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Abstract 

 

Middle-line managers (MLMs) are becoming increasingly important for an organization. 

Coordination forms (immediate coordination and in-advance coordination) are used in the 

organization. In this thesis, four variables: organizational type, the degree of decentralization 

of organization, qualification and uncertainty are analyzed for investigating what are main 

factors influencing the use of coordination forms in Chinese organizations from MLM’s 

perspective.  

The empirical data for the study was gathered by a survey questionnaire, which involved a 

quota sampling of 158 MLMs in Chinese organizations. The interesting results justify the 

tendency to use in-advance coordination is greater for organizations that are characterized by 

a high level of uncertainty, especially learning and goal-setting; and the tendency to use in-

advance coordination is greater for organizations that are characterized by a high level of 

decentralization. 

 

Keywords: Coordination forms, immediate coordination, in-advance coordination, China, 

middle-line managers (MLMs), organization type, uncertainty, qualification, decentralization 
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1. Introduction 

In the introduction, the background of the study is provided and it gives insight to the field of 

research, why MLM’s perspective is interesting to examine. Then coordination forms are 

mentioned, problem formulation and research purpose will be discussed. 

 

1.1 Background 

From employees' perspective in China, the human who holds a position of responsibility as a 

supervisor or middle-manager within an organization, is the one with full authorization to a 

certain extent, taking college principals as an example, they are the middle-level managers in 

school districts; another prime example in a company is the manager in each department. 

These supervisors or middle-managers in middle- and lower- level management, called 

middle line which was suggested by Mintzberg (1979), we name middle-line manager (MLM) 

in this study. In most cases, they will affect the production, management and development of 

the organizations, because a middle-line manager is a link between the senior management 

and the lower levels of the organization, and they have the opportunity of reporting valuable 

information and suggestions from the inside of an organization as they take part in the day-to-

day running of a business (Likert, 1961). Moreover, the MLM is also a channel of 

communication within the organization, as they pass on major decisions of executives and 

main goals of an organization to lower levels of employees (Barnard, 1971). Their central 

position in an organization allows them to influence strategies and actions in both upward and 

downward direction (Floyd & Wooldridge, 1992).  

In other words, MLM is often regarded as the nucleus of the organization’s human 

capital. Balogun and Johnson (2004) believe that even when senior management has already 

laid down a strategic direction, MLM’s role as a change agent will go on to increase in 

importance as organizations become increasingly complex and geographically distributed. 

However, according to a report which was published by the international management 

consultants McKinsey & Co, estimated that China still needs a huge cohort of 4 million 

middle-line managers who have skills to lead its 500 biggest multinational firms (McKinsey, 

2010: 1). This results in the fact that there is still plenty of Chinese working experience is 

coming from state-owned companies, domestic, or foreign privately-owned companies in 
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today’s China,  then a large number of them only could perform within the Chinese business 

model, hence not suited to styles of hybrid Chinese and  foreign business (Atlantic Research 

2012: 1).   

 

1.2 Problem formulation 

Coordination is a fundamental activity in organizing work (Groth, 1999). Coordination is 

closely tied to the work, production, and its core business. Coordination can also be seen as 

action performed in order to “bring different elements of a complex activity or organization 

into a harmonious or efficient relationship” (Oxford Concise Dictionary, 1999). Coordination 

can also be described in terms of mechanisms. Well-known sets of mechanisms are for 

example proposed by March and Simon (1958) and Mintzberg (1979). The latter set of 

mechanisms from Mintzberg who put forward mutual adjustment, direct supervision, and 

standardization of skills, work processes, results, and norms, have a large impact on 

organizational theory literature.  

Forssell and Ivarsson Westerberg (2007) expand the meaning of coordination 

mechanisms and argue that there are two coordination forms: immediate coordination, and in-

advance coordination. The former one includes direct leadership and joint coordination, the 

latter one includes internal & external control, learning and goal-setting; all of them are 

coordinated by different factors. These are developed upon Mintzberg’s theory, expanding the 

meaning of the coordination mechanisms which were called as standardization of work 

process. The two coordination mechanisms are considered to be the most updated and 

practical, so Forssell and Ivarsson Westerberg (2007)‘s theory of coordination form has 

therefore been chosen as basic theory in this paper.  

However, few studies talk about coordination forms from MLM’s perspective in China. 

When facing the various operations which must be made to work together, MLMs must 

therefore coordinate production.  This paper is going to identify what main factors influence 

the use of coordination forms from MLM’s perspective. When facing different ownership 

style, higher level of uncertainty, higher level of qualification, higher level of decentralization 

and other situations, MLMs have intuitive sense of thinking that those situations will be 

factors influencing the use of coordination forms in organizations. Do those theories still work 

in China?  What is Chinese MLM’s view on that? What are main factors influencing the use 
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of coordination forms in Chinese organizations? 

It is known that Chinese organizations made big developments in the past thirty years 

with the fast growth of China’s economy. Then, it is essential to understand more about the 

management of Chinese organizations. This study will be helpful for MLMs, owners of 

organizations, and theorists to study Chinese organizations to solve the issues generating in 

the current Chinese organizations. 

 

1.3 Research questions 

The research question is formulated as follows: 

What are the main factors that can influence the use of coordination forms in Chinese 

organizations from middle-line managers’ perspective? 

The main research purpose is to investigate from MLMs’ perspective what are the main 

factors influencing the use of coordination forms in China? Since MLMs will play more 

important role in the organizations, it is necessary to know about their perspective and current 

status. This paper aims to get insight into the factors (organization type, uncertainty, 

qualification and uncertainty) that may influence the use of coordination forms in China. The 

results of the study can probably provide valuable information for Chinese MLMs, owners of 

organizations, and theorists.  
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2. Literature Review 

The literature related to factors influencing coordination form is presented first as the theory 

of coordination and coordination form is applied as the basic theoretical framework. 

Secondly, major factors related to the coordination form are emphasized. Hypotheses are 

developed following each factor. Thirdly, a theoretical summary is presented.  

 

2.1 Coordination and coordination form 

Before the studies of factors influencing coordination forms, we need to mention two 

concepts: coordination” and “coordination form. In the previous chapter, coordination and 

coordination form are mentioned briefly. Here more and further studies will be presented.  

Organizations are defined as deliberately structured and coordinated activity system 

(Daft 2012). Coordination is very important or an organization. Coordination is aimed 

integrating or linking different parts of an organization together to accomplish a collective set 

of tasks, but the task roles of coordination mechanisms within work units or departments of 

organizations remains relatively obscure (Van De Ven et al.,  1976). Coordination can be 

studied jointly with communication (e.g. March and Simon, 1958), and also jointly with the 

organization use of information systems in organizations (Malone and Crowston, 1994). 

Coordination also can be defined as two type of coordiantion: vertical and horizaontal. 

Vertaical mainly refers to coordiantion taking place between organizations located at different 

level of government; horizontal refers to coordiantion occuring at the same level, primarily 

the service delivery level (Ongaro, 2009). 

