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Abstract: Departing from past research on managers’ influence on employees’ informal leadership
emergence, we explore the mechanism of how distributed leadership enhances individual leadership
emergence from a cognitive perspective. Drawing upon the leadership identity construction theory
and role identity theory, we theoretically developed and empirically tested a serial mediation model.
It examines how distributed leadership promotes employees’ leadership emergence via individual
empowerment role identity and enacted leader identity. Using a three-wave field survey from
496 subordinate–supervisor dyads (82 supervisors and 496 employees) in China, we found that
empowerment role identity and enacted leader identity serially mediate the association between
distributed leadership and employees’ leadership emergence. The results demonstrate the leadership
identity construction process of employees’ leadership emergence under distributed leadership. The
theoretical and practical implications of our findings are then discussed.

Keywords: distributed leadership; leadership emergence; empowerment role identity; enacted leader
identity; leadership identity construction theory; role identity theory

1. Introduction

Leadership emergence, unlike designated formal roles, refers to the process by which
individuals become influential in other members’ perceptions [1,2]. For example, leadership
emergence occurs when an employee gains influence over others on a team in terms of
direction and decisions [3]. By emerging as leaders, employees can enhance their effec-
tiveness [4], exert their ability and creativity [5], and take on more responsibilities [6]. Not
surprisingly, leadership emergence helps teams promote proactivity or effectiveness [7,8],
and increase team performance [9].

Considering the importance of leadership emergence, scholars have sought to inves-
tigate the factors that boost it [10,11]. Drawing on the leadership–followership literature,
managers are key factors in predicting subordinates’ behavior and individual leadership
emergence [12]. For instance, supervisors can affect employees’ behavior via charisma,
using inspirational motivation, and shaping their goal orientations [13,14]. Furthermore,
prior research has also suggested that although leadership emergence is often driven by
individual differences (e.g., gender [15]; self-efficacy [16]; personality [17]; competency [18]
and intelligence [19]), managers, as an important contextual factor, play a critical role
in facilitating it [20]. For instance, supervisors can provide emotional and instrumental
support [21], delegate work to subordinates with professional skills, and enhance their
leadership emergence by distributing roles and responsibilities within tasks, along with
power, i.e., distributed leadership [22,23].
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In distributed leadership, leadership functions (e.g., decision making) are allocated
to individuals, shared by group members, and performed by different people at different
times [24]. In this process, managers facilitate and develop individuals’ leadership knowl-
edge, skills, and expertise [25,26]. However, in spite of the positive influence of distributed
leadership on individuals’ learning [27] and leadership development [28], the mechanism
of how the process works is understudied [23].

More importantly, current research fails to provide a clear explanation of individuals’
cognition of their role in this process. Consequently, it is essential for research to move
beyond merely describing the positive association between distributed leadership and
employees’ leadership emergence to examine why distributed leadership leads to changes
in employees’ perceptions of their roles and leader identity. In this current research, we
develop a theoretical model to investigate the pathways of how distributed leadership
affects individuals’ informal leadership emergence. This examination is significant because
it offers valuable insights into employees’ perceptions of distributed leadership patterns
and the enactment of leader identity during leadership emergence, which remains unclear
in the current distributed leadership literature [29–31].

To understand the psychological underpinnings of employees who emerge as leaders
under distributed leadership, we suggest that it is necessary to investigate employees’
self-concepts and identity construction during the cognitive process. According to the
social cognition framework [32,33], social cognition is the basis of individual behavior,
and individual social behavior is the result of various perceptions and judgments made
in the process of social cognition [32]. Specifically, situational factors (e.g., supervisory
support) will influence individuals’ evaluation of their self-attributes and change their
original perceptions of the role of leadership, thereby promoting the regulation of their
behavior and a performance that is consistent with their ideal self. Therefore, individuals’
perceptions and behavioral responses during the social cognition essentially drive the
leadership identity construction and boost employees’ leadership emergence.

While prior research had explained the effect of supervisors on individuals’ leadership
emergence from the intrinsic motivation perspective, it ignores the fact that the most
profound impact that leaders have on their followers is changing their self-concept [34],
that is, changing how they see themselves as leaders. Role identity, as a core aspect of self-
concept, is based on the individual’s evaluation of a specific role or the meaning assigned to
it. Moreover, leadership identity construction is highly dynamic, with individuals adjusting
and shifting their role identity based on its relevance and importance [35]. The more
closely an individual’s role identity is tied to their perception, the more likely they are
to exhibit behavior consistent with the role [34]. Therefore, we integrate the leadership
identity construction theory [18] and the role identity theory [36,37] to develop theoretical
arguments clarifying the mechanism. We suggest that distributed leadership will enhance
employees’ leadership emergence by stimulating individuals’ empowerment role identity
and boosting subsequently enacted leader identity. Based on the process of leadership
identity construction, we also examine the serial multiple mediation effect of empowerment
role identity and enacted leader identity on the relationship between distributed leadership
and employees’ leadership emergence. Figure 1 illustrates the theoretical model proposed
in the research.

We test the hypotheses with subordinate–supervisor dyads in a three-wave field
survey. In examining the model, we take employees and their supervising managers as
samples. First, knowledge-based workers are those who master heterogeneous knowledge
and skills [38,39]. As the critical elements of competitiveness, they are key candidates for
the training and development of leadership teams in the organization [40,41]. In addition,
knowledge-based workers are not only capable of taking on the leaders’ responsibility,
but also aspire to becoming leaders owing to their higher levels of achievement goal
orientation [42,43]. In this study, we explore the mechanism of distributed leadership to
leadership emergence by investigating the changes in the perception and role cognition of
employees under distributed leadership.
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By developing and testing the model, we contribute to the literature in several aspects.
To begin with, we advance the literature on the antecedents of leadership emergence by
examining the influence of distributed leadership. Beyond the effects of individual dif-
ferences proposed in previous studies [10], distributed leadership, as a contextual factor,
enhances employees’ leadership emergence through an identity construction process. More
importantly, we build and test leadership emergence under distributed leadership by
conceptually and empirically integrating relevant theories to answer the call for a better
understanding of the impacts of leadership on informal leadership emergence in the work-
place [3,44]. In addition, our work extends the growing conversation in the literature about
examining the outcomes of distributed leadership (e.g., [45]). By integrating the leadership
identity construction theory and role identity theory, we clarify the positive serial mediation
effect of distributed leadership on leadership emergence via empowerment role identity
and enacted leader identity. Consistent with recent research highlighting that leadership is
accessible to all employees [46], our findings indicate that distributed leadership fosters
informal leadership emergence by influencing individuals’ self-perceptions of their iden-
tity and how they define themselves relative to others [47]. Finally, our research yields
important practical implications for managers and organizations to improve employees’
leadership emergence [1,48]. We highlight that distributed leadership can encourage em-
ployees to engage in the empowerment role identities and then create positive expectations
for themselves as leaders. Further, these identities and expectations promote subsequent
emerging leaders as well as leadership behaviors. Thus, distributed leadership can function
as an effective managerial tool to develop employees’ informal leadership.

2. Theoretical Background and Hypotheses
2.1. Identity Construction in Leadership Emergence

Through the investigation of a portion of the antecedents of leadership emergence,
tremendous progress has been made [1,49,50]. Scholars have gradually realized that leader-
ship emergence is a dynamic, social, and interactive identity construction process [46,51].
With the broader relational perspectives of leadership, leadership identity construction
theory focuses on the dynamics by which leadership emerges and explores how it gen-
eralizes among organizational members, rather than just formal leaders [18,46]. Thus,
according to the leadership identity construction theory, leadership is emphasized as a
phenomenon socially constructed among organizational members [18,46,51,52], instead of
a merely formal, high-status role conferred by position. In addition, DeRue and Ashford
suggest that the collective support of an organizational context may act as a catalyst to
start the process of building a leadership identity [46]. Likewise, leadership identity con-
struction theory explicates the interactive, social process through which individuals come
to be seen as leaders and provides explanations about how relational dynamics among
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group members predict leadership emergence [46]. Together, this theory not only centers
on the behavior of the individual who eventually emerges as an informal leader but also
underlies the roles and impacts of other members on leadership emergence [18]. Therefore,
drawing from leadership identity construction theory, we offer propositions about how
the organizational context (e.g., distributed leadership) predicts leadership emergence by
explaining the cognitive processes of leadership construction in which individuals are
regarded as leaders.

We further draw from role identity theory to explain why distributed leadership
can play a positive role in activating employees’ cognition of their self-concept involved
in role identity [46]. Identity serves as the social prism through which people interpret
and engage with their surrounding circumstances [53]. Further, role identity refers to
the cognitive schemata that people employ to monitor their environment, evaluate their
objectives, and direct their actions [54]. As a core aspect of self-concept, it is based on an
individual’s evaluation of a specific role or meaning assigned to it [53,55,56]. On this basis,
distributed leadership involving multiple individuals in its leadership practice, which
can be a strong stimulus in an organization, will influence the self-concept of employ-
ees and guide employees’ cognition of their role in the leadership identity construction
process [57,58].

By integrating the theories of leadership identity construction and role identity, we
propose that distributed leadership is a crucial contextual factor that affects subordinates’
attitudes and behaviors regarding leadership emergence by influencing the subordinates’
self-concepts regarding role identity [59,60]. Specifically, we propose that this is achieved
by stimulating the subordinates’ empowerment role identities and enacted leader identities,
which in turn motivates individual leadership emergence.

2.2. Distributed Leadership as a Driver of Employees’ Leadership Emergence

Distributed leadership, oriented at dynamic interactions between leaders and follow-
ers [61–63], has made significant progress in some areas of theory and practice [29]. Gronn
has offered a theoretically grounded concept of distributed leadership, in which the core
element of distributed leadership is the need for leadership of the widespread conjoined
actions that take place on many levels in organizations [22]. Organizational members
with heterogeneous talents are encouraged to emerge as informal leaders based on orga-
nizational performance and employee capabilities [64]. In certain situations, leadership
emergence is the process through which a person is considered to “lead” other members
without a formal position of authority [9,65]. DeRue and Ashford suggest that the process
may begin as a result of widespread support for the organizational context [46]. Therefore,
it is not hard to see that leadership emergence is an identity construction process that
entails the implicit and/or explicit assignment of the informal leader role by distributed
leadership [3].

