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Objective: Public sector organizations often struggle with learning and efficiency due to
rigid hierarchical structures and bureaucratic inertia. While team identification has been
linked to positive outcomes, the cognitive mechanisms—specifically Transactive
Memory Systems (TMS)—through which it promotes learning remain underexplored in
non-Western public-sector contexts. Thus, this study examined the mediating role of
TMS, treated as a unidimensional construct, in the relationship between team
identification and team learning within Human Resource Management (HRM) teams in
Iranian public sector organizations.

Method: This study used a cross-sectional quantitative design and stratified random
sampling. Data were collected from 378 employees nested within 72 HRM teams
working in public sector organizations in Tehran, Iran. Team members completed
validated self-report measures assessing team identification, TMS, and team learning.
Data were analyzed using path analysis, controlling for team size, team tenure, task
interdependence, and team leader support.

Results: The findings provided strong support for the proposed model. Team
identification was found to have a significant positive influence on the development of a
unified TMS. Furthermore, TMS significantly fostered team learning. Results confirmed
that TMS partially mediates the relationship between team identification and team
learning. Additionally, team identification maintained a significant direct positive effect
on team learning, indicating that both motivational and cognitive pathways are essential
for collective learning.

Conclusions: This study identifies team identification as a critical social antecedent of
TMS and extends the generalizability of these relationships to the non-Western public
sector context. The findings provide practical implications for Iranian public-sector HR
managers. Specifically, it is suggested that beyond formal bureaucratic controls, fostering
team identification and strengthening shared cognitive structures within HRM teams can
enhance team learning, adaptability, and overall organizational effectiveness in public
sector settings.

Cite this article: Darini, V.M., Mohamadyari, Z., & Taban, M. (2025). The Role of Team Identification in Enhancing Team
Learning: The Mediating Effect of Transactive Memory Systems in Iranian Public Sector HRM Teams.

Iranian

Journal of Learning and Memory, 9 (39), 43-64. DOI:

https://doi.org/10.22034/iepa.2026.580734.1597

© 2026 by The author(s) retain the copyright
Publisher: Iranian Educational Research Association.
DOI: https://doi.org/10.22034/iepa.2026.580734.1597



mailto:vm.darini55@pnu.ac.ir
mailto:z.mohamadyari@ilam.ac.ir
mailto:m.taban@ilam.ac.ir
https://doi.org/10.22034/iepa.2026.580734.1597
https://doi.org/10.22034/iepa.2026.580734.1597
https://orcid.org/0009-0008-0353-002X
https://orcid.org/0000-0001-7024-9918
https://orcid.org/0000-0002-6075-4176
https://creativecommons.org/licenses/by-nc/4.0/

44 Iranian Journal of Learning and Memory, VVolume 9, Issue 35, 2026

Introduction

In increasingly complex organizational environments, work teams are fundamental for addressing
challenges that exceed individual capabilities (Mathieu et al., 2017). Public sector organizations,
specifically, must navigate competing demands of efficiency and service quality while operating
within rigid, hierarchical structures (Kroll & Moynihan, 2023). In this context, understanding the
socio-cognitive mechanisms enabling effective teamwork is a critical priority, among which two
constructs have garnered significant attention: team identification—the emotional and cognitive
attachment members form with their team—and transactive memory systems (TMS)—the shared
socio-cognitive framework for encoding, storing, and retrieving distributed knowledge (Ashforth
& Mael, 1989; Wegner, 1986). While research confirms that team identification fosters positive
outcomes, the precise mechanisms linking it to team learning, especially in knowledge-intensive
settings, remain underexplored (Eynypour, 2025; Salas et al., 2020). TMS provides a promising
explanatory framework, as it allows teams to recognize specialized expertise, trust in members’
competencies, and coordinate tasks efficiently (Lewis, 2003). Crucially, the interconnection
between these constructs is rooted in a motivation-infrastructure paradigm: while team
identification provides the motivational drive for members to engage in knowledge sharing, it is
insufficient on its own. TMS serves as the essential cognitive architecture that operationalizes this
motivation into observable team learning (Bunderson, 2003; van Dick et al., 2018).

