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With the continued economic downturn, coupled with the slowdown of domestic economic development and fierce market
competition, the development of small and medium-sized enterprises has become more and more difficult. Because the financial
background and operating strength of small and medium-sized enterprises are far inferior to large-scale enterprises, coupled with
the influence of global economic integration, many small and medium-sized enterprises have gradually closed down. Therefore,
exploring the entropy coupling algorithm is of great significance to the role of corporate leadership strategy management. This
paper studies the coupling conditions and coupling process of corporate strategy and business model, builds a new coupling
model, and goes deep into the coupling model to study the cooperation mechanism between its internal modules and initially
builds the company to break through the two major dilemmas at the same time. This paper uses entropy theory to evaluate
corporate leadership strategy, constructs an evaluation index system based on entropy, determines the weight of each index, and
calculates the entropy value. This paper uses the alpha coefficient to test the reliability of the questionnaire. The value range of o
coeflicient is [0, 1], and different values represent different reliability. Large enterprises as a whole are mostly in the highly coupled
(41.80%) and moderately coupled (27.34%) stages; medium-sized enterprises as a whole are mostly in the highly coupled (39.50%)
and moderately coupled (31.50%) stages; small enterprises as a whole are mostly in the moderately coupled (39.50%) and
moderately coupled (40.72%), low coupling (33.20%), and high coupling (25.9%) stages; microenterprises as a whole are mostly in
the low coupling (43.70%), moderate coupling (36.41%), and high coupling (30.51%) stages. The results show that the entropy
coupling algorithm can improve the deficiencies in the leadership strategy and provide a practical and reliable path for carrying
out leadership development projects.

1. Introduction

Economic globalization has not only reconstructed people’s
ideas and concepts but also deconstructed traditional
thoughts and continuously innovated management con-
cepts. The scale and speed of enterprise production and
operation activities have grown rapidly, and the complexity,
diversity, and diversification have reached unprecedented
levels. Some enterprises mainly rely on outsourcing man-
agement training courses for leadership development, which
promotes the popularization of some basic management
tools and concepts and also promotes the enterprise man-
agement to have some common language in daily

management activities. However, due to the lack of close
integration with enterprise practice and the failure to form
an environment for the application of new skills or methods
in the enterprise, it is difficult to really change the behavior
of managers at work and even more difficult to promote the
enterprise to effectively respond to change.

The research method of this paper uses cross-case
studies, mainly using grounded theory to introduce the
successful experience of three companies, the mechanism of
innovation coupling and the evaluation process of coupling
degree, and the evaluation process of the company’s own
technological innovation and institutional innovation cou-
pling in practice. For the enterprise management team,
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knowledge work is the main task of the management team.
Each team member has considerable professional knowledge
and ability, which plays an important role in the develop-
ment of the team. Their common characteristic is that their
leading needs are at a high level, such as society, respect, and
self-realization; team members expect more work autonomy
and more opportunities to influence teamwork and par-
ticipate in leadership.

