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ABSTRACT 

This review article aims to examine studies about paternalistic leadership 

(PL) and present an overview of the literatures’ themes. The study examined articles 
based on their types, practices, institutions, and country distribution. A total of 271 
articles were determined suitable for review. Papers were coded sequentially, and 
subthemes were created inductively rather than by attempting to fit them into a 
preexisting coding framework. Based on thematic analysis, four key themes emerged: 
the individual, organizations, leaders, and others. Most of the studies reviewed were 
empirical and quantitative. As this review article contributes a review of the 
literature on PL and defines its four top thematic groups, it serves as a guide for 
future researchers studying PL. 

 
Keywords: Paternalistic leadership, moral leadership, benevolent leadership, 

authoritarian leadership  

INTRODUCTION 
 

According to the strategic management and leadership literature, paternalism 
is a complicated but exciting notion that may be utilized to understand better leader-
follower interactions and the forms, methods, and “techniques” of managing 
individuals and organizations (Mussolino & Calabrò, 2014). Similarly, Aycan (2006) 
also states that few management concepts are more intriguing, nuanced, and 
contentious than paternalism. Debates on paternalism extend back to the time of 
Aristotle and Confucius when the family was often thought to be the model for 
organizing and controlling the state (Aycan, 2015). Paternalism fuels debates as it is 
perceived differently through various cultural lenses over time (Aycan et al., 2013). 
When viewed through the lenses of power distance and collectivism, paternalistic 
leadership (PL) is often endorsed. However, when viewed through the lenses of low 
power distance and individualism, PL is criticized (Aycan et al. 2013; Gelfand et al., 
2007). Western literature leans towards viewing PL as akin to authoritarianism. 
However, research from non-Western cultures such as China, India, Turkey, Mexico, 
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and Japan proposes instead that paternalism reflects a relationship in which 
subordinates voluntarily reciprocate the care and protection of parental authority by 
displaying obedience (Chen et al., 2014). 

In feudal societies, social rights were long protected by respectable families or 
dynasties rather than by laws (Aycan, 2001; Redding et al., 1994). As for Western 
societies, as a result of industrialization, unionization, and the protection of workers ’ 
rights by law, the importance of paternalism has diminished, and it has lost approval 
(Paker, 2000, as cited in Aycan, 2001). It is a form of leadership that is widely 
considered unacceptable in Western countries often characterized as educated, 
industrialized, rich, and democratic (Henrich et al., 2010; Hiller et al., 2019). This is 
noted in the metaphors and explanations of several works (Aycan 2006; Aycan et al. 
2013; Chen et al. 2014). For example, Northouse (2013) defines PL as a “benevolent 
dictatorship” that acts with kindness to achieve its goal. “The sweetest persuasion” 
(Jackman, 1994, p. 9), “noncoercive exploitation” (Goodell et al., 1985, p. 252), and 
“legitimated authority” (Padavic & Earnest, 1994, p. 391) are also other 
characterizations of PL (Aycan, 2006). 

The conceptualization of PL in management literature was outlined after 
examining the leadership behaviors of Chinese family firms functioning in 
Singapore, Hong Kong, Taiwan, and Indonesia (Hiller et al. 2019; Redding, 1990; 
Silin, 1976). In his studies, Silin (1976) discovered that behavioral styles of corporate 
managers in Taiwan were vastly different from those in the West. Silin used a 
comparative sociology approach to examine manager-secondary relationships and 
leadership styles (1976), explaining PL by features such as didactic leadership, moral 
leadership, centralized authority, maintaining social distance with subordinates, 
keeping intentions ill-defined, and implementing control tactics (Lau et al., 2019). 
Interest in PL continued (Cheng, 1995; Redding, 1990; Westwood, 1997; Farh & 
Cheng, 2000). Redding (1990) proposed that different subordinates have varying 
degrees of requests for PL (Lau et al., 2019). His study results also showed that PL 
was valid in different countries (Farh & Cheng, 2000). Cheng (1995) declared that PL 
in Taiwanese family enterprises is comprised of two significant categories of 
behavior: Shi-en (grant favors) and li-wei (inspire awe or fear). The concept of Shi-en 
refers to leadership behaviors that show personal kindness and generosity. Li -wei, 
on the other hand, consists of leader behaviors that emphasize the leader’s authority 
and dominance over subordinates. Westwood (1997) found that social cohesion is 
Chinese society’s most significant value and belief. The first role of the leader is not 
to allow conflict in society but to prevent conflicts within the organization. PL is a 
role that combines discipline and authority with fatherly concern and benevolence. 

Cheng et al. broadly defined PL as “a fatherlike leadership style in which clear 
and strong authority is combined with concern and considerateness and elements of 
moral leadership” (2000). They break down PL into three kinds of leadership: 
authoritarian, benevolent, and moral. Authoritarian leadership means leaders assert 
absolute authority and control over subordinates and claim incontestable 
compliance from dependents. Benevolent leadership expresses the leader’s concern 
for followers’ personal and family wellbeing in a holistic approach. Moral leadership 
refers to leader behaviors that cause followers to respect and identify with the leader 
(Chen & Farh, 2010). 



