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ABSTRACT
The COVID-19 pandemic has brought great challenges to health workers. In 
view of the impact of paternalistic leadership styles on employee 
psychology and engagement, this study aims to explore the relationship 
between paternalistic leadership styles and employee engagement during the 
COVID-19 pandemic and the mediating role of psychological capital. 
Paternalistic Leadership Questionnaire (PLQ), Psychological Capital 
Questionnaire (PCQ) and Employee Engagement Scale (EES) were used to 
investigate 557 employees of pharmaceutical distribution enterprises in 
Shanghai. Statistical software was used for data analysis. Correlation 
analysis showed that the benevolence, morality and strictness of 
paternalistic leadership style were significantly positively correlated with 
the level of psychological capital and engagement, while the autocracy of 
paternalistic leadership style showed a significant negative correlation with 
it. Regression analysis showed that paternalistic leadership styles could 
significantly predict psychological capital and employee engagement, and 
psychological capital could also significantly predict employee engagement. 
The results of the mediation effect showed that psychological capital played 
a complete mediating role between morality, strictness and autocracy of 
paternalistic leadership style and employee engagement, while 
psychological capital played a partial mediating role between benevolence 
and employee engagement in paternalistic leadership style. The four styles 
of paternalistic leadership in the pharmaceutical distribution industry have a 
significant impact on employee psychological capital and employee 
engagement. These findings provide a certain reference value and 
supplement for the pharmaceutical distribution industry to adjust the 
management style of leaders, improve the psychological capital of 
employees, and enhance their level of work engagement.
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1. Introduction

The ravages of COVID-19 pandemic in the past two years had not only made people bear huge 
physical and mental pressure but also brought great challenges to medical workers. The demand for 
medical supplies soared, making the suddenness, contagion, uncertainty, unconventionality and other 
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problems in the pharmaceutical industry particularly prominent. The pharmaceutical circulation 
enterprises, as suppliers and service providers of traditional Chinese medicine relief materials in the 
entire chain, with their particularities also bore great pressure (Fang et al., 2020). In this context, 
besides possessing solid professional knowledge, employees in the pharmaceutical circulation industry 
needed to adjust their psychological state to continue providing good service behavior and service 
quality. 

Some studies have found that employee engagement has a significant positive impact on their 
service behavior and quality (Zhu, 2010). Jack Welch, former CEO of GE, also lamented in his 
corporate management practice: "Employee engagement, customer satisfaction, and cash flow are the 
three metrics that inform you practically everything you need to know about your organization’s total 
performance." It can be seen that to make an enterprise achieve benign development, the majority of 
employees are the main carriers of the core competitiveness of enterprises, and play the role of the 
main creators of corporate wealth or value. Therefore, the significance of studying employee 
engagement is self-evident. Engagement is closely related to job performance (Ma, 2017; Christian et 
al., 2011; Shuck, 2011), which means highly engaged employees not only have an important impact on 
the performance indicators of enterprises (Liu, 2007), but also have a corresponding impact on 
employee turnover rates (Bu, 2020). Highly engaged employees make the vast majority of the 
organizational profits and are one of the main drivers of organizational growth (Harter et al., 2002).

Enhancing the professional engagement of medical distribution workers is necessary because it 
ensures the normal delivery and docking of medical supplies. As a typical form of leadership, 
paternalistic leadership has a relevant impact on employee psychology and engagement. Through the 
investigation of the leadership behavior in Taiwanese enterprises, Silin (1976) found it completely 
different from that in western enterprises. Leaders are more like "parents", featured as a high degree of 
centralization, superior and subordinate distance, etc. Subsequently, Redding (1990) explored the 
leadership style of Chinese business executives in Hong Kong, Taiwan and Southeast Asia, and pointed 
out that there are several characteristics of paternalistic leadership prevalent in these Chinese 
enterprises, namely requiring subordinates to obey the leadership, clear hierarchy, and leadership being 
the role model and teacher of subordinates. Westwood (1997) proposed a paternalistic head model for 
Chinese family businesses, and pointed out that this is characterized by didactic leadership, unclear 
leadership intentions, emphasis on reputation and power. Some researchers have pointed out that the 
traditional paternalistic leadership style is described as a construct composed of three dimensions: 
authority, morality, and benevolence (Pizzolitto et al., 2022; Cheng et al., 2000). However, by 
combining traditional Confucianism and Legalism with modern development, it is necessary to 
subdivide authoritative leadership into autocratic leadership, which controls people, and strict 
leadership, which controls things (Chou et al., 2010; Mao et al., 2020). 

