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Abstract 
 

This study examines the mediating and moderating effects of collaborative culture on the 

relationship between leadership behavior and team performance in modern organizations, 

specifically focusing on how collaborative culture elements such as knowledge sharing, skill 

exchange, interpersonal relationships, and synergistic attitudes can serve as strategies for 

enhancing team performance. Employing a quantitative methodology, data was collected 

through online questionnaires from 121 employees of government institutions in Jambi and 

analyzed using Structural Equation Modeling (SEM). The findings revealed that leadership 

behavior significantly and positively influences both team performance and collaborative 

culture, while collaborative culture, though showing no direct significant effect on team 

performance, functions as both a mediator and moderator in the leadership behavior-team 

performance relationship. Although the study's generalizability may be limited due to its 

specific focus on public sector institutions, this study strengthens the research gap on the 

dual role of collaborative culture which is still rarely discussed in the context of the 

Indonesian public sector. The practical implications of this finding can be a reference for 

organizational leaders to develop team effectiveness and achieve strategic goals through 

strengthening collaborative culture in public sector management.  
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1. Introduction 

The transition from Industry 4.0 to Society 5.0, particularly in the post-COVID-19 landscape, 

has compelled organizations to transform into knowledge-based entities focused on 

continuous innovation. The capacity for organizational innovation is intrinsically linked to 

resource competency and quality, necessitating the development of knowledge-based 

employee competencies to sustain innovation capabilities (Ahmed et al., 2016). This 

development process flourishes through collaborative efforts, with knowledge-sharing 

behaviors emerging through inter-unit collaboration (Kumar et al., 2021). 

 

A collaborative culture drives organizational success through enhanced team performance, 

achieved when team members with diverse skills, knowledge, and experiences work 

cohesively. This approach enables institutions to adapt flexibly to dynamic environments 

while satisfying employees' social needs for interaction and affiliation (Richter et al., 2011). 

Institutional success fundamentally depends on employees' collective commitment to 

organizational objectives, making individual capabilities insufficient without collaborative 

effort (Vigoda-Gadot et al., 2007). 

 

Collaborative culture requires active leadership intervention rather than emerging 

spontaneously. Leaders must consistently emphasize collaboration's importance in achieving 

organizational objectives through team performance. However, research on team 

performance mechanisms remains limited, with only 46 studies indexed in the Bielefeld 

Academic Search Engine between 2016 and 2021 (Open Knowledge Maps, 2021). In today's 

competitive environment, fostering a collaborative culture that promotes teamwork emerges 

as a crucial strategy for organizational survival and success.  
 

Several studies have examined the importance of the role of collaborative culture, leadership, 

and work environment in influencing employee performance and satisfaction, especially in 

the public sector. For example, research conducted by Jo (2025) revealed that collaborative 

culture and empowering leadership significantly improve work performance and 

organizational commitment, especially in the context of flexible work based on information 

technology, with direct implications for job satisfaction. (Suartama et.al., 2024) studied the 

environment of the Ministry of Law and Human Rights in Bali highlighting the role of 

organizational culture and transformational leadership, where organizational commitment is 

the main mediator between leadership and improved employee performance. In addition, 

(Arisanti, 2024) emphasized the importance of culture-based leadership and teamwork in 

shaping employee performance through strengthening organizational commitment, 

especially in the hierarchical structure of public organizations. These three studies 

consistently show that collaboration, effective leadership, and supportive work environment 

are key factors in driving employee productivity and loyalty in the government sector.  

 

This study focuses on government institutions in Jambi Province, Indonesia, as the research 

setting. The choice of these institutions is motivated by their unique social and administrative 

characteristics, including hierarchical organizational structures combined with a strong 

emphasis on communal values and social cohesion. These features present a fertile ground 
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for investigating how collaborative culture manifests and operates within public sector 

environments, providing a distinctive context to deepen understanding of the phenomenon. 

 

This study examines the complex interplay between leader behavior and team performance, 

with a specific focus on the dual role of collaborative culture as both a mediator and 

moderator of this relationship. While previous studies have recognized the importance of 

collaborative culture, its dual role has been underexplored, particularly within Indonesia’s 

public sector context where bureaucratic traditions and cultural collectivism may influence 

collaborative dynamics differently compared to private or Western settings. Thus, this 

research addresses a critical gap by investigating how collaborative culture simultaneously 

facilitates and strengthens the relationship between leadership behaviors and team outcomes 

in public institutions. 

