulting businesses and corporate workplaces, and

it has been contended that the corporates in the

advanced countries including the US recognize the
work engagement of the members of the organization
as an important agent that increases the
competitiveness of the corporate, and the work
engagement predicts members’ achievements and the
success of the organization, and the financial
performance of the company such as stockholders’
earnings[5]). Recently, some major corporates even in
South Korea regularly measure the work engagement
of employees, and cases of making various efforts to
increase the work engagement or using the level of
members’ work engagement as an important item for
the leadership evaluation are increasing[6]. This study
has the following research questions. First, what is
the relationship between collective leadership and
work engagement in a team? Second, what variables
mediate the relationship between collective leadership
and work engagement? Third, which variables
moderate the effect of psychological empowerment on
work engagement? And, the purpose of the present
study is to investigate the influence of the collective
leadership on the work engagement of the members
with the focus given to the mediating effects of
psychological empowerment and the moderating
effect of self-efficacy. Accordingly, Based on the
above research questions and research objectives, the
present study will attempt to find out the effect of
collective leadership on the work engagement of the
members. First, the effect of the collective leadership
on the psychological empowerment of the members
will be investigated, and its effect on the work
engagement of the members as an attitude toward
work will be verified. In addition, the relationships
among collective leadership, psychological
empowerment, self-efficacy, and work engagement
will be empirically investigated, and theoretical and
practical implications will be provided through the

investigation.
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Il. THEORETICAL BACKGROUND

1. Collective Leadership

Complexity theory implies approaches that focus on
flatter, more flexible organizations, rather than
top—down, command-and-control styles of
management(7]. Pearce (2004) argued that as the
complexity of work increases, the probability of a
specific individual becomes an expert in all elements
of work becomes lower. A complex organization
needs leadership in all stages, and accordingly, such
an organization cannot rely on one individual for all
leadership and knowledge to run efficiently (Pearce &
Conger, 2003). Instead, collective leadership where all
members are actively participating in creating the
leadership is needed.

The definition of collective leadership is a dynamic
leadership process in which a defined leader, or set of
leaders, selectively utilize skills and expertise within
a network, effectively distributing elements of the
leadership role as the situation at hand requires[10].
First of all, attention should be given to the fact that
there are multiple individuals in defining the
leadership. Gronn[11] discusses “one individual, an
aggregate of separate individuals, sets of small
Pearce and Conger
(2003)[12] refer “individuals and groups’, and Hiller et
al. (2006)[13] discuss multiple “team members.” The

second aspect of collective leadership stems from the

numbers of individuals”,

fact that leadership serves multiple collective
functions or roles. Mayo et al[l4] used the
transactional and  transformational leadership
framework, describing collective leadership as
multiple members of the group engaging in
contingent reward, management by exception,
charisma, individualized consideration, and intellectual
stimulation behaviors. Hiller et al.[13] presented a

four-type classification system that includes planning

and organizing, problem-solving, support and
consideration, and developing and mentoring. Hiller
and colleagues succeeded in expanding the dimension
of the collective leadership, but failed to expiscate its
structure. Nevertheless, the role provides a good
perspective for understanding the leadership activities
in a social group, and leadership includes complex
roles is generally agreed among scholars (e.g.,
Hollander[15]).
collective leadership, Friedrich et al.[10] suggested 55

propositions related to collective leadership processes

Among the recent research on

hereafter in research presented a framework to
understand collective leadership, and Contractor et al.
[1] presented a key concept on collective leadership
from the perspective of people, role, and time in a
structural pattern study. In addition, Cullen &
Yammarino[16] called for important ideas related to
official, unofficial, and collective leadership, and
leadership from the perspective of network in their
collective leadership and network approaches study
on leadership. Friedirch et al.[17] conducted a study
on the validity of core elements of collective
leadership through a study on the career of General
George C. Marshall. Friedrich, Griffith, & Mumford
presented communication, network development, and
leader/team exchange as three dimensions of
collective leadership in a study on collective
leadership behaviors.

2. Work Engagement

Work  engagement was first theoretically
conceptualized by Kahn[18]. Schaufli et al.[19] defined
work engagement as energetic, committed, and
absorbed mental attitude, and a positive and
achievement-oriented mindset related to work, and
stated that it has three sub-constructs of vigor,
dedication, and absorption. The most representative

