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ABSTRACT 

The objectives of this research were: (1) To study the level of creative leadership 

of administrators in Guangzhou Huaxia Vocational College under Guangdong Province; 

and (2) to compare the teachers’ assessment to creative leadership of administrators in 

Guangzhou Huaxia Vocational College under Guangdong Province, classified by 

educational level and work experience. 

The research was a survey research. The population comprised of 700 teachers 

in Guangzhou Huaxia Vocational College under Guangdong Province, the People’s 

Republic of China. The sample consisted of 248 teachers, with the sample size 

determined by Krejcie and Morgan’s table and obtained via stratified random sampling 

method. The instrument used for data collection was a five-point rating scale 

questionnaire. The statistics used for data analysis were frequency, percentage, mean, 

Standard Deviation, and t-test. 

The results of the research were fonnd that: (1) Creative leadership of 

administrators in Guangzhou Huaxia Vocational College under Guangdong Province, 

overall and in each aspect was a high level; and (2) comparison the teachers’ assessment 

to creative leadership administrators in Guangzhou Huaxia Vocational College under 

Guangdong Province by educational level, and work experience were different, the 

statistical of the .05 level. 

Keywords: Creative Leadership, Administration, Guangzhou Huaxia Vocational 

College, Guangdong Province 
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INTRODUCTION 

Guangzhou Huaxia Vocational College, located in Guangdong Province, 

represents a typical vocational education institution operating within this dynamic 

environment. The administrators of the college are responsible for balancing policy 

implementation, academic management, industry collaboration, and organizational 

development amid rapid socio economic and technological changes. However, 

leadership practices in many vocational institutions have traditionally emphasized 

bureaucratic control and routine administration, which may limit flexibility and 

innovation. Such leadership approaches may be insufficient for addressing 

contemporary challenges that require creative problem solving, strategic foresight, and 

collaborative engagement. Empirical studies in educational leadership have 

consistently demonstrated that creative leadership positively influences organizational 

effectiveness, innovation capacity, and staff engagement. Research conducted in 

various educational contexts indicates that administrators who exhibit creative 

leadership competencies such as visionary thinking, adaptability, and encouragement 

of collaborative problem solving contribute to improved institutional climate, teacher 

motivation, and organizational performance. Moreover, creative leadership has been 

shown to support the development of innovative practices and sustainable change 

within educational institutions, particularly in environments characterized by 

uncertainty and complexity. 

The present study aims to investigate the creative leadership of administrators at 

Guangzhou Huaxia Vocational College under Guangdong Province. By integrating 

theoretical perspectives from transformational leadership, creativity theory, and 

systems theory with empirical analysis, this study seeks to contribute to the 

advancement of knowledge on creative leadership in vocational education. The findings 

are expected to provide valuable insights for administrators, policymakers, and 

educational stakeholders, as well as to support the development of leadership practices 

that promote innovation, adaptability, and sustainable institutional development in 

vocational education institutions. 



Research Objectives 

1 To study the level of Creative Leadership of Administrators in Guangzhou 

Huaxia Vocational College under Guangdong Province. 

    2 To compare the teachers’ perception to Creative Leadership of Administrators 

in Guangzhou Huaxia Vocational College under Guangdong Province, classified by 

educational level, and work experience. 

Conceptual Framework 

This study was a conceptual framework for the creative leadership of 

administrators in Guangzhou Huaxia Vocational College under Guangdong Province 

of Sternberg, R. J., & Lubart, T. I. (1995) consisted of 6 aspects showed in figure 1： 
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Figure 1  Conceptual Framework 

Methods of conducting research 

Population: The population consists of 700 teachers in Guangzhou Huaxia 

Vocational College under Guangdong Province. 

Sample: The sample was 248 teachers in Guangzhou Huaxia Vocational College 

under Guangdong Province. The sample size was determined by Krejcie and Morgan’s 

table (1970), and obtained by stratified random sampling. 

Teachers Information: 

1. Educational level 

1.1 Bachelor’s degree 

1.2 Higher than 

bachelor’s degree 

2. Work experience 

2.1 <10 years 

2.2 ≥10 years  

Creative Leadership of Administrators at 

Guangzhou Huaxia Vocational College: 

1. Intellectual Processes 

2. Knowledge 

3. Thinking Styles 

4. Personality Traits 

5. Motivation 

6. Environmental Context 



Research instruments 

The instrument used in this study was a questionnaire. This questionaire is divided 

into parts as follows: 

Part 1: Questionnaire about the general information of the respondents. 