After Mintzberg (1979) introduced five coordination mechanisms (which mentioned in 

the previous chapter): mutual adjustment, direct supervision, and standardization of skills, 

work processes, results, and norms; there are also other studies related to coordination 

mechanisms. Coordination mechanisms can also be defined in two categories (market 

mechanisms and hierarchical mechanisms), and the characteristics of the transaction explain 

the use of coordination mechanism. Market mechanisms coordinate economic activities by 

means of price paid for output. Hierarchical mechanism use means as commands and 

regulations to monitor activities (Roberts 2004).  
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Some studies on coordination mechanisms also specialized in some industry. For 

example, Bouckaert et. al. (2010) studied the general coordination mechanisms in 

organizations of health care industry. There are mainly three kinds of general coordination 

mechanisms: underlying principles, implementation tool and degree of formality.  Granero et. 

al. (2014) investigated in the R&D field that the decentralization in decision-making and 

formalization of organizational processes will influence the use of coordination forms.  

However, we are most interested in the theory of Forssell and Ivarsson Westerberg 

(2007). They expand the analysis of organizations to all types of organization's coordination 

necessary and expand the meaning of coordination mechanisms which Mintzberg called 

standardization of work processes. They also develop the concept of coordination mechanism 

and develop two coordination forms: immediate coordination and in-advance coordination. 

The former engage directly into the ongoing operation, including direct leadership and joint 

coordination. The latter is predetermined, including internal/external control, learning and 

goal-setting. The meaning of direct leadership is that the manager has the right to give orders 

about what to do and develop rules for followers to implement. Joint coordination is the direct 

opposite direct leadership, it mainly coordinates by meetings, formal and informal discussions, 

and talks. “Both direct management and joint coordination, coordination forms that engage 

directly into the ongoing operations. But activities can be coordinated in other ways. It can be 

coordinated in advance, before the activity starts” (Forssell & Ivarsson Westerberg, 2007:63). 

Internal control includes instructions and routines which can be learned relatively quickly. 

While external control is closely linked to some specific activities and organizational context, 

this coordination form includes written rules like laws, also contains unwritten rules like 

habits. Learning as one of in-advance coordination form is often linked to a long time task and 

coordination by training or educating. As the last coordination form, goal-setting focuses on 

how to achieve the target. Forssell and Ivarsson Westerberg (2007) also find cases where in-

advance coordination complemented with immediate coordination is very common. In this 

study, both these two coordination forms and factors influencing the use of coordination 

forms in the specific conditions will be discussed. 
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2.2 Factors influencing the use of coordination form and hypothesis development  

Earlier studies related to the factors which influence the organizational coordination will be 

presented below.  

The use of coordination mechanisms is induced by the organization structure (Mintzberg 

1979). The variations in the use of coordination mechanisms and modes are explained by task 

uncertainty, interdependence and unit size (Van De Ven et al. 1976). Katz and Kahn (1978) 

investigate the relationship between independence and the use of coordination mechanisms. 

They pointed out coordination is a requisite for organizational functioning and independence 

have impact on the use of coordination mechanism. The use of coordination for organizational 

functioning varies with the organization’s level of interdependence. Organizations with low 

interdependence are governed by a summative composition rule; organizations with high 

interdependence are governed by a constitutive composition rule (Joseph 1983). The impact 

of coordination is larger in high interdependence organizations than in low interdependence 

organizations. The commitments and conventions are determents for the use of coordination 

mechanisms. Commitments refer to pledges of agent about actions and beliefs in the future or 

the past. Conventions mean the general policies on reconsiderations of commitments 

(Jennings, 1996). The use of corresponding coordination mechanisms was influenced by 

different kinds of dependencies, such as shared resources, producer or customer relation, 

simultaneity, and tasks (Malone and Crowston, 1994). 

The use of coordination mechanism is related to firm contingencies, that is, type of 

production technology and business environment (Mintzberg, 1983). Organizational processes 

are strongly influenced by phenomena and events in the environment. There is a close 

connection between the condition of the environment and the characteristics of the 

organizations’ systems. Outside changes and uncertainty will have impact on the use of 

coordination inside the organization (Scott, 1981). Organizations are affected by the 

ideological and cultural forces (Johansson, 2002), including by setting up both formal and 

informal rules norms (Brunsson and Jacobsson, 1998). Standards are formal rules that an 

organization voluntarily accepts in order to coordinate its activities. Standards interact with 

three other mechanisms (technical specifications, accounting processes, and procedures) for 

achieving coordination and regulation: markets, hierarchical organizations governed by 

directives (including states governed by laws and regulations), and normative communities 

that yield social (Brunsson and Jacobsson 1998). 
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In the real world, MLMs is filled with deadlines, budgets, and clientele to serve, which 

caused performance (in most instances that is substituted for productivity) is the factor 

influencing the use of coordination (Geuras and Garofalo 2005). Trust was identified as a 

factor to influence the coordination and cooperation (Smith and Schwegler, 2010). Three 

general types of boundaries: organizational boundaries (strategic business unit and function 

memebership), spatial boundaries (office locations and inter-office distance), and social 

categories (gender, tenure within the firm) have influences on the use of coordination 

mechanisms (Kleinbaum et. al., 2008). 

The State Services Commission of New Zealand (2008)’s report on “Factors for 

successful coordination” draws from the historical studies identifying factors that ensure 

coordinated activities and highlighted nine success factors and groups them under three 

dimensions: mandate, systems and behaviors. Mandate refers to leadership commitment, 

stakeholders’ buy-in and defined agreed upon joint outcomes. System includes appropriate 

governance, sufficient resources and process to measure performance. Behaviors are defined 

by right skills, culture support, and shared value.  

The study of Forssell and Ivarsson Westerberg (2007) presented that there are three 

dimensions which determine when different forms of coordination are used: uncertainty, work 

qualification, and organizational structure. The greater is the perceived uncertainty, the more 

immediate co-ordination; less the perceived uncertainty is, the more coordination in advance 

is required. Skilled work is better coordinated with the help of learned knowledge and joint 

coordination, while unskilled work more closely coordinated with the help of internal rules 

and direct leadership.  

From above historical studies, this paper will main focus on Forssell and Ivarsson 

Westerberg (2007)’study and investigate the main four factors influencing the use of 

coordination forms from MLMs’ perspective: organization type, uncertainty, qualification and 

organizational structure.  
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2.2.1 Organization Type     

China’s firms exist with different ownership structures in the context of culture of China 

(Child, 2000; Tsui & Lau, 2002). Then the state-owned enterprises (SOEs) dominated from 

1949 but started waning since the privately-owned enterprises (POEs) started resurging when 

China implemented market economy in 1978. The privately-owned enterprises (POEs), as the 

conventional dominant ownership type before, waned from 1949 as the government of the 

People's Republic of China was set up. Today, the domestic enterprises, both SOEs and POEs, 

play an important role, not only because they are the principal forces in Chinese economy, but 

also they are traditional, native Chinese enterprises in terms of managerial practices and 

corporate culture (Wang & Yang, 2007). Another type of the organization started resurging 

since 1980 is foreign enterprises (FEs), enterprise owned by foreign capitalists. Besides SOEs, 

most institutions like school and hospital are state-owned, as well as the government sectors, 

together, we named all of this kind of firms as ‘state organizations (SOs)’. Currently these 

non-state sector firms (POEs and FEs) produce nearly two-thirds of the total gross domestic 

product in China (China Statistics Press, 2003; Tsui et al., 2006). 