In addition, according to the research on distributed leadership, the informal leader-
ship offered by numerous team members has a major impact on organizational effective-
ness [66]. Individual initiative and the emergence of informal leaders, as per researchers,
are crucial for team performance [67]. The success of formal leaders is immediately and
favorably impacted by team performance [68]. It therefore seems logical that formal leaders
in distributed leadership patterns may prefer to encourage employees’ engagement in
leadership emergence [69] and respond positively to employees’ leadership attempts [20],
which also provides an open and inclusive organization environment for employees [70].
Therefore, it seems sensible to claim that distributed leadership, as a driver, supports raising
the possibility of employees emerging as leaders. Accordingly, we propose:

Hypothesis 1. Distributed leadership is positively related to employees’ leadership emergence.
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2.3. Distributed Leadership and Empowerment Role Identity

Empowerment role identity defines the extent to which individuals view themselves
as someone who desires to be empowered in a certain job [71]. Role identities serve as
cognitive schemata that people employ to give their lives purpose, analyze their environ-
ment, and direct their actions [54]. Distributed leadership refers to a group of teams’ traits
and habits, not to a single person’s abilities or habits [72]. It is described as a collective
social process that results through contacts, reciprocal influences, and shared obligations
between numerous individuals in order to accomplish common objectives [45]. In the dis-
tributed leadership pattern, empowerment is a power-sharing process that exists between
employees and leaders [22]. It means that distributed leadership empowers employees in a
targeted manner based on their expertise and skills, which can result in employees being
more receptive to the organization’s empowerment role.

In addition, role identity theory suggests that a role identity represents a set of inter-
nalized role expectations, individuals have expectations for the appropriate behavior of
diverse roles and internalize them as part of themselves [36]. The burgeoning research
describes the desire for status as a basic human motivation and therefore it naturally draws
individuals’ attention [73–75]. Distributed leadership “delegates” leadership roles to em-
ployees based on their expertise [29] and encourages employees to challenge themselves to
take on leadership responsibilities [3]. This coincides with experienced employees’ role ex-
pectations of status, which in turn, affect employees’ empowerment role identity. Therefore,
we propose the following hypothesis:

Hypothesis 2. Distributed leadership is positively related to empowerment role identity.

2.4. The Impact of Empowerment Role Identity on Enacted Leader Identity

Role identity theory states that individuals’ role identities can be expanded through
symbolic interactions [76]. Employees may have varied expectations of empowering leader-
ship under the distributed leadership pattern, and they may give distinct empowered roles
different meanings [55]. Employees who identify strongly with their role of empowerment
value being empowered by their leaders and see such leadership as being in line with their
expectations for the position [76]. Employees who have a low level of role identity for
empowerment, on the other hand, typically do not want to take on those roles [77].

Role identities serve as cognitive schemata that people employ to give their lives
purpose, analyze their environment, and direct their actions [54]. Employees may feel more
in control when leaders give them high levels of empowerment and job identification [55].
Additionally, these employees may perceive that their leaders’ empowering behaviors
align with their beliefs, which could help them see their work as significant [71] and
motivate employees to devote more effort to the organization [78]. The term “enacted
leader identity” describes an explicit perceptual assessment of the degree to which one
embraces their leadership role and views the word “leader” as a personal descriptor [42].
Jennings et al. have suggested that when individuals behave in leader-like ways, they may
define themselves more as leaders, which is reflected in their enacted leader identities [42].
Prior studies have also suggested that when leaders delegate power to employees with an
empowerment role identity, it may impact their work [55]. Based on this, we propose:

Hypothesis 3. Empowerment role identity is positively related to individuals’ enacted leader
identity at work.

2.5. Enacted Leader Identity and Employees’ Leadership Emergence

Enacted leader identity is a perceptual judgement in which one sees oneself as a
leader [42,79]. According to leadership identity construction theory, it is essential to
internalize a leadership role into one’s self-concept [80,81]. Leadership is not just “granted”
by others, but it must also be “claimed” by the individual through deliberate efforts to
exercise leadership [30,46]. Since how one acts can alter how one thinks about oneself, the
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greatest approach to establish a view of oneself as a leader is to first act in that capacity. To
be specific, individuals who have an explicit self-concept of seeing themselves as a leader
tend to increase their likelihood of emerging as informal leaders [47,53,82,83].

In addition, leadership emergence can be depicted as a result of social interaction [10].
Having a powerful leadership role identity motivates individuals to take on more leadership-
like behaviors (e.g., creating value for the group) so others will take them as leaders [42,53,79].
Therefore, our research argues that enacted leader identity is a kind of identification and
internalization of employees’ self-concept, which has a positive predictive effect on em-
ployees’ leadership emergence. Thus, we propose:

Hypothesis 4. Enacted leader identity is positively related to employees’ leadership emergence.

2.6. A Sequential Mediation Model

Because of the foregoing hypotheses, we suggest a serial mediation model in which
distributed leadership indirectly influences the formation of leadership emergence via
empowerment role identity and then via enacted leader identity. Leadership emergence
is a relational leadership identity construction process, which emerges from the complex
interaction among members of organizations [3,18]. People employ role identities as
cognitive schemata in an intricate process to find self-meaning, interpret experiences,
and direct behavioral possibilities [54]. Cognitive schemata, role identity, and leadership
perception can become powerful intrinsic drivers of leadership emergence because the
expression of acting like a leader can help individuals reestablish internal consistency and
coherence. Together, these concepts suggest that when employees have cognitive schemata
concerning empowerment and leadership perceptions, they are more likely to act in ways
that are consistent with their leaders.

Distributed leadership provides a democratic, open organizational climate and creates
an empowering environment that makes it easier for employees to accept the empowerment
given by an organization [64]. A relatively open organizational environment and precise
empowerment brought by distributed leadership may deepen employees’ recognition of
authority roles [84]. Empowerment role identity represents a dynamic self-concept that
captures how people see themselves in that role [36]. When employees internalize this role
expectation of becoming a leader, they are more likely to incorporate the leadership role into
their definition of self and, in turn, exhibit behaviors consistent with that role, ultimately
facilitating informal leadership emergence. This progressive cognition is supported by
earlier studies, which demonstrate that leadership empowerment deepens the self-concept
of the empowered person’s ability, so employees feel valued and are sufficiently able to
make contributions at work, leading them to engage in leadership emergence that benefits
their organization [55,85,86]. Incorporating the arguments above, we propose a serial
mediation model linking distributed leadership and individual leadership emergence.
Specifically, by providing an open and inclusive environment, distributed leadership
will increase employees’ empowerment role identity, which, in turn, engages employees’
enacted leader identity and, consequently, promotes their leadership emergence.

Hypothesis 5. Empowerment role identity and enacted leader identity sequentially mediate the
positive relationship between distributed leadership and employees’ leadership emergence.

3. Methods
3.1. Procedure and Sample

Data were collected from a large high-tech company in Southern China. This high-
tech company was an ideal sample for our study because employees’ proactivity and
informal leadership are allowed and expected in high-tech professions, especially for
those who engage in knowledge-based work [30,35]. Further, frequent communication
and regular meetings within different teams in the company also ensure that leaders are
able to accurately observe and evaluate employees’ leadership emergence and behaviors.
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This study was conducted under Institutional Review Board Protocol #ECSHU 2022-209
(The Influence Mechanism of Distributed Leadership on Employee Leadership Emergence)
at Shanghai University. After the preliminary investigation, we conducted both a set of
interviews and an open-ended survey, in which interviewees’ responses showed their top
managers’ support for distributed leadership in the company. The responses also provided
additional insights into how individuals specifically viewed informal leadership emergence.
Previous research has shown that most employees working knowledge-based roles aspire
to leadership roles [39,42]. Thus, we believe that the high-tech company chosen offers a
relevant and interesting study context that provides a viable backdrop for examining the
present hypotheses.

We collected three waves of data from employees and their supervisors. Prior to data
collection, we obtained a name roster from the company’s HR manager, which contained a
description of the team structure (i.e., who was the supervisor and who were the employ-
ees). Using the name roster, we assigned codes to the participants to facilitate identification
of leader–employee dyads and of matching participant responses at three time points.
Then, a randomized cluster sampling was used to select respondents from departments
of the company. The inclusion criteria for participants included: first, respondents should
be working in the company as regular staff; second, clear dyadic relationships (i.e., super-
visors and subordinates) should exist; and third, respondents should have no cognitive
impairment and be able to understand the questions in the survey. As a result, participants
were employees and their supervising managers from different teams in the company.

These employees specialized in a variety of domains, including new product develop-
ment, product function improvements, marketing planning, and operational services. With
the help of human resource staff, we informed these employees in their regular meetings
about the general purpose of this study, explained the survey procedures, worded items
according to company jargon to reduce the complexity and/or ambiguity of scale items,
and assured them of the confidentiality of this survey. All the participants were informed
of the voluntary nature of their participation, the procedures for questionnaire completion,
and the confidentiality of their responses. Finally, 573 employees and their corresponding
supervisors agreed to participate in the research during work hours.

To ameliorate common method concerns, we used a time-lagged design [87]. At Time
1, we asked 573 employee participants to complete the basic information and rate the
distributed leadership questionnaire. A total of 528 employees completed the questionnaire
(response rate = 92.2%). At Time 2, which was one month after the completion of the Time 1
survey, we asked those 528 employee respondents to rate their empowerment role identity.
A total of 512 employee respondents completed the questionnaire (a 96.9% response rate).
At Time 3, after the completion of the Time 2 survey, we asked the same 512 employee
respondents to report on their enacted leader identity. Then, a total of 508 employees
completed the questionnaire (response rate = 99.2%).

Next, we asked the direct supervisors of those 508 employee respondents who com-
pleted both T1 and T2 surveys to rate their subordinates’ leadership emergence behaviors.
We received valid matched responses from 496 employees, as rated by 82 supervisors
(response rate = 97.6%). Figure 2 showed a summary of the data collection process.

Among the 496 employees, 279 were female (56.3%); 29.6% were 30 years old or
younger; 38.3% were between 30 and 40 years of age; 15.9% were between 41 and 50 years
of age; and 12.3% were more than 50 years of age; 87.5% of participants had earned a
Bachelor’s degree or above; and 84.5% had at least one year of work experience. Among
the 82 supervisors, 27 were female (32.9%); 13.4% were 30 years old or younger; 48.8% were
between 30 and 40 years of age; 32.9% were between 41 and 50 years of age; and 4.8% were
more than 50 years of age. All the supervisors had earned a Bachelor’s degree or above
and had at least three years of work experience.
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3.2. Measures

All measures used in this study were originally developed in English. These measures
were translated into Chinese and back-translated into English by bilingual experts. The
back-translated English version was compared with the original English for equivalence
and agreement [88]. Table 1 showed a summary of the measures in this study. Distributed
leadership, empowerment role identity, and enacted leader identity were rated by sub-
ordinates, and leadership emergence was rated by supervisors. Except when otherwise
noted, all responses were made on a five-point Likert scale (1 = Strongly disagree and
5 = Strongly agree).

Table 1. Summary of measures in the study.

