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How to promote the creativity of interorganizational teams has always been the focus among scholars and management
practitioners. From the perspective of leadership, this study explores the influence of shared leadership on creativity in in-
terorganizational teams. Specifically, this study integrates leadership perspective with trust perspective and explores the mediating
role of team trust between shared leadership and creativity at both team and individual level. In addition, this study examines the
moderating effect of the leader’s cultural intelligence between shared leadership and team trust based on the perspective of
leadership situation. +e data comes from 275 employees within 54 interorganizational teams. +e results show that shared
leadership will promote team trust and team trust plays a key mediating role between shared leadership and creativity. Moreover,
the relationship between shared leadership and team trust is moderated by the cultural intelligence of leader, such that the positive
relationship will be stronger with high cultural intelligence and weaker with low cultural intelligence.

1. Introduction

In order to cope with the complex and fierce market
competition, more and more organizations tend to seek
external cooperation; it is in this context that interorgani-
zational teams emerge as the times require [1–3]. +rough
the establishment of interorganizational teams, the two
partners can complement each other’s resources and
strengthen the sharing and exchange of information and
knowledge, which can effectively promote the generation of
creativity [4]. Among the many factors or mechanisms that
influence the creativity of the team (or team members),
scholars unanimously agree that team trust is one of the
most critical factors [5–7]. However, interorganizational
teams have many characteristics (see Table 1); for example,

members of interorganizational teams come from different
organizations and therefore team members have diverse
knowledge, skills, behavioral patterns, cultural backgrounds,
etc. [8]. +is difference will make it more difficult for team
members to communicate, exchange knowledge, and es-
tablish mutual trust. At the same time, interorganizational
teams are built on the link of common tasks and goals. Only
when they have mutual trust, sincere cooperation, and
interactivity will they be able to accomplish the task and
achieve win-win and cooperative creativity. +us, it can be
seen that, on the one hand, interorganizational teams ur-
gently need to build effective trust among members; on the
other hand, the establishment of this kind of team trust has
become increasingly difficult in the context of interorga-
nizational cooperation. In fact, in the established
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interorganizational teams, a significant part is due to the lack
of trust between partners and members of interorganiza-
tional teams, ultimately leading to the failure of creativity. In
the cooperation between Yidao Yongche and LeTV, for
example, it is precisely due to mutual suspicion between the
two parties that the relationship has broken down and
deteriorated, and ultimately the cooperation has come to an
end. +e contradictory and cruel reality lies before us: how
can we build team trust and promote creativity in inter-
organizational teams? Solving this problem not only helps to
bridge the gaps in existing research on interorganizational
teams, but has important guiding significance for effectively
promoting the creativity of interorganizational teams.

It is precisely for this purpose that this study attempts to,
from the perspective of leadership, explore the important
antecedents that influence team trust and then affect the
creativity of interorganizational teams. In fact, Burke et al.
[9] have suggested in a review study that leadership is one of
the most striking determinants of trust; besides, some
scholars have argued that leadership is also an important
factor influencing team trust [10]. In the general organi-
zational situation, some scholars have empirically studied
the influence of different dimensions of transformational
leadership style on team trust [5]. In particular, in inter-
organizational teams, this paper proposes a shared leader-
ship style in which the leadership of a team is shared by
multiple members, and they negotiate together, make joint
decisions, and jointly take responsibility for the team’s tasks
[11], which will be an important factor influencing team
trust and then creativity. +is is also due to the character-
istics of shared leadership: shared leadership style lays more
emphasis on mutual influence and motivation among team
members, and this way of horizontal leadership helps team
members understand and trust each other and thus en-
hances the sense of team trust. However, the existing re-
search has paid little attention to the role of shared
leadership in interorganizational teams, especially the in-
tegration of the two different perspectives of shared lead-
ership and team trust. In addition, “innovation projects
across different organizations often involve independent key
persons on a voluntary basis with the absence of a formal
structure and no hierarchical controls....” [2]; p. 391); in this
situation, team members have a common leadership role or
executive leadership behavior, which is especially necessary
for creativity [11].

In addition, the success of interorganizational creativity
depends not merely on the results of team creativity, but also
on the creativity of individual team employees [12, 13].
Different from team creativity, individual creativity mainly
refers to the novel and useful ideas related to work flow,
product, and services [14]. Although previous literature has
pointed out that two creativity types (i.e., team creativity and
individual creativity) are related to each other (e.g., [15]), are
the influencingmechanisms of the same leadership style (i.e.,
shared leadership) on both team creativity and individual
creativity consistent? It is still largely unknown [16].
+erefore, this study will propose a multilevel model to
explore how shared leadership affects team creativity and
individual creativity by investigating the key team process of
team trust. Furthermore, the existing literature also calls for
the need to simultaneously study the impact of cross-level
leadership on the results of individual creativity [17]. In view
of this, in the context of interorganizational teams, this study
will integrate two different perspectives, namely, shared
leadership and team trust, to explore whether and how
shared leadership can affect team trust and then influence
both team and individual creativity.