According to the study of Tsui et al. (2006), as described by the MLMs, and comparing 

with existing culture models (Ouchi & Wilkins, 1985; Ouchi, 1980; Cameron & Freeman, 

1991), there are four culture types which are found in all kinds of firms, labeled ‘highly 

integrative’ culture, ‘market oriented’ culture, ‘moderately integrative’ culture, and 

‘hierarchy’ culture. Accordingly, the highly integrative culture has high scores on all value 

dimensions; the market oriented culture generally focuses on customer orientation; the 

moderately integrative culture has a similar level of emphasis on customer orientation but has 

higher emphasis on other values than the market oriented culture; the hierarchy culture only 

focus on innovation. What’s more, these four culture types are more evenly distributed in the 

state-owned firms; the majority of the FEs have the market oriented or the moderately 

integrative culture rather than the highly integrative culture; while the POEs have a market 

oriented culture. Furthermore, the MLMs from different ownership structures of the 

organization, hold different attitudes towards external management, and have different ideas 

to facilitate internal integration. 

Different coordination forms of practical activity vary depending on type of the 

organization (Forssell & Ivarsson Westerberg 2007). Different ownership structures of 

organizations have different cultural contexts and operation systems (Wong & Salter’s 2002). 
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Different organizational contexts would require different competencies of managers because 

leadership is fundamentally a relationship between leaders and followers (Pernick 2001). 

Among different units in the organizations, mechanism of coordination is an administrative 

tool for achieving integration (Martinez & Jarillo 1989). In this study, three types of 

organizations are categorized: foreign enterprises (FEs), privately-owned enterprises (POEs) 

and stated organizations (SOs). 

Different organization type (FEs, POEs, and SOs) may have different situations in the 

use of coordination forms. FEs and SOs normally belong to groups, which consist of a 

headquarters and a number of divisions and / or subsidiaries. POEs in China are owned by 

private persons, they have different organizational structures and business models comparing 

to FEs and SOs. We estimate POEs need more direct and immediate actions when using 

coordination form. Therefore, the factor (organization type) influencing the usage of 

coordination form will be postulated as hypothesis 1: 

H1: The tendency to use immediate coordination from MLMs’ perspective in China is greater 

for POEs than FEs and SOs.  

 

2.2.2 Uncertainty    

Uncertainty affects organizations’ coordination activities. The majority of definitions of 

uncertainty is around incomplete information, which makes it hard to predict the future 

conditions, or difficult to plan organizational events in advance (Argote,1982). Uncertainty 

often recurs in discussions of organizations as the critical contingency with which 

organizations must deal in order to be effective (Argote,1982).Uncertainty affected 

relationship between the means of coordination and the effectiveness criteria, and 

programmed means of coordination made a greater contribution to organizational 

effectiveness under conditions of low uncertainty than under conditions of high uncertainty 

(Argote,1982).  

Organizations faced with task uncertainty and the variations in uncertainty may result in 

conflicted demands on coordination requirements and likely to create internal inconsistencies 

(Drazin and Van de Ven 1985). Organizations must control and coordinate internal activities 

in the face of outside changes and uncertainty (Daft, 2012). Organizations will solve their 
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problems related to uncertainty by the usage of coordination forms. Some historical studies 

show team meeting increase performance of work process under conditions of high 

uncertainty (Galbraith 1973, Tushman and Nadler 1978). 

Under general circumstances, unexpected events can occur even though we have 

predicted. Uncertainty will increase the usage of immediate coordination. High level of 

uncertainty may connect to quick response (Forssell and Ivarsson Westerberg, 2007). The 

greater perceived uncertainty there is, the more immediate coordination is required; while the 

less perceived uncertainty there is, the more coordination in advance is needed  So, hypothesis 

2 can be formulated as:  

H2: The tendency to use immediate coordination from MLMs’ perspective in China is greater 

for organizations that are characterized by a higher level of uncertainty. 

 

2.2.3 Qualification    

Work qualification will influence the use of coordination forms. Work qualification degree 

include some degree of autonomy, and with increasing degree of qualification often follows 

an increased autonomy, for example employees have greater independence and a greater 

degree of control over their work. (Forssell & Ivarsson Westerberg, 2007).  Previous research 

shows that skilled managers can perform efficiently. 

Managers will rely more on their own skills and experience rather than rules (Hage and 

Aiken 1967). MLM’s skills and experience will influence their management and their views 

on the usage of coordination forms. Skilled work better coordinated with the help of learned 

knowledge and joint coordination, while unskilled work more closely coordinated with the 

help of control (internal rules) and direct leadership (Forssell & Ivarsson Westerberg 2007).     

Manager’ experience may influence their qualification: increased levels of experience 

are associated with an increased ability to interpret and deal with a larger diversity of 

ambiguous cues (Daft and Lengel, 1985). Longer work experience will make the people more 

skilled at work, which may cause higher level of qualification. Then, hypothesis 3 can be 

formulated as given below: 

H3:  The tendency to use in-advance coordination from MLMs’ perspective in China is 

greater the longer the MLMs work experience.  
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2.2.4 Decentralization     

MLMs are responsible for mediating between top management and jour staffs, implementing 

rules and passing information up and down the hierarchy (Daft, 2012). Organizational 

hierarchy is a prerequisite for coordination at the organizational level, or what is called the 

governance and management of organizations (Forssell and Ivarsson Westerberg, 2007). A 

decentralized organization is one in which most decisions are made by middle-level or lower-

level managers, rather than being made centrally by the head of the company, which is the 

opposite of a centralized organization, in which all decisions are made at the top (Woods, 

2015). The decentralized organization is stronger because if one element is negatively 

affected, then this would not affect other parts. A decentralized structure provides a better 

chance that the organization will maintain self-sufficiency because managers and employees 

are accustomed to working autonomously (Joseph & Demand, 2015). The degree of decision-

making authority delegated to the managers should be closely aligned with the business 

strategy to optimize the effectiveness of the organization (Govindarajan 1986).  

Decentralization influence whether the locus of decision-making authority lays in the 

higher or lower levels of the chain of command (Pugh et al. 1968; Child 1972). Centralization 

(and strong control), or higher degree of decentralization will have mixed results about the use 

of coordination mechanisms. (Martinez and Jarillo, 1989) Decentralized units may be formed 

to improve coordination (Daft 2012). 

Decentralization increases MLM’s responsibility as the MLM a single decision maker 

(Meyer and Hammerschmid 2010). Decentralization at the manager level of analysis will 

focus on a manager’s decision-making authority (Ghoshal et al. 1994). Normally, higher level 

of hierarchy level is, higher level of decentralization is. MLM is the first person in the 

hierarchy that has the power to make decisions for subordinate units. Higher level of full 

authorization to MLMs will reflect a higher level of decentralization. Hence, the hypothesis 4 

about decentralization influencing the usage of coordination form can be formulated as below: 

H4: The tendency to use in-advance coordination from MLMs’ perspective in China is greater 

for organizations that are characterized by a high level of decentralization.  
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2.3 Summary of theoretical framework 

From the MLMs’ perspectives, the factors influencing the usage of coordination forms will 

include: a) the types of the organization (SOs, FEs and POEs); b) uncertainty; c) work 

qualification, and d) level of decentralization in the organization. Based on the extant 

literature, we bring forward a theoretical framework, which is displayed in Figure 1. 

