Research on Chinese-typed Leadership Taiwanese manufacturing
industry as an example

Chen , Li-Jung, Department of Industrial TechnologyEducation, National Kaohsiung Normal University
Chang, Chi-Kao, Department of Business Administratin,Fortune Institute of Technology,Taiwan

ABSTRACT

Most theories of leadership originated from the EdiStates of America. But over the past five thodigesars,
Chinese culture has developed its own charactesstand its behaviors of leadership also reflectt paf its
distinguishing characteristics. The study utilizee “model of Chinese-typed leadership” proposedkang Tze-Li,
and establishes the leadership frame, includingwila“sentiment,” and “principle,” suitable for peofe in Taiwan
from the cultural aspect. Based on the frame, kinee roles, “monarch,” “parent” and “mentor,” are émonstrated.
In the research, three-part questionnaires weredemted. Results from these questionnaires are bBewm (1)
Different Chinese-typed leadership behaviors ofléza lead to significance difference on effectieaflership. (2) The
more leadership behaviors of being a “monarch,” figat” and “mentor, a manufacturing leader has, thre effects
of leadership there will be. (3) All aspects of “Mdty of employees,” “Chinese-typed leadership bébes,” and
“effects of leadership” are obviously interrelated.
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INTRODUCTION

Yukl(1998) pointed out that no matter how many wiéfins of leadership are used, none of them cearlyl
express the concept of leadership[11]. Most thearsfdeadership originated from the U.S. The Useagch objects are
used as the standards of theories. Its developpreness also takes the U.S. cultural values agitesia[9]. Over the
past 5,000 years, the Chinese culture had develitpedvn characteristics. Its leadership behavidss reflect part of
its distinguishing characteristics. However, thecwnents in Taiwan studying real examples of Chifgsed
leadership behaviors from the cultural aspect tllegsite limited. Kang Tze-Li [6]proposed the “rdel of Chinese-
typed leadership”, and established the leadersaipd suitable for Taiwanese people, including “ldsentiment,” and
“principle,” suitable for people in Taiwan from thmiltural aspect. Based on the frame, the thregsydimonarch,”
“parent” and “mentor,” are demonstrated[6]. Thesthroles correspond with the above-mentioned a@tiems, which
bears special connotations to Chinese-typed |ehigers

Maturity refers to a person’s readiness for worgedfically speaking, it refers to achievement wations,
willingness to take responsibilities, and abilitifshe performance shows the progress of functidnabdities and
motivations [1] [8]. This theory believes that detdinate’s performance is his or her embodimemhaturity[6].Based
on different maturity of leaders, different typefsl@adership will be applied, which can lead totbebrganizational
effectiveness and efficiency. The aim of this stiglyo take manufacturing employees in the Da-Faustrial Park in
Taiwan as research subjects, and to probe intantheence of Chinese-typed leadership behaviors maturity of
employees on the leadership effectiveness, andtthprove this theory.

IMPLICATION OF CHINESE—TYPED LEADERSHIP

Leadership has come into being since human beingd &s a group. Therefore, leadership is a comsoaimal
phenomenon [5]. It is believed that the managemEhtiman people is different from the managememfaafds, which
has universality and unanimity. Thus, it is necessa place the thread of though of “culture/ sbotistory,” in the
thinking structure if people would like to undersialaiwanese’ current ideas and hypothesis of kshgg10]. Getzels
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also noted that the influence of culture is profihuih changes and influences people’s conceptalfeg unobtrusively
and imperceptibly through the social trend of thHaugrhe characteristic of the Chinese culture taiEople” as
subjects, and is full of humanistic spirit. Schelahus, believed that Chinese-typed managemeirsein leadership.
That is because the Chinese culture has its bagigople and so does all kinds of management tesifa] [12]. There
is the shortage of comprehensive leadership maiglable for Taiwanese, and the inadequacy of darenodels in
terms of national conditions and culture. Kang’'snéke —typed leadership frame proposed three atiens, “law,”
“sentiment,” and “principle” originated from the @foicianism as the reference structure. Based anfithine, leaders
plays three roles, “monarch,” “parent” and “ment@8]. According to the situation, leaders make diecis to take
which structures. The relationship can be explainitd the following illustration.

RESEARCH DESIGN

Hypothesis

- Different employees’ X and Y attributes: Their leasl Chinese-typed leadership has significant difiees.

» Different employees’ X and Y attributes: Their leesl leadership effectiveness of the leaders hgsifisiant
differences.

« Different employees’ maturity: Their leaders’ capendence to behaviors of Chinese-typed leaderkbip
significant differences.

« Different employees’ maturity: Leaders’ leaderséffectiveness has significant differences.

« Employees’ maturity and behaviors of Chinese-tylgadership is significantly related to leadersHfpaiveness.