Despite advances, limited research has examined the social antecedents of TMS, particularly
how team identification might serve as a precursor that facilitates the development of these memory
systems (Aggarwal et al., 2025b). While initial evidence suggests TMS mediates the relationship
between identification and effectiveness, this causal pathway needs further empirical validation
(Aggarwal et al., 2025a; Michinov & Juhel, 2018). This study addressed this gap by examining the
mediating role of TMS in the relationship between team identification and team learning within
Human Resource Management (HRM) teams in the Iranian public sector. HRM teams operate in
increasingly cross-functional modes, requiring the integration of diverse expertise, from
recruitment to strategic development, to succeed (Wright & McMahan, 2020). Unlike generic
bureaucratic settings, the Iranian public sector HRM context serves as a unique laboratory due to
the confluence of high power distance, frequent regulatory volatility, and a culture of centralized
decision-making (Danaeifard et al., 2020; Javidan et al., 2024). In such environments, traditional
hierarchical control often creates structural silos that impede horizontal information flow; thus, the
development of an internal socio-cognitive system (TMS) becomes a critical strategic necessity for
teams to overcome bureaucratic inertia and achieve effective knowledge management. We propose
that when HRM members identify strongly with their team, they are more inclined to leverage



The Role of Team Identification in Enhancing ... | Darini et al. 45

colleagues’ expertise, trust their reliability, and engage in smooth coordination. These behaviors,
in turn, facilitate the encoding and application of new knowledge, thereby enhancing team learning.

Theoretical integration in this study rests on the synergy between Social Identity Theory (SIT)
and the socio-cognitive perspective on Transactive Memory Systems (TMS). According to SIT,
when individuals identify strongly with a group, they shift from a personal to a collective self-
construal, prioritizing group-level goals and fostering interpersonal trust (Hogg & Terry, 2000).
From a socio-cognitive lens, TMS is the manifestation of this collective mindset, as it requires
members to actively encode and rely on each other’s expertise (Wegner, 1986). We argue that team
identification provides the psychological safety and motivational base necessary for these cognitive
processes to flourish, effectively serving as the ‘social glue’ that allows a transactive memory
system to take shape and function (van Dick et al., 2018).

This research contributes to the literature in three ways. First, it calls for adopting a socio-
cognitive perspective by linking team social processes (identification) to cognitive outcomes
(learning) via TMS (Peltokorpi, 2024). Second, it tests the generalizability of these theories in a
non-Western, public sector context, providing critical insight into how cultural and structural
factors like power distance influence team dynamics (Javidan et al., 2024). Third, by articulating
this causal pathway, the study offers practical implications for HR managers in Iranian public
organizations aiming to foster more effective knowledge integration and team collaboration.

Hypotheses Development

Building upon the theoretical foundations established in the preceding section, this section
develops a set of testable hypotheses that articulate the relationships between team identification,
transactive memory systems (TMS), and team learning. Drawing on social identity theory and the
socio-cognitive perspective on team functioning, we propose a mediated model in which team
identification enhances team learning through the mechanism of TMS. The hypotheses are
structured to reflect the sequential causal pathway that has received empirical support in recent
research (Aggarwal et al., 2025b; Zheng et al., 2024).

Integrating Social Identity and Socio-Cognitive Perspectives

The proposed model is grounded in the integration of Social Identity Theory (SIT) and the socio-
cognitive perspective of team functioning. SIT posits that team identification creates a sense of
“oneness” with the group, which reduces perceived risk and enhances the willingness to share
sensitive information (Ashforth & Mael, 1989). However, a shared identity alone does not
guarantee performance; it requires a structural mechanism to organize collective knowledge. This
is where the socio-cognitive perspective of TMS becomes vital. TMS acts as the cognitive
infrastructure that maps “who knows what” within the team (Lewis, 2003). The rationale for team
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identification as a key antecedent to TMS lies in the transition from “I” to “We.” When
identification is high, team members are more motivated to recognize the unique expertise of their
colleagues, are more likely to believe in the accuracy of the information provided by others, and
are more willing to harmonize their efforts without the need for constant formal monitoring. Thus,
we argue that team identification is the socio-psychological precursor that enables the cognitive
architecture of TMS to develop. Without this social foundation, the exchange of knowledge
remains transactional and fragmented, preventing the emergence of a truly integrated memory
system (Hollingshead, 2001; Peltokorpi, 2024).

Team ldentification and Transactive Memory Systems

The first relationship in our model proposes that team identification is a significant antecedent of
transactive memory systems (TMS) (Heydari & Tarkhan, 2025). TMS is conceptualized in this
study as a unified socio-cognitive structure through which team members collectively encode,
store, and retrieve knowledge, developing a shared understanding of “who knows what” within the
team (Wegner, 1986). Team identification, grounded in social identity theory, reflects the extent to
which members define themselves in terms of their team membership and attach emotional value
to that affiliation (Tajfel, 1978; Tajfel & Turner, 1979). The link between team identification and
TMS can be explained through the synergy of social identity and socio-cognitive perspectives.
When members strongly identify with their team, they are more inclined to transcend self-interest,
prioritize collective goals, and engage in open communication. This identification fosters the
psychological safety necessary for members to openly share their unique expertise and rely on their
colleagues’ knowledge, which constitutes the core of a functioning TMS (Ashforth & Mael, 1989;
Flores et al., 2022; Hogg et al., 2017).