model that theoretically explain work engagement is
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job  Demand-Resource(JD-R)  Model[20].  The
perspective of the job demand-resource model is that
all occupations have their unique specific elements
related to stress or motivation, and assumes those
elements are largely categorized into job demand and
job resource[20][21]. The job demand is the physical,
social, and organizational aspects of work and
demands members of continuous physical or mental
efforts, and they are work overload, time pressure,
role ambiguity, and difficult physical environment
related to a certain psychological cost such as
burnout. The job resource plays functional roles to
achieve not only work goals but also personal growth
and development or reduces physiological and
psychological costs incurred from the job demand and
work, and it means job control, development
opportunity, participation in decision making, process
diversity, and feedbackl[22]. And, the positive
relationship between job demand and job burnout, and
the positive relationship between job resource and
work engagement are proven through empirical
studies in various jobs and countries[21]. Christian et
al[23] studied the relationship between work
engagement and task and contextual performance and
presented job characteristics such as autonomy, task
variety, job complexity, work conditions, and
leadership, and dispositional characteristics as the
antecedent factors that influence work engagement.
Among those factors, the leader is the factor that
exerts the most important influence on the work
context, and the leader greatly influences how an
individual perceives the work he or she is performing.
Macey & Schneider[24] stated that if the leader
shows clear expectations, fair, and acknowledges
good outcome of the members, it will positively
influence the engagement that brings about a sense of

attachment to the work the members perform.

3. Psychological Empowerment

Psychological empowerment is defined as the
process of giving self-efficacy to the organizational
members by removing the situation causing a feeling
of helplessness through an official or unofficial
institutional device[25]. Thomas & Velthouse[26]
stated that psychological empowerment is a set of
perception reflecting an individual’s orientation on the
role, and it is an enhancement of intrinsic task
motivation  that  meaningfulness, competence,
influence, and choice are materialized. Spreitzer[27]
defined psychological empowerment as the experience
of intrinsic motivation based on perception related to
each individual’s role. In addition, Spreitzer[27] (1995)
proved that the four perceptual set of Thomas &
Velthouse i1s an appropriate concept to explain
renamed

psychological empowerment and

meaningfulness to meaning and choice to
self-determination. Spreitzer’s[27] four constructs of
meaning, competence, self-determination, and impact
are most widely used at present. Seibert et al.[28]
classified the

antecedents of psychological empowerment into

completed mata analysis and

individual propensity (positive self-evaluation and
human capital) and job characteristics. In addition, the
showed that
meaningfulness and self-determination are related to
core job characteristics[29]. Also, Spreitzer[30] stated

results of their meta—analysis

that supportive and trustworthy relationship with the
leader is an important antecedent factor. In addition,
Seibert and colleagues[28] note that leadership (in its
various forms) has been examined as an antecedent
of individual psychological empowerment more than
any other antecedent[31-34]. Therefore, leadership
can be considered to have a positive relationship with
Meanwhile,
according to Meyerson & Kline[35] individuals who

the  psychological — empowerment.

feel psychological empowerment are first, more
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satisfied with their work, second, more emotionally
committed, third, have low turnover intention, and
lastly show higher work performance than those with
lower psychological empowerment. In addition,
Bhatnagar[36], while examining the fields of
psychological empowerment, work engagement and
mnovation, found that psychological empowerment
affected work engagement and led to high innovation
and lower turnover intention. Psychological
empowerment was found to have strong predictive

power on work engagement and innovation.

4, Self-Efficacy

Self-efficacy is based on social cognitive theory,
which states that an individual’sbehavior is built by
observing and imitating behaviors of others or given
situations[37]. Bandural38] stated that self-efficacy
means having belief or confidence on one’s own job
performance competence needed to perform specific
tasks, and it affects individual’s choice of behavior,
strength of effort, and persistency. Self-efficacy is
different from efficacy, which is an actual ability to
achieve something. Self-efficacy is a belief in one’s
efficacy. In addition, self-efficacy is distinguished
from confidence. While confidence is the strength of
belief in a nonspecific situation and an assurance
without valid evidence, self-efficacy is definite in
both the level of competence and the strength of
belief[38]. Self-efficacy can be considered as a
perceived belief, which means one’s own judgment on
one's own competence, but not an objective
evaluation on competence[38]. He suggested four
elements of the experience of success, vicarious
experience, verbal persuasion, and emotional arousal
as the source for an individual to obtain self-efficacy
as stated above. In many studies, self-efficacy has
been proven to be a strong variable having the
moderating effect on the attitude and behavior of

members[39]. Judge et al.[40] found, within moderator
categories, there were several cases in which
self-efficacy made unique contributions  to
work-related performance in their study on
self-efficacy and work-related performance. Elias et
al[41] stated that self-efficacy beliefs are of great
importance  given  countless  studies  have
demonstrated positive correlations between efficacy
beliefs and any number of motivational and behavioral
outcomes in clinical, educational, and organizational
surroundings in their study the treatment of
self-efficacy among psychology and management
scholars. Chen et al[42] verified that self-efficacy
showed a moderating effect between supervisor’s
support and members’ intrinsic motivation in their
study on the relationship between supervisor support
and members’ innovative behavior. That is, it
signifies that if the member has low self-efficacy, the
effect of motivation also decreases even if the
supervisor’s support is increased. Such a research
result proves that self-efficacy is a moderating

variable for member’s attitude and behavior.

