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ABSTRACT

For a long time, leadership has been viewed as a ‘great man’ construct where an individual
has the power, qualities, and position to influence others towards the achievement of a
given goal or objective. However, that has changed. Heroic leadership can no longer meet
the expectations being placed on leadership. Today’s organizations are also faced with
drastically changing trends and turbulent landscapes. This has emphasized the need for
top-notch leadership to guarantee organizational success in an economically globalized
context. There is a growing interest in leadership forms that focus more on sharing the
responsibility of leadership between different individuals with different capabilities and
qualities. One of these forms of leadership is shared leadership. In today’s turbulent
business environment, an organization’s success is determined by its resilience through
difficult times. Given that success has been linked to leadership, this systematic review
aims to review the extant literature on the link between shared leadership and
organizational resilience. The systematic review entailed searching relevant and reliable
literature in various databases such as, Emerald, Google Scholar, APA PsycNet,
Researchgate, and JSTOR using keywords (shared leadership, organization resilience,
relationship, and impact of shared leadership on organizational resilience) primarily
through Boolean operators. The initial search resulted in 200 articles, which were filtered
using the study’s inclusion and exclusion criteria resulting in 43 articles that were reviewed
in this study. They culminated into a proposed integrated model appreciating the urgency
of shared leadership in today’s business environment. The review shows that the
connection between shared leadership and organizational resilience has not received a lot
of attention, making it a potential area for future studies.

©CIKD Publishing

Unlike in the past, where an individual who held the position of leadership individually took up
the roles and functions of leadership, work teams have increasingly embraced the concept of
distributing functional leadership roles among its members based on the requisite talent that
each of the team members has (Goldsmith, 2010; Wang, Waldman, & Zhang, 2014).
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Acknowledging this shift, research in the leadership field is also increasingly taking a new
direction from one where leadership was a top-down vertical influence process to a direction of
a horizontal as well as a shared leading process among members of a team (Lord et al., 2017).
Transactional leadership, horizontal or collaborative leadership, classical management,
transformational leadership, and ethical and critical leadership theories are the main viewpoints
regarding leadership (Yukl, 2002). Shared leadership is an emerging concept in the leadership
discourse. According to Carson et al. (2007), it is defined as a team phenomenon, which entails
leadership roles and influence being distributed among team members.

Shared leadership has received attention from scholars and researchers in academic
disciplines, including organizational behavior, industrial and organizational psychology,
entrepreneurship, and strategic management are showing considerable interest. Shared
leadership is different from other leadership forms of theories that have taken center stage in
the past. As opposed to focusing on the eldership role of individual formal and appointed
leaders, shared leadership focuses more on an agentic role that members in a team play in team
leadership processes (Carson et al., 2007; Nicolaides et al., 2014). Research carried out on
shared leadership has shown a possible influence and increased team effectiveness (e.g., Wang
etal., 2014). As a result, shared leadership is an emerging field in eldership that is shifting how
leadership has been understood (Cullen-Lester & Yammarino, 2016).

There has also been a continued emphasis on the need for effective leadership characterized
by shared vision construction, shared understandings, and building a professional learning
culture through good communication (Gibbs, Press, & Wong, 2019). Although many views
exist about leadership, it is clear that the construct of leadership is not equivalent to a position
or a person but a process of influencing and mobilizing people towards desired change. The
desired organizational change is a blend of diverse attributes like values, attitudes, behaviors,
approaches, and ideologies (Sinclair, 2014), moving away from Henri Fayol's general
management theory that emphasizes planning and executing the control functions.

Globalization calls for adaptive leadership to deal with a continuously changing operating
landscape. The leader’s task involves supporting their constituents to face realities and
responsibilities: Creating opportunities for upcoming leaders as problem-solvers to control the
firm's strategic positioning. Notably, no meaningful change would occur without the correct
scale of influence upon the subordinates. Collective problem-solving enables everyday
resilience (Gilson et al., 2020).

Leadership is the art of influencing followers towards the achievement of organizational
goals (Northouse, 2016), buying the hearts and minds of the employees to harvest
organizational success. Notably, traditional leadership theory does not fully explain
sustainability leadership (Bendell & Little, 2015). The above calls for leadership hinging on
learning and unlearning for people to become change agents operating at optimal levels and
integrating sustainability into their leadership development programs, especially to manage
disruptions. Recently, more scholars acknowledge that traditional forms of leadership do not
work as well as they did in the past when it comes to fostering the achievement of organizational
goals. O’Toole et al. (2002) stated that “Frequently, organizations learn the hard way that no
one individual can save a company from mediocre performance—and no one individual, no
matter how gifted a leader, can be ‘right’ all the time” (p. 67). Pearce (2007) said that ... we
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can no longer rely on simple notions of top-down, command-and-control leadership, based on
the idea that workers are merely interchangeable drones” (p. 355).

Although there is growing research in shared leadership, most of the studies have paid
attention to conceptual appreciation and theoretical anchorage, with few taking the empirical
path. The few empirical studies on shared leadership have been skewed either as cross-sectional
studies or have been conducted within a single organization. Others largely focus on a singular
crisis, concentrate more in the health sector, are not inclusive in terms of gender, and fail to
consider lower cadre staff. A majority of existing studies are also skewed towards the Asian
and western countries thus limiting generalization to a great extent (e.g., Bergman et al., 2012;
Hoch, 2013; Houghton et al., 2015; Muethel & Hoegl, 2013).

The shared leadership formulations ride on the premise that individual leaders require their
followers to be more effective in leading sustainable organizations. Disaster, natural or human-
made, can occur at any time wherever in the world. The likelihood of increased exposure to
natural hazards, weather-related extremes, terrorism, and epidemics continues to grow as the
world goes global, causing a high degree of uncertainty leads to disorientation, solid emotional
disturbance, and loss of control amongst the leadership team and the employees (Gemma &
Aaron, 2020). For example, the Coronavirus pandemic has extraordinarily demanded top-notch
leadership in business and beyond to manage fear amongst stakeholders and improve
organizational learning. Therefore, organizational resilience is a crucial determinant of the
success of any organization, and it is important to understand the role that leadership plays in
organizational resilience.

