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Abstract 
In the face of the accelerated upgrading of the market and the increasingly 
fierce competition, innovation has become an important driving force for the 
survival and development of enterprises. As a new way of management and 
an important way to develop the ability of employees, coach leadership has its 
unique advantages in promoting employee innovation, and it has been paid 
more and more attention by scholars and practitioners. Based on the current 
situation of Chinese enterprise management, this study discusses the rela-
tionship between coaching leadership and employee innovation behavior, and 
explores the interactive mechanism from the team level and individual level. 
This study takes the on-the-job team leaders and their subordinates in enter-
prises in South China as the research object to explore and verify the effect of 
coaching leadership on employees’ advice behavior and the intermediary me-
chanism of team mindfulness and employee innovation process input. The 
results show that: 1) coaching leadership has a significant positive impact on 
employee innovation behavior; 2) team mindfulness plays an intermediary 
role in the relationship between coaching leadership and employee innova-
tion behavior; 3) employee innovation process engagement plays an interme-
diary role in the relationship between coaching leadership and employee in-
novation behavior; 4) team mindfulness has a significant positive impact on 
employees’ innovation process engagement, and coaching leaders influence 
innovation behavior through the chain intermediary between team mindful-
ness and employees’ innovation process engagement. 
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1. Introduction 

Faced with the challenge of fast product upgrading and fierce market competi-
tion, innovation has become an important driving force for the survival and de-
velopment of enterprises (Sacramento, Fay, & West, 2013). Therefore, how to 
promote the innovative behavior of employees and maintain the vitality of en-
terprises in the fierce competition has become an issue of great concern in the 
practice of enterprises. Among the many factors that affect employees’ innova-
tion behavior, the role of leaders in employees’ innovation behavior can’t be ig-
nored, and leadership style is one of the most important factors (Jung, Chow, & 
Wu, 2003). Therefore, we start from the new leadership style to study its impact 
on employees’ innovative behavior. 

Under the new economic conditions and management background, the key to 
innovation lies in the improvement and breakthrough of employees’ psycholog-
ical model. Coaching leaders teach students in accordance with their aptitude 
and play a unique role in enlightening employees and enabling organizations 
and employees to achieve a win-win situation, which is in line with the characte-
ristics of contemporary economy and society and the needs of the new genera-
tion of employees, and brings a lot of positive effects to enterprises and em-
ployees (Smither, London, Flautt, Vargas, & Kucine, 2003; Özduran & Tanova, 
2017). Therefore, people pay more and more attention to the functional me-
chanism and positive influence of coaching leadership in enterprises. 

Although the theoretical and practical circles have reached a consensus on the 
positive role of coaching leadership, the research on its specific mechanism is 
not perfect. In addition, at present, most of the research on leadership and in-
novation behavior stays at a single level of individual or team, and there are few 
cross-level studies. However, employees’ innovative behavior is driven by a va-
riety of factors, and single-layer variables cannot play a decisive role. Therefore, 
this study will explore the relationship between coaching leadership and em-
ployee innovation behavior, and explore the intermediary mechanism from dif-
ferent levels, enrich the research on coaching leadership and organizational in-
novation, and further promote the development of coaching leadership theory. 

2. Theory and Hypotheses 

Based on the resource conservation theory, Bakker and Demerouti (2017) put 
forward a complete job requirement-resource model, which explains how work 
requirements and work resources in the work environment affect organizational 
results through different paths. The primary core assumption of the job re-
quirements-resource model is that all job characteristics can be divided into two 
categories-job requirements and job resources. Job requirements refer to the 
material, psychological, social or organizational requirements at work (Demerouti 
et al., 2001). Work resources refer to the material, psychological, social or orga-
nizational factors at work (Demerouti & Bakker, 2011). The job requirement- 
resource model provides there are two different action paths between job re-
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quirements and work resources, which are called health depletion process path 
and motivational process path respectively. From a more distant point of view, 
these two paths will affect organizational results, job requirements affect em-
ployees’ in-role performance behavior through job burnout, and job resources 
predict employees’ out-of-role performance behavior through job input. Specif-
ically, the incentive path makes employees more goal-oriented and more focused 
on work tasks, which has a positive impact on job performance. On the contrary, 
health attrition or job burnout will make employees have no energy and re-
sources to achieve their work goals. It has a negative impact on job performance. 
As for the relationship between job requirements and job resources, the job re-
quirement-resource model holds that job resources can not only stimulate job 
input, but also reduce the impact of job requirements attrition and reduce job 
burnout (Breevaart et al., 2014). When the job requirements are high, the moti-
vational role of work resources will be more significant, that is, when work re-
sources are needed (high job requirements), they can play a more stimulating 
role, for example, in a difficult work environment, a positive organizational at-
mosphere will be more likely to promote work engagement. In addition, it is 
added that personal resources (such as optimism and self-efficacy) can play a 
role similar to work resources. Specifically, personal resources have a direct pos-
itive effect on work input and indirectly alleviate the negative impact of job re-
quirements on personal attrition (Bakker & Demerouti, 2017). 