lll. RESEARCH HYPOTHESIS

The present study set up the following research
model to investigate the effects of collective
leadership, which is the new trend of leadership
suggested by Freidrich et al[l10][43], on work
engagement, which recently receives attention as an
attitude variable affecting human resource and
corporate performance, as discussed above in the
theoretical background focusing on the mediating
effect of psychological empowerment and the

moderating effect of self-efficacy[Figure 1].
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Figure 1. Conceptual Model of the Present Study

1. Collective Leadership and Work Engagement

Vogelgesnang et al[44] found out a positive

relationship  between  leader = communication
transparency and follower work engagement with
leader behavioral integrity as a mediator in a study on
the relationship between communication, which is one
of the construct of collective leadership, and work
engagement. In addition, Yammarino et al[45]
developed a measuring instrument for the collective
leadership construct and outcome variables based on
the collective leadership framework suggested by
Friedrich et al.[10] in their collective leadership study
on the United States Army. Here, job performance,
satisfaction, commitment, trust, innovation, which are
the outcomes of collective leadership, are similar to
the outcome variables of general leadership.
Meanwhile, Christian et al[23] presented job
characteristics, leadership and dispositional
characteristics as the antecedents that influence work
engagement in a study on antecedents and
consequences of work engagement. Among those
factors, the leader is the factor that exerts the most
important influence on the work engagement, and the
leader greatly influences how an individual perceives
the work he or she is performing. Macey &
Schneider[24] stated that if the leader shows clear
expectations, fair, and acknowledges good outcome of
the members, it will positively influence the
engagement that brings about a sense of attachment

to the work the members perform. Furthermore, if the

members trust the leader, they will feel psychological
safety and they will be more absorbed in their
work[19]. Graen & Scandural46] also stated that the
quality  of
leader-member exchange (LMX) will positively

leader-member  relationships  or
influence the emotions and attitudes of the members.
Yool47] empirically proved that the high level of
shared leadership, a similar concept to collective
leadership positively influence team work engagement
Putting these studies together, following hypothesis

can be set up.

Hi. Collective Leadership will be positively related

to work engagement.

2. Collective Leadership and Psychological
Empowerment
Spreitzer{30]
trustworthy

\empowerment of the organizational members. The

stated that a supportive and

relationship with leader is an

leader can increase meaningfulness by giving a value
to what the leader is doing to the organizational
members, increase impact by active participation of
the organizational members or giving them autonomy,
or increase self-efficacy (competence) of the
organizational members by providing them with role
model or constructive feedback[28]. In addition,
Seibert and colleagues[28] note that leadership (in its
various forms) has been examined as an antecedent
of individual psychological empowerment more than
antecedents[26][32-341[47], in their

meta—analysis on the studies of empowerment in the

any other

past 20 years, presented leadership, individual and
team characteristics, work design, organizational
support as the antecedents and performance and
affective reaction as the outcome. The psychological
empowerment essentially acts as a mediating

mechanism tying the antecedent conditions with
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work-related outcomes. Putting these studies

together, following hypothesis can be set up.

H2. Collective leadership will be positively related
to psychological empowerment.

3. Psychological Empowerment and Work
Engagement

According to Meyerson & Kline (2008) individuals
who feel psychological empowerment are first, more
satisfied with their work, second, more emotionally
committed, third, have low turnover intention, and
lastly show higher work performance than those with
Thomas &
Velthouse[26] proposed activity, focus, initiative,

lower psychological empowerment.

resilience, and flexibility as the results of the
psychological empowerment in terms of behavior.
Seibert et al[28]
meta-analysis on behavioral aspect (such as job

Recently, carried out a
satisfaction and organizational commitment) and
behavioral aspect (such as task performance and
organizational  citizenship  behavior) as  the
consequence variables of psychological empowerment
and found out they are positively related to
psychological empowerment. In addition, Bhatnagar
[36], while examining the fields of psychological
empowerment, work engagement and innovation,
found that psychological empowerment affected work
engagement and led to high innovation and lower
turnover intention. Psychological empowerment was
found to have strong predictive power on work
engagement and innovation. Based on the literature

review, the following hypothesis was established.

H3. Psychological empowerment will be positively

related to work engagement.