Variable Measures Items

Distributed Leadership 8-item scale
(Canterino et al., 2020) [25]

1. I discussed with and helped my peers in solving problems.
2. Both my peers and I could clearly describe our vision.
3. The organization provided me and my peers with a set of shared
values that guided change.
4. All units were expected to achieve high levels.
5. My peers and I met regularly to discuss performance.
6. My peers and I regularly met to discuss standards and objectives.
7. I provided structure that encouraged all my peers to participate
in improving processes.
8. Informal leaders played an important role in improving
change implementation.

Empowerment role identity 4-item scale
(Farmer et al., 2003) [36]

1. I often think about having greater control over my job.
2. I have a clear concept of myself as an employee who wants to
have greater decision-making power.
3. Having a certain degree of power and discretion is an important
part of my identity.
4. I would feel a loss if I had no discretion at all in my job.
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Table 1. Cont.

Variable Measures Items

Enacted leader identity 4-item scale
(Jennings et al., 2022) [42]

1. I displayed the characteristics of a leader.
2. I saw myself as a leader.
3. Acting as a leader was very important to me.
4. Other people saw me as a leader.

Leadership emergence 3-item scale
(Marinova et al., 2013) [89]

1. The employee shows potential for advancement
in the organization.
2. The employee can become an effective leader.
3. The employee can be a role model for his/her current coworkers.

Notes: N = 496. Estimates are unstandardized.

3.2.1. Distributed Leadership

Distributed leadership was assessed by using eight items based on the work of Can-
terino et al. [25]. One sample item is: “The formal leader held discussions with us and
helped us solve problems.” Cronbach’s alpha was 0.88.

3.2.2. Empowerment Role Identity

We used a four-item scale developed by Farmer et al. to measure empowerment role
identity [36]. One example item is: “I often think about having greater control over my
job.” Cronbach’s alpha for the scale was 0.81.

3.2.3. Enacted Leader Identity

We measured enacted leader identity with a four-item scale adapted from Jennings et al. [42].
Sample items included: “Today at work, I displayed the characteristics of a leader,” and
“Today at work, other people saw me as a leader.” Cronbach’s alpha for enacted leader
identity was 0.83.

3.2.4. Leadership Emergence

We measured leadership emergence with a three-item scale developed by Marinova et al. [89].
One example item was: “This employee shows potential for advancement in the organi-
zation.” Our measure was thus specifically designed and adapted for our study context
(organizational workgroups with an existing supervisor). Cronbach’s alpha was 0.78.

3.2.5. Control Variables

To provide a rigorous test of our hypothetical model, we controlled for several factors
influencing employees’ perceptions and managers’ evaluations of employees’ workplace
behaviors. First, according to previous studies [66,90], employees’ demographic charac-
teristics and background factors can affect their leadership identity construction. Hence,
we controlled for the effect of team size and demographic variables, including gender
(1 = male, 2 = female), age, education, and tenure. In addition, given that leader empow-
erment behaviors can influence employees’ psychological empowerment and working
experiences [71,91], we controlled for the potential impacts of empowering leadership
(assessed at Time (1) when investigating the relationship between distributed leadership
(Time 1) and employees’ self-perceptions (including empowerment role identity and en-
acted leader identity at Time (2) using the seventeen-item scale from Konczak et al. [92].
A sample item was “My manager gives me the authority I need to make decisions that
improve work processes and procedures”. The Cronbach’s alpha was 0.85. Furthermore,
consistent with prior research, in which leader–member exchange (LMX) was shown to
influence supervisors’ perceptions and evaluations of their subordinates’ behavior [93], we
included LMX as a control variable in the study by using the seven-item scale developed
by Liden et al. [94]. An example item was “My supervisor understands my problems and
needs.” The Cronbach’s alpha was 0.86.
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3.3. Analytical Approach

In the study, our phenomenon of interest focused on the employee level of analysis
(level 1). However, the data structure was nested because employees were nested within
different teams and supervised by their corresponding leaders. In our research, the leader’s
average span of control was 6.05 subordinates, ranging from four to eight. This means that
each supervisor rated multiple subordinates’ leadership emergence (level 2), statistically
violating the assumption of independent observations [95]. Thus, consistent with prior
studies [96], we used the multilevel method to test the hypotheses in Mplus. To prevent
conflation of the individual- and group-level effects, we modeled all independent vari-
ables of our study at the individual level and grand-mean centered these variables before
conducting the analyses [97]. Based on Selig and Preacher’s research, we calculated the
confidence intervals for the indirect effects and serial mediation in the model through the
Monte Carlo-based simulation (20,000 repetitions) [98].

4. Results
4.1. Confirmatory Factor Analysis

We conducted a series of confirmatory factor analyses (CFAs) in Mplus to confirm the
discriminant validity of the four main variables used in this study (distributed leadership,
empowerment role identity, enacted leader identity, and leadership emergence). As shown
in Table 2, the hypothesized four-factor model provided a model fit (χ2/df = 2.39, CFI = 0.95,
TLI = 0.94, RMSEA = 0.05, SRMR = 0.04) superior to other alternative models, which
supported the discrimination of the measures used in our study.

Table 2. Model fit results for confirmatory factor analyses.

Models χ2/df ∆χ2 (∆df) CFI TLI RMSEA SRMR

M1: Four-factor model (DL, ERI, ELI, LE) 2.39 – 0.95 0.94 0.05 0.04
M2: Three-factor model (DL + ERI, ELI, LE) 6.71 650.144 ** (3) 0.79 0.75 0.11 0.10
M3: Three-factor model (DL, ERI + ELI, LE) 4.30 291.204 ** (3) 0.88 0.86 0.08 0.06
M4: Three-factor model (DL, ERI, ELI + LE) 4.06 254.739 ** (3) 0.89 0.87 0.08 0.06
M5: Two-factor model (DL + ERI + ELI, LE) 9.41 1071.531 ** (5) 0.68 0.64 0.13 0.11
M6: Two-factor model (DL, ERI + ELI + LE) 5.45 473.529 ** (5) 0.83 0.81 0.10 0.07
M7: Single-factor model (DL + ERI + ELI + LE) 10.61 1262.69 ** (6) 0.63 0.59 0.14 0.11

Notes: ∆χ2 (∆df) was compared with the structural model in M1. DL = distributed leadership; ERI = empowerment
role identity; ELI = enacted leader identity; LE = leadership emergence. ** p < 0.01 (two-tailed).

4.2. Hypothesis Testing

The descriptive statistics and correlations for the study variables are presented in
Table 3. The correlations reported were generally consistent with our expectations. Dis-
tributed leadership was positively correlated with empowerment role identity (r = 0.32,
p < 0.01), empowerment role identity was positively correlated with enacted leader identity
(r = 0.50, p < 0.01), and enacted leader identity was positively correlated with leadership
emergence (r = 0.47, p < 0.01). We controlled for the relevant focal participants’ demographic
characteristics (e.g., gender, age, education, tenure), team size, empowering leadership, and
leader–member exchange in all the analyses. Table 4 shows the hierarchical regressions.



Systems 2023, 11, 77 11 of 21

Table 3. Means, standard deviations, and correlations among variables.

Variables Mean SD 1 2 3 4 5 6 7 8 9 10 11

1. Gender 1.44 0.50 –
2. Age 3.09 0.98 0.05 –
3. Education 2.91 0.90 −0.04 0.03 –
4. Tenure 3.37 1.78 0.03 0.59 ** 0.23 ** –
5. Team size 8.27 2.10 −0.06 −0.04 −0.09 * −0.06 –
6. Distributed leadership 3.81 0.78 −0.02 0.05 −0.07 0.04 −0.05 (0.88)
7. Empowerment role identity 3.66 0.65 −0.03 0.05 −0.08 −0.01 −0.04 0.32 ** (0.81)
8. Enacted leader identity 3.85 0.64 0.00 0.03 −0.08 0.02 −0.03 0.42 ** 0.50 ** (0.83)
9. Empowering leadership 3.83 0.42 −0.01 −0.03 −0.02 −0.02 −0.01 −0.01 −0.02 0.03 (0.85)
10. Leader-member exchange 3.13 0.72 0.06 0.03 0.03 0.07 −0.15 ** 0.03 −0.01 −0.02 0.20 ** (0.86)
11. Leadership emergence 3.99 0.69 −0.01 0.05 −0.04 0.01 0.01 0.44 ** 0.50 ** 0.47 ** 0.04 0.01 (0.78)

Notes: N = 496. Cronbach’s alpha coefficients are on the diagonal in parentheses. SD, standard deviations. Gender: 1 = male, 2 = female; Age: 1 = under 21 years old, 2 = 21 to
30 years old, 3 = 31 to 40 years old, 4 = 41 to 50 years old, 5 = over 51 years old; Education: 1 = junior college or below, 2 = Bachelor’s degree, 3 = Master’s degree, 4 = doctoral degree;
Tenure: 1 = less than one year, 2 = one to three years, 3 = three to five years, 4 = five to seven years, 5 = seven to nine years, 6 = nine to eleven years, 7 = over eleven years. ** p < 0.01,
* p < 0.05 (two-tailed).
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Table 4. Results of the hierarchical regressions.

Empowerment
Role Identity

Enacted Leader
Identity

Leadership
Emergence

Model 1 Model 2 Model 3 Model 4 Model 5 Model 6 Model 7 Model 8 Model 9

B (SE) B (SE) B (SE) B (SE) B (SE) B (SE) B (SE) B (SE) B (SE)

Intercepts 40.08 ** (0.35) 30.01 ** (0.37) 30.95 ** (0.35) 10.92 ** (0.34) 30.72 ** (0.38) 20.13 ** (0.37) 10.54 ** (0.37) 10.74 ** (0.38) 0.54 ** (0.36)
Control variables

Gender −0.05 (0.06) −0.04 (0.06) −0.01 (0.06) 0.02 (0.05) −0.02 (0.06) −0.00 (0.06) 0.01 (0.06) −0.02 (0.06) 0.01 (0.05)
Age 0.05 (0.04) 0.05 (0.04) 0.02 (0.04) −0.01 (0.03) 0.05 (0.04) 0.03 (0.04) 0.02 (0.03) 0.04 (0.04) 0.02 (0.03)

Education −0.06 (0.03) −0.04 (0.03) −0.06 (0.03) −0.03 (0.03) −0.03 (0.04) −0.00 (0.03) 0.00 (0.03) −0.00 (0.03) 0.02 (0.03)
Tenure −0.02 (0.02) −0.02 (0.02) 0.01 (0.02) 0.02 (0.02) −0.01 (0.02) −0.01 (0.02) 0.00 (0.02) −0.01 (0.02) −0.01 (0.02)