         

 
 

Although PL has been criticized in the Western literature for impeding 
employee autonomy and empowerment (Göncü Köse et al., 2014),  
the development of a growing business interest in non-Western cultures has fostered 
less negative scholarly interest in PL (Dorfman, 1996). This inconsistency is 
exacerbated by contradictions in empirical research on the impacts of PL (Bedi, 
2020). Thus, this article aims to review the literature on PL since the 1970s and to 
present an overview of the themes that have emerged. This will provide a wide-
ranging overview and understanding of the concept of PL. The following research 
questions were generated to assist the literature review: What is the current focus of 
research on PL? And how has the PL literature developed over time?  

 

METHODOLOGY 
 

The literature review for this paper took place over three phases (figure 1). 
First, we employed a comprehensive search strategy to discover all related studies 
on PL covering the two decades from 2001 to 2020. However, it is vital to note that 
the focus of this study is on the themes of the literature which emerged, rather than 
on the process of the systematic literature review itself. We conducted a 
computerized search in the Web of Science Core Collection database, using the 
keywords “paternalistic leadership,” “moral leadership,” “benevolent leadership,” 
and “authoritarian leadership” in the topic field (title, keywords and abstract) to 
identify related studies. Conference proceedings, books, editorials and research 
notes were excluded, so that only journal articles remained. There is indecision in the 
literature about whether PL’s dimensions should be assessed jointly or separately 
(Bedi, 2020; Lau et al., 2020; Pellegrini & Scandura, 2008). While some studies 
approach PL as unidimensional, others examine PL as a multidimensional construct 
(Pellegrini & Scandura, 2008). This study embarked on both approaches to canvas 
the largest number of studies. The searches resulted in 485 listed articles, which we 
examined in detail. After eliminating studies from certain disciplines (e.g., politics) 
whose content did not fit, 271 articles remained.  

In the second phase, the papers were coded sequentially, and subthemes were 
created inductively rather than by attempting to fit them into a preexisting coding 
framework (Nowell et al., 2017). After coding was performed by each researcher 
separately, the results were compared. To reach consensus, the two researchers 
negotiated disagreements and conflicts in the coding process. After the subthemes 
were determined, the main themes were created in accordance with the management 
and behavioral sciences. After this stage, thematic top-groups were formed that 
gathered the main themes. For example, it was determined that “Turnover 
intention” was a subtheme, “Negative outcomes” was its main theme, and “The 
individual” was the top-group (figure 2). These themes were visualized through a 
digital mind mapping method using the Coggle application shown in figure 2. 

In the second phase, bibliometric analysis was preferred to determine the 
profile of studies conducted in PL, which helps the systematic development of 
scientific knowledge production (Ruhanen et al., 2015). In this sense, certain 
parameters such as journals, the authors’ institution and country, countries where 
the research was conducted, research type and methods, to see the progress of PL 
research were analyzed. Also at this stage, after the independent evaluation of the 



         

 
 

researchers, comparisons were made in order to reach consensus. In the end, 
frequency and bibliometric analyses and evaluation were performed based on the 
parameters. 

Figure 1 

Systematic Literature Review Process 

 
 

THEMATIC ANALYSIS AND RESULTS 
 

The thematic analysis mapping, which visualizes the article’s outputs, shows 
the general outcomes of the research and clarifies categories given in the following 
sections, is shown on the next page in figure 2. 
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THEME ONE: THE INDIVIDUAL  
 

The theme of the individual was the most salient among the four thematic 
top-groups, accounting for 32.1 percent of the studies. Studies related to the 
individual primarily consider organizational behavior issues, conducted mainly at 
the micro-level of analysis, looking at both formal and informal organizations’ 
effects on employees, the impact of employees back on the organization, and the 
work environment’s impact on both (Vasu et al., 2017). Accordingly, this top-group 
theme’s subthemes are listed in descending sequence by the number of studies 
featuring them. The subthemes are: extra-role behaviors, personal factors, and 
negative and positive outcomes.  

Extra-role behaviors was supported by 79 articles, with 13.5 percent of all 
research reviewed fitting within this band. Studies labeled as OCB (Organizational 
Citizenship Behavior) were eminent, featuring at 6.14 percent of the studies with 
extra-role behavior subthemes. OCB is a sort of positive employee behavior that 
contributes to an organization’s social and psychological fabric (Göncü Köse & 
Metin, 2018). Commitment-labeled studies constitute the majority after OCB, 
featuring in 3.2 percent of the extra-role behaviors subtheme literature. This implies 
organizational commitment, which means an individual’s psychological bond with 
an organization (Chen et al., 2019). Workers who appreciate being treated fairly and 
with esteem develop more enthusiastic relations with their organizations (Khuwaja 
et al., 2020).  

Commitment to one’s supervisor, which is derived from organizational 
commitment, is also one of the most critical psychological constructs in 
organizational behavior (Cheng et al., 2015). The individual act of transferring 
knowledge to someone else as a sharing behavior is another label in the extra-role 
behaviors subtheme. Studies express that PL might promote employee breakthrough 
behaviors across cultures (Lee et al., 2018).  

