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Abstract

The objectives of this research were 1) to study the coaching leadership of
administrators and 2) to compare the perception of faculty members on the coaching
leadership of administrators classified by gender, work experience, and majors. The
sample consisted of 80 faculty members, selected through random stratified sampling
by major. The research instrument was a questionnaire with an item validity (I0C values)
between .67-1.00 and a reliability value of .95. The data were analyzed using frequency,
percentage, mean, standard deviation, t-test, One-way ANOVA, and LSD.

The results of the research were as follows: 1) the coaching leadership of
administrators, in overall and particular aspects, was at a high level, ranking the highest
to the lowest: positive feedback, followed by training and instruction, democracy
behaviour, autocratic behaviour and social support, and 2) the perception of faculty
members on the coaching leadership of administrators, in overall, and particular
aspects, classified by gender, work experience, and major was not different, but the
perception of faculty members, classified by major in the aspect of the autocratic
behaviour was considered statistically significant at .05 level, that the mean of the
journalism is higher than the mean of broadcasting and hosting arts; radio and television

director; and photography.

Keyword: Coaching leadership, Faculty Members, Media College, Haikou University of
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Introduction

Leadership is important for every organization. As well-known scholars in the
field of leadership mechanisms, Kouzes and Posner (2023) believed that leadership is
the art of mobilizing subordinates in an organization to work hard for a common vision,
and the importance of leadership cannot be ignored. The research and experience
showed that leadership is critical to the success and continued growth of an
organization. Leaders bring out the best in their members. Good leaders bring out the
best in their employees, provide clear goals and direction, and help them make the
most of their abilities and skills. Through effective leadership, organizational members
can feel confident and appreciated, thereby becoming more engaged and motivated
at work.

The Media College of Haikou University of Economics also has similar problems
as other universities. The 2023 review report of the Media College of Haikou University
of Economics shows that problems with administrators include: (1) The professional
ability and independent thinking ability of the Media College faculty members have
declined. Administrators provide little training, communication and guidance to faculty
members and do not fully understand the development needs of faculty members.
(2) College administrators have little open communication with faculty members, and
faculty members do not have enough space for independent decision-making.

Administrative leaders require coaching leadership competencies that
encompass training, instruction, and mentorship. Previous studies highlight several
related dimensions: Song (2022) examined how developmental feedback influences
employees’ suggestion behaviours; Xu (2023) constructed an evaluation system for
teacher training in higher education; Lu (2023) investigated mechanisms ensuring
democratic management rights of university faculty under governance modernization;
Gao (2022) explored the mediating role of self-efficacy between workplace social
support and college teachers’ professional development motivation; and Jin (2022)
discussed empowerment and capacity building to guide teachers and schools toward
high-quality development. Together, these findings indicate that effective coaching

leadership should involve (1) the provision of positive feedback, (2) structured training
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and instruction, (3) the promotion of democratic practices, (4) the facilitation of social
support, and (5) awareness of autocratic tendencies.

Research indicates that coaching leadership significantly enhances employees’
motivation, performance, and interpersonal relationships, enabling organizations to
achieve goals more effectively. Yang (2016) defines coaching leadership as a managerial
approach in which supervisors guide subordinates to identify their work objectives, align
personal ambitions with organizational goals, and engage in their roles with maximum
enthusiasm and creativity. In recent years, coaching management has emerged as a
powerful method for boosting the productivity of knowledge workers. As a
contemporary alternative to traditional “centralized management”—characterized by
top-down control and directive instructions—coaching leadership has been widely
adopted by numerous organizations seeking to foster empowerment, innovation, and
sustained high performance.

Faced with the problems existing in the Media College of Haikou University of
Economics, this article studies the Coaching leadership of administrators as perceived
by faculty members at Media College in Haikou University of Economics. It is hoped
that it can effectively help college leaders improve their leadership capabilities and
methods and promote the progress and development of faculty members.

The objective of this study is to explore and study the coaching leadership of
administrators as perceived by faculty members at Media College in Haikou University
of Economics. This study focuses on the coaching leadership of administrators as
perceived by faculty members at Media College in Haikou University of Economics. To
compare the opinions of Faculty members on the coaching leadership of administrators
as perceived by faculty members at Media College in Haikou University of Economics

and classified by gender, work experience, and majors.