 

Figure1 Theoretical framework  

Resource: Own illustration based on Forssell & Ivarsson Westerberg (2007). 
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3. Methodology 

In this section, research design is firstly introduced. Then, an explanation of the research 

method is presented. Later, questionnaire design and distribution is elaborated, followed by a 

description of data collection and data analysis methods.  

 

3.1 Research design 

Research design is established as the framework for the study (Hair et al., 2007). This paper’s 

research design goes through three separate stages. Firstly, qualitative interview is used at the 

beginning to formulate research problems and set a clear direction. Some friends and 

classmates are interviewed to discuss the relevant questions. Through the discussion, more 

views or ideas were explored based on different experiences, beliefs or motivations of 

individual participants (Bryman & Bell, 2011). We make several questions based on relevant 

theories and discussion. Then, a questionnaire is designed and made accordance with those 

questions. When the questionnaire is completed the first time, we talked to several classmates 

and asked them questions about the questionnaire. Their feedback and suggestions were put 

into consideration to finalize the questionnaire. Quantitative research is an effective approach 

to build the relationship between research and theory (Bryman & Bell, 2011). We mainly use 

ANOVA, T-Test and mean variance in SPSS, and tables and figures in EXCEL to analyze the 

quantitative research.   

 

3.2 Research method 

The survey is conducted through a questionnaire submitted to the respondents online, which 

seemed to be the best way to reach out to a satisfactory number of respondents in a short 

period of time. The questionnaire is designed in two languages: Chinese and English. Our 

intention is to build a questionnaire whose results could be generalized, so we tried to include 

a broader sample. The survey questionnaire is carried out with the specific research questions 

in mind: What are the main factors to influencing the use of coordination forms from MLM’s 

perspective in China’s organizations. 

 



 

 14 

3.3 Questionnaire design 

The questionnaire has a structured format and closed questions, which makes the data 

comparable and in a simplified form for statistical analysis. They are also designed in a way 

that the respondents are given the same questions, which are to be answered in response 

categories and make the analysis easy and the data suitable to summarize (Sanders et al., 2012: 

244). This questionnaire consists of three parts: 

The first part is focused on the individual background information of respondents, which 

includes gender, current position, industry，location, educational background, department 

and work experience in the current position, from question 1 to 7. The most important 

question is the position (question 2), as the study is from the MLMs’ perspective, then only 

the respondent who answer “middle-level (supervisor/manager)” will be considered as valid 

to be used in the empirical data analysis . The information like industry, education 

background, location and department will be mentioned in the analysis as a supporting factor.  

The second part of questionnaire is about four factors: organization type, uncertainty, 

qualification and decentralization. They are four main variables in the analysis. Question 8 is 

about organization type, which is about the company in which the respondents currently work 

in. Question 9 is about uncertainty.  We ask the level of uncertainty that respondents feel in 

their jobs. Level of uncertainty ranges from 1 (strongly disagree) to 5 (strongly agree).   

Question 10 is about qualification, mainly focusing on the work experience of respondents. 

Question 11 is about decentralization. We ask respondents the degree of full authorization 

given to them to judge the organization’s degree of decentralization, measured by a five-point 

Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree). 

The third part of questionnaire is about coordination form. Five questions (from question 

12 to question 16) reflect the five coordination forms respectively. Question 12 is about direct 

leadership, question 13 talks about joint coordination, question 14 measures goal setting, 

question 15 is about rules and question 16 pertains to training. The last two questions (17 and 

18) give two different situations under uncertainty, for which the respondents rank the usage 

of coordination form from their perspective. 
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3.4 Questionnaire distribution 

According to Sanders (2012), conducting a pilot test before committing to a large-scale 

study is an essential precaution for a new or adapted questionnaire because questionnaires 

rarely turn out to be optimal in the first attempt. Therefore, to establish the reliability of the 

instrument, a cognitive interview enables a discussion in which the respondents provides 

verbal feedback to the research as the survey (Willis, 2005). For most student questionnaires 

the minimum number for a pilot study is 10 (Fink, 2009 in Sanders, 2012, p451.). Therefore, 

the questionnaire was sent to ten Chinese people (including 7 MBA students who were 

studying part-time at Shanghai University and 3 friends). The participants were asked to 

complete the questionnaire and provide feedback on any difficulties that they had in following 

the questionnaire instructions, translation or reading out the words. Then, we made 

modifications to the questionnaire according to those suggestions.  

The research targets the employees in Chinese organizations, so the sample was taken 

from a specific population of MBA students from Shanghai University, due to the fact that 

MBA students must have at least three years working experience. These MBA students also 

invited their colleagues to answer the questionnaire. Given the time and financial restrictions, 

we also invited our friends and ex-colleagues to do the questionnaire. As a result, our research 

was conducted in most areas of China. 

The questionnaire was released at 13:00 p.m. on May 9, and was ended at 16:00 p.m. on 

May 11. We posted it on a website called www.sojump.com, which is a Chinese professional 

website for data collection. QR code was generated automatically on the website. We scanned 

the QR code and saved the questionnaire in Wechat, in order to invite Chinese employees in 

different organizations to answer.  

There are four reasons to use this tool to conduct our data collection. First, Wechat is the 

most popular communication applicantion on the mobile phone. In big cities of China, most 

people use Wechat. Secondly, Wechat is free to install and use, as we have limited budget for 

our research. Thirdly, respondents from Wechat are not strangers. For example, MBA 

students and graduates build a Wechat group to communicate with each other. This increases 

the reliability of answers from the respondents. Finally, Wechat is easy for respondents to 

answer the questionnaire. Respondents can answer 18 questions in the questionnaire in a short 

time looking at their phone screens.  
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In the end, we received a total of 244 respondents. 

 

3.5 Descriptive statistics of data 

In these 244 responses, there are 158 MLMs, 60 are staff members, 25 top-level managers, 

while some respondents were unwilling to reveal their position (Question 2). So, 158 MLMs 

in all are applicable to be used in this research. 51% of respondents are women and 49% are 

men (Question 1), which is almost an equal proportion. Table 1 shows the detailed 

demographic characteristics of our respondents. Then, descriptive statistics of four main 

factors from respondents follows.  

Item Classification Frequency Percentage 

Gender Male 80 51% 

  Female 78 49% 

Industry Gov/Institute 27 17% 

  Manufacturing 43 27% 

  Retail/Trading 39 25% 

  Service/IT 49 31% 

Location East China 74 47% 

 
Central China 10 6% 

 
North China 16 10% 

 
South China 45 28% 

 
West China 13 8% 

Department Admin 58 37% 

  Operation 54 34% 

  Sales 46 29% 

Education below Bachelor 23 15% 

  Bachelor 90 57% 

  Master and above 45 28% 

Experience in below 3yrs 43 27% 

mgmt position 3-5 yrs 57 36% 

  6-8 yrs 28 18% 

  above 8 yrs 30 19% 

Table1 Demographic characteristics of MLMs (respondents) 

As we have discussed that the responses are from different organizations in China, and 

the (Question 8) three types of organizations are: foreign enterprises (FE), privately-owned 

enterprises (POE), and state organizations (SO) including state-owned enterprises, 
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government sectors and school. 41 percent of the MLMs are working in POEs. MLMs from 

FEs are 37 percent, while only 22 percent MLMs are working in the SOs.   