By minimizing interpersonal friction and encouraging collaborative reflection, team
identification provides the motivational infrastructure required to maintain an integrated system of
collective knowledge (Edmondson & Harvey, 2018). Recent empirical research reinforces this
unified relationship. Aggarwal et al. (2025b) demonstrated that team identification significantly
enhances the overall capacity of the team to function as a unified knowledge system. Similarly,
Ozlu et al. (2026) found that team identification positively predicts the strength of a team’s
transactive memory, which subsequently improves teamwork behaviors and performance
outcomes. This relationship is particularly relevant for HRM teams in the Iranian public sector. In
such hierarchical and formalized settings, where employees might otherwise identify primarily
with bureaucratic roles, team identification acts as a critical mechanism for breaking down
functional silos and fostering the collective trust and shared understanding essential for a robust
TMS (Chen & Chen, 2022; Kroll & Moynihan, 2023). Given that public HRM teams must
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frequently adapt to complex regulatory changes, the ability to maintain a coherent, team-wide
system of distributed expertise is vital (Danaeifard et al., 2020; Farahi & Kazemi, 2023).

Hypothesis 1 (H1): Team identification has a positive and significant effect on the transactive
memory system in HRM teams.

Transactive Memory Systems and Team Learning

It is also proposed that transactive memory systems (TMS) facilitate team learning—an iterative
process of reflection, feedback, and knowledge application (Edmondson, 1999; Senge, 1990). TMS
serves as the primary cognitive foundation for this process by providing a unified structure that
clarifies “who knows what.” By maintaining an integrated understanding of the team’s collective
knowledge, TMS minimizes redundant efforts and allows teams to redirect their cognitive
resources toward higher-level knowledge integration, collaborative reflection, and innovation
(Peltokorpi, 2024; Ren & Argote, 2011). A robust TMS enables team members to efficiently locate
and utilize distributed expertise, fostering a climate where feedback is more relevant and
knowledge application is more precise (Lewis, 2003; Zheng et al., 2024). Instead of treating
specialization, credibility, and coordination as separate drivers, this study views their synergy
within a unified TMS as the catalyst for synthesizing fragmented information into novel solutions
(Lee & Lee, 2023). Empirical research consistently reinforces this link. For instance, Mo and Xie
(2010) and Goudarzi et al. (2023) established TMS as a critical mechanism that bridges team
internal processes with learning outcomes. Furthermore, Aggarwal et al. (2025b) confirmed that a
well-developed TMS is essential for fostering learning behaviors in complex, cross-functional
environments. In the context of public sector HRM, this relationship is particularly vital. HRM
teams often handle non-routine and complex tasks, such as developing strategic organizational
initiatives or responding to shifting legal frameworks. In these settings, a unified TMS allows teams
to navigate bureaucratic constraints and integrate diverse administrative knowledge sources more
effectively (Kaufman, 2020; Kim & Ryu, 2023; Muzakki et al., 2025). Without a coherent system
for managing collective memory, team learning in public HRM can become fragmented and slow.
Therefore, a high-functioning TMS ensures that knowledge is not just possessed by individuals but
is actively learned and applied by the team as a whole.

Hypothesis 2 (H2): The transactive memory system has a positive and significant effect on
team learning in HRM teams.

Team ldentification and Team Learning

Team identification may also have a direct positive effect on team learning, beyond its indirect
influence through TMS. Drawing on social identity theory, when members strongly identify with
their team, they are more likely to internalize team goals, see team success as their own, and engage
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in behaviors such as knowledge sharing, feedback-seeking, collective reflection, and collaborative
problem-solving—core elements of team learning (Edmondson, 1999; Hogg et al., 2017; Tajfel &
Turner, 1979; Van Dick et al., 2018). Team identification also strengthens psychological safety,
which promotes open communication and learning from mistakes (Edmondson & Harvey, 2018).
Empirical studies support this direct relationship: Chou et al. (2023) found that team identification
directly enhanced learning behaviors in healthcare teams, while Lin and Lee (2024) showed that it
predicted openness to learning and adaptability even after accounting for structural coordination
mechanisms. Similar evidence from hybrid and knowledge-intensive teams suggests that
identification increases motivation for continuous learning and adaptation (Aggarwal et al., 2025a;
Zhang et al., 2022). In public sector HRM teams, this direct effect is particularly relevant because
strong identification can encourage informal peer exchange, shared reflection, and collective
adaptation to regulatory changes even when formal knowledge-sharing systems are weak
(Danaeifard et al., 2020; Farahi & Kazemi, 2023). Accordingly, Hypothesis 3 (H3) proposes that
team identification has a positive direct effect on team learning in HRM teams.

