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Abstract 

Purpose—The primary aim of this study is to enhance understanding of paternalistic leadership 

behaviour in the Finnish organisational context by investigating how this behaviour relates to the 

occupational well-being of immigrant Chinese employees. 

Method—A survey of 117 Chinese immigrants working in Finland employed the snowball 

sampling method.  

Findings—Paternalistic leadership behaviours, especially benevolent leadership behaviour, were 

found to influence the occupational well-being of immigrant Chinese knowledge workers in the 

Finnish organisational context. 

Implications—The paternalistic leadership style is likely to prove fruitful in Western 

organisational contexts, especially for the well-being of immigrant employees from China or 

other Asian countries.  

Value—Misunderstanding of paternalistic leadership behaviours in Western societies may 

impede the theory’s further development. The study enhances understanding of paternalism in 

the Finnish organisational context by illuminating the effect of paternalistic leadership on the 

occupational well-being of immigrant Chinese employees.  
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Introduction 

The Chinese have migrated internationally for centuries (Ma, 2003). In Finland, where the 

present study was set, the ethnic Chinese presence has increased from 300 in 1990 to 8,900 in 

2013 to become the country’s fourth largest immigrant group (Official Statistics Finland, 2014). 

However, because of some obvious cultural differences between Chinese immigrants and local 

Finns (House et al. 2004), social integration has proved challenging for leaders in organizations. 

Integration depends crucially on managers’ leadership skills and strategies in helping ethnic 

Chinese employees to cope with the local cultural environment.  

From an Eastern perspective, paternalistic leadership research seems likely to provide 

deeper insights into this issue, as research emerging from Asia suggests that leadership in the 

East differs somewhat in this regard (Farh & Cheng, 2000). Like the father figure in a family 

context, leaders in paternalistic cultures take responsibility for the protection and personal care of 

their employees while exercising absolute power; in exchange, these leaders expect loyalty and 

deference (Aycan et al., 1999). Although paternalism is found in many cultures, it is considered 

particularly effective as a leadership style in certain non-Western countries that are characterised 

by high power distance, including China (Farh & Cheng, 2000), Japan (Uhl-Bien et al., 1990) 

and Malaysia (Ansari et al., 2004). In the West, however, paternalistic leadership is often 

regarded as a form of dictatorship (Uhl-Bien & Maslyn, 2005).  

A number of studies have identified the need for more research on the effects of 

paternalistic leadership on employee outcomes such as occupational well-being (e.g. Van De 

Voorde et al., 2012) because of differences in cultural background that are more likely to cause 

strain for immigrants than for the domestic workforce. The primary aim of the present study is to 

enhance understanding of paternalistic leadership behaviour in a Finnish organizational context 

by investigating its relationship to the occupational well-being of immigrant Chinese employees. 

In light of Finland’s cultural similarity to other Western countries ranked as top immigration 

destinations by Chinese workers, such as the U.S., and Canada (Hofstede, 1980), we hope that 

the present findings can also illuminate immigrants’ problem in these societies.  

For the purposes of this study, we drew on the following theoretical constructs. First, 

Cheng et al.’s (2004) model informed our understanding of paternalistic leadership. In relation to 

immigrant employees’ occupational well-being, we referred to Van De Voorde et al.’s (2012) 

extensive review, which concluded that the three dimensions of well-being were happiness-



related, health-related and social. In the present study, these three dimensions were examined as 

separate outcomes. The research model is depicted in Figure 1.  

 

/Insert Figure 1 about here/ 

 

The Three-Dimensional Model of Paternalistic Leadership 

Paternalistic leadership has attracted increasing interest in the Eastern management and 

leadership literature (Chen et al., 2011). Traditional Chinese thinking views fathers as 

authoritative in dictating all of their children’s significant life decisions. In paternalistic 

relationships (as with the father figure in a family), organizational superiors are commonly 

presumed to have the right to exercise authority over their subordinates and to command 

unquestioning personal respect and deference (Jackman, 1994; Aycan et al., 1999; Aycan, 2006). 

Currently the most widely used model in this area of research, Cheng et al.’s (2004) 

model of paternalistic leadership comprises three dimensions: benevolence, morality and 

authoritarianism. Benevolence refers to leadership behaviour that exhibits individualized and 

holistic concern for subordinates’ work and personal well-being. However, while one might view 

benevolence as a universal value (Kanungo & Mendonca, 1996), the emotional concern inherent 

in paternalistic leadership differs from that of Western approaches such as transformational 

leadership, where concern for followers is considered a key dimension. A critical distinction here 

is the extent to which managers are concerned about subordinates’ personal welfare beyond 

working life. For example, it is not uncommon for managers in China to be aware of their 

subordinates’ financial situation and to provide help when needed (Chen & Peng, 2008), or to 

help an unmarried subordinate older than the usual matrimonial age to find a significant other. In 

a Western context, such behaviours might be seen as a violation of the subordinate’s privacy. 