Team size −0.02 (0.01) −0.01 (0.01) −0.01 (0.01) −0.01 (0.01) 0.00 (0.02) 0.01 (0.01) 0.01 (0.01) 0.01 (0.01) 0.02 (0.01)
EL −0.03 (0.07) −0.02 (0.07) 0.05 (0.07) 0.07 (0.06) 0.06 (0.08) 0.07 (0.07) 0.08 (0.07) 0.03 (0.07) 0.06 (0.06)

LMX −0.01 (0.04) −0.02 (0.04) −0.03 (0.04) −0.02 (0.04) 0.01 (0.05) −0.01 (0.04) 0.01 (0.04) 0.02 (0.04) 0.01 (0.04)
Independent variables

DL 0.26 ** (0.04) 0.39 ** (0.04) 0.22 ** (0.04)
ERI 0.50 ** (0.04) 0.54 ** (0.04) 0.35 ** (0.05)
ELI 0.50 ** (0.04) 0.22 ** (0.05)
R2 0.02 0.11 ** 0.01 0.26 ** 0.01 0.19 ** 0.26 ** 0.22 ** 0.37 **

∆R2 0.10 ** 0.25 ** 0.19 ** 0.25 ** 0.22 ** 0.36 **

Notes: N = 496. Estimates are unstandardized. Standard errors of the regression coefficients were reported in the parentheses. EL = empowering leadership; LMX = leader–member
exchange; DL = distributed leadership; ERI = empowerment role identity; ELI = enacted leader identity. Gender: 1 = male, 2 = female; Age: 1 = under 21 years old, 2 = 21 to 30 years old,
3 = 31 to 40 years old, 4 = 41 to 50 years old, 5 = over 51 years old; Education: 1 = junior college or below, 2 = Bachelor’s degree, 3 = Master’s degree, 4 = doctoral degree; Tenure: 1 = less
than one year, 2 = one to three years, 3 = three to five years, 4 = five to seven years, 5 = seven to nine years, 6 = nine to eleven years, 7 = over eleven years. ** p < 0.01 (two-tailed).
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Hypothesis 1 predicted a positive relationship between distributed leadership and
individual leadership emergence. The results in Mode 6 showed that distributed leader-
ship was positively associated with individual leadership emergence (B = 0.39, SE = 0.04,
p < 0.01), supporting Hypothesis 1. The results suggested that distributed leadership pro-
vides support for and increases the likelihood of employees’ leadership emergence. The
more individuals perceive distributed leadership patterns, the more they are likely to
engage in informal leadership behaviors. Hypothesis 2 focused on a positive relationship
between distributed leadership and empowerment role identity. The results in Mode 2
supported this hypothesis (B = 0.26, SE = 0.04, p < 0.01). The relationship between empow-
erment role identity and enacted leader identity was the focus of Hypothesis 3. As shown
in Mode 4, the results supported this hypothesis (B = 0.50, SE = 0.04, p < 0.01). Hypothesis
4 focused on a positive relationship between enacted leader identity and leadership emer-
gence. The results in Mode 8 supported this hypothesis (B = 0.50, SE = 0.04, p < 0.01). In
addition, Figure 3 presents the standardized coefficients related to the hypotheses.
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Figure 3. Path analysis of the serial mediation model. Notes: Standardized coefficients are presented,
all predictors entered simultaneously in the model; E = Employee report; S = Supervisor report.
T1/2/3 = Time 1/2/3. ** p < 0.01 (two-tailed).

The fifth hypothesis was assessed using a Monte Carlo-based simulation (20,000 repe-
titions). As shown in Table 5, the serial mediation effect from distributed leadership to lead-
ership emergence via empowerment role identity and enacted leader identity (DL→ ERI
→ ELI→ LE) was significant (Effect size = 0.02, SE = 0.01, 95% CI = (0.01, 0.04)). In addition,
the indirect association between distributed leadership and leadership emergence via em-
powerment role identity was significant (Effect size = 0.09, SE = 0.02, 95% CI = [0.06, 0.12]).
At the same time, the indirect association between distributed leadership and leader-
ship emergence via enacted leader identity was significant (Effect size = 0.05, SE = 0.01,
95% CI = (0.03, 0.08)). Thus, Hypothesis 5 was supported.

Table 5. Results of the mediation effects.

Indirect Effect

Effect Size SE
95% CI

Boot LLCI Boot ULCI

DL→ ERI→ LE 0.09 ** 0.02 0.06 0.12
DL→ ELI→ LE 0.05 ** 0.01 0.03 0.08
DL→ ERI→
ELI→ LE 0.02 ** 0.01 0.01 0.04

Notes: N = 496. Estimates are unstandardized. DL = distributed leadership; ERI = empowerment role identity;
ELI = enacted leader identity; LE = leadership emergence. ** p < 0.01 (two-tailed).
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5. Discussion

Despite the considerable interest in uncovering the behavioral antecedents associated
with leadership emergence, the cognitive schemata as a central dimension have received
relatively little scientific scrutiny [10,99–101]. The purpose of our study was to shed
fresh light on the cognitive mechanisms and underlying processes behind the association
between distributed leadership and employees’ leadership emergence. Drawing from
leadership identity construction theory [18,46,102] and role identity theory [36,103], we put
a sequential mediation model to the test, looking at how empowerment role identity and
enacted leader identity affected how distributed leadership affected leadership emergence.
Our studies confirmed that distributed leadership is a strong stimulus in organizational
environments and can influence subordinates’ role identity processes by making a specific
empowerment role identity salient and subsequently activating subordinates’ enacted
leader identity, ultimately facilitating informal leadership emergence. The theoretical and
practical implications of our results are outlined below.

5.1. Theoretical Implications

Our study makes several key contributions. First, it contributes to the current leader-
ship literature by enriching the evidence on employees’ leadership emergence. Although
the influences of supervisors’ support on subordinates’ development and informal leader-
ship are demonstrated in current research [10], Badura et al. [10] have suggested that the
mechanism of the trickle-down process and how distributed leadership fosters subordi-
nates’ leadership emergence are understudied. By developing a serial mediation model,
we revealed the role of an individual’s social cognition process in fostering their leader-
ship emergence and clarified the sequential perceptional and behavioral responses during
identity construction via empowerment role identity and enacted leader identity. Our
findings corroborate that empowerment role identity is a critical step for employees to
define themselves as a leader and enacted leader identity is a critical step for employees
to act in leader-like ways. This injects new theoretical support to explain the relationship
between distributed leadership and employee leadership emergence. Moreover, it enriches
the literature on the emergence of informal leadership, because although it is important to
encourage members to play a leadership role [104], it is also important to understand how
to stimulate them to emerge as an informal leader.

Second, our findings add to the body of knowledge by highlighting the contribution
of distributed leadership to the leadership emergence of workers in knowledge-based
roles. The concept of distributed leadership was first proposed and developed in the
field of education [105]. Distributed leadership blurs the lines between followers and
leaders [22,106]. It is now being applied in the field of organizational management [64].
Distributed leadership assumes some level of interaction of formal leaders who have as-
signed roles and informal leaders who come from any position within the organizational
community [107]. Few researchers have empirically looked at whether distributed leader-
ship contributes to employees’ leadership emergence in other fields, despite the theoretical
literature in the education field revealing the relationship between distributed leadership
and teacher leadership [108]. Several studies have been conducted to show that distributed
leadership can increase employees’ job satisfaction [23], proactive behavior [109], and
innovative behavior [64] as well as individual and team effectiveness [70]. While these
studies have provided interesting results, the implications of distributed leadership remain
at an embryonic stage [25,110]. We examine the effects of distributed leadership on indi-
vidual leadership emergence through the leadership identity construction. On this basis,
we explained why distributed leadership can play a positive role in activating employee’
perceptions of their self-concept and role identity, which are involved in the cognition
process [46]. Thus, our study contributes to the literature by enhancing our knowledge
about the outcomes of distributed leadership and enriching the empirical evidence of the
cognition process. Ultimately, it also enriches the concept of distributed leadership, as well
as research fields.
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Finally, our research broadens the existing theoretical account for how and why fol-
lowers in a distributed leadership pattern are likely to become unofficial leaders. Scholars
have only just started to formally investigate and dissect the mystery of how these social
dynamics contribute to the creation of leadership [10]. Although employees’ leadership
emergence, as a kind of proactive behavior, is self-initiated and whether employees engage
in emergence is an individual decision [40,111], research has, so far, largely ignored the
perception mechanisms underlying the relationship between organizational leadership
pattern and leadership emergence [10]. Unlike previous studies, which only describe the
positive relationship between leadership style and employees’ leadership emergence [44],
we pay more attention to the impact of distributed leadership on self-concept and lead-
ership perception during the process of leadership emergence. By doing so, we address
scholarly calls for a more integrative perspective to conceptualize leadership emergence as
a sequential process granted through others (empowerment role identity) and self-claimed
(enacted leader identity) [18,46,112]. Our study is unique in explicating the association
between empowerment role identity and enacted leader identity, further enriching the the-
oretical structure between the variables by focusing on the cognitive schemata of becoming
an informal leader.

5.2. Practical Implications

Our findings provide several practical implications. First, we demonstrate that dis-
tributed leadership is crucial in motivating followers who do not hold official leadership
positions to act as leaders among their coworkers. Learning from this, it is necessary for
organizations to pay more attention to managers’ training program and development plan,
in order to help supervisors to promote employees’ informal leadership via distributed
leadership. For instance, monitoring and offering feedback on team members’ knowledge
sharing and coordination. Moreover, based on the leadership identity construction theory
applied in our model, managers should also be aware of employees’ perceptions of their
self-concept and self-regulation during the leadership emerging process and offer profes-
sional guidance when necessary. For example, they should encourage staff to develop
learning-oriented goals for their job and career [27]. In addition to providing support
in jobs, leaders can also carry out experience-sharing activities among supervisors and
subordinates, such as sending messages and examples that can be internalized into their
employees’ self-concept [34].

Our findings also have implications for employees. According to the role identity
theory, we found that the process of an individual’s perception of leadership roles changes
according to their situation and self-concept [36]. Our results suggest that employee leader-
ship emergence is a result of social interactions in which an individual’s self-construction
of a leadership identity is an essential part [46]. In the literature, the focus of leadership is
predominantly concerned with the evolution and analysis of top–down hierarchies and
power structures [112]. As an extension, our results revealed that individuals can emerge
as leaders through their own proactive leadership identity construction. Drawing on this,
we suggest that employees need to shift from a relatively narrow and traditional view of
leadership, which holds that leadership cannot be learned or developed [1]. Therefore, we
encourage employees to actively participate in training program and cooperation devel-
oped by managers. It will not only help employees to update their presumptions and ideas
about leadership, but also improve their ability to engage in the construction of leadership
identity and stimulate higher levels of leadership potential.