4. Mediating role of Psychological Empowerment

As discussed in the theoretical background above,
leadership was verified to be a meaningful antecedent
for the psychological empowerment more than any
other factors[28], and Bhatnagar[36] stated that the
psychological empowerment has a strong and
predictable influence on work engagement and
innovation. In addition, Maynard et al.[48], presented
leadership as the antecedent of the psychological
empowerment and affective reaction as the outcome
from their meta—analysis on the studies of
empowerment in the past 20 years. Collective
leadership is a dynamic leadership process that
allocates leadership role to the official leader or the
members who have expertise appropriate to the
problem situation. In collective leadership, the leader
encourages communication and exchange among the
members, emphasizes building of good relationships,
provides feedback, and emphasizes the necessity of
knowledge and information sharing. In addition, the
leader lets the members freely present their ideas and
opinions, delegates various tasks or responsibilities,
and also gives leadership role and authority to the
members[43]. Such words and deeds of the leader will
increase the psychological empowerment of the
members, and it will influence work engagement of
the members. In recent, Hwang and Kim[49] found
that psychological empowerment mediated the
relationship between the confirmed of boss and
organizational effectiveness. Based on the theoretical
implications of past studies, the following hypothesis
was established.

H4. Psychological empowerment will mediate the
relationship between collective leadership and

work engagement.

5. Moderating role of self—efficacy

Self-efficacy means having belief or confidence on
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one’s own job performance competence needed to
perform specific tasks, and it affects individual’s
choice of behavior, strength of effort, and persistency
[38]. Self-efficacy is distinguished from confidence.
While confidence is the strength of belief in a
nonspecific situation and an assurance without valid
evidence, self-efficacy is definite in both the level of
competence and the strength of belief[38]. In many
studies, self-efficacy has been proven to be a strong
variable having the moderating effect on the attitude
and behavior of members[39]. Kim[49] proved that
shared leadership has the moderating effect in the
shared
organizational citizenship behavior. It means the
stronger the shared leadership and the higher the

relationship  between leadership  and

self-efficacy, organizational citizenship behavior can
be enhanced. Chen et al.[42] verified that self-efficacy
showed a moderating effect between supervisor’s
support and members’ intrinsic motivation in their
study on the relationship between supervisor support
and members’ innovative behavior. That is, it
signifies that if the member has low self-efficacy, the
effect of motivation also decreases even if the
supervisor's support is increased. Such a research
result proves that self-efficacy is a moderating
variable for member’s attitude and behavior. Putting
together the results of the studies above, if
self-efficacy is high when the psychological
empowerment is high, the individual will engage in
work more, on the contrary, if self-efficacy is low, the
individual will engage in work less. Based on the
results and implications of existing studies, the

following hypothesis was established.

H5. Self-efficacy will moderate the relationship
between psychological empowerment and

work engagement.

IV. Methodology

For the present study, a survey was carried out on
office  workers of seven major corporates in
electricity, energy, and machinery. The survey was
conducted on employees who were in training
program in corporate training institute from June 27
to July 29, 2016. Excluding five questionnaires for
unanswered demographic items and 38 questionnaires
for insincere answers, a total of 280 questionnaires
were collected and 237 questionnaires were subjected
to statistical analysis. The demographic characteristics
were as follows. The gender distribution showed a
predominant male proportion with 206 male (86.9%)
and 31 female (131%), which showed the
characteristics of electricity, energy, and machinery
businesses. The age of the majority of participants
was in 30-40s, 179 (755%), while 58 participants
(245%) were in their 20s and 50s. In terms of
education, college graduates were most prevalent
with 177 people (74.7%), and the most prevalent team
size was 6-10 people (75 people, 31.6%6) followed by
21 people or more (66 people, 27.8%). Teams of 21
people or more appear to reflect the characteristics of
large team system of manufacturing and R&D teams.
The definition of collective leadership is a dynamic
leadership process in which a defined leader, or set of
leaders, selectively utilize skills and expertise within
a network, effectively distributing elements of the
leadership role as the situation at hand requires[10].
In the present study, 12 items questionnaire developed
by Friedrich et al.[43] was used to measure collective
leadership. Since the scale was used for the first time
in South Korea, the questionnaire was translated into
Korean by two foreign language education
mstitutions and supervised by a doctor in Industrial
Organizational Psychology. The collective leadership
measuring instrument by Friedrich et al. is composed
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of 12 items in three factors of communication,
leader-team exchange, and network development.
The measurements were on a five—point Likert scale.
Representative questionnaire items include “The
leader mentions giving feedback to followers, and
encouraging them to give feedback to him/her and
their teammates.”(Communication), “The leader
mentions delegating different tasks or responsibilities
to specific people or groups.”(Leader-team exchange),
“The leader mentions encouraging communication
and interaction between team members.”(Network
development). Schaufeli et al[l8] defined work
engagement as vigorous, dedicated, and absorbed
mental attitude, and a positive and achievement-
oriented mindset related to work, and stated that it
has three constructs of vigor, dedication, and
absorption. The most popular measuring tool related
to work engagement is the Utrecht Work
Engagement Scale (UWES)[18]. Schaufeli et al.[18]
defined work engagement as vigor, dedication, and
absorption, and measured each using three questions
for a total of nine questions. Examples of the
questionnaire are: “At my work, I feel bursting with
energy.”(Vigor), “I am enthusiastic about my job.
”(Dedication),
intensely.”(Absorption). Thomas & Velthouse[26]

