
Academic Journal of Engineering and Technology Science 
ISSN 2616-5767 Vol.3, Issue 7: 23-36, DOI: 10.25236/AJETS.2020.030704 

Published by Francis Academic Press, UK 

-23- 

Research on the Impact of Inclusive 
Leadership on Team Knowledge Sharing 
——A Multilevel Model Test With Two-
Dimensional Identity as the Mediator 

Ziyun Jiang 

School of ShangHai University, 200000, China 
15673295812@163.com 

ABSTRACT. Team knowledge sharing, as an important part of team knowledge 
management, plays a key role in team knowledge innovation. Inclusive leadership is 
a kind of relational leadership style, which has a positive impact on team knowledge 
sharing. Based on the theory of social identity, this paper examines the influence of 
inclusive leadership on team knowledge sharing. In addition, it also studies the 
mediating mechanism of team employees'recognition of team and leadership. This 
paper uses the method of questionnaire to make quantitative analysis, and the 
results need to be further explored. 
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1. Introduction 

In the era of knowledge economy, people have fully realized the importance of 
knowledge as a core resource. The competitive advantage of a team depends on 
organizational innovation, and organizational innovation depends on the knowledge 
owned by the team. Knowledge management has become the most important since 
scientific management in the 20th century. Management development. In team 
knowledge management, discovering knowledge, sharing knowledge, using 
knowledge, and innovating knowledge are important links, and knowledge sharing is 
a key link. Knowledge sharing can make knowledge flow and use within a certain 
range, save knowledge acquisition costs, accelerate knowledge growth, and improve 
knowledge productivity. 

According to the degree of transferability, the knowledge within the team is 
divided into explicit knowledge and tacit knowledge. Explicit knowledge is 
knowledge that can be clearly expressed in words, numbers, graphics or other 
symbols, and has the characteristics of being definable, accessible, and easy to 
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communicate; tacit knowledge is highly personalized, difficult to formalize, and 
even can only be expected Words and rumours, knowledge deeply rooted in 
personal experience, judgment and subconsciousness. 

However, the efficiency of tacit knowledge sharing is very low. The loss of 
knowledge owners will also lead to sudden and unrecoverable loss of knowledge, 
which will bring unpredictable damage to the team. Therefore, the knowledge in the 
team is usually purely explicit. Between the purely implicit form, this kind of 
knowledge that has a certain sharing law and cannot be completely controlled by the 
organization has become the focus of knowledge sharing research. In addition, 
knowledge sharing not only means spending time and energy to do things that 
benefit others, but also means losing the advantage of monopoly resources. There is 
usually a certain degree of competition between team members. For the maintenance 
of personal interests, knowledge owners are unwilling to transfer knowledge or have 
reservations. If the team lacks an effective incentive mechanism, it is difficult to 
effectively stimulate the motivation of members to share, then the power to promote 
knowledge sharing will be obviously insufficient. 

Nowadays, with the development of globalization, more and more companies are 
cooperating across borders. While obtaining opportunities, they also encounter many 
management problems. For example, employees have big differences in race, culture, 
values, experience, etc. Organizational management faces these problems with a 
more tolerant attitude. As an important dimension of inclusive management, 
inclusive leadership has gradually attracted the attention of scholars. Nembhard and 
Edmondson first introduced the concept of inclusive leadership into leadership 
research in 2006 [1]. Zhong Jing, Deng Jie, etc. define inclusive leadership as a 
specific relational leadership style, which mainly emphasizes respecting and 
satisfying the diverse needs of subordinates. At present, its influence in the field of 
organization and management is gradually deepening [2]. Brewer proposes that 
inclusive leadership acts as a group of leaders, whose focus is to promote team 
members to feel part of the team (a sense of belonging) and maintain their 
individuality (uniqueness), while promoting the process and results of the team [3]. 
In the era of knowledge economy, employees have higher requirements for an equal, 
free, and humane working atmosphere. They loathe mandatory supervision 
management methods, eager to get the respect, understanding and care of others, and 
hope to work autonomously in an environment of full trust.  