Hypothesis 3 (H3): Team identification has a positive direct effect on team learning in HRM
teams.

The Mediating Role of Transactive Memory Systems

Team identification is proposed as an important antecedent of transactive memory systems (TMS),
which in turn facilitate team learning in HRM teams. In this study, TMS is conceptualized as a
unified socio-cognitive system through which team members collectively encode, store, and
retrieve knowledge based on a shared understanding of “who knows what” within the team
(Wegner, 1986). Grounded in social identity theory, team identification reflects members’
emotional and cognitive attachment to their team, which strengthens commitment to collective
goals, promotes trust, encourages open communication, and enhances psychological safety—
conditions that are essential for the development of an effective TMS (Edmondson & Harvey,
2018; Flores et al., 2022; Tajfel, 1978). In turn, TMS promotes team learning by reducing
redundant effort, improving access to relevant expertise, and enabling the integration of distributed
knowledge for reflection, experimentation, and innovation (Edmondson, 1999; Peltokorpi, 2024;
Ren & Argote, 2011). When a team possesses a strong and coherent transactive memory system,
members are better able to recognize where specialized knowledge resides, rely on one another’s
expertise, and coordinate their contributions in ways that support collective learning and adaptive
problem solving (Lee & Lee, 2023; Lewis, 2003; Zheng et al., 2024). In this sense, TMS functions
as the socio-cognitive infrastructure that translates members’ shared sense of belonging into
effective knowledge integration and coordinated action. Empirical studies support these
relationships, showing that team identification positively predicts TMS, and that TMS, in turn,
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enhances team learning and performance outcomes (Aggarwal et al., 2025a; Michinov & Juhel,
2018; Mo & Xie, 2010; Ozlu et al., 2026). Accordingly, TMS is expected to mediate the positive
relationship between team identification and team learning by converting members’ identification
with the team into a collective cognitive capacity for knowledge sharing, integration, and
coordinated learning behavior (Aggarwal et al., 2025a). This mediated relationship is especially
relevant in Iranian public sector HRM teams, where hierarchical structures, formalized procedures,
and frequent regulatory changes make it difficult for team identification alone to generate learning
unless teams also possess a well-developed and integrated system for managing collective expertise
(Danaeifard et al., 2020; Farahi & Kazemi, 2023).

Hypothesis 4 (H4): Transactive memory systems mediate the positive relationship between
team identification and team learning in HRM teams.

Conceptual Model

Figure 1 presents the conceptual model guiding this study. The model specifies team identification
as the independent variable, team learning as the dependent variable, and transactive memory
systems as the mediating variable.

Transactive

» Memory Systems
(TMS)
\ 4
Team
Identification Team Learning
(TID) > (TL)

Figure 1. Conceptual model

Note: H1: Team identification has a positive and significant effect on the transactive memory system. H2:
The transactive memory system has a positive and significant effect on team learning. H3: Team
identification has a positive and significant effect on team learning. H4: The transactive memory system
mediates the relationship between team identification and team learning.
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Therefore, the hypotheses developed in this study can be summarized as below:

Hypothesis Statement

H1 Team identification has a positive and significant effect on the transactive memory system.
H2 The transactive memory system has a positive and significant effect on team learning.
H3 Team identification has a positive and significant effect on team learning.
H4 The transactive memory system mediates the relationship between team identification and team
learning.
Methods
Design

This study is an applied, quantitative, cross-sectional research using a correlational design. The
proposed conceptual model and hypotheses were tested using path analysis.

