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As organizations mature in technological innovations, organizations seek opportunities to implement management innova-
tion(MI) to improve their overall productivity. Despite the growing emphasis on implementing management innovation,
the existing literature lacks qualitative studies that holistically explore the various antecedents of MI and provide insights
into real-world organizational dynamics that drive MI. This research conducts a case study at BeautyCo — an 80-employee
cosmetics manufacturing company in Guangzhou and Shanghai, China — to explore the external and internal antecedents of
MI and how leadership styles affect MI. The study concludes with 25 interviews representing all top managers, department
managers (technical, sales, and marketing), and employees from both locations. The study finds that external factors including
competition, industry changes, and government policies, and internal factors including employee satisfaction, organizational
matrix, and organization size all effectively foster management innovation. It also concludes that the authoritative, democratic,
and liberal leadership styles of top managers play a moderating role in the process of management innovation. By engaging in
in-depth conversations with leaders and employees from all levels of the organization, this study contributes to the field of MI
studies by presenting authentic insights into workplace dynamics. Managers can utilize the study’s real-life examples to identify
opportunities in MI and implement effective managerial changes. However, the study’s generalizability is limited because
it is conducted at a China-based small organization. The findings might not universally apply to larger or culturally diverse
corporations. In addition, the research contains two potential biases: observer effect and social desirability. Despite using a
non-intrusive interview approach, the research might not have fully captured the interviewee’s attitude and behaviors through a
non-video phone call. The Chinese interviewees may also be influenced by the collectivist culture by altering their responses or
behaviors to present themselves favorably, creating a social desirability bias.
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Introduction tices where the “nature, quality, location, and quantity of in-
formation available in the decision-making process changes.”
Meanwhile, studies®® emphasized a change in management
processes, practices, and structures that improves organiza-
tional performance. In this paper, we define management in-
novation (MI) as an organization’s changes in organizational
practices — such as organizational matrix, evaluation criteria,
and employee compositions — that promote productivity and
competitive advantages. We selected this definition because it
combines key aspects from past research, including the ideas
of “new approaches in performing the work of management
and new processes’®, “decision-making process changes’>.
This definition also evaluates the effectiveness of management
innovation through productivity and competitive advantages,

The general public has long been referring to innovation as
technological innovation!'2. Technological innovation is “the
process where an organization (or a group of people work-
ing outside a structured organization) embarks on a journey
where the importance of technology as a source of innovation
has been identified as a critical success factor for increased
market competitiveness”=. However, in recent years, practi-
tioners and scholars are studying a different type of innova-
tion: management innovation. Management innovation is the
“new approaches in knowledge for performing the work of
management and new processes that produce changes in the

organization’s strategy, structure, administrative procedures,
and systems®. On the other hand, Kimberly (1981)~ stated
that management innovation is a change in management prac-

which are observable factors in an organization’s annual per-
formance.
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Organizations and scholars are shifting their focus toward
management innovation because it has numerous positive
impacts on a firm’s performance. According to Khosravi
and colleagues®” systematic review of past research on man-
agement innovation, management innovation impacts an or-
ganization’s financial performance, operative/service perfor-
mance, innovation performance, management performance,
and overall performanceg. For instance, Azar and Ciabuschi
(2017)¥ confirmed that management innovation is beneficial
for a firm’s export performance and competitive advantages by
conducting a questionnaire on senior managers at a Spanish
firm''%, Furthermore, according to Nieves (2016) Ll manage-
ment innovation fosters production innovation and learning
capabilities, leading to financial achievements and improve-
ments', In a 2019 study, Roehrich, Davies, Frederiksen, and
Sergeeeva 2 found through a longitudinal case study that us-
ing Integrated Project Teams (ITP) — which they considered as
a type of management innovation — allowed the firm to deliver
required outcomes that were previously impossible. This case
study demonstrates an example of management innovation’s
outcomes and confirms that such innovation is useful for solv-
ing firm challenges. As a result, many scholars and companies
are studying management innovation because it is a powerful
tool for companies to gain competitive advantages in today’s
turbulent and competitive market. Companies are getting to
understand that while technological innovation can improve
their performance temporarily, management innovation is es-
sential for fueling product innovations and maintaining their
long-term productivity.

Despite abundant findings of management innovation’s pos-
itive outcomes, empirical studies on the antecedents and
drivers of MI are scattered. Many scholars studied distinct
antecedents of management innovation, including organiza-
tional, environmental, and managerial antecedents. However,
each study only examines one specific antecedent of man-
agement innovation. The field of research on management
innovation’s antecedents is isolated and lacks study that ex-
amines the intertwining and diverse drivers of management
innovation together. Current studies on management inno-
vation can be categorized into three sections: organizational
antecedents, environmental antecedents, and managerial an-
tecedents. Firstly, studies examine how organizational size
and knowledge management foster management innovation.
Damanpour and Schneider (2006) found a positive rela-
tionship between organization size and management innova-
tion and implied that the mechanism lies in the larger com-
panies having the ability to gather more perspectives from
their employees. On the other hand, Cerne et al., concluded
that “organizational size negatively moderates the relation-
ship between knowledge exchange and M1.” Meanwhile, Vac-
caro et al. (2012)® examined the moderating role of “orga-
nizational size between transformational, transactional lead-

ership and MI,” and discovered that transformational lead-
ers are more successful at fostering management innovation
than transactional leaders. Knowledge management, “the pro-
cess of acquiring, sharing, using and developing knowledge
in an organization” (Chang & Lee, 2008) 14 is also frequently
mentioned in studies of organization antecedents of manage-
ment innovation, (e.g. de Souza Bermejo, Tonelli, Galleries,
Oliveira, & Zambalde, 2015; Hecker & Ganter, 2013; Liao et
al., 2008).)>72 determined that knowledge management fos-
ters management innovation by transferring and creating new
knowledge. Other studies suggested that organizational learn-
ing is vital to management innovation because it “allows the
development, acquisition, and transformation of the knowl-
edge which enhances MI” (Camisén & Villar-Lépez, 2011)48.

Secondly, studies often explore how environmental factors
— “the market or sector within which the organization works,
and can include political and societal” (Damanpour & Schnei-
der, 2006)1% — lead to management innovation. Damanpour
and Schneider (2006)3 and Kim and Lui (2015)1? both found
that changes in the industry environment, such as increasing
competition, motivate companies to implement management
innovation. Both studies have also concluded that dynamism
and competitiveness within an industry are key drivers of
management innovation. Other studies have examined en-
vironmental antecedents through market dynamics, political
and legal aspects, and people and communities surrounding
the organization, (e.g. Ganter & Hecker, 2013; Kimberly &
Evanisko, 1981)2110,

Lastly, numerous theories and empirical studies empha-
size the importance of managerial antecedents in management
innovation. Santos-Vijande & Alvarez-Gonzilez (2007)20
found that senior executives are key leaders who affect man-
agement innovation, and top managers do so by influencing
innovation management practices and implementing diverse
leadership styles (Rezvani, Khosravi, & Dong, 2017)<L. The
majority of studies explore how transformational and transac-
tional leaders affect the implementation of management inno-
vation and have universally concluded that both leaders have
a positive effect on management innovation. Furthermore,
studies also examined how stewardship — overall responsibili-
ties within the organization (meta-analysis) — fosters manage-
ment innovation. Kam Sing Wong (2013)22 and Ravichandran
(2000)%* found that top managers cultivate organizational cul-
ture, and hence, there is an association between MI and top
management. Finally, there exists research on the relation-
ship between personal level characteristics — personality, level
of education, working habits, and attitude — and management
innovation. Studies focused on aspects ranging from man-
ager’s tenure, education/self-directed learning, and attitude to-
wards innovation (e.g. Young et al., 2001; Ho, 2011; Drury &
Farhoomand, 1996)18/24123]

Through the above summary of existing literature on the
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antecedents of management innovation, current studies focus
on one specific driver of management innovation. However,
these antecedents are not one-dimensional factors and should
be examined through a holistic process. Therefore, the exist-
ing research lacks studies that explore all three categories of
antecedents together. In addition, most studies are quantita-
tive and explore management innovation through a mathemat-
ical lens, so they do not illustrate a vivid image of managing
practices within an organization. Yet, the process of manage-
ment is all about human interactions between managers and
employees. Therefore, there lacks a qualitative study that de-
ciphers the detailed dynamics within an organization. Finally,
current studies neglect the effect that employees have on man-
agement innovation. However, employees are essential to this
process because they make up the majority of an organiza-
tion, and their experiences are essential to decision-making
and executing new management practices. Especially as in-
dustries emerge from the pandemic, this field needs a quali-
tative study that describes the interactions between top man-
agers and employees in a small-scale organization, and how
various antecedents, both environmental and organizational,
foster management innovation.

This research paper presents a case study on a small
cosmetics-manufacturing company located in Guangzhou and
Shanghai China — BeautyCo (as a pseudonym). Cosmetics
manufacturing is a niche industry in China as the public dis-
plays an increasing need for skincare and makeup products.
Therefore, BeautyCo is positioned in an increasingly com-
petitive industry, which provides novel insights into the an-
tecedents of management innovation. We selected BeautyCo
for its small organizational size and position within a competi-
tive industry. Within a small organization, because employees
have more direct interactions with top managers, we can ex-
plore the direct effect that top management practices have on
the overall working body. Secondly, the competitive cosmetics
industry creates pressure on BeautyCo, and hence, encourages
them to implement management innovation.

This study interviews workers of all levels: top managers,
team leaders, and employees. The inclusion of employees pro-
vides a nuanced understanding of management innovation’s
antecedents. As outsiders of management-related decision-
making processes and people who work within management
restrictions, employees reveal a unique perspective on the
changes in management practices within an organization, such
as stories about how new practices improved/hindered their
ability to work and their level of comfort within the organiza-
tion.

