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Abstract

This article synthesizes recent scholarship (primarily 2020-2025) on three interlocking
constructs—professional development (PD), organizational identification (Ol), and team-level
innovation—in higher education with particular attention to the Chinese context. Across
studies, PD enhances faculty ability, motivation, and opportunity to innovate through
mentoring, communities of practice, micro-credentials, and leadership preparation. Ol,
defined as a faculty member’s self-definition with the university, is strengthened by inclusive
leadership, prestige, justice, and psychological safety, and in turn predicts persistence,
citizenship, and innovation participation. Team-level innovation emerges where collaborative
routines, knowledge-sharing infrastructures, and enabling climates convert ideas into
implemented changes in teaching, research, and service. Evidence converges on moderate-
to-strong positive links among the three constructs; the most robust gains come from
bundled, longitudinal PD aligned with institutional priorities and supported by inclusive,
transformational leadership. The review closes with an evidence-informed agenda for future
causal designs, equity analyses, and sustainability tracking, and offers practical
recommendations for Chinese HEls seeking to raise innovation capacity.
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Introduction

Innovation capacity has become a strategic imperative for Chinese higher education
institutions (HEIls). Policy expectations increasingly ask faculty to translate research and
pedagogical insights into implemented improvements and cross-sector impact. Meeting
these expectations depends on people systems that grow capability and motivation and
create collaborative arenas for innovation. Three constructs dominate recent work:
Professional Development (PD) as the engine of capability building and career growth;
Organizational Identification (Ol) as the psychological bond aligning individual effort with
institutional purpose; and Team-Level Innovation as the collective process that turns ideas
into implemented, worthwhile change. Contemporary evidence indicates that PD, Ol, and
team-level innovation are mutually reinforcing, yet the mechanisms and boundary conditions
require careful integration for the Chinese HEI context.

Professional Development

Recent PD research moves beyond one-off workshops toward bundled, longitudinal designs
that combine structured mentoring, communities of practice (CoPs), targeted micro-
credentials, and leadership preparation. Departmental and cross-disciplinary mentoring
accelerates socialization, clarifies standards, widens methodological repertoires, and
improves early-career productivity (Fang, Li, & Zhang, 2022). CoPs and faculty inquiry groups
cultivate problem framing, formative peer feedback, and collective efficacy, and are
repeatedly linked to curriculum redesign and co-authorship (Sun, Li, & Zhao, 2023; Zhang &
Xu, 2022). Digital PD—micro-credentials, flipped PD, learning analytics, and Al-assisted lesson
planning—lowers prototyping costs and personalizes learning, increasing adoption of
technology-enabled teaching innovations and data-driven improvement cycles (Gao & Zhang,
2023; Lin & Gao, 2022). Seed funding, design sprints, proposal incubators, and protected time
help move ideas from concept to implementable prototypes (Wang, Zhou, & Lin, 2023).

Theoretically, the AMO framework explains how PD expands Ability
(disciplinary/pedagogical skill), bolsters Motivation (mastery, recognition), and creates
Opportunity (networks, resources), thereby enabling innovative practice at individual and
team levels (Gao & Li, 2023; Chen, Wang, & Xu, 2023). Self-determination theory clarifies why
faculty persist: when PD supports autonomy, competence, and relatedness, intrinsic
motivation for experimentation and continuous improvement rises (Xu, Wang, & Cheng,
2023; Zhang, Liu, & Zhao, 2022). Learning-organization and psychological-safety perspectives
emphasize where implementation occurs: when norms tolerate interpersonal risk, faculty
iterate—trying, reflecting, refining—and diffusion follows (Edmondson, 2019; Zhao & Lin,
2022).

On outcomes, PD shows positive associations with teaching innovation (active learning,
authentic  assessment, educational technologies) and gains in  student
engagement/performance (Xu & Li, 2021; Wang & Zhao, 2021; Gao & Zhang, 2023). For
research innovation, proposal bootcamps and methods institutes increase methodological
diversity, collaboration breadth, and publication novelty (Chen et al., 2023; Zhang & Xu,
2022). In service and outreach, PD in partnership-building and impact evaluation strengthens
industry/community collaborations and evidence of outcomes (Sun et al., 2023; Tanaka,
Zhang, & Kim, 2023). Effects are strongest when PD is longitudinal, aligned with institutional
priorities, and bundled with mentoring and protected time (Zhang, Liu, & Zhou, 2022; Chen &
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Sun, 2024). Mediators such as self-efficacy and resilience translate PD participation into
persistence with new practices (Xu et al., 2023), while identity/belonging amplify intention to
apply PD in context (Zhang & Luo, 2023). Moderators include leadership support, resource
slack, fair recognition, and psychological safety (positive) versus heavy administrative load
and evaluation pressure (negative) (Zhao & Lin, 2022; Liu & Sun, 2022).

