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Abstract. Newcomers will have high expectations for their careers, In order to
better understand the relevant factors affecting career growth prospects, this arti-
cle is based on role identity theory, through three-stage data collection, an empir-
ical test was conducted with a sample of 875 new employees who had been em-
ployed within one year. This study found that compared with poor and task-ori-
ented leadership styles, country club and team leadership styles have a greater
impact on the career development prospects of new employees; country club and
team leadership styles have a positive impact on employees' career development
prospects, while poor Leadership style and task-oriented leadership styles have a
negative impact on employees' career development prospects; job role identifica-
tion partially mediates the relationship between the four leadership styles and
employees' career development prospects.
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1 Introduction

New employees' initial entry into an organization can generate job stress due to insuf-
ficient information and new interpersonal relationships.Therefore, how to retain new
employees and fulfill their career aspirations has become a key focus in modern man-
agement research.Previous research on employees career development prospects has
primarily focused on causal relationships, which can be broadly categorized into three
types: organizational factors, leadership styles, and individual factors. Empirical stud-
ies have explored the connections between organizational-level variables (such as ca-
reer development policies and organizational environment) or individual-level factors
(including tenure, self-efficacy, and psychological commitment) and employees career
development prospects . As for individual employees, having a good perception of ca-
reer development prospects will increase employees' work engagement and work initi-
ative (Japor, 2021)!!!. Leaders need to pay attention to the relationship with their sub-
ordinates and enhance the supportive work environment as much as possible if they
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want new employees to better adapt to the environment after entering the organization
and consequently bring about better job performance (Fang et al., 2021)12,

The Management Grid Theory suggests that corporate leaders may exhibit both task-
oriented and relationship-oriented leadership styles, and neglecting either dimension
could be inappropriate (Fisher, 2009)B].The current research on the mechanism of the
relationship between leadership style and employees career development is still insuf-
ficient. Based on the role identification theory, this paper explores the influence mech-
anism of different leadership styles on employees career development under the man-
agement grid theory framework by taking the role identification as a mediator variable.

2 The Oretical Grounding

2.1  The Relationship between the Four Leadership Styles and Career
Prospects under the Management Grid Theory

The management grid theory, proposed by Blake and Mouton (Blake and Mouton,
198 1), skillfully avoids the two extreme tendencies of organizational leaders in their
work: either being production-oriented or people-oriented. The theory suggests that
there are multiple leadership style combinations that balance both production orienta-
tion and humanistic care.

Relationship-oriented rural club-type and team-type leaders tend to offer more en-
couragement and less criticism to new employees. This high-quality leader-member
exchange relationship enables new employees to feel stronger support and confidence
(Xiao Tun and Jiao Jiao, 2021)P!. In contrast, poverty-oriented and production-oriented
leaders lack emotional communication with employees, focusing solely on task com-
pletion and basic compensation . This relational model makes it difficult to foster re-
ciprocal behavior between leaders and subordinates.The scarcity leadership style is
characterized by inadequate attention to both task execution and subordinate relation-
ships. Such leaders neither engage in their teams work nor respond to their needs . In
contrast, relationship-oriented leaders (e.g., country club and team leaders) provide
comprehensive support for new employees in both professional and personal aspects,
focusing on their career development and personal growth to offer emotional resources.
Based on the aforementioned theory, we propose the following hypotheses:

H1. The impact of rural club and production leadership styles on the career develop-
ment of new employees is more significant than that of poor leadership styles.

H2a.The rural club leadership style has a significant positive impact on employees
career prospects.

H2b. Team leadership style has a significant positive impact on employees career
prospects.

H2c. The study finds that the poor leadership style has a significant negative impact
on employees career prospects.

H2d.Production-oriented leadership style has a significant negative impact on em-
ployees career prospects.
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2.2 The Mediating Role of Role Identity

According to role identity theory, job role identity refers to an individuals self-identity
confirmation in the workplace, reflecting their expectations of the job role (Bing Yam-
ing, 2020)°). Leaders with inadequate capabilities neither reasonably assume their re-
sponsibilities nor delegate them to subordinates, showing little expectation for their
performance. This leadership style leads to frustration among employees due to a lack
of motivation to change the status quo, which subsequently affects their self-role per-
ception.