Strategic management of corporate leadership is es-
sential to the development of a company. Kasztelnik sum-
marized the arguments and rebuttals in scientific discussions
regarding the perception of effective policing by leading
cadres through diversified training and learning outcomes
and cultural capabilities. His main purpose is to explore
whether and to what extent the leadership of law enforce-
ment agencies has learned the results of the diversity training
program, and the impact of the leadership’s cultural ability
on the effectiveness of law enforcement organizations. By
determining whether there is a significant difference in the
effectiveness of the police when incorporating the learning
outcomes of the diversity training initiative, he expanded the
police leadership knowledge base cultural capabilities to
include both proprietary and collective capabilities. The
relevance of this scientific decision is that the police lead-
ership has the knowledge and actively understands the ef-
fectiveness of the police through diversity training. The
learning results and cultural abilities can be adapted and
adjusted to meet the needs of black and multicultural
commuting. Although his research shows that the statistical
significance of the effectiveness of multitraining active
learning in predicting police effectiveness is considerable, it
lacks a specific experimental process [1]. Putra believes that
leadership is a much-researched topic. However, as an
important factor for every organization, leadership has
largely contributed to the failure of the company, especially
in small independent catering companies, which may be due
to the unique operation of the industry and the lack of
leadership for small hotel companies power research. He
aims to fill this gap by using qualitative research methods to
explore the ideal characteristics of small independent res-
taurant leaders to become effective leaders from the per-
spective of employees. Qualitative data was collected
through four focus groups and a binary interview. Although
his research has a certain reference value, it lacks innovation
[2]. Hdrolu believes that the number of new leadership
theories is increasing day by day. Strategic leaders have the
ability to influence all business followers by successfully
applying strategic management tools to organizational
processes. After briefly introducing the relevant knowledge
of strategic leadership style, he discussed the difference
between strategic leadership style and other leadership
styles; he will discuss how legendary strategic leadership
skills can effectively influence corporate strategy during the
COVID-19 epidemic. Although his research is relatively
comprehensive, it lacks accuracy [3]. Tharwat believes that
entrepreneurial leadership with a purely intellectual starting
point has attracted the attention of high-quality interna-
tional business organizations because it requires leaders with
strategic thinking, which can change with the changes in the
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surrounding environment. Therefore, due to the emergence
of globalization as well as the cognitive economy and
technological progress, the complex environmental condi-
tions surrounding these organizations have accelerated, and
people have become interested in the theme of strategic
thinking corporate leadership. This may be manifested in
artificial intelligence technology, which encourages these
leaders and their organizations to a mechanism for finding
continuity and stability in a competitive world. Therefore, it
is expected that entrepreneur leaders have the quality of
intellectual motivation, which is an important issue of en-
trepreneurial leadership. This will help them realize the
vision of the organization and realize the local and global
entrepreneurial spirit. Therefore, he is committed to un-
derstanding the impact of artificial intelligence on the en-
trepreneurial spirit of the leadership of international
business organizations, with a view to realizing the added
value of its strategic operations at the local and global levels.
Although his research shows that leadership has added
value, his research lacks necessary data [4].

This paper describes the path and mechanism of the
effect of enterprise leadership development on enterprise
performance and improves the research on the influencing
factors of enterprise performance in strategic management.
This paper examines the relationship between strategic
leadership and the performance of top managers; at the same
time, it puts forward the influence of the matching between
the strategic style of the top managers and the strategic stage
of the enterprise on the enterprise performance and makes
empirical research and test.

2. Corporate Leadership Strategy Management

2.1. Entropy Coupling Algorithm. The entropy method is
based on the difference of information contained in the
indicators, completely using the original indicator data in-
formation, that is, the inherent information of the indicator
data to determine the utility value of the indicator, thereby
determining the entropy weight of each indicator. In the
target evaluation system, the operator needs to consider the
importance of each index and assign weight to it [5]. The
higher the utility value of the evaluation index, the greater
the degree of variation, the greater the information-carrying
capacity of the index, and the higher the weight; for the
secondary evaluation index, the degree of variation is less,
the amount of information is less, and the weight is also
higher. The main idea of low entropy weight is to take the
information-carrying capacity of each evaluation index as
the weighting standard and give different weights to each
index by the amount of its information [6].

The coupling degree model of the interaction of multiple
systems is

) (UI-UZ...Um)}”m
c, =41 22 m) L (1)
{ [T(:+U;)]

The coupling degree function of enterprise technological
innovation and institutional innovation is as follows [7]:
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According to the definition of system risk conduction
energy, there should be [8]

E;(t) = by (Y (,1), Y (t,1)). (3)

Among them, h; is the projection operator of R" — RF,
which represents the directed distance between the state of
the risk conduction factor and its ideal state [9]. At time ¢,
the risk conduction energy of the system should be

k k
ER(t) = ) e = Y (Y (5,1),Y (£,i). (4)
i=1 i=1

For the single-factor risk transmission process, the
equation form is as follows:

{ dy; (1) = fi(X;())d(t) + 0,;dB(8),
Y = f(X(1).

Among them, Y is the state of risk conduction factors
when the risk conduction energy is at the zero points of
energy [10].

For the risk transmission process under the influence of
multiple factors, the situation is much more complicated. It
is necessary to establish a stochastic differential equations
model, which has the following form:

(5)

dy; (1) = fi(X;(®)d(t) + 0;;,dB(1),
Y, = fi(X;®).