Lastly, the case study explores the external and internal
antecedents of management innovation with the moderating
role of top managers and team leaders’ leadership styles.
This study utilizes the behavioral theories of leadership styles,
which analyze how individuals act in managerial activity. In

this theory, there are three leadership styles: the autocratic (au-
thoritative) style, the democratic style, and the laissez-faire
(liberal) style (Krieger, 2001)<%. We selected this leadership
style theory because it is used in other studies examining the
effects of leadership styles within organizations (e.g. Mihai,
L., Schiopoiu Burlea, A., & Mihai, M., 2017)*®. The au-
thoritative style is characterized by “the excessive control of
the leaders, a centralized process of decision-making, unilat-
eral communication, and little importance given to the em-
ployees’ wealth,” (Mihai, L., Schiopoiu Burlea, A., & Mihai,
M., 2017)%%; the democratic style is characterized “directly
involving the followers in the decision-making process and
the making the communication process creative and bidirec-
tional,” (Burlea Schiopoiu & Rainey, 2013)%%; and the lib-
eral style is characterized by “the leader’s involvement in the
subordinates’ activity being minimal, (Krieger, 2001)?*. The
research asks each manager to identify their leadership style
given the three definitions and explores how each leadership
style leads to management innovation within an organization.
Past research has explored how transformational and transac-
tional leaders affect management innovation, (e.g. Vaccaro et
al., 2012; Rezvani, Khosravi Dong, 2017;)8‘21.

Methods

To explore the detailed dynamics between top managers and
employees, I looked for a small organization with less than
150 workers in a developing economy. A small organization
is more suitable for this qualitative study on management in-
novation because employees have more interactions with top
managers, and hence, better perceptions of their management
practices and leadership styles. Frequent interactions with top
managers allow employees to provide specific examples of
managerial changes within the organization, which is the fun-
damental purpose of this qualitative study. The size of 150
workers is suitable because it is small enough that employees
and managers can have close interactions, but large enough to
require a systematic management system and processes. Fur-
thermore, I sought organizations positioned in a niche indus-
try. A competitive industry allows the organization to provide
insights into how pressures and changes in the external envi-
ronment foster management innovation.

I selected BeautyCo, a China-based cosmetic manufactur-
ing small business because the Chinese cosmetics industry is
growing significantly and has increased competition. Beau-
tyCo has two locations: the Guangzhou headquarters with
over 60 employees and the Shanghai sub-location with 20
employees. The firm’s main services include cosmetic man-
ufacturing and formula design with a specialty in face masks,
personal care product production, and other cosmetic raw-
material production such as SPF and emulsifiers. BeautyCo
has customers in China and internationally, including well-
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known cosmetic brands Shiseido, Avon Products, Beiersdorf,
Pigeon, and Amway.

The Chinese cosmetics industry has grown significantly in
the past decade. From 2019 to 2020, during the Double-
Eleven E-commerce Shopping Festival in China, beauty and
makeup products sales increased by 38%, and personal care
products increased by 43%. 88% of the Chinese cosmetics in-
dustry is focused on skin care, hair care, oral care, makeup,
and bath products. Women’s consumption power in China is
increasing significantly, and with the promotion of skincare
and makeup in e-commerce and social media, the Chinese cos-
metics industry is expanding rapidly. The growth rate in China
outcompetes other markets. For instance, the United States is
expected to grow, on average, by 2.6% from 2021 to 2023;
Korea has a CAGR of 5.22% between 2021 and 2026, and
Japan has a CAGR of 3.5% between 2019 and 2024. On the
other hand, the Chinese cosmetic industry has a growth rate,
on average, of 13% between 2021 to 2023. Therefore, the Chi-
nese cosmetic market is highly competitive due to its potential.
The significant industry growth leads to additional competi-
tion between cosmetics manufacturing companies, which in
turn requires companies to implement innovation to maintain
their competitive advantages. Currently, there are 5287 Chi-
nese companies permitted to produce cosmetic products, of
which 3.5% are publicly traded companies. For small organi-
zations, they need nuances in their management practices and
strategies to differentiate themselves from the vast numbers of
competitors. Hence, I selected the competitive cosmetics man-
ufacturing industry to explore the antecedents of management
innovation.

Among numerous Chinese cosmetics-manufacturing firms,
I selected BeautyCo because it meets the criteria of a small or-
ganization, and has a reputation for high-quality products and
services within firms of its size in China. In addition, repre-
sentatives of BeautyCo, including top managers and employ-
ees, demonstrated outstanding interest in the research. Each
interviewee agreed to provide ample time for all interviews,
and they were willing to share details about their experiences
within the organization. Combining these factors, I chose
BeautyCo as the target organization for this research.

Samples and procedures

The researcher conducted a qualitative study on BeautyCo
of the antecedents that lead to management innovation. To
explore both top-down and bottom-up factors that drive MI,
the researcher interviewed 25 workers from the Shanghai and
Guangzhou locations combined. The interviewees included
top managers, department leaders, and employees. The re-
searcher interviewed five top managers, including the CEO,
the Shanghai and Guangzhou locations’ general managers,
and the Shanghai location’s vice general managers. The

team leaders from Shanghai and Guangzhou span the tech-
nical, sales, marketing, and legal departments. Similarly, the
researcher interviewed twelve randomly-selected employees,
who represent the technical, sales, and marketing departments
of Shanghai and Guangzhou locations. The researcher chose
this sample because it includes all of the top and department
managers, and a randomly selected group of employees repre-
senting each department of both locations; data saturation was
reached through the 25-person sample. However, one limi-
tation of this study is the generalizability of findings in large
companies outside of China.

Each semi-structured interview lasted between 35 to 45
minutes. All the interviews began by asking the intervie-
wee, “What is your interpretation of management innovation.”
Through this question, the researcher can understand the inter-
viewee’s perception of management innovation and can clar-
ify misunderstandings to prevent irrelevant responses in the
future. Through analysis, this question might establish how a
person’s understanding of management innovation can foster
or hinder the process. The interview proceeded to discuss ob-
served changes in the managing practices of BeautyCo and the
company’s diversity in age, gender, education, etc. “Changes
in managing practice” reflects this paper’s definition of man-
agement innovation, and this question encourages the inter-
viewee to describe the firm’s management innovation through
concrete examples of managerial changes. Then, according to
each interviewee’s response, the researcher raised follow-up
questions about specific events that triggered such managerial
changes: hence, what fostered management innovation. Fur-
thermore, asking about the company’s age, gender, and ed-
ucation distribution allows the researcher to explore the re-
lationship between diversity and implementing management
innovation.

Finally, each interview ended by asking the top managers
and team leaders to identify their leadership style from author-
itative, democratic, or liberal leaders. The interviewer gave
each top manager and team leader an academic definition of
the three leadership styles. Without any additional explana-
tion from the interviewer to prevent potential response bias,
the top managers and team leaders identified themselves as
one of the three leadership styles. Similarly, the interviewer
gave employees the academic definitions of each leadership
style and asked the employees to identify the leadership style
of their respective team leader and top manager. Through
understanding the managers’ leadership styles, the research
gains insight into the moderating effect of leadership styles
on fostering manager innovation. By asking employees to de-
scribe their managers’ leadership styles, the researcher evalu-
ates whether managers have a similar perception of their lead-
ership styles as outsiders. Consequently, the researcher can
explore the effect that employees’ perceptions of managers’
leadership styles have on management innovation.

4 | NHSJS Reports

© The National High School Journal of Science 2023



The interviews were conducted in Mandarin and recorded
on a phone. The interviewer was born in China to Chinese par-
ents and attended a bilingual school until age 12, where classes
were taught in Mandarin and English. Then, the interviewer
attended middle and high school in New Jersey and completed
language proficiency tests (TOEFL, Duolingo, SAT) with dis-
tinctive scores. Therefore, the interviewer is proficient in
Mandarin and English.

Using professional transcript software, each interview was
transcribed from an audio recording to a typed script in Man-
darin. Then, the researcher translated the Mandarin script into
English without any modification of the information. When
encountering an unknown word, the researcher used a profes-
sional online translator. After all interviews were translated
into English, the researcher consulted a professional translator
of Mandarin and English to ensure the accuracy of the trans-
lation.

After thoroughly reading through the English transcripts
of each interview, the researcher began the coding process.
Firstly, the interview responses were categorized into four
main topics: the interviewee’s interpretation of management
innovation, specific managerial changes that they experienced
and/or observed at BeautyCo, the diversity of BeautyCo, and
tea leaders and top managers’ leadership styles. To explore the
antecedents of management innovation and its outcomes, the
researcher focused on two main sections: specific managerial
changes that they experienced and/or observed at BeautyCo
and the diversity of BeautyCo.

Then, responses to specific managerial changes within
BeautyCo were categorized into external and internal an-
tecedents. External antecedents referred to events that did not
occur between members of BeautyCo. Examples of external
factors include changes in government regulation, new indus-
try trends, interactions with customers, and competition. In-
ternal antecedents referred to events that included direct inter-
action between members of BeautyCo. Examples of internal
factors are interactions between employees, team leaders, and
top managers, evaluation processes, communication methods,
organizational matrix and size, human diversity, and employee
satisfaction. The researcher grouped responses with similar
ideas, and each response could be placed in multiple cate-
gories. There were three categories in external antecedents
and four categories in internal antecedents. The three exter-
nal antecedent groups are industry environment and trends,
competition, and government regulation. Customer service is
included in the industry environment because BeautyCo ad-
justed its customer service policies in response to the unique
customers within its region. The four internal antecedent
groups are changes in employee composition and diversity,
employee satisfaction, changes in the organization matrix, and
organization size. Evaluation processes are included in em-
ployee satisfaction because top managers change the criteria

based on employee feedback, and communication processes
are included in organization size because small and large or-
ganizations use different communication methods.