Research Objectives
1. To study the coaching leadership of administrators as perceived by faculty
members at Media College in Haikou University of Economics.

2. To compare the perception of faculty members on the coaching leadership
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of administrators as perceived by faculty members at Media College in Haikou

University of Economics, classified by gender, work experience, and majors.

Research Methodology

The study population consisted of 100 faculty members from the Media College
in Haikou University of Economics. From this population, 80 respondents were selected
as the study sample. Stratified random sampling was employed faculty were first
grouped by major, and then randomly chosen within each stratum. The target sample
size was determined using Krejcie and Morgan’s (1970, as cited in Petcharoj, 2019) table
for sample size estimation.

Below is the data for the size of the population and the respective number of

samples:
Majors of the college Population Sample
1. Journalism 25 20
2. Broadcasting and Hosting Arts 39 31
3. Radio and television director 22 18
4. Photography 14 11

Total 100 80

This study employed a researcher-developed questionnaire to examine faculty
members’ perceptions of administrators’ coaching leadership at Media College, Haikou
University of Economics. The instrument was validated through expert review to ensure
content clarity and relevance, followed by a pilot test that informed necessary revisions
prior to full distribution.

Data collection was conducted with institutional approval from Rajapruk
University and Media College, Haikou University of Economics. Questionnaires were
distributed with administrative support, and responses were collected within the
specified timeframe to secure an adequate sample for analysis.

Data were analyzed using statistical software. Descriptive statistics (frequency,

percentage, mean, and standard deviation) were used to summarize demographic
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characteristics and overall perceptions. An independent-samples t-test was applied to
examine differences by gender, while one-way ANOVA with LSD post hoc analysis was
used to assess variations by work experience and academic majors. This methodological

approach ensured the reliability and validity of the findings.

Results
Table 1 Means and standard deviation of the coaching leadership of administrators

as perceived by faculty members at Media College of Haikou University of Economics.

(n=80)
Aspect Coaching leadership X S.D. Level Ranking
1 Positive feedback 4.49 47 High 1
2 Training and instruction 4a.47 .43 High 2
3 Democracy behavior 4.46 .48 High 3
a4 Social support 4.40 46 High 5
5 Autocratic behavior 4.41 51 High 4
Total 4.45 .40 High

From Table 1: it found that the coaching leadership of administrators as
perceived by faculty members at Media College of Haikou University of Economics.
was considered at the high level (X =4.45, S.0.=.40) in overall, when considering in
each aspect, all aspects were at a high level, ranking from the highest to the lowest
mean: positive feedback (X =4.49 S.D.=.47), followed by training and instruction;

democracy behavior; autocratic behavior; and social support, respectively.
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Table 2 Comparison of the coaching leadership of administrators as perceived by

faculty members at Media College of Haikou University of Economics classified by

gender.
(n=80)
Gender
Aspect  Coaching leadership t Sig.
Male Female
X sbD. S.D.
1 Positive feedback 454 47 4.43 a7 1.07 29
2 Training and instruction  4.53 .42 4.40 44 1.36 18
3 Democracy behavior 446 .47 4.45 .49 12 91
a4 Social support 444 46 4.35 46 .90 37
5 Autocratic behavior 442 .52 4.40 51 23 .82
Total 4.48 .40 4.04 .39 .84 .40

From Table 2, it found that the coaching leadership of administrators as

perceived by faculty members at Media College of Haikou University of Economics. by

gender have no significant difference.

Table 3 Means and standard deviations of the coaching leadership of administrators

as perceived by faculty members at Media College of Haikou University of Economics

classified by work experience.

