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ABSTRACT

This study use MLQ-5X scale as measurement tdotsigh empirical research, focus on under the tvarking
relationship "generally superior" and "direct sup@or”, subordinates to superior’s transformatiorehdership,
transactional leadership behavior and the laiss@refleadership behaviors cognitive acuity and dtige results.
The SPSS analysis results showed that under theefge superior" relationship, subordinates feel the
transformational leadership strongest. Under théect superior" relationship, subordinates feel tlaéssez-faire
leadership behavior strongest. Independent sampiesst showed no significant differences in the aichpof
different working relationship for the performan@aitput perceive subordinates to superiors’ transadl
leadership behavior. Understanding of the workiaationship between the differentiated impacts lynfar leaders
show leadership skills and enhance leadership behaffect the effectiveness and ultimate perforogawith a
strong reference value.
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INTRODUCTION

According to social cognitive theory, rational aysaé and judgment of the mental state, motivesiatghtion made
by the individual to others affected by a numbeffagtors. Such as the external environment, mulegree of
closeness, personal qualities and so on. Therdfgudgments of different individuals of the satii@gs are often
different. Specific to the inside of public orgaaipbn, the judgment and evaluation made by subatdito the
performance of the behavior of superiors arelfirsuffer from the impact of the proximity of theorking

relationship between subordinates and leaders, ishawvhether there is direct mentoring relationshgtween
subordinates and leader’s cognition had greatemite. This makes working contacts become the nasit land
direct way of subordinate and leadership in crgatiwareness. Within the organization top-down lestdp system
is the important feature of organization exists. fr@mbers of the organization, the significant iotp leaders can
be divided into two categories of "direct leadgpshand "leadership”. Within government agencieslso true,
"direct supervisor" and "general superior" form arking relationship between a civil servants anarehthe levels
of government leaders. Whether different workinigtienship would affect subordinate in the numbee ¢eading
cognition behavioral ,direct impact on leadershighdwior issue whether the party's conduct chaiaaten

affiliated party has been effectively receive, dahi$ effectively receive play an effective role fihve leadership
behavior great significance.
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2. Theformulation and implementation of survey program

This study based on where there are differencéiseirdifferent working relationship, under the cdigmi levels of
government leaders’ behavior , conducted a quesdios survey, used SPSS software for statisticalyars, and
analysized the difference and the degree betweseadtual performance.

2.1 Variable measurement

Learn from the relevant literature, in this studyainly related to two research variables, "workietationship”
with the leadership behavior. We asked respondenjtsdge, mutatis mutandis, the description of dhestions in
the questionnaire according to the actual situatibne one whose job title is levels of governmesaders
completed the questionnaire to their own leadefsrbpthe one whose job title is work duties aa-nivil service
leaders completed the questionnaire to currenelsad

"Working relationship”, refers to the relationstiptween leaders and respondents in their daily widrkided into
"direct supervisor "and "general superior "two gatées. When the two meet one of the following digsons,
number one is considered to be the direct supervisthie respondents.

-"He/ she will be directly assigned me the taskesuise and guide my work".
-"He/ she will be associated with the work | anp@ssible and make specific comments or recommenuiiti

-"Although he/ she does not directly give me assignts, but some of my work progress still neecefrt to him/
her.

The contrary, is considered to be" generally sapeéri

For leadership behavior, we based on the mainstteaory in the field of leadership behavior - tf@ansational

leadership theory, leadership behavioral varialdes divided into the three dimensions of transfdiomal

leadership, transactional leadership behavior arssdz-faire leadership behavior, and to match thitke types of
behavioral measures and MLQ-5X scale academic widglognized as a tool of variables measured. He gl

the questionnaire consists of 36 questions, iridhma of "Likert Scale".

2.2 Sample selection and sample results

In order to make the findings point to more prominenore focused the final scope of the investagais limited in
county government; Gansu province counties condugtquestionnaire survey. In order to facilitate #itquisition

of the survey data, we have chosen to take pacbliective training institutions of the Gansu Prwial Party
School, Lanzhou Municipal Party School, Lanzhou vwérsity School of Management county leadership eadr
training, Lanzhou University, School of Economiceunty leading cadres training courses in Gansuiiee the
civil service of the county government conducteel shrvey. The survey obtained a total of 304 supgdny civil
servants, mainly related to the 16 counties/ distriremove the answers were more vacancies ameeengvalid
guestionnaires, the last valid questionnaires a& fhe effective rate was 71.1%. Samples of baarmation
shown in Table 1.