In addition to exploring the mediating role of team trust
between shared leadership and creativity, this paper will
further explore the boundary conditions that influence the
effects of shared leadership. In the past, only a few studies
have explored the contextual factors that affect the role of
shared leadership from the perspective of task characteris-
tics, such as task interdependence [18]. So far as the literature
is concerned, there is little literature on the boundary
conditions of the role of shared leadership from the per-
spective of individual characteristics of team leaders. In fact,
scholars have called for strengthening the exploration of
contextual factors of shared leadership. In 2007, for example,
Carson et al. suggested that “future work should focus on a
more detailed understanding of the nature of shared lead-
ership, its development, and boundary conditions on its
effectiveness” (p. 1230). In order to make up for the defi-
ciency of this research, this study considers cultural intel-
ligence of team leaders as a key moderator. +e leadership
theory has pointed out that the mechanism of leadership is
not in a vacuum [19]; thus, the exertion of shared leadership
also depends on the specific organizational situation. In
interorganizational teams, cultural intelligence—the ability
of collecting and processing information in different cultural

Table 1: +e features of interorganizational teams and shared leadership.

Characteristics of interorganizational teams Characteristics of shared leadership
(1) Teammembers from different organizations have great differences
in organizational culture, values, knowledge skills, behavior patterns,
etc.

(1) Sharing of power: team members share leadership, so they will
have higher autonomy and decision participation.

(2) Team members from different organizations rarely have informal
communications and therefore lack emotional communication and
contact.

(2) Influence mode: different from the traditional vertical
leadership that focuses on authority, shared leadership pays more
attention to the horizontal mutual effect among team members.

(3) Interorganizational teams linked by common tasks and goals often
need to cooperate with each other to achieve complementary
resources and advantages in order to effectively complete the task.

(3) Team members tend to form a common or shared vision.
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contexts, making the right judgments, and taking corre-
sponding actions—is just such a specific organizational
situation [20]. In interorganizational teams, as team
members come from organizations with different cultural
backgrounds, when team leaders have relatively strong
cultural intelligence, it will be conducive to identify the
characteristics and expertise of different team members,
accelerate power sharing, promote the exertion of effect of
shared leadership, and then affect team trust and creativity.
+erefore, this study will explore the moderating role of
leaders’ cultural intelligence. To sum up, the hypothesis
model of this study is shown in Figure 1.

+us, the main contributions of this study are as follows.
First of all, in the context of interorganizational teams, it
makes clear that shared leadership will be the key to solving
the problem of “how to enhance team trust” as an ar-
rangement mechanism of new leadership and team power.
+is not only enriches the research concerning interorga-
nizational teams, but greatly expands the scope of appli-
cation of shared leadership, deepening our understanding of
shared leadership. It also echoes the appeal of Burke et al. [9]
regarding the integration of two different perspectives,
namely, leadership and trust. Secondly, in the context of
interorganizational teams, it views the impact of trust on two
different types of creativity from the perspective of the team,
which deepens our influence on trust in different contexts.
Besides, based on the perspective of leadership situation and
the characteristics of shared leadership, this paper ini-
tiatively proposes the important situational role of leaders’
cultural intelligence, which deepens our understanding of
cultural intelligence and the effectiveness of shared
leadership.

2. Literature Review and
Hypotheses Development

2.1. Team Trust and Creativity. Team trust is a kind of
emotional and cognitive team process in which team
members have good faith in each other and have strong
confidence in the ability of the whole team and trust in other
team members in an interorganizational situation [5, 21]. In
recent years, more and more scholars have begun to pay
attention to the impact of team trust on creativity. For
example, some scholars believe that both goodwill trust and
competence trust will produce a positive impact on creativity
[22]; Chen et al. [23] also confirmed that, in an R&D team,
trust among team members can effectively promote crea-
tivity. Based on previous studies on team trust and creativity,
this study specifically points out that team trust is an im-
portant source of creativity in the situation of interorga-
nizational teams.