Finally, each team leader and top manager’s response to
their leadership style was grouped with employees’ response
to their leadership styles. The information was organized in
a table to examine the similarities and/or differences between
employees’ perceptions of the managers’ styles and their per-
ceptions.

One potential bias in the coding process is inaccurate cat-
egorization of information due to false interpretations of in-
terviewee’s responses. To minimize the bias, the researcher
placed responses into different groups by identifying key-
words that corresponded to the category. For instance, for the
response to be placed in “Government Regulations,” the re-
searcher must find words like“government” or “FDA” within
the response. In addition, the research does not paraphrase any
information when coding them into categories. When there
are no keywords within a response, the researcher contacts the
interviewee and asks them to explain the response and place it
in one/multiple category/s.

Lastly, a potential limitation of this study is its generaliz-
ability. The study is conducted at a small company in China,
so the specific findings might not apply to large corporations
or companies located in another geographic location with dif-
ferent cultural backgrounds. While the research reached data
saturation, the sample size of interviewees at BeautyCo is rel-
atively small. Therefore, the small sample size might limit the
generalizability of this study’s findings because the intervie-
wees’ experiences at BeautyCo may not represent the man-
agement situation and needs of other organizations of differ-
ent industries and sizes. In addition, there are two potential
sources of bias in this research: the observer effect and so-
cial desirability. While the research utilized a non-intrusive
approach with open-ended questions, the researcher may not
have a complete understanding of the interviewee’s attitude,
mindset, and behaviors during a phone call interview. Coming
from a collectivist cultural background, Chinese participants
may alter their responses or behavior to present themselves in
a favorable light, which creates a social desirability bias.

Results and Analysis

External antecedents of MI

Industry Environment and Trends: Although BeautyCo is
a manufacturing company, the core of this business is pro-
viding high-quality service to its customers, which are other
businesses. Customer service management in a business-to-
business context is crucial to its success. Examples of cus-
tomer service include delivering detailed information about a
product to the customer’s business, enabling prompt commu-
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nication between customers and sellers, and soliciting feed-
back on the product from the customer. One management in-
novation that Shanghai BeautyCo implemented is enforcing
stricter policies regarding customer service.

In Guangzhou, most of the company’s customers are afford-
able brands, so they had lower expectations for sellers. For
instance, Guangzhou customers solely look for high-quality
formulas; they do not seek extensive services from sellers.
However, Shanghai BeautyCo’s customers are mostly high-
end and ’luxury’ brands, so they seek both high-quality for-
mulas and excellent services. As Interviewee 1 mentioned,
Shanghai customers may look for ’an expert from each de-
partment to provide service, specific personnel for each de-
partment, the ability to translate between languages, periodic
visits from the seller, regular video communication over prod-
ucts, and extensive and complete paperwork over products’
(Interviewee 1, Sales, Shanghai). These specific consumer ex-
pectations require Shanghai BeautyCo to implement stricter
policies regarding customer service.

According to Shanghai BeautyCo’s General Manager, the
customer service and sales departments directly interact with
customers, often through messages, emails, and phone calls.
Therefore, the actions and words of BeautyCo’s representa-
tives directly affect the customers’ attitude towards the com-
pany. To ensure high-quality customer service at all times,
Shanghai BeautyCo incorporated ’customer service evalua-
tion’ into its *'monthly quality evaluation.” Shanghai BeautyCo
included ’customer service expectations’ in the company’s
"Overall Quality Goals.” The quality of customer service is
measured through the number of complaints that a worker
receives from customers. To minimize the number of com-
plaints, Shanghai BeautyCo includes core processes, such as
purchasing materials and sales, in every customer service em-
ployee’s training. In the past five years, Shanghai BeautyCo
received zero customer complaints, indicating a high level of
satisfaction with its customer service.

Although the stricter customer service policy is successful
at Shanghai BeautyCo, it could potentially decrease employ-
ees’ motivation to have conversations with customers. One
Shanghai customer service employee described that ‘under
such evaluations, I feel like I'm completing an assignment
instead of facilitating a human and engaging conversation.’
Therefore, a drawback of the stricter policies is that they hin-
der employees’ abilities to showcase their full personalities
and find motivation and joy in speaking with customers.

When BeautyCo first launched in Guangzhou (2008) and
in Shanghai (2009), the two locations used similar manage-
ment practices. Guangzhou BeautyCo being the headquarters,
Shanghai BeautyCo imitated its headquarters in policies, em-
ployee evaluation, sales, marketing design, etc. However, as
top managers of Shanghai BeautyCo gained knowledge in the
Shanghai cosmetics manufacturing industry, they changed the

company’s management practices to suit Shanghai’s industry
environment. For instance, there is a distinct contrast between
Shanghai and Guangzhou markets — Shanghai’s target mar-
ket is the premium and affluent customers, while Guangzhou
targets the general public with more affordable products. A
Shanghai interviewee stated that “because our general man-
ager is a Shanghai native, he changed Shanghai BeautyCo’s
management practices to suit the industry environment’ (In-
terviewee 1, Sales, Shanghai).

Sometimes a company is in a passive position, and they are
motivated to perform management innovation in the face of
customers’ complaints and doubts. Customers might ask, *Did
your company pass the ISO test? Are your inspections real
or are they purchased? Compared with other companies, are
your institutional processes complete and polished?” (Inter-
viewee 2, Top Manager, Shanghai). All of the above questions
push companies to implement management innovation to sat-
isfy customers.”

Competition: The cosmetics manufacturing industry is a
highly competitive sector in China; therefore, companies’
ability to adapt to the industry determines their competitive
advantage. The essence of a trading company is its keenness
to the fluctuating industry. For a company to react quickly
to problems, concision in the company’s structure is essen-
tial. Although Guangzhou BeautyCo has three times as many
workers as Shanghai BeautyCo, both companies utilize ef-
ficient and straightforward communication methods. Rather
than using an old-fashioned way where employees are re-
quired to communicate through email and copy all the team
leaders and managers on their emails, BeautyCo employ-
ees are encouraged to communicate directly with each other
through messaging, phone calls, or face-to-face conversations.
Interviewee one describes this communication method with a
metaphor, “it is like the top managers are the captains of a
ship: when they say turn left, we are ready to turn left,” (in-
terviewee one, sales, Shanghai). It is inevitable for trade com-
panies to lose money; therefore, the ability to turn away from
profit decline rapidly is essential to the company’s competitive
advantage.

Competition has also encouraged Shanghai BeautyCo to in-
crease managing forces in the company’s marketing strategies
design and planning. Interviewee 5 said “Shanghai Beau-
tyCo’s biggest strength is in technical developments, but the
industry is driven by the market. Marketing is the bridge
between technological innovations and sales, so a company
must be able to describe its products using ‘the market’s lan-
guage,’” (interviewee 5, top manager, Shanghai). The com-
petition in the industry motivated Shanghai BeautyCo to in-
novate in its management focuses. Furthermore, interviewee
8 from Guangzhou BeautyCo stated that “management inno-
vation is crucial to standing out in competition because it al-
lows companies to pay attention to the market’s details,” (in-
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terviewee 8, technical, Guangzhou). Management innovation
regarding refining policies will improve a company’s perfor-
mance because it avoids mistakes.

In November of 2021, in an industry evaluation of individ-
ual companies’ performances, Shanghai BeautyCo only re-
ceived 38 points out of 100, while its competitors received
an average of 60 points. Out of the 62 deducted points, 40
points were attributed to the lack of online marketing, and 22
points were attributed to poor storage facility management. To
address the issue, Shanghai BeautyCo strengthened its online
presence by requiring active marketing in the two dominant
Chinese social media platforms: WeChat and DouYin (Chi-
nese version of TikTok). Each month, Shanghai BeautyCo
publishes a minimum of two articles on its WeChat Official
Account, two videos on its WeChat Channel, and a DouYin
account to promote its formulas and technologies. The com-
pany hired younger employees who are familiar with new so-
cial media platforms and trends, to produce the most up-to-
date articles and videos on the internet.

Meanwhile, Shanghai BeautyCo also immediately relo-
cated and reconstructed its storage facility to implement
stricter regulations on inventories entering and exiting the fa-
cility, pest control, daily care and replenishment, and the phys-
ical categorization and locations of products. Furthermore,
Shanghai BeautyCo improved its evaluation of suppliers and
the process of purchasing and receiving supplies. Lastly, the
top managers provided clear enumerations of each employee’s
tasks and expectations. In July of 2022, Shanghai BeautyCo
improved its score from 38 to 88 points in eight months, out-
performing the majority of its competitors. This illustrates
how small changes in management in specific departments can
have a significant impact on its performance and competitive
advantage.

The study also provides insight into the competitive dynam-
ics within China’s cosmetics manufacturing industry, high-
lighting the role of adaptability and efficient management
strategies in securing a competitive advantage. For instance,
BeautyCo utilizes streamlined communication methods to fos-
ter efficient problem-solving. Furthermore, the study high-
lights the impact of management innovation and market-
oriented strategies. Shanghai BeautyCo’s response to perfor-
mance deficiencies, particularly in online marketing and stor-
age management, signifies a focused shift towards popular so-
cial media platforms and enhanced storage protocols. Shang-
hai BeautyCo saw profound success in these adjustments, in-
dicating how deliberate management changes led to a signif-
icant performance leap within a short period. Targeted and
responsive management adjustments propel a company’s effi-
ciency, and hence its competitive advantage within a popular
industry.

Government Regulations:

In recent years, BeautyCo innovated in its human resources

due to changes in government policies regarding the cosmet-
ics manufacturing industry. Currently, this industry falls under
the supervision of the Food and Drug Administration (FDA).
The FDA employs medical-standard evaluation criteria to con-
trol the cosmetics industry, enforcing strict policies on the us-
age of raw materials. In 2021, the FDA adopted the “Regu-
lation on the Supervision and Administration of Cosmetics”
and the “Measures for the Administration of the Registration
and Recordation of Cosmetics.” Both regulations significantly
increased expectations for the quality of cosmetics raw mate-
rials. As a cosmetics manufacturing firm, BeautyCo needed to
meet these heightened expectations but faced two major ob-
stacles during the adjustment process.

