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Abstract

This study employs meta-analysis and criterion profile meta-analysis techniques
to examine the relationship between paternalistic leadership and employee per-
formance in the Chinese context. Through literature search and screening,
a total of 139 studies comprising 400 effect sizes (N = 44605) were included.
The meta-analytic findings indicate that: (1) Benevolent leadership and moral
leadership demonstrate strong positive correlations with task performance and
organizational citizenship performance, and strong negative correlations with
counterproductive performance. Conversely, authoritarian leadership exhibits
significant negative correlations with task performance and organizational citi-
zenship performance, and a significant positive correlation with counterproduc-
tive performance. (2) The low authoritarian leadership profile (characterized by
high levels of benevolent and moral leadership) demonstrates the strongest pre-
dictive power for task performance and organizational citizenship performance,
whereas the high authoritarian leadership profile (characterized by low levels of
benevolent and moral leadership) demonstrates the strongest predictive power
for counterproductive performance. (3) Age moderates the strength of the rela-
tionship between certain dimensions of paternalistic leadership and performance,
whereas the moderating effect of gender on the relationship between dimensions
of paternalistic leadership and performance is not significant. The research find-
ings further reveal the “truth” regarding the relationship between paternalistic
leadership and individual performance in the Chinese context.
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Abstract

This study employs meta-analysis and meta-analytic criterion profile analysis
to examine the relationship between paternalistic leadership and employee per-
formance in the Chinese context. Through systematic literature collection and
screening, 139 studies with 400 effect sizes (N = 44,605) were included. The
meta-analysis results reveal that: (1) Benevolent leadership and moral leader-
ship exhibit strong positive correlations with task performance and organiza-
tional citizenship behavior, and strong negative correlations with counterpro-
ductive work behavior. Conversely, authoritarian leadership shows significant
negative correlations with task performance and organizational citizenship be-
havior, and a significant positive correlation with counterproductive work behav-
ior. (2) The low-authoritarian leadership profile (characterized by high levels of
benevolent and moral leadership) demonstrates the strongest predictive power
for task performance and organizational citizenship behavior, while the high-
authoritarian leadership profile (characterized by low levels of benevolent and
moral leadership) shows the strongest predictive power for counterproductive
work behavior. (3) Age moderates the strength of relationships between some
dimensions of paternalistic leadership and performance, whereas gender does
not exhibit a significant moderating effect. These findings further illuminate
the “true nature” of the relationship between paternalistic leadership and indi-
vidual performance in the Chinese context.

Keywords: paternalistic leadership, task performance, organizational citizen-
ship behavior, counterproductive work behavior, meta-analysis, meta-analytic
criterion profile analysis

Received: December 2, 2020

Funding: National Natural Science Foundation of China (71772171); “Central
Universities’ World-Class University (Discipline) and Characteristic Develop-
ment Guidance Special Fund” of Renmin University of China (2021034)
Corresponding Author: Li Chaoping, Email: lichaoping@ruc.edu.cn

1 Introduction

As leadership theory research has deepened, scholars have begun to question
whether Western leadership models are ill-fitting for Chinese populations (Li
Yan et al., 2013; Zheng Boxun et al., 2000). Building on this cultural perspec-
tive, Farh and Cheng (2000) proposed the concept of paternalistic leadership.
Paternalistic leadership (PL) refers to a leadership style characterized by ab-
solute authority, patriarchal care, and moral exemplariness within a context
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of rule-by-man governance. As a paragon of indigenous leadership research,
this leadership model has gradually become a prominent topic in organizational
behavior (Lin Ziting et al., 2017; Wang Lin et al., 2020; Wu & Xu, 2012). Cur-
rent research has extensively examined the effects of paternalistic leadership,
investigating factors including employee attitudes (Chen et al., 2014; Wu et al.,
2012), employee behaviors (Wu Shijian et al., 2020; Nazir et al., 2020; Zhang
et al., 2015), and employee performance (Wang et al., 2018). Performance, as
a core element of organizational contexts, holds significant importance for or-
ganizations, leaders, and employees (Fang Laitan et al., 2011; Yang Mengxi
et al., 2019; Griffin et al., 2007). Consequently, the relationship between pa-
ternalistic leadership and employee performance has become a focal point of
scholarly attention. While empirical research on the relationship between pater-
nalistic leadership and performance in the Chinese context has yielded fruitful
results, inconsistencies remain in existing findings. For instance, conclusions
regarding the relationship between authoritarian leadership and work perfor-
mance are mixed: Hou Nan and Peng Jian (2019) argue that authoritarian
leadership positively impacts employee performance, whereas Chan et al. (2013)
demonstrate a significant negative correlation between authoritarian leadership
and employee performance. Additionally, the strength of relationships between
benevolent leadership, moral leadership, and performance varies across studies.
Zhang Huifang (2016) found strong relationships between benevolent and moral
leadership and organizational citizenship behavior, while Jia et al. (2020) and
Sheer (2010) did not find such strong correlations.

Although previous meta-analyses have examined the relationship between pa-
ternalistic leadership and employee performance, they have typically combined
domestic and international studies. Leadership is a culturally embedded be-
havior, and its connotations and processes are influenced by culture (Hofstede
& Bond, 1988). Combining studies from different cultural backgrounds in a
meta-analysis may yield conclusions confounded by cultural factors. Therefore,
this study includes only research conducted within China on the relationship
between paternalistic leadership and employee performance, maximizing the ex-
clusion of cultural influences to reveal the true impact of paternalistic leadership
on employee performance in the Chinese context (Sun Xiuli et al., 2020), thereby
providing more effective guidance for future domestic research.