Interorganizational team members’ knowledge struc-
tures are relatively varied since their prior working expe-
rience is different. However, their different knowledge
structures may attract other members when team trust is
high, which may generate their passion to exchange mind
and thinking. In this situation, their trust is conducive to the
production of creative thinking and enhance the level of
creativity of the whole team.

In the next place, emotionally, team trust in interor-
ganizational teams will promote effective communication
and exchange as well as the process of knowledge sharing
among team members, leading to higher team creativity [4,
5]. +e natural features of interorganizational teams cause
team members to often have feelings of estrangement with
lack of communication and exchange. When team trust is
high, it is often able to provide such a mechanism for
communication and exchange among teammembers, which
makes team members exchange ideas and viewpoints
without reservation, accelerates the process of knowledge
sharing, and ultimately improves team creativity [25]. In
conclusion, this study presents the following hypotheses.

H1a: in interorganizational teams, team trust will be
positively related to team creativity.

In a similar way, in the situation of interorganizational
teams, when team trust is at a high level, it will benefit
individual employees and promote their individual crea-
tivity. When team trust is high, the collision of this opinion
and sharing of knowledge will also enable employees to
obtain more creative inspirations, leading to the improve-
ment of their individual creativity [6]. Moreover, when
interorganizational team members trust each other, indi-
vidual employees will feel the collective strength. +is sense
of trust will greatly enhance the psychological security of
employees and encourage them to carry out creative ac-
tivities more boldly.

H1b: in interorganizational teams, team trust will be
positively related to individual creativity.

2.2. Shared Leadership and Team Trust. At present, a lot of
literature has confirmed that leadership style is an important
factor to promote team creativity [26, 27]. For example,
Braun et al. [28] pointed out the positive role of transfor-
mational leadership style in team trust. Nonetheless, due to
the specificity of interorganizational teams, team trust of
interorganizational teams seems to be more difficult and
complex. +erefore, choosing the type of leadership style or
leadership mode is the key to building team trust. Shared
leadership puts more emphasis on the sharing of power, and
mutual influence among team members [11] makes it easier
for teammembers to build mutual trust and common vision.

Cultural
intelligence of

leader

Shared
leadership Team trust Team creativity

Individual
creativity

Figure 1: Hypothesis model.
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+erefore, this study believes that shared leadership will
positively influence team trust, specifically as follows.

First, shared leadership helps to promote the recognition
and trust of each other’s ability among team members, form
a relatively consistent view and cognition, and promote the
generation of team trust. Carson et al. [11] emphasize that
shared leadership is more of a horizontal leadership style, in
which team members interact and make decisions among
themselves, rather than a traditional top-down leadership
style. Hence, shared leadership can lead to communication
and cooperation among team members, and this kind of full
communication and sharing is conducive for team members
to the appreciation and recognition of each other’s ability,
ultimately resulting in the generation of team trust.

Moreover, shared leadership can boost emotional
communication and exchange among team members, en-
hance mutual trust, and promote team trust. In other words,
shared leadership gives team members greater power and
encourages team members to have more opportunities for
internal communication and exchange [11]. Frequent and
close contact is beneficial to make original team members
from different organizations get goodwill from each other
and form a close emotional bond. +erefore, shared lead-
ership is beneficial to the generation of team trust. To sum
up, this study puts forward the following hypothesis.

H2: in interorganizational teams, shared leadership will
be positively related to team trust.

2.3. 3e Mediating Role of Team Trust. At present, some
scholars have begun to pay attention to the mediating
mechanism of shared leadership on creativity; for instance,
Gu et al. [18] revealed the influence mechanism of shared
leadership on team creativity from the perspective of
knowledge sharing. Based on the context of interorganiza-
tional teams, this study argues that team trust plays a me-
diating role in the relationship between shared leadership
and creativity (at both team and individual level). Shared
leadership is conductive to mutual trust among team
members, which will provide intrinsic motivation and in-
formation communication for creativity at both team and
individual level [29]. +is is particularly important for in-
terorganizational teams because team members from dif-
ferent cultural backgrounds urgently need to build trust to
solve a challenging creative task [30].

From hypothesis 1 and hypothesis 2, we can find that, in
interorganizational teams, team trust is the key to influ-
encing creativity, and the establishment of such team trust
often needs shared leadership. Specifically, in interorgani-
zational teams, the authorized and horizontal leadership
mode of shared leadership can accelerate the frequency of
communication, exchange, and sharing among team
members and enable team members to form emotionally
mutual trust and cognitively mutual trust, while this emo-
tional and cognitive trust will ultimately be the basis for
creativity. As a matter of fact, scholars have pointed out that
leadership style such as shared leadership can affect team-
level and individual-level behavioral outcomes, such as
creativity [31] by influencing team process (such as team

trust). +erefore, this study presents the following
hypotheses.