Part 2: The questionnaire on administration towards learning organization in 

Guangzhou Huaxia Vocational College under Guangdong Province: 1). 

Intellectual Processes 2).Knowledge 3). Thinking Styles 4). Personality Traits 5). 

Motivation 6).Environmental Context. 

Data analysis 

Data collection the study collects the information by sending the questionnaire to 

the University and receiving it in person, details are as follows: 

1) Determine the integrity of the questionnaire. 

2) In the first part of the questionnaire, the personal general data of the respondents 

are presented in the form of a percentage description table according to the frequency 

distribution. 

3) In the second part of the questionnaire, percentage, mean and standard deviation 

are used for data analysis. Explain the result table and find out the factors affecting the 

efficiency level through comparison. 

Average value of learning organization level (Best: 1970) 

4.50-5.00 means Administration Learning Organization was the highest level 

3.50-4.49 means Administration Learning Organization was a high level  

2.50-3.49 means Administration Learning Organization was a moderate level 

1.50-2.49 means Administration Learning Organization was a low level 

1.00-2.49 means Administration Learning Organization was the lowest level 

 

 

 



Data analysis results 

Table 1  Show the Mean, Standard Deviation, and level of Results of the creative 

leadership of administrators in Guangzhou Huaxia Vocational College under 

in Guangdong Province, overall and in each aspect.       

(n=248) 

No. Creative Leadership of Administrators  S.D. Level 

1 Intellectual Processes 3.89 0.56 High 

2 Knowledge 3.85 0.55 High 

3 Thinking Styles 3.95 0.55 High 

4 Personality Traits 4.10 0.57 High 

5 Motivation 4.14 0.57 High 

6 Environmental Context 4.08 0.60 High 

Total 4.00 0.44 High 

Table 1 was found that the creative leadership of administrators in Guangzhou 

Huaxia Vocational College in Guangdong Province, overall and in each aspect, was at 

a high level ( =4.00). Considering each aspect was at a high level. Motivation has the 

highest mean ( =4.14), followed by Personality Traits ( =4.10) and, while 

Knowledge has the lowest mean ( =3.85). 

Table 2 Compare of creative leadership of administrators in Guangzhou Huaxia 

Vocational College under in Guangdong Province, perception of teacher by 

educational level.  

(n=248) 

X

X

X X

X



Table 2 t-test shows that teachers with different educational levels have different 

perceptions of the creative leadership of administrators in Guangzhou Huaxia 

Vocational College in Guangdong Province were different. there was a significant 

difference at the .05 level, but the personality Traits, and  Motivation, aspect were not 

different. 

Table 3  Tcompare of creative leadership of administrators in Guangzhou Huaxia 

Vocational College under in Guangdong Province, perception of teacher 

perception by work experience.  

(n=248) 

 

Creative  

Leadership 

Dimension 

Educational level 

 

t 

 

Sig. 

Bachelor's degree 
Higher than 

Bachelor's degree 

n  S.D. n  S.D. 

1.Intellectual 

Processes 
163 4.01 0.61 85 3.66 0.36 5.685* 0.000 

2. Knowledge 163 3.97 0.60 85 3.63 0.35 5.749* 0.000 

3. Thinking 

Styles 
163 4.07 0.60 85 3.72 0.35 5.811* 0.000 

4. Personality 

Traits 
163 4.11 0.62 85 4.08 0.48 0.433 0.659 

5.Motivation 163 4.14 0.63 85 4.13 0.44 0.190 0.850 

6.Environmen

tal Context 
163 4.20 0.62 85 3.87 0.47 4.573* 0.000 

Total 163 4.08 0.52 85 3.85 0.15 5.407* 0.000 

 

Educational level  

t 

 

Sig. 

X X



P≤ .05 

Table 3 t-test shows that teachers with different work experiences have different 

perceptions of the creative leadership of administrators in Guangzhou Huaxia 

Vocational College in Guangdong Province. Overall, there was a significant difference 

at the .05 level.  

Discussion 

Based on the research objectives, the discussion will be presented as follows: 

1. The Level of creative leadership of administrators in Guangzhou Huaxia 

Vocational College under Guangdong Province. 