Second, existing meta-analyses typically analyze the three dimensions of pa-
ternalistic leadership independently or in parallel, failing to comprehensively
consider their interrelationships. This study introduces meta-analytic criterion
profile analysis (MACPA) to synthesize the effects of the three dimensions of
paternalistic leadership on employee performance. MACPA is a method that
uses published data to identify patterns (or profiles) of predictor variables that
exhibit optimal relationships with criterion variables through multiple regres-
sion, and quantifies the strength of these associations (Wiernik et al., 2020).
MACPA integrates the advantages of criterion profile analysis (CPA), meta-
analytic structural equation modeling (MetaSEM), and meta-analysis, offering
researchers a novel perspective to examine relationships between a set of predic-
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tors and a criterion—specifically, identifying which predictor profile shows the
strongest association with the criterion, thereby illuminating theoretical relation-
ships between predictors and criteria (Davison et al., 2015). This study employs
MACPA from a person-centered perspective to explore the relationship between
profiles combining the three dimensions of paternalistic leadership and employee
performance, deepening our understanding of how paternalistic leadership influ-
ences employee performance and helping managers adjust their leadership styles
to enhance employee performance, thereby further guiding leadership research
and practice.

Furthermore, the effectiveness of leadership styles results from the joint influence
of leaders and employees. While previous research has examined the relation-
ship between employee demographic characteristics such as age and gender and
paternalistic leadership (Hiller et al., 2019), it has not investigated the moder-
ating effects of these characteristics on the relationship between paternalistic
leadership and employee performance in the Chinese context. Therefore, this
study incorporates gender and age factors, using meta-analysis to examine their
influence on the relationship between paternalistic leadership and performance
in the Chinese context.

In summary, this study comprehensively searches for Chinese and English liter-
ature on the relationship between paternalistic leadership and performance (in-
cluding three dimensions: task performance, organizational citizenship behavior,
and counterproductive work behavior) conducted in the Chinese context. Using
meta-analysis and MACPA, we examine the relationship between paternalistic
leadership and performance while considering the influence of gender and age
to clarify the boundary conditions of this relationship and derive implications
for management practice.

1.1 Paternalistic Leadership

Given the cultural specificity of Chinese organizations, Farh and Cheng (2000)
built upon previous work (Silin, 1976; Redding & Hsiao, 1990) to confirm the
prevalence of paternalistic leadership in Chinese organizations and further pro-
posed a triadic theory of paternalistic leadership: authoritarian leadership (AL),
benevolent leadership (BL), and moral leadership (ML). Paternalistic leadership
carries a strong color of rule-by-man governance, with three distinct leadership
types: First, authoritarian leadership demonstrates strong autocratic style, em-
phasizing absolute authority and control by the leader, requiring subordinates
to unconditionally accept assignments and obey leadership. Second, benevolent
leadership demonstrates consideration and support, emphasizing the leader’ s
care and concern for subordinates’ work and personal lives, and securing welfare
benefits for them. Third, moral leadership demonstrates noble personal charac-
ter, self-discipline, and selflessness, emphasizing the leader’ s impartiality and
leading by example.
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1.2 Work Performance

Although research on work performance has yielded fruitful results, scholars
have not reached consensus on the classification of work performance (Chen Xue-
jun & Wang Zhongming, 2001; Motowidlo & Kell, 2012). Different scholars have
categorized performance into various types, primarily including two-dimensional
(Wang Hui et al., 2003; Borman & Motowidlo, 1993), three-dimensional (Ro-
tundo & Sackett, 2002; Van Scotter & Motowidlo, 1996), and multi-dimensional
models (Han Yi et al., 2007; Welbourne et al., 1998). In meta-analytic research,
scholars have adopted different approaches to classifying performance, which
can be summarized into three categories: The first is a global performance
perspective, typically dividing performance into subjective and objective perfor-
mance based on data characteristics (Bowling et al., 2015; Morris et al., 2015),
or aggregating it into overall job performance (O’ Boyle et al., 2011). The
second is a two-dimensional performance perspective, where scholars conduct
meta-analytic research based on different two-dimensional performance frame-
works, such as task performance and contextual performance (Liu Jun & Qin
Chuanyan, 2019; Su Tao et al., 2017). The third approach follows Rotundo
and Sackett’ s (2002) three-dimensional model, dividing performance into three
dimensions: task performance (TP), organizational citizenship behavior (OCB),
and counterproductive work behavior (CWB).

When conducting in-depth meta-analytic research on performance, more schol-
ars adopt the three-dimensional model (Joplin et al., 2019; Smallfield et al.,
2020). This study aligns with these meta-analyses by dividing performance into
three dimensions to more accurately reveal the impact of paternalistic leadership
on performance.

1.3 The Relationship Between Paternalistic Leadership and Work
Performance

Based on the triadic model of paternalistic leadership, this paper analyzes the
relationships between benevolent leadership, moral leadership, and authoritar-
ian leadership with task performance, organizational citizenship behavior, and
counterproductive work behavior. Specifically:

Social exchange theory and the principle of reciprocity posit that when one
party receives favors and assistance from another, they will actively reciprocate
with behaviors of equal value, gradually establishing a “reciprocal interdepen-
dence” social exchange relationship (Blau, 1964; Dansereau et al., 1975). In
organizational contexts, benevolent leaders often mobilize resources from work
and life to provide psychological and material care for subordinates, offering
them good development opportunities (Lin Ziting et al., 2014; Wang & Cheng,
2010). In return, subordinates will work harder to complete tasks as expected
by the leader on time and in full (Schuh et al., 2013; Zheng, 2016). Additionally,
this reciprocity spills over to the organizational level (Eisenberger et al., 2010).
Employees under benevolent leadership will also actively engage in voluntary
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behaviors beneficial to the organization—organizational citizenship behaviors
such as altruism (Wu Shijian et al., 2020) and voice behavior (Duan Jinyun,
2012; Li & Sun, 2015)—and reduce behaviors outside job responsibilities that
are detrimental to the organization—counterproductive behaviors such as work-
place deviance (Zheng et al., 2020) and misconduct (Wang Shilei et al., 2013).
Based on the above, we propose:

Hla: Benevolent leadership is positively related to task performance.