Organizational resilience refers to the ability of an organization to identify, prepare for, and
resolve disruptions and risks that jeopardize the organization with the least possible impact on
life safety, reputation, and operations. Simply put, it is the ability to bounce back after
disturbances or disruptive events and increase its capacity to adapt and handle such events in
the future. Research on organizational resilience is relatively extensive, although its link to
leadership, especially shared leadership is an area that still needs more research.

This systematic review focused on the construct of shared leadership and its role on
organizational resilience in areas of:

1. How shared leadership and organizational resilience are appreciated and defined in the

extant literature?

2. How are shared leadership, and organizational resilience operationalized and measured,

and what are the notable strengths and weaknesses of employed research designs?

3. What is the future of shared leadership and organizational resilience research and

possible model to apply?

The systematic review entailed identifying relevant literature pertinent to shared leadership
and its interplay with organizational resilience. The selection criteria for the systematic review
included:

i.  Articles must have shared leadership as a primary variable

ii.  The articles should look at organizational resilience and the role that shared leadership
iii.  Must be in English
The search involved looking for relevant articles in various databases such as, Emerald, Google
Scholar, APA PsycNet, Researchgate, and JSTOR. Additional material was also retrieved from
the reference list of the article identified from the searches on the main databases.
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Methodology

The articles to be used had to be reliable, relevant to the topic under study, and have a high level
of validity and generalisability. The main keywords used to search for the articles were shared
leadership, organization resilience, relationship, and impact of shared leadership on
organizational resilience. The keywords were broken down, and Boolean operators were used
to gathering as many articles a possible. The words were (shared OR collaborative OR
distributed AND (Resilience or Organizational resilience) AND (relationship or impact or
influence). Boolean operators refer to simple words, namely AND, OR, NOT, or AND NOT;
used conjunctions to either combine or exclude keywords when searching for articles in a given
database. These operators help in getting search results that are more productive and focused.
They also helped reduce the amount of time and effort that was spent eliminating inappropriate
and unsuitable results. It is important to note that how you use the operators will determine
whether you increase or reduce your search results (Alliant Libraries)

Using the Boolean Operators is different on every search database. Some require the operator
to be typed in uppercase or accompanied by a specific punctuation mark. This is usually
indicated on the guidelines of using a given database. The operators work as follows.

i. AND —when you use and, both terms/ keywords you have indicated have to be available
for an article to be included in the results list. If any of the terms are missing, the article
is excluded. This narrows down your search.

ii. OR —these included results with either term (or both) broadening your search.

iii. NOT or AND NOT- depending on the coding of the database being used, the first term
is searched. Any articles containing the terms after the operator are removed from the
record or results list.

Using the Boolean operators and keywords, a total of 200 articles were produced. To narrow
down this search, several filters and limiters were applied. The first one was the publication
date. Any article published outside the 2006 to 2021 publication date bracket was removed,
leaving 189 articles. The next filter was the articles dealing with leadership and resilience. With
this filter, the article was narrowed down to 100. The next filter was the connection of shared
leadership to organizational resilience, which resulted in 43 articles that have been used for this
critical narrative literature review. Figure 1 displays the inclusion and exclusion procedures.

Using key words and Boolean operators= 200 articles

N 7

Publication date filter (2006-2021) = 189 article

NI

Leadership and Resilience= 100 articles

NS

Shared leadership and organizational resilience = 43 articles

Figure 1. Inclusion and exclusion procedure
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The strength of this search is that different parameters were used to ensure that the articles
selected were relevant and reliable. The search was also carried out in different databases.

Analysis

The systematic review analysis entailed a three-phased approach that looked at the 43 main
articles, with the primary variables being Shared leadership and organizational resilience. The
first phase evaluated the extant conceptualization of the construct of shared leadership mainly
by its operationalization (e.g., Carson et al., 2007; Wang et al., 2014 ;), and its key dimensions
(e.g., Yukl, 2002), and forms (e.g., Wang et al., 2014). The conceptual evaluation of
organizational resilience focused on the construct both as a process with measurable outcomes
(e.g., Gilstrap et al., 2016; Wenger, 2017) and a position that supports long-term sustainability.
An exciting aspect is how different resilience theorists advance arguments regarding opposing
elements concerning resilience: The construct of bouncing back (Wenger, 2017). Therefore, the
conceptual review summarizes the available background on the variables under study
identifying, the meaning and relevance to organizational transformation and potential benefits
that would flow from their review.

The conceptual interlude ushers the entry of the second phase on theoretical evaluation,
which summarizes the influence of Transactional leadership theory, complexity theory,
behavioral theory, transactional theory, and multi-stakeholder theory on the application of
shared leadership in meeting society's broader expectations. Sustainability management is seen
as a crucial focus in organizational agency relationships. The empirical literature reviews past
empirical studies mainly in the Health sector, community projects, non-governmental
organizations, and other organizations, most of them from outside the African continent where
only a few studies existed. The above opened up a horizon of existing gaps and opportunities
for future research, noting that there are limited studies about the interplay of shared leadership,
and organizational resilience globally (Sandesh & Sharma, 2020).