 

2. Literature Review 

Leader Behavior on Team Performance and Collaborative Culture 

Leadership fundamentally shapes the working environment, with leader behaviors 

significantly impacting both individual and team performance (Ceri-Booms et al., 2017). 

Leaders' influence extends through their management of personnel resources and oversight 

of task accomplishment (Gadirajurrett et al., 2018). In today's dynamic work environment, 

the emphasis on leadership has shifted toward inspiring employee initiative and fostering 

collaboration (Liu et al., 2022). 

 

Research examining relationship-focused and task-focused leadership has revealed complex 

interactions with team performance (Brown et al., 2021). When considering structural 

moderators like task interdependence and team size, task-oriented leadership shows 

diminished effectiveness in predicting team performance, while relationship-oriented 

leadership demonstrates stronger influence. The impact of both leadership styles strengthens 

when accounting for methodological moderators, highlighting how team performance varies 

based on team type and performance metrics (Brown et al., 2021). 

 

Team performance effectiveness is fundamentally linked to Knowledge, Skills, and Attitudes 

(KSA), encompassing both interpersonal and management dimensions (Sabri & Abu-Atiah, 

2020). Interpersonal KSAs focus on conflict resolution, collaborative problem-solving, and 

communication, while management KSAs address goal achievement, performance planning, 

and task coordination. Leader behavior proves crucial in developing these competencies and 

aligning them with performance measures (Sabri & Abu-Atiah, 2020). 

This study refers to the theory of transformational leadership initiated by Bernard M. Bass to 

develop its hypotheses. This theory describes the role of leaders in being role models, 

inspiring people around them to have team spirit, stimulating their subordinates to be 

innovative and creative, and positioning themselves as coaches or mentors. Thus, a 

transformational leader will be able to provide significant influence to their subordinates to 

do more than the leader's expectations in order to achieve the vision, mission and goals 

without being burdened and forced. This theory supports the idea that these leader behaviors 
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have a significant impact on team outcomes and the development of a collaborative 

organizational culture (Harsoyo 2022).  

 

Research confirms a positive relationship between collaborative leadership and team 

performance (Maalouf, 2019). Leadership emerges as the most critical factor in teamwork 

effectiveness (Assbeihat, 2016), with leaders playing vital roles in conflict resolution, 

employee motivation, goal setting, and creating supportive environments (Assbeihat, 2016). 

These findings support two key hypotheses: 

 

H1: Leader behavior has a positive significant effect on team performance. 

H2: Leader behavior has a positive significant effect on a collaborative culture. 

 

Collaborative Culture and Team Performance 

Collaborative culture emerges from behavioral patterns that encompass specific values, 

principles, and behaviors promoting cooperative relationships (Sanchez, 2012). This cultural 

framework extends beyond mere procedural partnerships, representing a comprehensive 

system of shared values and collaborative behaviors that define organizational interactions. 

A collaborative culture built on trust, cooperation, and open communication naturally 

enhances team performance through knowledge and skill sharing among employees. This 

environment fosters continuous learning processes, stimulating team creativity and 

innovation. Performance improvement fundamentally relies on two critical elements: 

member competence and team cohesiveness, both enhanced through knowledge sharing, skill 

development, and attitude alignment through consistent interaction and communication. 

 

In today's technologically advanced landscape, collaborative culture has become increasingly 

crucial for organizational success. Modern institutions face escalating performance demands 

that require innovative approaches to complex challenges. Success depends on unified 

organizational effort, as institutional objectives cannot be achieved through individual 

contributions alone. 

 

Empirical studies demonstrate significant benefits of collaborative culture on team 

performance. Research shows that such environments enable employees to develop creative 

ideas and solutions through knowledge sharing, enhancing overall performance (Ahmed et 

al., 2016). Additional studies confirm that collaborative culture facilitates the leveraging of 

employee knowledge for institutional benefit (Assbeihat, 2016). Key factors contributing to 

successful collaborative cultures include leadership, trust, communication, motivation, and 

structured collaboration frameworks (Assbeihat, 2016). 

 

Research indicates that maintaining a collaborative culture significantly contributes to 

sustainable organizational growth and innovation, directly improving team performance 

(Awan et al., 2013). This relationship supports the following hypothesis: 

 

H3: Collaborative culture has a positive significant effect on team performance. 
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Collaborative Culture as a Mediating and Moderating Factor 

The establishment of collaborative culture requires strategic leader behavior in workplace 

settings. These three elements - leader behavior, collaborative culture, and team performance 

- form an interconnected relationship where leader behavior catalyzes collaborative culture, 

ultimately influencing team performance. In this framework, collaborative culture occupies 

a central position, potentially serving as both mediator and moderator between leadership 

and performance outcomes. 