Based on this, we propose a research model as shown in Figure 1. 

2.1. Coaching Leadership and Employees’ Innovation Behavior 

Employee innovation behavior is the process of generating new ideas and im-
plementing them with useful ideas (Scott & Bruce, 1994). As an out-of-role be-
havior with uncertainty and resource consumption, innovation behavior is the 
product of the interaction of individuals, leaders, work groups and other factors. 
Based on Job Demand-Resource Theory, work resources can positively predict em-
ployees’ out-of-role performance behavior. As a prominent job resource, coaching 
leadership has a positive impact on employees’ work performance and behavior 
(Bakker & Demerouti, 2017), and has unique advantages in promoting innovative  

 

 
Figure 1. Research model. 
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behavior. The key to innovation lies in the improvement and breakthrough of em-
ployees’ mental model. Coaching leaders help employees discover their deep- 
seated needs and set work goals by using effective coaching techniques such as 
authorization, inspiration, encouragement and guidance, and communicate and 
interact with employees openly, provide corresponding resources and support in 
the process of achieving their goals, attach importance to improving their mental 
model and stimulate their potential. This helps to stimulate the innovative po-
tential of employees. In the implementation stage of innovative thinking, coach-
ing leaders will help employees make corresponding action plans according to 
their goals, and help them master relevant skills and resources, so as to achieve 
innovative ideas and complete innovative behavior. Based on the above analysis, 
this study puts forward the following hypotheses: 

Hypothesis 1: Coaching Leadership is positively related to employees’ innova-
tion behavior. 

2.2. Innovation Process Engagement as Mediator 

Innovation process engagement is the degree to which employees spontaneously 
focus their cognition, energy and behavior on innovation-related processes, such 
as problem identification, information search and coding, ideas and alternatives 
(Zhang & Bartol, 2010; Amabile, 1983). The core hypothesis of the job require-
ment-resource model proposes that job resources, such as leadership support 
and empowerment, will affect employees’ relevant state and behavior through 
motivational paths, and the most direct one will stimulate employees’ work 
commitment, commitment and vitality, etc., and work resources are the direct 
predictors of employees’ work engagement (Bakker & Demerouti, 2017). As a 
very obvious and advantageous work resource, coaching leadership can promote 
employees’ investment in problem identification, information retrieval and cod-
ing and generating preliminary ideas through questioning interaction and feed-
back, that is, employees may invest in a higher level of innovation process. When 
employees feel that they have received support and resources from leaders, they 
will be more motivated and spontaneously engage in investment related to in-
novation activities, with a higher level of investment in the innovation process 
(Yuan, Zhang, & Tu, 2018). Based on the above analysis, this study puts forward 
the following hypotheses: 

Hypothesis 2: Coaching leadership is positively related to employees’ innova-
tion process engagement. 

Innovation process engagement is an important forerunner (Amabile, 1983) 
of innovation behavior results. When an employee has a high level of investment 
in the innovation process, it means that he will spend more time and effort to 
identify and solve problems than other less engaged colleagues, think about 
problems from multiple perspectives, are more likely to come up with new and 
useful ideas and ideas (Zhang & Bartol, 2010), and will be more creative (Jiang & 
Yang, 2015). Many studies have also proved that there is a positive relationship 
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between employees’ investment in innovation process and innovation behavior 
(Zhou & Pan, 2015; Zhang & Feng, 2016; Piyathasanan et al., 2018). 

