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Abstract: This quantitative study examined the influence of shared leadership on the innovative behavior of the new generation 
faculty within the context of Chinese higher education institutions. Conducted across various universities in Guangdong Province, 
China, the research engaged a sample of 340 new generation faculty members. Utilizing a survey method, the study evaluated 
the faculty’s perceptions of shared leadership, encompassing dimensions such as team progress, authority and responsibility 
sharing, team expectations, and team contract. Additionally, the survey captured data on the innovative behaviors of faculty, 
including innovation discovery, innovation proclivity, innovation reinforcement, and innovation cooperation. The findings 
indicated that the new generation faculty placed significant value on shared leadership aspects, particularly team progress and 
team expectations. The study revealed that the faculty demonstrated a commendable level of innovative behavior, yet there was 
room for further enhancement in both shared leadership practices and innovative actions. The research established that a 
combination of career values related to shared leadership significantly predicts the professional development of faculty in terms 
of innovation. The study’s implications are vital for educational administrators and policymakers, emphasizing the necessity to 
foster shared leadership environments conducive to nurturing faculty innovation. By recognizing the predictive role of shared 
leadership in shaping innovative behaviors, educational institutions can strategize more effectively to promote academic 
excellence and drive educational reforms. 
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1. Introduction 
In today’s education field, shared leadership has become a 

topic of great interest in research and practice. Especially in 
the context of China’s new generation of faculty, this topic 
has generated extensive academic attention and practical 
concerns. Shared leadership, as a leadership model, 
emphasizes cooperation and joint decision-making among 
members within a team. Recent studies have shown that 
shared leadership is closely related to team innovation, 
especially in knowledge-intensive fields. For the new 
generation of faculty, shared leadership may have a positive 
effect on stimulating their innovative behavior. Shared 
leadership not only emphasizes the role of the leader, but also 
focuses on the participation and contribution of each member 
of the team, which can help inspire faculty to come up with 
innovative thinking and practices more actively. The 
researcher further focuses on the direct correlation between 
shared leadership and innovative behaviors of new generation 
faculty. Understanding the Intrinsic Connection between 
Shared Leadership and Innovative Behavior. The researcher 
also emphasized the need for the study to be conducted in 
China-specific educational contexts and cultural situations, 
taking into account the position of new-generation faculty at 
the forefront of China’s educational reform and technological 
development. This makes it necessary for the study to 
consider not only shared leadership at the organizational level, 
but also to focus on educational policies and cultural 
influences at the national level. 

Kukenberger’s (2019) research on shared leadership within 
teams highlights the impact of diversity types on leadership 
sharing. The study suggests that informational diversity 
enhances shared leadership, provided the team climate is 
cooperative. Conversely, gender diversity may impede it, 

particularly in less cooperative settings. Over time, these 
effects may evolve, with the positive impacts of functional 
diversity expected to strengthen, potentially outweighing 
gender diversity’s initial negative influence. This insight is 
crucial for understanding team dynamics and fostering 
innovation in academic environments. 

Ali, A., Wang, H., & Johnson, R. E. (2020). Empirical 
Analysis of Shared Leadership Promotion and Team 
Creativity: An Adaptive Leadership Perspective. Journal of 
Organizational Behavior. This study examines how 
participate leadership can indirectly enhance team creativity 
through the promotion of shared leadership. The research 
indicates that team voice behavior and perceived creative 
efficacy moderate this relationship, supporting the positive 
influence of shared leadership on team innovation. 

Zhigang Song, Qinxuan Gu, Fang Lee Cooke (2020). The 
Effects of High‐ involvement Work Systems and Shared 
Leadership on Team Creativity: A Multilevel Investigation. 
Human Resource Management. This study explores how 
high-involvement work systems (HIWS) can stimulate team 
creativity through the mediating effects of an involvement 
climate and shared leadership. Based on a large-scale survey 
of employees across various Chinese organizations, the 
findings indicate that an autonomous work environment 
fostered by HIWS encourages creative activities and mutual 
influence, leading to enhanced team creativity. 

Overall, the study of shared leadership on the innovative 
behaviors of new-generation faculty is a cross-cutting area 
involving leadership psychology, the field of education, and 
innovation research, with significant theoretical and practical 
value. The implementation of shared leadership focuses on 
the impact of leadership styles on the behavior of faculty. 
Shared leadership has the characteristics of team members 
sharing rights, making decisions, and taking responsibility, 
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which is conducive to promoting faculty member behavior 
and enabling faculty to flexibly cope with complex 
organizational situations in the outside world. Team leaders 
should consciously apply the theories related to shared 
leadership in the management process, encourage faculty to 
participate in organizational decision-making, and let team 
members feel their own responsibility and team trust in the 
process. For a deeper understanding of how shared leadership 
affects educational innovation and how it works in China’s 
unique educational environment, it will have a positive 
impact on promoting educational reform and improving 
teaching quality. 

2. Statement of the Problem 
This study determined new generation faculty maintain 

positive attitudes toward the shared leadership model, 
suggesting that the shared leadership model promotes 
innovative behaviors among faculty. 