H1b: Benevolent leadership is positively related to organizational citizenship
behavior.

Hlc: Benevolent leadership is negatively related to counterproductive work be-
havior.

Social learning theory suggests that employees view leaders as important role
models and learn their attitudes, values, and behaviors through observation,
imitation, and learning (Bandura, 1971). When moral leaders demonstrate self-
sacrifice, virtue-based conduct, and leading by example, subordinates perceive
the leader as trustworthy and respectable, view them as a role model, and learn
and imitate their behavior (Niu et al., 2009). On one hand, the exemplary
demonstration of dedication and commitment by moral leaders subtly promotes
employees’ positive work behaviors and enhances work performance (Xu Yanni
et al., 2014; Zheng Boxun et al., 2000; Brown & Trevino, 2006). On the other
hand, moral leadership can effectively enhance subordinates’ moral awareness
and quality, thereby reducing their unethical behaviors at work and increasing
behaviors beneficial to the organization or others (Lin Shengzhu & Yang Baiyin,
2014; Yang Jiping & Wang Xingchao, 2015; Cheng et al., 2004). Therefore, we
propose:

H2a: Moral leadership is positively related to task performance.

H2b: Moral leadership is positively related to organizational citizenship behav-
ior.

H2c: Moral leadership is negatively related to counterproductive work behavior.

Social exchange theory indicates that when the quality of an exchange relation-
ship is low, the relationship remains at the level of economic exchange without
providing additional resources to the other party (Blau, 1964). Unlike benev-
olent and moral leadership, authoritarian leadership emphasizes absolute au-
thority and demands unconditional obedience from subordinates, limiting their
subjective initiative. As times change, the social foundation of authoritarian
leadership has gradually weakened, making the relationship between authoritar-
ian leaders and subordinates more likely to remain at the economic exchange
level (Wu Shijian et al., 2020; Zhang Yinpu et al., 2020; Zheng et al., 2020). In
such relationships, subordinates are unwilling to spend extra time and energy on
organizational citizenship behaviors outside their job responsibilities (Li & Sun,
2015). Moreover, when facing unequal exchange behaviors such as leader repri-
mands and monitoring, subordinates may develop rebellious psychology, become
EIRAT, respond by reducing work performance (Chan et al., 2013; Schaubroeck
et al., 2017), or even engage in counterproductive behaviors (Cohen-Charash &
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Spector, 2001; Chan, 2014). Therefore, we propose:

H3a: Authoritarian leadership is negatively related to task performance.

H3b: Authoritarian leadership is negatively related to organizational citizenship
behavior.

H3c: Authoritarian leadership is positively related to counterproductive work
behavior.

Building on this, this paper further explores which profiles of the three-
dimensional combination of paternalistic leadership are most effective for
employees’ task performance, organizational citizenship behavior, and coun-
terproductive work behavior, respectively. On one hand, under the care of
high-level benevolent behavior, subordinates develop motivation to reciprocate
the leader and organization. Under the exemplary demonstration of high-level
moral behavior, subordinates view the leader as a role model and learn their
dedication and organizational commitment through influence. At this point, if
the leader’ s authoritarian behavior is low, the work atmosphere becomes more
relaxed, subordinates can communicate bidirectionally with the leader, and
possess greater autonomy, thus working actively to repay the leader’ s care and
learning diligently to keep pace with the role model, further promoting work
performance (Hou Nan & Peng Jian, 2019). Additionally, Chou et al. (2015)
found that the combination of low authoritarianism, high benevolence, and
high morality is most effective for subordinate outcomes such as organizational
commitment. In short, when leaders exhibit low authoritarian, high benev-
olent, and high moral behaviors, subordinates demonstrate the highest task
performance and organizational citizenship behavior. On the other hand, under
high-level command-based authoritarian leadership, subordinates’ autonomy
is restricted and their needs are ignored (Zhang Yan & Huai Mingyun, 2012).
If leaders simultaneously reduce care and support for subordinates and fail
to lead by example in the organization, subordinates often show superficial
compliance while remaining unconvinced internally (Cheng et al., 2004). Over
time, subordinates may express their dissatisfaction indirectly, such as by
increasing counterproductive work behavior (Wang Zhen et al., 2012; Chen et
al., 2014). Moreover, Chou et al. (2015) also found that the combination of
high authoritarianism, low benevolence, and low morality is least effective for
positive subordinate outcomes; correspondingly, this profile should be most
effective for negative outcomes. Therefore, when leaders exhibit high authori-
tarian, low benevolent, and low moral behaviors, subordinates demonstrate the
highest counterproductive work behavior. Based on the above, we propose:

H4a: The low-authoritarian leadership profile (with high levels of benevolent
and moral leadership) has the strongest relationship with task performance.
H4b: The low-authoritarian leadership profile (with high levels of benevolent
and moral leadership) has the strongest relationship with organizational citizen-
ship behavior.

H4c: The high-authoritarian leadership profile (with low levels of benevolent
and moral leadership) has the strongest relationship with counterproductive
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work behavior.