5.3. Limitations and Future Research Directions

Despite the contributions and strengths of our study, we recognize some theoretical
limitations that merit attention for future research. First, additional factors to those we
examined may be able to explain the connection between distributed leadership and
employees’ leadership emergence. In this study, we focused on the impact of distributed
leadership on employees’ leadership emergence by examining employees’ self-concept
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from a cognitive path. However, factors other than leader identity probably also have an
impact on both variables. For example, previous research has confirmed that emotions, as
one of the basic psychological processes of individuals, can have an impact on employees’
decisions and behaviors [113]. Future research should examine additional factors theorized
to be involved in the mechanism of leadership emergence, such as leader self-efficacy [114].
In addition, as Cai et al. noted, several factors may work together to predict subsequent
behaviors (e.g., the need for power) [44,115]. Being an informal leader is a demonstration
of an employee’s proactivity [116]. Thus, scholars can further contribute to this mechanism
by capturing different pathways and views.

Second, it is worth investigating other boundary conditions of distributed leadership
that may lead to leadership emergence. This study neglects the influence of contextual
elements by focusing solely on the multistep mechanism and not considering any moderat-
ing functions. We speculated that there would be differences in boundary conditions in
predicting leadership emergence. For example, employees need to emerge in environments
in which they believe in the group’s supportive climate [114]. Thus, a supportive em-
powerment climate that allows employees autonomy and space to emerge will encourage
employees’ leadership emergence under a distributed leadership pattern, which should
be considered as parallel mechanisms in further studies. In addition, employees can also
acquire unofficial authority through their informal social networks within the company, es-
pecially through network centrality within team social networks [117]. Moreover, employee
traits are also possible moderators. Different employees may have different interpretations
of the distributed leadership patterns; some people may be conflicted about taking the
reins, while others may be cognizant of the dangers of and potential rewards for their
achievements as well as the success of the group [116]. It would be worthwhile to study
how people deal with such ambivalence in future research. We thus encourage future
research to extend our model by expanding on the boundary conditions of employees’
leadership emergence.

Third, future research needs to emphasize both formal supervisors’ cognitive attitudes
and would-be leaders’ cognitive attitudes, which influence how would-be leaders are
regarded as leading. It seems logical that formal supervisors under a distributed leadership
pattern should try to motivate team members to engage in actions that influence others’
opinions of their informal leadership. Although it is obvious, it is crucial to keep in mind
that this justification is probably oversimplified. For example, previous studies have re-
vealed distinct disparities in each member’s vulnerability to supervisory influence [69,104].
In addition, despite the prevalent perception of leading as a noble, necessary, and frequently
rewarding undertaking, people do not always volunteer to lead as informal leaders [116].
Sometimes people even perceive threats they might face if they take the initiative. These
connections are interesting and merit additional investigation.

Fourth, this paper aims to describe the ongoing process of employees’ leadership
emergence; however, it falls short in portraying the complex dynamics underlying the
process. We recommend that further research include a quasi-experimental design or cross-
lagged panel survey to clarify the dynamics across dispositional attributes to distributed
leadership, empowerment role identity, enacted leader identity, and emergence behavior
over time. In addition, the between-person research design is limited to investigating
leadership emergence and its effects on changes in leadership emergence. A within-person
approach is rare in leadership emergence research and it should be encouraged to reveal
the sophisticated changes in leadership emergence.

Finally, a more in-depth analytical engagement with the influences of distributed lead-
ership is needed. Although distributed leadership positively fosters employees’ leadership
emergence, scholars have pointed out its potential dark side and negative outcomes as
well [118]. For instance, distributed leadership might result in detrimental impacts on
individual task performance and team performance. In addition, distributed leadership
challenges the conventional hierarchical structure and power pattern, which could trigger
more conflicts in teams and organizations [119]. Thus, future researchers can contribute to
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the distributed leadership literature by conducting more studies exploring the interaction
of team members and investigating its potential dark sides, such as whether it thwarts
team operations and innovation and decreases employees’ prosocial behavior [109]. Fur-
thermore, scholars can examine the possible negative effects of distributed leadership from
the perspective of the leaders themselves. For instance, whether distributed leadership
reduces leaders’ wellbeing and managerial self-efficacy [120].

6. Conclusions

Organizations increasingly need employees to take more initiative and exhibit leader-
ship. Combining insights from the leadership identity construction theory and role identity
theory, we contribute to the leadership literature by investigating the mechanism of activat-
ing employees’ leadership emergence. Our results demonstrate that distributed leadership
enhances employees’ leadership emergence by prompting the individual self-concept of em-
powerment and perceptions of leader identity. These findings will encourage more studies
to investigate the individual cognitive process of leadership emergence and shed light on
managerial practices in the organization to nurture the employees’ leadership emergence.

Author Contributions: L.L.: Conceptualization, Data curation, Formal analysis, Investigation,
Writing—original draft. S.J.: Conceptualization, Data collection, Formal analysis, Investigation,
Methodology, Funding acquisition, Writing—review and editing. J.C.: Conceptualization, Data collec-
tion, Formal analysis, Investigation, Methodology, Writing—original draft. G.J.: Conceptualization,
Methodology, Writing—review and editing. H.Z.: Conceptualization, Supervision. All authors have
read and agreed to the published version of the manuscript.

Funding: This research was funded by Shanghai University of Finance and Economics (Grant number:
CXJJ-2021-396).

Institutional Review Board Statement: The study was reviewed and approved by the Ethics Com-
mittee of Shanghai University (#ECSHU 2022-209).

Informed Consent Statement: Informed consent was obtained from all subjects involved in the study.

Data Availability Statement: Data available on reasonable request from the first author.

Conflicts of Interest: The authors declare no conflict of interest.

References
1. Acton, B.P.; Foti, R.J.; Lord, R.G.; Gladfelter, J.A. Putting Emergence Back in Leadership Emergence: A Dynamic, Multilevel,

Process-Oriented Framework. Leadersh. Q. 2019, 30, 145–164. [CrossRef]
2. Foti, R.J.; Hauenstein, N.M.A. Pattern and Variable Approaches in Leadership Emergence and Effectiveness. J. Appl. Psychol.

2007, 92, 347–355. [CrossRef]
3. Lee, S.M.; Farh, C.I.C. Dynamic Leadership Emergence: Differential Impact of Members’ and Peers’ Contributions in the Idea

Generation and Idea Enactment Phases of Innovation Project Teams. J. Appl. Psychol. 2019, 104, 411–432. [CrossRef] [PubMed]
4. Luria, G.; Kahana, A.; Goldenberg, J.; Noam, Y. Leadership Development: Leadership Emergence to Leadership Effectiveness.

Small Group Res. 2019, 50, 571–592. [CrossRef]
5. Liu, S.; Pan, J.; Wang, Z. Does Proactivity Lead to Creativity? An Interaction Between the Formal and Informal Leader. Acad.

Manag. Proc. 2016, 2016, 13935. [CrossRef]
6. Li, W.-D.; Li, S.; Feng, J.; Wang, M.; Zhang, H.; Frese, M.; Wu, C.H. Can Becoming a Leader Change your Personality? An

Investigation with Two Longitudinal Studies from a Role-Based Perspective. J. Appl. Psychol. 2021, 106, 882–901. [CrossRef]
[PubMed]

7. Zhang, Z.; Waldman, D.; Wang, Z. A Multilevel Investigation Of Leader- Member Exchange, Informal Leader Emergence, And
Individual And Team Performance. Pers. Psychol. 2012, 65, 49–78. [CrossRef]

8. Erkutlu, H. The Impact of Organizational Culture on the Relationship Between Shared Leadership and Team Proactivity. Team
Perform. Manag. 2012, 18, 102–119. [CrossRef]

9. Taggar, S.; Hackett, R.; Saha, S. Leadership Emergence in Autonomous Work Teams: Antecedents and Outcomes. Pers. Psychol.
1999, 52, 899–926. [CrossRef]

10. Badura, K.L.; Galvin, B.M.; Lee, M.Y. Leadership Emergence: An Integrative Review. J. Appl. Psychol. 2022, advance online
publication. [CrossRef]

11. Cox, J.W.; Madison, K.; Eva, N. Revisiting Emergence in Emergent Leadership: An Integrative, Multi-Perspective Review. Leadersh.
Q. 2022, 33, 101579. [CrossRef]

http://doi.org/10.1016/j.leaqua.2018.07.002
http://doi.org/10.1037/0021-9010.92.2.347
http://doi.org/10.1037/apl0000384
http://www.ncbi.nlm.nih.gov/pubmed/30640493
http://doi.org/10.1177/1046496419865326
http://doi.org/10.5465/ambpp.2016.13935abstract
http://doi.org/10.1037/apl0000808
http://www.ncbi.nlm.nih.gov/pubmed/32700918
http://doi.org/10.1111/j.1744-6570.2011.01238.x
http://doi.org/10.1108/13527591211207734
http://doi.org/10.1111/j.1744-6570.1999.tb00184.x
http://doi.org/10.1037/apl0000997
http://doi.org/10.1016/j.leaqua.2021.101579


Systems 2023, 11, 77 18 of 21

12. Nawaz, A.; Gilal, F.G.; Channa, K.A.; Gilal, R.G. Going Deep into a Leader’s Integrity: A Systematic Review and the Way Forward.
Eur. Manag. J. 2022, in press. [CrossRef]

13. Lisa, E.; Greskovicova, K. Is it Worth Being Attached to the Leader? Transformational Leadership and Various Types of
Performance: The Mediating Role of Leader as Attachment Figure. Curr. Psychol. 2022, 1–14, advance online publication. [CrossRef]

14. Wu, T.-J.; Zhang, R.-X.; Li, J.-M. How Does Goal Orientation Fuel Hotel Employees’ Innovative Behaviors? A Cross-Level
Investigation. Curr. Psychol. 2022, advance online publication. [CrossRef]

15. Karakowsky, L.; Siegel, J.P. The Effects of Proportional Representation and Gender Orientation of the Task on Emergent Leadership
Behavior in Mixed-Gender Work Groups. J. Appl. Psychol. 1999, 84, 620–631. [CrossRef] [PubMed]

16. Serban, A.; Yammarino, F.J.; Dionne, S.D.; Kahai, S.S.; Hao, C.; McHugh, K.A.; Sotak, K.L.; Mushore, A.B.R.; Friedrich, T.L.;
Peterson, D.R. Leadership Emergence in Face-to-Face and Virtual Teams: A Multi-Level Model with Agent-Based Simulations,
Quasi-Experimental and Experimental Tests. Leadersh. Q. 2015, 26, 402–418. [CrossRef]