Besides,Multiple empirical studies have demonstrated a significant positive correla-
tion between role identity and employees motivation, job performance, and loyalty.As
an emotional link between the organization and the individual, job role identity, on the
one hand, can increase proactive behavior when new employees are full of positive
emotions about their work (Zhang et al., 2022)" Based on this, the present study pro-
poses the following hypotheses:

H3a.The relationship between the rural club leadership style and the employees ca-
reer development prospects is mediated by the role identity.

H3b. Job role identity mediates the relationship between team leadership style and
employees career prospects.

H3c. Job role identity mediates the relationship between poor leadership style and
employees career prospects.

H3d.Job role identity mediates the relationship between output-based leadership
style and employees career prospects.

The research model of this study is shown in Figure 1.

Four leadership styles under

the management grid
* country club leadershi . . . | I career growth
* team lzadership ’ —| job role identity prospgects
* Impoverished leadership

* Produce leadership T
|

Fig. 1. Research model

3 Methods

3.1 Participants and Procedures

This study employed a questionnaire survey method to collect data, conducting a sam-
pling survey of enterprises in Shanghai, Jiangsu Province, and Anhui Province.
Through thorough communication with the enterprises, the list of new employees
(within one year of employment) eligible to complete the questionnaire was finalized,
and data was collected through on-site distribution. The study was divided into three
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phases, each conducted with a one-month interval. Phase 1 (Time Point 1): Employees
completed questionnaires on relationship-oriented leadership, task-oriented leadership,
and demographic characteristics, with 1,000 questionnaires distributed and 875 valid
responses collected. Phase 2 (Time Point 2): Employees completed a job role identifi-
cation questionnaire, with 875 questionnaires distributed and 754 valid responses col-
lected. Phase 3 (Time Point 3): Employees completed a career development prospects
questionnaire, with 754 questionnaires distributed and 684 valid responses collected.

3.2 Measures

All the scales used in this study were selected from representative foreign literature. All
the scales were scored by Likert-7 scale, the range of which was from 1 (strongly disa-
gree) to 7 (strongly agree).

Relationship-oriented leadership. This study adopted the scale developed by Wang
et al. (2011)®], with a consistency reliability coefficient of 0.873.

Task-oriented leadership. This study adopted the scale developed by Wang et al.
(201 1)), with a consistency reliability coefficient of 0.938.

Job role identification: This study employed the scale developed by Saleh and Hosek
(1976)), with a consistency reliability coefficient of 0.785.

Career Prospects. This study employed the scale developed by Reiche et al. (2011)®],
which demonstrated a consistency reliability coefficient of 0.904.

Control variables: Following previous research (Reiche et al., 2011)®, this study
included employee gender, age, and education level as control variables to exclude the
influence of specific demographic factors and other variables on the aforementioned
indicators.

4 Results

4.1 Common Method Bias Test

Since the sample data were presented in the subjects' self-reported manner, in order to
avoid the effect of common method bias, this study was assessed by Harman's single
factor test (Podsakoff, Organ, 1986)!'), and all the measured question items were sub-
jected to factor analysis, and the first factor variance explained 33.50% in the unrotated
case, which did not account for the majority of that the validity. Therefore, the data in
this paper is not affected by common method bias.

4.2  Confirmatory Factor Analysis

In order to examine the differentiation between the four variables of relationship-ori-
ented leadership, task-oriented leadership, job role identity, and career development
prospects, this study conducted a confirmatory factor analysis (CFA) on the above var-
iables using Mplus 7.0. The results showed that the hypothetical four-factor model fits
the data best compared to other alternative models (32 = 280.821, df = 84, RMSEA =
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0.059, CFI = 0.970, TLI = 0.963, SRMR = 0.036) and significantly outperformed the
other models, indicating that each of these four variables represented different con-
structs. The results of the analysis are shown in Table 1.

4.3  Cluster Analysis of Leadership Styles

This study selected the relationship-oriented leadership and task-oriented leadership to
represent four different leadership styles, and used SPSS 24.0 statistical software to
cluster the leadership style of leaders by K-means method.