Firstly, the suppliers of raw materials for BeautyCo lacked
an understanding of the two new regulations. According to the
manager of Guangzhou BeautyCo’s Legal Department, “the
suppliers did not cooperate when BeautyCo requested higher
quality raw materials.” Because suppliers did not support or
collaborate with BeautyCo in adjusting to the stricter FDA
policies, BeautyCo experienced shortages in its supply chain.
During the initial stages of the new FDA policies, BeautyCo
could not acquire sufficient amounts of quality raw materials
that met regulatory expectations.

To enhance cooperation between BeautyCo and its suppli-
ers, BeautyCo recruited new staff, exemplifying outstanding
communication skills, to the legal department. The addition
of new members allowed BeautyCo to allocate more efforts
toward ensuring and maintaining the quality of supplies. In
addition to the Legal Department’s monthly evaluation of ba-
sic work performance, such as the prompt completion of tasks,
BeautyCo also incorporated communication into the evalua-
tion. For instance, employees are required to provide sum-
maries of their conversations with suppliers and factories, con-
duct a brief analysis of the effectiveness of that conversation,
and highlight potential improvements. This management in-
novation in human resources and evaluation processes helped
BeautyCo improve its cooperation with main suppliers and re-
main alert to new regulatory policies.

Secondly, the cosmetics factories manufacturing Beau-
tyCo’s formulas into consumable products required BeautyCo
to be significantly more specific about the safety and efficacy
of its formulas. In recent years, this expectation generated
noticeable pressure on BeautyCo for the following reasons.
To provide extensive details about the safety and efficacy of
each formula, BeautyCo spends a significantly larger amount
of time on the production of each formula. This sometimes
causes BeautyCo to fall behind in its production for other man-
ufacturers. Furthermore, some manufacturers spontaneously
ask for specific information on formula safety, and BeautyCo
is often unable to promptly respond to these requests, leading
to a decline in trust from other manufacturers.

As a result, BeautyCo implemented managerial changes to
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accommodate the challenges. Firstly, BeautyCo requires all
employees to conduct sufficient research on each formula be-
fore the firm develops and manufactures the formula. Each
employee’s research is then evaluated by team leaders and top
managers to ensure quality. Within three months, this new
management process proved successful, significantly improv-
ing BeautyCo’s response efficiency when other manufacturers
asked for reports on formula safety and efficacy. Secondly,
BeautyCo expanded its workforce to include employees spe-
cializing in delivering reports and information to manufac-
turers. This change in human resources prevented BeautyCo
from falling behind in production because there are now sep-
arate employees for creating the formulas and for delivering
information about the formulas.

With changes in governmental regulations on cosmetics’
quality, BeautyCo implemented managerial changes in human
labor and evaluation processes. The management innovation
of recruiting new staff allowed individual employees to max-
imize productivity in their specialized field, while additional
evaluation requirements, such as researching individual for-
mulas, allowed BeautyCo to efficiently respond to government
and other firms’ expectations.

Internal Antecedents of MI

Changes in Employees’ Composition/Diversity: Both Beau-
tyCo’s average employee age is decreasing as increasing num-
bers of young employees join the company, altering the com-
pany’s working environment. The decrease in the company’s
overall age inspired Guangzhou BeautyCo to utilize a flat
management model. Flat management is a management struc-
ture that has fewer or no middle management levels. There-
fore, new and returning employees all directly interact with
department and top managers, fostering a tight-knit commu-
nity between different levels of the organization.

Interviewee 8 mentioned that flat management allows se-
nior employees to communicate better and build closer rela-
tionships with younger employees. “Younger employees are
not punished harshly for small mistakes as senior employees
will guide them through the process,” (interviewee 8, techni-
cal, Guangzhou). Diversification in employees’ age fosters
management innovation because people of different ages have
distinct working habits. Therefore, to achieve harmony among
its employees, managers have to change their management
practices to satisfy both senior and young employees.

Both BeautyCo locations implemented two new managing
practices to adapt to the younger workforce. Firstly, Beau-
tyCo shifted the emphasis of their monthly evaluations to skill
development for new and younger employees, where top man-
agers accept up to three minor errors, such as problems with
dates, formatting, and small deadline delays, and up to one
major error, such as miscommunication with clients. As a

result, new employees do not feel overbearing pressure to
perfect every aspect of their job during the initial months.
Younger employees can utilize their mistakes as tools to en-
hance their skills.

However, such evaluations face potential challenges when
employees take advantage of the managers’ flexibility. For
instance, the Guangzhou General Manager raised concerns
about employees purposefully utilizing the system to produce
less-qualified work. Therefore, BeautyCo is still exploring the
balance between a flexible evaluation that allows skill devel-
opment and a system strict enough to ensure employees are
performing at their maximum potential. The Guangzhou Gen-
eral Manager suggested that “enhancing employee motivation
throughout the organization is fundamental to finding this bal-
ance. Employees must feel like they are part of the organiza-
tion’s mission and be authentically motivated to produce high-
quality work for this flexible evaluation system to work.”

Secondly, younger employees are directly involved and
sometimes given leadership positions in organizing Beau-
tyCo’s community activities. They are active members of
the planning, research, and execution of BeautyCo’s annual
week-long team-building and training event, where they can
fully express their creativity and diverse backgrounds. This
past July of 2023, BeautyCo’s annual event was designed by
a few of the company’s newest and youngest employees, and
the event was highly successful with high levels of energy and
excitement among all participants.

Nevertheless, there are other challenges to increasing diver-
sity within a firm. Interviewee 8 pointed out that “most cos-
metics laboratories in China do not have a complete and pol-
ished management process, yet managing is vital for any firm
or group’s success,” (interviewee 8, technical, Guangzhou).
The more diverse a group of people is, the more difficult it
is to unify everyone and accomplish a goal. He indicated
that the most challenging part of managing is changing em-
ployees’ working habits. If employees are stubborn towards
their working habits, then companies cannot improve manag-
ing processes.

Therefore, Guangzhou BeautyCo innovated the process of
implementing new managing practices. Firstly, they would
establish a managing team where people shared frameworks
for potential management innovation. Then, representatives
of different departments would comment on whether the man-
agement innovation is suitable for the department’s employ-
ees. Finally, the managing team would test the new managing
process in the firm and gather results.”

Revenue evaluation vs. Profit evaluation: “A company’s
greatest asset is its humans, and managing people is the most
challenging task,” stated Interviewee 2, a top manager in
Shanghai. Therefore, companies aim to enhance employees’
sense of belonging, satisfaction, and trust through manage-
ment innovation. Top managers aspire for employees to re-
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gard the company as their family, something they genuinely
care for. Recently, both Shanghai BeautyCo and Guangzhou
BeautyCo implemented a new management practice: profit
evaluation. Previously, both companies relied on sales eval-
uation—measuring an employee’s performance by their rev-
enue. However, this method led to disparities among em-
ployees. More senior employees, having worked at the com-
pany longer, have more established customer bases than new
employees. As a result, senior employees naturally gener-
ate higher revenues and receive more rewards. According
to Guangzhou’s General Manager, senior employees, on av-
erage, have eight prominent customers who consistently pur-
chase BeautyCo’s formulas, which significantly contribute to
the company’s revenue. Conversely, new employees start from
scratch, taking considerable time to build their customer base.
This discrepancy in access to customer bases creates an unfair
evaluation of employees, leading to dissatisfaction and demo-
tivation among new employees. To address this lack of mo-
tivation, both BeautyCo companies introduced a new ‘profit
evaluation’ process. Employees are now evaluated monthly
based on their gross margin percentage, leveling the playing
field for all employees. For instance, in the new evaluation,
the second employee, with a gross margin percentage of 50%,
is considered to perform better than the first employee, even
though the first employee has a higher total revenue. This
method evaluates an employee’s ability to generate profit for
BeautyCo, disregarding their seniority.

Both General Managers stated that the profit evaluation has
increased BeautyCo’s overall gross margin percentage. Un-
der the original revenue evaluation, employees tended to be
careless with the company’s budget because the total cost
was not factored into total revenue. However, with the profit
evaluation, employees became more conscientious about their
spending, as it directly impacts their end-of-year bonus. Ev-
ery unnecessary expense made by employees is deducted from
their bonus, fostering motivation and prompting more efficient
budget allocation within BeautyCo.

Despite the fairness of the profit evaluation, there’s a risk of
losing employees’ trust. Interviewee 4 mentioned that some
employees doubt the accuracy of profit evaluations, suspect-
ing that top managers might manipulate profit information.
To address this, BeautyCo implemented a transparent process
where all sales statistics are shared with employees in weekly
meetings to ensure trust and accountability.

The management innovation of employing profit evaluation
criteria has enhanced both BeautyCo’s profit and employee
satisfaction. It eliminates wasted resources and encourages
equality among employees, which, in turn, strengthens rela-
tionships and motivates individuals to contribute to the com-
pany. As employee satisfaction increases, the overall quality
of work improves, establishing a crucial competitive advan-
tage for BeautyCo.

Change of the Organization’s Matrix: Another manage-
ment innovation implemented by Guangzhou BeautyCo in-
volves a transformation in the organizational matrix. In previ-
ous years, top managers held the majority of decision-making
power, and employees primarily executed the managers’ in-
structions. However, in recent years, Guangzhou’s manage-
ment processes have undergone a rejuvenation and revitaliza-
tion, as stated by Interviewee 3, from the marketing depart-
ment. The company now distributes power based on indi-
vidual strengths and weaknesses, without strict policies de-
termining who holds the power. For instance, individuals
with a strong chemistry background are assigned more promi-
nent roles in formula-designing projects, while those experi-
enced in psychology have greater responsibilities in marketing
projects.