Therefore, companies must create a good atmosphere of trust and maximize the 
enthusiasm of employees for knowledge sharing through humanized management 
[5]. Starting from the nature of people, inclusive leadership not only sees the 
uniqueness of employees, and further enhances their sense of belonging to the 
organization [6], they also pay attention to the adjustment and adaptability of the 
external dynamic environment [7]. Inclusive leadership is more subordinate-
centered than other leadership types, pays more attention to the differentiated needs 
of employees, and can better reflect the organization's demand for leadership style. 
Inclusive leadership can more effectively integrate people and affairs, and better 
adapt to the actual management environment [8], which is conducive to the 
sustainable development of the organization. Social identity in organizational 



Academic Journal of Engineering and Technology Science 
ISSN 2616-5767 Vol.3, Issue 7: 23-36, DOI: 10.25236/AJETS.2020.030704 

Published by Francis Academic Press, UK 

-25- 

management includes a series of forms such as organizational identity, team identity, 
and leadership identity. Compared with organizational identity, team members are 
more likely to identify with the work team they are in, so that team identity has a 
more positive effect on the work behavior of team members. Significant predictive 
power [17], and more scholars have called for the research on raising individual-
level team identity to team-level collective team identity to promote the explanatory 
power of social identity theory in the context of team work [18]; Employees’ 
leadership identification is another important psychological process in their work 
situations. Studies have confirmed that leadership identification is an important 
process mechanism for leadership effectiveness [19]. Based on this, this research 
will examine the team identification and The mediating role of leadership 
identification between inclusive leadership and knowledge sharing to clarify the 
corresponding mechanism 

2. Research design 

2.1 Research hypothesis 

2.1.1 Research on the relationship between inclusive leadership and team 
knowledge sharing 

At present, the academic community has defined team knowledge sharing from 
different perspectives. Research based on the views compiled by Wang and Noe 
defines team knowledge sharing as “providing team members with work information 
and knowing to help others and cooperate with others to solve problems, develop 
new ideas or The act of applying relevant policies and procedures"[9]. Srivastava et 
al. proposed that knowledge sharing in a team is not automatic, and leader behavior 
will significantly affect the degree of team knowledge sharing [10]. Zhong Jing et al. 
pointed out that in today’s diversified environment of global markets, customers, 
ideas, and talents, inclusive leaders’ cultural absorbing initiative will also play an 
exemplary role, encouraging individuals in the team to share themselves more 
actively Unique knowledge and skills, divergent thinking, to deal with dynamic 
environments [2]. According to the theory of social exchange, people follow the 
principle of reciprocity in the process of social exchange. When employees obtain 
economic and social emotional resources in the organization, they will have a sense 
of responsibility for repaying the organization [11]. When inclusive leadership 
functions as a whole, a harmonious leadership-member exchange relationship can be 
established. Therefore, when subordinates obtain social emotional resources, they 
will have a sense of identity, belonging and return to the organization[12] , So I am 
more willing to communicate with leaders and teams. 

From the perspective of leader-member exchange relationship, Carmeli et al. 
discussed the mechanism of interaction between inclusive leaders and team 
members. They believe that inclusive leadership is the core of relational leadership. 
It is a leadership style that “shows openness, availability, and accessibility in the 
process of interacting with followers. From the perspective of various dimensions of 
the inclusive leadership, when the openness of the inclusive leadership is displayed, 
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the leader humbly accepts the suggestions of the employees, and the employees will 
have higher work enthusiasm and think that they are valuable to the company [13]; 
When the availability of inclusive leadership is demonstrated, the leader will take 
the initiative to provide help for the problems encountered by the employees at work, 
and the employees will not be afraid of encountering difficulties in innovation 
activities, and their sense of self-efficacy in innovation will increase. More 
innovative activities will be carried out to produce innovative results [12]; when the 
accessibility of inclusive leadership is shown, the leader is more approachable, pays 
attention to the needs of employees, and actively participates in employee 
interaction and learns from each other, creating high-quality Leadership-members 
exchange relationships, and the organizational atmosphere is harmonious, so 
employees will not have negative psychology such as fear or resistance to the leader, 
and will be more willing to create new things to have more discussions with the 
leader [12]. 