1）Intellectual Processes: Administrators' intellectual processes were generally 

at a high level. Specifically, putting forward novel and valuable management ideas and 

integrating cross field resources to solve problems had the highest mean, followed by 

being good at analyzing complex problems and selecting feasible innovative solutions, 

while quickly adjusting thinking and proposing effective response strategies in 

unexpected situations had the lowest mean.This finding is consistent with relevant 

studies: Basadur (2004) pointed out that administrators’ intellectual processes are core 

Creative 

Leadership 

Dimension 

< 10 years ≥ 10 years   

n  S.D. n  S.D.   

1.Intellectual 

Processes 
92 4.26 0.64 156 3.68 0.38 7.947* 0.000 

2.Knowledge 92 4.25 0.59 156 3.62 0.35 9.518* 0.000 

3.Thinking Styles 92 4.23 0.65 156 3.78 0.41 6.012* 0.000 

4.Personality 

Traits 
92 4.25 0.70 156 4.00 0.47 3.087* 0.002 

5.Motivation 92 4.24 0.71 156 4.08 0.46 1.979* 0.050 

6.Environmental 

Context 
92 4.26 0.66 156 3.97 0.53 3.534* 0.001 

Total 92 4.25 0.60 156 3.86 0.20 6.082* 0.000 

X X



drivers of creative leadership; Saylık (2015) found their ability to encourage staff 

critical thinking shapes organizational creativity; Rickards & Moger (2000) emphasized 

divergent thinking and risk cognition in intellectual processes foster innovative cultures; 

Avolio et al. (2009) noted intellectual stimulation (a transformational leadership core) 

boosts institutional creative output; Aga et al. (2016) linked administrators’ different 

solutions to old problems thinking to creative leadership effectiveness.  

2）Knowledge: Knowledge among administrators was overall high, with the 

highest mean for profound vocational education management expertise and cutting 

edge industry knowledge, followed by cross disciplinary knowledge integration for 

inter departmental innovation, and the lowest for active learning of vocational education 

reform policies and theories. This aligns with Polanyi (1966) on the criticality of tacit 

knowledge for context specific innovation, Nonaka (1994)’s SECI model stressing 

explicit tacit knowledge conversion to avoid cognitive rigidity, and Davenport (1998)’

s view that vocational college creative leadership knowledge management should focus 

on tacit knowledge sharing. Grant (1996) emphasized timely domain knowledge 

updates, while excessive adherence to existing knowledge causes functional fixedness, 

hindering solutions to rigid vocational education issues like inflexible curricula. Thus, 

creative leaders need cognitive flexibility: questioning assumptions, seeking diverse 

perspectives, and continuous learning, alongside meta knowledge (Sternberg & Lubart, 

1995) reflecting on and applying knowledge, recognizing expertise gaps, and 

unlearning outdated practices.  

3）Thinking Styles: Administrators' thinking styles were overall high: the highest 

mean was for formulating new work rules to innovate management models, followed 

by encouraging diverse team perspectives and non traditional thinking, and the lowest 

for flexibly switching thinking modes per work scenarios. This aligns with Sternberg 

& Lubart (1995), who defined thinking styles as adjustable information processing 

orientations, with legislative thinking as the core of creative leadership for vocational 

education administrators. Zhang & Sternberg (2006) confirmed its positive correlation 

with educational leadership innovation, and Torrance (1974) noted its focus on talent 

training model innovation. Legislative thinking drives idea generation, while judicial 



and executive thinking are complementary; vocational college administrators need 

flexible switching between the three. Kolb (1984) linked thinking styles to experiential 

learning cycles, and Csikszentmihalyi (1996) emphasized immersive innovative 

practice ability for creative leadership. Chen (2022) empirically proved that 

administrators adept at switching the three thinking styles boost curriculum reform 

efficiency and innovative project success. Li (2023) suggested vocational colleges 

provide thinking style training for administrators to master scenario based switching 

skills.  

4）Personality Traits: Administrators' personality traits for creative leadership 

were overall high. In terms of specific items, the highest mean was recorded for daring 

to challenge traditional practices and supporting reasonable risk taking, followed by 

holding an open attitude toward new things and accepting diverse perspectives; the 

lowest mean was seen in having firm self belief to stick to valuable innovation without 

external recognition and tolerating work uncertainty while sustaining exploratory 

enthusiasm in complex environments. This finding aligns with relevant research: Deci 

and Ryan (2000) emphasized that autonomy is pivotal for creative leadership, allowing 

leaders to make independent decisions based on institutional realities free from external 

constraints. Sternberg and Lubart (1995) also noted that specific personality traits form 