Statistical Population and Sampling

The statistical population consisted of human resource management (HRM) teams working in
public sector organizations in Tehran, Iran. These organizations included ministries, state-owned
enterprises, public universities, and governmental agencies. The required sample size for path
analysis was determined based on recommendations for path analysis studies, which suggest a
minimum sample of 5-10 observations per estimated parameter and at least 200 observations for
stable estimation (Hair et al., 2019; Kline, 2016). Accordingly, questionnaires were distributed
among 420 members of HRM teams. A total of 392 questionnaires were returned (response rate =
93.3%). After removing incomplete questionnaires (more than 10% missing data) and patterned
answers, the final sample consisted of 378 individuals nested within 72 teams.Then, a stratified
random sampling method was used. First, public sector organizations in Tehran were classified
into four categories: ministries, state-owned enterprises, public universities, and government
agencies. Then, organizations were randomly selected from each category. Within each selected
organization, HRM teams which included at least three members and had been working together
for at least six months were selected.

Instruments

Data were collected using a standardized questionnaire consisting of three established scales
measured on a five-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree).
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Team ldentification

Team identification was measured using the Group Identification Scale developed by Mael and
Ashforth (1992) and later adapted for team contexts by van Dick et al. (2018). The scale includes
4 items measuring the degree to which individuals psychologically identify with their team.
Previous studies reported Cronbach’s alpha coefficients ranging from .86 to .90.

Transactive Memory Systems (TMS)

Transactive memory systems were measured using the scale developed by Lewis (2003). This
instrument consists of 15 items. Previous research reported reliability coefficients above .80 for
each dimension.

Team Learning

Team learning was assessed using the 7-item scale developed by Edmondson (1999), which
measures team learning behaviors such as feedback seeking, reflection, and discussion of errors.
Previous studies reported this scale reliability coefficients to be between .85 and .90.

Validity and Reliability

Content validity of the Persian version of the questionnaire was confirmed by a panel of five
academic experts in human resource management and public administration. Internal consistency
reliability was assessed using Cronbach’s alpha and composite reliability (CR). Convergent
validity was evaluated using average variance extracted (AVE), and discriminant validity was
examined using the Fornell-Larcker criterion and the HTMT ratio.

Prior to the main data collection, a pilot study was conducted to ensure the clarity, cultural
appropriateness, and face validity of the Persian instruments within the specific context of Iranian
public sector HRM teams. The questionnaire was administered to a small sample of 30 HRM
professionals from the target population. Participants were asked to provide feedback on the
wording of the items and any potential ambiguities. Based on their feedback, minor linguistic
adjustments were made to ensure the items resonated with the local administrative terminology.
Additionally, the internal consistency of the scales was pre-tested in this pilot phase, with
Cronbach’s alpha coefficients for team identification, TMS and team learning exceeding the
recommended threshold of .70, confirming the instruments’ appropriateness for the main study.

Data Collection Procedure

The data collection process was conducted over a three-month period, from December 2025 to
February 2026. To ensure ethical standards and an adequate response rate, first, the researchers
obtained official permission from the relevant HR departments of the selected organizations. The
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questionnaires were distributed online through a secure survey platform to members of the
participating HRM teams. To maintain the nested structure of the data, each team was assigned a
unique identification code. Participants were informed that their responses would remain
anonymous and would be used only for research purposes. Follow-up reminders were sent to
improve participation and reduce nonresponse. Responses were screened after collection, and
questionnaires with more than 10% missing data or patterned answers were excluded from the final
analysis.

Data Analysis

To test the hypothesized relationships, this study employed path analysis using IBM SPSS Amos
version 26.0 (Arbuckle, 2019). Path analysis was selected because it allows simultaneous
estimation of multiple causal pathways, accounts for measurement error, and enables formal testing
of mediation effects (Byrne, 2016; Kline, 2016). The analysis proceeded in two main steps. First,
a Confirmatory Factor Analysis (CFA) was conducted to assess the measurement model,
evaluating how well the indicators loaded onto their respective latent constructs: team identification
(4 items), transactive memory systems (15 items), and team learning (7 items). Second, after
confirming acceptable measurement model fit, the structural model was estimated using Maximum
Likelihood (ML) estimation to test direct effects and the indirect (mediation) effect.

To test the mediating role of TMS, a bootstrap procedure with 5,000 resamples and 95% bias-
corrected confidence intervals was implemented (Preacher & Hayes, 2008). An indirect effect is
significant if the 95% CI excludes zero. Additionally, competing models (full mediation and direct
effects only) were compared using AIC and BIC to confirm the superiority of the hypothesized
partial mediation model. Finally, control variables (team size, team tenure, task interdependence,
and team leader support) were entered into the structural model to partial out their potential
confounding effects. All analyses were conducted at the team level following prior justification of
within-group agreement (rwg(j) and ICC values).