Tablel SampleBasicinformation

Variable Categories Number Per centage

Gender Male 142 65.7
Female 74 34.3
Under 30 60 27.8
31-40 years 77 35.6

Age
41-49 years 62 28.7
Over 50 17 7.9
less than 5 years 39 18.1

Length of service 6-10 years 28 13.0
11 -19 years 61 28.2
More than 20 years 88 40.7

' |, Below college 29 13.4
Educational background National Education undergraduate 102 47.2

From the statistical information of the sample, se@ see the survey data in all types of distribdisddy evenly,
there was no over-concentration. Thus, the reptaea ness of the survey data is well.
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3. The survey resultsand statistical analysis

3.1 Thevalidity and reliability of the data

In order to ensure the accuracy of the findings,finst recovered data validity, reliability testhiugh factor
analysis we examined the construct validity of tla¢a. As to factor analysis, we first scale KMO @uattlett's

sphericity test. The test results show that théesk®O value of 0.862 (greater than 0.5), Barttephericity test
significance level of less than 0.001, and theeefidata can be considered suitable for factor aisal$sibsequent
factor analysis showed that the questionnairedhe$t standardized factor loading of 0.518, in lvith the basic
requirements of metrology, indicating that the dea good construct validity, can be used in thevieup study.

Reliability analysis showed that the questionnaiverall Cronbach alpha coefficient of 0.864, reathimum total
scale reliability coefficient 0.8 requirements. T8mit-half reliability coefficient was 0.869, re@ad a higher value.
So overall, the reliability and validity of the datbtained from this survey are available for latealysis.

3.2 Relationships between results

Make sure the data reliability, validity, we sulaistthe respondents to leaders of their work, thistics show that
the number one judged to be "direct supervisor'td@l 42.6% of the respondents, the number ongegddo be
"general superior* 124 points, accounting for 57.4#4he total respondents. The statistical resoftsvorking
relationship shown in Table2.

Table2 Thestatistical results of working relationship

Working relationship | Number Proportion
Direct supervisor 92 42.6
An indirect superior 124 57.4

3.3 Leader ship behavior judgment result

We will characterize the score of the same typdeaflership behavior dimension of the problem, mtde
arithmetic average, resulting in a single sampledanh leadership behavior dimensions of the finates specific
statistical results shown in Table 3. The staédtiesults showed that the three types of leadensehavior in a
number one on leadership behavior are reflectesinRhe mean score and the plural, the respondedted the
number one leadership behavior, leader’s transfooma leadership endorsed higher than that endobsethe
leaders of the other two types of leadership betravi

Table3 Leadersleadership behavior statistics

Category Mean | Plural

Transformational leadership  3.52%0 4.00
Transactional leadership 3.3812 3.33
Laissez-faire leadership 3.2060 3.00

In accordance with the high proportion of what kafdeadership behavior will be number one for tle@efit of the

standard of what kind of leader further classifiedthe statistical results, the attribution of thember one type of
leadership can be obtained, in the eyes of th@imti number one biased in favor of what typeeaflership. Type
of leadership shown in Table 4.

Table4 Type of leadership

Thetype of leader ship Freguency | Percentage
Transformational Leadership 105 48.6
Transactional Leadership 48 22.2
Laissez-faire leadership 63 29.2
Total 216 100

The above table shows that 48.6% of the numbelisodetermined to be a transformational leaderghip highest
proportion; 29.2% of the number one is determirtethissez-faire leadership, followed by specifiangty; 22.2%
of the number one is judged to be transactionaldeship, the lowest proportion.

3.4 Theworking relationship between leader ship behavior s cognition

3.4.1 Transformational leader ship dimension

We used T-test to determine whether the workingti@iship between the difference in perceptioneafdership
behavior had a significant effect under two worknedationship, respondents leaders transformatitazdership
behavior cognitive outcomes. The specific testltesue as follows.
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According to the test results, the working relasioip between the perception of transformationaldeship have a
significant effect (t = 2.317, p <0.05). "Directpmurvisor" and "general superior” relationship resjents perceived
leader’s transformational leadership role is vdgac Combined with cross-analysis results showmahle 5. We
can further see, when the leaders as subordingés®etal superior" subordinate leaders transformaltiteadership
perception clearer, seven percentage points hitpaer the direct supervisor relationship. In otherdg, the more
"general superior" relationship, the subordinatedér transformational leadership more sensitive, ligher the
degree of effective reception signal that typeetidvior.

Table 5 Working relationship with the type of leader ship to determine the cross-Analysis

Total leadership type
Transformational Transactional laissez-faire Total
leadership leadership leadership
. . Number 41 20 31 92
. Direct higher
working Percentage | 44.6% 21.7% 33.7% 100.0%
relationship Generally Number 64 28 32 124
higher Percentage| 51.6% 22.6% 25.8% 100.0%

3.4.2 Transactional leader ship behavior dimension

We used T-test to test two working relationshgspondents were also leaders transactional leapdrshavior
cognitive results of the independent samples .€keresults are as follows. According to the tesult of different
working relationship between the perceptions ohseztional leadership behavior had no significdfece (p>
0.05). "direct supervisor" and "general superioglationship respondent’s perceived leader’s traisesd
leadership behavior had no significant effect. Corat cross analysis results, we can further seenvdaders as
subordinates "general superior" subordinate leadesarsactional leadership behavior perception aedceived
percentage of the direct supervisor relationshigery close, there is no obvious of the type.