Organizational identification is another label that refers to employees’ self-
images being reconstituted into the organization’s image and values. Studies with 
this focus are interested in leaders’ behaviors that affect employees’ level of 
identification with the organization (Luu & Djurkovic, 2019; Wang et al., 2019) and 
supervisors’ identity with the leader (Li & Sun, 2015). Lastly, the positive work 
behaviors label indicates research where a leaders’ positive follower prototype and 
followers’ positive trait congruence yield to leaders’ trust in those followers, which 
makes leaders more willing to assign additional roles and followers (Wang & Peng, 
2016).  

Another prominent theme band related to PL is negative outcomes, pointing 
to studies showing undesirable individual issues affecting organizational outputs. 
The negative outcome subtheme includes: burnout, which is explained in a 
supervisor-subordinate solidarity model (Kelly & MacDonald, 2016); counterwork 
behaviors, discussed in the context of negative deviance behaviors (Zheng et al., 
2020a); and procrastination at work (Göncü Köse & Metin, 2018) which may cause 
individual and organizational losses; cynicism (Jiang et al., 2017; Durmaz et al., 
2020); turnover intention, which meant an attitudinal orientation or a cognitive 
manifestation of the behavioral decision to quit (Liao et al., 2017; Ugurluoglu et al., 



         

 
 

2018; Göncü-Köse & Metin, 2019); work stress (Briker et al., 2021), and workplace 
bullying (Cerit, 2013; Bayramoğlu & Toksoy, 2017).  

Personal factors as gender, age, education, social background, profession, 
experience, character, and overall behavior patterns (Grotkamp et al., 2012) as 
another main-theme band provide a base on how PL affects individuals. This band 
contains decision making, gender, interpersonal relationships, motivation, 
psychological capital, psychological contract, psychological safety, self-efficacy, and 
work-family studies. As an example of the decision-making subtheme, Cansoy et al. 
(2020) examined the participation of subordinates in the decision-making process 
and PL relationship. Chen et al. (2015) researched the CEO PL style and the top 
management team’s decision effectiveness relationship. While Salminen-Karlsson 
(2015) focused on how PL handles gender issues in an organization, Nayir et al. 
(2020) questioned leaders’ genders and leadership style in terms of leader 
effectiveness. Wang et al. (2013) studied how PL interacts with leaders’ genders to 
influence subsidiary performance. Regarding interpersonal relationships, 
researchers focused on guanxi, which many reviewers comment on as an essential 
aspect of interpersonal relationships (Smith et al., 2012) and trust relationships 
engaged in different foci in the organization (Wasti et al., 2011). The motivation 
subtheme comes to the forefront mostly with intrinsic motivation studies (Zhou et 
al., 2020; Xia et al., 2021), employee motivation (Al Altheeb, 2020), and public service 
motivation (Tuan, 2018).  

Psychological capital, a higher-order construct combining self-efficacy, hope, 
optimism, and resilience, is another subtheme (Guo et al., 2018; Chang et al., 2019; 
Karakitapoglu-Aygun et al., 2020). Psychological safety refers to people’s feelings 
and judgments regarding the repercussions of interpersonal risk-taking at work, and 
it has been observed that it is generally employed as a mediating or moderating 
factor in studies (Duan et al., 2018; Wu et al., 2020). The self-efficacy subtheme, 
which refers to the individual’s belief that he or she has the necessary qualifications 
to perform the job or task (Duan et al., 2018), also contains organization-based self-
esteem, which means the extent to which members of an organization believe they 
may meet their needs by participating in roles inside the organization (Chan et al., 
2013). As the final subtheme, work-family studies highlighted the relationships of PL 
with work-family conflict and work-family enrichment. It was explained that PL 
decreases work-family conflict and is positively related to work-family enrichment 
(Oge et al., 2018; Wu et al., 2020).  

The final main theme, positive outcomes, highlights the studies on 
individuals’ job performance (Ugurluoglu et al., 2018), job satisfaction (Ertureten et 
al., 2013), and wellbeing (Hawass, 2017) as a consequence of the PL behaviors in 
organizations. Those studies found that executives evading managerial practices 
merely affirmed their power and authority (Kelly & MacDonald, 2016; Ugurluoglu et 
al., 2018; Siddique et al., 2020). 

THEME TWO: LEADERS  
 

The second thematic top-group was “leader” themes that comprise the main 
subthemes: leader behaviors, leadership types, and PL. In total, 135 papers 
accounted had this theme, or 23.04 percent of the total studies reviewed. The studies 



         

 
 

related to the “leaders” theme focus on PL compare it with other leadership styles, 
behaviors, attitudes and conceptualizations.  