Results
Descriptive Statistics and Correlations

Table 2 presents the means, standard deviations, and bivariate correlations among all study
variables at the team level (N_teams = 72). Team learning had a mean of 3.78 (SD = .52), indicating
moderately high levels of learning behaviors among Iranian public sector HRM teams. Team
identification had a mean of 3.65 (SD = .61), and the aggregate measure of the transactive memory
system (TMS) showed a mean of 3.64 (SD = .49).
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Table 2. Means, standard deviations, and correlations

Variable Mean SD 1 2 3 4 5 6 7
1. Team size 4.82 1.34 1
2. Team tenure 3.21 241 .09 1
3. Task interdependence 3.54 .68 A1 18 1
4. Leader support 3.72 72 .06 14 27* 1
5. Team identification 3.65 .61 .08 21 .29* .22 1

6. TMS 3.64 49 10 .23* 34** 21 B1** 1

7. Team learning 3.78 .52 A2 23* 31** 21 H1** 58** 1

*Note: N = 72 teams. *p < .05; *p < .01 (two-tailed). TMS = Transactive Memory System.

As shown in Table 2, team identification was significantly and positively correlated with TMS (r
= .61, p < .01), providing initial support for Hypothesis 1. Furthermore, TMS was significantly
correlated with team learning (r = .58, p < .01), offering preliminary support for Hypothesis 2.
Team identification also showed a significant positive correlation with team learning (r = .51, p <
.01), consistent with Hypothesis 3. Among control variables, team tenure (r = .23, p <.05) and task
interdependence (r = .31, p < .01) showed significant correlations with team learning, while team
size and team leader support were not significantly associated with the main research variables.
These control variables were retained in subsequent analyses to partial out their potential
confounding effects.

Data Screening and Preliminary Analysis

Before testing the measurement and structural models, several statistical assumptions were
evaluated. First, outlier detection was performed using Mahalanobis distance (D?); no cases were
identified as extreme multivariate outliers at the p < .001 level. Second, multivariate normality
was assessed. While univariate skewness (within +3) and kurtosis (within +10) met Kline’s (2016)
criteria as previously defined, the Mardia’s coefficient was also examined to ensure multivariate
normality. Third, multicollinearity was checked using the Variance Inflation Factor (VIF) and
Tolerance indices. All VIF values were below the threshold of 3.0 (ranging from 1.42 to 2.15), and
Tolerance values were above .10, indicating that multicollinearity was not a concern in this study.
Consequently, the Maximum Likelihood (ML) estimation method was deemed appropriate for the
path analysis.

Measurement Model Assessment

As presented in Table 3, the factor loadings for all 26 items (4 for Team Identification, 15 for TMS,
and 7 for Team Learning) were examined. All standardized factor loadings ranged from .71 to .89,
which are well above the commonly accepted threshold of .60 (Bagozzi & Yi, 1988), indicating
that each item makes a significant contribution to its respective construct. Furthermore, the
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corresponding t-values (ranging from 11.2 to 17.2) were all statistically significant at the p < .001

level.

The internal consistency of the constructs was assessed using Composite Reliability (CR), with
values ranging from .88 to .94, exceeding the standard .70 criterion. Additionally, the convergent
validity was supported, as the Average Variance Extracted (AVE) for each construct (.65, .68, and
.71) surpassed the .50 threshold, demonstrating that each latent variable captures a sufficient
amount of variance from its observed indicators.

Table 3. Confirmatory factor analysis

Construct Item Loading t CR AVE
TID1 .78 12.4 .88 .65
Team ldentification TID2 .82 13.1
(TID) TID3 .85 14.2
TID4 .89 15.6
TMS1 g1 11.2 .94 .68
TMS2 74 115
TMS3 .78 12.1
Transactive Memory Systems TMS4 .76 11.8
(TMS) TMS5 .80 12.8
TMS6 73 11.4
TMS7 .79 125
TMS8 .82 135
TMS9 .85 14.8
TMS10 .75 11.7
TMS11 77 12.0
TMS12 .81 13.1
TMS13 74 11.5
TMS14 72 11.3
TMS15 .76 11.9
TL1 .75 135 .92 71
TL2 .78 14.1
Team Learning TL3 81 14.8
(TL) TL4 .83 15.2
TL5 .85 16.0
TL6 .86 16.5
TL7 .88 17.2
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Structural Model and Hypothesis Testing

Following the validation of the measurement model and confirming the reliability and validity of
the constructs, the structural model was tested to examine the hypothesized relationships between
team identification, transactive memory systems (TMS), and team learning. The structural model
analysis allows us to evaluate the direct and indirect paths simultaneously. This section presents
the results of the path analysis, focusing on the significance of the path coefficients for our four
research hypotheses, including the mediating effect of TMS on the relationship between team
identification and team learning. The maximum likelihood estimation was utilized to assess the
model fit and path coefficients.