Taking the above viewpoints comprehensively, this article assumes: 

H1: Inclusive leadership has a positive impact on team knowledge sharing. 

H1a: The open dimension of inclusive leadership has a positive impact on team 
knowledge sharing. 

H1b: The availability dimension of inclusive leadership has a positive impact on 
team knowledge sharing. 

H1c: The accessibility dimension of inclusive leadership has a positive impact on 
team knowledge sharing. 

2.1.2 Intermediary benefits: team identification as an intermediary between 
inclusive leadership and team knowledge sharing 

Team identification. Freud first proposed the definition of team identity in 1955, 
and believed that team identity is that many individuals use the same goal to replace 
their own ideals, and then identify with each other and identify with the team's 
common goals [30]. Team identity is derived from the theory of social identity and 
is a special form of social identity [20]. With the increasing prevalence of team work 
patterns, team members’ identification with the team has attracted more scholars’ 
attention [17]. Team identification emphasizes the unity of individuals and the team, 
willing to define themselves with the identity of the team, and consider themselves 
to be one of the team members. They are willing to share honor and disgrace with 
the team, and include and classify the team goals into their own goals [21]. 

Team identification can encourage team members to establish common values, 
cooperate with each other for the goals and honor of the team, and view the 
differences and differences of views within the team from a complementary 
perspective, thereby alleviating the prejudices and conflicts caused by differences, 
and ensuring that the views of team members can be obtained Reasonable evaluation 
provides conditions for effective communication and collaboration within the team 
[22]. Team members' recognition of their team identity will affect their behavior in 
communication and cooperation with other colleagues [20]. Team members with a 
strong sense of team identity are more willing to help colleagues and work hard for 
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the team’s common goal [21]. Team recognition will strengthen the learning 
atmosphere within the team, promote communication between team members, and 
actively make altruistic behaviors to provide help and advice to others [23]. 
Therefore, team recognition can promote the frequency of communication between 
employees, members will be more selfless and sincere to present their opinions and 
ideas to more colleagues, and ultimately achieve team knowledge sharing. 

Studies have confirmed that positive leadership styles such as transformational 
leadership and charismatic leadership are antecedent variables of team identification 
[31]. In his empirical research on corporate employees, Sun Liping found that the 
internalization of subordinates' identity has a partial mediating effect between moral 
leadership and subordinates’ engagement [32]. In addition, Tang Chunyong, Chen 
Bing and Zhao Shuming's research found that an inclusive working environment 
meets the development needs of employees, and will increase employees' 
recognition of the organization and career [35]. At the same time, inclusive 
leadership can enhance employees' psychological security and sense of belonging 
[37], and make it easier for employees to produce organizational commitment and 
organizational identity [38]. Inclusive leaders pay attention to the needs of team 
members, create interpersonal relationships with employees based on trust and 
respect, encourage them to exert their individuality, and create a team atmosphere 
with a high degree of openness and freedom for team members[38], which makes it 
easier to use Employees generate team recognition. 

Taking the above viewpoints comprehensively, this article assumes: 

H2a: Team identity plays a part of the mediating role between the open 
dimension of inclusive leadership and team knowledge sharing. 

H2b: Team identification plays a part of the mediating role between the 
availability dimension of inclusive leadership and team knowledge sharing. 

H2c: Team identification plays a part of the mediating role between the 
accessibility dimension of inclusive leadership and team knowledge sharing. 

2.1.3 Intermediary benefits: Leadership identification as an intermediary between 
inclusive leadership and team knowledge sharing 

According to the theory of social identity, when employees in an organization 
form their self-concept, they will do so through their relationship with the 
organization or other characters (such as leaders) in the organization. Leadership 
identity is a state in which employees define themselves based on their relationship 
with the leader. When employees’ cognition of the leader is incorporated into their 
self-concept, leadership identity is formed [34]. High leadership identification 
means that individuals regard specific leaders as self-reference points or self-
definitions [27]. Specifically, the formation of leadership identity is a complex 
psychological process involving employees' assessment of the relationship between 
themselves and the leader, as well as employees' perception and evaluation of 
leadership charm, emotion, and motivation to follow [39]. 