Specifically, it sought answers to the following questions:  
1. What is the profile of the faculty respondents in terms of? 
1.1 Sex 
1.2 Age 
1.3 Educational Attainment  
1.4 Years of working Experience  
1.5 Level in your specialization 
2. What is the assessment for faculty-respondents in 

organizational shared leadership in terms of the following? 
2.1 Team Progress 
2.2 Authority and Responsibility Sharing 
2.3 Team Expectations 
2.4 Team Contract  

3. Is there is a significant difference in the assessment of 
the respondent-faculty with regard to the level of perception 
on shared leadership when the respondent profile is taken as 
a test factor? 

4. What is assessment of the respondent-faculty on the 
Innovative behavior dimensions of the respondents in terms 
of? 

4.1 Innovation Discovery 
4.2 Innovation Proclivity 
4.3 Innovation Reinforcement 
4.4 Innovation Cooperation 
5. Is there a significant difference in the assessment of the 

Innovative behavior dimensions when the respondents’ 
profile is taken as a test factor? 

6. Is there a significant relationship of shared leadership on 
the Innovative behavior of new generation Faculty? 

7. Based on the findings of the study, what development 
program will be proposed? 

3. Research Design  
The study used a quantitative method. It made a 

quantitative description of shared leadership and innovative 
behavior. It also made a quantitative comparative analysis of 
the mentioned variables based on the profile of the 
respondents. Moreover, the study looked into the predictive 
role of shared leadership on the innovative behavior of the 
respondents. 

4. RESULTS AND DISCUSSIONS 
Profile of the Respondents 

 
Table 1. Profile of the Respondents 

Profile Frequency Percentage 

Sex 
Male 162 47.6%

Female 178 52.4%
Age 

Less than 25 years old 60 17.6%
25 to 35 years old 136 40.0%
36 to 45 years old 118 34.7%

More than 45 years old 26 7.6%
Educational Attainment 

Bachelor’s Degree 122 35.9%
Master’s Degree 128 37.6%
Doctorate Degree 90 26.5%

Years of working Experience 
Less than 5 years 108 31.8%

5-10 years 119 35.0%
More than 10 years 113 33.2%

Level in Specialization 
Novice Teacher 140 41.2%

Skillful Teacher 200 58.8% 

Table 1 shows the profile of the respondents. Majority of 
the respondents is female (52.4%) and in the age groups of 25 
to 35 years old (40.0%) and 36-45 years old (34.7%). In terms 
of educational attainment, most of the respondents have 
bachelors and master’s degrees. Those with bachelor degree 
is 35.9% while those with master’s degrees is 37.6%. When it 
comes to work experience, the respondents are almost equally 
divided in the three groups. Those with less than five year of 

work experience comprise the 31.8%, those with 5-10 years; 
35.0%, and those with more than 10 years, 33.2 %. 
Furthermore, majority of the respondents are skillful faculty 
(58.8%). Results revealed that shared leadership amplifies 
project success directly and via knowledge sharing and 
cohesion. Hassan Imam, Muhammad Kashif Zaheer (2021) 
published in “International Journal of Project Management”. 

Shared Leadership  
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Table 2. Assessment of Team Progress 
Items Mean SD VD INT Rank

1.We can all actively consolidate our work experience and absorb new technologies. 2.56 0.97 Agree Evident 3
2. We all practice our strong points specially. 2.81 0.83 Agree Evident 1

3. We are good at finding opportunities 
from problems. 

2.76 0.96 Agree Evident 2 

Overall 2.71 0.68 Agree Evident  

Legend: VD (Verbal Description), INT (Interpretation): Strongly Agree/Highly Evident (3.51-4.00); Agree/Evident (2.51-
3.50), Disagree/Less Evident (1.51-2.50); Strongly Disagree/Not Evident (1.00-1.50) 

 
Table 2 Overall mean scores (mean = 2.71, standard 

deviation = 0.68) indicate that the faculty surveyed generally 
felt that their Team in evidently being grow up. It means that 
in general, the respondents value the social impact of their 
work as faculty. The SD range of 0.83 to 0.97 shows that the 
deviations from the means of the individual assessments are 
considerable. It indicates diverse individual responses to the 
different indicators of Team Progress. Some respondents 
expressed strong agreement while others had strong 
disagreement on the indicators of Team Progress. 

Mean scores and standard deviations provide a quantitative 
understanding of the degree of consensus about the team’s 
progress. A high mean score may indicate that respondents 
generally believe the team is improving, while the magnitude 
of the standard deviation may reflect consistency of opinion, 
which suggests that respondents generally believe the team is 
doing well in terms of growth, that scores are in the “agree” 
range, and that the results are considered to be “evident”. 

The rankings show the impact of the different statements, 
with all actively integrate work experience and absorb new 
technologies’ ranking highest, meaning that this is considered 
to be the most important factor in the team’s progress. This 
indicates that the majority of respondents believe that their 
teams do a good job of integrating work experience and 
absorbing new technology. This may be related to the positive 
attitude of team members towards continuous improvement 
and adapting to change. Team progression is a key element in 
the shared leadership theory as it exemplifies how teams can 
enhance their overall capabilities by sharing knowledge and 
skills. 