Guangzhou BeautyCo’s weekly Monday conferences show-
case a significant increase in employee motivation since im-
plementing this new decentralized organizational structure.
Each meeting begins with the CEO or other top managers
summarizing the company’s performance in the past week and
outlining specific short and long-term goals for the upcoming
week. The meeting proceeds with presentations from each de-
partment (technical, sales, marketing) on their recent work,
new ideas/innovations, and/or goals. Previously, before uti-
lizing the decentralized structure, the presentations lasted an
average of 10 to 12 minutes. Most often, the presentations
provided a detailed summary of the past week’s accomplish-
ments and listed generic goals for the upcoming week. In a
survey sent to employees, many suggested that the adminis-
tration team extend more decision-making powers to employ-
ees within specialized fields to increase their participation and
innovation.

Responding to these suggestions, top management became
more flexible in implementing individual department ideas.
They accepted the majority of the departments’ innovations, as
long as they were within the company’s budget and held a pos-
itive outlook. The departments were given room to improve
their proposals even if some ideas were initially denied. As a
result, the weekly department presentations extended to an av-
erage of 17 to 20 minutes, consistently presenting innovative
ideas. Employees showed increased engagement and motiva-
tion to experiment with new concepts, demonstrating that the
management innovation in changing the organizational matrix
significantly fostered motivation and the introduction of new
ideas.

Top managers rewarding employees according to their per-
formances motivates work driven by personal passion and in-
terest. *When you do something because you want to, you
approach the problem more comprehensively than when you
do it because someone asked you to,” said Interviewee 3, from
the marketing department. Self-generated motivation not only
drives employees’ passion for their jobs but also benefits the
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company in the long run, as employees work to their fullest
potential.

However, the transition to a decentralized organizational
structure did not happen overnight. Initially, employees were
intimidated by the newly presented powers, introducing timid
and basic innovations that didn’t significantly contribute to the
company’s future performance. According to Guangzhou’s
General Manager, it is challenging to eliminate the ’fear’ of
testing new ideas and sharing them with the entire company.
The goal for managers is to encourage nuanced ideas and
incorporate them into the long-term agenda. It took three
months for each department to become fully comfortable with
decision-making powers, with top managers supporting every
rational, effective, and daring idea during this transition pe-
riod.

Currently, departments are fully utilizing their freedom to
make independent decisions. The new management challenge
for BeautyCo is finding the balance between departmental
freedom and regulations. An essential future management in-
novation question for BeautyCo is to find effective practices
that encourage innovation and employee participation without
the risk of potential abuse of power by employees and depart-
ments.

Organization Size: The size of an organization significantly
influences the type of management processes it implements.
Larger companies, with over 150 employees, need a different
management approach compared to smaller companies with
around 80 individuals. Interviewees emphasized that ’a small
company should never adopt the management practices of a
large company.” According to the Shanghai General Manager,
’Small companies rely on individual employees’ motivation
and work ethics. Top managers set general rules and manage
processes. However, these processes in small companies do
not need to be overly specific; they must only meet the com-
pany’s production goals and provide an organized structure.’

In contrast, the same General Manager highlighted that
’large companies require a refined and detailed operational
system. From employee reimbursements to onboarding new
suppliers, large companies need a rigorous and tangible sys-
tem that oversees every operational aspect. This level of struc-
ture is essential in managing hundreds or thousands of em-
ployees, sometimes across multiple locations.” In summary,
smaller organizations only require general operational direc-
tions for successful performance, while larger organizations
need meticulous and rigorous systems to ensure quality and
organization in every aspect of their work.

Several interviewees at BeautyCo have experience work-
ing in companies of varying sizes. For example, interviewee
one worked at a company with only five salespersons. De-
spite its small size, the company mandated communication
solely through email, with managers copied on every email.
This approach emulated the communication system of a large

company, making conversations extremely inefficient. Con-
sequently, all five salespeople left due to the tedious process.
Such a practice might be necessary for a large company to
maintain organized information and resources within an email
system. Therefore, when designing management processes,
it’s crucial to consider the organization’s size and implement
the most efficient communication methods.

As organization size increases, companies must innovate to
standardize institutional processes. A mature institutional pro-
cess ensures that work maintains high quality even in the ab-
sence of leaders. As expressed by interviewee 2, *Good insti-
tutional processes are like chains; if one link fails, the next link
connects immediately’ (interviewee 2, top manager, Shang-
hai). Establishing a well-integrated management system in a
large organization is particularly important as it ensures effi-
cient and accurate delivery of information and work through-
out the company.

Nevertheless, all top managers at BeautyCo stressed that
as the organization’s size increases, implementing manage-
ment innovation becomes more challenging. For example,
when BeautyCo introduces changes to its management sys-
tem, top management closely monitors the change and con-
tinuously seeks feedback from employees. This direct inter-
action during managerial changes is critical, ensuring that the
management innovation results in a positive outcome. While
employees in larger organizations offer more diverse ideas for
management innovation, implementing management changes
becomes more challenging due to the entire organization need-
ing awareness and the difficulty in monitoring the new process
with a large workforce.

In conclusion, large organizations necessitate rigorous sys-
tems for effective control and can generate a wide array of
ideas for management innovation. Conversely, small orga-
nizations can rely on a more general management structure.
Implementing management innovation in larger companies is
considerably more challenging because it requires the entire
organization to be aware, and monitoring new processes be-
comes difficult with a large number of employees.

Interpretation of Management Innovation and Its Purpose

Each interview began with the question “What is your under-
standing of management innovation? 7] Interestingly, the top
managers and team leaders were able to give a clear interpreta-
tion of management innovation while the employees had trou-
ble coming up with a description of management innovation.
Many employees simply answered that they were unfamiliar
with the term management innovation or that their roles in the
company were not associated with managing practices.
Meanwhile, the top managers and team leaders identified
three major aspects of management innovation: to increase

= See appendix for full table of answers from interviewees.
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employee satisfaction, efficiency, and competitive advantages.
For instance, the CEO stated that management innovation is
“changes in managing practices such that the company’s ide-
als, culture, and efficiency are met,” and the General Man-
ager of Shanghai stated that management innovation is “an
improvement in daily managing practices and change in a
company’s structure that motivates employees, increases ef-
ficiency, and achieves long-term goals.”

Employees’ lack of understanding of management inno-
vation indicates that they do not consider BeautyCo’s man-
agement processes as having a direct effect on their daily
jobs. This disconnection between employees and management
could lead to three negative consequences on management in-
novation. Firstly, the disconnection may lead to employees’
resistance to management changes. The employees are merely
following directions and expectations from top management,
without ever questioning or evaluating the management prac-
tices. Consequently, employees might become overly accus-
tomed to the status quo, and resist changes in managing prac-
tices. This was demonstrated when Guangzhou BeautyCo
shifted to a decentralized structure, where the employees were
uncomfortable with sharing new ideas — even when they were
given complete freedom by top managers.

Secondly, employees’ lack of understanding of manage-
ment innovation might prevent top managers from receiving
accurate and useful information about flaws within current
managing practices. The purpose of management is to or-
ganize people such that each employee can perform at their
fullest potential and help the company efficiently execute its
tasks. As the main subjects of management, employees can
provide valuable suggestions to managers about potential im-
provements within the current system. Therefore, if the em-
ployees are left out of conversations about management, it
might be difficult for the top managers to implement effective
new management practices.

Lastly, the disconnection could decrease employee morale,
motivation, and cooperation. Without feeling included in the
overall company mission and practices, employees are simply
“human machines” that complete tasks. They might be solely
concentrated on individual tasks, and hence, the company will
lack team dynamics. Without adequate cooperation between
employees and departments, it will hinder top managers’ abil-
ity to implement management innovation, as changes in man-
aging practices require every worker to actively adhere to the
new processes.

The employee’s lack of understanding of management in-
novation demonstrates a lack of communication about manag-
ing processes between different levels of the company. This
gap could potentially limit the company’s ability to imple-
ment management innovation because employees are unaware
throughout the process. Coincidentally, many of the top man-
agers and team leaders identified that increasing employee sat-

isfaction is an essential purpose of management innovation.

The Moderator: Leadership Styles of Top Managers:

At the end of each interview, the top managers and team lead-
ers were asked to identify their leadership styles out of three
categories: authoritative, democratic, or liberaﬂ Similarly,
the employees were asked to identify the type of leader they
perceive the top managers and team leaders as.

Nine out of the top managers and team leaders identified
themselves as democratic leaders, with the exclusion of the
CEO and the Guangzhou Technical Department Team Leader,
who identified themselves as authoritative leaders. Demo-
cratic leaders are those who incorporate the employees into
discussions about major decisions but still hold the authority
to make the final decision. The nine democratic leaders de-
scribed that this style is effective because it allows employees
to participate while ensuring that the organization maintains
its organization and procedures. The Shanghai General Man-
ager expressed that “T implement a democratic style to create
a sense of belonging and inclusion within the organization, as
well as encourage employees to actively participate and pro-
vide suggestions. However, I am still in charge of the big pic-
ture and have the final say on major company decisions. I have
access to company information and details that employees do
not have, so I can ensure that the company stays on track.”
All nine of the democratic leaders provided a line of reason-
ing similar to that of the Shanghai General Manager, suggest-
ing that an authoritative leadership style might suppress em-
ployees’ ideas, while a liberal leadership style might cause the
company to diverge from its plans.

A liberal leader is defined as someone who gives complete
freedom to the employees, allowing them to carry out all tasks
and make decisions. According to managers of BeautyCo,
while a liberal leadership style can foster immense employee
satisfaction, it is impractical because employees will have a
wide variety of ideas that can lead to disorganization and dis-
connection between departments.