In a leadership context, morality can broadly be characterised as behaviour that 

demonstrates a manager’s personal moral virtues, such as integrity and unselfishness, causing 

subordinates to identify with the manager. Although this dimension overlaps to some extent with 

Western ethical leadership, there is also a clear difference. While the Western approach places 

emphasis on ethical leaders as role models to be emulated by followers through two-way 

communication (Brown & Treviño, 2006), the Chinese morality dimension does not include this 



social learning process. Rather, the emphasis is on one-way communication, where managers 

make decisions while subordinates are expected to obey (Chen et al., 2011).  

The third dimension, authoritarianism, refers to how a manager’s behaviour asserts 

authority and control over subordinates, demanding their unquestioning respect and deference. 

Under a direct authoritarian leadership style, subordinates acknowledge managers’ father-like 

role and comply with their requests and orders without dissent (Peng et al., 2001). This 

authoritarianism has its origins in the hierarchical nature of Chinese society and so differs 

significantly from contemporary Western concepts of leadership (see e.g. Bryman et al., 2011). 

 

The Three Dimensions of Employee Well-Being 

Most of the existing research on paternalistic leadership has focused on outcomes related to 

employees’ work attitudes and behaviours at organizational and management levels (Pellegrini et 

al., 2007; Chen et al., 2011; Wu et al., 2012). We extend the scope of this research by focusing in 

particular on the outcomes of paternalistic leadership for employee well-being at the individual 

level. In management research, employee well-being is important not only in terms of ensuring 

that workers are happy and productive (Wright & Staw, 1999; Robertson & Cooper, 2011; 

Oswald et al., 2015) but also because low levels of well-being may result in negative 

psychological outcomes such as depression and physical problems such as cardiovascular disease 

(Siu et al., 2007). 

The present study draws on the framework of Van De Voorde et al. (2012), which assigns 

well-being to three dimensions: happiness, health and social relationships. Here, happiness refers 

to an employee’s subjective experiences and functioning at work (Grant et al., 2007). We focus 

on job satisfaction as the main factor in happiness at work, as this is frequently referenced in 

theoretical and empirical research (Appelbaum et al., 2000; Gould-Williams, 2003). In relation to 

health-related well-being, we focus in particular on stress. This reflects the dominant approach 

in the occupational health literature, investigating employees’ subjective responses (e.g. stress) to 

their workload. The third dimension is social well-being. Positive relationships have been 

identified as among the most important aspects of well-being (Ryff, 1989); unlike happiness- and 

health-related well-being, which focus on the individual, social well-being refers to the 

relationships between employees in the workplace.  



For present purposes, social well-being is examined in terms of the relationships between 

employees and their managers; more specifically, we investigated leader-member exchange 

(LMX) and Chinese guanxi. LMX focuses on the dyadic relationship between leader and 

follower in a formal working context, stressing that each relationship is unique and can vary in 

quality (Graen, 1976). Low-LMX relationships emphasise economic exchange and are based 

mainly on formal assets, such as employment contracts (Blau, 1964). In contrast, high-quality 

relationships are built on such values as mutual trust, obligation and respect (Uhl-Bien & Maslyn, 

2003). Guanxi is an important social value that is deeply embedded in Chinese society; in 

Chinese, the term means interpersonal relationship. A common explanation of guanxi is that it is 

a highly specific relationship between two parties, which may vary in degree (Hui & Graen, 

1997). In the relationship between leader and follower, guanxi is also thought to play a key role 

in personal effectiveness. Building guanxi is considered a foundation for effective leadership, 

even when managers and employees come from different cultures (Chen & Tjosvold, 2006). 

Additionally, unlike LMX, guanxi highlights the relationship’s development in non-working 

contexts and personal time (Nie & Lämsä, 2015).  

 

Paternalistic Leadership and Well-Being among Immigrant Chinese Knowledge Workers  

The present study argues that the extent to which leaders exhibit paternalistic leadership 

behaviours is likely to affect the occupational well-being of immigrant Chinese knowledge 

workers. Specifically, we propose that benevolent leadership behaviours, referred to in China as 

shi-en (granting favours), and moral leadership behaviours, referred to as shu-de (setting an 

example), are likely to be positively associated with happiness, health and social well-being 

among immigrant Chinese knowledge workers.  

Research in China has identified benevolence as an indispensable component of effective 

leadership (Farh & Cheng, 2000). Forming an intimate leader-follower relationship, in which a 

leader acts like a kind father and provides followers with support, protection and care, aligns 

with the Confucian value of relationalism (Chen et al., 2011), which does much to relieve 

employee tension (Kerfoot & Knights, 1993; Pellegrini & Scandura, 2008) and prompts feelings 

of gratitude to the leader. Benevolent leadership is also thought to be effective among knowledge 

workers, as managers’ emotional concern and empathy counteracts negative feelings about their 

work such as guilt or other destructive emotions (Emmerich, 2001). Moral leadership behaviours 



are usually seen as an expression of superior integrity and concern for the ‘collective good’, 

which Chinese employees view as ideal leadership (Niu et al., 2009). Additionally, there is 

evidence that most knowledge workers are especially motivated by communitarian loyalty 

(Alvesson, 2000)—the perceived common interests of a certain group. On that basis, it is argued 

that moral leadership behaviours of this kind will prompt positive feelings and experiences 

among Chinese knowledge workers in the workplace. In light of the above discussion, we 

propose the following hypotheses. 