The theory of job requirement-resource model proposes that work resources 
will affect individual behavior and work results through motivational process 
paths. Work resources predict employees’ positive work results through work 
engagement, especially out-of-role performance behavior. Specifically, incentive 
paths make employees more goal-oriented, can be more focused on work tasks, 
and have a positive impact on job performance (Bakker & Demerouti, 2017). In 
the interaction with employees, coaching leaders will help and inspire employees 
to think about problems and set goals, and give feedback and resources to help 
employees achieve their goals, so that employees can be more focused on activi-
ties related to the innovation process. On the other hand, employees who invest 
more in the innovation process can put forward new ideas and new programs 
that can be implemented more creatively and reasonably, which will eventually 
be transformed into innovative behavior. Based on the above analysis, at the in-
dividual level, coaching leaders can have a positive impact on innovation beha-
vior by promoting employees’ engagement in the innovation process. Based on 
the above analysis, this study puts forward the following hypotheses: 

Hypothesis 3: Innovation process engagement is positively related to innova-
tion behavior. 

Hypothesis 4: The positive relationship between coaching leadership and em-
ployees’ innovation behavior is mediated by innovation process engagement. 

2.3. Team Mindfulness as Mediator 

Coaching leadership style will have an impact on the relevant variables at the 
team level. According to the resource preservation theory and the work re-
quirement-resource model theory, individuals have the tendency to acquire and 
preserve their own resources, and the more resources they have, the easier it is to 
obtain resources. The connotation of mindfulness is “attention, awareness, and 
non-judgment of the stimuli of participation” (Brown et al., 2007). Team mind-
fulness is a common belief among team members that their interaction is awareness 
and attention to current events and experiences, and deal with team experiences 
in a non-critical manner (Yu & Zellmer-Bruhn, 2018). As a supportive situation, 
coaching leadership provides more abundant work resources for the team, which 
makes the team more focused on what is happening at the moment, and the 
team has a higher level of mindfulness. At the same time, coaching leaders will 
form a non-judgmental attitude and belief in the team. Coaching leaders pay at-
tention to the development and growth of employees and treat all employees 
equally. This style will develop an open, receptive and non-judgmental attitude 
within the team and promote the level of mindfulness in the team. Based on the 
above analysis, this study puts forward the following hypotheses: 

Hypothesis 5: Coaching leadership is positively related to team mindfulness. 
According to the point of view of the job requirement-resource model, work 
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resources will have a positive impact on work results. Team mindfulness, as a 
common belief among team members, is a kind of work resource, which will 
have a positive impact on employee performance and positive behavior such as 
innovative behavior (Baas, Nevicka, & Ten Velden, 2014; Vogus & Welbourne, 
2010). First of all, team mindfulness promotes the generation of new ideas. 
Teams with a high level of mindfulness will focus on the present, improve their 
observation and insight, and be able to analyze, think about problems, and come 
up with new ideas from different perspectives (Yu & Zellmer-Bruhn, 2018). Se-
condly, a high level of mindfulness in the team is more conducive to the support 
and implementation of individual innovative ideas. The team will have a more 
open and non-judgmental attitude towards events, which is a kind of support 
and trust for employees to break through innovation, and the risk and uncer-
tainty of innovation will be reduced. 

According to the resource preservation theory and the work requirement-re- 
source model theory, individuals have the tendency to acquire and preserve their 
own resources, and the more resources they have, the easier it is to obtain re-
sources. As a positive work resource, coaching leaders will guide the team to 
maintain higher level of mindfulness, which as a kind of team resource, or a tool 
that can help to obtain resources (Zivnuska et al., 2016), maintains an open and 
objective attitude, which is a kind of support for innovation, contributes to the 
generation and realization of ideas, and promotes employees’ innovative beha-
vior. Based on the above analysis, we put forward the following hypotheses: 

Hypothesis 6: Team mindfulness is positively related to employees’ innovation 
behavior. 

Hypothesis 7: The positive relationship between coaching leadership and em-
ployees’ innovation behavior is mediated by team mindfulness. 

2.4. Team Mindfulness, Innovation Process Engagement  
and Employees’ Innovation Behavior 

According to the theory of job requirement-resource model, job resources have a 
direct and positive impact on employees’ input (Bakker & Demerouti, 2017). As 
a working resource at the team level, team mindfulness will promote employees’ 
input in the innovation process. Previous studies have pointed out that em-
ployees’ investment in the innovation process is related to their cognitive skills 
in problem-solving or task-solving, interpersonal relationships with other col-
leagues at work, and communication atmosphere in the team (Zhou & Pan, 
2015). First of all, in teams with high mindfulness, team members maintain keen 
attention and awareness, focus more on work activities, and deal with problems 
in a more comprehensive manner (Leroy et al., 2013). These analytical skills and 
keen insight will promote employees’ high participation and commitment to the 
innovation process. Secondly, in a team with a high level of mindfulness, team 
members follow the belief of non-judgment, and they will treat their colleagues’ 
behavior more openly and objectively, and such interpersonal relationships will 
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be more full of trust and cooperation. Interpersonal citizenship behavior is sig-
nificantly higher than low-level teams, such a team is more conducive to em-
ployees’ participation and innovation process activities. 