The final phase utilized the various relationships from the empirical and theoretical
evaluation to inform a new theoretical model to guide future studies regarding the construct of
shared leadership and organizational resilience, proposing the need for shared leadership to
generate organizations with superior adjustment, absorptive and transformative capacities.
Table 1 shows the results of the article search. The results are presented based on authors’
name, area of focus, methodology, results, and limitations.
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Results and Discussion

Table 1
The Results of the Article Search

Jotham Mukundi Gichuhi

approaches  to
leadership

collective and network approaches to
leadership in many organizations

Avrticle Area of Focus Methodology | Results Limitations

1. | Bendell & | Sustainability Literature - Traditional leadership theories are highly | - Not indicated
Little (2015) | leadership review problematic when it comes to the pursuit of

sustainable leadership

- There is a lack of common frameworks,
methods, and metrics on sustainability
leadership

- Unlearning leadership as is currently
assumed and taught is the first step to
developing sustainable leadership

2. | Bergman et | Sharedleadership | Cross- - Teams with shared leadership reported | - Only focused on short-term
al. (2012) and decision- | sectional fewer conflicts, there was greater project teams

making design consensus, and intra-group trust and | - Only one type of leadership
cohesion was higher in teams with shared focused on

leadership in comparison to those without | - Controlled environment for
shared leadership participants

- Shared leadership positively contributes to | - Use of ad-hoc groups

the overall functioning of a team. - Robustness  might  need

research on larger groups of
participants

- Cross-sectional design

limiting causal inferences

3. | Bolden et al. | Shared leadership | Qualitative - Shared leadership is not just a desirable | - Focused on higher education

(2015) in Australia and | survey leadership approach but rather a necessity institutions only
UK in higher education institutions
- Shared leadership requires a systematic
approach focusing on the relationship
between individuals, organizations, and
groups.

4. | Carson, Antecedent Partial cross- | - The internal team environment, which | - Testing of causality was not
Tesluk, & | conditions that | sectional study entails shared purpose and social support, possible due to the use of a
Marrone lead to shared and external coaching, are important partially cross-sectional
(2007) leadership  and predictors of shared leadership design

the influence of - Shared  leadership  predicts  team | - The participants were only
shared leadership performance students and non-full-time
on team - In teams that lack an internal team employees, leaving out the
performance environment, external coaching is vital in full-time employees
the development of shared leadership and | - Common source bias.
eventually improving team performance.

5. | Cobanoglu The connection | Relational Shared leadership  positively ~ and | - The research was carried out
(2020) between shared | survey significantly  predicts  organizational in primary and secondary

leadership  and commitment in primary and secondary school only, meaning that

organizational schools the study did not cover all

commitment in educational organizations.

primary and - The schools the study was

secondary carried in were all in the

schools central districts of the
metropolitan  city.  This
means that there might be
different results in schools in
the countryside

6. | Cullen- Research and | Literature - Formal leadership roles and structure play | - Only nine studies were
Lester & | practice on | review important roles in the success of reviewed, which is a small
Yammarino collective  and organizations size
(2016) network - There is growing interest and emergence of
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7. | DeRue, Interpersonal Two-wave - The emergent natures of leadership | -Ad hoc team working
Nahrgang, & | perceptions and | design structures in self-managing teams and together for seven weeks
Ashford leadership foreground interpersonal perspectives lead where the study sample
(2015) structures in to varying informal and emergent making generalizability of

groups leadership structures results difficult

- Speed of leadership
emergence  cannot  be
assessed

- Data was collected midpoint
of the teams' operation,
meaning that modeling what
happened from the start was
impossible

- The groups studied were not
significantly contextualized

8. | Devos, Relationship Cross- - The principal’s leadership in the studied | - Same source bias due to use
Tuytens, & | between sectional study schools affected the organizational of self-reported
Hulpia leadership  and commitment of teachers. questionnaires
(2014) organizational - Cooperation at the top level of leadership | - The teachers’ organizational

commitment and participative decision making was commitment was used as a
directly related to  organizational dependent variable
commitment - The cross-sectional design

does not allow for
conclusions on causality
among variables.

9. | Doffer et al. | Post- Corona | Essay - Collaborative leadership is vital in the face | - Limited predictive value of
(2020) Leadership of global challenges like the Coronavirus. the frameworks used in the

- Individual leadership skills influence how essay.
a leader will deal with a global challenge
and their perception towards collaborating
with other leaders in the global space

10.| Erkutlu Relationship Quantitative - Shared leadership within work teams was | - Generalizability was
(2012) between shared | study positively related to proactive behavior in difficult because the

leadership  and the team. The team proactive behavior was demographics  were  not
team  proactive higher in organizations that had supportive wholly representative of the
behavior  with cultures. population. The majority of
organizational participants were  male,
culture as the young in terms of age, and
mediating has a job tenure of fewer
variable than seven years.

11.| Faulkner, Community Mixed - Community resilience is enabled by five | - Not indicated
Brown, & | resilience methods - main capabilities among community
Quinn (2018) survey and members. They are leadership, place

focus  group attachment, community networks,
discussions community cohesion and efficacy, and
knowledge and learning.

- There is no universal mechanism for
enabling community resilience. Each
community is different and therefore poses
different capabilities.

12.| Fernandez & | Employee Empirical - Empowerment practices like providing | - The study only focused on
Tima (2011) | empowerment study employees with job-related knowledge and federal agencies

and performance skills have a positive and significantimpact | - Results could be susceptible

improvement on perceived performance to common source bias
because data was self-
reported and  gathered
through a single survey.

13.| Gilstrapetal. | Leadership in | In-depth - The characteristic of effective crisis | - The sampling method did
(2016) organizational interviews leadership includes the leader being a team not consider organizations

crises

player, strategic, transparent, quick in
responding, self-composed and prepared.