Nevertheless, the CEO and the technical manager identi-
fied themselves as authoritative leaders who mostly make de-
cisions on their own. The CEO believes that in his unique
position, it is necessary to have authority over the company
to keep the company moving forward. The CEO said that “if
there is not a single authoritative leader within the company,
the company will most likely stay in the same place because
no decisions will be made.” Similarly, the Guangzhou Tech-
nical Department Team Leader believes that “for continuous
innovation within our formulas, there must be an authoritative
figure who controls and oversees the experimentation and in-
novation process.” Both leaders believe that the authoritative
style is more effective because it increases the organization’s

T See appendix for full list of leadership styles.

© The National High School Journal of Science 2023

NHSJS Reports | 11



efficiency through making prompt and direct decisions. How-
ever, according to employees and other managers, “it is dif-
ficult to implement major changes in managing practices un-
der a completely authoritative leadership style because work-
ers are not given any ability to make decisions.”

The research also asked each interviewee whether it is im-
portant to have diverse leadership styles within a management
team. All of the interviewees agreed that it is crucial to have
a diversity of styles among top managers and team leaders be-
cause diversity brings multiple perspectives to a problem. The
CEO said “I value diverse leadership styles and personalities
within my team because it improves our ability to manage
risks and grasp opportunities. The different perspective that
each manager brings creates a holistic understanding of chal-
lenges and industry trends.” Similarly, the Shanghai General
Manager stated that “a partial reason for why our management
team is shrewd and precise at attacking problems is because
we have a variety of leaders within the team. The CEO, who
is authoritative, guides us through major company decisions
and challenges. The remaining managers, who are all demo-
cratic, can hear voices from employees and contribute their
ideas to the administration team’s meetings.”

Leadership styles such as liberal and democratic can fos-
ter more management innovation than authoritative because
they provide more freedom within the workspace and allow
additional employee participation. However, even with fewer
opportunities for management innovation, it is crucial to have
a few authoritative leaders within an organization to help the
company proceed with its tasks. A diverse mix of liberal,
democratic, and authoritative leaders is essential to a com-
pany’s managing success.

Finally, each employee was asked to categorize their man-
agers (their respective team leader and top managers) as a
liberal, democratic, and authoritative leader. The employees
were only provided with the definition of the three leadership
styles to ensure minimal bias within their responses. While
the majority of the employees categorized their managers the
same way as they did themselves, there were a few excep-
tions in both Shanghai and Guangzhou locations. For instance,
while none of the managers and team leaders identified them-
selves as having a liberal style, employees from Guangzhou
identified the Guangzhou managers and team leaders as liberal
leaders. Similarly, one Shanghai employee described the CEO
as authoritative while the remaining employees described him
as authoritative.

It is crucial to have consensus on how the employee per-
ceives the leader and how the leader perceives themselves be-
cause it demonstrates that the leaders are behaving in a way
that they want to behave. For instance, when the employees
identified the Guangzhou leaders as liberal, it indicates that
Guangzhou team leaders and managers might be giving too
much freedom to the employees. This difference could hurt

the company because progress might not be unfolding the way
that leaders had envisioned.

Discussion

The qualitative study proposes that the major antecedents of
management innovation can be categorized into two main
groups: external and internal factors. In the external factors,
the industry environment, industry competition, and govern-
ment regulations are key to fostering management innovation.
Differences in local industry environments cause companies
to implement management innovation because they have to be
in line with the different industry dynamics and environments.

Initially, both the Guangzhou and Shanghai branches
of BeautyCo operated using similar management practices.
However, Shanghai BeautyCo adapted and customized its
strategies to align with the industry environment of Shang-
hai, which predominantly caters to premium and affluent cus-
tomers. This adaptability highlights the importance of adjust-
ing business operations to suit the unique demands of the lo-
cal market, emphasizing the significance of understanding the
distinct needs of different customer bases.

Shanghai customers demanded both high-quality formulas
and excellent customer service, ranging from specialized per-
sonnel for each department to multilingual communication,
regular visits and video communication, and detailed product
information. This difference in expectations led to Shang-
hai BeautyCo’s development of stringent customer service
policies tailored to meet customers’ expectations. The suc-
cess of these policies is indicated by the absence of customer
complaints over the past five years. However, while effec-
tive in meeting customer demands, the strict policies led to
a downside: a decrease in the spontaneity and genuineness
of employee-customer interactions. Some employees felt like
their customer interactions were completing tasks rather than
engaging in authentic conversations.

Customer questions regarding quality, institutional pro-
cesses, and the legitimacy of the company’s practices com-
pel organizations to innovate in their management practices.
This emphasis on meeting customer expectations and con-
cerns through innovation underscores the vital role that cus-
tomer feedback and inquiries play in shaping a company’s ap-
proach and service delivery.

In addition, changes in government regulations lead com-
panies to adopt management innovation. Due to the Food and
Drug Administration’s (FDA) stricter policies, BeautyCo un-
derwent crucial adjustments in its human resources and eval-
uation procedures to meet the new standards of raw mate-
rial quality and product efficacy. There were two primary
challenges: inadequate supplier cooperation and increased de-
mands for detailed safety and efficacy information. In re-
sponse, BeautyCo executed substantial managerial changes by

12 |  NHSJS Reports

© The National High School Journal of Science 2023



recruiting new legal department staff, bolstering communica-
tion with suppliers, and integrating employees’ communica-
tion with suppliers into their evaluation process. BeautyCo
also enforced rigorous research and evaluation procedures for
its formulas, leading to a substantial increase in efficiency
when responding to inquiries about safety and efficacy from
other manufacturers. BeautyCo’s adaptations in human re-
sources and evaluation processes demonstrate how manage-
ment innovation helps a company align with new regulatory
requirements, enhancing its overall performance and produc-
tivity.

Industry environment, firm competition, and changes in
government regulation are external factors that foster man-
agement innovation. However, people often overlook inter-
nal antecedents during the implementation of management in-
novation. This study identifies four key internal antecedents
of management innovation: changes in employee composi-
tion and diversity, employee satisfaction, organizational ma-
trix, and organization size. BeautyCo responded to a shift in
workforce demographic, specifically a reduction in the aver-
age employee age, by utilizing a flat management model at the
Guangzhou location. This adjustment bridged communication
gaps, mentored younger employees, and encouraged skill de-
velopment, which cultivated a tightly-knit organizational en-
vironment. The stronger bonds between senior and younger
employees offered a nurturing environment where mistakes
are viewed as learning opportunities rather than harshly pe-
nalized. This cohesive environment also prompted young em-
ployees’ active involvement in leadership roles for organizing
recreational and team-building events.

However, there were challenges to this flexible evaluation
system. Firstly, managers needed to find the balance between
being lenient and ensuring high-quality performance from em-
ployees. Secondly, while employee diversity offers creativ-
ity and innovation, managing diverse work habits requires a
systematic approach that keeps the firm, ideas, and new man-
agement practices organized. As a result, Guangzhou Beau-
tyCo introduced a structured management system that lever-
aged feedback from various departments for effective man-
agement adjustments. This strategy aimed to harmonize di-
verse working styles, which ultimately enhanced management
processes and met the needs of a younger workforce within a
dynamic organizational setting.

The majority of managers and employees stated that em-
ployee satisfaction is essential to a firm’s performance. To
increase employee satisfaction, BeautyCo transitioned from
sales-based to profit-focused evaluation. Originally, the re-
liance on sales evaluation led to inequalities, favoring senior
employees with established customer bases. The introduction
of profit evaluation, which emphasized gross margin percent-
ages, created a fairer assessment regardless of one’s seniority
and established customer base. This shift not only fostered

equitable evaluation but also triggered greater financial con-
scientiousness among employees, aligning their spending with
the company’s budget. Despite these benefits, there were em-
ployee concerns regarding the accuracy of profit evaluations,
and it led BeautyCo to implement more transparent practices
such as sharing raw sales statistics to build trust and account-
ability. This managerial innovation not only improved prof-
itability but also significantly heightened employee satisfac-
tion and created equality and a stronger sense of belonging,
which ultimately enhanced employees’ work quality and the
company’s outputs.

In addition, Guangzhou BeautyCo shifted towards a decen-
tralized organizational matrix to empower employees. Ac-
cording to their expertise, they were given decision-making
authority. This cultivated an organizational culture of shared
responsibility and innovation. Following the transition, em-
ployee motivation significantly increased, which was reflected
in more extensive and passionate departmental presentations.
Nevertheless, initially, employees felt timid and gave tenta-
tive and less impactful ideas and suggestions when asked.
Over three months, employees grew comfortable with their
decision-making roles under top managers’ support and en-
couragement, and they presented more cutting-edge innova-
tions. Currently, BeautyCo’s main challenge is finding a bal-
ance between departmental freedom and necessary regulations
to prevent potential misuse of power.

The interviewees also identified a critical relationship be-
tween an organization’s size and the type of management pro-
cesses it necessitates. Small and large companies have differ-
ent needs. For instance, smaller organizations only need gen-
eral rules and thrive under a more flexible management struc-
ture that mainly relies on individual motivation. In contrast,
larger corporations require comprehensive, detailed manage-
ment systems to organize the bigger workforce and some-
times, multiple locations. For them, a well-integrated man-
agement process ensures consistent and high-quality work,
even in the absence of direct oversight. This finding com-
bines Damanpour and Schneider (2006) 13 and Cerne et al. ’s
(2013)28 conclusion on organizational size and management
innovation. BeautyCo’s interviewees mentioned that large
corporations will have more ideas for management innovation,
which aligns with Damanpour and Schneider’s™ conclusion on
the positive correlation between organizational size and man-
agement innovation. Meanwhile, the study’s highlight of dif-
ficulties in implementing management innovation at a large
corporation aligns with Cerne’s argument on

Some interviewees also indicated that larger companies are
more likely to have ideas for management innovation because
they have access to a broader spectrum of ideas. However,
the implementation process is notably more challenging in
large corporations because it requires widespread awareness
among all workers and careful oversight of the new manage-
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ment practices. In conclusion, firms should consider the or-
ganizational size when designing and implementing manage-
ment processes to optimize effectiveness and efficiency.