While research specifically examining these three variables remains limited, existing studies 

demonstrate collaborative culture's mediating role in related contexts. Research has shown 

that collaborative culture mediates the relationship between servant leadership and project 

team performance (Nauman et al., 2022). Servant leadership creates a positive social 

environment by promoting cooperation, empathy, and moral principles (Mazarei et al., 2013). 

Additionally, studies have confirmed positive relationships between collaborative leadership 

styles and organizational performance (Maalouf, 2019). 

This study explores collaborative culture's dual role as both mediator and moderator in the 

leadership-performance relationship. According to established theory, mediating variables 

explain the process linking two variables, while moderating variables influence the strength 

of that relationship (MacKinnon, 2011). Figure 1 below illustrates the relationship of 

mediator or moderator variables.  

 

Source: Adapted from MacKinnon, 2011 

Figure 1. The relationship of this study’s variables 

 

In the moderating role, collaborative culture functions as a contextual factor that can either 

amplify or diminish the impact of leader behavior on team performance. A strong 

collaborative culture may enhance the positive effects of leadership behaviors such as 

support, empowerment, and shared vision, leading to higher levels of team cohesion, 

communication, and performance. Conversely, in settings where collaborative culture is 

weak or absent, even effective leadership behaviors may struggle to translate into optimal 

team outcomes. Prior studies on moderation have emphasized that cultural elements, 

including shared norms and collective efficacy, can strengthen or weaken relational dynamics 

within organizations (Acquah, 2023; Kumar et al., 2021). Thus, examining collaborative 

culture as a moderator offers critical insights into the boundary conditions under which 

leadership exerts its influence most effectively. 

http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/


174 
This work is licensed under a Creative Commons Attribution 4.0 International License 

This research addresses a significant gap in current literature by examining collaborative 

culture's specific mediating and moderating effects on the relationship between leader 

behavior and team performance. Based on this theoretical framework, two additional 

hypotheses are proposed: 

 

H4: Collaborative culture mediates the relationship between leader behavior and team 

performance. 

H5: Collaborative culture moderates the relationship between leader behavior and team 

performance. 

 

This investigation aims to provide new insights into how collaborative culture influences the 

dynamic between leadership behavior and team performance, contributing to both theoretical 

understanding and practical applications in organizational management.  

 

3. Research Methods 

This quantitative study investigated collaborative culture's mediating and moderating roles 

in the relationship between leader behavior and team performance. Data collection utilized 

online questionnaires via Google Forms, targeting employees with both civil and non-civil 

servant status who had minimum five years of experience in government institutions. The 

sampling technique employed was purposive sampling, aiming to select respondents who 

possessed sufficient work experience to assess leadership behaviors, collaborative practices, 

and team performance meaningfully. The survey instrument comprised two sections: 

demographic characteristics and perception measurements, ultimately gathering responses 

from 121 participants over a two-month period. 

The study established clear operational definitions for its key variables; leader behavior, 

collaborative culture, and team performance. Moreover, the study employed a seven-point 

Likert scale ranging from strongly disagree (1) to strongly agree (7). The measurement 

instruments were developed based on established theoretical frameworks. A summary of the 

operational definitions and measurements developed was presented in Table 1. 

 

Table 1. Operational Definition and Measurement Instrument 
Variable Operational 

Definition 

Sample Indicators No. of Indicators Source 

Leader Behavior 

(LB) 

Employee 

perceptions of 

leadership, 

evaluated through 

task-oriented and 

relationship-

oriented indicators 

a) Leaders 

providing 

feedback for 

work 

improvements 

b) Leader 

facilitation of 

participative 

decision-making 

9 (Yukl, 2012) 

Collaborative 

Culture (CC) 

Employee 

perceptions of 

a) Communication 

and interaction 

openness 

7 (Waizenegger et 

al., 2020) 
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institutional work 

patterns 

b) Skill and 

knowledge 

sharing practices 

Team 

Performance (TP) 

Team member 

behaviors 

reflecting 

performance 

achievement 

a) Contribution to 

teamwork 

Continuous 

improvement in 

relevant 

knowledge and 

skills 

5 (Erdem et al., 

2003) 

Source: Yukl, 2012; Waizenegger et al., 2020; Erdem et al., 2003 

 

Prior to data collection, validity and reliability tests were conducted on the instruments 

through a pilot study involving 30 respondents who shared similar characteristics with the 

target population. Construct validity was assessed using Confirmatory Factor Analysis 

(CFA), and reliability was measured using Cronbach’s Alpha coefficients. All variables 

demonstrated acceptable validity (factor loadings > 0.70) and high reliability (Cronbach’s 

Alpha > 0.80). 