Diagnostic and prognostic sense giving
activities were more clearly observed than
motivational sense giving activities across

with human-generated crises
-The study only detected
latent motivational factors
among the crises leaders
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crises leaders in  the nonprofit | - The longitudinal approach to
organizations crisis leadership and
evaluation of the lifecycle of
organization crises was not
considered.
14.| Gittell et al. | Importance  of | Case study - Layoffs have been used as the first | -Only focused on a single
(2006) financial and response to dealing with a crisis that causes event (September 11
social capital on a drop in demand. However, high terrorist attack) and impact
organizational performance required in such times on one industry (airlines)
resilience required commitment and loyalty to the
organization, which is impossible with
layoffs.
15.| Goksoy Relationship Relational -The relationship between the shared | - Not indicated
(2016) between shared | survey  and leadership scale and distributed leadership
leadership  and | casual design scale is a positive, medium level, and
distributed significant one.
leadership -The term ‘collective leadership should be
used to bridge the gap between shared
leadership and distributed leadership - two
leadership approaches are often used
interchangeably and prevent cognitive
complexity.
16.| Grote (2019) | Relationship Literature - Three fundamental leadership | - A brief literature review
between review requirements for organizational resilience meaning it might not be a
leadership  and were identified. They are the leaders’ reliable representation of
organizational ability to be adaptive, design extant literature in this field
resilience organizational mechanisms that support of study.
individual and team adaptivity, and the
leaders’ role in establishing organizational
cultures.
17.| Hoch, & | Shared leadership | Literature - The inputs in shared leadership in virtual | - Propositions  based on
Dulebohn in virtual teams review teams included organizational factors such individual recommendation
(2017) as team design, reward systems, and not on research
communication, and training; team
leadership and team composition
- Cognitive, affective, motivational, and
behavioral team processes and emergent
states were the moderating factors and the
outcomes included performance and
effectiveness at the individual and
organizational level.
18.| Hoch (2013) | Relationship Cross- - Shared and vertical leadership (not team | - Being a cross-sectional
between shared | sectional study composition) was positively related to the study, it precluded causality
leadership  and team’s innovative behavior. - The sample was
innovative - Vertical transformational and empowering predominately male
behavior leadership and team composition in terms | - A broad measure of
of integrity were positively related to leadership
shared leadership - No focus on shared mental
models
19.| Houghton et | Shared leadership | Literature -no statistics on the data
al. (2015) review reviewed
20.| Jarad (2012) | Leadership Comparative - There is a strong relationship between the | - Not indicated
characteristics study leadership characteristics of a project
and project | — interviews manager and the success/failure of the
success in the | and a case project
construction study - The leading characteristics associated with
industry in the project success include monitoring,
Gaza Strip problem-solving, informed judgment, team
building, initiative, influencing,

communication, vision, planning and goal
setting, time management, discipline,
ethics, conflict resolution, positive
expectations, and empowerment.

The important methods to develop the
above skills are through job experience,
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watching, observing, mentorship and
coaching from seniors, company training,
educational courses, and self-education

21.| Magis (2010) | Community Literature - Resilience is the ability of a system to | - Not indicated
resilience review sustain itself through adaptations and
occasional transformation
- In addition to the definition, this study also
gave the eight dimensions of community
resilience which are community resources,
active agents, strategic action, collective
actions,  equity, impact,  resource
engagement, and resource development
22.| Langeland et | How to increase | Literature - Resilience was defined as the attribute of as | - Not indicated
al. (2016) organizational review a system that indicated its ability to
resilience maintain critical operations in the face of
adverse disruptions
- Information sharing and shared awareness
of mission increases effectiveness and
efficiency of operations during and after
threat events
- Clear error reporting structures and
cultures allow the development of
resilience
- Balancing between flexible personnel with
distributed  decision  making  and
specialized personnel with centralized
decision making is vital to resilience
- Training on specific and general threat
response procedures improves resilience
23.| Liang & Gu | Shared leadership | Comparative - The study was drawn on social cognitive | - Carried out in a specific area
(2016) and creativity study theory. Shared leadership has a positive in China, making
impact on creativity. generalizability difficult
- Shared leadership motivated team potency
and improved individual competence and
creativity
24.| Liphadzi, Difference Literature Leadership and management are two district | - Not indicated
Aigbavboa, between review concepts. Leadership includes social
&  Thwala | leadership  and influence and the leader’s role in setting a
(2017) management vision or purpose of change for an
organization. Management, on the other
hand, is associated with the fulfillment of
the goals and processes of an organization
25.| Locke, Role of | Survey - Empowering leadership is positively | - No causal design
Srivastava, & | knowledge related to both team efficacy and | - Applicability to other types
Bartol (2006) | sharing and team knowledge sharing. of business or operations in
efficacy in the - Knowledge sharing and team efficacy are limited
relationship positively related to improved performance | - Same data source leading to
between common method bias
empowering - The degree of non-responses
leadership  and could not be ascertained
team since the number of
performance managers in each team was
not recorded.
26.| Marques Soft skills as an - Soft skills are vital in the success of a | - Small sample size
(2013) intrinsic part of leader - The study was carried out in
successful the Los Angeles area, which
leadership is metropolitan. Therefore,
data from other areas with
different economic  and
cultural prerequisites may be
different.
27.| Morgeson, Team leadership | Literature - There are four sources of team leadership | - Not indicated
DeRue, & | structures  and | review internal formal, internal informal, external

processes

formal, and informal external sources.
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Karam
(2010)

- There are 15 main functions of team
leadership and are divided into two phases;
- the transition phase and the action phase

Transition phase — compose team, define
the mission, establish expectations and
goals, structure and plan, train and develop
team, sense-making, and provide feedback.
Action phase — monitor team, manage team
boundaries, challenge team, perform team
tasks, solve problems, provide resources,
encourage self-management and support
social cultures

28.

Muethel &
Hoegl (2013)

Effectiveness of
shared leadership

Literature
review

The assumption of the existing theory that
team members are always open to
influence from fellow team members is
disregarded

Independent professionals consciously
decide whether or not to adhere to
influence from fellow team members

To understand shared leadership, it is
important to take into account the
importance of a leader, a follower, and a
relationship perspective.

No statistics on the reviewed
literature

29.