In the formula, 0;; is an m X n matrix; let M = f; (Xj (1));
then M is an m-dimensional vector [11].

Let {f,(0)} and {f, (o)} represent the simulated value
and the real value, respectively, and then construct the

simulated sample moment SME [12]:

(6)
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The two coupled industries are firstly independent of
each other and have not yet undergone industry integration
or substitution. Secondly, the change of variables in one
industry has an indirect impact on the other industry and
has a cross-response relationship between production links.
The emergence of diversified enterprises has decentralized
the occurrence of industrial coupling to the internal en-
terprise, turning the exchange of resources between enter-
prises into the material exchange between enterprise
departments, thereby reducing the transaction cost of in-
dustrial coupling [13].

From the perspective of the enterprise, the diversifica-
tion strategy aims to improve its own profits and efficiency
and enhance the core competitiveness of the enterprise, but
from the perspective of the industry, the diversification of
the enterprise is important for the adjustment of resources
and the coordinated development of the industrial groups

involved in the enterprise. The significance of this interin-
dustry coupling is more convenient [14]. In the current
economic landscape, the power of enterprises, especially
large enterprise groups, has gradually become the third
economic force between government forces and market
forces. The government and the market dominate the trend
of economic trends [15]. Due to the control of production
resources by large enterprise groups, the attraction of social
capital, and the separation of product markets, enterprises
are actually the functional subjects of industrial activities and
evolution, and the production organization method of en-
terprises determines the efficiency of industrial operations to
some extent [16].

2.2. Corporate Leadership Strategy. With the evolution of the
world and the increasing transparency of geographic
boundaries, it is urgent for managers to understand the
composition of global leadership. A global leader under-
stands that it is difficult to accept an international mission
and therefore requires a lot of preliminary preparation. The
global leader knows his people, the perspectives of all parties,
and his weaknesses and strengths, and he is happy to learn
about cross-cultural knowledge to equip his overall capa-
bilities. Ultimately, good global leaders are both effective and
efficient because they have high levels of cultural, emotional,
and social intelligence, and they are fully prepared for the
challenges of globalization [17, 18].

When the business of an enterprise or a department is in
a dilemma, people always hope that the supervisor can take
timely and appropriate action. An action is appropriate
because it is based on strong facts. However, there are more
and more variables in the current business environment, and
the frequency of occurrence is also faster and faster. When
opportunities or crises become clear, there is usually no time
to use or avoid them. In the old economic environment of
simple and repetitive work, what the company needs most is
the executive’s ability to stick to the rules and say the same
thing. However, as an enterprise manager who can challenge
today’s changeable business environment, first of all, he
should have a positive and active attitude, rather than
sticking to the rules and passively waiting for the orders of
the superior; secondly, they have a solid professional
foundation and flexible ability of analysis and judgment.
After forming enough self-confident self-judgment, the next
step is to establish the vision and goal of the team and point
out the analysis for the team members [19].

The modern, highly informatized, and knowledge-based
flat organizational structure has changed the traditional top-
down pyramidal organizational relationship structure
formed by simple repetitive labor. In modern society, people
are consciously or unconsciously exercising in all aspects of
work, study, and life leadership. Of course, the leadership
requirements for managers in modern enterprises are get-
ting higher and higher [20].

Assume that the variable U, is the order parameter of
technological innovation and institutional innovation, and
Uj; is the j-th index of the i-th order parameter, which is the
internal factor of technological innovation and institutional



innovation, and its value is X;; (j = 1,2,3,4). A;; and B;; are
the upper and lower limits of] the time series parameters of
the stable state of enterprise technology and institutional
innovation system [21]. The orderly efficacy coefficients of
the elements of technological innovation and institutional
innovation are

r (Xij Bl]),
(Aij - 1])
Uij =1 (8)
(4 - X;)
[ (4;-By)

Since technological innovation and institutional inno-
vation are two different and interacting systems, we use the
linear weighted sum method to calculate the “total contri-
bution” of each factor indicator:

Ui = Z AijUij’
= 9)

YAj=1

Among them, A;; is the weight of each index of Uj;
[22, 23].