H3a: team trust mediates the relationship between
shared leadership and team creativity in interorgani-
zational teams.
H3b: team trust mediates the relationship between
shared leadership and individual creativity in inter-
organizational teams.

2.4. 3e Moderating Role of Cultural Intelligence. Previous
literature has pointed out that the relationship between
shared leadership and creativity is likely to be influenced by
some situational factors [11, 32]. For example, some scholars
have discussed the moderating role of task interdependence
between shared leadership and creativity [18]. However,
most of the existing studies on the boundary conditions of
the role of shared leadership focus on task characteristics
and organizational structures, and few studies have explored
the moderating effect of individual traits of leaders in in-
terorganizational teams. Actually, in interorganizational
teams, although power is authorized to each team member,
whether the power-sharing mechanism can come into play
to a great extent still cannot leave leaders’ personal guidance
and promotion [11]. Specially, in the situation of interor-
ganizational teams, when leaders themselves have relatively
high cultural intelligence, that is, for employees from dif-
ferent organizational and cultural backgrounds, all leaders
can interact with them more effectively and adapt to em-
ployees in different cultural backgrounds, which will give full
play to the role of shared leadership. Hence, this study argues
that leader’s cultural intelligence will affect the action
process of shared leadership in creativity.

+is study suggests that cultural intelligence will posi-
tively moderate the positive effect of shared leadership on
team trust. Firstly, when leader’s cultural intelligence is at a
high level, the leaders of interorganizational teams can
calmly deal with the conflicts and frictions among team
members caused by the power-sharing mechanism, accel-
erating the role of emotional bond brought by shared
leadership and enhancing the positive role of shared lead-
ership in team trust [33]. When leaders’ cultural intelligence
is at a high level, they can not only effectively identify the
emotional needs of different team members, but also, when
members from different backgrounds have conflicts and
frictions, intercede and resolve conflicts and frictions by
virtue of their high cultural intelligence, enhance emotional
exchange and communication among team members, and
realize team trust to the maximum extent. For example,
when the members of interorganizational teams from dif-
ferent organizations have disagreements because of their
different ideas and goals, the leaders with high cultural
intelligence can not only find such differences in a timely
manner, but also use their high cultural intelligence for
intercession when matters are not serious, enabling team
members to live in harmony and enhancing team trust. In
the next place, when cultural intelligence is stronger, leaders
can be more effective in identifying the ability of team
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employees from different organizations. +is will accelerate
the cognitive consistency of shared leadership, speed up the
understanding and collaboration among teammembers, and
increase the positive role of shared leadership in team trust
[34].+e leaders with high cultural intelligence, for instance,
can effectively identify the strengths and weaknesses of
different employees, which can tilt the team’s resources to
those who need them more; besides, the power-sharing
mechanism can be carried out more smoothly, which can
accelerate mutual appreciation and recognition among team
members, enhance the role of shared leadership, and pro-
mote team trust.+erefore, this study proposes the following
hypothesis.

H4: leader’s cultural intelligence will moderate the
relationship between shared leadership and team trust,
such that this positive relationship is stronger when
leader’s cultural intelligence is higher.

3. Method

3.1. Sample and Procedures. +e research team cooperates
with a university in China to issue survey questionnaires.
With its assistance, the research team distributes a total of 68
questionnaires of interorganizational teams. +ese 68 teams
come from 19 different companies, and their industries
include information technology, manufacturing industry,
medical treatment, and scientific research institutions.
When conducting the study, the research team takes a va-
riety of approaches to ensure that respondents are clear
about the purpose of the study: first of all, there will be a
special researcher in this research team to contact the se-
lected interorganizational teams and explain the purpose of
this study; secondly, the cover of the paper questionnaire will
have a special page to introduce the purpose of this study and
fill in the points for attention; in addition, every variable
measurement item in the questionnaire is preceded by an
introduction to remind the respondents that the investi-
gation objects are the interorganizational cooperation teams.
“Among team members of interorganizational cooperative
creativity team. . .,” for example, the purpose of doing so is to
repeatedly remind the respondents that the investigation
objects are the interorganizational cooperation teams rather
than the original department teams of their own work units.