Muthimi &
Kilika (2018)

Leadership,
behavioral focus,
and performance

Literature
review

a firm’s

Leadership strategy affects
strategic behavior focus

The construct in the study was based on
theoretical frameworks drawn from the
LMX  theory, contingency theory,
transformational leadership theory, and
leadership strategy model.

- There was no presentation of
the relationship between
leadership, behavior focus,
and performance.

o

30.

Nathaniel,
Carlos, &
Jesse (2019)

Pros and cons of
shared leadership

Descriptive
qualitative
study

The benefits of shared leadership that were
identified included enhanced decision
making, exceptional outcomes, ease in
problem-solving, ~ team-member fit,
creative  innovation, team  synergy,
individual well-being, sustained growth,
healthy  organizational culture, and
organizational vitality.

The drawbacks included the difficulty of
the shared leadership model, potential lack
of follow-through, the danger of immature
or usurping team members, lack of
acceptance of the model, and lack of
efficiency

-Only leaders from shared
leadership teams that were
committed to the model and
experiencing success were
interviewed, leading to
biased findings

3L

Nicolaides et
al. (2014)

Relationship
between shared
leadership  and
team
performance, as
well as the role
that team
confidence plays
in the above
relationship

Meta-analysis

- Shared leadership has
influence on performance
Shared leadership is effective when the
interdependence in a team and team
confidence is high

The team size or tenure does not affect the
impact of shared leadership on
performance.

a significant

- None of the studies includes
in the meta-analysis used a
true experimental design.

- A relatively small sample
size of the primary studies
included in the Meta-
analysis.

- Inability to account for the
dynamic nature of team
tenure.

32.

Parris &
Peachey
(2013)

Servant
leadership

Systematic
review

- There was no consensus on the definition

on servant definition

Servant leadership is being investigated in

various contexts, themes, and cultures

Multiple measures are being used to

explore servant leadership

- Servant leadership is a viable leadership
theory and helps organizations improve the
well-being of followers.

- The systematic review only
reviewed indexed journals
available in the researcher’s
university library. Articles
that were not peer-reviewed
or indexed were not
reviewed.

- The only article in English
were reviewed

- The ability to explore all
methodological
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considerations was limited
by the study’s integration of
results conducted using both
qualitative and quantitative
data analysis methods

33.| Paul, Bamel, | Employee Cross- - There is a positive relationship between | - The study purely relied on
& Garg | resilience  and | sectional study resilience and organizational citizenship cross-sectional data.

(2016) organizational design behavior -A  majority of the
citizenship - Resilience  influences  organizational respondents were male,
behavior (OCB) commitment. making generalizability
with - Resilience directly influences OCB and difficult
organizational also influences it indirectly through | - Causation among  the
commitment  as organizational commitment variable was not examined.
the mediating
variable

34.| Pearce, Responsible Ethnographic - Shared leadership is vital in developing | - Not indicated
Wassenaar, leadership  and | study responsible leadership and can therefore be
& Manz | how shared used to solve issues of irresponsible
(2014) leadership leadership

processes support
it

35.| Scott-Young, | Shared leadership | Systematic - Shared leadership is a construct that adds | - Not indicated
Georgy, & literature value to the project management construct
Grisinger review - Shared leadership has the potential to
(2019) enhance team functioning and project

performance
- Development of a multi-level moderated I-
M-O-1 model based on systems theory.

36. Sharma & | Links  between | Cross- - There is a significant relationship between | - Conclusion on causality is
Sharma team resilience, | sectional team resilience and  organizational difficult to make due to the
(2020) competitive design effectiveness. cross-sectional design used

advantage, and - Competitive advantage was a partial | -

organizational mediator among the relationship between

effectiveness team resilience and  organizational
effectiveness

37.| Simons & | Relationship Cross- - There is a significant positive relationship | - The cross-sectional survey
Buitendach between sectional between psychological capital, work design used cannot
(2013) psychological survey engagement, and organizational determine the  causality

capital, work commitment. among variables.
engagement, and - Work engagement is the only significant | - Use of self-reported
organizational predictor of organizational commitment. questionnaire gave a ride to
commitment response bias

- Small sample size

38.| Kjellstrom, Leadership Explorative - The six ways of understanding leadership | - Focused on only six ways of
Stélne, & | development qualitative development were: one’s development, leadership development
Tornblom study fulfilling a leadership role, leader and
(2020) organizational ~ development, personal

development, collective leadership
development, and human development.

- There is increasing complexity in
understanding leadership development

39.| Spillane Distributed A critique on | - The responsibility for leadership routines | - The causal links between
(2005) leadership existing in distributed leadership involves multiple distributed leadership,

theoretical and leaders instructional improvement,

practical - Shared leadership, team leadership, and and student outcome was not

knowledge on democratic leadership are not synonyms of established

distributed distributed leadership. - Limited empirical evidence

leadership on the effectiveness of
distributed leadership.

40.| Walker & | Emergent Literature - Through a conceptual overview and case | - Not indicated
Salt (2006) paradigm of | review studies, the study found that a resilient

resilience world had five main attributes: diversity,

modularity, social capital, innovation, and
overlap in governance.
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- It defined social-ecological resilience as

the capacity of systems as households and
communities to respond to and deal with
disturbances, and bounce back without
affecting functioning or basic operations

public sector

influence it. The current study used a more

41.| Wang, Shared leadership | Meta-analysis | - Shared leadership is positively related to | - The number of studies
Waldman, & | and team team effectiveness included was limited
Zhang effectiveness - What is shared among members matters | - Inability to offer strong
(2014) when it comes to team effectiveness causal inferences
- Shared leadership is more strongly related | - Only a few studies included
to team attitudinal outcome and behavioral had a time lag
processes compared to team performance
42.| Wenger Disaster Systematic - The policy outcome indicates that | - The PPRR framework used
(2017) resilience  and | review resilience can support resistance or failed to distinguish between
how it is accommodative strategies measures conducive to long-
connected to - Resilience is a measurable property term resilience and those
long-term - Resilience is a process characterized by conducive to maladaptive
organizational adaptive capacity outcomes
resilience
43.| Yusof et al. | Knowledge Literature - Earlier approaches to knowledge sharing | - The proposed model is
(2012) sharing in the | review have only focused on the factors that conceptual and therefore

lacks empirical evidence.

holistic and integrated approach. The
approach should draw together all critical
factors, including human (individual),
organization and technology factors that
come into play when it comes to
knowledge sharing.