By analyzing the characteristics and development status
of high-tech enterprises, it is found that the development
trend of high-tech enterprises is on the rise, which is re-
flected in not only the expansion of scale and the increase of
sales revenue and profit but also the improvement of the
level of technological innovation. This kind of development
has made the influence of high-tech enterprises on the
national economy more and more, and the country should
pay more attention to and attach importance to the sus-
tainable and healthy growth of high-tech enterprises [24].
From the perspective of the development characteristics of
high-tech enterprises and the comparison with traditional
enterprises, high-tech enterprises have a relatively high
demand for technological innovation and grow faster, but at
the same time, the risk of the enterprise is relatively large,
and the input of human, financial, and material resources is
relatively large. The product and technology update speed is
relatively fast; this result is bound to lead to the fact that
enterprises not only need to pay attention to technological
innovation but also need to have a complete and suitable
institutional system so that they can be effective and efficient
under the rapidly changing market and a large number of
resources (rapid technological innovation [25]).

3. Enterprise Leadership Strategy
Management Experiment

3.1. Selection of Sample Objects. The industry choices of
diversified companies are divided into two categories: re-
lated diversification and nonrelated diversification. Among
them, related diversification involves industries that have
higher relevance and have higher similarities or similarities
in production technology, management experience, and
resource markets. The degree of overlap and the probability
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of coupling between the involved industries are higher, and
the adjustment of enterprises between industries is more
flexible and convenient. Therefore, relevant diversified en-
terprises can better have the effect of interindustry coor-
dination and realize economies of scope, and their
advantages in industrial coupling are more obvious.
Therefore, this paper selects diversified companies with
strong industry relevance as the empirical research object
[26].

3.2. Determination of the Weight of the Evaluation Index Based
on Entropy. This article selects evaluation indicators and
constructs an evaluation indicator system, the purpose of
which is to evaluate the leadership of the enterprise. Since
the importance of each index in the evaluation index system
to leadership strategy is different, it is necessary to determine
the weight of the index. This article uses the method of expert
scoring to give weight to the indicator. This paper selects five
experts and scholars and requires the selected five experts
and scholars to make an objective evaluation of the evalu-
ation indicators of corporate leadership innovation from
both theoretical and practical aspects. We use the scaling
method to construct the pairwise comparison judgment
matrix, use the characteristic root method to calculate the
weight, and then perform the consistency test, calculate the
consistency index CI = (the maximum characteristic of the
judgment matrix A — n)/(n — 1), and calculate the consistency
rate (CR) [27]. With the development of internal manage-
ment and external information exchange, positive entropy
change and negative entropy change compete and restrict
each other in enterprises, and the advantages of one of them
will be gradually revealed: when the enterprise’s financial
situation is good and continues to maintain a good trend, the
degree of negative entropy change is stronger than that of
positive emotion change; when the enterprise’s financial
situation is poor and there is a trend of deterioration, the
degree of positive entropy change is stronger than that of
negative entropy change.

3.3. Construction of Corporate Leadership Strategy Evaluation
Model. This paper uses entropy theory to evaluate corporate
leadership strategy, which is based on traditional perfor-
mance evaluation indicators, constructs an evaluation index
system based on entropy, determines the weight of each
indicator, calculates the entropy value, and reflects the
collaborative innovation situation of the evaluation object
according to the change of entropy value. The larger the
entropy value, the greater the disorder of the corporate
leadership innovation system. In order to improve corporate
leadership innovation performance, effective measures must
be taken to reduce the increase in entropy and improve the
order of the corporate leadership innovation system [28].

3.4. Reliability and Validity of the Questionnaire. This paper
uses coefficient « to test the reliability of the questionnaire.
The value range of the coefficient « is [0, 1]. The correlation
between the reliability of the questionnaire and the
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coefficient « is shown in Table 1. In this paper, we use the
items in the scale, which are quite mature options in the field
of enterprise management. The questionnaire has stable and
good validity.

Cronbach’s alpha coeflicient is the consistency between
the scores of the various questions in the evaluation scale and
belongs to the internal consistency coefficient. This method
is suitable for the reliability analysis of attitude and opinion
questionnaires. It is currently the most commonly used
reliability coefficient. Its formula is

ky

(04 :m. (10)

Among them, k is the total number of questionnaires,
and y is the mean value of the item correlation coefficient.
This article uses « coefficient to analyze the reliability and
validity of the questionnaire used in this article.