(n=80)
Work experience
More
Coaching 6 -10
Aspect than 10 F Sig.
leadership years
years
S.D. X S.D
1 Positive 4.46 4.60 50 .90 41
feedback
2 Training and 4.46 4.51 47 15 .86
instruction
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Work experience

More
1-5 6 -10
Aspect than 10 F Sig.
leadership years years
years
X SD. X SbD. X SbD.
aq 448 37  4.39 44 4.30 .58 97 .39

support

5 Autocratic 453 43 4.33 .46 4.34

behavior

.64 1.34 27

Total 448 .34 442 .39 4.44

.50 22 .81

From Table 3, it found that the coaching leadership of administrators as

perceived by faculty members at the media college of Haikou University of Economic

was classified by work experience. Overall, the highest mean was with work

experience of 5-10 years, followed by More than 10 years and 6-10 years. When the

data was analyzed using a One-way analysis of variance for work experience, no

differences were found.

Table 4 Means and standard deviation of the coaching leadership of administrators

as perceived by faculty members at Media College of Haikou University of Economics

classified by major.

(n=80)
Major
Broadcasting Radio and  Photography
Coaching
Aspect Journalism and television F Sig.
leadership
Hosting Arts director
X sD. X SbD. X SbD. X SD
1 Positive 4.63 .47 4.48 .44 4.35 54 450 42 115 .33
feedback



N3AFINNT WAnendesiamgns 07 16 atudl 1 unsiau - fquieu 2568
Academic Journal of Rajapruk University. Vol 16 No.1, January — June 2025

Table 4 (Cont.)

Major
Broadcasting Radio and  Photography
Coaching
Aspect Journalism and television F Sig.
leadership
Hosting Arts director
X sSD. X SbD. X SbD. X SD.
2 Trainingand 4.55 .36 456 .41 432 50 4.35 46 1.79 .16
instruction
3 Democracy 4.69 35 443 47 432 56 433 .45 248 .07
behavior
4 Social 460 47 434 45 433 46  4.32 44 1.69 A7
support
5 Autocratic 469 38 433 52 4.37 53 421 51 3.13* .03
behavior
Total 4.63 .33 443 .39 434 .44 434 38 229 .09

*Statistically significant at level .05

From Table 4, it found that the coaching leadership of administrators as
perceived by faculty members at the media college of Haikou University of Economic
was classified by major. Overall, the highest mean was with major of Journalism,
followed by broadcasting and hosting arts, photography, and radio and television
director. When concerning data analysis of One-way analysis of variance for major, it
found that except for autocratic behavior, which has a statistical difference at the .05
level, there are no differences in other aspects. The comparison results of the LSD

test are shown in Table 5.
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Table 5 The pairwise mean differences were compared using the LSD opinion
method of the coaching leadership of administrators as perceived by faculty
members at Media College of Haikou University of Economics, in autocratic behavior

divided by major.

(n=80)
Major
Radio
Broadcasting
Coaching leadership and
Journalism and Photography
television
Hosting Arts
director
5. Autocratic behavior X 4.69 4.33 4.37 4.21
Journalism 4.69 - 36 .32% .48*
Broadcasting and 4.33 - -.04 12
Hosting Arts
Radio and television 4.37 - 16
director
Photography 4.21 -

*Statistically significant at level .05

From Table 5, in terms of perceived on the aspect of Autocratic behavior in
the coaching leadership of administrators as perceived by faculty members classified
by major at Media College in Haikou University of Economics. It was statistically
significant at level .05. The mean major of Journalism was higher than Broadcasting
and hosting arts, Radio and television director, and Photography.

The summary of the research results revealed that.

1) The coaching leadership of administrators, as perceived by faculty members
at the Media College of Haikou University of Economics, was generally at a high level.
Considering each aspect, all dimensions were also rated at a high level. The highest-
rated aspect was positive feedback, followed by training and instruction, democratic

behavior, autocratic behavior, and social support, respectively.
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2) The study found that faculty members’ perceptions of the coaching
leadership of administrators at the Media College of Haikou University of Economics
did not differ significantly when classified by gender or work experience. However,
when classified by major, differences were observed only in the aspect of autocratic
behavior, with faculty members in the Journalism major perceiving it more positively
than those in Broadcasting and Hosting Arts, Radio and Television Director, and

Photography. Overall, perceptions across most aspects were consistent among groups.