The subtheme of leader behavior includes abusive supervision, Leader 
Member Exchange (LMX), and leader behaviors as subtheme bands. Interactive 
effects of leadership style on abusive supervision (Aryee et al. 2007; Kiazad et al. , 
2010) and narcissistic personality traits (Sudha & Shahnawaz, 2020) are often 
concerns of the research in the abusive supervision subtheme. Researchers mainly 
focus on authoritarian leadership in those studies, a subdimension of PL. In the 
leadership behaviors subtheme, researchers compare PL with other leadership 
behaviors in terms of effectiveness (Lau et al., 2019; Arun et al., 2020), for example as 
transformational leadership (TL) (Zhang et al., 2011), and tried to assess leadership 
behavior by gender (Nayir et al., 2020). LMX is a prominent subtheme, with 20 
articles and a 3.41 percent share. This ratio is hardly surprising, given that the LMX 
theory proposes that subordinates make personal commitments to their direct bosses 
in exchange for personal support from these supervisors (Gu et al., 2015), recalling 
PL. 

The leadership types subtheme contains expatriate leadership, participative 
leadership, TL, and other leadership types. Expatriate leadership studies focus on 
managers working in a different cultural context (Salminen-Karlsson, 2015; Lin et al., 
2018). Participative and TL subthemes are studies related to how PL prototype 
converges with and diverges from them (Aycan et al., 2013). In these studies, TL and 
PL studies are conspicuousness at 3.24 percent. Others approaches in the leadership 
type subtheme include studies discussing leadership as academic (Xu, 2011), 
adaptive (Seah & Hsieh, 2015), ambidextrous (Hou & Peng, 2019), and ‘business 
leadership’ (Zhang et al., 2014). 

As the final main subtheme, PL involves authoritarian leadership, benevolent 
leadership, moral leadership, Confucian values, and conceptualization and 
theorizing, featuring at a rate of 9.6 percent. Because researchers discussed PL as a 
unidimensional and multidimensional construct (Pellegrini & Scandura, 2008; Nazir 
et al., 2021), subdimensions of PL were also identified as subthemes in their own 
right. In those studies, while benevolent and moral leadership positively correlated 
with diverse outputs such as team cohesion (Chen, 2013), trust in the organization 
and supervisor (Chia-Wu et al., 2017), work performance (Wu, 2012), employee 
creativity (Gu et al., 2015), and OCB (Tang & Naumann, 2015), authoritarian 
leadership negatively correlated with task performance, OCB (Chan et al., 2013) and 
employee voice behavior (Li & Sun 2015). However, according to studies, 
authoritarian leadership can positively impact only very authority-oriented 
subordinates (Cheng et al., 2004). When leaders provide obvious signals of 
prospective sanctions for non-compliance by displaying low leader benevolence, and 
when employees are strongly dependent on the leaders for vital work resources, 
authoritarian leadership impedes employees’ interpersonal deviant conduct (Zheng 
et al., 2020a). Bodla et al. indicate that the subordinate displays a maximum of OCB 
toward supervisors at a modest level of authoritarian leadership (2019). At this level, 
authoritarian leadership may be perceived as having good intentions, and as a 
result, subordinates may exhibit obedience to authority, resulting in a high OCB to 
supervisors. PL is cited as one of the few ways of expressing Confucian values in the 
business world (Luechapattanaporn & Wongsurawat, 2016) and this 



         

 
 

conceptualization and theorizing of leadership theories (Hernandez et al., 2011) are 
other minor subthemes. 

THEME THREE: ORGANIZATIONS 
 

The third thematic top-group, consisting of subthemes related to 
“organizations”, has been divided into three main subtheme bands: intellectual 
capital, organizational issues, and the workplace environment. In total, 166 papers 
accounted for 28.3% of the studies reviewed. This top-group theme handles 
organizational level issues that address relatively large groups of employees, which 
are critical in social and behavioral science. 

The first main theme, intellectual capital, which is the whole of an 
organization’s intangible and knowledge-related resources used to produce value, 
involves diversity management, empowerment, and human resources subthemes. 
Vito & Sethi (2020) expressed that poor diversity management negatively influences 
employees’ health, job satisfaction, and retention during periods of significant 
organizational change. For them, paternalism is an essential cultural element in the 
study of equality and diversity (Vito & Sethi, 2020). PL is evaluated as a potential 
catalyst of psychological empowerment in empowerment subtheme studies, defined 
as an internal drive to complete activities (Wu, 2012). Generally, empowerment was 
an intermediary and moderating role in the studies, such as in relationships between 
PL and voice behavior (Lin et al., 2015), subordinates’ objective performance (Chan, 
2017), innovative behavior (Dedahanov et al., 2019), and pro-social rule-breaking (Tu 
& Luo, 2020).  

HR is another subtheme of intellectual capital and studies show that CEOs’ 
benevolent leadership is positively related to HPWS. Moreover, employees’ 
psychological empowerment and customer service behaviors mediate the effects of 
CEO leadership and HPWS on small and medium enterprises’ performance 
(Chumphong & Potipiroon, 2019). Perceived HRM strength (Jia et al., 2020), pay 
equity (Chai et al., 2020), perceived job security (Wang et al., 2019) are other topics 
related to the HR subtheme.  