the psychological foundation of creative leadership, including high ambiguity tolerance, 

willingness to take reasonable risks, perseverance through difficulties, openness to new 

experiences, and intrinsic self confidence and autonomy. Additionally, Onchai, 

Chaowachai, and Jansila (2025) verified these traits are closely linked to creative 

leadership effectiveness and can boost organizational morale and teamwork; Wang 

(2023) found such traits help vocational college administrators better mobilize teachers 

and students’  innovation enthusiasm and enhance the sustainability of creative 

leadership practices. Zhang (2022) further proposed that vocational colleges can 

improve administrators’ these personality traits through psychological training and 

practical exercises to facilitate their exertion of creative leadership. 

5）Motivation: Administrators' motivation for creative leadership was overall high, 

with all items scoring well. The highest mean was for being unsatisfied with existing 



achievements and consistently pursuing optimization and breakthroughs in 

management work, followed by proactively encouraging team members’ innovative 

behaviors and valuing the stimulation of intrinsic motivation; the lowest mean was 

recorded for having clear pursuits for innovative goals and taking the initiative to invest 

time and energy in driving their implementation. This finding aligns with relevant 

research: Amabile (1996) expanded the creative motivation framework by proposing 

motivational synergy the alignment of intrinsic motivation with a supportive 

organizational environment which maximizes creative potential by empowering leaders 

to pursue their passions with institutional backing. Ryan and Deci (2000) supplemented 

this with their self determination theory, identifying autonomy, competence, and 

relatedness as three core psychological needs that drive intrinsic motivation; vocational 

education leaders who support teachers’ autonomy in teaching innovation and enhance 

their professional competence can effectively boost team creativity. Deci et al. (1999) 

further pointed out that satisfying these three core needs is the key to sustaining the 

intrinsic motivation of creative leadership, and vocational colleges should thus create 

an environment that meets these psychological needs for their administrators. 

6）Environmental Context: Administrators’ environmental context for creative 

leadership was overall high across all items. The highest mean was observed for 

prioritizing cross departmental and cross industry cooperation and building 

communication platforms for innovation, followed by providing necessary resource 

support for team innovation; the lowest mean was for fostering a team atmosphere that 

tolerates failure and encourages exploration. This finding aligns with relevant research 

findings. Christensen (1997) emphasized that the industrial context is a key driver of 

creative leadership in vocational colleges, as the rapid development of emerging 

industries requires constant adjustments to vocational colleges’ talent training models. 

Notably, Bass & Riggio (2006) pointed out that creative leaders do not merely passively 

respond to the environment but actively shape it to facilitate innovation. Vocational 

education administrators can cultivate a supportive internal environment by promoting 

open communication, setting up cross departmental innovation teams and rewarding 

innovative behaviors; externally, they can build partnerships with leading enterprises 



to access resources and keep abreast of industrial trends, advocate for favorable policies 

with government departments, and engage with the community to raise public 

recognition of vocational education. Proactively navigating and shaping the 

environmental context creates a positive feedback loop for creative leaders: a 

supportive environment enhances their creative capacity, which in turn further 

optimizes the innovation friendly environment. As Sternberg & Lubart (1995) defined, 

the environmental context is the external ecosystem that exerts an influence on the 

exertion of creative leadership. 

    2. Compare the creative leadership of administrators in Guangzhou Huaxia 

Vocational College under Guangdong Province on Perceptual Differences by 

Educational Level and work experience. 

1) Significant differences in the Knowledge and Motivation dimensions among 

teachers with different educational levels stem from their distinct cognitive frameworks 

and professional expectations. Teachers with higher educational backgrounds, having 

a deeper theoretical foundation and broader industry perspective, are more sensitive to 

administrators’ domain specific knowledge and intrinsic motivation for educational 

reform (Wang &amp; Chen, 2023). In contrast, bachelor’s degree holders focus more 

on management practical effects, leading to lower scores in these two dimensions. 

However, the lack of overall perceptual differences indicates administrators’ creative 

leadership can balance diverse needs, reflecting inclusive and effective college 

leadership strategies.   

2) Perceptual gaps between teachers with different work experience highlight the 

role of organizational tenure. Teachers with ≥10 years of experience, having witnessed 

or participated in long term administrative innovation efforts, can comprehensively 

perceive all six creative leadership dimensions (Li et al., 2022). Their deeper 

engagement in core management explains larger gaps in Knowledge and Motivation. 