“I feel happy when I am working

stated that psychological empowerment is a set of
perception reflecting an individual’s orientation on the
role, and it iS an enhancement of intrinsic task
motivation that meaningfulness, competence, impact,
and choice are materialized. Spreitzer(27] defined
psychological empowerment as the experience of
intrinsic motivation based on perception related to
each individual's role, and the four perceptual set of
Thomas & Velthouse[26] is an appropriate concept to
explain psychological empowerment and renamed
meaningfulness to meaning and choice to

self-determination. The measuring instrument by

Spteritzer[27] was used for the psychological
empowerment, and it is composed of 12 items in four
factors of meaning, competence, self-determination,
and impact. The measurements were on a five—point
Likert scale. Representative questionnaire items
include “What I am doing is very important to me.”
“I have confidence in my job competence.”
(competence), “I have the autonomy to determine how
I perform my tasks at work”(self-determination), “I
am very influential in my department.”(impact)
Bandural33] stated that self-efficacy means having
belief or confidence on one’s own job performance
competence needed to perform specific tasks, and it
affects individual’s choice of behavior, strength of
effort, and persistency. In addition, Bandura[38]
stated, on the ripple effect of the experience of
success, that differences in self-efficacy emerge
according to the three dimensions of the level of
self-efficacy, intensity, and generalization, and
suggested confidence, self-regulation efficacy, and
task preference as the composing elements. The
measuring instrument of Bandural38] was used, and
the measurements were on a five—point Likert scale.
Representative questionnaire items include “I believe
in myself.”(self-confidence), “I tend to plan ahead and
systematic in my work.”(self-regulatory efficacy), “I
like to stick to difficult or challenging tasks.”
(task—difficulty preference)

V. Results

1. Correlations and reliabilities

The correlations and reliabilities of each variable
are presented in [Table 1]. The correlation
coefficients among variables ranged from .325 to .584.
The results of reliability analysis showed that the

reliability coefficients for collective leadership were
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836, psychological empowerment was 871,
self-efficacy was .89, and work engagement was
835, The results indicate that all variables are

appropriate to be used for research purposes[51].

Table 1. Correlation and Reliability analysis

1 2 3 4
Collective Leadership (.886)
Psychological 348" (871)
empowerment i ]
Self efficacy 326" 557 (.896)
Work engagement 325% 584%™ 346%™ (835)

*EEn< 001, **p<01, *p=05

2. Confirmatory Factor Analysis

Structural equation models test the relationship
between the observed variable and latent variable.
Anderson & Gerbing[52] recommended to carefully
studying the goodness of fit of construct of the
variable before using the variables in the study.
Accordingly, the study tested the
uni-dimensionality of  the through
confirmatory factor analysis (CFA) by using M-Plus
6. To test the validity of the construct, y 2, TLIL CFJ,
RMSEA, and SRMR will be examined as the index of

concordance.

present

variables

2.1 Confirmatory factor analysis on collective
leadership

Collective leadership is composed of three
sub—factors of network development, communication,
and leader-team exchange, and there are a total of 12
measuring indices. The CFA results of collective
leadership on the 12 items show that the scale has a
good concordance index. As shown in [Table 2], the
values of CFI and TLI were either over or close to
90, and both SRMR and RMSEA had errors close to
05,

Table 2, Goodness of Fit Indices for collective

leadership
x2 Df CFI TLI SRMR RMSEA

collective
142699 51 920 8% 074 087
leadership

2.2 Confirmatory factor analysis on psychological
empowerment

Psychological empowerment is composed of four
sub-factors of meaning, competence,  self
determination, and impact, and there are a total of 12
measuring indices. The CFA results of psychological
empowerment on the 12 items show that the scale has
a superior concordance index. As shown in [Table 3],
the concordance indices CFT and TLI were .95 or
higher, which indicates superior concordance, and

both SRMR and RMSEA had errors close to .05.

Table 3. Goodness of Fit Indices for psychological
empowerment

x2 Df CFI TLI SRMR RMSEA

Psychological
01.885 50 972 963 055 059
empowenment

2.3 Confirmatory factor analysis on self—efficacy

Self-efficacy is composed of three sub—factors of

self-confidence,  self-regulatory  efficacy, and
task—difficulty preference, and there are a total of 15
measuring indices. The CFA results of self-efficacy
on the 15 items show that the scale has a good
concordance index. As shown in Table 4, the values
of CFI and TLI were close to .90, and both SRMR and

RMSEA had errors less than .10.

