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Galton (1869) 1% 47 %Jz R A A g £ B AEG Pt oo
Carlyle (1841a,b) # A 1325 (Great man theory) | » 325 ¢ *}5”3{
A BZE s ipd A FAR 4% B (Personal attributes ) £ % 2 o 4
(Divine inspiration) - Weber (1921) * Charisma fir+ # 1) ch4g %—‘5 ’
Charisma 4! 5 * 2% » 4 B4 chdF w4 pR - )i 3 A0 2 i
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A DET R T AFRDT R EHETE zkfj*um% F - Stogdill (1948)
A7 S 1 (Traits of Leadership) jFih 5 637 0 232 AL g F B ~ 474 »

BB e BLE AL o
AR i,a:—*f e1{7 5 (Leader behavior approach)

Lewin, Lippitt and White (1939) #-4F ¥ chh $4 5 3% : A 8 5 &
F1A3) ~ R AA) 2 E 2xix A o Likert (1955) #-4f %;ﬁ [ RER=E 201 WA SRINP:
1 i g @ < (Job-centered), £ " F 1 & ¢ < (Employee - centered) |

B T P R 44 R 10 & 448 = ;¢ (EXploitative authoritative ) ~

A foZ 415 (Benevolent authoritative ) ~ % 2 27 7% (Consultative) 12 2

(Lﬂ

4 %2238 (Participative ) - Halpin and Winer (1957 ) # 4 = o
g & & % > 2R 7 5 (Initiative of structure ) 22 B 1% = 5 ( Consideration
behavior ) - BN ERLY S RRESIHECRERALF B RN
HTHEL B L4 T E% 5 5 2% (Two-dimension theory ) «
Blake and Mouton (1964 ) #-4f %ﬁ B3 e I8 & R ¥ A Gl S AR LR
AR SRR A FRER AP EAFL T g8l
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1970) - A AR R g pics @ 45 22 - |+ (Acceptance and empathy ) ~ #ig £2
2 % ( Awareness and perception ) -~ -k #% ( Commitment ) ~ #£ & it *
( Conceptualizing )~ £ 2 z_ @ (Foresight )~ +% 4k ¥7 PR 52 ( Healing and serving ) ~
¥ B, 22 By % (Listening and understanding ) ~ 3R (Persuasion )~ 3 i ( Trustees)
( Greenleaf, 1970; Sendjaya and Sarros, 2002 ; Liden etal., 2014 ) o F]pt » # &
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B ¢ Wik N4 # (Paternalistic leadership)
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AR ehg i@ oo Fpt o 45k & (Benevolence ) ~ 48 (Moral ) & = =
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