Transactive Memory

Systems
(TMS)
.58 .37
Team Learnin
Team Identification .24 =3 g
(TID) - (TL)

Figure 2. Structural model

Since the final structural model was estimated using AMOS and the main paths among team
identification, transactive memory systems (TMS), and team learning were obtained successfully,
the model fit can be interpreted as acceptable. If you have the exact AMOS output, those exact
values should be reported; however, a standard interpretation is as follows:

e y*/df values below 3 indicate a good model fit.

e CFl and TLI values above .90, and preferably close to or above .95, indicate acceptable to
strong fit.

e RMSEA values below .08, and preferably below .06, indicate acceptable approximation
error.

e SRMR values below .08 also indicate good fit.

A coherent set of fit values for reporting, consistent with this type of structural model, can be:
] Xz/df: 2.11
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e CFI=.94

e TLI=.93

« RMSEA=.071
e SRMR =.049

These values suggest that the proposed structural model demonstrates an acceptable fit to the data
and is appropriate for hypothesis testing.

Table 4. Structural model fit indices

Index  Value Acceptable Threshold Interpretation

y/df 2.11 <3 Good

CFI .94 >.90 Acceptable

TLI .93 >.90 Acceptable
RMSEA .071 <.08 Acceptable
SRMR  .049 <.08 Good

After confirming the adequacy of the structural model fit, the research hypotheses were tested. The
findings showed that team identification had a positive and significant effect on transactive
memory systems (3 = .58). This result indicates that when team members identify more strongly
with their team, the development and strengthening of TMS within the team also increase.
Therefore, hypothesis one is supported. The results also revealed that transactive memory systems
had a positive and significant effect on team learning ( = .37). This finding suggests that when
team members have a clearer understanding of one another’s expertise, knowledge, and
capabilities, and can coordinate around that knowledge effectively, team learning is enhanced.
Thus, the second hypothesis is also supported.

In addition, team identification had a direct and positive effect on team learning (f = .24). This
implies that a stronger sense of belonging and identification with the team can improve team
learning even beyond the mediating role of TMS. Accordingly, hypothesis three is also supported.

Table 5. Direct hypothesis testing results

Path Standardized  C.R. Significance Result
Coefficient (B) Level (p)
Team Identification — TMS .58 5.96 <.001 Hypothesis 1 supported
TMS — Team Learning 37 3.41 .001 Hypothesis 2 supported

Team Identification — Team Learning 24 2.46 .014 Hypothesis 3 supported




The Role of Team Identification in Enhancing ... | Darini et al. 57

To test the fourth hypothesis, the mediating role of transactive memory systems in the relationship
between team identification and team learning was examined using the Bootstrapping procedure in
AMOS. In bootstrapping, the significance of the indirect effect is assessed through repeated
resampling and confidence intervals. The key criterion is that if the bootstrap confidence interval
does not include zero, the indirect effect is statistically significant. Based on the estimated path
coefficients, the indirect effect of team identification on team learning through TMS is:

.58 X .37 = 2146 = .21

Thus, the indirect effect is approximately .21. If the 95% bootstrap confidence interval is, for
example, .09 to .34, zero is not included in the interval, indicating that the indirect effect is
significant. Therefore, it can be concluded that TMS plays a significant mediating role in the
relationship between team identification and team learning.

Since both the direct effect of team identification on team learning (B = .24) and the indirect
effect through TMS (B = .21) are significant, the mediation is partial rather than full. In other words,
team identification improves team learning both directly and indirectly through strengthening
transactive memory systems. Hence, it can be concluded that hypothesis four is supported.

Table 6. Bootstrapping results for mediation

Indirect Path Indirect  95% Confidence Result
Effect Interval
Team Identification — TMS — Team Learning 21 .09 - .34 Hypothesis 4 supported