Table 4, Goodness of Fit Indices for self—efficacy
x2 Df CFI TLI SRME RMSEA

Self-
288446 87 870 .B43 069 .099
efficacy
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2.4 Confirmatory factor analysis for work
engagement

Work engagement is composed of three sub-factors
of vigor, dedication, and absorption, and there are a
total of 9 measuring indices. The CFA results of
work engagement on the 9 items show that the scale
has a superior concordance index. As shown in
[Table 5], the concordance indices CFI and TLI were
90 or higher, which indicates superior concordance,
and since SRMR was less than .05 even though
RMSEA was .10, the overall concordance index can

be considered superior.

Table 5. Goodness of Fit Indices for work engagement
x¥2 Df CFI TLI SRMRE RMSEA

Work
37.527 11 956 916 045 101
engagement

3. Main Analysis
HI. Collective Leadership will be positively related

to work engagement.

Before the hypothesis test, the relationship between
demographic control variables and work engagement
was examined. As shown in [Table 6], even though
the variance accounted for by the demographic
variables of work engagement for the overall model

was 8.7%, only position was statistically significant.

Table 6. The effects of demographic control
variables influencing work engagement

work engagement
B SE B t
" (Constant) 4445 0.574 7.744
Sex 0044 0119 0.027 0.369
Age 0.100 0.083 0.151 1212
Tenure -0.152 0.069 -0.360 -2213
Team members 0.025 0.027 0.061 0.924
Position -0.186 0.065 -0.418" -2852
JTob family 0.055 0.030 0119 1815
Education -0.075 0.061 -0.090 -1.221
R*=087, F=3114==
¥ 001, *Hp< 01, *p< 05

To test the hypothesis 1, which stated collective
leadership will be positively related to work
engagement, a hierarchical regression analysis was
performed.

As shown in [Table 7], in step 1, position variable,
which was statistically significant among the
demographic variables, was entered, and in step 2,
collective leadership was entered with position
variable among the demographic variables controlled.
As seen in the result, collective leadership was
directly influencing work engagement of members
even after the demographic variables were controlled
(AR .102), and it was statistically significant (B =
.320, p<.000). Therefore, hypothesis 1 was supported.

Table 7. Test of direct effect of collective leadership
on work engagement

work engagement

B SE B t
"1 Position -.097 028 -219  **=3430
R*= 048 F=11828***
r
2 Collective
e 5
teadership 338 064 320 5.306

R*=_150, F=20.674**

=p< 001, *p<.0l, *p<.05

H2 Collective leadership will be positively related
to psychological empowerment.

Before testing the hypothesis, the relationship

between  demographic  control  variables and
psychological empowerment was examined. As
shown in [Table 8], even though the variance
accounted for by the demographic variables of
psychological empowerment for the overall model
was 21.2%, only position was statistically significant.

To test the hypothesis 2, which stated collective
leadership will positively influence the psychological
empowerment, a hierarchical regression analysis was
performed. As shown in [Table 9], in step 1, position

variable, which was statistically significant among
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the demographic variables, was entered, and in step 2,
entered with the

demographic variables controlled. As seen in the

collective  leadership was
result, collective leadership was directly influencing
psychological empowerment of members even after
the demographic variables were controlled (AR .113),
and it was statistically significant (8 = .337, p<.000).
Therefore, hypothesis 2 was supported.

Table 8. The effects of demographic control variable
influencing psychological empowerment

psvchological empowernment

B SE B t
1 (Constant) 3.912 500 7828
Sex 142 .103 092 1.376
Age 090 072 144 1.247
Tenure 013 060 033 217
Team members -.036 023 -.094 -1.336
Position - 112 057 -.268" -1.964
Tob family 007 027 .016 263
Education -.020 054 25 371

R*=_212_ F=8820**

¥ 001, Fp<0L *p<03

Table 9. Test of direct effect of collective leadership
on psychological empowerment

psychological empow emment

B SE B t
"1 Position -.180 025 -4327°F 7348
R? =.187, F=353.992%**
T2 Colkctive - s
334 054 337 6.160
leadership

R? =300, F =50213%%*

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

H3. Psychological empowerment will be positively

related to work engagement.

To test the hypothesis 3, which stated
psychological empowerment will positively influence
work engagement, a hierarchical regression analysis
was performed. As shown in [Table 10], in step 1,
position variable was entered as a statistically
significant variable that influences work engagement
among the demographic variables, and in step 2,
psychological empowerment was entered with the

demographic variables controlled.

Table 10. Test of direct effect of psychological
empowerment on work engagement
work engagement
B SE B t
1 Position -.0987 028 -2197° 3439
R:= (48, F=11808%**

2 psychological
empowerment

ok

641 063 601 10.227

R2= 342, F = 60.822%**

w001, **p<.01, *p<.05

As seen in the result, psychological empowerment
was directly influencing work engagement of
members even after the demographic variables were
controlled (AR 294), and it was statistically
significant (8 = 601, p<.000). Therefore, hypothesis
3 was supported

H4. Psychological empowerment will mediate the
relationship between collective leadership and

work engagement.