In order to increase the recovery rate of questionnaires,
we adopt two ways. In the first place, before the research, the
research team will communicate and exchange information
with the tested interorganizational teams, try to make ex-
planation and illustration to make the investigated inter-
organizational teams fully understand the purpose of this
study, and invite them to participate in this study. Next, after
the questionnaires are issued, the research team also follows
up the filling of questionnaires by means of subsequent
telephone contacts or e-mail contacts. Finally, the research
team recovers effective questionnaires from 54 teams, in-
cluding 54 team leaders and 275 employees, with a recovery
rate of 79.4%. Among these 54 sample teams, those whose
team size is less than or equal to 5 persons take up 7.4%,
those whose team size is from 6 persons to 10 persons

account for 40.7%; 27.8% of the teams have 11 persons to 15
persons; and 24.1% of the teams have 16 persons and above.
+ose with the establishment period of 1 to 6months take up
16.6%; those with the establishment period of 7 to 12 months
account for 24.1%; 24.1% of the teams have the establishment
period of 13 to 36 months; and those with the establishment
period of 36 months and above account for 35.2%.

3.2. Measurement. In order to ensure the validity and re-
liability of measurement tools, this study tries to adopt a
mature scale of the existing literature and then make ap-
propriate revision according to the purpose and specific
situation of the research. Prior to the formal finalization and
investigation of the questionnaires, one of the authors makes
presurvey questionnaires to evaluate the appropriateness of
the design and wording of questionnaires and then revises
the questionnaires according to the advice provided by the
presurvey respondents. Each variable is measured with 5-
point Likert scale.

(1) Shared leadership. +ere are 10 items in the scale of
shared leadership, which come from Shane Wood
and Fields [35]. +ese items are mainly used to
measure the degree to which team members par-
ticipate in the decision-making process of teams.+e
scale is filled by team members, for example, “team
members in interorganizational teams share in de-
ciding on the best course of action when a problem
faces the team.” In order to ensure the reliability and
validity of the scale, this study finally retains seven
items with the highest loading value.

(2) Team trust. It is derived from the trust scale prepared
by Dakhli and De Clercq [36]. +e scale is filled in by
team members and includes 3 items, for example,
“team members in interorganizational teams have
mutual trust and are supportive of change.”

(3) Cultural intelligence. With reference to the cultural
intelligence scale developed by Ang et al. [37], the
scale measures the cultural intelligence of interor-
ganizational team leaders from different aspects such
as metacognition, cognition, motivation, and be-
havior. +e scale is completed by the leaders of
interorganizational teams with 20 items, for exam-
ple, “I enjoy interacting with people from different
cultures.”

(4) Individual creativity. +e variable of individual
creativity adopts the scale developed by Dul et al.
[38] with three items. +ese items are used to
measure the extent to which individuals come up
with new ideas. For example, “in my work, I often
have new and creative ideas” (1� strongly disagree;
5� strongly agree).

(5) Team creativity. +e variable scale is selected from
Shin and Zhou [14] with four items. +ese items are
used to measure the extent to which new ideas are
generated by interorganizational teams. +is scale is
filled out by leaders in the interorganizational teams,
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for instance, “how well does your team produce new
ideas?” (1� strongly poorly; 5� very much).

In addition, with reference to previous studies by
scholars, we controlled for gender, age, and educational level
at the individual level [39], and team’s tenure and size at the
team level [40].

3.3. Data Aggregation. To determine if individual-level data
can be aggregated to the team level, this study examines
intragroup consistency and intergroup variance [41].
Intragroup consistency is tested by Rwg index while in-
tergroup variance is tested by ICC(1) and ICC(2). Previous
literature has pointed out that shared leadership is a team-
level variable [42]. Data analysis indicates that ICC(1)� 0.17,
ICC(2)� 0.52, so shared leadership can be aggregated into a
team-level variable. Furthermore, previous literature has
revealed that team trust is also a variable at the team level
(e.g., [5]). +e result shows that ICC(1) and ICC(2) of team
trust are 0.21 and 0.57, respectively. +e ICC result dem-
onstrates that shared leadership and team trust can indeed
be aggregated into a team-level variable (e.g., [16]). In ad-
dition, in order to further determine that shared leadership
and team trust can be aggregated into team-level variables
from employees’ individual level, this study examines in-
ternal consistency within the group. +e result suggests that
the average Rwg scores of shared leadership and team trust
are both 0.92, and all scores exceed the threshold of 0.70 [41].
+e above result manifests that the data of shared leadership
and team trust can be aggregated into team-level variables.