The positive assessment of team progress in Table 2, 
indicating a general agreement among respondents on the 
importance of shared leadership for team development, aligns 
with the theoretical perspectives presented in the literature. 
Specifically, the findings are in concert with the work of C 
Aubé, V Rousseau, E Brunelle (2018), who emphasized the 
role of shared leadership in fostering team effectiveness and 
innovation. Their study, published in "Journal of 
Occupational Health Psychology," suggests that when 
leadership is distributed among team members, it can lead to 
more adaptive and agile team responses to challenges, 
responded to the themes of team progress highlighted in Table 
2. Furthermore, the results from Table 2 also find support in 
the contemporary research by A Caroline, R Vincent, B Eric, 
M Dominic (2018), which explores the impact of shared 
leadership on the innovative behavior of faculty members 
within Chinese universities. As detailed in their paper 
published in "Motivation & Emotion," the authors discovered 
a significant positive relationship between the perception of 
shared leadership and the propensity for team progress among 
academic staff. This mirrors the aspects of team progress and 
innovation captured in the survey responses of Table 2. 

Task interdependence refers to the degree to which team 
members must rely on other members of the technical bear, 

interaction and interdependence to achieve the task self-
targeting, for tasks with high interdependence, if the benefits 
of shared leadership on the team’s goal achievement is greater 
than the cost of the consumption process, so at this time there 
is a continuous emergence of shared leadership within the 
team’s internal conditions; and for the relatively independent 
task, the emergence of shared leadership is difficult to 
increase the likelihood of goal achievement and the time and 
effort consumed instead becomes a loss to the team (Fausing 
et al. 2015). Therefore, task interdependence will be an 
important condition for the emergence of shared leadership.  

Predictive Role of Shared Leadership on Innovative 
Behavior 

 
Table 3. Multiple Linear Regression Model 

Independent 
Variable

R2 Beta Sig Interpretation

Team Progress

0.762 

.221 .000 Significant
Authority and 

Responsibility Sharing
.226 .000 Significant 

Team Expectations .201 .000 Significant
Team Contract .302 .000 Significant

 
The multiple regression model in Table 3 shows the four 

sub-variables of shared leadership as predictor of innovative 
behavior. The model explains 76.2% of the variations in 
innovative behavior. For every unit increase of team progress, 
innovative behavior can change by a factor of .221. A unit 
change in authority and responsibility sharing can predict a 
change of .226 in innovative behavior while team 
expectations can be accompanied by a .201 change. The 
biggest factor change in innovative behavior is from team 
contract. For unit increase in team contract, innovative 
behavior can change by a factor of .302. Leadership style and 
team dynamics have a significant effect on individual and 
team innovation ability. 

5. Conclusion 
Based on the findings of the study, the following 

conclusions are drawn: 
1. The research clearly demonstrates that shared leadership 

has a substantial positive impact on the innovative behavior 
of the new generation faculty. The study’s findings indicate 
that within the context of higher education, particularly in 
Chinese institutions, the principles of shared leadership, 
including team progress and team expectations, are highly 
regarded and significantly contribute to faculty innovation. 

2. While the faculty studied has shown a positive level of 
innovative behavior, the research also highlights that there is 
considerable scope for enhancing both shared leadership 
practices and innovative actions. The findings suggest that by 
focusing on the aspects of shared leadership that resonate 
most with faculty, such as team collaboration and mutual 
expectations, institutions can potentially foster a more 
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innovative academic environment. 
3. The dissertation concludes that shared leadership is a key 

factor in predicting and enhancing the innovative behavior of 
faculty. The study’s evidence supports the notion that a strong 
shared leadership culture, marked by distributed authority and 
collective decision-making, can serve as a catalyst for 
innovation in academic settings. This underscores the 
importance of shared leadership as a dynamic and influential 
component of the higher education landscape. 

6. Recommendations 
Based on the conclusions of the study, the following 

recommendations are presented: 
1. It is essential for institutions to evaluate and potentially 

restructure their leadership models to better incorporate 
shared leadership principles. This could involve the 
development of leadership training programs that emphasize 
collaborative decision-making and the empowerment of 
faculty members to take on leadership roles within their teams. 

2. Educational institutions should work towards creating a 
culture that not only tolerates but encourages innovation. This 
can be achieved by providing resources, such as funding and 
time, for faculty to pursue innovative projects, as well as by 
celebrating and rewarding innovative achievements. An 
environment that supports risk-taking and experimentation 
can lead to more significant breakthroughs in teaching and 
research. 

3. To stimulate innovation, institutions are encouraged to 
facilitate and support cross-disciplinary collaboration among 
faculty. This can be done by creating platforms and 
opportunities for faculty from different fields to interact, 
share ideas, and work together on projects. Such 
collaborations can lead to the generation of novel approaches 
and solutions that may not be possible within the confines of 
a single discipline. 
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