Definitions of terms
* Chinese-typed leadership

Chinese-typed leadership picks the leadership ifteas the Chinese tradition and combines them wWithideas
of transformation leadership. Among them, “law,efgiment,” and “principle” are important elementsthe Chinese
culture. Based on these, leaders play the thres,rtthe role of monarch,” “the role of parent” ditiske role of mentor”.

» Leadership effectiveness

Leadership effectiveness refers to the subjectaadirfigs of employees. It is applied to judge reswait the
influence of leaders’ behaviors of leadership obosdinates. “The level of goal achievement” ande“tlevel of
employees’ satisfaction” are included. The levekoiployees’ refers to how employees are satisfiigl thveir leaders,
not with the organization. The results of leadgrsffectiveness at all levels refer to the averagetatistical tables as
indicators.

* Employees’ maturity, including the following twoptys

(1) Job maturity: Job maturity refers to skills andht@iques related to job, including employees’ wogkéexperience in
the past, working knowledge, understandings of wdhis shows a subordinate’s ability to executevibek.

(2) Psychological maturity: Psychological maturity rsféo employees’ self-esteem and self-confidenoauding the
maturity of motivation, willingness to take respimilty, and commitment to work. This reflects absudinate’s
motivation to execute the work.

e X Thoery and Y Thoery

X Theory is a hypothesis indicating that employdesot like to work. They are lazy, and will tryeth best to
avoid responsibilities. It is necessary to imposed on them. Y Theory, in contrast, is a hypothélsat employees
have creativity, take initiatives to take respoiiigies, and are able to make self-examination.

Research samples

Research samples in this study are employees fiermanufacturing industry in the Da-Fa Industriatk® Ten
factories are selected, and each factory condhetgjtiestionnaires with the sampling survey. Twodhee and fifty
guestionnaires were sent out while 190 were returB&cluding 7 incomplete ones, valid questionrgits3, occupy
73%.
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Research tool

The empirical part of this study uses inventorizexperiment the relationship between subordinateahd Y
attributes, leadership behaviors, and leadershipctafeness. This study uses the 5-part inventdhe first part,
Leadership Behaviors Inventory, uses qualitatiadistics to evaluate leaders’ behaviors of Chirtgped leadership.
As to the inventory of the role of mentor, the \ealf Cronbachy is 0.9699; the inventory of the role of pareng th
value of Cronbaclx , 0.9583; the inventory of the role of monarch tia¢due of Cronbach: , 0.9525. In terms of the
analysis of validity, the variable value of eadlusture and orientation is the role of mentor, 82.2he role of monarch,
62.2%, and the role of parent, 67.3%. All these stimt/the variable value of each structure and dviergentory is all
up to 60[7]. The second part, The Employees’ LedfeMaturity Inventory, uses qualitative statistitcs evaluate the
maturity of employees’ work and psychological mayuryang Hwang-Hong (1988) chose the 104 elemgrgahools
in Taipei, and sampled 930 teachers as researdcttebjThe value of Cronbaehin psychological maturity and job
maturity is 0.944 and 0.916 respectively. The thpedt is Leadership Effectiveness Inventory, credig Chang Su-
Xuan[2] and Kang Tze-Li[7]. As to the Inventory @bal Achievements in an Organization, the valu€hbacho is
0.9751. As to the Inventory of Satisfaction of idual Needs, Cronbaahis 0.9713 while the value of Cronbaglof
overall inventory is 0.9713.The validity analysi®rh two aspects is 76.1% and 69.7%. The fourth Eadbiout
background variables, including the variables aflers’ backgrounds and subordinates’ backgroumdbsttee fifth part
is about individual variables of employees.

Research delimitations and limitations

In terms of research content, for the purpose dewstanding the interactions between leaders frelift levels
and employees, the test method is to have the whesfill in the inventory choose familiar directaléers answering
questions based on their leaders’ basic informatieaders’ leadership behaviors, leadership sdnatleadership
effectiveness, and background information. Researgjects are from ten manufacturing factories ie tha-Fa
Industrial Park. Leaders in each factory made thwin decisions to take samples from their factoridss shortcoming
had not been overcome by researchers. Therefersathpling might not be able to represent all pe=opl

RESEARCH FINDING

Analysis of sampling structure

This study takes samples from 10 manufacturingoféet in the Da-Fa Industrial Park, and conducts th
guestionnaire. 250 questionnaires were sent odt,186 were returned. The valid rate, excluding®implete ones, is
73% based on the 183 valid questionnaires. Strdcstaitistics of samples are conducted accordinthéoreturning
valid questionnaires, such as Table 1. Table 1 shihat in the distribution of attributes of effeetisamples, Y
occupies the most, 82.5% while the X the least, %7 B terms of marital status, the married ranks lpemi, 77.6%
while the single, 21.9%. As to the age distributiolgst employees are at age of 29-33, occupying¥38véhile the
ones under 28 occupy the least, 15.8%. As to sepni@inployees working over 5 years account forriuest, 36.6%
while the ones working over 16 years account fer [dast, 11.4%. The size of the company mostly lgslda large
enterprises, 59% while small-and-medium enterprisg®unt for the least, 59%. Technical jobs make &7%, the
highest percentage, while the back-up jobs mak27ugo.