1.4 Moderating Effects of Gender and Age

(1) Gender. Role Congruity Theory suggests that gender differences exist in
workplace demands (Eagly & Karau, 2002; Ramusack & Sievers, 1999). Com-
pared to men, women tend to favor person-centered and relationship-oriented
leadership behaviors and place greater emphasis on relational aspects of the
work environment (Boatwright & Forrest, 2000). Paternalistic leadership car-
ries a color of rule-by-man governance, with benevolent and moral leadership
emphasizing care, support, and moral exemplification, creating a relaxed and
pleasant work atmosphere that can meet women’ s needs for their work envi-
ronment, thus better promoting positive work performance among female sub-
ordinates. Therefore, the relationships between benevolent leadership, moral
leadership, and performance are weaker among men. Second, social gender
roles indicate that men are more inclined toward competitive behavior, have
stronger career ambition, and demonstrate more aggressiveness and proactivity
in organizations, potentially neglecting cooperation and tolerance (Eagly et al.,
2000). Characterized by an “instrumental orientation,” men find it more dif-
ficult to obey authority when facing paternalistic leadership, especially author-
itarian leadership, and may not complete leader instructions on time (Brandt
& Henry, 2012), even engaging in counterproductive behaviors to express dis-
satisfaction. Moreover, in the socialization process, men are less socialized than
women, making it difficult in organizational contexts for men to capture poten-
tial information conveyed behind leader behaviors through perspective-taking
or empathy (Zhao Xian et al., 2012), and consequently more difficult to engage
in more leader-desired behaviors. Therefore, the relationship between authori-
tarian leadership and performance is stronger among men. Based on the above,
we propose:

Hb5a: Gender moderates the relationships between benevolent leadership, moral
leadership, and performance. The higher the proportion of men, the weaker the
relationships between benevolent leadership, moral leadership, and performance.

H5b: Gender moderates the relationship between authoritarian leadership and
performance. The higher the proportion of men, the stronger the relationship
between authoritarian leadership and performance.

(2) Age. As a core demographic variable, age’ s impact on work performance
cannot be ignored (Ng & Feldman, 2008). The Life Span Theory of Development
posits that individual psychological and behavioral development encompasses a
continuous process across the entire lifespan, with employees of different ages
having different growth experiences, work needs, and motivations (Heckhausen
& Schulz, 1995; Heckhausen et al., 2010). Individuals of different ages may
exhibit different behaviors in organizations (Gostautaité & Budciuniené, 2015).
First, age stereotypes indicate that older employees are more accepting of pa-
ternalistic leadership styles (Vale et al., 2020) and exhibit more benevolent and
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moral behaviors. In organizational contexts, they better understand the inten-
tions behind benevolent and moral leadership, and in return for the leader’ s
care, invest more wisdom and skills into task performance and organizational
citizenship behavior. Thus, the relationships between benevolent leadership,
moral leadership, and performance are stronger among older employees. Second,
older employees are more traditional, value collective interests, are loyal to the
organization, more readily accept authoritarian leadership styles, and possess
stronger emotional regulation abilities (Chapman & Hayslip, 2006; Scheibe et
al., 2016), tending to use self-regulation to cope with negative leader behaviors.
Therefore, the relationship between authoritarian leadership and performance
is weaker among older employees. Finally, younger employees do not blindly
worship authority, value self-actualization, fair communication, and self-esteem
(Li Yanping & Hou Xuanfang, 2012; Shri, 2011). Command-based authoritarian
leadership that demands unconditional obedience can damage younger employ-
ees’ self-worth, creating perceptions of being “undervalued and poorly treated,”
leading them to reduce task performance and organizational citizenship behav-
ior and engage in counterproductive work behavior to cope with authoritarian
leadership. Based on the above, we propose:

H6a: Age moderates the relationships between benevolent leadership, moral
leadership, and performance. The older the age, the stronger the relationships
between benevolent leadership, moral leadership, and performance.

H6b: Age moderates the relationship between authoritarian leadership and per-
formance. The older the age, the weaker the relationship between authoritarian
leadership and performance.

[Figure 1: see original paper] The moderating mechanism of the relationship
between paternalistic leadership and performance

2 Method
2.1 Literature Search and Screening

To comprehensively and systematically include empirical literature on the rela-
tionship between paternalistic leadership and employee performance, this study
temporarily did not limit outcome variables during the literature search stage
and searched all literature using terms related to paternalistic leadership and
its dimensions. First, we searched Chinese databases (CNKI Journal Full-text
Database, China Excellent Doctoral and Master’ s Theses Database, Conference
Proceedings Database, VIP Journal Resource Integration Service Platform, and
Wanfang Data Knowledge Service Platform) using keywords such as “pater-
nalistic leadership,” “benevolent leadership,” “moral leadership,” and “author-
itarian leadership.” Second, we searched English databases (APA PsycINFO,
ProQuest (Dissertation), EBSCO-Academic Search Premier, Web of Science,
SAGE, Wiley, Google Scholar) using “Paternalistic Leadership,” “Benevolent
Leadership,” “Moral Leadership,” and “Authoritarian Leadership” as topics,
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combined with “China” and “Chinese” as keywords. The literature search was
conducted through January 2021.

We screened initially retrieved literature according to the following criteria: (1)
Eliminate non-empirical research such as pure theoretical studies, review arti-
cles, and case studies; (2) Following Roth et al.” s (2018) recommendations,
exclude studies that did not report sample sizes and correlation coefficients be-
tween variables; (3) Include only studies examining the relationship between
paternalistic leadership and individual performance, excluding those investigat-
ing team- or organizational-level performance; (4) Include only survey samples
of Chinese employees or social workers in organizational contexts; (5) For du-
plicate publications, select only one; if a dissertation was later published as a
journal article, use the published data. Ultimately, 136 useful articles were ob-
tained, including 99 Chinese articles and 37 English articles; 85 journal articles
and 51 dissertations; 139 independent studies with 400 effect sizes and a total
sample size of 44,605. The literature screening process is shown in [Figure 2:
see original paper].