In my opinion, these internal antecedents of management
innovation are stronger drivers than external factors because
management innovation is defined as an internal change in
managing processes and structures. Employees are the people
who are putting in the work and keeping the business func-
tional. Therefore, to improve a company’s overall productiv-
ity, management innovation should stem from the workers and
their experiences at the firm. If the employees are satisfied,
then they can maximize the company’s efficiency because they
are motivated to work hard.

Nevertheless, for organizations, it is crucial to place an
equal emphasis on external factors in shaping an organiza-
tion’s management innovation. Indeed, while internal ele-
ments, including workforce diversity, employee satisfaction,
and organizational structure, play pivotal roles in cultivating
a nurturing environment for innovation, only considering in-
ternal antecedents might overlook the powerful influence of
external pressures. External factors such as industry com-
petition, government regulations, and industry dynamics are
intrinsic to shaping an organization’s need for adaptability.
Neglecting the impact of these factors could lead to a lim-
ited view of an organization’s operational scope, potentially
hindering its ability to respond effectively to evolving mar-
ket demands or regulatory changes. Furthermore, while inter-
nal factors contribute to a harmonious organizational culture,
external pressures serve as catalysts for necessary innovation
and adaptation. Industry competition can trigger the need for
cutting-edge practices to stay ahead, and government regula-
tions can mandate transformative measures for compliance.
A balanced approach that considers both internal and exter-
nal factors is necessary for a comprehensive understanding of
effective management innovation, ensuring organizations re-
main agile, competitive, and adaptable within a dynamic busi-
ness landscape.

Furthermore, although scholars have a unified understand-
ing of management innovation, employees and even managers
in real-world organizations have scattered interpretations of
management innovation and its purpose. When asked about
management innovation, some interviewees — mostly team
leaders or employees — were completely unfamiliar with the
term and couldn’t answer the question. This lack of under-
standing of management innovation shows that companies do
not often discuss this concept in everyday practices. This
could be a fundamental reason why companies emphasize
technological innovation over management innovation. Em-
ployees, as the beneficiaries of management innovation, are
not informed about management innovation by top managers.
This disjoint in the understanding of management innovation
could hinder companies’ innovation progress because people

are not on the same page.

The study evaluated the moderating impact of top man-
agers’ leadership styles to further understand how manage-
ment innovation is implemented in small organizations. Ex-
cept for the CEO, who identified himself as an authoritative
leader, the remaining top managers categorized themselves as
democratic leaders. Authoritative leaders accept minimal in-
terventions from others during the decision-making process
while democratic leaders incorporate others into the decision-
making process, though they still have the power to make
the final decision. While the majority of managers indicated
a democratic leadership style, they only incorporated em-
ployees into decision-making processes in individual projects.
On the organizational level, top managers and the CEO con-
tinue to utilize an authoritative leadership style that limits em-
ployees’ involvement and understanding of management pro-
cesses. This is a core reason for why the external and internal
antecedents aren’t effectively and directly translated to man-
agement innovation. Because employees aren’t included in
management-design processes, it is difficult for managers to
understand the employees’ true experiences and know which
managing processes to improve upon. Therefore, to ensure
that top managers see more opportunities for management in-
novation, they need to incorporate a democratic leadership
style into organizational-level projects and decision processes.
However, a completely democratic approach has the risk of
reducing efficiency because it slows down decision-making
and could potentially cause a misinterpretation of employee
suggestions. An alternate approach would be to find a bal-
anced approach between top-down authoritative decisions and
bottom-up participatory inputs to ensure a faster yet well-
informed decision-making process.

Top managers highlighted that it is important to maintain
a diversity of leadership styles so that the team can evaluate
situations from all perspectives. The CEO specifically men-
tioned that he needs to be an authoritative leader for BeautyCo
to move forward because, in every organization, there has to
be a decisive individual who puts an end to decisions. I agree
with the CEO and top managers in that the management team
should have diverse leadership styles to evaluate risks holis-
tically and make prompt decisions. Nevertheless, it’s impor-
tant to acknowledge that diverse leadership styles could lead
to internal conflicts or confusion, causing the decision-making
process to be less efficient. Employee involvement in the
decision-making process could lead to information overload
and dilute the focus; therefore, a targeted approach that care-
fully selects employee participation and leverages employees’
expertise can be more effective than widespread and general
involvement. These findings align with the current studies on
how transformational and transactional leaders impact man-
agement innovation. For instance, Rezvani, Khosravi, Dong’s
201741 found that both leadership styles are beneficial to man-
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agement innovation, which agrees with this study’s conclusion
that diversity in top managers’ leadership styles is crucial to
management. However, this study explores leadership styles
in more detail than current studies. For instance, current stud-
ies on transformational and transactional leaders and manage-
ment innovation utilize mathematical models to find correla-
tions. This qualitative study describes how leadership styles
affect everyday workplace dynamics in real-world organiza-
tions, which provides critical insight into how and why each
leadership style fosters management innovation.

The major contribution of this qualitative study on Beau-
tyCo is its synthesized review of external and internal an-
tecedents of management innovation and the mediating role
of top managers’ leadership styles. As Khosravi, Newton,
and Rezvani’s* systematic review of past research on manage-
ment innovation reveals, there remains a gap in synthesizing
research that evaluates all the antecedents holistically. Cur-
rently, studies explore separately the impact of organizational
size, industry environment, workspace dynamics, and leader-
ship styles on management innovation, but there is a study
that combines these various factors. This qualitative study on
BeautyCo not only integrates all the internal and external fac-
tors of management innovation, it also explores the factors
by using concrete workspace examples. This close exami-
nation of real management innovation within an organization
provides critical insight into how to identify management in-
novation and how to incorporate such opportunities into real
managerial practices. Therefore, this qualitative study closes
the gap for an integrated review of the various antecedents
of management innovation and illuminates additional findings
into how management innovation is reflected in a real-world
organization.

Theoretical Foundation

The qualitative study on management innovation draws its the-
oretical foundation from established theories in organizational
behavior and innovation management. Rooted in the Inno-
vation Diffusion Theory by Everett Rogers, which explains
how new ideas, products, or technologies spread through so-
ciety in a predictable pattern, the study explores the dynamics
of adopting new management practices within organizational
systems (Rogers, 2003)2?. It provides a comprehensive under-
standing of the factors that facilitate or hinder the implemen-
tation of innovative management practices among employees
and managers. This theory acts as a foundational lens through
which the adoption of new strategies within an organization is
comprehensively evaluated.

The Resource-Based View (RBV) Theory lends crucial in-
sights into the study’s focus on internal elements, such as em-
ployee satisfaction, organizational structure, and employee di-
versity (Barney, 1991). This theory emphasizes that a firm’s

competitive advantage is dependent on its resources, capa-
bilities, and competencies. In the context of this study, the
RBYV theory explains how these internal factors contribute to
the firm’s management innovation capacity and overall perfor-
mance.

The study is also informed by the Contingency Theory,
which describes that the most effective organizational strate-
gies are contingent on situational factors (Donaldson, 2001)=.
In this research, the theory illuminates how management prac-
tices are correlated to external influences such as industry
environment, competitive pressures, and regulatory require-
ments. Understanding the multifaceted factors in the industry
is crucial in fostering effective management innovations that
are responsive to the specific contextual needs of an organiza-
tion.

The study’s exploration of top managers’ leadership styles
draws from various leadership theories, notably transforma-
tional, transactional, and situational leadership theories (e.g.
Bass, 1999)3L. These theories elucidate how different lead-
ership styles impact the adoption and success of management
innovation. Specifically, it highlights the significance of lead-
ership styles in influencing employees’ engagement in the in-
novation process and how the various styles may affect the
outcomes of management innovation.

Lastly, the study underpins organizational change theories,
including Lewin’s Change Management Model or Kotter’s
Eight-Step Change Model (Lewin, 1947; Kotter, 1996)2>42,
These theories form the basis for understanding the dynamics
of change within organizations. The study highlights the com-
plexity of implementing and managing changes in manage-
ment practices and focuses on how these models encourage
effective managerial change within organizations.

The above theoretical frameworks shape the study’s explo-
ration of the complexities surrounding the antecedents of man-
agement innovation. By incorporating these theories, the re-
search presents a comprehensive perspective on how organiza-
tions can effectively navigate and implement innovative man-
agement practices, considering both internal and external fac-
tors, and the leadership styles that influence this process.

Implications

When considering the generalizability of this study’s findings
to other contexts or organizations, several key factors must be
explored. Firstly, the industry and market conditions of Beau-
tyCo, as highlighted in the study, significantly influenced the
adoption of management innovations. These conditions — in-
cluding demanding customer expectations, regulatory changes
from the FDA, and differing demographics in the workforce —
were instrumental in driving the identified internal and exter-
nal antecedents of management innovation. Therefore, in a
similar industry setting with comparable customer demands,
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stringent regulations, and a dynamic workforce, the findings
might be reasonably applicable.

However, the generalizability of these findings could face
limitations when applied to dissimilar industry environments.
For instance, in industries or markets where customer needs
are less diverse or where regulatory standards are not as strin-
gent, the drive for management innovation might not be as
pronounced. Additionally, organizations with a different cor-
porate culture, size, or leadership structure may experience
varying degrees of success in implementing similar strategies.
For instance, smaller organizations might lack the resources
or infrastructure to execute some of the strategies mentioned,
while larger organizations could face challenges due to the
complexity of their operations.