4. Data Analysis and Results

4.1. Analysis of Reliability and Validity. Before hypotheses
testing, we have first performed a confirmatory factor
analysis (CFA) on the main variables. +e loading values,
coefficient of internal consistency (Cronbach’s alpha),
composite reliability, and AVE values of the main study
variables are shown in Table 2. Table 2 shows that the re-
liability (Cronbach’s alpha) and composite reliability of
various variables are between 0.733 and 0.903, which are
higher than the threshold of 0.70. +e scores of average
variance extraction value (AVE) of all variables are between
0.505 and 0.766, which exceed the threshold of 0.50.

To further verify the discriminant validity of various vari-
ables, this study adopts the comparison method of average
variation extraction (AVE), and the result shows that the AVE
value of each variable is higher than the critical value of 0.5.
Furthermore, as shown in Table 3, the AVE square root of each
variable is greater than the correlation coefficient between the
variables, which further explains that there is good discriminant
validity between the variables.

4.2. Descriptive Statistics of Variables. Table 3 summarizes
the mean value, standard deviation, and correlation coef-
ficient of all variables. We found that shared leadership and
team trust are both significantly correlated to team
creativity.

4.3. Hypothesis Test

4.3.1. Team-Level Analysis Result. To test the team-level
hypotheses, we use hierarchical regression analyses.

H1a assumes that team trust will positively affect team
creativity. As shown in Model 5 of Table 4, team trust
positively affects team creativity (β� 0.374, p< 0.01p< 0.01),
thereby supporting H1a.

At the same time, model 1 in Table 4 suggests that shared
leadership positively affects team trust (β� 0.642, p< 0.001).
Hence, we support hypothesis 2.

+e result of Table 4 also shows that the coefficient for
shared leadership on team creativity decreases when the
effect of team trust is included in the regression equation.
+e coefficient decreases from 0.407 (p< 0.01, model 8) to
0.279 (p< 0.05, model 9). +us, H3a is supported.

H4 assumes that leader’s cultural intelligence can
moderate the relationship between shared leadership and
team trust, where such positive relationship will become
stronger under higher cultural intelligence. +e result of
model 3 in Table 4 suggests that interaction between shared
leadership and cultural intelligence significantly relates to
team trust (β� 0.222, p< 0.05), supporting H4.

We further calculate the simple slopes for the rela-
tionship between shared leadership and team trust at higher
(mean + s.d.) and lower (mean− s.d.) level of cultural in-
telligence [43]. Figure 2 shows that cultural intelligence
amplifies the positive relationship between shared leadership
and team trust. As expected, the relationship between shared
leadership and team trust is significant (simple slope� 0.432,
p< 0.05) at low levels of cultural intelligence and becomes
stronger (simple slope� 0.876, p< 0.01) at high levels of
cultural intelligence.

4.3.2. Hierarchical Analysis Result. In this study, the Hi-
erarchical Linear Model (HLM) is used to examine the
hierarchical research hypothesis.

Table 5 summarizes the analysis results of HLM. In step
1, model 1 shows that shared leadership is positively related
to individual creativity (β� 0.757, p< 0.001). In step 2, team
trust should be positively related to individual creativity

Table 2: Composite reliability and average variance extracted
(AVE).

Variables Items Factors
loading

Cronbach’s
alpha

Composite
reliability AVE

Shared
leadership 7 0.585∼0.726 0.798 0.803 0.505

Team trust 3 0.795∼0.815 0.733 0.849 0.652
Cultural
intelligence 20 0.766∼0.773 0.769 0.887 0.662

Individual
creativity 3 0.873∼0.877 0.846 0.907 0.766

Team
creativity 4 0.724∼0.788 0.759 0.885 0.659

Note. ML: moral leadership, LMX: leader-member exchange, TI: team
identification, EC: employee creativity. ∗p< 0.05; ∗∗p< 0.01; ∗∗∗p< 0.00.
N� 275.
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(H1b). +e result of model 3 demonstrates that team trust is
positively related to individual creativity (β� 0.667,
p< 0.001), thereby supporting hypothesis 1b. In step 3, the

coefficient for shared leadership on individual creativity
decreases when the effect of team trust is included in the
regression equation. +e coefficient decreases from 0.757

Table 3: Means, standard deviations, and correlation.