2.2 Literature Coding

We coded key information from literature included in the meta-analysis, such as
publication information (author + title + year), sample size, correlation coeffi-
cients, scale reliability coefficients, paternalistic leadership dimensions, employee
performance dimensions, sample mean age, sample male proportion, measure-
ment instruments, variable raters, and measurement time points. Based on
the three-dimensional performance model (Rotundo & Sackett, 2002), we uni-
formly coded performance descriptions and dimensions. When literature in-
cluded terms such as work performance, in-role performance, task performance,
or subjective/objective performance, we coded them as task performance; when
literature included terms such as organizational citizenship behavior, contextual
performance, extra-role performance, we coded them as organizational citizen-
ship behavior; when literature included terms such as counterproductive behav-
ior, workplace deviance, or misconduct, we coded them as counterproductive
work behavior. Additionally, we used independent samples as the coding unit,
coding each independent sample once. If multiple independent samples existed
in one article, we coded them separately. Two researchers conducted the coding
process according to unified literature and coding standards (Lipsey & Wilson,
2001), achieving 98.20% coding consistency. Discrepancies were resolved by re-
visiting the original text and discussing to reach consensus. For studies that did
not report reliability «, we used the weighted mean reliability from other studies
as the reliability coefficient (Field & Gillett, 2010). For objective performance,
we set the reliability coefficient to 1 (Lipsey & Wilson, 2001).

[Figure 2: see original paper| Literature screening process
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2.3 Statistical Methods

This study sequentially conducted fail-safe N analysis, heterogeneity testing,
sensitivity analysis, main effect testing, criterion profile effect testing, and mod-
erator effect testing. First, we used fail-safe N to test for publication bias,
estimating how many unpublished studies would be needed to render the re-
sults non-significant (Rothstein et al., 2005). When fail-safe N exceeds 5K+10,
larger values indicate smaller likelihood of publication bias and more stable
meta-analytic results (Zhang Jianping et al., 2020; Orwin, 1983). Second, we
used heterogeneity testing to examine whether effect sizes were heterogeneous
(Dong Baobao et al., 2020). Third, we used the Meta-Sen method for sensitivity
analysis to explore the extent to which results were influenced by extreme values
or abnormal distributions. The Meta-Sen method combines the advantages of
meta-analysis and sensitivity analysis, outputting results before and after ex-
treme value removal to determine how much extreme values or publication bias
affect the robustness of meta-analytic conclusions (Field et al., 2020; Slemp et
al., 2020). For main effect testing, we used the psychmeta package (Dahlke &
Wiernik, 2019) in R (R Core Team, 2019) and adopted the widely used Hunter
and Schmidt (2004) meta-analytic method in organizational management re-
search to process and analyze data. For criterion profile effect testing, we used
the Configural package for two-stage MACPA analysis (Wiernik et al., 2020):
Stage 1 identifies the optimal profile—the profile of the three paternalistic leader-
ship dimensions that shows the optimal relationship with the criterion variable;
Stage 2 quantifies the strength of the relationship between the optimal profile
and the criterion by calculating the similarity between the average profile and
the optimal profile to estimate the predictive power of the optimal profile for
the criterion, and uses profile level and profile scores in a new regression model
to estimate the relative explanatory power of level effects (average profile) and
profile effects (optimal profile). To further verify the robustness of the optimal
profile, we conducted fungible profile analysis in the two-stage framework, ad-
justing R? values to 0.005 and 0.010 and comparing profile shape differences
across different R? values. Minimal shape variation indicates a robust optimal
profile. Finally, we used the psychmeta package for meta-regression analysis of
mean age and male proportion (Dahlke & Wiernik, 2019) to test the moderating
effects of potential moderators.

3 Results
3.1 Sensitivity Analysis and Heterogeneity Testing

This study used fail-safe N to detect publication bias in research on paternal-
istic leadership dimensions and employee performance, estimating how many
unpublished studies would be needed to change results from significant to non-
significant (Rothstein et al., 2005). When fail-safe N exceeds 5K+10, larger val-
ues indicate smaller likelihood of publication bias and more stable meta-analytic
results (Zhang Jianping et al., 2020; Orwin, 1983). As shown in , the fail-safe
N values for combinations of paternalistic leadership dimensions and employee
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performance dimensions far exceed 5K+10, indicating that this study has min-
imal publication bias and that meta-analytic conclusions possess considerable
stability and reliability.

Additionally, to test whether effect sizes included in the meta-analysis were het-
erogeneous, we conducted heterogeneity analysis (Dong Baobao et al., 2020).
Results shown in indicate that Q statistics for combinations of paternalistic
leadership dimensions and performance dimensions are statistically significant
(p < 0.001), suggesting heterogeneity among effect sizes. Higgins et al. (2003)
suggest that I? values of 25%, 50%, and 75% represent low, medium, and high
heterogeneity, respectively. I? values for combinations of paternalistic leader-
ship dimensions and performance dimensions all exceed 75%, indicating high
heterogeneity. In summary, all effect sizes exhibit heterogeneity.

Furthermore, since extreme values and abnormal distributions can affect the
robustness of meta-analytic results (Schmidt & Hunter, 2015; Viechtbauer &
Cheung, 2010), this study conducted sensitivity analysis (Field et al., 2020) and
found that the influence of extreme values and publication bias on meta-analytic
results was negligible. The absolute difference between sample-weighted mean
effect sizes after extreme value removal and corresponding original mean esti-
mates before removal was less than 20% (JA] < 20%), indicating that extreme
values had negligible impact on results in this study (Field et al., 2020). Ad-
ditionally, the absolute difference in trim-and-fill (Duval & Tweedie, 2000) and
PET-PEESE (Stanley & Doucouliagos, 2014) values before and after extreme
value removal was less than 20%, indicating that publication bias is not severe
for relationships between paternalistic leadership dimensions and employee per-
formance outcomes. Therefore, we report original meta-analytic results below.