Related research has also confirmed that some positive leadership styles, such as 
charismatic leadership, transformational leadership, self-sacrificing leadership, etc., 
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have a positive predictive effect on leadership identity [27] [28]. According to the 
theory of social identity, team leaders are the main contacts and direct leaders of 
team employees in the work team. When team leaders show openness, availability 
and accessibility, team employees will respond based on the need to improve self-
esteem and self-concept. It serves as a self-reference point for self-definition, 
thereby generating a sense of identity with the leader psychologically. 

Taking the above viewpoints comprehensively, this article assumes: 

H3a: Leadership identification plays an intermediary role between the open 
dimension of inclusive leadership and team knowledge sharing. 

H3b: Leadership identification plays an intermediary role between the 
availability dimension of inclusive leadership and team knowledge sharing. 

H3c: Leadership identification plays an intermediary role between the 
accessibility dimension of inclusive leadership and team knowledge sharing. 

2.1.4 The mediating role of two-dimensional identity 
From the above arguments, it can be seen that in the context of team work, social 

identity mainly has two forms: team-level team identity and individual-level 
leadership identity, and these two forms of identity will exist in the team work 
context and affect the effectiveness of leadership. Based on the theoretical analysis 
of Hypothesis H2 and Hypothesis H3, this research proposes the following 
hypotheses: 

H4: Team identification and leadership identification also play an intermediary 
role between inclusive leadership and team knowledge sharing. 

Based on the above assumptions, the following model can be derived: 

 

3. Research methods 

3.1 Samples and procedures 

At present, a total of 102 valid questionnaires have been collected. Table 1 
shows the basic information of the team members of the sample. Among them, men 
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account for the majority, reaching 66.67%, and those with undergraduate education 
account for half of them, which is 51.96%. Working in a company team is 1-5 The 
annual population accounted for 54.9%. 

Table 1 Basic information of the sample team employees 

variable category Frequency percentage 
gender male 68 66.67% 

 Female 33 32.35% 
education level College degree and below 7 6.86% 

 Undergraduate 53 51.96% 
 Postgraduate 39 38.24% 
 PhD and below 2 1.96% 

Team working years 1-5 56 54.9% 
 6-10 36 35.29% 
 10-20 8 7.84% 
 20 1 0.98% 

3.2 Variable measurement 

(1) Team approval 

According to the definition of team identity in this study, the scale developed by 
Van and Bunderson (2005)[16] was used to measure team identity. On the basis of 
predecessors, improvements were made that are more suitable for this study. The 
scale has only one dimension , A total of 2 items. The scoring method is Likert 5 
points. 

(2) Leadership approval 

According to the definition of leadership identification in this study, the scale 
developed by Kark, Shamir and Chen (2003) [15] is used to measure leadership 
identification. The scale has only 1 dimension and a total of 8 items. The scoring 
method is Likert 5 points. 

(3) Inclusive leadership 

This paper chooses a three-dimensional nine-item scale developed by Abraham 
Carmeli [14] and others. This scale has high reliability and validity and is used by 
many scholars. Many domestic scholars are also discussing the scale based on the 
Chinese scenario, which proves that it has good applicability in the field of inclusive 
leadership research in Chinese enterprises. 

(4) Knowledge sharing 

This study combined with Dr. Ding Nan of Jiangsu University's scale on social 
network attributes in social networks, and made improvements that are more suitable 
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for this research. The scale has only one dimension and a total of 4 items. The 
scoring method is Likert 5 points. 

(5) Statistical analysis 

The data source is a questionnaire survey. To test the reliability and validity of 
the questionnaire, perform descriptive statistical analysis, correlation analysis and 
regression analysis on the data; use SPSS to perform relevant statistical analysis. 

4. Research results 

4.1 Data analysis 

4.1.1 Reliability analysis 
In this study, the reliability of the variables was tested by testing the internal 

consistency of the variables, which was measured by Cronbach's α value. As shown 
in Table 2, the tested independent variable's alpha value is 0.979; the dependent 
variable's alpha value is 0.958; the intermediary variable's alpha value of leadership 
identification is 0.88, the standard item's alpha value is 0.947; the intermediary 
variable's team identification alpha value is 0.937, The variable coefficients are all 
around 90%, indicating that the reliability of each scale is strong. Then SPSS is used 
to test the reliability of the overall questionnaire, the α value is 0.987, and the 
standard α value is 0.986, which shows that the overall reliability of the 
questionnaire is relatively high. 