Based on the above analysis, this study puts forward the following hypotheses 
to be verified: 

Hypothesis 8: Team mindfulness is positively related to innovation process 
engagement. 

According to the resource preservation theory and the work requirement-re- 
source model theory, the more resources there are, the easier it is to obtain re-
sources, and the work resources in the workplace will affect individual behavior 
and work results through the motivational process path, and work resources will 
promote employees to be more goal-oriented and more focused on work tasks, 
thus predicting employees’ positive work results (Bakker & Demerouti, 2017). In 
the above, we discussed that coaching leadership as a kind of work resource, 
under the leadership style of coaching leadership, which authorizes, guides and 
supports employee development, will also promote the formation of team re-
sources, that is, team mindfulness. As a kind of work resource in the team, team 
mindfulness will give employees the necessary cognitive skills and good inter-
personal atmosphere to invest in the innovation process. It has a positive impact 
on employees’ investment in the innovation process, and ultimately affects em-
ployees’ innovation behavior. Therefore, combined with the resource preserva-
tion theory and the job requirement-resource model theory, and combined with 
the above discussion on the relationship between coaching leadership, team 
mindfulness, employee innovation process input and innovation behavior, this 
study puts forward the hypothesis: 

Hypothesis 9: Team mindfulness and employee innovation process engage-
ment play a chain intermediary role in the relationship between coaching lea-
dership and employee innovation behavior. 

3. Method 

The object of this questionnaire survey is mainly from the working team of en-
terprises in South China, using a three-stage, multi-source paired sample survey, 
the survey object is the team leader in the enterprise and more than 3 subordi-
nates. In this study, 90 data samples about coaching leadership styles were ob-
tained. Three months later, the second time to collect data, through the team 
leader to contact the team subordinates, collect the self-evaluation data of the 
team subordinates and their work team, and obtain 268 valid data. Another 
three-month interval, the third time to collect data, get 88 leaders filled out 262 
points of employee change support behavior questionnaire, eliminate the invalid 
questionnaire, and finally get 88 team leaders and 259 subordinates matching data. 

3.1. Measure 

Coaching leadership behavior. The Coaching leadership behavior scale adopts 
the one-dimensional scale developed by Anderson (2013). The scale is a sin-
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gle-dimensional scale composed of 12 items, of which the fourth and sixth items 
are scored in reverse, such as “I will help the personal development of subordi-
nates”. Instead of directly giving solutions “and” I will actively create train-
ing/learning opportunities to improve the work skills of subordinates. The 
Cronbach α is .76. χ2/df = 1.78, CFI = .86, TLI = .85, SRMR = .08, RMSEA = .08. 

Team mindfulness. The team mindfulness scale uses the two-dimensional 
scale developed by Yu and Zellmer-Bruhn (2018) for team mindfulness, which is 
divided into two dimensions: “focus on the present” and “the process of not 
judging the experience”. Each dimension is measured by 5 item items, and a to-
tal of 10 items make up the team mindfulness scale, such as “it is easy for our 
team to focus on what is happening right now”. The Cronbach α is .78. χ2/df = 
2.02, CFI = .84, TLI = .81, SRMR = .08, RMSEA = .08. 

Innovation process engagement. The innovation process engagement scale 
adopts the three-dimensional scale developed by Zhang and Bartol (2010), 
which is divided into three dimensions: “problem identification”, “information 
retrieval and coding” and “creativity generation”. The first two dimensions are 
measured by three-item items, and the third dimension is measured by five- 
item items. A total of 11 items constitute the innovation process input scale, 
such as “I will spend a lot of time thinking about the essence of the prob-
lem”. The Cronbach α is .83. χ2/df = 1.72, CFI = .89, TLI = .85, SRMR = .07, 
RMSEA = .08. 

Innovation behavior. The innovative behavior scale adopts the one- dimen-
sional scale developed by Scott and Bruce (1994). It uses six items to measure 
employees’ innovative behavior, such as “the employee will actively explore new 
ideas in technology, process, tools and products”. The Cronbach α is .92. χ2/df 
= .90, CFI = 1.00, TLI = 1.01, SRMR = .02, RMSEA = .00. 