Hypothesis 1: Leader benevolence is positively related to immigrant Chinese knowledge 

workers’ well-being in terms of happiness, health and social relationships.  

Hypothesis 2: Leader morality is positively related to immigrant Chinese knowledge 

workers’ well-being in terms of happiness, health and social relationships.  

Conversely, authoritarian leadership behaviours, referred to in China as li-wei (awe- and 

fear-inspiring), are known to be negatively associated with employee outcomes (e.g. job-related 

satisfaction) (Farh et al., 2006; Chen et al., 2011). However, authoritarian leadership remains a 

pervasive leadership style in China, as it aligns with the Confucian value system of hierarchy, in 

which higher ranking leaders exercise power and control over their followers (Beamer, 1998). 

Under this form of leadership, employees are less likely to be allowed to voice their concerns 

and have less scope for personal control. From a Western point of view, authoritarian leadership 

may seem to conflict with the positive correlation between employee autonomy and well-being 

(Ryan & Deci, 2000; Gilbreath & Benson, 2004). Strict discipline and control of employee 

behaviours may cause employees to feel monitored (George & Zhou, 2001), as well as uncertain, 

oppressed and irritated (Bono et al., 2007; Wu et al., 2012), ultimately impacting negatively on 

their everyday well-being at work. In light of the value assigned to equality in many Western 

cultural contexts (including Finland), immigrant Chinese knowledge workers working and living 

in this environment might be expected to be less tolerant of the traditional Chinese values of 

hierarchy and authoritarianism (Liu, 2003; Niu et al., 2009). It is conceivable, then, that more 

authoritarian leadership in a Western context will diminish the well-being of Chinese employees 

at work. Based on the above discussion, we propose the following hypothesis. 

Hypothesis 3: Authoritarian leadership is negatively related to immigrant Chinese 

knowledge workers’ well-being in terms of happiness, health and social relationships.  

 



Method 

Participants and Procedure 

The study participants were Chinese immigrants who were fluent in English and used it as their 

main working language. A questionnaire survey was therefore conducted by email and post in its 

original English language version, without translation into Chinese. All participants were assured 

that all of the information collected would remain confidential. To recruit participants, we 

employed the snowball sampling method, identifying individuals who qualified to participate and 

asking them to recommend others with the characteristics we were looking for (Denscombe, 

1997; Platzer & James, 1997). The inclusion criteria specified persons who (1) were originally 

from China; (2) were currently working in knowledge-based organizations in Finland and (3) 

held Finnish citizenship, a Permanent Resident Permit or a Work Permit. In total, 117 

participants completed and returned the questionnaire. Respondents ranged in age from 23 to 47 

years; the largest age group was 26–30 years, followed by 31–35. Female participants comprised 

41% of the total sample. As 65% of participants had a PhD, 34% had a master’s degree, and 1% 

had a bachelor’s degree, the sample was dominated by highly educated and relatively young 

participants. 

 

Measurements 

Paternalistic leadership. The three-dimensional model of paternalistic leadership has been 

developed through a series of qualitative and quantitative studies by Farh, Cheng and colleagues 

(Cheng, 1995; Farh & Cheng, 2000). For present purposes, we adopted measures of paternalistic 

leadership from the widely cited study by Cheng et al. (2004). Participants were asked to indicate 

on the same 6-point scale how they felt when, for example, their supervisor ‘expresses concern 

about my daily life beyond work relations’ (benevolence); (2) ‘uses his/her authority to seek 

special privileges for himself/herself’ (morality) and (3) ‘exercises strict discipline over 

subordinates’ (authoritarianism). For each dimension, internal consistency (Cronbach’s alpha) 

was .70, .86, and .82, respectively.  

Employee well-being. Three dimensions of employee well-being—happiness, health and 

social well-being—were examined as separate outcomes.  

Satisfaction. For happiness-related well-being, we used Cammann et al.’s (1979) model to 

test employee job-related satisfaction. This scale measures the employee’s overall affective 



responses to their job and has been widely applied in a variety of research settings (e.g. Slemp & 

Vella-Brodrick, 2013; Tang et al., 2014). Sample items included ‘In general, I like working here’. 

Following Cammann et al.’s procedures, the three items were averaged to yield an overall job 

satisfaction score (α =.86). 

Stress. A common way to approach well-being is to investigate the topic from a negative 

viewpoint such as stress (e.g. Huhtala et al. 2010; Brauchli et al. (2013). In this study, we used 

stress to measure the health wellbeing: the higher the stress, the lower quality of the health 

wellbeing. With regard to this dimension, we used measures adapted from Maslach and Jackson 

(1981). For more than a decade, this scale has been acknowledged as the leading measure of 

emotional exhaustion, depersonalisation and reduced personal accomplishment, incorporating 

extensive research conducted over more than two decades since its initial publication. Sample 

items included ‘I feel fatigued when I get up in the morning and have to face another day on the 

job’. Cronbach’s alpha for this scale is .91.  