To test the mediation effect, analysis was carried
out according to the guidelines of Kenny et al.[53].
As shown in [Table 11], in step 1, collective
leadership and psychological empowerment should be
related. In step 2, collective leadership and work
engagement should be related. In step 3, psychological
empowerment and work engagement should be
related after collective leadership is controlled. Lastly,
the effect of collective leadership on work
engagement in step 2 should be reduced when the
psychological empowerment, which is a mediator, is
entered in step 3. The results of analysis after
controlling demographic variables showed significant
relationship  between collective leadership and
psychological empowerment (8 =.337, p<.000). In step
2, collective leadership and work engagement showed
a positive relationship (8 =320, p<.000). In step 3,
even after the effect of collective leadership was

controlled, psychological empowerment was positively
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related to work engagement (8 =545, p<.000). Lastly,
the relationship between collective leadership and
work engagement was reduced when psychological
empowerment was entered into the model (before the
psychological empowerment was entered: (3=.320,
p<.000; after the psychological empowerment was
entered: =136, p<.000). To see if the decrease in
coefficient is significant, Sobel test was performed,
and the result was statistically significant (Z=4.84,
p<.05). Because collective leadership was influencing
work engagement even after the psychological
empowerment was entered into the model in step 3,
the psychological empowerment was partially
mediating collective leadership and work engagement.

Therefore, hypothesis 4 was supported.

Table 11. Test of mediation effect of psychological
empowerment on the relationship between
collective leadership and work engagement

Stepl Step2 Sep3
Psychdegical empowerment ‘Work engagement Waorkengagement
BSE) B t BSE B t BSE) B t
I oy
Position 800 -4 38 -97(0m) -2 349
Callective e i L33 - o FEE i LFEE o
eatestip B0 BT 6160 BWO&H 30 3306 m{ow} 1367 246
pyetokgial Sﬁl(tﬂ 3 ess
smpoverent
Re = 300 Ri= 150 R =38
F= 023" F = 20674 F= 83308
¢ 001, Tpe.0L, .03

Hb5. Self-efficacy will moderate the relationship
between psychological empowerment and

work engagement.

To test the hypothesis 5, which stated self-efficacy
will moderate the relationship between psychological
empowerment and work engagement, a hierarchical
regression analysis was performed. That is, after
controlling the effect of demographic variables was
controlled, the main effect of psychological
empowerment and self-efficacy was tested in step 2.

Lastly, after controlling the main effect of

psychological empowerment and self-efficacy, the
interaction effect of psychological empowerment and
self-efficacy was tested in step 3. Even though the
analysis results indicated that the main effect of
psychological empowerment and self-efficacy was
significant (F=54.547, p<.000) as shown in [Table 12],
since the interaction effect was significant (F=42.453,
p<.000) the interpretation of the main effected is
limited.

Table 12, Test of moderation effect of self—efficacy
on the relationship between psychological
empowerment and work engagement

Work engagement

B SE B t R2 ART
Step 1
Position -.097 028 -.219%*x 3 439 048
Step 2
“Paychological
empowerment 450 070 422m== 6.463 a3 365
Self-efficacy 367 069 320 5289
Step 3
empowerment
< 192 093 1.154* 2.009 423 010
Self-efficacy

*Fp= 001, **p= 01, *p=05

The moderation effect of self-efficacy is
represented in a figure as follows. As seen in [Table
12] and [Figure 2], even if members’ perception of
psychological empowerment is high, if the perception

of self-efficacy is low, members’ work engagement

will decrease.

WE
4.5

n_-:'l.lS
4.0 HH""‘H-.,H_

—
35 B
e 3.30

3.0 - ———— e m

2.98 301
2.5
2.0

SE_H SE_L

Figure 2, The moderation effect of self—efficacy
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VI. DISCUSSIONS

The purpose of the present study was to
investigate the influence of the collective leadership
on the work engagement of the members with the
focus given to the mediating effects of psychological
empowerment and the moderating effect of
self-efficacy. To achieve the goal of the present
study, literature was reviewed, and a model and
hypotheses were set up based of the review. Then, a
questionnaire was composed using the measuring
mstrument developed by a previous study, a survey
was conducted, and then an empirical analysis was
carried out. For the present study, a survey was
carried out on office workers of seven major
corporates in electricity, energy, and machinery, and a
five-point Likert scale was used for each question. A
total of 280 questionnaires were collected and final
237 of them were subjected to statistical analysis.
Basic statistical analysis, reliability analysis, and
correlation analysis were carried out on the collected
data through the survey using SPSS 21 statistics
program. In addition, confirmatory factor analysis
was conducted using M—-Plus 6. The test results were
as follows. First, collective leadership was found to
positively influence work engagement of members.
That is, allocation of leadership role to the members
who have expertise appropriate to the problem
situation by the leader of the team the member
belongs to and encouraging mutual communication
have positive influences on work engagement of the
members. Second, collective leadership was found to
positively influence the psychological empowerment
of the members. The higher the members’ perception
of leader’s collective leadership exercise, the intrinsic
motivation related to the role performance of the
members was found to increase. Third, the