Table 2 Cronbach's coefficient of reliability analysis 

Measurement items Cronbach's Alpha Number of items 
Inclusive leadership 0.979 9 
Team identification 0.958 5 

Team knowledge sharing 0.937 4 
Leadership identification 0.88 8 

 
4.1.2 Validity analysis 

Using SPSS for factor analysis, Table 3 is obtained. Validity test for independent 
variable inclusive leadership, KMO=0.912, greater than 0.7, indicating that the scale 
is valid; for dependent variable team knowledge sharing, KMO=0.803, greater than 
0.7, indicating that the scale is effective; for intermediaries The validity of the 
variable leadership identification was tested, KMO=0.929, greater than 0.7; the 
validity of the intermediary variable team identification was tested, KMO=0.809, 
greater than 0.7, indicating that the scale is valid. Then SPSS was used to test the 
validity of the overall questionnaire, KMO=0.934, greater than 0.7, indicating that 
the questionnaire was effective as a whole. The KMO and Barlett sphere test were 
used to test the validity. The KMO value of each variable exceeded 0.7, and the 
significance level was 0.000, which shows that each scale has high convergence 
validity. 
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Table 3 KMO and Barlett test results   

Measurement items KMO measurement Barlett sphericity test 
Approximate chi-square Significance probability 

Inclusive leadership 0.912 1090.266 0.000 
Team identification 0.809 465.260 0.000 

Team knowledge sharing 0.803 386.193 0.000 
Leadership identification 0.929 461.180 0.000 
 
4.1.3 Hypothesis testing 

(1) Related analysis 

Before testing the hypothesis model, perform correlation analysis on each 
variable. The results are shown in Table 4. Among them, inclusive leadership and 
team knowledge sharing (r=0.645, p<0.01) are significantly related; inclusive 
leadership and team identity (r=0.842, p<0.01) are too correlated; inclusive 
leadership and leader are the same (r =0.952, p<0.01) the correlation is too high. The 
open dimension of inclusive leadership is significantly related to team knowledge 
sharing (r=0.667, p<0.01); the open dimension of inclusive leadership is too highly 
correlated with team identity (r=0.819, p<0.01); inclusive leadership There is too 
high correlation between the openness dimension and leadership identity (r=0.896, 
p<0.01). The availability dimension of inclusive leadership is significantly related to 
team knowledge sharing (r=0.587, p<0.01); the availability dimension of inclusive 
leadership is too correlated with team identity (r=0.796, p<0.01) ; The correlation 
between the availability dimension of inclusive leadership and leadership identity 
(r=0.927, p<0.01) is too high. The accessibility dimension of inclusive leadership is 
significantly related to team knowledge sharing (r=0.626, p<0.01); the correlation 
between the accessibility dimension of inclusive leadership and team identity 
(r=0.939, p<0.01) is too high. The correlation between the accessibility dimension of 
high and inclusive leadership and leadership identity (r=0.947, p<0.01) is too high. 
The correlation between team knowledge sharing and team identity (r=0.804, p<0.01) 
is too high; there is a significant correlation between team knowledge sharing and 
leadership identity (r=0.632, p<0.01). 

For a large number of variables, the multicollinearity is more serious, which may 
be due to the problem of the method of measuring the data or the variable similarity 
is too high. The later solution is to replace the variables or use other data analysis 
tools to measure. 
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Table 4 Descriptive statistics and correlation analysis 

Measurement 
items 

average 
value 

average 
value 1 2 3 4 5 6 7 8 9 10 

Control 
variable             

1 gender 1.2 0.557 1          
2education 

level 2.4 0.753 0.408** 1         

3Working 
years 1.62 0.815 0.416** 0.209 1        

Independent 
variable             

4Inclusive 
leadership 3.7106 1.18552 0.338** 0.271* 0.450** 1       

5open 
dimensions 3.7613 1.17525 0.321** 0.296** 0.430** 0.964** 1      

6availability 
dimensions 3.6872 1.27077 0.330** 0.235* 0.442** 0.974** 0.904** 1     