Appreciating Shared Leadership

Notably, all economic, political, and organizational systems depend on their leaders' effective
and efficient guidance. The leaders create a corporate vision and ensure the cascading of the
vision to the subordinates to avoid selfish interests that may override superordinate purposes.
Leadership includes social influence (Bennis & Nanus, 2007) driven by passion (Kotter, 2001),
unlike the management associates who only embark on fulfilling the set organizational goals
through formalized processes (Liphadzi, Aigbavboa, & Thwala, 2017) as a factor of production
whose competencies may affect project performance. Although leadership is a subset of
management, both are critical in facilitating organizational performance (Jarad, 2012).
Arguably, beyond management roles, leadership aims to promote fluidity and change within
organizations, seeking continual adaptive change through influence.

Leadership is a social construct that is subjective depending on the “eyes of the beholder”.
Arguably, a person becomes a leader when followers perceive them as one (Northouse, 2016).
Arguably, team performance is more of whether the actors see each other as leaders and
followers. Top management's pivotal role encompasses designing strategies and enabling
innovation among team players. Shared leadership influences such innovative team behavior
(Muethel & Hoegl, 2013) to improve a firm’s performance (Daspit & D’Souza, 2013). In other
words, the above-stretched mandate is a shared effort that should involve the entire
organization’s cognitions and capabilities (Hambrick, 2007), helping a firm assimilate,
transform, and exploit fresh ideas (Zahra & George, 2002). Leaders are agents for improving
team performance and effectiveness, the most critical ingredient for organizational resilience
(Carson et al, 2007). The need for distributed leadership allowing for wide-range participation
and collaborative decision-making (Devos et al., 2014).
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Collaborative leadership is critical during a crisis, aiming to empower and support teams to
confront the day's challenges in a constructive way (Doffer et al., 2020) to maximize team
efficacy (Bergman et al., 2012) through shared responsibility for shared outcomes (Hoch, 2013).
The increased attention paid to shared forms of leadership suggests shared accountability
through the distribution of responsibilities, thus substantially. Quality interaction between the
leaders and followers involves social sharing of leadership, stretching leadership functions
through an intentionally constructed interaction between multiple leaders (Devos et al., 2014).
Shared leadership goes beyond the delegation of leadership tasks (Rayner & Gunter, 2005). On
the contrary, it involves stretching leadership resources by pooling together people’s expertise,
interactively making the leadership resource a group property (Yukl, 2002). Further, facilitating
individual and collective efforts to accomplish shared objectives through dynamic, interactive
leadership (Pearce & Congner, 2003) that values environmental support, team members’
working attitude, and communication with task interdependence (Bligh et al., 2006).

Pearce and Sims (2002) note that Shared leadership is the outcome of behavioral-based
leadership theories that influence its theoretical structure, and directive Leadership that
positions power or hierarchical influence of behavior in an organizational chart. It supports
employee performance-based reward motivation and the sociology of Charisma: Empowering
leadership that emphasizes self-development and enriching leadership skills (Pearce & Sims,
2002).

Shared Leadership Dimensions

Yukl (2002) named “Shared Leadership” as a new paradigm of leadership that calls for a
participatory approach to undertaking responsibilities and activities that follow the path of
empowering followership and leadership. The distribution of leadership influence and the
degree of leadership influence are the two main dimensions of shared leadership.

Bligh et al. (2006) extended the discussion by arguing that the leader’s behavior is a critical
pillar in encouraging employees to work in a team and employee attitude towards shared
leadership to make it effective. A leader’s behavior is a triad-dimensional that generally covers
a sizable aspect of shared leadership; relations-oriented, task-oriented, and change-inclined
attitude (Serban & Boris, 2016; Yukl, 2002). The relations-oriented leadership emphasizes
support to achieve a harmony that will help pursue goals efficiently (Yukl, 2002), highlighting
work-flexibility and adaptability to cope with new ideas and changes.

Forms of Shared Leadership

To date, many scholars have taken divergent approaches to appreciate shared leadership. Some
have focused on the art of sharing specific leadership styles; research is closely associated with
the first distinguishing aspect of shared leadership, in which team affiliates accomplish the
functions assumed by top leaders in the traditional setup (Pearce & Sims, 2002). However, the
combination of shared leadership with the many known leadership styles has reproduced a
larger pool of potential constructs of shared leadership, for example, shared transformational,
transactional, directive, charismatic, authentic, and empowering leadership (Wang et al., 2014).
Shared transformational leadership and management, by exception, improve team resilience
(Sommer et al., 2016).
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The second approach researchers understand what is to be shared and focus on the “overall”
leadership (Wang et al., 2014) rather than capturing certain specific leader behavioral content,
thus aggregating a person's leadership to the team level (Carson et al., 2007). For example,
Carson et al. (2007) argue that the shared leadership score could be measured based on how
teams rely heavily on most of their members. Shared leadership shifts the focus from person
and position to process (Bolden et al., 2015). The “sharing” process may transpire across many
functional roles proposed by the functional leadership theory (Morgeson et al., 2010), where
manifold leadership functions happen. Shared leadership does not necessarily mean every team
member performs all leadership functions. Characteristically, shared leadership is informal and
ad hoc, forming an internal and informal leadership style riding on well-knit task
interdependence at lower and higher levels.