3.2. Result 

Descriptive statistics of variables are reported in Table 1. We conducted multilevel 
confirmatory factor analysis to examine whether promotive and prohibitive team 
voice represented distinct constructs (simultaneously at within and between team 
levels). The six-factor model fit the data well (χ2/df = 1.72, CFI = .89, TLI = .88, 
SRMR = .06, RMSEA = .05). 

Based on the construction of the research theoretical model, this study takes 
coaching leadership as independent variable (team level), team mindfulness (team 
level) and employee innovation process input as mediating variables, and inno-
vation behavior as dependent variable to construct a multi-level and cross- level 
structural equation model (MSEM), at the individual level and team level. The 
gender, age, working years, education level and working time with subordinates 
are taken as control variables to test the double intermediary relationship be-
tween team mindfulness and employee innovation process between coaching 
leadership and innovative behavior. The analysis results of each path of the 
cross-hierarchical structural equation model are shown in Figure 2. 

https://doi.org/10.4236/ojl.2020.91005


X. X. Zhang 
 

 
DOI: 10.4236/ojl.2020.91005 78 Open Journal of Leadership 
 

First of all, coaching leadership has a significant positive direct impact on em-
ployees’ innovation behavior (c = .40, p < .01), hypothesis 1 is further verified. 
Secondly, coaching leaders also have a significant positive impact on employees’ 
innovation process engagement (a1 = .24, p < .001), which further verifies hypo-
thesis 2; employees’ innovation process engagement has a significant positive 
impact on innovation behavior (b1 = .48, p < .05), thus hypothesis 3 is further 
verified. Coaching leadership has a significant positive effect on team mindful-
ness (a2 = .28, p < .01), which further validates hypothesis 5; team mindfulness 
has a significant positive impact on employees’ innovation behavior (b2 = .43, p 
< .001), and hypothesis 6 is further verified; finally, the impact of team mindful-
ness on employees’ investment in innovation process is also significantly positive 
(d = .51, p < .001), and hypothesis 8 is further verified. 

The intermediary effect of coaching leadership on innovation behavior 
through employee innovation process input is also significant (a1b1 = .12, p 
< .05), and the direct effect c of coaching leadership on innovation behavior is  

 
Table 1. Descriptive statistics and correlations for study variables. 

Variables 1 2 3 4 5 6 7 8 9 

1 CL (.79)         

2 TM .22** (.85)        

3 IPE .26** .62** (.92)       

4 IB .35** .36** .40** (.91)      

5 F-Gender .07 .07 −.02 −.02      

6 F-Age −.02 .02 .04 .08 −.11     

7 F-Education .05 .10 .09 .03 −.11 .05    

8 F-Time −.02 −.03 −.05 −.10 −.11 .76** −.02   

9 W-Time −.17** −.014* −.20* −.08 .03 .30** .06 .23**  

M 4.10 4.03 4.10 3.75 1.50 2.14 2.83 2.88 1.85 

SD .38 .49 .51 .76 .50 5.52 .69 1.41 .72 

**p < .01; *p < .05. 

 

 
Figure 2. Analysis diagram of multi-level structural equation model. 
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also significant, so the intermediary effect of employee innovation process input 
is also established. Hypothesis 4 is supported by partially mediating the impact 
of coaching leadership on employees’ innovation behavior. Secondly, the me-
diating effect of coaching leadership on innovative behavior through team 
mindfulness is significant (a2b2 = .12, p < .05), so the mediating effect of team 
mindfulness is established, so the influence of coaching leadership on employees’ 
innovative behavior is partly mediated by team mindfulness. Hypothesis 7 is 
supported. Thirdly, team mindfulness has a direct and significant positive im-
pact on innovation behavior, and the chain intermediary effect of coaching 
leaders on innovation behavior through team mindfulness and employee inno-
vation process input is also significant (a2db = .07, p < .001). Hypothesis 9 is 
supported. Finally, coaching leaders work together on innovation behavior 
through team mindfulness and employee innovation process input, and team 
mindfulness will further promote employees’ innovation process input to stimu-
late employees’ innovation behavior. The total effect of this model is also very 
significant (tot = .70, p < .001), and the whole model has been verified. The 
analysis results of MSEM are shown in Table 2. 