LMX and guanxi. For the social component of well-being, we focused in particular on the 

relationship between employees and their managers in terms of LMX and Chinese guanxi. LMX 

was measured here on the scale developed by Scandura and Graen (1984). Sample items 

included ‘My leader understands my job problems and needs’. Cronbach’s alpha for this scale 

is .86. To measure guanxi, we adopted the model developed by Chen et al. (2009). Sample items 

included ‘After office hours, I engage in social activities with my supervisor, such as having 

dinner or entertainment together, which go beyond work duties’. Cronbach’s alpha for this scale 

is .83. 

Control variables. Employees’ gender and age were included as control variables. 
 

Results 

Descriptive Analysis 

Means, standard deviations and correlations among variables are shown in Table 1, which 

confirms that benevolence is positively related to employee satisfaction (r = .57, p < .01), LMX 

(r = .71, p < .01) and guanxi (r = .61, p < .01) and negatively related to employee stress (r = -.36, 

p < .05). Morality is positively related to LMX (r = .43, p < .01). Authoritarianism is positively 

related to employee stress (r = .16, p < .01). 

 



/Insert Table 1 about here/ 
 

 

Hypotheses Testing 

To test Hypotheses 1, 2, and 3, we simultaneously entered the three dimensions of paternalistic 

leadership and employee well-being in the structural equation model and entered employee 

gender and age as control variables. The results are presented in Figure 2. For clarity, the control 

variables are not shown.  

 

/Insert Figure 2 about here/ 

 

A positive relationship were found between benevolent leadership and happiness-related well-

being (βsatisfaction = 0.57, p < .01), negative relationship between leader benevolence and stress 

(βstress = -0.36, p < .05) (negative value between benevolent leadership and stress means that such 

leadership supports the health wellbeing by decreasing stress), and positive relationship between 

benevolent leadership and social social relationship-related well-being (βLMX = 0.71, p < .01; 

βguanxi = 0.61, p < .01), fully supporting Hypothesis 1. Morality was found to be positively and 

significantly related to social relationship-related well-being only in terms of LMX (βLMX = 0.44, 

p < .01), providing partial support for Hypothesis 2. The proposed negative relationships 

between authoritarian leadership and happiness-related well-being (βsatisfaction = -0.20, ns) and 

social relationship-related well-being (βLMX = -0.23, ns; βguanxi = -0.24, ns) were not supported. 

However, the negative linear relationship between authoritarian leadership and health well-being 

was supported (βstress = 0.16, p < .05), providing partial support for Hypothesis 3.  

 

Discussion 

As hypothesized, relationships were found between all three dimensions of paternalistic 

leadership and the well-being of immigrant Chinese knowledge workers. Specifically, we found 

that, in a Finnish organizational context, benevolence has significant effects on these workers’ 

satisfaction and on the quality of their relationships with supervisors in terms of LMX and 

private guanxi while reducing their stress at work context. Morality in paternalistic leadership 

was shown to be associated with Chinese LMX relationships, indicating that a superior’s 



morality in terms of integrity and concern for the collective good are highly valued by Chinese 

employees, with positive implications for high-quality LMX relationships. Authoritarianism was 

found to be slightly related to Chinese workers’ stress, which was increased by more 

authoritarian leadership.  

Overall, the findings indicate that the dimensions of paternalistic leadership—specifically, 

benevolent leadership behaviour—can influence the occupational well-being of immigrant 

Chinese knowledge workers in the Finnish organizational context. Despite the prevalence of 

negative framings of paternalistic leadership such as ‘benevolent dictatorship’ (Northouse, 1997, 

p. 39) in Western societies (Uhl-Bien & Maslyn, 2005), the present findings confirm that this 

Eastern leadership style can also make sense in the Finnish organizational context. As social 

integration has proved challenging in many Western countries with large populations of ethnic 

Chinese, including the U.S., Canada and Australia, we hope that these findings will be of 

practical use in the integration of employees from China or other Asian countries rooted in 

Confucian social values. 

 

Theoretical and Practical Implications 

Corroborating research on paternalistic leadership more generally (Cheng et al., 2004; Chen & 

Kao, 2009; Pellegrini et al., 2010), the present study provides additional evidence of the 

significant effect of paternalistic leadership on employee-centred outcomes, with some important 

theoretical and practical implications. First, the study provides additional support for benevolent 

leadership. Broadly defined, ‘benevolence’ is a value often referred to in discussions of altruism 

(Kanungo & Mendonca, 1996). However, there is substantial disagreement in the paternalistic 

leadership literature concerning the extent to which benevolent paternalistic behaviours reflect 

genuinely benevolent intentions (Aycan, 2006). In one such critique, Goodell (1985) suggested 

that a leader’s benevolent act is in fact an invisible form of non-coercive exploitation, as such 

leadership behaviour seeks something in return (e.g. deference) from employees (Uhl-Bien & 

Maslyn, 2005).  