7accessibility 
dimensions 3.6831 1.21781 0.333*** 0.261** 0.439** 0.974** 0.906** 0.930** 1    

Mediating 
variable             

8team  
identification 3.8272 1.01378 0.362**0 0.353** 0.442** 0.842** 0.819** 0.796** 0.939** 1   

9Leadership  
identification 3.6975 1.25014 0.336** 0.251** 0.451** 0.952** 0.896** 0.927** 0.947** 0.835** 1  

Dependent 
variable             

10team 
knowledge 

sharing 
3.8611 0.96825 0.445** 0.389 0.419** 0.645** 0.667** 0.587** 0.626** 0.804** 0.632** 1 

Note: *** means p<0.001, ** means p<0.01, * means p<0.05. 
 

(2) Regression analysis 

Use SPSS to perform regression analysis, and the results are shown in Table 5. 
The results of Model 2 show that the three dimensions of inclusive leadership, the 
open dimension of inclusive leadership (β=0.568, p<0.01), and team knowledge 
sharing have a significant positive effect. Hypothesis H1a holds; inclusive 
leadership can be used There is an insignificant negative relationship between the 
dimension of sex (β=-0.256) and team knowledge sharing, hypothesis 2b does not 
hold; the dimension of accessibility of inclusive leadership (β=0.214) has a non-
significant positive relationship with team knowledge sharing The relationship, 
hypothesis 1c does not hold; because only H1a holds, neither H1b nor H1c holds, so 
hypothesis H1 does not hold. Because the dependent variable is not significant to the 
independent variable, the subsequent measurement of the intermediate variable is 
invalid. 

The reason why the independent variable is not significant to the dependent 
variable may be variable selection, and the variable needs to be replaced for research. 
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Table 5 Regression analysis results 

variable 

Team 
knowledge 

sharing 
    Leadership 

identification 
Team 

identification 

model 1 model 2 model 3 model 4 model 5 model 6 model 7 
Control 
variable        

gender 0.236* 0.186+ 0.171+ 0.183+ 0.161* 0.219 0.03 
education level 0.236* 0.131 0.178+ 0.133 0.043 -0.155 0.109 
Working years 0.271* 0.09 0.09 0.083 0.042 0.622 0.059 
Independent 

variable        

Open dimension  0.568**  0.538* 0.336+ 1.275 0.286 
Availability 
dimension  -0.256  -0.332 -0.242 2.859 -0.017 

Accessibility 
dimension  0.214  0.065 -0.218 5.578 0.532 

Mediating 
variable        

Leadership   0.489** 0.263 -0.001   
Team identity     0.813   

F value 11.571 14.097 18.415  11.571 133.44 35.337 
R2 0.311 0.533 0.492  0.704 0.915 0.741 

Adjust R2 0.284 0.496 0.465  0.671 0.909 0.72 

5. Conclusion 

Most scholars have done research focusing on the impact of leadership style on 
team innovation performance. The research on team knowledge sharing needs to be 
further expanded. This article incorporates social identity theory on the basis of 
leadership style and team knowledge sharing, and wants to carry out a certain degree 
of Innovation, but research results need to be improved. In the subsequent research, 
further data processing and variable substitution are needed to strive for a certain 
contribution to the development of team knowledge innovation. 

References 

[1] Nembhard I M, Edmondson A C. Making it safe: Theeffects of leader 
inclusiveness and professional statuson psychological safety and improvement 
efforts inhealth care teams [J]. Journal of Organizational Be-havior, 2006, 27 (7): 
941-966. 

[2] Zhong Jing, Deng Jie, Luo Jinlian. The Impact of Inclusive Leadership on Team 
Performance and Employee Innovation Performance: A Moderated Mediation 
Model [J]. Science and Management of Science and Technology, 2018, 39 (09): 
137-148. 