The relationship between employees of X and Y attoutes and Chinese-typed leadership behaviours

The differences between employees of X and Y aited and behaviors of Chinese-typed leadershipbean
obtained by running Multivariate Analysis and tttess to employees with different attributes, Yrigtite, M=3.83, is
higher than X attribute, M=3.52, in terms of “thae the mentor.” Concerning “the role of parent,attribute, M=3.77,
is higher than X attribute, M=3.45, while for “tliele of monarch,” Y attribute, M=3.85, is highermthX attribute,
M=3.52. Overall, Y attribute, M=3.81, is higher th¥ attribute, M=3.50, and both of them reach digant levels. See
table 1.
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Table 1 Different employees of X and Y attributes iad their feelings toward leadership behaviors

X Y t Eta square

The role of mentor -2.46* .03
Mean 352 3.83
SD .88 .80

The role of parent -2.48* .03
Mean 345 3.77
SD 91 .85

The role of monarch -2.60* .04
Mean 352 3.85
SD .85 .84

Chinese leadership -2.60* .04
Mean 350 381
SD .83 .80

*P<.05

The relationship between the level of employees’ rhaity and Chinese-typed leadership behaviors
Different “level of employees’ maturity” is divideishto four scales, M1: job and psychological imnnigy M2:

job immaturity and psychological maturity, M3: jofaturity and psychological immaturity, M4: job apslychological
maturity. When Multivariate Analysis was used forabysis, the level was significant, Wilkst.666. When it was
further analyzed with one-way ANOVA, the result®wid that in terms of “the role of mentor,” “thde®f parent,”
and “the role of monarch,” the feelings of emplay/@eth different maturity toward Chinese-typed legsthip behaviors
had significant differences. Scheffe method wadieggo make further analysis, and the findingsidated that at all
levels, M4 was higher than the other three. SedeTalor detalils.

Table 2 Different employees’ maturity and their feéings toward leadership behaviours

M1 M2 M3 M4 F Eta square Post-comparison
mentor M2>M1
M3>M1
Mean 3.073.62 3.37 4.13 24.22* .29 M4>M1
SD .76 .77 .62 .70 M4>M2
parent M2>M1
Mean 3.033.58 352 4.10 22.11* 27 M4> M1
SD .81 .82 .67 .75 M4>M2
monarch M2>M1
Mean 3.103.61 3.73 4.15 23.46* .28 M4> M1
SbD .77 .83 .60 71 M4> M2
leadership M2>M1
M3> M1
Mean 3.073.60 3.67 4.13 25.96* .30 M4> M1
SD .75 .78 .59 .66 M4> M2

*P<.05
Notes: M1: job and psychological immaturity, M2:bjemmaturity and psychological maturity, M3: job
maturity and psychological immaturity, M4: job apslychological maturity.

The relationship between employees of X and Y attoutes and leadership effectiveness

The values for the independent variables of indigldX and Y attribute” at all levels of leadersheffectiveness
are as follows. Statistical analysis shows thajoatl achievement level, Y attribute, M=3.89, ishH@gthan X attribute,
M=3.62. At the level of satisfaction of memberseds, Y attribute, M=3.83, is higher than X attrdaut=3.51, while
Y attribute, M=3.86, is higher than X attribute, BI§7, at the level of overall leadership effecteen All the values
have reached the significant level. See Table 8létails.
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Table 3 Different employees of X and Y attributes ad leadership effectiveness

X Y t Eta square
Goal achievement .03
Mean 3.62 3.89 -2.17*
SD .86 .81
Satisfaction of embers’ needs .03
Mean 3.51 3.83 -2.50*
SD
Overall leadership effectiveness .03
Mean 3.57 3.86 -2.37*
SD .86 .82

*P<.05

The relationship between employees’ maturity and Edership effectiveness

Different “level of employees’ maturity” is divideishto four scales, M1: job and psychological immnigy M2:
job immaturity and psychological maturity, M3: jofaturity and psychological immaturity, M4: job apslychological
maturity. When Multivariate Analysis was used farabysis, the level was significant, Wilkst.670. When it was
further analyzed with one-way ANOVA, the resultowied that in terms of “Goal achievement,” “Satisifaic of
members’ needs,” and “Overall leadership effectdsm;’ the leadership effectiveness of employeeh ditferent
maturity toward Chinese-typed leadership behaviaig significant differences. Scheffe method wadieggo further
make further analysis, and the findings indicateat tn all levels, M4 was higher than the othee¢hrSee Table 4 for
details.