However, such criticism represents a one-sided view in failing to take account of the 

positive aspects of benevolent leadership. The present study confirms that the effect of 

benevolent leadership behaviour in improving immigrant employees’ well-being is significant 

and all-pervasive. This aligns with Theory Z as proposed by Ouchi (1981), which integrates 



paternalism as a major dimension of leadership, increasing employee loyalty by emphasising 

their well-being, both on and off the job. Ouchi claimed that such a leadership approach is not 

necessarily incompatible with Western organizations, and it may be sensible for Finnish 

managers (and perhaps managers in other Western contexts) to learn more about this form of 

benevolent leadership in support of the well-being of their Chinese employees. More specifically, 

this means showing emotional concern for and a personal interest in employees’ lives, both on 

and off the job. However, it may prove challenging for Finnish managers to practise such 

leadership, especially with regard to employees’ personal and private life, as Finland is 

characterised by a high level of individualism and self-reliance (House et al., 2004).  

Previous studies have indicated a relationship between authoritarian leadership and 

employee outcomes (e.g. Farh et al., 2006; Chen et al., 2011). However, despite a minor 

association between authoritarian leadership and employees’ health-related well-being, the 

present study found no significant negative effect of authoritarian leadership on employees’ 

happiness and social well-being. These findings imply that the Chinese—even Chinese migrants 

overseas—may be unique in how they perceive this leadership behaviour, which warrants further 

discussion. The role of moral social values in people’s lives offers one possible explanation, as 

moral values are highly context-relative. In the case of honesty, for example, we may find that 

different social cultures place varying emphasis on the relative importance of this value (Bass & 

Steidlmeier, 1999). As indicated by Bass and Steidlmeier (1999), Chinese migrants overseas 

remain influenced by such values, where unequal power distributions are not considered 

improper. Traditional Chinese values entailing ‘the natural acceptance of hierarchical structuring 

and legitimization for unequal superior-subordinate relationships, the dutiful fulfilment of role 

duties, and tendencies toward deference, compliance and conformity to authority’ (Westwood & 

Leung, 1996, p. 390) may mean that the Chinese take authoritarian leadership for granted and are 

more tolerant of such leadership behaviour than people from other parts of the world (Wu et al., 

2012). 

Another possible explanation relates to the characteristics of our study sample. As indicated 

earlier, most respondents were aged between 26 and 35 years and were highly educated. As 

educated employees in this age range are generally at an early career stage, they may not 

perceive more demanding and disciplinary leader behaviours as unacceptable. Indeed, more 

professional and adequate supervisory guidance may be needed by such employees working in 



knowledge-based organizations, as such leadership behaviours may relieve some of the 

psychological tension associated with a lack of knowledge and skill.   

Finally, although authoritarian leadership seems to increase employees’ stress level to some 

extent, some modest level of stress may not be entirely unfavourable. According to Westman and 

Eden (1996), there is an inverted U-shaped relationship between stress and employee 

performance (Westman & Eden, 1996), which means that stress can be effective in improving 

employee performance to some extent, provided it does not exceed an appropriate threshold. 

Overall, then, we would suggest that Finnish managers may benefit from reconsidering the 

meaning of authoritarianism in their leadership behaviour, and that Western participative 

leadership and Chinese authoritarian leadership are not necessarily incompatible. However, we 

would also caution managers about the negative effect of excessive authoritarianism, especially 

in the case of knowledge workers (Amar, 2004), as too much discipline or control would limit 

their motivation and capabilities while increasing their sense of burden. For many managers, 

finding a modest and appropriate version of authoritarian leadership is a critical issue worthy of 

serious consideration.  

 

Limitations 

The data here were collected through self-report measures, raising questions of common method 

bias. However, our interest in employees’ perceptions meant that self-report measures were 

appropriate for the purposes of this study (see Levin & Cross, 2004; Greenbaum et al., 2015). In 

addition, as in other recent studies of organizational behaviour (e.g. Loi et al., 2012), we 

employed procedural remedies in the research design, such as assuring response anonymity and 

reminding respondents that there was no right or wrong answer. Such procedures are known to 

reduce the threat of common method bias (Podsakoff et al., 2003).  

A second concern is that the present study assumed a linear relationship between 

paternalistic leadership and stress between paternalistic leadership and workers’ well-being. 

Some studies have reported also nonlinear patterns in this regard. For example, Morin et al. 

(2013) argued for a U-shaped relationship between workplace affective commitment and stress. 

Moreover, Fisher et al. (2016) found a non-linear relationship between LMX and anxiety stress. 

Although the linear assumption as adopted in this study is widely used in research, we think that 



further exploration is therefore needed to clarify a possible non-linear relationship between 

leadership and employee stress.   

Finally, to investigate paternalism, we focused here on the superior-subordinate relationship. 

In future research, it would be fruitful to incorporate more insights on gender, class and race 

(Jackman, 1994) to achieve a deeper understanding of paternalism, as well as extending the 

research to other organizational contexts. 