Level of uncertainty (Question 9)  and Level of decentralization (Question 11) are  

measured by a five-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree). 

With regard to level of uncertainty, 1 percent of respondents select both “strongly disagree” 

and “disagree” respectively, 29 percent are “neutral”, 59 percent “agree” and 9 percent 

“strongly agree”.  For level of decentralization, 1 percent of respondents select “strongly 

disagree”, 9 percent “disagree”, 47 percent are “neutral”, 35 percent “agree”, and  8 percent 

“strongly agree”. 

The working experience (Question 10) is measured with five different options, ranging 

from ‘less than 3 years’ to ‘more than 11 years’. In order to make a clear distribution and 

make the data convincible, we combined the data of ‘less than 3 years’ and ‘between 3 and 5 

year’ into ‘below 5 years’, which is about 14 percent in the figure, we also combined the data 

of ‘between 6 and 8 years’ and ‘between 9 and 11 years’ into ‘between 6 and 11 years’, which 

accounts to roughly one third (33 percent). Above a half of 158 MLMs (53 percent) have 

working experience of more than 11 years. 

 

3.6 Data analysis methods 

In this paper, we will use SPSS to do a series of statistical analysis on the data collected, 

examining whether the empirical research confirm our hypothesis or not.  

We applied T-test to check the significance of various variables. We choose to test the 2-

tailed T-test significance. The principle of 2-tailed significance result is that  bigger the data is, 

the lower the significance between the variables. In detail, while the 2-tailed significance 

result is equal to or less than 0.05, there is significant difference in the mean scores on your 

dependent variables for the two groups. If the value is above 0.05, there is no significant 

difference between two groups. (Pallant, 2013) 

We also applied ANOVA to analyze the variance between different groups. We are 

interested in the column marked Sig. If the Sig. value is less than or equal to 0.05, there is a 

significant difference somewhere among the mean scores on the dependent variables for the 

groups.  (Pallant, 2013) 
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Pallant (2013) also pointed out that every variable should be normal distributed when 

running the T-tests. Normal distribution is a kind of probability distribution, which describes 

the changes of variables, and the values of significance for the values should be less than 0.05. 

From the result of normal distribution tests of all the variables in MLMs in different situations, 

the significance value of all the variables are smaller than 0.05 (as appendix 2), which means 

that all the variables we are going to analyze have normal distribution so we are able to run 

the T-test.  

When using Likert-type scale, it is imperative to calculate and report Cronbach’s alpha 

coefficient for internal consistency reliability for any scales or subscales (Gliem & Gliem, 

2003). Reliability often is reported only for the total score. The sub-scores must be used 

cautiously because they generally have lower reliability than the total test score (Gall et al., 

1996). Figure 2 shows the overall reliability coefficient of the five coordination forms. The 

reliability across the total of five coordination forms was 0.716. The Cronbach’s alpha 

coefficient of a scale should be above 0.7 (De Vellis, 2012 in Pallant, 2013: 101). Therefore, 

the internal consistency reliability of the instrument was approved.  

 

Figure 2 Reliability test result from SPSS 

 

3.6 Limitation 

There are limitations with the collected data that should be acknowledged: data collection and 

accuracy of data.  

First, our target group is only MLM, so we just got limited respondents. And, we applied 

T-test to find the main factors influencing the use of coordination forms from MLM’s 

perspective. Due to the time limitation, we did not take a long time period to collect data. The 

result from the limited samples size is probably not as strong as we expected. The result could 

have been more significant if we had a larger sample size.  
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Secondly, the accuracy of data is needed to be considered. The data we used is based on 

the understanding of the respondents. From their feedback, some of them never heard the 

concept of coordination form, that perhaps caused them to no understand the questions very 

well, or they had different understanding about the questions. Their answers may have a little 

deviation from the actual situation or from the purpose with which we designed the 

questionnaire.  

Above limitations relating to the process of data collection may have effect on the final 

results of this paper.. 
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4. Analysis and Discussion 

This chapter will apply statistics tools like SPSS and EXCEL to proceed with data analysis to 

test four hypotheses and get a conclusion if possible. If a hypothesis is rejected, further 

discussion will continue about the potential reasons in addition to the statistics results.  

 

 4.1 Data Analysis for testing Hypothesis 1 

Hypothesis1: The tendency to use immediate coordination from MLM’ perspective in China is 

greater for POEs than FEs and SOs.  

The variable is organizational type, which includes POEs, FEs and SOs. ANOVA test 

will tell us with regard to if there is a significant difference among the three organization 

types.   

 
Figure 3 ANOVA for analysis H1 

 

Figure 3 indicates a significance value of 0.489, which means there is no significant 

difference in different organizational types (FEs, POEs and SOs) because the significant value 

is above 0.05.   

 

Then, we conduct T-Tests to see the result among different organization types.  

 

 Organiza-Type 

 

Coordina- Form 

POEs 

vs. 

FEs 

POEs 

vs. 

SOs  

FEs 

vs. 

SOs 

Immediate Coordination 0.218 0.587 0.650 

In-advance Coordination 0.190 0.355 0.862 

Table 2:  T-Test for analysis H1 (more details in appendix 2) 

Table 2 shows that all the 2-tailed significance value range from 0.190 to 0.862. In order 

to accept the hypothesis should exit the significance at least 0.05 by T-Test, the results prove 
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that for any two organization types compared in use of coordination forms, there is no 

significance between them.  

Table 3 shows descriptive statistics of organization types (POEs, FEs and SOs) for the 

use of coordination forms. For the in-advance coordination, POEs’ median is 3.0, a little 

lower than that of FEs’ and SOs’; POE’s mean is 3.8, equal to that of SOs’ and lower than the 

mean of FEs (3.9). The descriptive statistics are similar to the results from T-Test. There is no 

tendency for the use of in-advance coordination in POEs comparing with FEs and SOs.  

 
POEs FEs SOs 

immediate coordination  3.4 (3.0)   3.5 (3.5)   3.4 (3.0)  

in-advance coordination  3.8 (3.0)   3.9 (3.5)   3.8 (3.5)  

average  3.6 (3.0)   3.7 (3.5)   3.7 (3.0)  

Table 3 Means (Medians) for organization forms for POEs, FEs and SOs 

Due to above test results and analysis, hypothesis 1 is rejected. We cannot identify 

whether there is a tendency to use immediate coordination from MLM’s perspective in China 

is greater for POE’s than FE’s and SO’s.  

 

4.2 Data Analysis for testing Hypothesis 2 

Hypothesis 2: The tendency to use immediate coordination from MLMs’ perspective in China 

is greater for organizations that are characterized by a higher level of uncertainty. 