Hypothesis testing utilized Structural Equation Modeling (SEM) through PLS Smartplus 

3.2.9. The PLS-SEM technique was selected for its model development capabilities and 

strong predictive abilities (J. Hair et al., 2017), enabling comprehensive analysis of variable 

relationships and their interactions. To enhance systematic presentation, Overall, this 

research process includes several stages, namely the design and adaptation stages of 

measurement instruments, initial studies, validity and reliability tests, instrument revisions, 

primary data collection, data cleaning and filtering, data analysis using PLS-SEM, 

interpretation of results, and drawing conclusions and recommendations.  

 

4. Results 

Respondents’ Profile 

The respondents of this study are 121 employees of government institutions. Their profile’s 

are presented below in Table 2. 

Table 2. Respondents’ Profile 

Profile Characteristics N Percentage 

% 

Gender Male 59 48,76 

Female 62 51,24 

Total 121  

Age 20-25  3 2,48 

26-30  17 14,05 

31-35  26 21,49 

36-40  22 18,18 

41-45  22 18,18 

> 46  31 25,62 

Total 121  
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Profile Characteristics N Percentage 

% 

Education Level High School 12 9,92 

Diploma 3 2,48 

Bachelor Degree 72 59,50 

Master Degree 31 25,62 

Doctorate 3 2,48 

Total 

 

121  

Length of Work as Employees 1-5 years 16 13,22 

6-10 years 31 25,63 

11-15 years 24 19,83 

16-20 years 21 17,36 

21-25 years 13 10,74 

> 26 years 16 13,22 

Total 

 

121  

Working Period in the Current 

Institution 

1-5 years 52 42,98 

6-10 years 27 22,31 

11-15 years 19 15,70 

16-20 years 11 9,09 

21-25 years 4 3,31 

> 26 years 8 6,61 

Total 121  

Marital Status Single 20 16,53 

Married  94 77,69 

Widow 5 4,13 

Widower 2 1,65 

Total 121  

Employment Status Civil Servant (ASN) 80 66,12 

Honorary 41 33,88 

Total 121  
Source: Data Collection 

 

Measurement Model 

Validity Test 

The first step of gaining the data was doing a validity test. The indicators of the variables 

were tested to obtain the validity of the data. The table below presents the loading factor for 

each indicator, AVE (Average Variance Extracted), Cronbach’s Alpha, CR (Composite 

Reliability) and VIF (Variance Inflation Factor). 
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Table 3. The loading factor, VIF, Cronbach’s Alpha, AVE, and CR 

 Collaborative 

Culture 

Leader 

Behavior 

Team  

Performance 

VIF Cronbach's 

Alpha 

AVE CR 

CC1.1 0,861   2,988 0,948 0,762 0.957 

CC1.2 0,880   3,617    

CC1.3 0,813   2,374    

CC1.4 0,897   4,077    

CC1.5 0,881   3,733    

CC1.6 0,902   4,220    

CC1.7 0,872   3,091    

LB1.1  0,697  1,924 0,903 

 

0,572 

 

0.938 

LB1.2  0,662  1,805    

LB1.3  0,525  1,340    

LB1.4  0,755  1,985    

LB1.5  0,865  3,385    

LB1.6  0,886  3,916    

LB1.7  0,620  1,629    

LB1.8  0,875  3,496    

LB1.9  0,836  2,871    

TP1.1   0,761 1,744 0,884 

 

0,683 

 

0.915 

TP1.2   0,806 2,109    

TP1.3   0,870 2,858    

TP1.4   0,832 2,773    

TP1.5   0,858 2,986    
Source: Data Analysis 

Table 3 shows that the "Leader Behavior" construct has three indicators that the loading 

factors are below the threshold of 0.708 as recommended by Hair et al. (2017); LB1.3 

(0.525), LB1.2 (0.662), and LB1.7 (.620). It suggests that these indicators may not measure 

"Leader Behavior" effectively. Meanwhile, all indicators for the "Collaborative Culture" 

construct (CC1.1-CC1.7) and the "Team Performance" construct (TP1.1-TP 1.5) have 

loadings above 0.708, reflecting good measurement quality. In this research, loading factor 

values below 0.78 are still accommodated because of the importance of the information 

contained in the indicators, and referring to Chin's (2010) opinion that for research in the 

early stages of developing a measurement scale, loading factor values of 0.50-0.60 are still 

considered quite valid. 