 

Conclusion 

Rooted in Chinese Confucian values, paternalistic leadership has been shown to have significant 

positive effects in many Asian countries. However, misunderstanding of this form of leadership 

behaviour in Western societies may impede its further development. The present study enhances 

understanding of paternalism in a Finnish organisational context by illuminating the effect of 

such leadership on the occupational well-being of immigrant Chinese knowledge workers. The 

findings indicate that some aspects of paternalism may have beneficial outcomes for these 

employees. Specifically, we showed that benevolence as a form of paternalistic leadership has a 

positive effect on the occupational well-being of Chinese immigrants in a knowledge-intensive 

organizational context in Finland. We contend that it may be appropriate for Finnish managers to 

consider benevolence as a leadership strategy to advance occupational well-being and to address 

challenges in this regard among immigrant Chinese employees.  

 

References 

Alvesson, M. 2000. Social identity and the problem of loyalty in knowledge-intensive 

organizations. Journal of Management Studies, 37(8), 1101-1120.  

Amar, A. D. 2004. Motivating knowledge workers to innovate: a model integrating motivation 

dynamics and antecedents. European Journal of Innovation Management, 7(2), 89-101. 

Ansari, M. A., Ahmad, Z. A., and Aafaqi, R. 2004. Organizational leadership in the Malaysian 

context. In D. Tjosvold & K. Leung (Eds.), Leading in high growth Asia: Managing 

relationship for teamwork and change: 109-138. Singapore: World Scientific. 

Appelbaum, E., Bailey, T., Berg, P. and Kalleberg, A. 2000. Manufacturing advantage: Why 

high performance work systems pay off. NewYork: Cornell University Press.  



Aycan, Z. 2006. Paternalism: Towards conceptual refinement and operationalization. In K. S. 

Yang, K. K. Hwang, & U. Kim (Eds.), Scientific advances in indigenous psychologies: 

Empirical, philosophical, and cultural contributions, 445-466. London: Sage Ltd. 

Aycan, Z., Kanungo, R. N., Mendonca, M., Yu, K., Deller, J., and Stahl, G., et al. 2000. Impact 

of culture on human resource management practices: A 10-country comparison. Applied 

Psychology: An International Review, 49, 192-221. 

Aycan, Z., Kanungo, R. N., and Sinha, J. B. P. 1999. Organizational culture and human resource 

management practices: The model of culture fit. Journal of Cross-Cultural Psychology, 

30(4), 501-516. 

Bass, B. M., and Steidlmeier, P. 1999. Ethics, character, and authentic transformational 

leadership behavior. Leadership Quarterly, 10(2), 181-217.  

Beamer, L. 1998. Bridging business cultures. China Business Review, May-June: 54-58.  

Blau, P. M. 1964. Exchange and power in social life, New York: Wiley, 94-99. 

Bono, J. E., Foldes, H. J., Vinson, G., and Muros, J. P. 2007.  Workplace emotions:  The role of 

supervision and leadership. Journal of Applied Psychology, 92(5), 1357-1367. 

Boxall, P., and Macky, K. 2009. Research and theory on high-performance work systems: 

processing the high involvement stream. Human Resource Management Journal, 19, 3–23. 

Brown, M. E., and Treviño, L. K. 2006. Socialized charismatic leadership, values congruence, 

and deviance in work groups. Journal of Applied Psychology, 91, 954–962. 

Bryman, A., Collinson, D., Grint, K., Jackson, B., and Uhl-Bien, M. (eds.) 2011. The Sage 

handbook of leadership. London: Sage. 

Cammann, C., Fichman, M., Jenkins, D., and Klesh, J. 1979. The Michigan organizational 

assessment questionnaire. Unpublished manuscript, University of Michigan, Ann Arbor.  

Chen H. Y., and Kao, H. S-R. 2009. Chinese paternalistic leadership and non-Chinese 

subordinates' psychological health. The International Journal of Human Resource 

Management, 20(12), 2533-2546. 

Chen, Y., Friedman, R., Yu, E., Fang, W., and Lu, X. 2009. Supervisor–subordinate guanxi: 

Developing a three-dimensional model and scale. Management and Organization Review, 5, 

375–399. 



Chen, X. P., Eberly, M. B., Chiang, T., Farh, J., and Cheng. B. 2011. Affective trust in Chinese 

leaders: Linking paternalistic leadership to employee performance. Journal of Management, 

40(3), 796-819. 

Chen, X. P., and Peng, S. 2008. Guanxi dynamics: Shifts in the closeness of ties between 

Chinese coworkers. Management and Organization Review, 4, 63-80. 

Chen, Y. F., and Tjosvold, D. 2006. Participative leadership by Western managers in China: The 

role of relationships. Journal of Management Studies, 43(8), 1727–1752. 

Cheng, B. S. 1995. Paternalistic authority and leadership: A case study of a Taiwanese CEO. 

Bulletin of the Institute of Ethnology Academic Sinica, 79, 119-173.  

Cheng, B. S., Chou, L. F., Huang, M. P., and Wu, T. Y., Farh, J. L. 2004. Paternalistic leadership 

and subordinate reverence: Establishing a leadership model in Chinese organizations. Asian 

Journal of Social Psychology, 7(1), 89-117. 