Variables Mean s.d. 1 2 3 4 5 6
Individual-level variables
(1) Gender 0.72 0.47
(2) Age 2.47 0.62 0.07
(3) Education level 3.12 0.67 0.04 −0.04
(4) Individual creativity 3.97 0.55 −0.03 0.131∗ −0.08 （0.875）
Team-level variables
(1) Team size 6.76 1.59
(2) Team tenure 3.72 1.10 −0.23+
(3) Shared leadership 3.88 0.34 0.13 0.21 （0.711）
(4) Team trust 4.16 0.30 −0.11 0.21 0.63∗∗∗ （0.807）
(5) Cultural intelligence 3.97 0.35 0.16 0.16 0.34 0.19 （0.814）
(6) Team creativity 3.94 0.31 −0.10 0.29∗ 0.43∗∗∗ 0.42∗∗ 0.60∗∗∗ （0.812）
Note. N (employees)� 275; N (leaders/teams)� 54. Square roots of AVE are in parentheses on the diagonal. ∗p< 0.05; ∗∗p< 0.01; ∗∗∗p< 0.001.

Table 4: Regression results for team-level analysis.

Level and variables
Trust Team creativity

Model 1 Model 2 Model 3 Model 4 Model 5 Model 6 Model 7 Model 8
Level 2
Team size −0.185 −0.185 −0.125 −0.035 −0.010 −0.134 −0.086 0.005
Team tenure 0.029 0.026 0.052 0.281∗ 0.210 0.111 0.027 0.012
SL 0.642∗∗∗ 0.632∗∗∗ 0.654∗∗∗ 0.407∗∗ 0.279∗
Trust 0.374∗∗ 0.276∗ 0.200∗
CI 0.029 −0.006 0.550∗∗∗

Interaction item
SL×CI 0.222∗
R2 0.428 0.429 0.474 0.085 0.218 0.491 0.530 0.667
ΔR2 0.428 0.001 0.044 0.085 0.133 0.272 0.530 0.137
F 12.496∗∗∗ 9.211∗∗∗ 8.641∗∗∗ 2.372 4.654∗∗ 11.802∗∗∗ 18.822∗∗∗ 24.588∗∗∗
ΔF 12.496∗∗∗ 0.062 4.058∗ 2.372 8.519∗∗ 26.207∗∗∗ 18.822∗∗∗ 20.202∗∗∗

Note. N� 54. SL: shared leadership; CI: cultural intelligence of leader.
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Figure 2: Moderating effect of leader’s cultural intelligence on the relationship between shared leadership and team trust.

Mathematical Problems in Engineering 7



(p< 0.001, model 1) to 0.602 (p< 0.001, model 2), sup-
porting hypothesis 3b.

5. Conclusion and Discussion

Interorganizational teams proved to be a very effective way
of cooperative creativity. +erefore, how to explore the
generation mechanism of creativity in the context of in-
terorganizational teams seems to be especially necessary. In
particular, based on the characteristics of interorganizational
teams, this study proposes that team trust will be the key for
promoting interorganizational creativity; then, from the
perspective of leadership, it suggests that shared leadership
as an emerging power-sharing system and arrangement will
be the key factor for building team trust. On this basis, this
study also investigates the situational moderating role of
leaders’ cultural intelligence in the relationship between
shared leadership and team trust.

5.1. 3eoretical Implications. +e greatest contribution of
this study lies in its confirmation of how and when shared
leadership affects creativity at both team and individual level.
Hence, important theoretical implications to the literature of
shared leadership and creativity are offered in this study.

First, we propose and empirically test a theoretical model
that provides a nuanced depiction of how and under what
conditions shared leadership influences creativity. Our study
also enriches the literature regarding the consequences of
shared leadership by verifying a positive association linking
shared leadership to creativity at both team and individual
level. In this process, we contribute to shared leadership
literature by demonstrating that shared leadership, either at
the individual or team level, is valuable. To our knowledge,
no prior research has considered team trust as a critical
mediating mechanism linking shared leadership and crea-
tivity. Previous research has also shown that some potential
team processes (such as knowledge sharing) can mediate the
relationship between shared leadership and creativity [18].
Other scholars also try to interpret the relationship between
leadership and creativity from the perspective of trust [6].
+erefore, the results of this study are also further expansion
of the literature in this aspect. We go further in this theo-
retical model by highlighting the moderating role of cultural

intelligence in strengthening the above link. Indeed, shared
leadership, cultural intelligence, and team trust constitute
three important areas in organizational behavior research
that have not been integrated until now as a means of
predicting creativity at both team and individual level.

Second, our findings contribute to the creativity litera-
ture by identifying the mediating role of team trust. +is
study has confirmed that team trust is a key mediating
mechanism between shared leadership and creativity, which
expands our understanding of the creativity of interorga-
nizational teams. Although the existing research has proven
that, in general team situations, team trust is the key to
unlocking team creativity (e.g., [5]), and some scholars have
also pointed out that team trust may play a key role in
interorganizational alliances (such as knowledge sharing,
information exchange, and team learning), there is still a
great shortage of empirical research in interorganizational
team context. In this context, this study empirically tests
the key impact of team trust on the creativity in interor-
ganizational teams, which helps us have a better under-
standing of the source of creativity in interorganizational
teams.