Reliability Test 

The reliability of the data was tested according to Cronbach's Alpha and Composite 

Reliability (CR) values. In Table 3, it can be seen that Cronbach's Alpha and Composite 

Reliability are above 0.70. The value indicates that the instrument is reliable. Meanwhile, the 

Average Variance Extracted (AVE) is above 0.50, which means that the variable can explain 

http://creativecommons.org/licenses/by/4.0/
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50% or more of the item variables (Hair et al., 2021). In Table 3, it can also be seen that no 

VIF value exceeds 5.0, which means there is no multicollinearity problem between the 

variables used.  

Structural Model Assessment 

 

Source: data analysis by PLS Smartplus 

Figure 2. Confirmatory composite analysis (CCA) measurement model 

 

The measurement model of the three variables was illustrated in the Figure 2 above. Then, 

the structural model of results for the five research hypotheses is presented in Table 4. 

Hypotheses Results 

Table 4. The hypotheses results 
Hypotheses Path Coefficient P-Value  

Leader behavior -> Team performance 0,357 0,034 Supported 

Leader behavior -> Collaborative culture 0,671 0,000 Supported 

Collaborative culture -> Team performance 0,170 0,364 Not Supported 

Leader behavior -> Collaborative culture -> 

Team performance 

0,280 0,000 Supported 

Source: Data Analysis by PLS Smartplus 

The hypothesis tests' results state that leader behaviour positively and significantly affects 

team performance (H1) and collaborative culture (H2), which is statistically accepted. These 

findings indicate that leader behaviour directly has a significant influence on increasing team 

performance and collaborative culture. However, the hypothesis which states that 

collaborative culture has a significant positive effect on increasing team performance is 

rejected. It means that collaborative culture did not directly have a significant effect on team 

performance improvement. 

Mediator Effect  
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Table 4 shows that positive leader behaviour can increase team performance by encouraging 

a collaborative culture. The mediating effect of collaborative culture in increasing team 

performance (0.280) is smaller than the direct influence of leader behaviour in increasing 

team performance (0.357). These findings indicate that collaborative culture partially 

mediates the relationship between leader behaviour and team performance enhancement. 

This research proves the strategic role of leader behaviour in forming a collaborative culture 

to improve team performance. Without the role of the leader, a collaborative culture does not 

have a significant effect on increasing team performance.  

 

For example, in one government office participating in the study, the leadership initiative to 

implement regular cross-departmental meetings and knowledge-sharing sessions succeeded 

in fostering collaboration, which subsequently enhanced the performance of project teams 

handling digital services. This concrete case highlights how active leader intervention 

transforms collaborative culture into improved team outcomes. 

Moderating Effect 

Moderation is defined as the influence of a third variable on the relationship between the 

independent and dependent variables. Figure 3 below shows the illustration of this study’s 

variables moderating effect. 

 

Source: data analysis by PLS Smartplus 

Figure 3. The moderation effect 

 

Table 5. The Moderation Effect Hypothesis Result 
Hypotheses Path Coefficient P-Value  

Collaborative Culture X Leader Behavior -> 

Team Performance 

0,262 0,004 Supported 

Source: Data Analysis by PLS Smartplus 
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In this research, collaborative culture acts as a determining factor influencing how much 

leader behaviour can influence team performance. As shown in Table 5, with a path 

coefficient of 0.262 and a P value of 0.004, these results indicate that leader behaviour is 

more effective in improving the team's performance in environments with a strong 

collaborative culture. A leader's influence on team performance depends not only on the 

leader's actions but also on how collaborative the culture within the team is. In conclusion, 

team culture and leader behaviour influence overall team performance, indicating the 

importance of considering these two factors together in research on team dynamics and 

leadership. 

 

The findings from this study support the first hypothesis, indicating a significant influence 

of leader behavior on team performance. This result aligns with previous research, such as 

Pinar et al. (2014), who emphasized the importance of leader behavior in fostering team 

success and enhancing performance, particularly in the context of team learning. Similarly, 

Liu et al. (2022) found that effective leader behavior positively impacts team performance 

by enhancing the competencies of team members. Maalouf (2019) also confirmed that a 

leader's behavior significantly influences both team performance and overall organizational 

success. These findings suggest that the actions and behaviors of leaders play a critical role 

in shaping employee performance and interpersonal dynamics within the workplace. 