Discussion
According to the data analysis and the summary of the research findings, the

coaching leadership of administrators, as perceived by faculty members at Media
College of Haikou University of Economics. are at a high level. The following are the
discussions based on the results of coaching leadership:

1. Coaching leadership was rated highly by faculty at the Media College of
Haikou University of Economics. Faculty perceived that this leadership style helps to
challenge fixed mindsets, uncover and leverage hidden strengths, and foster
developmentally valuable dialogue—ultimately promoting both individual and team
growth. Under coaching leadership, faculty members also demonstrated greater
initiative in assuming responsibility and improving goal attainment, reflecting its
aligcnment with contemporary leadership trends and its practical acceptability. Chen
(2015), in “On the Application of Coaching Technology in the Art of Modemn
Administrative Leadership,” argues that enhancing leadership is essential for
administrative success. She emphasizes that integrating coaching techniques into
modern leadership practices can strengthen internal organizational relationships,
bolster cohesion, activate followers’ potential, and enhance overall organizational
effectiveness. The compatibility between evolving leadership concepts and coaching
methodologies, as well as the transformed role of modern leaders, further underscores
the feasibility and value of adopting a coaching approach in administrative settings.

2. Positive feedback was rated highly by faculty at the Media College of

Haikou University of Economics. Faculty members perceive that positive feedback

10
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provides an effective channel of communication, strengthening interaction between
coaching leaders and team members. This enhanced communication allows team
members to understand leaders’ expectations and requirements better, thereby
clarifying their work direction and priorities. Yan (2021) found that, especially within
innovative teams, positive feedback can miticate the controlling effects of
performance-based incentives and foster greater employee creativity. Leaders should
develop their feedback skills and deepen their understanding of how feedback
information is processed. Offering positive feedback publicly may also encourage other
employees to emulate desired behaviors. In the Chinese context, the quality of
leader—subordinate relationships significantly influence subordinates’ reception of
positive feedback; closer relationships tend to amplify its perceived value.

3. Training and instruction were rated at a high level by faculty at the Media
College of Haikou University of Economics. Faculty members believe that staying
current with evolving pedagogical methods and tools is essential; leadership-
supported training provides the guidance, resources, and infrastructure necessary for
integrating new educational concepts into daily teaching practice. Xu (2023)
emphasizes that strengthening the teaching team is fundamental to university
development: comprehensive teacher training expands professional knowledge,
enhances instructional competencies, and cultivates educators’ mindsets. Moreover,
robust training evaluation—incorporating multiple dimensions and assessing both
organizing bodies and implementation processes—validates training effectiveness,
motivates continual improvement, and ensures alignment with institutional goals,
thereby fostering the sustainable growth of teachers’ professional abilities.

4. Democratic behavior scored highly among faculty at the Media College
of the Haikou University of Economics. Faculty members indicated that this leadership
style fosters an open and inclusive atmosphere in which they feel respected and heard.
When their opinions and suggestions are solicited and incorporated, their engagement
and commitment to teaching increase, and their awareness of democratic principles is
strengthened. Wang (2017) found that democratic management in higher education

institutions enhances faculty participation by ensuring transparent decision-making

11
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processes—such as annual faculty and staff congresses and well-structured secondary
representative systems—which safeguard faculty rights to information, involvement,
expression, and oversight. This inclusive approach not only legitimizes major
institutional decisions but also channels faculty input effectively, thereby reinforcing
democratic culture and promoting active involvement in academic affairs.

5. Social support was rated highly by faculty at the Media College of
Haikou University of Economics. Faculty members believe that, as transmitters of
knowledge and proponents of research, they particularly rely on administrators’
social support to fulfil the profession’s high responsibility and mission. Leaders can
demonstrate support through recognition of faculty efforts, provision of necessary
resources, and encouragement during challenges, thus fostering professional growth
and development. According to Gao (2022) in “A study on the relationship between
workplace social support and professional development motivation of college
teachers: the mediating mechanism of self-efficacy,” support from the organization
and colleagues reduces work-related stress. It enhances teachers’ motivation for
professional development. As a critical work resource, organizational support predicts
improvements in performance, job satisfaction, and reduction of burnout. When
faculty perceive that their institution values their interests, respects their
contributions, and provides timely assistance, they experience a stronger sense of
belonging. They are more fully engaged in their work. For college teachers, a high
level of workplace social support delivers clear, positive emotional feedback, which
in turn bolsters self-efficacy and drives professional development motivation.