psychological empowerment was found to positively

influence work engagement. The more the members’
intrinsic motivation related to the role performance
increases, members were found to be vigorous,
absorbed, and dedicated in their job performance.
Fourth, the analysis results of the mediating effect of
psychological empowerment indicated that the
psychological empowerment of members plays the
mediating role in the relationship between collective
leadership and work engagement. It is the
psychological process the members perceive between
collective leadership and work engagement, and the
psychological empowerment was found to play the
role and promotes work engagement. Fifth,
self-efficacy was found to control the relationship
between psychological empowerment and work
engagement. It was found that even if members have
high level of psychological empowerment, work
engagement decreased if their perception of
self-efficacy was low.

Based on the results of the present study, compared
with existed leadership studies, mainly focused on
one man owned hierarchical leadership, this paper has
the following significance. First, in the leadership
literatures, compared to its importance, there are not
many studies conducted on collective leadership,
which is drawing attention recently. Since the recent
paradigm shift in leadership research, the focus of
leadership research is moving from leaders’ behavior
or understanding interactions to leadership performed
by multiple members, newly emerging, unofficial, and
dynamic[1]. The present study has its significance in
presenting the results of empirical research on
collective leadership. Second, by investigating work
engagement, which is increasingly gathering attention
and utilization mostly by human resource area,
consulting businesses, and major corporates, as the
dependent variable of collective leadership, the

significance of collective leadership is expected to
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increase in academia and corporates. Especially, this
study contributes to expand our understanding on the
effect of collective leadership by highlighting the
concept of work engagement - a topic that has been
mainly investigated to be stimulated by one man
owned vertical leadership, but seems to be stimulated
by the emergence of collective leadership among team
members. Third, even though there has been research
conducted to test the validity of collective leadership
in the United States, it is difficult to find one
domestically. The present study presented empirical
results on collective leadership research that is rarely
conducted in South Korea. Fourth, a case of
examining the indirect effect with various variables
considered between collective leadership and work
engagement was presented by testing the mediation
effect of the psychological empowerment and the
moderation effect of self-efficacy in the relationship
between collective leadership and work engagement.
In addition, following practical implications can be
presented from the present study. First, to cope with
the rapidly changing management environment and
problem situations within the organization such as the
wave of the 4th industrial revolution, globalization,
increasing proportion of knowledge workers, arrival
of the management environment in which low growth
has to be accepted as a normal situation, it is the era
difficult to rely on a leader anymore. Many members
exchanging information through internal and external
networks and performing leader role according to the
problem situation based on expertise are becoming
the essential elements to guarantee the organizational
survival. That is, changes in leadership behaviors to
maximally utilize members’ expertise by allocating
the leadership role according to the problem situation
rather than relying on the leader’s personal expertise
are necessary. In that perspective, collective

leadership provides corporate management and

leadership behavior a significant implication. Second,
the concept of collective leadership provides
implications especially to HR staff when they design
the organizational structure or a leadership program.
When the life cycle of products is changing fast,
customers’ demand is changing all the time, or the
stronger the intensity of competition within the
industry, the concept of collective leadership needs to
be considered when the organizational structure is
designed. Since it is difficult for collective leadership
to emerge in the vertical hierarchy, better results can
be produced if the concept of collective leadership is
utilized especially in the R&D area, task forces, and
project teams. In addition, an introspection of the
leader is necessary on how to change his or her
leadership behavior to solve problems with the entire
members rather than relying on leader’s personal
characteristics such as personal traits, personality,
and behavior when designing a leadership program as
in the past. That is, introspection is necessary on
various elements that produce organizational
outcomes such as allocation of role responsibility,
activation of communication, network formation,
feedback  provision. The

organizational performance will further increase if the

empowerment, and

authority is delegated to maximally utilize members’
expertise, encourage the exchange of various
information by supporting the formation of internal
and external networks, and promote the activation of
communication instead of leader solve all the
problems alone. The present study has several
limitations. First, since the present study was
conducted on employees of seven major
manufacturing corporates, additional research on
various forms of organizations such as service
corporations and public organizations is needed.
Depending on the form of business, a unique

organizational culture forms, and because such
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organizational culture affects the behavior of the
members in many cases, research on collective
leadership on various types of business organizations
is necessary. Second, it is necessary to examine the
indirect effect with considerations given to various
variables such as types of organizational culture,
recognition of core value, positive psychological
capital, and individual-organization fit as mediating or
controlling  variables when investigating the
relationship between collective leadership and work
engagement. Third, since the problems of job stress
and job burnout are becoming social issues, research
on collective leadership in connection with job stress

and burnout is necessary.
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