The variable is level of uncertainty, which is measured using the scale from 1 to 5. We 

would use ANOVA to see if there is significant difference for the use of immediate 

coordination among the five levels.  

 

                                Figure 4 ANOVA for analysis H2 
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Figure 4 indicates a significance value of 0.001. This translates into a tendency to use 

immediate coordination, which is probably different in high level of uncertainty because the 

significant value is less than 0.05.  

Then, we compare the usage of coordination forms in two different tasks containing high 

and low level of uncertainty. Table 4 gives a different result as compared to the hypothesis. In 

high level of uncertainty, immediate coordination score (2.91) is lower than in-advance 

coordination’s. However, in low level of uncertainty, immediate coordination’s score (3.53) is 

higher than in-advance coordination. This proves that uncertainty is a main factor influencing 

the use of coordination forms from MLM’s perspective. And high level of uncertainty has a 

little more influence on the usage of in-advance coordination; low level of uncertainty has 

more influence on the usage of immediate coordination.  

 High Uncertainty Low Uncertainty 

Immediate Coordination 
                 2.91                  3.53  

In-advance Coordination 
                 3.06                  2.87  

Table 4 Ranking scores of coordination forms under high or low uncertainty 

Considering two detailed coordination forms under immediate coordination and three 

detailed coordination forms under in-advance coordination, we go deeper to see the detailed 

coordination forms comparing the usage of coordination forms in higher and lower level of 

uncertainty. From Figure 5 below, in high level of uncertainty, two highest scores are 3.51 of 

learning and 3.39 of goal-setting, they are under in-advance coordination. However, control 

under in-advance coordination has the lowest scores 2.28, which is lower than direct 

leadership and joint coordination under immediate coordination.  

 

Figure 5 Ranking scores of coordination forms (detailed) under high or low uncertainty 
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In sum, from above analysis, hypothesis 2 about immediate coordination is not accepted. 

However, we get a conclusion of in-advance coordination: 

Conclusion 1: The tendency to use in-advance coordination from MLMs’ perspective in 

China is greater for organizations that are characterized by a high level of uncertainty, 

especially learning and goal-setting.  

 

4.3 Data Analysis for testing Hypothesis 3 

Hypothesis 3:  The tendency to use in-advance coordination from MLMs’ perspective in 

China is greater the longer MLM’s work experience.  

The variables are work experience: below 5 years, 6-11 years, and above 11 years. We 

use ANOVA to see if there is a significant difference for the use of immediate coordination 

among the three groups.  

 

Figure 6 ANOVA for analysis H3 (total work experience) 

The significance value of Figure 6 is 0.169, which is above 0.05. This translates into a 

tendency to use in-advance coordination, which is not significantly different for MLMs in 

china with long or short working experience.  

Besides total work experience, we think there are other two items relating to MLMs’ 

work qualification that needed to be included: work experience in the middle-level 

management and education background. MLM’s experience in this current position is 

associated with increasing level of specialization and hence is expected to relate to the 

managers’ qualification (Birkinshaw and Gibson 2004). Normally one person needs several 

years to be promoted to be a MLM in an organization. The working experience only as MLM 

provides the person more management skills and more opportunities to use different 



 

 24 

coordination form, which may not be possible for the experience in the lower level positions. 

Therefore, we think this could be considered in the field of work qualification.  

 

Figure 7 ANOVA for analysis H3  (work experience as MLM) 

The significance value of Figure 7 is 0.138, which is above 0.05. This means there is not 

significant difference. Therefore, the tendency to use in-advance coordination is not 

significantly different for MLMs with long or short working experience (in the current 

management position).  

Meanwhile, increasing levels of education are associated with increasing cognitive 

abilities to process information and learning (Papadakis et al., 1998), which may positively 

relate to managers’ work qualification. Higher education background can bring more 

knowledge to the people, and MLMs with higher education background become more skillful 

in the work. We included two levels of education background: bachelors and below, and 

above bachelors. 

 

Figure 8: ANOVA for analysis H3 (education background) 

The significance value of Figure 8 is 0.571, which is above 0.05. This tells us that there 

is no significant difference. Therefore, the tendency to use in-advance coordination is not 

significantly different for MLMs with high or low education level.  

Table 5 shows descriptive statistics of work qualification for the use of coordination 

forms. For the in-advance coordination, shorter working experience (both total work 

experience and management experience) has mean value of 3.4, which is smaller than mean 
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of longer experience (3.9). Shorter work experience (total) has median value of 3.0, which is 

smaller than the median of longer work experience (3.5). This is the same result as above.  

     Qualification 

 

Coordina 

- form 

Work experience 
_total 

Experience 
_management 

Education background 

<=11Yrs >11Yrs <=5Ys >5Yrs <=bachelor >bachelor 

immediate 
coordination 

 3.4 
 (3.0)  

 3.7 
 (3.5)  

 3.4 
 (3.0)  

 3.7 
 (3.0)  

 3.4  
(3.0)  

 3.3  
(3.0)  

in-advance 
coordination 

 3.4 
 (3.0)  

 3.9 
(3.5)  

 3.4 
 (3.5)  

 3.9 
 (3.5)  

 3.8  
(3.5)  

 3.8  
(3.5)  

Average 
 3.4 

 (3.0)  
 3.8 

(3.0)  
 3.4 

 (3.0)  
 3.8 

 (3.0)  
 3.4  

(3.0)  
 3.8  

(3.0)  

Table 5 Means (Medians) of coordination forms in qualification (experience, education) 

Due to above test results, hypothesis 3 is not confirmed. Through this data analysis, we 

cannot get a conclusion whether the tendency to use in-advance coordination from MLMs’ 

perspective in China is greater when MLMs have longer work experience. 

 

4.4 Data Analysis for testing Hypothesis 4 

Hypothesis 4: The tendency to use in-advance coordination from MLMs’ perspective in China 

is greater for organizations that are characterized by a high level of decentralization. 

The variable is level of decentralization, which is measured using the scale from 1 to 5. 

We use ANOVA to see if there is significant difference for the use of immediate coordination 

among the five levels.  

 
Figure 10: ANOVA for analysis H4 

 

Figure 10: indicates a significance value of 0.035, which is less than 0.05. This translates 

into a tendency to use in-advance coordination, which has significant difference from MLMs’ 

perspective in china for organizations that have decentralization.  
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Organization’s level of decentralization has impact on the use of coordination form. 

From question 11, respondents give different scores on their opinion of full authorization. 

That score is defined to be the level of decentralization from MLM’s perspective. Then, we go 

deeper to see the decentralization’s impact on the use of coordination forms from the MLM’s 

perspective.  

 

                 Figure 11: Scores of coordination forms in decentralization 

Figure 11 shows the scores of immediate coordination and in-advance coordination 

respectively impacted by the level of decentralization. The X axis reflects the level of 

decentralization from 1 to 5. We find the scores of immediate coordination or in-advance 

coordination do not increase when level of decentralization changes from 1 to 5. When the 

level of decentralization is 4 or 5, which will be labeled as “high level” here because they are 

higher than the middle level (of value 3), the scores of in-advance coordination are higher 

than the scores of immediate coordination.  