Organizational issues is the second subtheme and involves communication, 
crisis management, family business, firm performance, organizational capabilities, 
organizational change, organizational development, team-level studies, and TQM 
subthemes in the study. In the communication subtheme, (Goh & Lii, 2017) 
attempted to capture the current state of use of the Chinese polite pronoun in the 
formal Chinese corporate setting. Kheswa (2015) claims working with authoritarian 
managers is a hindrance as there is no productive communication. Wang et al. 
propose that top Chinese company leaders should improve the relationship between 
supervisors and subordinates (2010).  

In the crisis management lower subtheme, Gao & Alas (2012) focused on the 
three key factors of the crisis management process: communication, leadership, and 
strategy. The authors determined that the crisis ensued due to poor communication 
and poor crisis strategic planning, caused by authoritarian leadership in the 
organization. Langhof & Guldenberg (2019) compare authoritarian leadership, 
which is described as an ideal leadership style in crisis management literature, with 
servant leadership. Seah & Hsieh (2015) focus on firm turnaround by expressing that 



         

 
 

leadership can help align and engage employees’ efforts with their firms’ 
turnaround objectives. Another subtheme is family businesses that researchers 
conducted studies with small Chinese family enterprises to back up the widely held 
idea that PL is a fundamental feature of Chinese organizations. In those studies, 
researchers focused mainly on psychological ownership (Erkutlu, 2018), and the 
owner-manager relationship (Zhu et al., 2013).  

In the firm performance lower subtheme, researchers generally investigated 
firm performance with TL and PL (Huang et al. 2015; Widyanti et al., 2020). In 
another subtheme, organizational capabilities studies assert that leaders and 
organizations have to develop capabilities to benefit from a diverse workforce 
(Sharma, 2016). Leaders must first be willing and able to alter their leadership style 
to reflect the needs of their changing business settings in the (Seah & Hsieh, 2015). In 
the organizational development lower subtheme, researchers are interested in 
developmental leadership, which is authoritarianism and benevolence, two 
seemingly paradoxical leadership approaches (Wang, 2018). Chai et al.’s (2020) 
research has shown a moderating effect of PL in the relationship between 
developmental opportunities and organizational commitment. The team-level 
subtheme studies has the most articles featured in it of all the subthemes, with 14 
articles, accounting for 2.39 percent of the organizational issues subtheme band. 
Studies focused on topics such as team performance (Huang & Lin, 2020), team 
commitment (Li et al., 2018), team cohesion (Chen, 2013), team identification (Cheng 
& Wang, 2015), team innovative behavior (Gumusluoglu et al., 2017), etc. Lastly, the 
TQM subtheme includes studies that research the relationship between leadership 
variables and quality culture (Maguad & Krone, 2009; Ilies et al., 2017). 

The workplace environment, which affects employee morale, productivity, 
and engagement, constitutes the last main theme. It consists of collectivity, ethics, 
mobbing, organizational culture, organizational justice, organizational support, 
organizational trust, role ambiguity, safety behavior, and voice behavior subthemes. 
The collectivity subtheme involves studies interested in collective efficiency, which 
refers to a team’s belief in its capability to perform a task (Chen  
et al., 2019; Zhang et al., 2011), studies on how benevolent leadership increases the 
collective performance of small and medium enterprises (Karakas & Sarigollu, 2013), 
and studies related to the collective self-concept and PL (He et al., 2019).  

In another subtheme, ethics, researchers focus on understanding how leaders 
contribute as agents of positive change in organizations and ask how ethics can 
support business to avoid failures and improve organizational excellence (Maguad 
& Krone, 2009). Leadership was stated as critical in developing an ethical climate 
(Cheng & Wang, 2015). Researchers set out with the idea that the benevolent and 
moral dimensions of PL can be the driving force in creating an ethical working 
environment (Otken & Cenkci, 2012). In this subtheme, studies also investigated the 
influence of PL on followers’ unethical behaviors (Rui & Xinqi, 2020; Shaw et al., 
2020). In the mobbing subtheme, studies focus on the relationship between mobbing 
and leadership styles and the moderating role of cultural values (Ertureten et al., 
2013; Durmaz et al., 2020). Studies in the organizational culture subtheme generally 
concentration on either the effect of leadership by comparing PL with other 
leadership styles (Widyanti et al., 2020) or the effect of organizational culture on 
leadership (Akanji et al., 2020). Studies in the organizational justice subtheme focus 



         

 
 

on interactional and procedural justice in general and consider these as moderators 
or mediators (Aryee et al. 2007; Gumusluoglu et al., 2020). The organizational 
support subtheme generally involves studies on as perceived leadership support and 
perceived organizational support which are mostly tackled as mediating variables 
(Wu, 2012; Giray & Sahin, 2014). The organizational trust subtheme studies features 
19 articles, accounting for 3.24 percent of the workplace environment main-theme 
band. In those studies, Wasti et al. (2011) investigates trust relationships directed at 
various organizational foci (supervisor, peer, and subordinate) in two different 
countries, Turkey and China. Du et al. (2020) researched the impact of authoritarian 
leadership on employees’ active support for organizational change. The negative 
effects of authoritarian leadership vanished when cognitive trust in the leader was 
high. Legood et al. (2021)’s meta-analysis focuses on the mediating role of trust in 
the relationship between PL and OCB. Wan et al. (2020) asserts that trust in a leader 
plays a partial mediating role between PL and behavioral integration. Bai et al. 
(2019) query the effect of PL on employees’ affective trust in their direct leaders.  