17. Ensari, N.; Riggio, R.E.; Christian, J.; Carslaw, G. Who Emerges as a Leader? Meta-Analyses of Individual Differences as Predictors
of Leadership Emergence. Pers. Individ. Differ. 2011, 51, 532–536. [CrossRef]

18. Marchiondo, L.A.; Myers, C.G.; Kopelman, S. The Relational Nature of Leadership Identity Construction: How and When it
Influences Perceived Leadership and Decision-Making. Leadersh. Q. 2015, 26, 892–908. [CrossRef]

19. Emery, C. Uncovering the Role of Emotional Abilities in Leadership Emergence. A Longitudinal Analysis of Leadership Networks.
Soc. Netw. 2012, 34, 429–437. [CrossRef]

20. Oc, B. Contextual Leadership: A Systematic Review of How Contextual Factors Shape Leadership and Its Outcomes. Leadersh. Q.
2018, 29, 218–235. [CrossRef]

21. Wu, T.-J.; Yuan, K.-S.; Yen, D.C.; Yeh, C.-F. The Effects of JDC Model on Burnout and Work Engagement: A Multiple Interaction
Analysis. Eur. Manag. J. 2022, in press. [CrossRef]

22. Gronn, P. Distributed Leadership as a Unit of Analysis. Leadersh. Q. 2002, 13, 423–451. [CrossRef]
23. Harris, A. Distributed Leadership: Friend or Foe? Educ. Manag. Adm. Leadersh. 2013, 41, 545–554. [CrossRef]
24. Yukl, G. An Evaluation of Conceptual Weaknesses in Transformational and Charismatic Leadership Theories. Leadersh. Q. 1999,

10, 285–305. [CrossRef]
25. Canterino, F.; Cirella, S.; Piccoli, B.; Shani, A.B. Leadership and Change Mobilization: The Mediating Role of Distributed

Leadership. J. Bus. Res. 2020, 108, 42–51. [CrossRef]
26. Jonsson, T.; Unterrainer, C.; Jeppesen, H.J.; Jain, A.K. Measuring Distributed Leadership Agency in a Hospital Context Develop-

ment and Validation of a New Scale. J. Health Organ. Manag. 2016, 30, 908–926. [CrossRef] [PubMed]
27. Harris, A. Distributed Leadership: Implications for the Role of the Principal. J. Manag. Dev. 2012, 31, 7–17. [CrossRef]
28. Little, J.W. The Persistence of Privacy: Autonomy and Initiative in Teachers’ Professional Relations. Teach. Coll. Rec. 1990, 91,

509–536. [CrossRef]
29. Bolden, R. Distributed Leadership in Organizations: A Review of Theory and Research. Int. J. Manag. Rev. 2011, 13, 251–269.

[CrossRef]
30. Schaubroeck, J.; Peng, A.C.; Hannah, S.T.; Ma, J.; Cianci, A.M. Struggling to Meet the Bar: Occupational Progress Failure and

Informal Leadership Behavior. Acad. Manag. J. 2021, 64, 1740–1762. [CrossRef]
31. Thorpe, R.; Gold, J.; Lawler, J. Locating Distributed Leadership. Int. J. Manag. Rev. 2011, 13, 239–250. [CrossRef]
32. Fazio, R.H.; Olson, M.A. Implicit Measures in Social Cognition Research: Their Meaning and Use. Annu. Rev. Psychol. 2003, 54,

297–327. [CrossRef] [PubMed]
33. Bandura, A. Social cognitive theory: An agentic perspective. Annu. Rev. Psychol. 2001, 52, 1–26. [CrossRef] [PubMed]
34. Shamir, B.; House, R.J.; Arthur, M.B. The Motivational Effects of Charismatic Leadership: A Self-Concept Based Theory. Organ.

Sci. 1993, 4, 577–594. [CrossRef]
35. Sluss, D.M.; Ashforth, B.E. Relational Identity and Identification: Defining Ourselves Through Work Relationships. Acad. Manag.

Rev. 2007, 32, 9–32. [CrossRef]
36. Farmer, S.M.; Tierney, P.; Kung-McIntyre, K. Employee Creativity in Taiwan: An Application of Role Identity Theory. Acad.

Manag. J. 2003, 46, 618–630. [CrossRef]
37. Burke, P.J. Identity Processes and Social Stress. Am. Sociol. Rev. 1991, 56, 836–849. [CrossRef]
38. Janz, B.D.; Colquitt, J.A.; Noe, R.A. Knowledge Worker Team Effectiveness: The Role of Autonomy, Interdependence, Team

Development, and Contextual Support Variables. Pers. Psychol. 1997, 50, 877–904. [CrossRef]
39. Millar, C.C.J.M.; Chen, S.; Waller, L. Leadership, Knowledge and People in Knowledge-Intensive Organisations: Implications for

HRM Theory and Practice. Int. J. Hum. Resour. Manag. 2017, 28, 261–275. [CrossRef]
40. Wu, C.-H.; Parker, S.K.; Wu, L.-Z.; Lee, C. When and Why People Engage in Different Forms of Proactive Behavior: Interactive

Effects of Self-Construals and Work Characteristics. Acad. Manag. J. 2018, 61, 293–323. [CrossRef]
41. Carneiro, A. How Does Knowledge Management Influence Innovation and Competitiveness? J. Knowl. Manag. 2000, 4, 87–98.

[CrossRef]
42. Jennings, R.E.; Lanaj, K.; Koopman, J.; McNamara, G. Reflecting on one’s Best Possible Self as a Leader: Implications for

Professional Employees at Work. Pers. Psychol. 2022, 75, 69–90. [CrossRef]
43. Vandewalle, D.; Nerstad, C.G.L.; Dysvik, A. Goal Orientation: A Review of the Miles Traveled and the Miles to Go. Annu. Rev.

Organ. Psych. 2019, 6, 115–144. [CrossRef]

http://doi.org/10.1016/j.emj.2022.11.001
http://doi.org/10.1007/s12144-022-03942-x
http://doi.org/10.1007/s12144-022-03489-x
http://doi.org/10.1037/0021-9010.84.4.620
http://www.ncbi.nlm.nih.gov/pubmed/10504894
http://doi.org/10.1016/j.leaqua.2015.02.006
http://doi.org/10.1016/j.paid.2011.05.017
http://doi.org/10.1016/j.leaqua.2015.06.006
http://doi.org/10.1016/j.socnet.2012.02.001
http://doi.org/10.1016/j.leaqua.2017.12.004
http://doi.org/10.1016/j.emj.2022.02.001
http://doi.org/10.1016/S1048-9843(02)00120-0
http://doi.org/10.1177/1741143213497635
http://doi.org/10.1016/S1048-9843(99)00013-2
http://doi.org/10.1016/j.jbusres.2019.09.052
http://doi.org/10.1108/JHOM-05-2015-0068
http://www.ncbi.nlm.nih.gov/pubmed/27681024
http://doi.org/10.1108/02621711211190961
http://doi.org/10.1177/016146819009100403
http://doi.org/10.1111/j.1468-2370.2011.00306.x
http://doi.org/10.5465/amj.2018.0956
http://doi.org/10.1111/j.1468-2370.2011.00303.x
http://doi.org/10.1146/annurev.psych.54.101601.145225
http://www.ncbi.nlm.nih.gov/pubmed/12172003
http://doi.org/10.1146/annurev.psych.52.1.1
http://www.ncbi.nlm.nih.gov/pubmed/11148297
http://doi.org/10.1287/orsc.4.4.577
http://doi.org/10.5465/amr.2007.23463672
http://doi.org/10.2307/30040653
http://doi.org/10.2307/2096259
http://doi.org/10.1111/j.1744-6570.1997.tb01486.x
http://doi.org/10.1080/09585192.2016.1244919
http://doi.org/10.5465/amj.2013.1064
http://doi.org/10.1108/13673270010372242
http://doi.org/10.1111/peps.12447
http://doi.org/10.1146/annurev-orgpsych-041015-062547


Systems 2023, 11, 77 19 of 21

44. Luria, G.; Berson, Y. How do Leadership Motives Affect Informal and Formal Leadership Emergence? J. Organ. Behav. 2013, 34,
995–1015. [CrossRef]

45. Tian, M.; Risku, M.; Collin, K. A Meta-Analysis of Distributed Leadership From 2002 to 2013: Theory Development, Empirical
Evidence and Future Research Focus. Educ. Manag. Adm. Leadersh. 2016, 44, 146–164. [CrossRef]

46. DeRue, D.S.; Ashford, S.J. Who Will Lead and Who Will Follow? A Social Process of Leadership Identity Construction in
Organizations. Acad. Manag. Rev. 2010, 35, 627–647. [CrossRef]

47. Johnson, R.E.; Venus, M.; Lanaj, K.; Mao, C.; Chang, C.H. Leader Identity as an Antecedent of the Frequency and Consistency of
Transformational, Consideration, and Abusive Leadership Behaviors. J. Appl. Psychol. 2012, 97, 1262–1272. [CrossRef]

48. Wellman, N. Authority or Community? A Relational Models Theory of Group-Level Leadership Emergence. Acad. Manag. Rev.
2017, 42, 596–617. [CrossRef]

49. Barling, J.; Weatherhead, J.G. Persistent Exposure to Poverty During Childhood Limits Later Leader Emergence. J. Appl. Psychol.
2016, 101, 1305–1318. [CrossRef]

50. Hanna, A.A.; Smith, T.A.; Kirkman, B.L.; Griffin, R.W. The Emergence of Emergent Leadership: A Comprehensive Framework
and Directions for Future Research. J. Manag. 2021, 47, 76–104. [CrossRef]

51. Lanka, E.; Topakas, A.; Patterson, M. Becoming a Leader: Catalysts and Barriers to Leader Identity Construction. Eur. J. Work
Organ. Psychol. 2020, 29, 377–390. [CrossRef]

52. London, M.; Sherman, G.D. Becoming a Leader: Emergence of Leadership Style and Identity. Hum. Resour. Dev. Rev. 2021, 20,
322–344. [CrossRef]

53. Kwok, N.; Hanig, S.; Brown, D.J.; Shen, W. How Leader Role Identity Influences the Process of Leader Emergence: A Social
NetPnalysis. Leadersh. Q. 2018, 29, 648–662. [CrossRef]

54. Piliavin, J.A.; Grube, J.A.; Callero, P.L. Role as Resource for Action in Public Service. J. Soc. Issues 2002, 58, 469–485. [CrossRef]
55. Cheng, Z.; Liu, W.; Zhou, K.; Che, Y.; Han, Y. Promoting Employees’ Pro-Environmental Behaviour through Empowering

Leadership: The Roles of Psychological Ownership, Empowerment Role Identity, and Environmental Self-Identity. Bus. Ethics
Environ. Responsib. 2021, 30, 604–618. [CrossRef]

56. Maurer, T.J.; London, M. From Individual Contributor to Leader: A Role Identity Shift Framework for Leader Development
Within Innovative Organizations. J. Manag. 2018, 44, 1426–1452. [CrossRef]

57. Lord, R.G.; Brown, D.J. Leadership, Values, and Subordinate Self-Concepts. Leadersh. Q. 2001, 12, 133–152. [CrossRef]
58. Uhl-Bien, M.; Riggio, R.E.; Lowe, K.B.; Carsten, M.K. Followership Theory: A Review and Research Agenda. Leadersh. Q. 2014, 25,

83–104. [CrossRef]
59. Albert, S.; Ashforth, B.E.; Dutton, J.E. Organizational Identity and Identification: Charting New Waters and Building New Bridges.