6. Autocratic behavior was also rated at a high level. Faculty members at
the Media College of Haikou University of Economics perceive that when
administrators take a directive approach—emphasizing the development of
professional knowledge and research capabilities—they can effectively stimulate
teachers’ initiative, enthusiasm, and creativity. By guiding faculty to address
challenges and embrace change actively, such leadership reinforces self-efficacy and
promotes ongoing professional growth. Hao (2022) observes that teachers are

autonomous agents, not passive recipients; to support their self-directed

12
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development, administrators must strengthen teachers’ subject positions, foster
autonomy, and provide targeted guidance. Under this model, structured, directive
support enables teachers to achieve higher levels of professional renewal and
efficacy.

7. No significant differences in perceived coaching leadership emerged
when faculty were grouped by gender or by years of work experience. This finding
suggests that, within the Media College of Haikou University of Economics, male and
female instructors receive equivalent opportunities and support. Moreover, because
all faculty members—regardless of tenure—must continuously master new
technologies, they accumulate experience and expand their professional
perspectives together. Collaborative practice thereby fosters skill development
uniformly across gender and experience levels, leading to comparable performance
and perceptions of leadership. Yang and Zhang (2021) similarly reported no gender
differences in leadership behaviors—whether “goal completion” or “classroom
maintenance”—among college physical education instructors, emphasizing the
importance of equitable treatment in goal setting, task assicnments, and feedback.
Likewise, Liu (2023) found that faculty perceptions of leadership did not vary by years
of experience, indicating that both early-career and veteran instructors recognize and
value differing strengths at each career stage. By contrast, perceived coaching
leadership did vary significantly across academic majors. Among the four
departments—journalism, Broadcasting and Hosting Arts, Radio and Television
Directing, and Photography—journalism faculty reported higher sensitivity to
feedback and information practices, which may reflect the information=-driven nature
of their discipline. This pattern suggests that disciplinary context influences how
coaching behaviors are received: journalism instructors’ heightened responsiveness
to evaluative dialogue and resource sharing could amplify their perception of

coaching leadership relative to colleagues in other media specialties.

13
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Recommendation

Based on the review of related literature, knowledge and ideas of experts,
results of coaching leadership of administrators as perceived by faculty members at
Media College of Haikou University of Economics. the researcher has suggestions as a
guideline for coaching leadership as follows:

1. Positive feedback: The item of administrators giving faculty members
opportunities to ask questions or seek clarification about the suggestions and guidelines
provided is the lowest mean. The administrators should regularly organize seminars or
group discussions for faculty members so that faculty members can freely express their
difficulties and opinions at the discussion meetings and can encourage faculty members
to communicate with management through email, WeChat, and other communication
tools to give feedback on their work experience and problems promptly.

2. Training and instruction: The item of administrators promoting the
development of faculty members' abilities to adapt to job requirements is the lowest
mean. The administrators should organize internal professional training for faculty
members. The training content includes work methods, teaching methods, professional
skills, etc., to improve the comprehensive quality and ability of faculty members, help
faculty members to continuously update their theoretical reserves, improve teaching
quality, enhance team professionalism, and encourage faculty members to innovate
their work and conduct teaching research.

3. Democracy behavior: Administrators should investigate and analyze
faculty members' opinions and determine whether they are correct at the lowest mean.
They should set up departments such as faculty member supervision committees,
conduct group or individual interviews, communicate directly with employees, and
deeply understand their opinions and suggestions

4. Social support: The lowest mean is the percentage of administrators
who accept self-evaluations from faculty members and provide evaluation feedback.
Administrators should set clear evaluation criteria for faculty members, design a
reasonable evaluation process, let faculty members know how to self-evaluate, and

ensure that faculty members are clear about the specific content and requirements of

14
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the evaluation.

5. Autocratic behavior: The lowest mean is that administrators help faculty
members become autonomous teachers and guide them to become thoughtful
people. Administrators should provide faculty members with rich learning resources,

including various educational books, online courses, and professional seminars.
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