Researchers stated that while moral leadership positively impacted 
employees’ affective trust in their direct leaders, authoritarian leadership had a 
negative impact on employees’ affective trust in their direct leaders. According to 
Lau et al. (2019), the trust of subordinates is crucial for paternalistic leaders to be 
perceived as effective leaders. Tian & Sanchez (2017) found that affective trust 
mediated the interaction of benevolence and authoritarianism on employee 
innovative behavior and knowledge sharing. Rawat & Lyndon (2016) research the 
effect of PL on subordinate trust in the Indian context.  

Studies involving role conflict, role clarity, and, in general, uncertainty about 
what actions to take to fulfill a role are determined as another subtheme: role 
ambiguity. In those studies, researchers focus mainly on authoritarian leadership 
(Chen et al., 2017; Zhang & Xie, 2017). In the safety behavior subtheme, studies 
generally address the negative effect of PL on risk perception of safety motivation 
and behavior and in-role and extra-role safety behaviors (Chen 2015; Xia et al. 2020). 
The voice behaviors subtheme studies features 18 articles, accounting for 3.07 
percent of the workplace environment main-theme band. In those studies, while 
moral and benevolent leadership were related positively to voice behavior, 
authoritative leadership played a negative role in influencing employee voice 
behavior. Hence, researchers posit that leaders should treat individuals fairly, 
strengthen the interpersonal relationship between supervisors and subordinates, and 
use their authorized power in the best interests of their employees to achieve fruitful 
organizational outputs through employees’ voices (Lin et al., 2015; Dedahanov et al., 
2016; Liu & Liu, 2017). 

 
THEME FOUR: OTHERS 

 
The fourth and last thematic top-group, which consists of the ‘other’ themes, 

has been divided into three main-theme bands: culture, innovation, and sectoral 
themes. In total, 97 papers accounted for 16.55 percent of the studies reviewed for 
this article. The studies related to the ‘other’ themes mostly aim to generally 
understand PL and its cultural texture, try to interpret it in different sectors, and 
approach it in relation to innovation. 



         

 
 

The first main subtheme band is culture. Researchers state that to understand 
PL, which is a paradoxical and complex construct, its cultural influences have to be 
first understood. In this context, it is expected that different cultures may endorse PL 
in different ways (Mansur et al., 2017). Hence, cross-cultural comparisons of PL 
focus on deepening and understanding the construct and its generalizability across 
cultures (Aycan et al. 2013; Wang et al., 2013). Those studies are included in the 
cross-cultural studies subtheme. In the culture subtheme, studies are generally 
interested in philosophical traditions and cultural values rather than focusing on 
cultural comparison at the national level (Wang et al., 2012; Arslan & Yener, 2020).  

Innovation, the second main subtheme band, contains creativity, innovation, 
and innovative work behavior subthemes. The innovation subtheme band features 
30 articles, accounting for 5.12 percent of the studies. This rate in the innovation 
main theme can be interpreted as a need for more studies in this area. In the 
creativity subtheme, studies generally focused on PL and employee creativity. In 
those studies, much of the research demonstrates the positive relationship between 
moral (Gu et al. 2015; Dedahanov et al., 2016) and benevolent leadership (Wang & 
Cheng, 2010) and employee creativity, while authoritarian leadership is seen as 
negative (Zhang et al. 2011; Guo et al., 2018). However, some studies also state that 
authoritarian leadership can positively influence creativity (Gu et al., 2020). In the 
second subtheme, innovation, studies generally state that PL may enrich, motivate, 
and create frameworks for innovation (Nunn & Avella, 2015). In a general manner, 
studies indicate that PL positively influences open service innovation (Ahmed et al. , 
2018) and exploitative and exploratory innovation (Hou et al., 2019). The third and 
last lower subtheme, innovative work behavior, involves studies employing 
mediating or moderating factors such as empowerment and voice behavior. 
Generally, PL is positively related to employee innovative work behavior. 
Researchers state that leaders should encourage voice behavior and empower 
organization members to enhance the positive effects of PL on innovative employee 
behaviors (Gumusluoglu et al., 2017; Dedahanov et al., 2019). 

Finally, the third and last main subtheme band includes education, 
healthcare, military, and sports lower subthemes. In the education subtheme, studies 
examine leadership styles in relationships among principals, teachers, and students, 
as to whether they enhance education quality (Lai et al., 2017; Peng, 2015; Truong & 
Hallinger, 2017). In those studies, generally, while moral and benevolent leadership 
show positive relationships with various factors, such as commitment and job 
satisfaction, authoritarian leadership shows the opposite (Shi et al., 2020; Zheng et 
al., 2020). In the healthcare subtheme, studies mainly focus on the importance of 
leadership in terms of the medical profession, leadership, and empowerment in 
healthcare organizations (Saultz, 2007; Humphreys et al., 2014), in addition to the 
‘workaholism’ and ‘technostress’ of employees during pandemic conditions 
(Spagnoli et al., 2020). Studies in the military subtheme analyze the qualified truth 
that the army is an authoritarian organization (Brænder and Holsting 2020; Chou et 
al., 2015). The last subtheme, sports, involves studies related to PL and 
sportspersonship, athlete’s burnout, and the cohesiveness of the sports team  
(Chen, 2013; Lu & Hsu, 2015; Chang et al., 2019). As in previous theme studies, the 
difference between benevolent and authoritarian leadership produces similar results.  