Then, we would like to look into high level of decentralization from the perspective of 

the detailed coordination forms. Figure 12 shows the scores of detailed coordination form 

under the level of value 4 and 5 as high degree of decentralization.  Within the in-advance 

coordination, control and goal-setting has the highest scores: 4.09 and 4.03 respectively.  
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Figure 12: Scores of detailed coordination form under high level of decentralization 

 

From above analysis, hypothesis 4 is accepted and we can have a conclusion relating to 

high level of decentralization’s impact on the usage of in-advance coordination.  

Conclusion 2: The tendency to use in-advance coordination from MLMs’ perspective in 

China is greater for organizations that are characterized by a high level of 

decentralization, especially for control and goal-setting. 

 

  4.5 Discussion 

In the analysis chapter, the reasons for the confirmed and rejected hypotheses have been given. 

However, more reasons for why some hypotheses have been rejected need to be discussed 

deeply. In the following discussion chapter, we will discuss the hypotheses which we rejected 

according to the data from our empirical study. In the meantime, we will discuss some 

possible reasons for conclusion 1 and conclusion 2, which are different from the hypotheses 

we proposed based on the literature review.  

Since the hypothesis1was rejected and we cannot know whether there is a tendency to 

use immediate coordination from MLM’s perspective in China is greater for POEs than FEs 

and SOs. Then we postulate that organization type (POEs, FEs and SOs) does not have an 

impact on the usage of immediate coordination from MLM’s perspective. There are two 

potential reasons. Firstly, the respondents in the study are MLMs from different enterprises in 

China. 47% respondents work in east china (e.g. Shanghai), and 28% in south china (e.g. 

Guangzhou and Shenzhen).  Those two areas are the most prosperous and economically 

developed area. Since Chinese economy reforms, Chinese organizations have absorbed 
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foreign cultures and international business models. Organizations adapt changing 

environment, cope with increased size and complexity, and manage internal conflict and 

coordination in order to shape the right kind of culture to meet goals (Daft 2012). MLMs are 

not impacted by the kind of organizations’ ownership style (POEs, FEs and SOs) and are 

willing to work in different organizations.  Secondly, most of the respondents are MBA 

students or graduates. They have similar education background with work experience. Those 

might be reasons for why organizational type has no significant difference in the use of 

coordination form from MLMs’ perspective. 

Meanwhile, hypothesis 3 is also rejected. We cannot know whether there is a tendency to 

use in-advance coordination from MLM’s perspective in China is greater the longer the 

MLMs work experience. We would predict that MLM’s qualification (like total work 

experience, work experience in the current level of management position, and education 

background) does not have an impact on the usage of in-advance coordination form. We guess 

there are two potential reasons. Firstly, some of MLM’s jobs need plan and forecast in-

advance. The in-advance coordination is always needed to be used in the jobs, whatever for 

the MLM’s with either higher education background, or longer work experience. Secondly, a 

MLM stands in the middle level of the organization. Above MLM, there is senior level, like 

CEO, Vice President, and directors. Top management provides direction, planning, strategy, 

goals and policies for the entire organizations; and MLM is responsible for implementation 

and coordination at the department level.  

For the conclusion 1, the tendency to use in-advance coordination from MLM’s 

perspective is greater in China for organizations that are characterized by a higher level of 

uncertainty, especially learning and goal-setting. Learning of knowledge refers to learning of 

rules. MLMs learn the rules or programs that can be applied to different situations and 

problems. Goal-setting is not focused on how the task is performed, but focuses on what is to 

be achieved. From MLM’s perspective, those two kinds of in-advance coordination forms are 

suitable for organizations with higher level of uncertainty.  

For the conclusion 2, the tendency to use in-advance coordination from MLM’s 

perspective in China is greater for organizations that are characterized by a higher level of 

decentralization, especially for control and goal-setting. A decentralized organization allows 

departments or divisions in one organization to explore independently new possibilities; 

higher degree of diversity and seems more appropriate for regularly changing environments 
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(Marengo, 1992). Higher level of decentralized organization structure granted MLMs more 

responsibilities for their tasks (Ronen et al., 2007). Internal control includes the written 

manuals, instructions and unwritten routines inside the organizations. External control 

includes written law, standards, and unwritten conventions and customs. Goal-setting specify 

what should be done in the organizations (Forssel & Ivarsson Westerberg 2007). From 

MLM’s perspective, those two detailed in-advance coordination forms are applicable 

approaches for the organizations with higher level of decentralization.  
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 5. Conclusions and Recommendations 

5.1 Conclusions 

Forssel & Ivarsson Westerberg (2007) gave theoretical basis about coordination forms, and 

pointed out that coordination forms are influenced by uncertainty and qualification of staff. 

This study gave more detailed circumstances to show the use of coordination forms from 

middle-level managers’ perspective in China.  

The objective of this research is to gain a better understanding of  factors which have 

impact on the usage of coordination forms from the perspective of Middle-line managers 

(MLMs) in Chinese organizations, by looking into three types of organizations – foreign 

enterprises (FEs), privately-owned enterprises (POEs) and state-owned organizations (SOs); 

also, uncertainty, qualification and decentralization. 

From MLM’s perspective in China, the tendency to use in-advance coordination is 

greater for organizations that are characterized by a higher level of uncertainty, especially 

learning and goal-setting; similarly, the tendency to use in-advance coordination is greater for 

organizations that are characterized by a higher level of decentralization, especially for 

control and goal-setting. Above conclusions may give practical approaches for MLMs and 

owner of organizations to face the coordination problems in China, and provide empirical 

information for theorists to study the use of coordination forms in Chinese organizations. .  

  

5.2 Recommendations for Future Research 

Many issues about coordination forms from middle-line managers remain unanswered. The 

following recommendations are proposed for future research.  

First, the study used the coordination forms described by Forssel & Ivarsson Westerberg 

(2007) which are based in Sweden. We recommend that in the future, researchers need to find 

out whether other coordination forms are perculiar to middle-line managers in Chinese 

organizations. This information can be obtained through qualitative methods, including 

holding focus group meetings, conducting behavioral event interviewing, and conducting case 

studies.  

Secondly, according to the scope of the research questions, this study focused only on 

coordination forms from middle-line managers’ perspective. In future research, it is also 
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important to explore and identify the behaviors associated with those coordination forms from 

other levels in organizations, like top-level managers. According to Eyde et al. (1999), 

different types of managerial behaviors are exhibited at different managerial levels. The 

research strongly recommends that future research be conducted on importance at the 

behavior level. By doing so, the future research might identify more practical guidelines. 

Third, this study focused only on factors influencing the use of coordination forms. 

Further study is needed to explore the current proficiency level of middle-level managers 

regarding those coordination forms. By comparing the importance of the coordination forms 

and current proficiency level of middle-line managers, future research can find out what 

coordination forms are most important to development needs of Chinese organizations.  

Fourth, all data listed in the study can only explain the differences and calculate average 

scores of factors. In the future studies, the researchers can use a different analysis 

methodology to explore whether the interaction of current factors, such as gender, industry, 

department, organization type, degree of decentralization, and uncertainty/qualification, will 

influence perceptions of the importance of coordination forms. Further study will also be 

needed to find out whether other important factors will influence people’s perceptions of 

coordination forms. Some examples of possible variables that need to be tested include 

participants’ management style, team size, and organization status.  