4. Discussion 
4.1. Theoretical Implications 

Firstly, it enriches the research on the internal mechanism of coach-type leader-
ship and promotes the improvement and development of the theory of 
coach-type leadership. The existing research on leadership behavior is still on 
the rise, more stay in the main effect of coaching leadership, there is little re-
search on its specific internal mechanism, and has not yet formed a widely rec-
ognized theoretical model. This study discusses the positive effect of coaching 
leadership on innovative behavior, improves and verifies the possible interme-
diary mechanism, which is helpful to promote the improvement of coaching  

 
Table 2. Results of MSEM. 

Path Coefficient SD 

CL-IPE .24* .10 

IPE-IB .48*** .14 

CL-TM .28** .10 

TM-IB .43** .14 

CL-IB .40** .13 

TM-IB .51** .10 

Mediating 1 (IPE) .12* .05 

Mediating 2 (TM) .12* .05 

Mediating 3 .07** .03 

Total .70*** .15 

***p < .001; **p < .01; *p < .05. 
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leadership research and theoretical development. 
Secondly, it fills the gap in the intermediary mechanism of comprehensively 

discussing coaching leadership and innovative behavior from the two levels of 
team and individual. At present, in the research on leadership and employee in-
novation, most of them stay at a single level, while there are few cross-layer stu-
dies considering different levels. However, employees’ innovative behavior is 
driven by a variety of factors, and single-layer variables can’t play a decisive role. 
Therefore, this study starts from the team and individual levels at the same time, 
discusses how coaching leaders influence and ultimately affect employees’ inno-
vative behavior at the team level and individual level, and broadens the research 
methods of the intermediary mechanism of coaching leadership. It fills the defi-
ciency of the single level of leadership and employee innovation research. 

Thirdly, the function mechanism of coaching leadership is studied from the 
new perspective of job requirement-resource theory model. At the same time, 
the job requirement-resource theory model is introduced into the research of 
leadership topic, which expands the application of job requirement-resource 
theory model in the field of leadership (Bakker & Demerouti, 2017). As a kind of 
work situation, leaders also affect the different intensity of work resources and 
work requirements in employees’ work environment, which indirectly affects 
employees’ feelings and work performance (Breevaart et al., 2014). 

4.2. Practical Implications 

First of all, enterprises can pay more attention to managers’ coaching con-
sciousness in the recruitment process, and select leaders who are willing to in-
spire, give feedback and promote the growth of subordinates to complete the 
work. In addition, enterprises can regularly carry out relevant training courses to 
train and improve the level of coaching leadership of leaders, such as learning 
how to better motivate, inspire and guide subordinates, stimulate their potential, 
and improve their ability and work performance; leaders should give subordi-
nates more room for trial and error and growth, and give feedback and guidance 
to their work and new ideas. 

Secondly, leaders in the team should put more emphasis on the focus and at-
tention of things, and deal with all kinds of things in the team with a more open 
and objective attitude, and lead themselves as an example to promote the forma-
tion of mindfulness beliefs in the team. In addition, team members can also car-
ry out relevant mindfulness training to improve their own mindfulness level and 
influence each other to improve the team mindfulness level. 

Finally, enterprises should provide conditions for employees to carry out ac-
tivities related to the innovation process, such as giving employees available in-
formation and channels when they want to obtain more professional knowledge, 
or when they want to search and code the relevant information of the identified 
problems, there are no restrictions on employees’ relevant learning and explora-
tion. Leaders can give direction guidance and feedback to help employees carry 
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out related activities more clearly and effectively, and also make employees more 
confident and motivated to carry out activities related to the innovation process. 

5. Limitations 

Several limitations of our study that point to future research directions should be 
noted. First of all, most of the measurement tools of this study come from scales 
developed in the field of western management. Although the effectiveness of 
these scales has been verified in China, they may still be affected by cultural fac-
tors. It is necessary for future research to consider selecting or developing loca-
lization scales suitable for Chinese oriental situations in order to promote the ef-
fectiveness of the research. Secondly, the samples of the questionnaire survey in 
this study are mainly from enterprises in South China, the sample collection is 
not comprehensive enough, and the applicability of the research results in other 
parts of China still needs to be tested. Finally, although the multi-source me-
thods of tracking and pairing samples are used to collect data in this question-
naire study, and the variation of homologous methods is controlled to some ex-
tent, subjective errors are inevitable in using the questionnaire to collect data. 
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