 



         

 
 

ANALYSIS OF THE REVIEW 
 
Figure 3 depicts the number of articles published each year. Between 2001 and 

2020, 271 articles on PL were published on the web of science. It is noteworthy that 
there has been a gradual increase in the number of studies since 2008. 

 
Figure 3 
 

Articles published between 2001-2020 on PL by year. 
 

 

 
 

Table 1 displays articles differentiated by whether they are conceptual or 
empirical and used qualitative or quantitative methods. We determined that 251 
articles (93 percent) were empirical. The number of conceptual articles is 20 (7 
percent). When the articles were distributed according to their methods, 201 (74 
percent) of the 271 articles used quantitative research methods, while 39 (14 percent) 
used qualitative research methods. Mixed methods were used in 11 (four percent) of 
the articles. 



         

 
 

Table 1 

 
Research type and methods of publications, based on the authors’ review. 

Research Type 
Number of  
Publications 

Percent 
Research 
Method 

Number of  
Publications 

Percent 

Empirical 251 93% Quantitative 201 74% 

Conceptual 20 7% Qualitative 39 14% 

   
N/A 20 7% 

   
Hybrid 11 4% 

Total 271 100% Total 271 100% 

 

Table 2 presents the distribution of publications in the last ten years by the 
journals with the highest number of publications on PL. It should be noted that the 
total column gives the number of publications in all years, including 2001-2020, not 
just the last ten years. Based on the research done thus far, it can be predicted that 
PL, which is common in eastern cultures, will continue to attract attention globally. 

Table 2 

 
List of the most frequently published journals on PL over the years, based on the authors’ 
review. 

Journals 2011 2012 2013 2014 2015 2016 2017 2018 2019 2020 Total 

Journal of Business Ethics 1 2 3 
 

2 1 
 

2 2 
 

15 

Frontiers in Psychology 
     

1 1 1 2 6 11 

Management and Organization 
Review 

1 1 1 1 1 
 

1 1 
 

2 11 

Leadership & Organization 
Development Journal  

1 
  

2 1 1 2 2 2 11 

Leadership Quarterly 2 
   

5 
  

3 1 
 

11 

Chinese Management Studies 
 

2 
     

2 2 
 

7 

Asia Pacific Business Review 
 

2 
    

2 
  

2 6 

Social Behavior and Personality 
  

2 
  

1 
  

2 
 

5 

Journal of Leadership & 
Organizational Studies     

1 
 

1 
  

3 5 

Asia Pacific Journal of Management 
 

1 
   

1 1 
 

1 1 5 

Asian Journal of Social Psychology 
 

3 
        

5 

 

The Journal of Business Ethics has published the most articles, with 15 
publications relating to this area. The Frontiers in Psychology, Management and 
Organization Review, Leadership & Organization Development Journal, and 
Leadership Quarterly follow, with 11 publications. Table 3 shows the universities 
and the number of researchers with the highest participation in PL-related research. 
The Renmin University of China and National Taiwan University are leading 
universities with 17 researchers each, and 14 researchers are at Swinburne University 
of Technology. 



         

 
 

Table 3 

 
List of the Universities with the most researchers, based on the authors’ review. 

Universities  Number of Researchers 

Renmin University of China 17 

National Taiwan University 17 

Swinburne University 14 

Peking University 11 

Shanghai Jiao Tong University 9 

University of Washington 9 

The Hong Kong Polytechnic University 8 

National Chengchi University 7 

 

The number of researchers from numerous countries can be seen in table 4. 
These countries have been determined based on the researchers’ universities in the 
last ten years. Although there are researchers in other countries also, this table 
focuses on the countries with the most PL researchers. Moreover, it should be noted 
that the total column gives the number of researchers in all years, including 2001-
2020, not just the last ten years. The majority of the researchers who studied PL-
related research were found in China, the USA, Taiwan, and Turkey, respectively. 

Table 4 
 
Annual distribution of researchers by country, based on the authors’ review. 

Country 2011 2012 2013 2014 2015 2016 2017 2018 2019 2020 Total 

China 5 6 13 2 22 3 10 23 40 63 194 

USA 7 1 4 5 11 8 9 17 15 11 103 

Taiwan 10 7 5 7 11  10 8 8 12 89 

Turkey 1 3 5 3  2 4 8 2 13 43 

Australia  1  1 2  4 5 6 9 31 

Hong Kong  2  2 5  3  3 2 20 

Pakistan   1     1 5 10 17 

UK  2 1 2      7 13 

Germany   4 2 1  2 1 1 1 12 

Canada  1 1     1 2 4 9 

 
Table 5 illustrates the studies conducted in different countries. In countries 

where surveys on PL are carried out, China ranks first, Taiwan second, and Turkey 
third. Although there are other countries that have conducted studies about PL, this 
table focuses on the countries with the most. Moreover, it should be noted that the 
total column gives the number of searches in all years, including 2001-2020, not just 
the last ten years. 