Acad. Manag. Rev. 2000, 25, 13–17. [CrossRef]
60. Bass, B.M. Leadership: Good, Better, Best. Organ. Dyn. 1985, 13, 26–40. [CrossRef]
61. Cannatelli, B.; Smith, B.; Giudici, A.; Jones, J.; Conger, M. An Expanded Model of Distributed Leadership in Organizational

Knowledge Creation. Long Range Plan. 2017, 50, 582–602. [CrossRef]
62. Currie, G.; Lockett, A. Distributing Leadership in Health and Social Care: Concertive, Conjoint or Collective? Int. J. Manag. Rev.

2011, 13, 286–300. [CrossRef]
63. Liu, Y.; Werblow, J. The Operation of Distributed Leadership and the Relationship with Organizational Commitment and Job

Satisfaction of Principals and Teachers: A Multi-Level Model and Meta-Analysis Using the 2013 TALIS Data. Int. J. Educ. Res.
2019, 96, 41–55. [CrossRef]

64. Berraies, S.; Hamza, K.A.; Chtioui, R. Distributed Leadership and Exploratory and Exploitative Innovations: Mediating Roles of
Tacit and Explicit Knowledge Sharing and Organizational Trust. J. Knowl. Manag. 2021, 25, 1287–1318. [CrossRef]

65. Lord, R.G.; de Vader, C.L.; Alliger, G.M. A Meta-analysis of the Relation Between Personality Traits and Leadership Perceptions:
An Application of Validity Generalization Procedures. J. Appl. Psychol. 1986, 71, 402–410. [CrossRef]

66. Zhang, Z.; Wang, M.; Shi, J. Leader-Follower Congruence in Proactive Personality and Work Outcomes: The Mediating Role of
Leader-Member Exchange. Acad. Manag. J. 2012, 55, 111–130. [CrossRef]

67. Carson, J.B.; Tesluk, P.E.; Marrone, J.A. Shared Leadership in Teams: An Investigation of Antecedent Conditions and Performance.
Acad. Manag. J. 2007, 50, 1217–1234. [CrossRef]

68. Hakimi, N.; Van Knippenberg, D.; Giessner, S. Leader Empowering Behaviour: The Leader’s Perspective. Br. J. Manag. 2010, 21,
701–716. [CrossRef]

69. Briker, R.; Hohmann, S.; Walter, F.; Lam, C.K.; Zhang, Y. Formal Supervisors’ Role in Stimulating Team Members’ Informal Leader
Emergence: Supervisor and Member Status as Critical Moderators. J. Organ. Behav. 2021, 42, 913–932. [CrossRef]

70. Nicolaides, V.C.; LaPort, K.A.; Chen, T.R.; Tomassetti, A.J.; Weis, E.J.; Zaccaro, S.J.; Cortina, J.M. The Shared Leadership of Teams:
A Meta-Analysis of Proximal, Distal, and Moderating Relationships. Leadersh. Q. 2014, 25, 923–942. [CrossRef]

71. Zhang, X.; Bartol, K.M. Linking Empowering Leadership and Employee Creativity:The Influence of Psychological Empowerment,
Intrinsic Motivation, and Creative Process Engagement. Acad. Manag. J. 2010, 53, 107–128. [CrossRef]

72. Liao, S.Q.; Liu, Z.Y.; Fu, L.H.; Ye, P.C. Investigate the Role of Distributed Leadership and Strategic Flexibility in Fostering Business
Model Innovation. Chin. Manag. Stud. 2019, 13, 93–112. [CrossRef]

73. Bendersky, C.; Pai, J. Status Dynamics. Annu. Rev. Organ. Psychol. Organ. Behav. 2018, 5, 183–199. [CrossRef]
74. Blader, S.L.; Yu, S. Are Status and Respect Different or Two Sides of the Same Coin? Acad. Manag. J. 2017, 11, 800–824. [CrossRef]

http://doi.org/10.1002/job.1836
http://doi.org/10.1177/1741143214558576
http://doi.org/10.5465/AMR.2010.53503267
http://doi.org/10.1037/a0029043
http://doi.org/10.5465/amr.2015.0375
http://doi.org/10.1037/apl0000129
http://doi.org/10.1177/0149206320965683
http://doi.org/10.1080/1359432X.2019.1706488
http://doi.org/10.1177/15344843211009632
http://doi.org/10.1016/j.leaqua.2018.04.003
http://doi.org/10.1111/0022-4537.t01-1-00027
http://doi.org/10.1111/beer.12366
http://doi.org/10.1177/0149206315614372
http://doi.org/10.1016/S1048-9843(01)00072-8
http://doi.org/10.1016/j.leaqua.2013.11.007
http://doi.org/10.5465/amr.2000.2791600
http://doi.org/10.1016/0090-2616(85)90028-2
http://doi.org/10.1016/j.lrp.2016.10.002
http://doi.org/10.1111/j.1468-2370.2011.00308.x
http://doi.org/10.1016/j.ijer.2019.05.005
http://doi.org/10.1108/JKM-04-2020-0311
http://doi.org/10.1037/0021-9010.71.3.402
http://doi.org/10.5465/amj.2009.0865
http://doi.org/10.2307/20159921
http://doi.org/10.1111/j.1467-8551.2010.00703.x
http://doi.org/10.1002/job.2539
http://doi.org/10.1016/j.leaqua.2014.06.006
http://doi.org/10.5465/amj.2010.48037118
http://doi.org/10.1108/CMS-02-2018-0420
http://doi.org/10.1146/annurev-orgpsych-032117-104602
http://doi.org/10.5465/annals.2015.0150


Systems 2023, 11, 77 20 of 21

75. Magee, J.C.; Galinsky, A.D. Social Hierarchy: The Self-Reinforcing Nature of Power and Status. Acad. Manag. Ann. 2008, 2,
351–398. [CrossRef]

76. Stryker, S.; Burke, P.J. The Past, Present, and Future of an Identity Theory. Soc. Psychol. Q 2000, 63, 284–297. [CrossRef]
77. Forrester, R. Empowerment: Rejuvenating a Potent Idea. Acad. Manag. Exec. 2000, 14, 67–80. [CrossRef]
78. Allan, B.A.; Batz-Barbarich, C.; Sterling, H.M.; Tay, L. Outcomes of Meaningful Work: A Meta-Analysis. J. Manag. Stud. 2019, 56,

500–528. [CrossRef]
79. Lanaj, K.; Gabriel, A.S.; Chawla, N. The Self-Sacrificial Nature of Leader Identity: Understanding the Costs and Benefits at Work

and Home. J. Appl. Psychol. 2021, 106, 345–363. [CrossRef]
80. Day, D.V.; Dragoni, L. Leadership development: Anoutcome-oriented review based on time and levels of analyses. Annu. Rev

Organ. Psychol. Organ. Behav. 2015, 2, 133–156. [CrossRef]
81. Miscenko, D.; Guenter, H.; Day, D.V. Am I a Leader? Examining Leader Identity Development over Time. Leadersh. Q. 2017, 28,

605–620. [CrossRef]
82. Chan, K.Y.; Drasgow, F. Toward a Theory of Individual Differences and Leadership: Understanding the Motivation to Lead.

J. Appl. Psychol. 2001, 86, 481–498. [CrossRef]
83. Lord, R.G.; Hall, R.J. Identity, Deep Structure and the Development of Leadership Skill. Leadersh. Q. 2005, 16, 591–615. [CrossRef]
84. Jakobsen, M.L.; Kjeldsen, A.M.; Pallesen, T. Distributed Leadership and Performance-Related Employee Outcomes in Public

Sector Organizations. Public Adm. 2021, 1–22, advance online publication. [CrossRef]
85. Li, N.; Chiaburu, D.S.; Kirkman, B.L. Cross-Level Influences of Empowering Leadership on Citizenship Behavior: Organizational

Support Climate as a Double-Edged Sword. J. Manag. 2017, 43, 1076–1102. [CrossRef]
86. Martin, S.L.; Liao, H.; Campbell, E.M. Directive versus Empowering Leadership: A Field Experiment Comparing Impacts on Task

Proficiency and Proactivity. Acad. Manag. J. 2013, 56, 1372–1395. [CrossRef]
87. Podsakoff, P.M.; MacKenzie, S.B.; Podsakoff, N.P. Sources of Method Bias in Social Science Research and Recommendations on

How to Control It. Annu. Rev. Psychol. 2012, 63, 539–569. [CrossRef]
88. Brislin, R.W. The Wording and Translation of Research Instruments. In Field Methods in Cross-Cultural Research; Brislin, R.W., Ed.;

Cross-Cultural Research and Methodology Series; Sage Publications Inc.: Thousand Oaks, CA, USA, 1986; Volume 8, pp. 137–164.
89. Marinova, S.V.; Moon, H.; Kamdar, D. Getting Ahead or Getting Along? The Two-Facet Conceptualization of Conscientiousness

and Leadership Emergence. Organ. Sci. 2013, 24, 1257–1276. [CrossRef]
90. Mitchell, T.; Lemoine, G.J.; Lee, D. Inclined but Less Skilled? Disentangling Extraversion, Communication Skill, and Leadership

Emergence. J. Appl. Psychol. 2022, 107, 1524–1542. [CrossRef]
91. Fong, K.H.; Snape, E. Empowering Leadership, Psychological Empowerment and Employee Outcomes: Testing a Multi-level

Mediating Model. Br. J. Manag. 2015, 26, 126–138. [CrossRef]
92. Konczak, L.J.; Stelly, D.J.; Trusty, M.L. Defining and Measuring Empowering Leader Behaviors: Development of an Upward

Feedback Instrument. Educ. Psychol. Meas. 2000, 60, 301–313. [CrossRef]
93. Sin, H.P.; Nahrgang, J.D.; Morgeson, F.P. Understanding Why They Don’t See Eye to Eye: An Examination of Leader-Member

Exchange (LMX) Agreement. J. Appl. Psychol. 2009, 94, 1048–1057. [CrossRef] [PubMed]
94. Liden, R.C.; Wayne, S.J.; Stilwell, D. A Longitudinal Study on the Early Development of Leader-Member Exchanges. J. Appl.