3.2 Main Effects of Paternalistic Leadership on Employee Perfor-
mance

presents the main effect testing results for relationships between paternalistic
leadership dimensions and employee performance. As shown, authoritarian lead-
ership is significantly negatively correlated with task performance ( =-0.15, 95%
CI [-0.23, -0.08]) and organizational citizenship behavior ( = -0.17, 95% CI [-
0.23, -0.11]), and significantly positively correlated with counterproductive work
behavior ( = 0.35, 95% CI [0.25, 0.45]). Conversely, benevolent leadership is
significantly positively correlated with task performance ( = 0.35, 95% CI [0.29,
0.40]) and organizational citizenship behavior ( = 0.42, 95% CI [0.37, 0.46]),
and significantly negatively correlated with counterproductive work behavior (
= -0.31, 95% CI [-0.37, -0.24]). Additionally, moral leadership is significantly
positively correlated with task performance ( = 0.32, 95% CI [0.25, 0.39]) and
organizational citizenship behavior ( = 0.41, 95% CI [0.37, 0.46]), and signif-
icantly negatively correlated with counterproductive work behavior ( = -0.28,
95% CI [-0.35, -0.21]). Hypotheses la through 3c receive preliminary support.

**%* Meta-analytic results of paternalistic leadership dimensions and employee
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performance

Note: BL = Benevolent Leadership; ML = Moral Leadership; AL = Author-
itarian Leadership (same below). k = number of independent samples for ef-
fect sizes; N = cumulative sample size; = sample-weighted mean effect size; =
reliability-corrected sample-weighted mean effect size; SD = standard deviation
of ; 95% CI = 95% confidence interval for ; 80% CV = 80% credibility interval
for . Q statistic and significance represent heterogeneity among effect sizes; I
represents the proportion of heterogeneity in total variation. Nfs-0.05 = fail-safe
N at p = 0.05 level. * p < 0.05, ** p < 0.01, *** p < 0.001.

3.3 Meta-Analytic Criterion Profile Analysis Results

The criterion profile results for paternalistic leadership and task performance
are shown in [Figure 3: see original paper]A. Compared to other combinations
of paternalistic leadership, employee task performance is highest when leaders
exhibit low authoritarianism and high benevolence and morality.

shows that both the overall profile (rlev = 0.29) and optimal profile (rpat =
0.32) of paternalistic leadership are related to task performance, with the opti-
mal profile showing substantial incremental validity beyond the overall profile (
= 0.06), indicating that the optimal and overall profiles are strongly correlated
but distinct, with the optimal profile demonstrating the strongest predictive
power for task performance. Additionally, due to the strong correlation be-
tween benevolent and moral leadership ( = 0.64), we conducted fungible profile
analysis to further examine profile robustness, adjusting R? values to 0.005 and
0.010. [Figure 4: see original paper]A shows that the low-authoritarian (high
benevolence, high morality) profile remains relatively stable across different lev-
els, with no significant changes in peaks and valleys. Hypothesis 4a is supported:
when leaders exhibit low authoritarian behavior, the work atmosphere becomes
more relaxed, subordinates can communicate bidirectionally with leaders and
possess greater autonomy, thus working actively to repay the leader’ s care and
further promoting task performance.

The criterion profile results for paternalistic leadership and organizational citi-
zenship behavior are shown in [Figure 3: see original paper|B. Employee orga-
nizational citizenship behavior is highest when leaders exhibit low authoritari-
anism and high benevolence and morality. shows that both the overall profile
(rlev = 0.38) and optimal profile (rpat = 0.37, = 0.07) of paternalistic leadership
are strongly related to organizational citizenship behavior, with each dimension
of paternalistic leadership correlating with organizational citizenship behavior,
but the low-authoritarian (high benevolence, high morality) profile combination
showing the strongest relationship. Fungible profile analysis results in [Figure
4: see original paper|B also show that the optimal profile shape does not change
substantially with R? values, indicating that the low-authoritarian (high benev-
olence, high morality) criterion profile is robust. Hypothesis 4b is supported:
when leaders exhibit low authoritarian behavior combined with high benevolent
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and moral behaviors, subordinates develop higher-quality exchange relationships
with leaders, view leaders as learning models, and consequently engage in more
organizational citizenship behavior.

*Hk* Meta-analytic criterion profile analysis results

Note: PL = Paternalistic Leadership; R = multiple correlation of the total re-
gression model; r = zero-order correlation between effect size and criterion; =
square root of R? increment beyond other effects (i.e., semi-partial correlation);
B = standardized regression coefficient for level and profile effects; rlev.pat =
correlation between level and profile effects. Harmonic mean Ns = 11,595 (task
performance), 21,222 (organizational citizenship behavior), 6,314 (counterpro-
ductive work behavior). ks for correlations among paternalistic leadership di-
mensions range from 66 to 74; ks for correlations between paternalistic leader-
ship dimensions and task performance range from 30 to 37; ks for correlations
between paternalistic leadership dimensions and organizational citizenship be-
havior range from 60 to 80; ks for correlations between paternalistic leadership
dimensions and counterproductive work behavior range from 17 to 23.

The criterion profile results for paternalistic leadership and counterproductive
work behavior are shown in [Figure 3: see original paper]C. Employee counter-
productive work behavior is highest when leaders exhibit high authoritarianism
and low benevolence and morality. shows that paternalistic leadership’ s predic-
tion of counterproductive work behavior can be attributed to both the overall
profile (rlev = -0.13) and optimal profile (rpat = 0.43), with the optimal profile
showing substantial incremental validity beyond the overall profile ( = 0.16),
indicating stronger predictive power for counterproductive work behavior. Fur-
thermore, [Figure 4: see original paper|C shows that fungible profile analysis
shapes at different R? levels do not differ significantly from the optimal profile
shape, indicating a stable optimal profile shape. Hypothesis 4c is supported:
under high-level command-based authoritarian leadership, if leaders simultane-
ously reduce care and support for subordinates and fail to lead by example,
subordinates often engage in more counterproductive work behavior to express
dissatisfaction. In summary, when examining the relationship between paternal-
istic leadership and employee performance, attention should be paid to profiles
combining paternalistic leadership dimensions rather than paternalistic leader-
ship as a whole.