 

The second hypothesis revealed that leader behavior positively and significantly affects 

collaborative culture. Oborn (2010) explained that leader behavior greatly influences 

employee actions; when leaders foster a friendly atmosphere, employees are likely to emulate 

this behavior. This aligns with theories of organizational trust, which posit that employees 

interpret and respond to their leaders' behaviors, creating a direct connection between 

leadership style and employee engagement (Oborn, 2010). Assbeihat (2016) further 

supported this notion by highlighting the significant impact of leader behavior on creating a 

positive working environment conducive to collaboration. Therefore, the influence of leader 

behavior on collaborative culture can be attributed to both the behaviors exhibited by leaders 

and the policies they implement to facilitate collaboration among employees. 

 

In contrast, the third hypothesis indicated an insignificant influence of collaborative culture 

on team performance. This finding diverges from Assbeihat (2016)’s study, which found a 

positive and significant relationship between collaborative culture and team performance. 

Additionally, other studies have suggested that while collaborative culture may have a 

positive influence, it does not directly affect performance outcomes (Ahmed et al., 2016; 

Awan et al., 2013). The lack of significance in this study may stem from the nature of 

workplace friendships fostered by collaborative culture; if not managed properly, these 

relationships can hinder performance improvement. Moreover, the Indonesian cultural 

context, characterized by a strong sense of family and high tolerance levels, may dilute the 

sense of discipline necessary for achieving set targets. For instance, respondents working in 

regional government offices in Jambi Province reported that high levels of informal 

socialization sometimes led to delays in completing project deadlines, suggesting that 

collaboration without strong performance oversight may impair efficiency. Given that 

respondents in this study were civil servants with strong workplace friendships, the resulting 
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collaborative culture may prioritize familial unity over stringent performance goals. Thus, 

these findings contribute to the literature by highlighting that the relationship between 

collaborative culture and team performance is not universally significant and is context-

dependent. 

 

Furthermore, this study demonstrates a significant mediating or moderating effect of 

collaborative culture on team performance. While both roles positively influence team 

performance, collaborative culture serves as a more substantial mediator (0.280) than as a 

moderator (0.262). This suggests that collaborative culture alone cannot directly enhance 

team performance without leadership intervention to effectively manage it. In essence, while 

collaborative culture is essential for fostering teamwork, its impact on performance is 

contingent upon active leadership that cultivates this environment.  

 

In terms of public policy implications, the findings suggest that government agencies should 

design leadership development programs that not only enhance technical leadership skills but 

also cultivate abilities to foster collaborative work environments. Additionally, public sector 

human resources policies could incorporate formal mechanisms such as structured 

collaborative projects, cross-unit team assignments, and performance-linked collaboration 

indicators, ensuring that collaboration practices are systematically aligned with 

organizational performance objectives. Consequently, these results underscore the critical 

role of leader behavior in enhancing team performance through effective management of 

collaborative culture. 

 

5. Conclusion and Suggestion 

The empirical investigation of five hypotheses yielded significant insights into the dynamics 

of leadership and team performance. The findings revealed that leader behavior demonstrates 

a significant positive influence on both team performance and collaborative culture. 

Interestingly, while collaborative culture showed no direct significant impact on team 

performance, it emerged as both a crucial mediator and moderator in the leader behavior-

team performance relationship. This nuanced finding suggests that the enhancement of team 

performance is intrinsically linked to how effectively leader behavior shapes and influences 

collaborative culture within the organization. 

 

The practical implications of these findings are substantial for organizational development. 

Organizations should prioritize the selection and development of leaders who demonstrate 

strong collaborative competencies and invest in leadership development programs that 

enhance these capabilities. Effective leadership in this context encompasses several key 

behaviors: fostering employee development, facilitating cross-functional collaboration, 

inspiring team members, and managing conflicts proactively. Furthermore, institutions 

should implement recognition and reward systems that reinforce collaborative leadership 

behaviors, thereby creating a sustainable cycle of improved teamwork and enhanced 

performance outcomes. 
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This research, while revealing important insights, also presents opportunities for future 

investigation. Several methodological enhancements could provide deeper understanding: 

(1) Integration of qualitative research methods to explore the nuanced aspects of leader 

behaviors that most effectively foster collaborative environments; (2) Application of 

advanced quantitative techniques to better understand the underlying mechanisms of these 

relationships; (3) Focused sampling strategies targeting specific organizational contexts or 

hierarchical levels; and (4) Longitudinal studies to examine the temporal aspects of these 

relationships. 

 

Future researchers are encouraged to address these aspects while considering various 

organizational contexts and cultural dimensions. Such investigations would contribute 

significantly to the growing body of knowledge on leadership effectiveness and collaborative 

organizational cultures in contemporary workplaces. 