+ird, we probe into the situational variables that affect
the process of shared leadership [44]. We draw the con-
clusion that leader’s cultural intelligence can strengthen the
positive relationship between shared leadership and team
trust. +e result indicates that team trust and creativity are
based not only on shared leadership, but also on leader’s
cultural intelligence. +is finding responds to the previous
scholars’ call for exploring the situational factors that play a
role in shared leadership [11].

5.2. Practical Implications. +e results of this paper are of
great enlightenment significance in respect of how to carry
out better creativity in interorganizational teams.

First, interorganizational teams should establish mutual
trust among each other.+e research shows that team trust is
a key factor in creativity. Hence, the key to the success of
creativity is to build trust between the two partners and
among team members. In the process of interorganizational
team creativity, only by offering mutual help to make up for
what the other lacks rather than “holding back a trick
or two,” is it possible to establish mutual trust among
members to the maximum extent, boost the sharing of
knowledge and information, and accelerate the production
of creativity.

What is more, the shared leadership model should be
adopted and applied widely. +e research result proves that
shared leadership has a positive impact on both team trust and
cooperative creativity. +erefore, in the context of interorga-
nizational teams, it is necessary to use this new power-sharing
mechanism to mobilize the enthusiasm of every member in the
teams to the maximum extent, give play to their creativity, and
promote the formation of cooperative creativity.

Finally, when considering the interorganizational
team leadership, we must pay special attention to ex-
amining its cultural intelligence. Although research has
shown that the use of shared leadership is an effective

Table 5: HLM results for cross-level analysis.

Level and variables
Individual creativity

Model 1 Model 2 Model 3
Level 1
Gender 0.006 0.007 0.004
Age 0.111 0.113 0.106
Education level 0.022 0.022 0.017

Level 2
Team size −0.025 −0.015 0.009
Team tenure 0.030 0.029 0.053
Shared leadership 0.757∗∗∗ 0.602∗∗∗
Team trust 0.257∗ 0.667∗∗∗

Note. N (subordinates)� 275; N (leaders/teams)� 54. ∗p< 0.05; ∗∗p< 0.01;
∗∗∗p< 0.001.
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power distribution model and institutional arrangement,
the research conclusion reveals that leaders’ personal
ability traits, especially cultural intelligence, still play a
vital role in it. Hence, when selecting and appointing
interorganizational team leaders, what calls for special
attention is to examine the cultural intelligence of leaders
and preferably choose those with high cultural intelli-
gence, which helps to accelerate the exertion of the role of
shared leadership and achieve the success of interorga-
nizational teamwork.

5.3. Limitations. +is study has some limitations as well.
In the first place, this study takes a self-evaluation approach

to measure employees’ individual creativity. Although most of
the current literature uses the method of leadership assessment
to evaluate employees’ individual creativity [16], the method of
employees’ self-evaluation can be accepted as well [38, 45].
Specifically, in the context of this study, the method of em-
ployees’ individual creativity may be more applicable to the
measurement of individual creativity. Firstly, in the context of
interorganizational teams, it is very difficult for a team leader to
have an accurate and comprehensive observation of each
member’s creativity. Besides, creativity itself is a subtle behavior,
and only the innovators themselves are more aware of how
much creative ideas they have play a role in their work as-
signments [38, 45]; spectators may not necessarily fully and
accurately understand the creative ability of a certain employee,
so theymay not be able to accurately evaluate the performance of
an employee’s individual creativity [46]. In the next place, al-
though the self-assessment method can bring subjective errors,
previous literature has pointed out that individual creativity
evaluated by oneself and individual creativity evaluated by others
are highly relevant [47]; moreover, subsequent empirical studies
also suggest that individual creativity evaluated by oneself also
has a good validity [38]. Nonetheless, future research may adopt
a more objective approach or a combination of subjective and
objective approach with multiple evaluation subjects to measure
employees’ individual creativity so as to avoid possible problems.

Furthermore, it belongs to cross-sectional research in
terms of research design. Since cross-section data cannot
provide strong evidence for the causal relationship between
variables, future research can employ the method of lon-
gitudinal research to test the influence of mediating and
causal relationship between mediating variables.

Finally, when examining situational factors, we only con-
sider cultural intelligence—individual traits of leaders. However,
in future studies, other situational factors, such as the personal
qualities of employees, also need to be taken into consideration.
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