Based on the above literature, this paper classifies paternalistic leadership styles into four 
dimensions, which are benevolent, moral, autocratic and strict. Specifically, the benevolent leadership 
style is to treat employees as family members, give them encouragement and support, and care and 
forgive subordinates more (Quick et al., 2007); moral leadership focuses on the rule of morals and 
etiquette, in which the leader himself has excellent moral qualities like honesty and integrity, is 
impartial and leads by example, and demonstrates outstanding personal morals and self-disciplined 
behavior (Sun, 2014); autocratic leaders, who tend to hold power closely and dislike empowering 
employees, also tend to be autocratic when making decisions, and can devalue the abilities of their 
subordinates, disregard their contributions, and are often associated with the “dark side” of leadership 
(Pizzolitto et al., 2022; Chiang et al., 2021; Li, 2018); the strict leader is more work-oriented, 
emphasizing control over tasks and work processes, demanding high performance from subordinates 
and maintaining organisational norms, often in the form of task monitoring, adherence to principles and 
goal setting.
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However, in the research literature on authoritative style, which is not subdivided into autocracy and 
strictness, the conclusions are widely divergent. For example, some studies have concluded that 
benevolent and moral leadership can have a significant positive impact on employees' constructive 
behavior, while authoritative leadership and constructive behavior show a significant negative 
relationship (Mao et al., 2020; Xiao, 2014). Some studies have found the opposite conclusion, that 
authoritative leadership also positively contributes to employees' constructive behavior (Pizzolitto et 
al., 2022; Shen & Mu, 2018; Wu et al., 2016). When authoritative leadership is refined into autocratic 
and strict leadership, the findings of their studies are relatively more consistent. For example, Yu (2015) 
noted that autocratic leadership had a significant positive predictive effect on employee silent behavior, 
while strict leadership had a significant negative predictive effect on employee silence. Similarly, 
Zhang and Sun (2020) examined the effect of dual authoritative leadership (autocratic leadership and 
strict leadership) on employee constructive behavior and found that autocratic leadership had a 
significant negative effect on employee constructive behavior, while strict leadership had a significant 
positive effect on employee constructive behavior.

In terms of employees' counterproductive behaviors, Dang (2020) found it positively correlate with 
the autocratic dimension and negatively correlate with strict dimension of authoritative style leadership. 
Besides, strict leadership had a more significant impact than autocratic leadership, which means strict 
leadership style would reduce the harm of employees' negative behaviors to the organisation and might 
even serve to encourage positive behaviors. It was also found that the autocratic leadership style has a 
negative effect on employees' work engagement, while the strict style has an opposite effect (Jing, 
2018; Sun, 2014).

Positive leadership styles affect employee cognition and attitudes, and transmit positive emotions to 
individuals, bringing positive psychological experiences (Helland & Winston, 2005), allowing 
employees to feel valued, thus promoting their psychological capital elements such as self-confidence, 
hope, resilience and optimism. Studies have shown that psychological capital can significantly 
positively predict good employee work attitudes and employee behaviors (Avey et al., 2011). Mental 
capital is regarded as a number of psychological traits possessed by individuals, including the 
individual's self-dignity and self-perception (Goldsmith et al., 1997). Subsequently, Seligman and 
Csikszentmihalyi (2000) proposed the concept of positive psychology, stating that the promotion of 
positive psychology movements should shift the focus to exploring the advantages and values of the 
human psyche. In subsequent studies, the researchers expanded the concept of psychological capital to 
the field of organizational management on the basis of analyzing and comparing the characteristics of 
psychological capital, economic capital, human capital and social capital (Luthans et al., 2004).