Psychol. 1993, 78, 662–674. [CrossRef]
95. Deng, H.; Guan, Y.J.; Wu, C.H.; Erdogan, B.; Bauer, T.; Yao, X. A Relational Model of Perceived Overqualification: The Moderating

Role of Interpersonal Influence on Social Acceptance. J. Manag. 2018, 44, 3288–3310. [CrossRef]
96. Lam, C.K.; Huang, X.; Chan, S.C.H. The Threshold Effect of Participative Leadership and the Role of Leader Information Sharing.

Acad. Manag. J. 2015, 58, 836–855. [CrossRef]
97. Preacher, K.J.; Zyphur, M.J.; Zhang, Z. A General Multilevel SEM Framework for Assessing Multilevel Mediation. Psychol.

Methods 2010, 15, 209–233. [CrossRef] [PubMed]
98. Selig, J.P.; Preacher, K.J. Monte Carlo Mmethod for Assessing Mediation: An Interactive Tool for Creating Confidence Cntervals

for Indirect Effects [Computer Software]. 2008. Available online: http://quantpsy.org/ (accessed on 30 January 2023).
99. Bluedorn, A.C.; Jaussi, K.S. Leaders, Followers, and Time. Leadersh. Q. 2008, 19, 654–668. [CrossRef]
100. Castillo, E.A.; Trinh, M.P. In Search of Missing Time: A Review of the Study of Time in Leadership research. Leadersh. Q. 2018, 29,

165–178. [CrossRef]
101. Shamir, B. Leadership Takes Time: Some Implications of (not) Taking Time Seriously in Leadership Research. Leadersh. Q. 2011,

22, 307–315. [CrossRef]
102. Humphreys, J.H.; Novicevic, M.M.; Smothers, J.; Haden, S.S.P.; Hayek, M.; Williams, W.A., Jr.; Oyler, J.D.; Clayton, R.W. The

Collective Endorsement of James Meredith: Initiating a Leader Identity Construction Process. Hum. Relat. 2015, 68, 1389–1413.
[CrossRef]

103. Koseoglu, G.; Liu, Y.; Shalley, C.E. Working with Creative Leaders: Exploring the Relationship Between Supervisors’ and
Subordinates’ Creativity. Leadersh. Q. 2017, 28, 798–811. [CrossRef]

104. Wellman, N.; Newton, D.W.; Wang, D.; Wei, W.; Waldman, D.A.; LePine, J.A. Meeting the Need or Falling in Line? The Effect of
Laissez-Faire Formal Leaders on Informal Leadership. Pers. Psychol. 2019, 72, 337–359. [CrossRef]

http://doi.org/10.5465/19416520802211628
http://doi.org/10.2307/2695840
http://doi.org/10.5465/ame.2000.4468067
http://doi.org/10.1111/joms.12406
http://doi.org/10.1037/apl0000505
http://doi.org/10.1146/annurev-orgpsych-032414-111328
http://doi.org/10.1016/j.leaqua.2017.01.004
http://doi.org/10.1037/0021-9010.86.3.481
http://doi.org/10.1016/j.leaqua.2005.06.003
http://doi.org/10.1111/padm.12801
http://doi.org/10.1177/0149206314546193
http://doi.org/10.5465/amj.2011.0113
http://doi.org/10.1146/annurev-psych-120710-100452
http://doi.org/10.1287/orsc.1120.0781
http://doi.org/10.1037/apl0000962
http://doi.org/10.1111/1467-8551.12048
http://doi.org/10.1177/00131640021970420
http://doi.org/10.1037/a0014827
http://www.ncbi.nlm.nih.gov/pubmed/19594243
http://doi.org/10.1037/0021-9010.78.4.662
http://doi.org/10.1177/0149206316668237
http://doi.org/10.5465/amj.2013.0427
http://doi.org/10.1037/a0020141
http://www.ncbi.nlm.nih.gov/pubmed/20822249
http://quantpsy.org/
http://doi.org/10.1016/j.leaqua.2008.09.006
http://doi.org/10.1016/j.leaqua.2017.12.001
http://doi.org/10.1016/j.leaqua.2011.02.006
http://doi.org/10.1177/0018726714556292
http://doi.org/10.1016/j.leaqua.2017.03.002
http://doi.org/10.1111/peps.12308


Systems 2023, 11, 77 21 of 21

105. Liu, Y.; Bellibas, M.S.; Gumus, S. The Effect of Instructional Leadership and Distributed Leadership on Teacher Self-efficacy and
Job Satisfaction: Mediating Roles of Supportive School Culture and Teacher Collaboration. Educ. Manag. Adm. Leadersh. 2021, 49,
430–453. [CrossRef]

106. Xiu, Q.; Liu, P.; Yao, H.; Liu, L. The Relationship Between Distributed Leadership and Teacher Commitment to Change: The
Mediating Roles of Professional Learning Communities and Job Satisfaction. Asia Pac. Educ. Rev. 2022, advance online publication.
[CrossRef]

107. Spillane, J.P.; Halverson, R.; Diamond, J.B. Towards a Theory of Leadership Practice: A Distributed Perspective. J. Curric. Stud.
Curric. Stud. 2004, 36, 3–34. [CrossRef]

108. Printy, S.; Liu, Y. Distributed Leadership Globally: The Interactive Nature of Principal and Teacher Leadership in 32 Countries.
Educ. Admin. Q. 2021, 57, 290–325. [CrossRef]

109. Xu, S.; Zhang, H.; Dai, Y.; Ma, J.; Lyu, L. Distributed Leadership and New Generation Employees’ Proactive Behavior: Roles of
Idiosyncratic Deals and Meaningfulness of Work. Front. Psychol. 2021, 12, 755513. [CrossRef]

110. Berraies, S. Mediating Effects of Employees’ Eudaimonic and Hedonic Well-Being Between Distributed Leadership and Ambidex-
trous Innovation: Does Employees’ Age Matter? Eur. J. Innov. Manag. 2022, ahead-of-print. [CrossRef]

111. Parker, S.K.; Bindl, U.K.; Strauss, K. Making Things Happen: A Model of Proactive Motivation. J. Manag. 2010, 36, 827–856.
[CrossRef]

112. Epitropaki, O.; Kark, R.; Mainemelis, C.; Lord, R.G. Leadership and Followership Identity Processes: A Multilevel Review.
Leadersh. Q. 2017, 28, 104–129. [CrossRef]

113. Connelly, S.; Ruark, G. Leadership Style and Activating Potential Moderators of the Relationships Among Leader Emotional
Displays and Outcomes. Leadersh. Q. 2010, 21, 745–764. [CrossRef]

114. Chiu, C.Y.; Nahrgang, J.D.; Bartram, A.; Wang, J.; Tesluk, P.E. Leading the Team, but Feeling Dissatisfied: Investigating Informal
Leaders’ Energetic Activation and Work Satisfaction and the Supporting Role of Formal Leadership. J. Organ. Behav. 2021, 42,
527–550. [CrossRef]

115. Cai, Z.; Parker, S.K.; Chen, Z.; Lam, W. How does the Social Context Fuel the Proactive Fire? A Multilevel Review and Theoretical
Synthesis. J. Organ. Behav. 2019, 40, 209–230. [CrossRef]

116. Zhang, C.; Nahrgang, J.D.; Ashford, S.J.; DeRue, D.S. The Risky Side of Leadership: Conceptualizing Risk Perceptions in Informal
Leadership and Investigating the Effects of Their Over-Time Changes in Teams. Organ. Sci. 2020, 31, 1138–1158. [CrossRef]

117. He, W.; Hao, P.; Huang, X.; Long, L.R.; Hiller, N.J.; Li, S.-L. Different Roles of Shared and Vertical Leadership in Promoting Team
Creativity: Cultivating and Synthesizing Team Members’ Individual Creativity. Pers. Psychol. 2020, 73, 199–225. [CrossRef]

118. Harris, A. Distributed Leadership: According to the Evidence. J. Educ. Admin. 2008, 46, 172–188. [CrossRef]
119. Drath, W.H.; McCauley, C.D.; Palus, C.J.; Van Velsor, E.; O’Connor, P.M.G.; McGuire, J.B. Direction, Alignment, Commitment:

Toward a More Integrative Ontology of Leadership. Leadersh. Q. 2008, 19, 635–653. [CrossRef]
120. Jonsson, T.F.; Bahat, E.; Barattucci, M. How are Empowering Leadership, Self-efficacy and Innovative Behavior Related to Nurses’

Agency in Distributed Leadership in Denmark, Italy and Israel? J. Nurs. Manag. 2021, 29, 1517–1524. [CrossRef]

Disclaimer/Publisher’s Note: The statements, opinions and data contained in all publications are solely those of the individual
author(s) and contributor(s) and not of MDPI and/or the editor(s). MDPI and/or the editor(s) disclaim responsibility for any injury to
people or property resulting from any ideas, methods, instructions or products referred to in the content.

http://doi.org/10.1177/1741143220910438
http://doi.org/10.1007/s12564-022-09747-8
http://doi.org/10.1080/0022027032000106726
http://doi.org/10.1177/0013161X20926548
http://doi.org/10.3389/fpsyg.2021.755513
http://doi.org/10.1108/EJIM-11-2021-0568
http://doi.org/10.1177/0149206310363732
http://doi.org/10.1016/j.leaqua.2016.10.003
http://doi.org/10.1016/j.leaqua.2010.07.005
http://doi.org/10.1002/job.2511
http://doi.org/10.1002/job.2347
http://doi.org/10.1287/orsc.2019.1350
http://doi.org/10.1111/peps.12321
http://doi.org/10.1108/09578230810863253
http://doi.org/10.1016/j.leaqua.2008.09.003
http://doi.org/10.1111/jonm.13298

	Introduction 
	Theoretical Background and Hypotheses 
	Identity Construction in Leadership Emergence 
	Distributed Leadership as a Driver of Employees’ Leadership Emergence 
	Distributed Leadership and Empowerment Role Identity 
	The Impact of Empowerment Role Identity on Enacted Leader Identity 
	Enacted Leader Identity and Employees’ Leadership Emergence 
	A Sequential Mediation Model 

	Methods 
	Procedure and Sample 
	Measures 
	Distributed Leadership 
	Empowerment Role Identity 
	Enacted Leader Identity 
	Leadership Emergence 
	Control Variables 

	Analytical Approach 

	Results 
	Confirmatory Factor Analysis 
	Hypothesis Testing 

	Discussion 
	Theoretical Implications 
	Practical Implications 
	Limitations and Future Research Directions 

	Conclusions 
	References