3.4 Moderating Effects of Gender and Age

shows that gender does not significantly moderate the relationships between
authoritarian leadership and task performance, organizational citizenship be-
havior, or counterproductive work behavior; nor does it moderate relationships
between benevolent leadership and task performance, organizational citizenship
behavior, or counterproductive work behavior; nor relationships between moral
leadership and task performance, organizational citizenship behavior, or coun-
terproductive work behavior. Therefore, gender does not significantly moderate
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relationships between paternalistic leadership dimensions and performance. Hy-
potheses 5a and 5b are not supported.

ik Meta-regression of moderating variables

Note: B = unstandardized beta weight; SE = standard error; R? = variance
explained rate. <0.05 <0.01 <0.10 k values insufficient

Additionally, shows that mean age significantly moderates the relationship be-
tween authoritarian leadership and organizational citizenship behavior (p <
0.01), explaining 32% of variance. Since authoritarian leadership is negatively
correlated with organizational citizenship behavior (see ), a positive regression
coefficient indicates that this negative relationship weakens with age. Mean
age also significantly moderates the relationship between moral leadership and
task performance (p < 0.05), explaining 69% of variance, with the positive re-
lationship strengthening with age. The moderating effect of mean age on the
relationship between authoritarian leadership and counterproductive work be-
havior is marginally significant (p < 0.10), explaining 41% of variance, with the
positive relationship weakening with age—age mitigates the impact of authoritar-
ian leadership on counterproductive work behavior. Age does not significantly
moderate relationships between authoritarian leadership, benevolent leadership
and task performance; nor relationships between benevolent leadership and or-
ganizational citizenship behavior or counterproductive work behavior; nor the
relationship between moral leadership and organizational citizenship behavior.
Therefore, age significantly moderates relationships between some dimensions of
paternalistic leadership and performance: the older the mean age, the stronger
the relationship between moral leadership and task performance, and the weaker
the relationships between authoritarian leadership and both organizational citi-
zenship behavior and counterproductive work behavior. Hypotheses 6a and 6b
receive partial support.

4 Discussion

4.1 The Relationship Between Paternalistic Leadership and Perfor-
mance

As an important achievement of indigenous psychology research, paternalistic
leadership has attracted close attention from scholars both domestically and
internationally (Li Yan et al., 2013). Examining the impact of paternalistic
leadership on performance in the Chinese context helps understand the effec-
tiveness and context of paternalistic leadership, laying a foundation for subse-
quent research. However, leadership is a culturally embedded behavior, and its
connotations and processes are influenced by culture (Hofstede & Bond, 1988).
Combining domestic and Western studies in meta-analysis may yield conclusions
confounded by cultural factors (Mansur et al., 2017). Based on this, this study
focuses on the Chinese context, using meta-analysis and MACPA to examine
the relationship between paternalistic leadership and performance, analyzing the
paternalistic leadership profiles that best predict employee performance, and in-
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corporating gender and age into the relationship, thereby addressing limitations
in existing research and providing more precise estimates of the relationship
between paternalistic leadership and individual performance in the Chinese con-
text, guiding future leadership research.

First, to maximize the exclusion of cultural influences, this paper examines the
true relationship between paternalistic leadership and performance in the Chi-
nese context, providing more effective guidance for future domestic research.
The findings show that in the Chinese context, benevolent and moral leader-
ship are significantly positively correlated with task performance and organi-
zational citizenship behavior, and significantly negatively correlated with coun-
terproductive work behavior; authoritarian leadership is significantly negatively
correlated with task performance and organizational citizenship behavior, and
significantly positively correlated with counterproductive work behavior. These
results provide a relatively precise estimate of the relationship between paternal-
istic leadership and individual performance in the Chinese context. Although
these conclusions are consistent with previous meta-analytic results (Bedi, 2019;
Hiller et al., 2019; Zorlu, 2019), the strength of relationships between paternal-
istic leadership and performance differs. This discrepancy may be attributed
to cultural factors, suggesting that this study reveals the true impact of pa-
ternalistic leadership on employee performance in the unique Chinese context,
providing more effective guidance for future domestic research.

Moreover, this study comprehensively considers all three dimensions of pater-
nalistic leadership, using the relatively novel MACPA method to more precisely
examine the profiles with the strongest predictive power for employee perfor-
mance, expanding the application of MACPA and providing implications for
management practice. First, existing meta-analyses typically analyze the three
dimensions of paternalistic leadership independently or in parallel, failing to
comprehensively consider their interrelationships (Huang Xu, 2017). This study
adopts the MACPA method to comprehensively examine the effects of the three
paternalistic leadership dimensions on performance. Second, from a person-
centered perspective, it examines the relationship between profiles combining
the three paternalistic leadership dimensions and employee performance, yield-
ing more precise and effective conclusions. Although previous scholars have
used latent profile analysis to study paternalistic leadership, their conclusions
were based on a single military sample and did not examine relationships be-
tween profiles and performance, limiting profile robustness (Chou, 2015). The
MACPA method integrates the advantages of meta-analysis, CPA, and MASEM,
reducing the impact of human error on results based on different sample groups
and sizes, yielding more precise conclusions about criterion profiles of pater-
nalistic leadership’ s impact on performance. Finally, this study finds that the
low-authoritarian leadership profile (with high benevolent and moral leadership)
best predicts employee task performance and organizational citizenship behav-
ior, while the high-authoritarian leadership profile (with low benevolent and
moral leadership) best predicts counterproductive work behavior. Therefore, in
management practice, to elicit optimal performance from subordinates, man-
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agers should adjust their leadership style combinations according to different
contexts.