In contrast, teachers with &lt;10 years of experience, focusing on their own teaching 

and rarely participating in strategic decisions, have superficial perceptions and lower 

overall scores. This gap underscores the need to strengthen junior teachers ’ 



management participation (Sternberg &amp; Lubart, 1995) to narrow perceptual 

differences. 

Recommendations of research 

1. Recommendations from Research Results. 

1) Intellectual Processes: Administrators should be quickly adjust their thinking 

and propose effective response strategies when facing unexpected situations. Establish 

a case library for unexpected situations, and regularly organize scenario simulation 

drills for administrators. Launch emergency thinking training courses to enhance the 

ability of rapid analysis and strategy adjustment, and encourage cross departmental 

sharing of emergency handling experience and form standardized response processes.  

2) Knowledge Dimension: Administrators attach importance to knowledge 

updates and actively learn policies and theories related to vocational education reform. 

Improvement Suggestions. Build a policy and theory learning platform, and regularly 

push the latest content related to vocational education reform. Organize special 

seminars and invite experts to interpret policy key points and practical application 

methods, and Establish a learning assessment mechanism and incorporate policy theory 

learning into administrators' performance evaluation.  

3) Thinking Styles: Administrators should be flexibly switch thinking modes 

according to different work scenarios. Improvement Suggestions. Carry out multi 

thinking mode training and set practical tasks for different scenarios including 

innovative design and evaluation optimization. Establish a cross position 

communication mechanism to allow administrators to experience the work thinking 

logic of different positions, and Introduce thinking mode assessment tools to help 

administrators identify their own shortcomings and make targeted improvements.  

4) Personality Traits: Administrators should be tolerate uncertainty in work and 

maintain enthusiasm for exploration in complex environments. Improvement 

Suggestions. Conduct training on pressure resistance and uncertainty response to 

improve administrators' psychological resilience in complex environments. Establish 

an innovation error tolerance mechanism and clearly define the scope of error tolerance 



for exploratory work, and Set up role models for exploration and innovation, and 

publicize the successful experience of outstanding administrators in carrying out work 

in complex environments.  

5) Motivation Dimension: Administrators have to clear pursuits for innovative 

goals and take the initiative to invest time and energy to promote their implementation. 

Improvement Suggestions. Assist administrators in formulating innovation goal 

decomposition plans and divide large goals into executable small tasks.Establish an 

innovation goal follow up mechanism, regularly review the progress of goal promotion 

and adjust strategies in a timely manner, and Set up phased incentive measures and 

reward administrators who complete key goal nodes.  

6) Environmental Context: Administrators have to created a team atmosphere that 

tolerates failure and encourages exploration. Improvement Suggestions. Improve the 

innovation error tolerance management system and clarify the identification standards 

and exemption scope of failure.Hold regular failure case sharing sessions to guide the 

team to summarize experience from failures, and set up special rewards for exploration 

and innovation to commend teams and individuals who dare to try exploration. 

2. Recommendations for next Research. 

1) This study only explores teachers' perception differences via two dimensions. 

Future research can add more variables, explore mediating/moderating ones, and build 

structural equation models to improve the theoretical system.  

2) Limited to a single vocational college, the results lack universality. Future 

research can expand samples to multiple Guangdong colleges and nationwide regions 

to enhance external validity. 

References 

Chen, Y. (2022). Creative leadership traits of vocational college administrators: A five 

factor model perspective. Chinese Journal of Educational Administration, 38(5), 

78-85.    



Hansen, M. T., & Jensen, P. H. (2021). Digital transformation and creative leadership 

in vocational education. Journal of Vocational Education & Training, 73(2), 210-

227.   

Li, M., & Zhang, H. (2019). Cultivation of governance culture and creative leadership 

in vocational colleges. Journal of Vocational Education, 20(5), 89-96.   

Liu, J., & Zhang, H. (2021). Creative leadership and institutional innovation capacity 

of vocational colleges. Journal of Shandong Vocational College of Science and 

Technology, 19(2), 56-62.   

Huang, Y., et al. (2023). Double qualified teacher construction in vocational colleges: 

The role of creative leadership. Journal of Higher Education, 44(6), 90-97.   

He, Z. (2020). Creative leadership of vocational college administrators in the 

Guangdong Hong Kong Macao Greater Bay Area. Journal of Guangdong 

University of Technology (Social Sciences Edition), 20(3), 56-63.   

 