Moreover, the geographic and cultural differences between
locations might also impact the transferability of the findings.
BeautyCo is an organization headquartered in Shanghai and
Guangzhou, China, so the specific market demands, consumer
preferences, and organizational culture in China may signif-
icantly differ from those in other regions or countries. This
difference could decrease the relevance of the antecedents
identified in BeautyCo. For instance, Chinese workplaces
emphasize a culture of collectivism whereas in Western cul-
tures, workplaces might emphasize a culture of individualism.
These differences in organizational and community cultures
might limit the implications of this study’s findings on firms
in other countries.

To enhance the generalizability of the findings, future re-
search might consider conducting comparative studies across
diverse industries, cultural backgrounds, and organizational
sizes to identify commonalities and variations in the impact of
both internal and external antecedents of management innova-
tion. This approach could offer a more nuanced understand-
ing of the transferability of the identified factors and strate-
gies, allowing for the development of adaptable and context-
specific management innovation frameworks that could be
more widely applicable across diverse organizational land-
scapes.

Nevertheless, despite the above limitations of this study’s
generalizability, the antecedents identified in the findings have
several implications for real-world organizations and man-
agers. The introduction highlights the lack of qualitative stud-
ies on management innovation that reveal the details about
organizations’ managing processes and everyday dynamics.
This study provides concrete examples of management in-
novation at a real-world organization, and managers can uti-
lize these examples to compare with their own companies and
identify opportunities for management innovation.

A primary implication of the study is the importance of
customer-centric management innovation innovation. The
study underscores the pivotal role of customer feedback and
demands in driving companies to innovate within their man-

agement practices. Managers can leverage this conclusion to
recognize and meet customer expectations. Such management
innovation will sustain the company’s competitive advantage
by aligning management strategies with evolving customer
needs to maintain market relevance and satisfaction.

Furthermore, the study indicates the substantial influence
of internal organizational dynamics on fostering management
innovation. Internal antecedents such as workforce diversity,
employee satisfaction, and organizational structures signifi-
cantly impact an organization’s capacity and need for innova-
tion. For instance, the study found that effective management
innovation will increase employee satisfaction and motivation,
which is key to improving the organization’s overall efficiency
and productivity. This implies that organizations should focus
on implementing management strategies that cultivate an em-
powering and inclusive environment where there is employee
satisfaction, diversity, and motivation.

The conclusion also highlights finding a balance between
centralized control and decentralized decision-making and tai-
loring management strategies based on an organization’s size.
Managers need to empower employees while maintaining nec-
essary checks and balances. Similarly, large and small organi-
zations require distinct approaches to management processes,
so managers need to evaluate the organization’s size before
designing customized management strategies. Organizations
need to ensure that managing and communication processes
are efficient in small organizations while they are systematic
and formulated in large corporations to minimize internal net-
working errors.

Managers can also utilize the findings on how authorita-
tive, democratic, and liberal leadership styles foster manage-
ment innovation. The behavior of leaders significantly affects
employee engagement and involvement in decision-making
processes. Top managers also identified that it is crucial to
have diversity in leadership styles to evaluate risks holisti-
cally. These findings underscore the mediating role that dif-
ferent leadership styles have on management innovation, and
thus, help managers determine the leadership style that they
could implement to maximize management innovation.

Finally, the research conveys that many middle managers
and employees lack an understanding of management innova-
tion. This indicates that top managers should promote better
internal communication and educational efforts in the organi-
zation’s managing processes. To successfully implement an
organizational-level management change, everyone needs to
be aware and alert. Therefore, managers must emphasize the
importance and role of management every day to effectively
carry out managerial changes.
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Future Directions

When considering future directions for research, a compre-
hensive exploration of the relationship between leadership
styles and management innovation within varying organiza-
tional contexts is essential. Firstly, a longitudinal study should
be conducted to analyze the evolution of leadership styles and
their direct impact on sustained innovation within organiza-
tions. This study would involve multiple assessments over
time, capturing changes in leadership approaches and their
correlation with the level of innovation. It will address how
the dynamic nature of leadership influences the trajectory of
innovation. Secondly, a cross-cultural investigation into the
antecedents of management innovation and how leadership
styles nurture innovation in diverse geographic locations could
reveal cultural nuances affecting the implementation of man-
agement innovation. This cross-cultural research would high-
light how varying cultural norms and values shape the an-
tecedents and implementation of management innovation, as
well as the interpretation and execution of different leadership
styles. It would enhance the generalizability of this research
and make its findings applicable to multiple cultures.

Another significant direction for future research involves an
in-depth exploration of specific sectors or industries to de-
cipher how different industry environments affect managing
processes within a firm and the effectiveness of certain leader-
ship styles in fostering management innovation. Future stud-
ies could also explore how different organizational sizes af-
fect the antecedents of management innovation and its im-
plementation. For instance, examining how different leader-
ship styles influence management innovation in technology-
based firms versus service-oriented companies, or contrasting
innovation in SMEs to that in large corporations, would offer
sector-specific insights.

An investigation into the potential drawbacks or limitations
of certain leadership styles on innovation would provide in-
sights into which aspects of various leadership styles stifle or
impede management innovation. Additionally, examining po-
tential combined or hybrid leadership styles that integrate the
strengths of multiple approaches to stimulate innovation could
provide interesting findings on how managers can utilize lead-
ership styles to maximize opportunities for management inno-
vation.

Two other major questions emerged during this case study:
the conceptual gap between technological innovation and
management innovation, and how to initiate and implement
management innovation in the real world. Future qualitative
studies can interview managers and employees at various or-
ganizations to explore the reasons behind companies and peo-
ple’s tendency to view technological innovation as more im-
portant than management innovation. Such insights will help
organizations understand why there exists a conceptual gap

between technological innovation and management innova-
tion, and what managers could do to close that gap.

Finally, current studies explore the causes and outcomes of
management innovation. However, to truly apply these an-
tecedents of management innovation to real-world organiza-
tions, studies must explore the mechanisms to turn manage-
ment innovation opportunities into real-life practices. For in-
stance, future studies can track an organization over time and
conduct periodic interviews to identify new opportunities for
management innovation and actual changes within the orga-
nization’s management process. This longitudinal research
could reveal specific practices or behaviors within an organi-
zation that allowed actual changes to take place in their man-
aging processes. Organizations and managers would benefit
from this research as they could implement similar behaviors
to foster managerial changes that enhance the organization’s
efficiency and performance. Future research could also fo-
cus on how different organizational structures affect manage-
ment innovation: does management innovation take place in a
top-down procedure (from top managers to middle managers
to employees), or in a bottom-up procedure (from employ-
ees to middle managers to top managers)? For instance, stud-
ies could track various organizational structures over time and
compare the frequency and effectiveness of management pro-
cess changes through periodic interviews.
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Appendix - I

Table 1: lists all the interviewees’ definitions of management innovation and the category into which their definition falls.

Position of
Interviewee

Interviewee’s Interpretation of Management
Innovation

Identified Purpose of Management
Innovation

CEO

Changes in managing practices such that the company’s
ideals, culture, and efficiency are met.

Increased efficiency

General Manager
(Shanghai and
Guangzhou)

An improvement in daily management practices and
change in a company’s structure that motivates
employees, increases efficiency, and achieves long-term
goals, (Shanghai).

Improvements in managing practices due to industry
transformations, company development and expansion,
and supplier changes, (Guangzhou).

Employee motivation

Increased efficiency

Improvement in competitive advantage
and statistics

The purpose is not clearly stated.

Vice General
Manager
(Shanghai)

Management innovation is the changes in management
practices that correspond with the company’s
development stage. For instance, management in initial-
stage companies focuses on sales, revenue, and profit.
Development-stage companies concentrate on nurturing
employee relationships through managing practices.
Lastly, mature companies manage to establish policies
and procedures that regulate the overall pace of the
company, (Shanghai).

Employee motivation
Increased efficiency

Team leaders
(Shanghai and
Guangzhou)

Management innovation improves a company’s
procedures, human regulation, and sales and marketing
practices, (Marketing, Guangzhou).

Management innovation deviates from traditional
management practices; as a result, the new managing
practice utilizes creative thoughts and practices that
allow the company to adapt to the external environment,
(Sales, Shanghai).

Management innovation is breaking away from a
company’s current managing practices, (Technical
Development, Shanghai).

Management innovation is the result of adapting to a
company’s new structures and cultures through changing
management practices, (Technical Development,
Guangzhou).

Management innovation is changes in managing
practices and structures that increase efficiency and
employees’ motivation, (Sales, Guangzhou).

Increased efficiency
Improvement in competitive advantage
and statistics

Improvement in competitive advantages

and statistics

The purpose is not clearly stated.

The purpose is not clearly stated.

Employee motivation
Increased efficiency

Employees
(Shanghai and
Guangzhou)

Management innovation improves managing practices
such that managers can unite employees’ thoughts and
beliefs and motivate employees, (Sales, Guangzhou).

Management innovation is using a company’s
foundational managing practices and implementing new
managing practices that are suitable for the particular
company’s development and goals, (Technical
development, Shanghai).

Management innovation is new ways of managing that
expand a company’s customer base, increase sales, and
improve marketing techniques, (Marketing, Shanghai).

Employee motivation

Improvement in competitive advantage
and statistics

Improvement in competitive advantage
and statistics
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Leadership Styles
Leadership styles of top Managers and team leaders
Table 2: lists all the top managers and team leaders’ positions and the type of leader they identified themselves as.

Position of Top Manager and Team Leader Leadership Style
CEO Authoritative
Guangzhou General Manager Democratic
Guangzhou Vice General Manager Democratic
Shanghai General Manager Democratic
Shanghai Vice General Manager Democratic
Guangzhou Marketing Team Leader Democratic
Guangzhou Technical Development Team Leader Authoritative
Guangzhou Sales Team Leader Democratic
Shanghai Technical Development Team Leader Democratic
Shanghai Sales Team Leader Democratic
Shanghai Marketing Team Leader Democratic
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