         

 
 

Table 5 

The distribution of countries in which PL studies are conducted by years, based on the 
authors’ review. 

Country 2011 2012 2013 2014 2015 2016 2017 2018 2019 2020 Total 

China 4 7 7 2 15 2 8 12 21 19 99 

Taiwan 4 3 3 5 6 
 

6 3 2 5 41 

Turkey 1 3 5 2 
 

1 2 4 2 8 30 

USA 5 
 

1 
 

4 2 1 1 3 2 22 

India 
   

1 3 1 
   

2 9 

Pakistan 
  

1 
    

1 2 5 9 

 
 

DISCUSSION 
 

Since its inception in 1976, the term PL has become an exciting and 
contentious topic in the literature on leadership because of different cultural views of 
societies. While it evokes unfavorable perceptions in Western contexts, it is 
positively perceived in non-Western cultures (Aycan, 2006). A large body of 
literature has emerged to investigate, conceptualize, and develop the field . In this 
context, this research undertook a thematic analysis of the prominent social sciences 
literature on PL. Accordingly, in addition to identifying the current focus on PL, the 
development of the information production process in the field of PL was analyzed. 

The Web of Science Core Collection was taken as a data source, and 271 
articles were evaluated as being within the scope of the study and provided an 
outline of the themes that emerged. Those publications have been classified 
according to their year of publication, journal, author, research institution, country, 
and focused subjects. When examined, it can be said that 2008 was the year 
publications really started increasing. After the articles were evaluated according to 
their type, out of 271 articles, 251 were empirical and 20 were conceptual studies. 
Regarding methodology, 201 were quantitative, 39 were qualitative, and 11 were 
hybrid studies. Twenty more studies were not classified methodologically since they 
are purely conceptual. According to these results, most articles on PL are empirical 
and quantitative. As expected, universities with the most researchers studying PL 
belong to China and Taiwan. However, Swinburne University in Australia had 14 
and the University of Washington in the USA had nine researchers. When PL is 
evaluated based on the number of researchers and the research country, China, 
Taiwan, the USA, and Turkey come first.  

Based on the thematic analysis, individuals, organizations, leaders, and others 
top titled main themes were identified as the most prevalent and investigated areas 
in the PL literature. The ‘individual’ theme, is the largest top-group theme. OCB-
labeled studies related to PL are eminent in extra-role behavior subthemes under the 
individual theme.  

In the second-largest top theme of organizations, voice behavior, 
organizational trust, and team-level studies come to the front. Those studies counsel 
that leaders should treat employees fairly, strengthen supervisor-subordinate 



         

 
 

relationships, and use their authorized power to gather expected fruitful 
organizational outputs in their employees’ best interests (Lin et al. 2015; Zhang et al., 
2015; Liu & Liu, 2017). In the third-largest top theme leaders, researchers mainly 
focused on TL, authoritarian leadership, and LMX. The driving force to conduct 
studies of leadership and cultural contexts came from thinking that Western 
concepts and leadership techniques might not be appropriate in non-Western 
countries. Moreover, the resemblance of PL and TL also caused researchers to give 
prominence to the concept (e.g., Suryani et al., 2012).  

In general, authoritarian leadership studies indicate that authoritarian 
leadership is mainly associated with negative diverse organizational outputs; 
however, it can also positively impact only very authority-oriented subordinates 
(Cheng et al., 2004). LMX studies also shine out, given that LMX theory proposes 
that subordinates make personal commitments to their direct bosses in exchange for 
personal support from these supervisors (Gu et al., 2015), recalling PL.  

In the last top theme of ‘others’, it can be seen that researchers mainly focused 
on culture and creativity. Studies focused on cultural comparison at the national 
level of PL (Wang et al., 2012; Arslan & Yener, 2020). The abstruse nature of PL 
necessitates a better understanding of its cross-cultural implications (Mansur et al., 
2017). The majority of studies in the creativity subtheme focused on PL and 
employee creativity. In general, employee innovative work behavior is positively 
related to PL. According to the researchers, leaders should encourage voice behavior 
and empower employees to boost the positive effects of PL on innovative employee 
behaviors (Gumusluoglu et al., 2017; Dedahanov et al., 2019; Nazir et al., 2021).  

In the light of the results, the ratio of innovation themes could be higher. 
Future studies may consider studying entrepreneurship, especially at the corporate 
level. Leadership touches our lives in every moment and area. Future studies may 
also enrich this abstruse concept by studying in different business sectors; thus, 
researchers can help build consistency. Moreover, there is a need for more 
qualitative research regarding PL since a majority of research is quantitative. 
Consequently, there is more opportunity to grow the PL literature and contribute 
and advance more themes. 
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