4. Results and Discussion

The overall scores of each dimension of shared leadership of
the corporate management team are shown in Table 2. The
sharing of power and responsibility is the most deficient.
Among the four dimensions, the average score of power and
responsibility sharing is the lowest, only 3.154, and the
lowest evaluation given by the management team is 1.00, and
the highest evaluation is only 4.83 (not up to 5), which is
significantly different from the highest evaluation obtained
by the other three dimensions, which indicates that most of
the management teams in enterprises have made a more
negative evaluation on the team’s practice in power and
responsibility sharing. This reveals that the power and re-
sponsibility sharing degree of the enterprise management
team is generally at a low level, and the mainstream man-
agement method in the team is still the centralization of one
leader (absolute commander) and the obedience of other
members. The decentralization of leadership, the equal re-
lationship between members and leaders, and members’
participation in team decision-making are not fully reflected,
so it is difficult for team members to have more opportu-
nities to participate in leadership and influence teamwork. In
particular, for the original leaders in the team, it is contrary
to their previous leadership style to transfer their leadership
power and follow the leadership of other members, which is
not well accepted by most enterprises [29].

Figure 1 shows the proportion of different coupling
stages of leadership innovation. The proportion of the four
scale enterprises in different coupling stages is different.
Most of the large-scale enterprises are in the stage of high
coupling (41.80%) and moderate coupling (27.34%). Most of
the medium-sized enterprises are highly coupled (39.50%)
and moderately coupled (31.50%). Most small enterprises
are in the stage of moderate coupling (40.72%), low coupling
(33.20%), and high coupling (25.9%). Most of the micro-
enterprises are in the stage of low coupling (43.70%),
moderate coupling (36.41%), and high coupling (30.51%).
There are no fully coupled and uncoupled enterprises in the
four types of scale enterprises. In contrast, the coupling

degree of large enterprises is better than that of medium-
sized enterprises, and the coupling degree of medium-sized
enterprises is better than that of small enterprises, which is
obviously better than that of microenterprises.

The descriptive statistics of financing risk indicators are
shown in Figure 2. By analyzing the financing risk indicators
in the data, it can be seen that the average quick ratio of the
company is 0.0212, the maximum value is 0.1149, and the
minimum value is 0.0046. The company’s short-term debt
solvency is relatively average, and the overall situation is
good; secondly, the standard deviation of the accounts re-
ceivable turnover rate is 0.0185, the maximum value is
0.1016, and the minimum value is 0.0014. The period from
acquisition to the final collection of corporate accounts
receivable is short. Therefore, the industry’s accounts re-
ceivable have strong liquidity, strong short-term debt sol-
vency, and high-risk resistance. The average long-term debt-
to-asset ratio is 7.0684, and the standard deviation is
45.5728. The long-term debt risk of enterprises varies
greatly, and the long-term debt solvency is uneven.

The division interval of each category is shown in Table 3.
When the target company’s comprehensive negative entropy
value is greater than 0.59, it is classified as A1, and the fi-
nancial status of the company is very good, and its ability
level in all aspects is high; when the target company’s
comprehensive negative entropy value is between 0.53 and
0.59, it is A2 Class, although its financial status is not as good
as Al, its overall capabilities are higher than most companies
in the industry; when the comprehensive negative entropy
value of the target company is between 0.46 and 0.53, it is
Class B, and the financial status of the company is at the
industry average level, to avoid the deterioration of the fi-
nancial situation and, at the same time, try to find ways to
optimize the financial situation; when the comprehensive
negative entropy value of the target company is between 0.40
and 0.46, that is, Cl, it indicates that there are already some
problems in the internal management of the company. The
performance in all aspects is not satisfactory, and the
company is in a relatively poor financial situation, and the
company should take it seriously; when the comprehensive
negative entropy of the target company is less than 0.40, that
is, category C2, companies in the C2 category should be
vigilant, and the financial status of the company is already
poor. Therefore, enterprises should actively take effective
measures in response to their specific conditions.