Denscombe, M. 1997. The good research guide. Buckingham, Open University Press.  

Emmerich, R. 2001. Motivating employees during tough times. The CPA Journal, 71(10), 62.  

Farh, J. L., and Cheng, B. S. 2000. A cultural analysis of paternalistic leadership in Chinese 

organizations. In J. T. Li., A. S. Tsui, & E. Weldon (Eds.), Management and organizations 

in the Chinese context: 84-127. London: Macmillan. 

Farh, J. L., Cheng, B. S., Chou, L. F., and Chu, X. P. 2006. Authority and benevolence: 

Employees’ responses to paternalistic leadership in China. In A. S. Tsui, Y. Bian, & L. 

Cheng (Eds.), China’s domestic private firms: Multidisciplinary perspectives on 

management and performance, 230-260. New York: Sharpe. 

Fisher, J. M., Strider, S. H., and Kelso, M. G. 2016. Leader-member exchange and its 

relationship to quality of work and stress among information technology (IT) workers. 

Human Resource Management Research, 6(2), 23-39. 

George, J. M., and Zhou, J. 2001. When openness to experience and conscientiousness are 

related to creative behavior: An interactional approach. Journal of Applied Psychology, 86, 

513–524.  

Gilbreath, B., and Benson, P. G. 2004. The contribution of supervisor behaviour to employee 

psychological well-being. Work & Stress, 18, 255–266. 

Goodell, G. E. 1985. Paternalism, patronage, and potlatch: The dynamics of giving and being 

given to. Current Anthropology, 26, 247-257. 



Gould-Williams, J. 2003. The importance of HR practices and workplace trust in achieving 

superior performance: a study of public-sector organizations. International Journal of 

Human Resource Management, 14, 28-54.  

Graen, G. 1976. Role-making processes within complex organisations. In M. D. Dunnette (Ed.), 

Handbook of industrial and organisational psychology, Chicago: Rand McNally, 1201-1245. 

Grant, A. M., Christianson, M. K., and Price, R. H. 2007. Happiness, health, or relationships? 

Managerial practices and employee well-being trade-offs. Academy of Management 

Perspectives, 21, 51–63.  

Greenbaum, R.L., Mawritz, M.B., and Piccolo, R.F. 2015. When leaders fail to “walk the talk”: 

Supervisor undermining and perceptions of leader hypocrisy. Journal of Management, 41(3), 

929-956. 

House, R. J., Hanges, P. J., Javidan, M., Dorfman, P. W., and Gupta, V. (Eds.). 2004. Culture, 

leadership, and organizations: The GLOBE study of 62 societies. Thousand Oaks, CA: Sage. 

Hui, C., and Graen, G. 1997. Guanxi and professional leadership in contemporary Sino-

American joints ventures in Mainland China. Leadership Quarterly, 8, 451-465.  

Jackman, M. R. 1994. The velvet glove: Paternalism and conflict in gender, class, and race 

relations. Berkeley: University of California Press.  

Kanungo, R. N., and Mendonca, M. 1996. Ethical dimensions in leadership. Beverly Hills, CA: 

Sage Publications. 

Kerfoot, D., and Knights, D. 1993. Management, masculinity and manipulation: From 

paternalism to corporate strategy in financial services in Britain. Journal of Management 

Studies, 30(4), 659-677.  

Levin, D. Z., and Cross, R. 2004. The strength of weak ties you can trust: The mediating role of 

trust in effective knowledge transfer. Management Science, 50(11), 1477-1490. 

Liu, S. 2003. Culture within culture: Unity and diversity of two generations of employees in 

state-owned enterprises. Human Relations, 56, 387-417.  

Loi, R., Lam, L.W., and Chan, K.W. 2012. Coping with job insecurity: The role of procedural 

justice, ethical leadership and power distance orientation. Journal of Business Ethics, 108, 

361-372. 



Ma, L. J. C. 2003. Space, place, and transnationalism in the Chinese diaspora. In the Chinese 

diaspora: Space, place, mobility, and identity. Edited by Laurence J. C. Ma and Carolyn 

Cartier, Lanham: Rowman & Littlefield. 

Maslach, C., and Jackson, S. E. 1981. The measurement of experienced burnout. Journal of 

Occupational Behavior, 2, 99-113.  

Morin, A.J.S., Vandenberghe, C., Turmel, M., Madore, I., and Maïano, C. 2013. Probing into 

commitment's nonlinear relationships to work outcomes. Journal of Managerial Psychology, 

28, 202-223. 

Nie, D., and Lämsä, A-M. 2015. The leader-member exchange theory in the Chinese context and 

the ethical challenges of guanxi. Journal of Business Ethics, 128(4), 851-861.  

Niu, C. P., Wang, A. C., and Cheng, B. S. 2009. Effectiveness of a moral and benevolent leader: 

Probing the interactions of the dimensions of paternalistic leadership. Asian Journal of 

Social Psychology, 12(1), 32-39. 

Northouse, P. G. 1997. Leadership: Theory and practice. Thousand Oaks, CA: Sage. 

Official Statistics Finland. 2014. Immigration and emigration by age, sex and area 1987-2013. 