Academic Journal of Engineering and Technology Science 
ISSN 2616-5767 Vol.3, Issue 7: 23-36, DOI: 10.25236/AJETS.2020.030704 

Published by Francis Academic Press, UK 

-34- 

[3] Carmeli, A., Reiter － Palmon, R., Ziv, E. Inclusive leader-ship and employee 
involvement in creative tasks in the work-place: The mediating role of 
psychological safety [J]. Creativi-ty Ｒesearch Journal, 2010, 22(3): 250-260. 

[4] Han Zhiwei. Organizational Citizenship Behavior of Team Leaders and Intra-
role Performance of Team Employees [D]. Harbin Normal University, 2018.  

[5] Fan Bin, Ju Xiaofeng. Analysis of positive and negative effects of enterprise 
knowledge sharing [J]. Academic communication, 2008 (04): 88-91. 

[6] Randel A E, Galvin B M, Shore L M, et al. Inclusiveleadership: Realizing 
positive outcomes through be-longingness and being valued for uniqueness [J]. 
Hu-man Resource Management Review, 2018, 28 (2): 190-203. 

[7] Brown B K, Subramaniam C, Ali H. Inclusive leader-ship, safety climate and 
safety behaviour: A proposedframework [J]. International Journal of Academic 
Re-search in Business & Social Sciences, 2017, 7 (2): 330-342. 

[8] Hirst G, Knippenberg D V, Zhou J. A cross-level per-spective on employee 
creativity: Goal orientation, teamlearning behavior, and individual creativity [J]. 
Academy of Management Journal, 2006, 46 (6): 1222-1231. 

[9] Wang S, Noe R A. Knowledge sharing: A review anddirections for future 
research [J]. Human ResourceManagement Review, 2010, 20 (2): 115-131. 

Srivastava A, Bartol K M, Locke E A. Empowering 
[10] leadership in management teams: Effects on knowle-dge sharing, efficacy, and 

performance [J]. Academy of Management Journal, 2006, 49 (6): 1239-1251. 
[11] Rownme, Mitchell M S. Ethical and unethical leadership: exploring new 

avenues for future research [J]. Business ethics quarterly, 2010, 20 (4): 583-616. 
[12] Luo Zhengqing. An empirical study on the impact of inclusive leadership on 

innovation performance of R&D teams in knowledge-intensive firms [A]. China 
Society of Management Modernization, Fudan Management Award Foundation. 
The 13th (2018) China Management Annual Conference Proceedings [C]. China 
Society of Management Modernization, Fudan Management Award Foundation: 
China Society of Management Modernization, 2018:15. 

[13] Yu Zihan, Chu Fulei. Research on Employee Innovation Behavior Based on 
Big Five Personality [J]. Technology and Innovation Management, 2012 (4): 
381-383.  

[14] Hirake, Pengac, Carmelia. Linking leader inclusiveness to work unit 
performance: the importance ofpsychological safety and learning from failures 
[J]. The leadership quarterly, 2012, 23 (1): 107－117． 

[15] Kark, R., Shamir, B., & Chen, G. (2003). The two faces of transformational 
leadership: empowerment and dependency. Journal of Applied Psychology, 88 
(2), 246-255. 

[16] Van Der Vegt, G. S., & Bunderson, J. S. (2005). Learning  and  performance  in 
multidisciplinary teams: The importance of collective team identification. 
Academy of Management Journal, 48 (3), 532-547.  

[17] Luan Kun, Xie Xiaoyun. (2014). Research progress and prospects of foreign 
team identity. Foreign Economics and Management, 36 (4), 57-64. 

[18] González, R., & Brown, R. (2006). Dual identities in intergroup contact: Group 
status and size moderate the generalization of positive attitude change. Journal of 
Experimental Social Psychology, 42 (6), 753-767 



Academic Journal of Engineering and Technology Science 
ISSN 2616-5767 Vol.3, Issue 7: 23-36, DOI: 10.25236/AJETS.2020.030704 

Published by Francis Academic Press, UK 

-35- 

[19] Kark, R., Shamir, B., & Chen, G. (2003). The two faces of transformational 
leadership: Empowerment and dependency. Journal of Applied Psychology, 88 
(2), 246-255. 

[20] Richter A W, West M A, Van Dick R, et al. Boun-dary spanners' identification, 
intergroup contact, and effective intergroup relations [J]. Academy of Manage-
ment Journal, 2006, 49 (6): 1252-1269. 