The average value of financial indicators for each cate-
gory is shown in Figure 3. It can be seen from the figure that
the profitability indicators, solvency indicators, and cash
flow levels of the A1 category are significantly better than the
other four categories while the growth ability indicators of
the Al category are relatively weaker than the A2 category,
which is due to the A1 category companies. Most of them are
at the highest level in the industry and are large in scale, and
their room for growth is relatively smaller than that of the A2
category; and in the operating capacity indicators, the Al
category’s accounts receivable turnover rate is better than
A2, while the inventory turnover rate and current asset
turnover rate are slightly weaker than category A2. All in-
dicators of category B are at the average level of the industry,
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TaBLE 1: Reliability and « coefficient comparison table.

Credibility o coeflicient

Untrustworthy a coeflicient < 0.3

Barely believable 0.3 <« coefficient < 0.4

Credible 0.4 <« coefficient < 0.5

Very credible (most common)
Very credible (second common)
Very credible

0.5 <« coefficient < 0.7
0.7 < a coefficient < 0.9
0.9 < a coeflicient

TaBLE 2: The overall score of each dimension of shared leadership of the corporate management team.

Power and responsibility sharing

Common expectation

Team learning Team cooperation

Minimum 1.00 2.25 1.00 1.67
Max 4.83 5.00 5.00 5.00
Average value 3.154 3.852 3.760 3.652
Standard deviation 0.932 0.577 0.796 0.740
60.00
50.00
;@ 40.00
5 30.00
& 20.00
10.00 I
0.00
0.8-1 0.5-0.8 0.3-0.5 0.3-0
Coupling

Large enterprises
Small companies

Medium-sized enterprises
W Microenterprises

FIGURE 1: The proportion of different coupling stages of leadership innovation.

with poor performance in all aspects, while the financial
indicators of category C are obviously at the bottom of the
industry, which is quite different from category A compa-
nies, and has equal capabilities in all aspects. The perfor-
mance is poor.

The model-fitting results of leadership development and
corporate performance are shown in Table 4. The direct
effect of leadership development on corporate performance
is 0.074, and it has not passed the significance test (P value is
0.631). The direct impact of leadership development on
corporate performance is not obvious. The positive impact of
strategy formulation and execution on corporate perfor-
mance is verified in this research (path coefhicient is 0.394; P
value is 0.002). The positive impact of transformational
leadership on corporate performance is also verified in this
article (path coefficient is 0.336; P value is 0.001). The
positive impact of corporate culture adaptation and as-
similation on corporate performance has also been verified
again (path coeflicient is 0.261; P value is 0.001). The path
coeflicient for leadership development to influence corpo-
rate performance through strategy formulation and execu-
tion is 0.323, and the P value is 0.003, which passes the
significance test at the 5% level.

The direct effect coefficient and T value of the structural
equation model are shown in Figure 4. The SEM path
analysis results show that among the 19 hypothetical

relationships in this study, the T values (absolute value) of
the direct effect coefficients of the hypotheses Hlc, H4a,
H4b, and H4c are all less than the minimum acceptable value
of 1.96, so the null hypothesis is rejected. The absolute value
of the direct effect coefficients of the remaining 15 hypo-
thetical relationships is between 0.10 and 0.96, and the T
value (absolute value) is between 2.11 and 16.98, which are
all greater than 1.96, so the null hypothesis is accepted. Small
and medium-sized enterprises are smaller than large en-
terprises in terms of scale, personnel, asset ownership, and
influence. They have weak capital power and a shortage of
talent development funds, so they cannot provide com-
petitive remuneration packages. In addition, small and
medium-sized enterprises have weaknesses in management
systems, technological innovation, industrial structure, and
antirisk capabilities, which restrict the development of small
and medium-sized enterprises, and the development pros-
pects of enterprises are very uncertain, which eventually
leads to some technical and management backbones that are
easy to be dug by means such as high salaries. If you leave,
some employees with technical or marketing advantages will
leave the company to enter the world. The loss and lack of
talents directly affect the development of SME leadership.
The results of the employee satisfaction survey are shown
in Figure 5. The democratic style has higher employee
satisfaction and the authoritarian style is lower. The
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FIGURE 2: Descriptive statistics of financing risk indicators.