Table 4 Different employees’ maturity and leaderstp effectiveness

M1 M2 M3 M4 F Eta square Post-comparison
Goal achievement 31 M3>M1
Mean 3.16 3.60 3.90 4.23 26.80* M4> M1
SD 84 65 .53 .65 M4> M2
Satisfaction .26 M3>M1
Mean 3.12 3.53 3.71 4.14 20.61* M4> M1
SD M4> M2
Overall effectiveness .29 M3>M1
Mean 3.14 3.56 3.80 4.19 24.25* M4> M1
SsbD .80 .70 .57 .70 M4> M2

*P<.05
Notes: M1: job and psychological immaturity, M2:bjemmaturity and psychological maturity, M3: job
maturity and psychological immaturity, M4: job apslychological maturity.

The relationship between Chinese-typed leadershipehaviors and leadership effectiveness

For the purpose of understanding the relationsbhipiben employees’ leadership effectiveness andeSaityped
leadership behaviors, the value of the feelingtheftestee at all levels of Chinese-typed leadeiiséhaviors is divided
into the high, medium, and low groups. The divisioethod is to rank the number from the high, mediohow groups.
The first 33% belongs to the high group; the last3#longs to the low group while the rest is untierrhedium group.
In Multivariate Analysis, the high, medium and Igwoups at all levels of “the role of mentor,” “thele of parent” and
“the role of monarch” are dependent variable wh8atisfaction of members’ needs” and “Goal achiegathin the
aspect of leadership effectiveness are independeiatbles. The results of analysis showed that $Wilkor “the role of
mentor” was .853, for “the role of parent” .879 afud “the role of monarch.” All the numbers haveached a
significant level. The results of further analysith One-way ANOVA indicated that individual feegja toward
Chinese-typed leadership behaviors all fell in lifgh group in terms of “the role of mentor,” “thele of parent” and
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“the role of monarch.” As to leadership effectivesethe figures at “Satisfaction of members’ neeaist “Goal
achievement” are both higher than the low group, r@ach the significant standard. See Table 5dtails.

Table 5 Different Employees’ Feelings Toward ChinesTyped Leadership Behaviors

High Medium Low F Eta square Post-comparison
3 2 1
The role of mentor
Goal achievement 4.51 3.86 2.90 135.36* .07 2>13>13>2
Satisfaction 4.45 3.74 2.83 104.78* .09 2>13>13>2
Overall effectiveness 4.48 3.76 2.89 125.61* .08 2>13>13>2
The role of parent
Goal achievement 4.51 3.83 291 119.84* .03 2>13>13>2
Satisfaction 4.47 3.72 2.82 114.87* .07 2>13>13>2
Overall effectiveness 4.49 3.77 2.86 124.46* .05 2>13>13>2
The role of monarch
Goal achievement 4.40 391 2.89 111.28* .03 2>13>13>2
Satisfaction 4.34 3.79 281 97.14* .06 2>13>13>2
Overall effectiveness 4.37 3.85 2.85 109.69* .05 2>1 3>1 3>2
*P<.05
CONCLUSION

I. Different Chinese-typed leadership behaviorsl lEasignificant differences in leadership effeetiess.

Il. The relationship between employees’ X and Yriladttes, Chinese-typed leadership behaviors andelship
effectiveness

A.Employees’ X and Y attributes have significarffetiences in leadership effectiveness. The le&ifeesffectiveness
of employees with the Y attribute is significarttigher than that of employees with the X attribute.

B.Employees with X and Y attributes have differfaglings toward the Chinese-typed leadership behawf “the role
of mentor,” “the role of parent,” and “the role wionarch.” Employees with the Y attribute have digantly more
positive feelings than employees with the X attiibou

lll. The relationship between individual maturi§hinese-typed leadership behaviors, and leadeedfaptiveness.

A.The higher maturity an individual has, the higtiex leadership effectiveness he has. People hdtlthighest maturity
also have the highest leadership effectivenessilvedigh mature people rank second while the lezsture people
have the lowest leadership effectiveness.

B.In terms of Chinese-typed leadership behavioghlj mature people have stronger feelings tharsehaf medium-
high, medium-low, and low mature people.

IV. When manufacturing leaders perform more leddprbehaviors of “the role of mentor,” “the role pérent,” and

“the role of monarch,” their leadership effectivesavill also be improved.

V. All levels of “Employees’ maturity,” “Chinese{ed leadership behaviors,” and “leadership effectdss” are
significantly correlated. In other words, if empé®s have stronger feelings toward leaders’ Chitygses leadership
behaviors, the understandings of leadership effectiss will become better. Similarly, the more migtuthe
employees have, the better understandings of Ishipeeffectiveness they will have.
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