[21] Janssen O, Huang X. Us and me: Team identificationand individual 
differentiation as complementarydrivers of team members' citizenship and 
creative be-haviors [J]. Journal of Management, 2008, 34 (1): 69-88. 

[22] Van Der Vegt G S, Van De Vliert E, Oosterhof A. In-formational dissimilarity 
and organizational citizenshipbehavior: The role of intrateam interdependence 
andteam identification [J]. Academy of Management Jour-nal, 2003, 46 (6): 715-
727. 

[23] Korte R F. A review of social identity theory with im-plications for training and 
development [J]. Journal of European Industrial Training, 2007, 31 (3): 166-180.  

[25] Sluss, D. M., Ployhart, R. E., Cobb, M. G., & Ashforth, B. E. (2012). 
Generalizing newcomers' relational and organizational identifications: Processes 
and prototypicality. Academy of Management Journal, 55 (4), 949-975. 

[26] Pratt, M. G. (1998). To be or not to be: Central questions in organizational 
identification. In D. A. Whetten & P. C. Godfrey (Eds.), Foundations for 
organizational science. Identity in organizations: Building theory through 
conversations (pp. 171-207). Thousand Oaks, CA: Sage Publications. 

[27] Kark, R., Shamir, B., & Chen, G. (2003). The two faces of transformational 
leadership: Empowerment and dependency. Journal of Applied Psychology, 88 
(2), 246-255. 

[28] Conger, J. A., & Kanungo, R. N. (1998). Charismatic leadership in 
organizations. Thousand Oaks. CA: Sage Publications. 

[29] Ding Nan. Research on the Relationship between Social Network, Operation 
Process and Performance of Top Management Team [D]. Jiangsu university, 2010. 
[30] Tang Chaoying, Liu Yang, Wang Tianhui. Research on the relationship 

between charismatic leadership, team identity and creative performance in 
scientific research teams [J]. Science of Science and Management of Science and 
Technology, 2012, 33 (10): 155-162. 

[31] Cicero, L, & Pierro, A. (2007). Charismatic leadership and organizational 
outcomes: The mediating role of employees' work-group identification. 
International Journal of Psychology, 42 (5), 297-306. 

[32] Sun Liping, Ling Wenquan, Fang Liluo. The Mediating Role of Identity 
Internalization between Ethical Leadership and Employee Engagement [J]. 
Enterprise economic, 2009 (9): 61-63 

[33] Sluss D M, Ployhart Ｒ  E, Cobb M G, et al ． Generalizing 
newcomers’relational and organizational identifications: processes and 
prototypicality [J]. Academy of Management Journal, 2012, 55 (4): 949975 

[34] Tajfel H, Turner J C. The social identity theory of intergroup behavior. In 
Worchel S, Austin W, eds. Psychology of Intergroup Relations [M]. Chicago: 
Nelson-Hall, 1986. 



Academic Journal of Engineering and Technology Science 
ISSN 2616-5767 Vol.3, Issue 7: 23-36, DOI: 10.25236/AJETS.2020.030704 

Published by Francis Academic Press, UK 

-36- 

[35] Tang Chunyong, Chen Bing, Zhao Shuming. The Impact of Inclusive 
Leadership on Employee Engagement in Chinese Cultural Context [J]. 
Economics and management research, 2018, 3 (39): 110-120. 

[36] The relationship between inclusive leadership and employee engagement from 
the perspective of organizational identification [J]. Journal of Management, 2017, 
14 (11): 1624- 1630. 

[37] Jing Baofeng. The Influence of Inclusive Leadership on Employee Creativity: 
The Dual Mediating Effect of Intrinsic Motivation and Psychological 
Availability [J]. Technical and economic, 2015, 34 (3): 27-32. 

[38] Zhu Yu, Qian Shuting. Inclusive Leadership Research Frontiers and Future 
Prospect [J] Foreign Economy and Management, 2014 (2): 55-64.  

[39] van Knippenberg D, van Knippenberg B, De Cremer D, et al. Leadership self 
and identity: a review and research agenda [J]. Leadership Quarterly, 2004, 15 
(6): 825-856. 