A two-way two-way combination analysis of relationship-oriented and task-oriented
leadership identified four distinct leadership styles: rural club style, team style, poverty
style, and production style. The rural club style, characterized by relationship-oriented
leadership, scored above the sample mean, while the production style, which performed
below the sample mean, scored 167 points. As shown in Table 2, employees influenced
by different leadership styles exhibited significant differences in career development
prospects (F =41.88, p <0.001).

4.4  Descriptive Statistics

Table 2 presents descriptive statistics for each variable, including means, standard de-
viations, and correlation coefficients. As shown in Table 3, rural club leadership style
exhibits significant positive correlations with both role identification (r=0.17, p<0.01)
and career development prospects (r=0.21, p<0.01). Team-oriented leadership style
also shows significant positive correlations with these two indicators (r=0.20, p<0.01;
r=0.16, p<0.01). In contrast, negative leadership style demonstrates significant negative
correlations with both role identification (r=-0.26, p<0.01) and career development pro-
spects (r=-0.30, p<0.01). Task-oriented leadership style similarly shows significant
negative correlations with these two indicators (r=-0.22, p<0.01; r=-0.18, p<0.01). No-
tably, employees role identification shows a significant positive correlation with their
career development prospects (r=0.33, p<0.01). These findings preliminarily validate
the research hypotheses of this study.

4.5 Hypothesis Testing

The results of the multiple comparative analysis are shown in Table 2. Compared with
the impoverished leadership style and produce leadership style, the level of career de-
velopment prospects of employees under the country club-based leadership style and
the team leadership style are higher and significantly different (p < 0.001). In addition,
the level of career development prospects of employees under the country club-based
leadership style is significantly higher than that of the team leadership style, therefore,
Hypothesis 1 is verified.

As shown in Table 4, the rural club leadership style demonstrates a significant posi-
tive impact on employees career development prospects (f = 0.22, p<0.001), confirm-
ing Hypothesis 2a. This leadership style also positively influences employees job role
identification (B = 0.16, p<0.001), which in turn enhances their career development
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potential (B = 0.34, p<0.001). When both the rural club leadership style and job role
identification are considered, the results reveal a significant positive correlation be-
tween job role identification and career development (B = 0.31, p<0.001). To further
examine this mediating effect, a bootstrap analysis was conducted, showing that the
rural club leadership style indirectly significantly impacts career development through
job role identification (B = 0.12, [0.070,0.174]), thereby validating Hypothesis 3a.

The positive impact of team leadership style on employees career development pro-
spects is statistically significant (f = 0.14, p<0.001), confirming Hypothesis 2b. Team
leadership style also positively influences employees job role identification (f = 0.20,
p<0.001). When including both team leadership style and job role identification, the
results demonstrate that job role identification significantly enhances career develop-
ment prospects (f = 0.32, p<0.001). To further examine this mediating effect, a Boot-
strap analysis using Process revealed that team leadership style indirectly affects career
development through job role identification (B = 0.14, [0.086,0.200]), validating Hy-
pothesis 3b.

The negative impact of leadership style deficiency on employees career development
prospects is statistically significant (f = -0.30, p<0.001), confirming Hypothesis 2c.
Similarly, leadership style deficiency significantly negatively affects employees role
identification (B = -0.26, p<0.001). When both leadership style deficiency and role
identification are considered, the results demonstrate that role identification has a sig-
nificant positive effect on career development prospects (= 0.28, p<0.001). To further
examine this mediating effect, this study employed Process for Bootstrap analysis, re-
vealing that leadership style deficiency indirectly influences career development pro-
spects through role identification (f = -0.25, [-0.367, -0.150]), thereby validating Hy-
pothesis 3c.

The negative impact of production-oriented leadership style on employees career
development prospects was statistically significant (f = -0.17, p<0.001), confirming
Hypothesis 2d. While this leadership style negatively affected employees job role iden-
tification (B = -0.21, p<0.001), the results demonstrated a significant positive correla-
tion between adopting production-oriented leadership style and job role identification
(B =0.32, p<0.001). To examine mediating effects, this study employed the Process
method for self-help analysis, revealing that production-oriented leadership style indi-
rectly influences career development prospects through job role identification (B = -
0.16, [-0.230, -0.098]), thereby validating Hypothesis 3d.