Available online at: http://pxweb2.stat.fi/. Accessed February 10, 2015. 

Oswald, A. J., Proto, E., and Sgroi, D. 2015. Happiness and productivity. Journal of Labor 

Economics, 33(4), 789-822. 

Ouchi, W. G. 1981. Theory Z: How American business can meet the Japanese challenge. 

Reading, MA: Addison-Wesley. 

Pellegrini, E. K., and Scandura, T. A. 2008. Paternalistic leadership: A review and agenda for 

future research. Journal of Management, 34(3), 566- 593. 

Pellegrini, E. K., Scandura, T. A., and Jayaraman, V. 2007. Generalizability of the paternalistic 

leadership concept: A cross-cultural investigation (working paper). St. Louis: University of 

Missouri–St. Louis. 

Pellegrini, E. K., Scandura, T. A., and Jayaraman, V. 2010. Cross-cultural generalizability of 

paternalistic leadership: An expansion of leader-member exchange theory. Group & 

Organization Management, 35(4), 391-420. 

 Peng, M. W., Lu, Y., Shenkar, O., and Wang, D. Y. L. 2001. Treasures in the China house: A 

review of management and organizational research on Greater China. Journal of Business 

Research, 52, 95-110. 



Platzer, H, and James, T. 1997. Methodological issues conducting sensitive research on lesbian 

and gay men's experience of nursing care. Journal of Advanced Nursing, 25(3), 626-633.  

Podsakoff, P. M., MacKenzie, S. B., Lee, J., and Podsakoff, N. P. 2003. Common method biases 

in behavioural research: A critical review of the literature and recommended remedies. 

Journal of Applied Psychology, 5, 879-903. 

Robertson, I., and Cooper, C. 2011. Well-Being: Productivity and happiness at 

work, Basingstoke: Palgrave Macmillan. 

Ryan, R. M., and Deci, E. L. 2000. Self-determination theory and the facilitation of intrinsic 

motivation, social development, and well-being. American Psychologist, 55, 68–78.  

Ryff, C. D. 1989. Happiness is everything, or is it? Explorations on the meaning of psychological 

well-being. Journal of Personality and Social Psychology, 57, 1069–1081.  

Scandura, T. A., and Graen, G. B. 1984. Moderating effects of initial leader-member exchange 

status on the effects of a leadership intervention. Journal of Applied Psychology, 69, 428–

436. 

Siu, O. L., Lu, C. Q., and Spector, P. E. 2007. Employees’ well-being in Greater China: The 

direct and moderating effects of general self-efficacy. Applied Psychology: An International 

Review, 56(2), 288–301. 

Slemp, G. R., and Vella-Brodrick, D. A. 2013. The job crafting questionnaire: A new scale to 

measure the extent to which employees engage in job crafting. International Journal of 

Wellbeing, 3(2), 126-146. 

Tang, S.W., O.L. Siu and F.Cheung, 2014. A study of work-family enrichment among Chinese 

employees: The mediating role between work support and job satisfaction. Applied Psychol., 

63: 130-150. DOI: 10.1111/j.1464-0597.2012.00519.x  

Uhl-Bien, M., and Maslyn, J. M. 2003. Reciprocity in manager-subordinate relationship: 

Components, configurations and outcomes. Journal of Management, 24, 511-532. 

Uhl-Bien, M., and Maslyn, M. 2005. Paternalism as a form of leadership: Differentiating 

paternalism from leader member exchange. Paper presented at the meeting of the Academy 

of Management, Honolulu, Hawaii. 

Uhl-Bien, M., Tierney, P., Graen, G., and Wakabayashi, M. 1990. Company paternalism and the 

hidden investment process: Identification of the “right type” for line managers in leading 

Japanese organizations. Group and Organization Studies, 15, 414-430. 



Van De Voorde, K., Paauwe, J., and Van Veldhoven, V. 2012. Employee well-being and the 

HRM-organizational performance relationship: A review of quantitative studies. 

International Journal of Management Reviews, 14, 391-407. 

Van Dierendonck, D., Haynes, C., Borrill, C., and Stride, C. 2004. Leadership behavior and 

subordinate well-being. Journal of Occupational Health Psychology, 9, 165-175.  

Westman, M., and Eden, D. 1996. The inverted-U shaped relationship between stress and 

performance: A field study. Work & Stress, 10(2), 165-173. 

Westwood, R. I., and Leung, S. M. 1996. Work under the reforms: The experience and meaning 

of work in a time of transition. In R. I. Westwood (Ed.), China review: 368–423. Hong 

Kong: Chinese University Press. 

Wright, T. A., and Staw, B. M. 1999. Affect and favorable work outcomes: Two longitudinal 

tests of the happy-productive worker thesis. Journal of Organizational Behavior, 20(1), 1–

23. 

Wu, M., Huang, X., Li, C., and Liu, W. 2012. Interactional justice and trust-in-supervisor as 

mediators for paternalistic leadership. Management and Organization Review, 8(1), 97–121. 

 

 

 

 

 

 

 

 

 

 