3.4.3 Laissez-faire leader ship behavior dimension

Finally, we used T-test to test two working relaship, respondents leaders laissez-faire leadetséli@mvior
cognitive results were independent, the test result as follows. According to the results, thekivay relationship
between the perception of the laissez-faire ledujetsehavior have a significant effect (t = 1.99%0.05). "Direct
supervisor" and "general superior”" relationshigpoeslents perceived number one role is very cldasda-faire
leadership behavior. Combined with cross-analysssilis, we are able to see further, when the numberunder
the "direct superior, subordinate leaders laiss@ge-fleadership behavior perception clearer, highan the direct
supervisor relationship eight percentage pointather words, the relationship between the morectlisupervisor,
subordinate laissez-faire leadership behaviorHerleader of the more sensitive, the higher theedegf effective
reception signal that type of behavior.

CONCLUSION

From the survey results it shows that: the workiglgtionship between superiors and subordinatee #re obvious
affecting the transformational and laissez-fair@dkrship behavior cognition on superiors, no sigaitt effect on
cognition of transactional leadership. Such a sitaas resulted from different working relationghand the density
of the differences between leaders and subordinates

From the leader - member exchange theory as tlestibid, we can more clearly understand the caus#sso
situation. Leader - member exchange theory ori§ith® assumptions that differences in the inteoactietween the
leader and subordinate are individual. The thesriound that the leader is not an average, the gattern and
treats all subordinates, will form a specific relaship between the leader and any subordinateddrei the
performance of each relationship are not the shimesubordinates care or concern is always higiaar the others
affiliated with his subordinates relationship isvals better than with some more intimate. Througgearch, the
theory of the interaction between the leaders wiingle subordinate divided to two categoriessidet relations
and insiders. The more insiders, the leader in rataieding the more figurative, on the contrary, iti@re abstract;
more insiders, the leaders - members of the hitjteedegree of interactive exchange.

Relying on this theory, we can find that the di#fiece in the working relationship between the swpgrand
subordinates is actually a direct impact on thetexnand methods of social exchange between leaaiwds
subordinates. Leaders and subordinates as "genevafierior” relationship, the leaders of subordinabften
through speech, to create a sense of atmospherscaim$piring ways to achieve, basically there dsdirect or
face-to-face communication. The subordinate cognikis leader's leadership style more through lanmge
observation or reference from others, subordinatmime the member of "insiders” just by chance. dégree of
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exchange between leader and members is relatieelyUnder this working relationship, subordinatedgnition of
his leaders often tend to be conceptualization. mhero leadership style, such as charisma, visicentive, would
have a relatively deep impression.

When the leaders and subordinate is in the dingeérsisor relationship, the leadership on subotdmas usually
through direct face-to-face communication chantelachieve. The subordinate knows his leader’sdesdmp style
by specific tasks or events, as well as a clos&. |SGubordinate is easy to become "insiders", bsb greatly
enhance the degree of leader - member exchangéats/ely high. Under this working relationship bsudinates'
perceptions of leaders are more specific and @etaispecially when leader gives them reward amne, even
leader’s insufficiencies, such as delays in denisiaking, to evade responsibility belong to laiskez leadership
behavior, will get a relatively clear impressiorhefefore, the leadership behavior of concrete aispesuch as
transactional and laissez-faire leadership behaviben the working relationship between leaderssarmbrdinates
is " generally superior”, due to the direct contaetween each other and exchange few, subordinfitas difficult
to detect this two types of leadership behaviomelats, but clearer perception of transformatioealdership
behavior of some elements, such as charisma, viisgamtive.

Therefore, as a leader, should recognize thisrdifilee affect by the working relationship and pdgrdton to their
behavior under different working relationship withbordinates. Transformational leadership thesgaech results
show that only transformational and transactioreddership can enhance the subordinate’s job saimia
subordinate trust, organizational commitment arghoizational performance output. And laissez-fégadership
behavior has a weakening effect on the above-meadielements. Therefore, to highlight leadership, groper
guidance from leader to subordinate needs to bedbarm different working relationship. Leaser shoalbose
behavior according to the subordinate’s differdatia So as to achieve efficient leading authotiten forward
operation of the organization and performance.

In summary, this study analysis of superior-submatsi working relationship between the differencthacognition
aspects of leadership behavior, but the surveltstd some shortcomings. First, the survey is ndevenough
range, involves only a part of the counties of GaRsovince. In the future, we should expand theecage of the
study sample. Secondly, the division of leaderdigpavior tends to academic, not specific enough.stuild
further refine the leadership behavior type aceggdo actual government work.
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