Operationalizing Shared Leadership

In addition to the propagation of definitions around shared leadership, there are two ways to
operationalize the construct (Wang et al., 2014). The “aggregation” or the “referent shift”
approach may measure shared leadership by applying the traditional leadership scale. The
multifactor leadership questionnaire shifts the source of leadership from the official leader to
the team, aggregating the team members’ ratings. Shared leadership takes five diverse
behavioral strategies, that is, aversive, transactional, transformational, directive, and
empowering. The aggregation approach fits with the key faces of shared leadership, taking it as
an emergent property (Pearce & Conger, 2003) unrealistically taking shared leadership pegged
on the indistinguishable set of members with convergent attitudes (Carson et al., 2007): Hence
its limitation. Another set of researchers (e.g., Carson et al., 2007) favor the social network
approach, studying leadership as a shared activity, thus improving the appreciation of the
repetitive leader-follower processes to facilitate the study of the team members’ unique
influence indexing as leadership centrality at the individual level. Shared leadership has been
operationalized either as the density of leadership (Carson et al., 2007) or the decentralization
of leadership. Density has been the most commonly used network index of shared leadership
by measuring the degree to which the team relies on each teammate for leadership or
decentralization of the shared leadership construct (DeRue et al., 2015).

Resilience as a Resource

The disciplines of ecology and sociology define resilience as the capacity of a system or a
person to uphold its core purpose and integrity in exaggeratedly changing circumstances
(Andrew & Ann, 2012), allowing individuals to recover from hardship more powerfully than
before. This general definition of resilience applies in a wide range of specific contexts, each
providing insight for developing resilient systems and organizations (Langeland et al., 2016).
Organizational executives should develop a culture and strategy that builds resilience through
re-engineering resources (Langeland et al., 2016; Wu & Chen, 2018). In behavioral science,
people under stressful situations require resistance and support to improve their adaptation and
response. Resilience is often used to describe a system or organism's competence to bounce
back the following adversity in terms of capacity and time (Park et al., 2013), riding on a good
psychological capital positioning through leadership (Simons & Buitendach, 2013). Financial
and Social capital are critical ingredients for achieving outcomes that work for all stakeholders
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(Gittell, 2006). However, another perspective stresses that high-performance work systems call
for loyalty and commitment for individuals to work effectively (Park et al., 2013). Furthermore,
if relationships help an organization bounce through a crisis, then it is essential to avoid harming
relationships at such a critical time (Gittell, 2006).

Catastrophes present short-term, medium-term, and long-term challenges to organizations,
thus calling for adequate control tasks stretching the world's imagination about potential
damages and superior response strategies (Meyers, 2019), calling for leadership that fuels
organizational learning (Daft, 2012). Resilient organizations do not limit the allocation of
resources when dealing with threats that challenge their existence. Instead, they deploy
available internal resources to guarantee the continuance of operations after a crisis (Gittell et
al., 2006). Resilient firms prepare thoroughly for difficult situations, validating their
preparedness in superior capacities to investigate, learn, and act against unknown disruptions.
Furthermore, the firms cultivate motivation and other psychological resources of their
employees not limited to self-efficacy, optimism, hope, and robustness to increase the chances
of harvesting resiliency (Sutcliffe & Vogus, 2003): Boosting employees’ confidence to respond
well during challenging situations. Possible indicators for measuring organizational resilience
insinuated above centers around 1) Quality of organizational data for decision making hinging
on availability, accuracy, real-time, relevant, coverage areas, use (decision-making), 2) Systems
and Processes that support, analysis (business intelligence), the flow of information,
communication, and agility — adaptability; and 3) Mutual Trust (Muethel & Hoegl, 2013)
exhibited in attention to results, no fear of conflict, accountability, and commitment.

Shared Leadership and Corporate Resilience

A fundamental prerequisite for acquiring new corporate knowledge hinges on the ability to
recognize relevant knowledge based on prior firm’s experiences (Zahra & George, 2002)
through a network diversity supports a broad scope of distinctive access to good governance
(Faulkner et al., 2018). Corporate knowledge is not adequate if not assimilated throughout the
organization: The firm's ability to analyze, interpret and comprehend acquired knowledge by
the actors (Jansen et al., 2005). Information sharing and shared awareness increase efficiency
and effectiveness after disruption (Langeland et al., 2016) to generate resilient systems. Shared
leadership allows for the participation in integrating new knowledge, improving necessary
mental models overall to build resilience pegged on much current literature review that
expresses leadership as a shift to soft skills (Marques, 2013), going beyond charisma,
eloquence, and extroversion. Employees have been found to incline towards soft-skilled leaders
who demonstrate self-awareness, motivation, empathy, and self-regulation, as opposed to an
exhibition of purely hard leadership skills such as intelligence, technical prowess, and rigor
(Goleman, 2000): A complement of hard skills (Dixon et al., 2010). According to Nyman
(2006), soft skills may not come too easy for leaders, calling for leaders to examine their
techniques of relating to others, self-reflection, sensitivity to peoples’ perceptions, humility,
and influence.

Shared leadership manifests in a leader’s ability to find relevance in a crisis, commonly
known as crisis leadership. Crisis leadership includes team playing, strategic thinking, high
transparency with stakeholders, speedy response to counter challenges through self-drive
(Gilstrap et al., 2016). Shared leadership plays a critical role in fostering corporate
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accountability and success (Pearce et al., 2014), critical ingredients for team efficacy, and
enhanced agency behavior at all organizational levels (Magnus, Robert, & Steve, 2019). A self-
led leader has a higher capability of developing employees’ positivity, especially on disaster
risk management practices through sharpened organizational learning (Kumiko & Fernando,
2010). A self-led leader positivity improves an enthusiastic and cheerful mind, enhancing task
performance (Wright, 2014), hence organizational resilience through employee commitment to
the organization’s mission and mandate. Dependable organizations spur employee commitment
to continuous improvement to deal with change: For example, through risk management
programs that improve the firm's resilience and citizenship behavior (Happy et al., 2016) and
disaster preparedness (Barquet et al., 2016).