 

By emphasizing the important role of collaborative culture as a mediator and moderator, this 

study provides strategic direction for policy makers and organizational managers in 

designing interventions that promote collaborative work culture. Implementing leadership 

training that focuses on building organizational culture, strengthening inter-team 

communication and managing interpersonal relationships will be key in creating a productive 

and sustainable work environment. 

 

6. Acknowledgement 
 

The authors would like to thank to Universitas Jambi for the support of this research. The 

research was funded by Universitas Jambi, Internal Research Grant, Contract Number: 

65/UN21.11/PT.01.05/SPK/2022. 

 

References 

1. Acquah, I. S. K. (2023). Modelling the importance of collaborative culture and its dimensions 

for supply chain collaboration: a necessary condition analysis. RAUSP Management Journal, 

58(2), 125–142. https://doi.org/10.1108/RAUSP-05-2022-0153 

2. Ahmed, F., Shahzad, K., Aslam, H., Bajwa, S. U., & Bahoo, R. (2016). The Role of Collaborative 

Culture in Knowledge Sharing and Creativity among Employees. Pakistan Journal of Commerce 

& Social Sciences, 10(2), 335–358. Business Source Complete, EBSCOhost 

3. Arisanti, A., Nasution, J., & Rahma, T. (2024). Pengaruh organizational cultural leadership dan 

teamwork terhadap employee performance dengan organizational commitment sebagai variabel 

intervening (The influence of organizational cultural leadership and teamwork on employee 

performance with organizational commitment as an intervening variable). E-Jurnal Ekonomi 

Dan Bisnis Universitas Udayana. Https://doi.org/10.24843/EEB.2024.v13.i12.p02 

4. Assbeihat, J. M. (2016). The Impact of Collaboration among Members on Team’s Performance. 

Management and Administrative Sciences Review , 5(5), 248–259. 

5. Awan, U., Muneer, G., & Abbas, W. (2013). Organizational collaborative culture as a source of 

managing innovation. World Applied Sciences Journal, 24(5), 582–587. 

https://doi.org/10.5829/idosi.wasj.2013.24.05.1085 

http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/


183 
This work is licensed under a Creative Commons Attribution 4.0 International License 

6. Brown, S. G., Hill, N. S., & Lorinkova, N. (Nataly) M. (2021). Leadership and virtual team 

performance: A meta-analytic investigation. European Journal of Work and Organizational 

Psychology, 30(5), 672–685. https://doi.org/10.1080/1359432X.2021.1914719 

7. Ceri-Booms, M., Curşeu, P. L., & Oerlemans, L. A. G. (2017). Task and person-focused 

leadership behaviors and team performance: A meta-analysis. Human Resource Management 

Review, 27(1), 178–192. https://doi.org/https://doi.org/10.1016/j.hrmr.2016.09.010 

8. Chin, W. W. (2010). How to Write Up and Report PLS Analyses BT  - Handbook of Partial Least 

Squares: Concepts, Methods and Applications (V. Esposito Vinzi, W. W. Chin, J. Henseler, & 

H. Wang (eds.); pp. 655–690). Springer Berlin Heidelberg. https://doi.org/10.1007/978-3-540-

32827-8_29 

9. Erdem, F., Ozen, J., & Atsan, N. (2003). The relationship between trust and team performance. 

Work Study, 52(7), 337–340. https://doi.org/10.1108/00438020310502633 

10. Gadirajurrett, H., Raj, S., Stevens, J., & Jeena, N. (2018). Impact of Leadership on Team ’ s 

Performance. Engineering and Technology Management Students Projects. 

11. Hair, J. F., Hult, G. T. M., Ringle, C. M., Sarstedt, M., Danks, N. P., & Ray, S. (2021). Partial 

Least Squares Structural Equation Modeling (PLS-SEM) Using R. In Practical Assessment, 

Research and Evaluation (Vol. 21, Issue 1). http://www. 