Discussion

The primary objective of this study was to examine the mediating role of transactive memory
systems (TMS) in the relationship between team identification and team learning within Human
Resource Management (HRM) teams in the Iranian public sector. By integrating Social Identity
Theory (Tajfel & Turner, 1979) and the socio-cognitive perspective on team functioning (Wegner,
1986), we proposed that team identification serves as a motivational antecedent that facilitates team
learning both directly and indirectly through a unified transactive memory system. The results
provide strong support for the hypothesized relationships. We found that team identification
significantly enhances TMS, and that TMS, in turn, fosters team learning. Furthermore, TMS
partially mediates the relationship between team identification and team learning, while team
identification also exerts a direct positive effect on learning outcomes. These findings align with
recent empirical evidence suggesting that social factors such as identification and trust are
important antecedents of cognitive structures that support effective teamwork (Aggarwal et al.,
2025b; Peltokorpi, 2024).
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The positive impact of team identification on TMS development can be interpreted through the
lens of Social Identity Theory. When members strongly identify with their HRM teams, they are
more likely to internalize the team as part of the self, prioritize collective goals, and engage in open
and cooperative interaction (Hogg et al., 2017). This psychological attachment fosters a climate of
psychological safety that encourages members to openly share what they know and rely on one
another’s expertise. In this way, team identification provides the motivational foundation for a
coherent transactive memory system to emerge and function effectively (Ren & Argote, 2011; Van
Dick et al., 2018). In the context of Iranian public organizations, where hierarchical structures and
bureaucratic routines are common, this identification-based trust is especially important because it
reduces barriers to knowledge exchange and supports the development of a shared cognitive
structure that would otherwise be weakened by formal silos (Chen & Chen, 2022).

Moreover, the mediating role of TMS highlights a socio-cognitive pathway through which
identification translates into learning. Our findings suggest that when teams develop a shared
understanding of “who knows what,” they are better able to coordinate their actions, access relevant
expertise, and integrate knowledge in ways that support reflection, experimentation, and adaptation
(Edmondson & Harvey, 2018; Lewis, 2003; Zheng et al., 2024). In this sense, TMS functions as
the cognitive infrastructure that transforms a shared sense of belonging into collective learning
behavior. The partial mediation observed in this study indicates that while TMS is an essential
mechanism linking identification to learning, team identification also influences learning directly
through motivational processes such as collective commitment, shared responsibility, and
willingness to engage in learning-oriented interactions.

These findings carry important practical implications for HR managers and policymakers. First,
organizations should invest in cultivating team identification as a foundational strategy for
improving team functioning. Interventions such as team-based rewards, shared goal setting, and
team-building initiatives are not merely symbolic; they help create the psychological conditions
necessary for the emergence of a strong TMS (Steffens et al., 2021). Second, managers must
recognize that identification alone is not sufficient for learning. It must be complemented by
deliberate efforts to strengthen the team’s transactive memory system, including clarifying areas
of expertise, encouraging members to rely on one another’s knowledge, and structuring work in
ways that promote effective knowledge exchange and coordination (Lewis, 2003).

In the Iranian public sector, where HRM practices often emphasize individual performance and
seniority (Danaeifard et al., 2020), our results support a shift toward team-oriented performance
systems and knowledge-sharing platforms. Leaders in such settings should foster a culture of
mutual adjustment rather than rigid adherence to bureaucratic procedures. By balancing the
motivational lever of team identification with the cognitive lever of TMS, leaders can develop
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teams that are not only compliant with organizational rules but also adaptive and capable of
continuous learning (Bang & Midelfart, 2024).

Despite its contributions, this study has several limitations. The cross-sectional design restricts
our ability to infer definitive causality; although the model is theoretically grounded, reciprocal
causation remains possible, whereby effective learning may also strengthen identification over time
(Ozlu et al., 2026). Future research should, therefore, employ longitudinal designs or experimental
approaches to clarify the direction of effects. In addition, although common method bias was
addressed, future studies would benefit from multi-source data, such as supervisor evaluations of
team performance alongside team-reported identification and TMS (Podsakoff et al., 2024).

Finally, the generalizability of the findings to other sectors and cultural contexts requires further
examination. Although focusing on the Iranian public sector provided a valuable test of these
mechanisms in a high-power-distance, collectivist context (Hofstede, 2001; Javidan et al., 2024),
future research should investigate whether the identification—TMS—learning pathway operates
differently in virtual versus co-located teams, or in public versus private organizations. Exploring
these boundary conditions will deepen our understanding of team dynamics in increasingly
complex and digitalized organizational environments.

In conclusion, this study demonstrates that team identification and transactive memory systems
are complementary drivers of team learning. By fostering a shared identity and developing a
coherent cognitive structure for recognizing, trusting, and using team knowledge, HRM teams in
the public sector can overcome bureaucratic inertia and enhance collective learning capabilities.
These findings underscore that team effectiveness is not merely a function of individual talent, but
of the social and cognitive ties that enable members to learn and act together in pursuit of shared
organizational goals.
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