Theoretical Review

Transactional leadership theory, complexity theory, behavioral theory, transactional theory, and
multi-stakeholder theory are critical pillars for the current study. The theories emphasize that
empowering the organization to remain relevant and focused remains a critical pillar to confront
the day's challenges. The leaders may demonstrate their superior economic behavior by
passively drawing consequences from changing environments and changing the given
circumstances. The corporate sustainability school of thought emphasizes that leaders should
configure the organization to meet society's broader expectations. Arguably, sustainability
management calls for organizations to develop new ways of creating a robust and resilient
economy.

A call for a New Theoretical Model
Based on the above observations, the study proposes the following model to guide future studies
regarding the construct of shared leadership and organizational resilience.

Proposition 1: The fluidity of the operating environment may propel the urgency of shared
leadership behavior, calling for collaboration to steer the firm to greater resilience.

As displayed in Figure 1, the framework provides a broad spectrum of studying the interplay
of variables that would improve organizational resilience, noting that shared leadership may
occur differently depending on the context. For example, groups may experience stagnation
when a chaotic state seems very far, depriving the group of the necessary stimulation to animate
its work (Virginia, 2016). The decision-making process and subsequent decision outcomes
follow different logics based on the decision-makers differing perceive about an uncertain
future: Experience brings forth capabilities and the impetus to take action, evaluate risks, and
allocate resources to address uncertainty. The leaders’ responsibilities should help a firm
assimilate, transform, and exploit fresh ideas by increasing a firm’s absorptive capacity (Zahra
& George, 2002) as a matter of urgency and anticipation of a mutually beneficial reward system.
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Figure 2. Shared leadership, and organizational resilience

Proposition 2: Deployment of the shared leadership strategy hinging on shared construction of
corporate direction will positively affect behavioural efficacy necessary to improve the various
dimensions of a firm's resilience.

A right balance between flexible workers and distributed decision-making; technical
personnel lead by a centralized decision-making organ would increase appropriate
organizational reactions during and after a crisis (McLeod et al., 2016). Relevant training on
response to specific threats and still maintains flexibility in disaster response procedures is an
uphill task calling for organizations to address a combination of specific and general risks. The
framework advocates for the increased scope that involves training on unknown threats through
increased follower-commitment hinging on an enhanced locus of control. The need for
structures that improve the quality of dyadic leader-follower relations grows a committed and
empowered joint workforce ready to act in favour of the organization’s long-term advancement.

Proposition 3: Deployment of the shared leadership strategy that improves the internal
organization environment will positively affect employee and organizational commitment, thus
improving the various dimensions of a firm's resilience.

This calls for a leader to configure an organization to deliver an internal team environment
with task cohesion, which predicts shared leadership and task satisfaction. Task satisfaction
increases efficacy in execution, thus superior organizational efficacy. Organizational
dependability influences commitment to building resilient teams.

Proposition 4. Deployment of the shared leadership strategy that improves Team member’s
leader-follower processes and individuals' leadership centrality will positively affect the
employee's assertiveness and positivism to spur resilience.
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A dyadic leader-follower relationship forms the overall leadership structure in a team.
Decentralized leadership allows teams to influence each other to act, thus raising their cognitive
awareness on aspects that would negatively affect firm performance, making everyone a
champion for risk awareness through increased density of how each actor relies on each
teammate for leadership (Carson et al., 2007). As a result, risk-aware people enhance a firm's
adaptability and resilience.

Proposition 5: Deployment of the shared leadership strategy that improves Team member’s
locus of control would harvest organization resilience through behavior efficacy.

The locus of control is critical as members of an organization act to create organizational
resilience. Although employee commitment harvests superior organizational performance, the
psychological perspective that conceives organizational behavior and human behavioral actions
is a function of personal dispositions and capacities. Notably, the intensity of stress reduces as
the actor focuses on the locus of control, thus increasing the effectiveness of an intrinsic reward
signal to spur the agent to explore its situation and learn skills (Pathak et al., 2017).

Proposition 6: Deployment of the shared leadership strategy that improves leadership
dispersion and Team member’s relationships increases the focus on the organization’s controls
to provide Quality data, Robust systems, and Process Commitment will elicit disaster-prepared
organizations, an antecedent of organizational resilience.

Resilient organizations ride on systems that notice underlying vulnerability and create robust
strategies for handling the wide-ranging effects of catastrophes. The above superior behavioral
focus would improve organizational efficacy to create processes that guarantee quality
information to guide resilience-based decisions.

Conclusion

Shared leadership can be situated within the broader concept of team leadership, including
vertical, horizontal, and centralized forms of leadership aimed at combating increased
complexity and ambiguity of tasks in parallel with the increasing pressure to respond more
promptly to market conditions and challenges through superior decision-making (Hoch &
Dulebohn, 2017). Various studies, however, reveal that shared leadership is not a panacea for
all organizational problems. Through limited research, there are diverse perspectives of defining
resilience; resilience should support adaptation beyond space and time.

Organizational strength is a derivative of a complex interplay of factors at different levels
(Kumiko & Fernando, 2010) to navigate a complex operating environment (Gibbs, 2019).
Performance feedback is a driver for organizational learning and improved organizational
resilience. Agile and integrated coordination among stakeholders would ensure reliable
information runs through the organization to create the necessary calm for decision-making and
optimism. Shared leadership plays a critical role in fostering corporate accountability and
success (Pearce et al., 2014). The shared leadership spurs exceptional outcomes and improved
capabilities to solve complex problems (Nathaniel et al., 2019): Critical pillars for building
resilient brands.
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