TaBLE 3: Division of each category.

Category Al A2 B Cl1 C2
Interval x>0.59 0.53<x<0.59 0.46 <x<0.53 0.40 < x<0.46 x<0.40
7
6
5
4
23
g
% 2
'g 1
0
-1
) . .
3 Number
Al Cl
A2 -o— C2
- B
FIGURE 3: Means of financial indicators for each category.
TaBLE 4: Model-fitting results of leadership development and corporate performance.
Path Estimated p
value value
Corporate performance (F)«leadership development (A) 0.074 0.613
Corporate performance (F)«strategy formulation and execution (C) 0.394 0.002
Corporate performance (F)«transformational leadership behavior (D) 0.336 0.001
Corporate performance (F)«corporate culture adaptation and assimilation (E) 0.261 0.001
Corporate performance (F)«transformational leadership behavior (D)« organizational leadership (B)«
. 0.195 0.001
leadership development (A)
Corporate performance (F)«strategy formulation and execution (C)«leadership development (A) 0.323 0.003
Corporate performance (F)«corporate culture adaptation and assimilation (E)«—leadership development (A) 0.169 0.002

democratic employee satisfaction rate is 74.8%, the laissez-
faire employee satisfaction rate is 61.7%, and the authori-
tarian employee satisfaction rate is 48.6%. High employee
satisfaction means high leadership effectiveness; low em-
ployee satisfaction means low leadership effectiveness. This
reflects from the side that the more similar the leadership
style to strategic leadership, the higher the employee satis-
faction, and the employee satisfaction is regarded as the

strategic leadership effectiveness. A detection index is fea-
sible, which is to decompose the strategic leadership effec-
tiveness index from the individual level.

The survey results of employee innovation ability and
organizational performance are shown in Figure 6. There is a
positive correlation between employee innovation ability
and organizational performance and satisfaction. The
democratic employee innovation ability and organizational



Mobile Information Systems

Emotional value
Social value [

Aesthetic value [ '

Functional value

Spread brand culture
function

Legal protection function

Index

Recognition function

W T value
B Direct effect coefficient

Value

FIGURE 4: The direct effect coeflicient and T value of the structural equation model.
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FIGURE 6: Survey results of employee innovation ability and organizational performance.

performances are 72.8% and 73.7%, respectively, the laissez-
faire type is 64.3% and 68.4%, and the exclusive type is 52.7%
and 57.9%, respectively. Organizational performance and
leadership effectiveness are closely linked, and the level of
organizational performance reflects the size of leadership
effectiveness. From the survey results, it is found that the
innovation ability of employees is positively correlated with
organizational performance. The higher the innovation

ability, the better the organizational performance, and the
innovation ability is related to the path leadership of stra-
tegic leadership and continuous leadership, so strategic
leadership can promote the improvement of corporate or-
ganizational performance. Effective use of strategic leader-
ship can not only lead the corporate organization through
difficulties but also promote the sustainable development of
the corporate organization.
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5. Conclusion

This paper discusses the performance-oriented leadership
improvement program for middle managers. The design
idea of the scheme is divided into two lines. Through the
company’s common training plan and self-driven personal
development plan, and the guidance of department man-
agers, coaches, and referees, the performance goal and de-
velopment plan are implemented, and the ability is
improved through the goal. The overall plan is based on the
establishment of the company’s strategy and business ob-
jectives as the starting point, target management through-
out, so that the enterprise is consistent, horizontal
integration, to build a corporate governance model based on
the company’s strategy, through the operation, performance,
personnel training, internal cooperation, and other systems.
The leadership promotion program is divided into “internal
promotion” and “external promotion”. On the one hand, it
guides the middle-level managers to improve themselves; on
the other hand, from the perspective of enterprises, it for-
mulates promotion countermeasures and safeguards from
four aspects of talent selection, employment, training, and
assessment. The leadership development program with
multilevel countermeasures and safeguard measures will
play a positive role in promoting the leadership of middle-
level managers. All departments will fully cooperate, grasp
all kinds of opportunities, deeply refine the program, and
make a thorough understanding of it, which will surely
cultivate an excellent middle-level management team for the
enterprise and bring development advantages for the
enterprise.
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