Compared with human capital and social capital, employees' psychological capital has a more 
significant impact on their job satisfaction and organizational commitment, which helps to improve 
their engagement (Seligman & Csikszentmihalyi, 2000). Regarding employee psychological capital as 
a personal resource, self-efficacy, self-esteem, and optimism all have a predictive effect on employee 
engagement levels (Luthans et al., 2004). Individuals with a higher level of psychological capital can 
better mobilize personal resources, generate positive attitudes, and reinforce employee engagement 
(Larson & Luthans, 2006). Numerous studies have found that psychological capital is important for 
promoting individual mental development (Xanthopoulou et al., 2009), employee creativity (Sweetman 
et al., 2011; Huang & Luthans, 2014; Rego et al., 2012), problem solving and innovation (Luthans et 
al., 2011), coping with work-family conflict (Karatepe & Karadas, 2015) and has a positive impact on 
customer satisfaction and service quality (Mathe et al., 2014). From the perspective of the pattern of 
influence, psychological capital acts as an intermediary variable. For example, Hu (2019) found that 
psychological capital plays a mediating role between inclusive leadership and work performance. Wang 
(2020) also found that psychological capital plays a complete mediating role between job satisfaction 
and task performance, innovation performance and peripheral performance. Employees with more 
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positive psychological capital are less likely to feel burnout or exhaustion at work. This is because the 
abundant psychological capital resources support them to maintain a good state and show dedication 
even when sometimes the work is tedious.

During COVID-19, China has taken lockdown measures to better control the pandemic, leading to 
the suspension of business in some companies, whereas pharmaceutical supplies are needed to protect 
the national health. The contradictory situation of the pharmaceutical distribution industry, which has to 
meet both the needs of the pandemic control and the development of national health, makes it a great 
opportunity and challenge for the pharmaceutical distribution industry to pursue its development in this 
context. The paternalistic leadership style has its roots in thousands of years of traditional Chinese 
culture, especially the influence of three thousand years of imperial history and the politicised 
Confucianism and the law, art and power of Legalism (Cheng et al., 2000). In the Chinese culture 
context, the paternalistic leadership style is more conducive to corporating management of employees. 
At the same time, some studies point out that paternalistic leadership style is more conducive to 
enterprise management in collectivist countries (Koçak & Küçük, 2021; Nal & Sevim, 2020). 

This study therefore aims to examine the impact of paternalistic leadership styles on employee 
engagement in the Chinese pharmaceutical distribution industry in the context of the COVID-19. In 
addition, although some studies have explored the relationship between paternalistic leadership and 
employee engagement, paternalistic leadership and psychological capital, as well as the relationship 
between psychological capital and employee engagement (Tang, 2011; Wang & Qin, 2020; Zhou et al., 
2018), no study has explored the relationship among the above three so far, and it is unclear whether 
paternalistic leadership can affect employee engagement through the mediating role of psychological 
capital. Therefore, another purpose of this study is to explore the role of psychological capital in the 
influence of paternalistic leadership style on employee engagement.

Based on the above considerations, this study discusses the general status of paternalistic leadership 
style (benevolent, moral, autocratic and strict), employees' psychological capital and their engagement 
in pharmaceutical distribution enterprises, the relationship among them, and puts forward the following 
three hypotheses:

H1: There is a correlation between the benevolent, moral, autocratic and strict leadership styles of 
paternalistic leadership, the psychological capital and employee engagement.

H2: The four styles of paternalistic leadership can predict employee psychological capital and 
employee engagement; The psychological capital of employees can predict their engagement.

H3: Paternalistic leadership style influences employee engagement by influencing employees' level 
of psychological capital.

2. Material and methods

  2.1 Participants

This study investigated 5 typical and well-known pharmaceutical distribution companies in 
Shanghai, China, which are located in an area that is one of the most important sources of 
pharmaceutical supply in China. A total of 623 employees were selected from these five companies, 
among which 279 employees were male participants and 278 employees were female participants. As 
66 employees did not complete all the questions, they were excluded from the formal analysis, and a 
total of 557 valid questionnaires were obtained, with a validity rate of 89.4%. Informed consent was 
obtained from all participants. The Research Ethics Committee approved the study protocol of 
Northwest Normal University (China).