12. Hair, J., Hollingsworth, C. L., Randolph, A. B., & Chong, A. Y. L. (2017). An updated and 

expanded assessment of PLS-SEM in information systems research. Industrial Management and 

Data Systems. https://doi.org/10.1108/IMDS-04-2016-0130 

13. Jo, H. (2025). Interplay among collaborative culture, empowerment leadership, and IT work 

environment in the public sector: A mixed methods study. International Journal of Information 

Management, 82. https://doi.org/10.1016/j.ijinfomgt.2025.102883 

14. Kumar, G., Meena, P., & Difrancesco, R. M. (2021). How do collaborative culture and capability 

improve sustainability? Journal of Cleaner Production, 291(May). 

https://doi.org/10.1016/j.jclepro.2021.125824 

15. Liu, S., Lucy Liu, X., Wang, H., & Wang, Y. (2022). Humble Leader Behavior and Its Effects 

on Performance at the Team and Individual Level: A Multi-Perspective Study. Group and 

Organization Management, 47(5), 1008–1041. https://doi.org/10.1177/10596011211024429 

16. Maalouf, G. Y. (2019). Effects of collaborative leadership on organizational performance. 

International Journal of Multidisciplinary Research and Development, 6(1), 138–144. 

https://doi.org/10.22271/ijmrd.2019.v6.i1.25 

17. MacKinnon, D. P. (2011). Integrating Mediators and Moderators in Research Design. Research 

on Social Work Practice, 21(6), 675–681. https://doi.org/10.1177/1049731511414148 

18. Mazarei, E., Hoshyar, M., & Nourbakhsh, P. (2013). The Relationships between Servant 

Leadership Style and Organizational Commitment. Scholars Research Library Archives of 

Applied Science Research, 5(1), 312–317. 

19. Nauman, S., Bhatti, S. H., Imam, H., & Khan, M. S. (2022). How Servant Leadership Drives 

Project Team Performance Through Collaborative Culture and Knowledge Sharing. Project 

Management Journal, 53(1), 17–32. https://doi.org/10.1177/87569728211037777 

20. Oborn, K. L. (2010). The relationship between leader behaviors and subordinate performance: 

Examining the moderating influence of leader-member exchange. 71. 

https://doi.org/10.25777/v32a-qn12 

21. Open Knowledge Maps. (2021). Overview of research on team performance. Retrieved from 

https://openknowledgemaps.org/map/baf0799be11705f8e6a15f094655757f [19 Nov 2021]. 

22. Pinar, T., Zehir, C., Kitapçi, H., & Tanriverdi, H. (2014). The Relationships between Leadership 

Behaviors Team Learning and Performance among the Virtual Teams. International Business 

Research, 7(5). https://doi.org/10.5539/ibr.v7n5p68 

23. Richter, A. W., Dawson, J. F., & West, M. A. (2011). The effectiveness of teams in 

http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/


184 
This work is licensed under a Creative Commons Attribution 4.0 International License 

organizations: a meta-analysis. The International Journal of Human Resource Management, 

22(13), 2749–2769. https://doi.org/10.1080/09585192.2011.573971 

24. Harsoyo. R. (2022). Teori Kepemimpinan Transformasional Bernard M. Bass dan Aplikasinya 

Dalam Peningkatan Mutu Lembaga Pendidikan Islam. Southeast Asian Journal of Islamic 

Education Management, 3(2), 247-262. https://doi.org/10.21154/sajiem.v3i2.112 

 

25. Sabri, H. A., & Abu-Atiah, Z. (2020). Assessing team performance effectiveness through 

teamwork knowledge, skills and ability (ksas) in a non-Western context. Journal of 

Transnational Management, 25(4), 300–320. https://doi.org/10.1080/15475778.2020.1858668 

26. Sanchez, M. (2012). A Collaborative Culture. OD Practitioner, 44(2), 7–13. 

27. Suartama, I. W. O. P., Putra, I. G. C., Puspitawati, N. M. D., & Suardhika, I. N. (2024). The 

influence of transformational leadership and organizational culture on employee performance 

with organizational commitment as a mediating variable. Asia Pasific Journal of Management 

and Education, 7(3), 187-204. https://doi.org/10.32535/apjme.v7i3.3547 

28. Vigoda-Gadot, E., Beeri, I., Birman-Shemesh, T., & Somech, A. (2007). Group-level 

organizational citizenship behavior in the education system: A scale reconstruction and 

validation. Educational Administration Quarterly, 43(4), 462–493. 

https://doi.org/10.1177/0013161X07299435 

29. Waizenegger, L., McKenna, B., Cai, W., & Bendz, T. (2020). An affordance perspective of team 

collaboration and enforced working from home during COVID-19. European Journal of 

Information Systems, 29(4), 429–442. https://doi.org/10.1080/0960085X.2020.1800417 

30. Yukl, G. (2012). Effective leadership behavior: What we know and what questions need more 

attention. Academy of Management Perspectives, 26(4), 66–85. 

https://doi.org/10.5465/amp.2012.0088 

 

http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
https://doi.org/10.21154/sajiem.v3i2.112