Table 1. Confirmatory factor analysis results

model v df RMSEA TLI SRMR
four-factor model (ROL, TOL, WRI, CPP) 280.821 84 0.059 0.963 0.036
three-factor model (ROL + TOL, WRI, CPP) 2523988 87 0.203 0.553 0.157
two-factor model (ROL + TOL + WRI, CPP) 3002.534 89 0.220 0478  0.172
one-factor model (ROL + TOL + WRI + CPP) 3974.189 90 0.252 0.312  0.202
Note: N=684, ROL=relationship-oriented leadership, TOL=task-oriented leader-
ship, WRI=work role person identification, CPP=career development prospects
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Table 2. The mean and multiple comparison analysis of the career development prospects of
employees under the four management types

Career prospects per-

Multiple Comparison Analysis

category ceptions management management Average difference
(M£SD) type (1) type (J) (1-J)
country "
club 5.23+0.81 country club team 0.19
team 5.04+1.05 Impoverished 1.35"
Impover- 3.88+1.00 Produce 0.72°
ished
Produce 4.51£0.97 team Impoverished 1.16™
Produce 0.53"
F 41.88™" Impoverished Produce -0.62™
Table 3. Descriptive statistics and correlation analysis results
M  SD 1 2 3 4 5 6 7 8
1.gender 148 0.50
2.age 362 140 0.05
3.education 238 0.78 0.02 017"
4county o4 043 006 001  0.10°
club
5.team 041 049 -0.04 -0.08 0.03 048"
6. Impover- - -
ished 0.10 030 -0.04 0.07 -0.06 019" 028"
7.produce 024 043 0.02 0.04 009° 032" 048" 0.19%
8. job role - o o - -
identity 580 098 0.02 0.06 0.14 0.17 0.20 026 022"
9. career ) ) ) )
growth pro-  4.84 1.05 010°  0.14" 0.08 0.21 0.16 030" 018" 0.33
spects
Table 4. Hierarchical regression results
job role identity career growth prospects
Ml M2 M3 M4 M5 M6 M7 M8 M9 MI0 MIl MI2 MI3 M4 MI5
control
variable
gender 020 oio 020 oio 020 0;1 0;1 ojg 0;1 0.£)9 0.:10 0.:11 0.:10 0.:11 0.:10
0 0 9 1
weo GO E S o o e e axs e egs ou o
educa- 01 0.1 1 0l 01 00 00 00 00
o = S R " p P 005 001 000 001 001  0.00
inde-
pendent
variable
country .1 0.2 0.17
e o
team 04*2* 04*1* 0'98
0 4
Impover- p
ished e e 023
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produce 0.2 0.17 0.10
1 o =
mediat-
ing vari-
able
job role 0.34 0.31 0.32 0.28 0.32
identity o wax aar - P
R? 030 050 0%0 Oéo 0%0 030 080 050 Oél 0.06 0.14 0.17 0.15 0.19 0.15
AR? 020 040 050 040 050 020 Oéo 0.03 0.11 0.14 0.12 0.16 0.12
F 6.4 9.2 }‘é* ;Z* ;; 7.4 ;g* 9.3 %g* 10.8 28.2 27.6 23.6 31.9 24.4
e g 0 7o 9 it 9 2 5o 5o oo = PR

Note: N = 684, *¥%p<0.001, **p<0.01, *p<0.05

5 Conclusion

The study reveals that relational leadership styles exert a more substantial influence on
new employees career development prospects compared to impoverished and produc-
tion-oriented leadership styles, with significant variations in their impact. Different
leadership styles demonstrate differentiated effects on career advancement. Rural club
and team-oriented managers effectively foster new employees professional growth,
whereas impoverished and production-oriented managers tend to hinder it. Research
indicates that job role identification mediates the relationship between leadership styles
and career development: rural club and team managers enhance career prospects by
reinforcing employees job role identification, while impoverished and production-ori-
ented managers weaken this identification, thereby constraining career progression.In
addition, organizations should pay attention to the importance of developing role iden-
tity for new employees in new work situations. Managers should gain an in-depth un-
derstanding of the problems and difficulties encountered by employees in the work pro-
cess, strengthen their care and support, stimulate employees' identification with the or-
ganization, and improve their insider identity (lee et al., 2021)['"), so that new employ-
ees can better understand the characteristics of their work tasks and identity.
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