Fifth, the population in this research was mostly MBA students from one university. In 

future research, the population should be extended to more universities and organizations. The 

information should be collected from different groups, including middle-level managers, low-

level managers, and other positions similar to middle-line managers. This will ensure that the 

results of this research are more valuable in terms of their broader implications 
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Appendix 1: Questionnaire (English and Chinese) 

A Research of Coordination Form in China's Organizations 

您好！我们是瑞典乌普萨拉大学的学生，想要为硕士毕业论文做一个关于“协调机制”

的研究调查。本次调查采用匿名形式，我们将严格保密您的信息，当然所有答案只为

硕士论文研究所用。十分感谢您的填写，衷心祝愿您有美好的一天！  

Hello! We are the Uppsala University students and would like to do a research about “

coordination forms” as a part of our master thesis. You will be totally anonymous and your 

answers will be saved confidentially, all the questions and answers will serve the purpose of 

future studies when we are preparing the postgraduate thesis. Thank you very much and have 

a nice day! 

 

第一部分：个人基本信息 

Part 1: Personal Basic Information 

1. 性别 Gender: Ο女性 Female Ο男性 Male 

 

2. 目前的职位 Current position: 

Ο职员/专员 Staff/ Specialist Ο中层（主管/经理） Middle-level (Supervisor/ Manager) 

Ο高层（总监/董事或更高）Top-level (director or higher)  Ο其他 Others _________ 

 

3.目前的工作地点 Currently working location: 

Ο华南地区  South China  Ο华北地区  North China  Ο华中地区  Central China 

Ο华东地区 East China             Ο华西地区 West China 

 

4. 目前任职的行业 Working in the industry of 

Ο 制造业 Manufacturing Ο 公共服务业 Public Service   Ο 零售业 Retail 

Ο 贸易 Trading                Ο 现代服务业 Modern Service Ο 银行、金融业 Bank/Finance 

Ο 政府 Government   Ο 建设业 Construction Ο 科技信息业 IT  Ο 其他 Others_________ 
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5. 目前任职的部门是 Working in the department of 

Ο运营部 Operation Ο销售/市场/业务拓展部 Sales/ Marketing/ Business development 

Ο研发部 Research & Develop Ο 行政/ 人事/ 财政 Amin/ HR/ Finance 

Ο物流部 Logistics Ο信息科技部 IT Ο总经理 GM Ο 其他 Others_________ 

 

6. 已在目前的工作岗位任职 Have been working in the current position the same level for: 

Ο<3 年/ years Ο3-5 年/ years Ο6-8 年/ years Ο9-11 年/ years Ο>11 年/ years 

 

7. 教育程度 Education background: 

Ο专科 Diploma  Ο本科 Bachelor  Ο硕士 Master  Ο博士 PhD   Ο其他 Others _________ 

 

 

第二部分：单位类型、不确定性、资质和集权 

Part 2: Organization Type, Uncertainty, Qualification and Decentralization 

8. 目前任职的单位 Working in the company of  

Ο外资公司 Foreign enterprise Ο私人公司 Private-owned enterprise 

Ο国有机构(例如：国企、政府部门、学校） State organization  (e.g. State-owned 

enterprise, Government sector, School) 

 

9. 我认为我的工作中总是存在许多不确定性。I think there are always  many uncertainties 

in my work. 

Ο很不同意 Strongly Disagree Ο不同意 Disagree Ο一般 Neutral  

Ο同意 Agree   Ο很同意 Strongly Agree 

 

10.我的工作经验总共有 Total working experience is: 

Ο<3 年/ years Ο3-5 年/ years Ο6-8 年/ years Ο9-11 年/ years Ο>11 年/ years 

 



 

 viii 

11. 我在工作中有全权。I have full authorization in my job. 

Ο很不同意 Strongly Disagree Ο不同意 Disagree Ο一般 Neutral  

Ο同意 Agree  Ο很同意 Strongly Agree 

 

第三部分：协调形式 

Part 3: Coordination Forms 

12. 我更愿意直接领导来完成任务。I prefer to process direct leadership to complete the 

task.. 

Ο很不同意 Strongly Disagree Ο不同意 Disagree Ο一般 Neutral  

Ο同意 Agree   Ο很同意 Strongly Agree 

 

13. 我喜欢开会共同做出决定。I like to get the joint decision making from the meeting. . 

Ο很不同意 Strongly Disagree Ο不同意 Disagree Ο一般 Neutral  

Ο同意 Agree  Ο很同意 Strongly Agree 

 

14. 我总是为我的团队设定目标。I always set goals for the work in my team. 

Ο很不同意 Strongly Disagree Ο不同意 Disagree Ο一般 Neutral  

Ο同意 Agree  Ο很同意 Strongly Agree 

 

15. 我知道组织的内部规则(例如公司的例行程序) 和组织的外部规则(例如法律、社会习

惯)。I know the internal rules in the organization, such like the instructions and routines in 

the company and the external rules in the organization, like laws and social habits. 

Ο很不同意 Strongly Disagree Ο不同意 Disagree Ο一般 Neutral  

Ο同意 Agree  Ο很同意 Strongly Agree e 

 

16. 我总是能在操作变更前，为我的团队准备好培训项目。 I always set training/or 

coaching program for my team before operation changes. 

Ο很不同意 Strongly Disagree Ο不同意 Disagree Ο一般 Neutral  

Ο同意 Agree   Ο很同意 Strongly Agree 
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17. 如果面对一项新的或未知的任务，我希望进行这样的协作形式（请排序）。If the 

task is new or unknown, I would like to proceed with the following coordination forms. 

(Please rank the options) 

[ ] 直接领导（领导者直接领导团队全员） Direct leadership (The leader leads directly.) 

[ ] 联合协作（团队全员参与决策） Joint coordination (all participants in decision making.) 

[ ] 辅导/培训 Coaching/ training 

[ ] 控制/监督 Control/ supervise 

[ ] 设定目标 Goal-setting 

 

18. 如果面对一项熟悉的或平常的任务，我希望进行这样的协作形式（请排序）。If the 

task is routine or familiar, I would like to proceed with the following coordination forms. 

(Please rank the options) 

[ ] 直接领导（领导者直接领导团队全员） Direct leadership (The leader leads directly.) 

[ ] 联合协作（团队全员参与决策  Joint coordination (all participants in decision making.) 

[ ] 辅导/培训 Coaching/ training 

[ ] 控制/监督 Control/ supervise 

[ ] 设定目标 Goal-setting 

 

 

 

___________________________________________________________________________ 

*** 感谢您的参与，衷心祝愿您有美好的一天:) *** 

***This is the end of the questionnaire. Thanks for your participation! Have a nice day :) *** 
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Appendix 2: Tables of analysis 

Output 1. Test of Normality of variables for MLMs 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 i 

Output 2. T-Test for analysis H1 (FEs vs. POEs) 

 

 

Output 3. T-Test for analysis H1 (FEs vs. POEs) 

 



 

 ii 

 

Output 4. T-Test for analysis H1(POEs vs. SOs) 

 

 

 