4.2 Moderating Effects of Gender and Age

(1) Gender. Meta-regression results show that gender does not significantly
moderate relationships between paternalistic leadership dimensions and em-
ployee performance. Regardless of gender, leaders’ benevolent and moral be-
haviors promote employee task performance and organizational citizenship be-
havior while inhibiting counterproductive work behavior; leaders’ authoritarian
behaviors inhibit employee task performance and organizational citizenship be-
havior while promoting counterproductive work behavior. These findings do
not support Role Congruity Theory, possibly due to the influence of China’ s
unique social context. Specifically, since the founding of the People’ s Republic
of China, numerous policies have been implemented to improve women’ s labor
status (Long, 2016). Chinese women’ s roles have gradually shifted from the tra-
ditional “men work outside, women work inside” (Leung, 2003) to “women hold
up half the sky.” Moreover, the “reform and opening up” policy implemented in
1978 not only promoted China’ s economic development (Lin et al., 2003) but
also provided opportunities for Chinese women to enter the workforce, increas-
ing their participation in economic activities in the labor market (Sposato &
Rumens, 2018). In this context, the role of traditional Confucian values advo-
cating gender norms has gradually weakened (Long, 2016). Women now pursue
self-actualization and equality at work, no longer bound by “breadwinner” con-
cepts, and expect equal status and conditions with men in the labor market
(Xu Chang, 2018). Consequently, gender differences in the relationship between
paternalistic leadership and performance are minimal. In management prac-
tice, organizations should provide equal conditions for women in recruitment,
appointment, promotion, and compensation to reduce workplace discrimination
and promote gender equality.

(2) Age. Meta-regression results show that mean age moderates relationships
between some paternalistic leadership dimensions and employee performance.
As age increases, the negative predictive power of authoritarian leadership on
organizational citizenship behavior weakens, and its positive predictive power
on counterproductive work behavior weakens. On one hand, age stereotypes
indicate that older employees are more traditional, more accepting of author-
itarian leadership styles (Vale et al., 2020), better able to consider potential
information behind authoritarian leadership from the leader’ s perspective (Luo
Zhenbing, 2017; Zhao Xian et al., 2012), and more understanding of authoritar-
ian leadership in organizational contexts, potentially investing time and energy
in organizational citizenship behavior and reducing counterproductive behav-
ior. On the other hand, empirical research shows that older employees focus
more on positive experiences and have stronger emotional regulation abilities
(Chapman & Hayslip, 2006; Scheibe et al., 2016). When facing comprehen-
sive supervision and unconditional obedience demands from leaders, they tend
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to cope through self-regulation, thus weakening the relationship between au-
thoritarian leadership and performance with age. Additionally, meta-regression
results show that the positive relationship between moral leadership and task
performance strengthens with age. As individuals age, their emotional process-
ing abilities gradually strengthen, and they tend to analyze and judge moral
situations from an emotional perspective (Hannikainen et al., 2018). In orga-
nizational contexts, moral leaders, as honest and integrity-based role models,
possess unique charisma and appeal that can particularly stimulate strong fol-
lowership and learning desires among older subordinates, thereby influencing
their work outcomes. Therefore, the relationship between moral leadership and
task performance strengthens with age. In management practice, managers
should value older employees by reducing age discrimination, such as focusing
on age groups in HR practices (Chen Jian’ an et al., 2017), and adjust their
leadership behaviors according to employees’ age. For example, leaders should
reduce authoritarian behaviors when interacting with younger employees and
increase moral behaviors when interacting with older employees.

4.3 Limitations and Future Directions

This study has several limitations that warrant future improvement: (1) Lim-
ited by language, tools, and capacity, only Chinese and English literature were
included, creating potential literature selection bias. Future research should
include all available studies, especially unpublished research, to ensure result
stability and reliability. (2) Some meta-analytic effect sizes are relatively small,
potentially limiting result validity. For example, moderator analysis of the rela-
tionship between moral leadership and counterproductive work behavior lacks
age-based samples, requiring more empirical research for support. (3) Most
research on relationships between paternalistic leadership dimensions and per-
formance uses single-timepoint cross-sectional data, relatively neglecting the
dynamic process of paternalistic leadership’ s influence on subordinates and de-
velopmental changes in performance. Future research should use longitudinal
designs to examine these relationships more accurately. (4) Future research
should further examine other potential moderators of the relationship between
paternalistic leadership and performance in the Chinese context, such as indus-
try, region, and position of respondents. (5) Future meta-analyses could explore
cross-level relationships between paternalistic leadership and team or organiza-
tional performance in the Chinese context, analyzing the processes and contexts
through which paternalistic leadership exerts its effects.

This meta-analysis found that: (1) Benevolent and moral leadership have strong
positive correlations with task performance and organizational citizenship be-
havior, and strong negative correlations with counterproductive work behav-
ior. Conversely, authoritarian leadership has significant negative correlations
with task performance and organizational citizenship behavior, and a signifi-
cant positive correlation with counterproductive work behavior. (2) The low-
authoritarian leadership profile (with high benevolent and moral leadership) has
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the strongest predictive power for task performance and organizational citizen-
ship behavior, while the high-authoritarian leadership profile (with low benevo-
lent and moral leadership) has the strongest predictive power for counterproduc-
tive work behavior. (3) Age significantly influences the strength of relationships
between some paternalistic leadership dimensions and performance, while gen-
der does not exhibit a significant moderating effect.
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