Organizational Identification

Ol refers to the extent to which employees define themselves by their membership in an
organization and internalize its values and goals. In universities, Ol is shaped by inclusive
leadership and shared vision, organizational justice and prestige, and psychological safety and
high-quality connections (Carmeli, Dutton, & Hardin, 2020; Wang & Liu, 2023; Zhao & Lin,
2022). Studies in Chinese HEIs show that Ol predicts stronger organizational citizenship (e.g.,
curriculum co-design, cross-departmental collaboration, student mentoring), lower turnover
intentions, and greater innovation participation (Liu & Chen, 2023; Sun & Zhao, 2022).
Transformational and servant leadership increase Ol by inspiring shared purpose, developing
individuals, and reinforcing fairness and belonging; psychological ownership frequently
mediates links between culture and commitment/retention (Zhang, Fang, & Wang, 2022;
Chen, Zhang, & Yu, 2022; Xu, Liu, & Zhang, 2023).

Links to innovation arise both directly (willingness to shoulder improvement work, lead
pilots) and indirectly via network strength, knowledge sharing, and affective commitment (Liu
& Sun, 2023; Zhang, Liu, & Qiao, 2023). Inclusive governance, transparent communication,
and academic freedom raise Ol; hierarchical rigidity and opaque procedures undermine it (Liu
& Wang, 2021; Fang, Wang, & Zhao, 2023). Cross-cultural comparisons suggest East Asian
collectivist orientations intertwine Ol with professional mission, which can powerfully drive
shared goals but may also generate role strain when goals conflict—implicating load
management and developmental dialogue (Tanaka, Liu, & Wang, 2023).

Team-Level Innovation

Team-level innovation emphasizes the end-to-end group process: idea generation -
collaborative refinement = piloting and scale-up. Recent higher-education studies shift from
individual creativity toward collaborative routines and enabling systems—cross-disciplinary
teams, internal incubators, seed funds, peer review and retrospectives, and data-driven
improvement cycles (Wang et al., 2023; Sun et al., 2023). Psychological safety is foundational:
when members believe candor is safe, teams surface unproven but promising concepts
(Edmondson, 2019). Participative and servant leadership that share decision rights,
coordinate resources, and clear obstacles significantly increase conversion from prototype to
implementation (Liu & Wang, 2022; Zhang et al., 2022). Digital transformation provides low-
cost platforms and evidence-based evaluation tools, accelerating curriculum redesign, cross-
college projects, and open research practices (Gao & Zhang, 2023; Wang et al., 2023).

Across studies, the most reliable team-innovation effects appear when PD-Ol-climate are
aligned: task-focused PD supplies methods and tools; high Ol sustains collective effort
through difficulties; an inclusive, just climate offers the “safe space” and slack for iteration
and integration. Conversely, high administrative burden, fragmented governance, and purely
metric-driven evaluation reduce collaboration depth and implementation speed (Zhao & Lin,
2022; Liu & Sun, 2022).
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Synthesis, Gaps, and Practical Recommendations

Findings converge on medium-to-strong positive associations among PD, Ol, and team-level
innovation, with the most credible designs triangulating self-reports, behavioral artifacts (e.g.,
redesigned syllabi, project milestones), and administrative indicators (e.g., grants, network
analytics) (Chen et al., 2023; Wang et al., 2023). The most transferable gains arise from
bundled, longitudinal PD aligned with strategy; inclusive/transformational leadership that
builds Ol and psychological safety; and innovation infrastructures (incubators, seed funds,
analytics). Priority gaps include (a) field experiments testing PD bundles; (b) equity and access
analyses by rank, gender, and region; (c) linking PD participation logs to team-level innovation
outputs to map diffusion pathways; and (d) tracking durability beyond one academic cycle
and through turnover.

For practice, Chinese HEls should bundle PD (mentoring + CoPs + micro-credentials +
protected time) with clear innovation milestones and artifacts; keep PD longitudinal rather
than one-off; build psychological safety through inclusive governance to amplify PD’s payoff;
use data for reflection (learning analytics, peer observation) to close the learn-apply loop; and
resource and recognize PD-enabled innovations through seed funds, time allowances, and
explicit recognition in promotion systems.

Theoretical and Contextual Contributions

This review advances scholarly understanding by systematically integrating three strands of
higher-education research—professional development (PD), organizational identification
(Ol), and team-level innovation—into a coherent, interactional model. Prior studies have
typically examined these constructs in isolation: PD as a human-capital strategy, Ol as an
attitudinal or psychological variable, and innovation as an organizational outcome. By
synthesizing recent empirical evidence (2020-2025) across these domains, this study bridges
the micro—-meso gap between individual learning and collective innovation, clarifying the
mechanisms through which PD-driven capability building translates into institutional renewal.
Conceptually, it refines the AMO framework by embedding Ol as a socio-psychological linkage
that connects individual motivation to team-level creativity and implementation. This
theoretical integration contributes to the literature by positioning innovation not merely as a
product of individual skill, but as a systemic process supported by shared identity, inclusive
leadership, and psychological safety.

Contextually, the review enriches the predominantly Western literature by demonstrating
how these relationships operate in the Chinese higher-education environment—
characterized by hierarchical governance, policy steering, and collectivist cultural
orientations. It highlights that, within such contexts, innovation emerges less from individual
autonomy and more from relational identification and institutional alignment. This contextual
extension provides new insights into how faculty innovation capacity can be cultivated in
policy-driven, non-Western systems, thereby broadening the comparative and cross-cultural
scope of higher-education and organizational-behavior scholarship.
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