  2.2 Measures

    2.2.1 Paternalistic leadership questionaire

This study used the Paternalistic Leadership Scale and Authoritative Leadership Scale compiled by 
Cheng et al. (2003) and Chou et al. (2010) to examine individual evaluations of corporate leadership 
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styles. For the evaluation of virtuous and benevolent leadership styles in leadership styles, which were 
selected from the paternalistic leadership scale compiled by Cheng et al. (2003) on the topics of 
virtuous leadership (5 topics) and benevolent leadership (5 topics), the authoritative leadership in this 
scale did not distinguish between the strict type and the autocratic type, so the corresponding 5 
questions were not adopted. 

For the inspection of the autocratic leaders and strict leaders, the authoritative leadership scale 
compiled by Chou et al. (2010) was selected, but the corresponding topics were adjusted. The 
adjustment principle is to still retain the three sub-concepts of the autocratic leadership (domination 
arbitrariness, depreciation and reprimand, and decoration concealment) and the three sub-concepts of 
strict leadership (task monitoring, performance requirements, and normative shaping), but delete the 
repetitive questions in these 6 sub-concepts that express almost exactly the same meaning, so that the 
number of sub-concepts in each sub-concept is relatively balanced, namely each sub-concept is 
measured by 2 sub-concepts, and the word expression of individual topics is appropriately fine-tuned. 
Therefore, the paternalistic leadership scale used in this study was finally formed, which includes moral 
leadership (5 questions), benevolent leadership (5 questions), autocratic leadership (6 questions), and 
strict leadership (6 questions). The higher the overall score of the questionnaire is, the more likely it is 
to be led by parentalism. In this study, the scale showed good reliability and validity. The Cronbach’s α 
coefficient of Parental Leadership Scale was 0.742, and the Cronbach’s α coefficients of each sub-scale 
were 0.876 for benevolence, 0.891 for morality, 0.881 for autocracy and 0.871 for strictness.
    2.2.2 Psychological capital questionaire

This study used the Psychological Capital Questionnaire (PCQ-24) compiled by Luthans et al. 
(2005), which includes four dimensions of confidence, hope, optimism and tenacity, with a total of 3 
items, of which the 8th, 11th and 19th items are titled reverse scoring. The total score of the 
questionnaire was used to indicate the individual's psychological capital level, and the higher the total 
score was, the higher the individual's psychological capital level was. In this study, the questionnaire 
showed good reliability. The Cronbach’s α coefficient of the psychological capital questionnaire was 
0.940, and the Cronbach’s α coefficients of each subscale were 0.895 for self-efficacy, 0.903 for hope, 
0.877 for optimism, and 0.871 for resilience respectively.
    2.2.3 Employee engagement scale

Employee engagement was measured using the Utrecht Work Engagement Scale, a work 
engagement scale called UWES developed by Schaufeli et al. (2002). As revised, the scale eventually 
contains a total of 9 items that exist as a single dimension. The higher the score was, the higher the 
individual's work engagement was. In this study, the questionnaire showed high reliability, with a 
Cronbach’s α coefficient of 0.953 for the Employee Engagement Scale.
    2.2.4 Data analysis

The scientific statistical analysis software SPSS 25.0 was used to conduct the common method 
deviation test, correlation analysis, difference test and regression analysis, and AMOS 23.0 software 
was used to construct the equation model.

3. Results

  3.1 Commom method deviation test

Common Method Variance (CMV) refers to the use of the same measurement tool that leads to 
spurious common variation between traits, resulting in Common Method Bias (CMB), commonly 
found in data measured on the self-pronouncing scale (Tang & Wen, 2020). Self-reporting 
questionnaires were used to measure participants' abilities, so there might be a common methodological 
bias. Harman's one-factor test was generally used for the presence of common method bias problem 
(Podsakoff et al., 2003). The criterion for this is that when the variance interpretation rate of the first 
factor in the Harman one-factor test results exceeds 40%, it can be considered that there is a large 
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deviation from the common method in the survey results, otherwise, the common method deviation is 
small. The results of the study showed that when the first factor in the study was not rotated, the 
variance interpretation rate of the first factor in this study was 34.536% and 12.076% respectively, 
which were below the critical standard, so it can be considered that there is no serious common method 
bias effect in the results of this questionnaire.

  3.2 Multivariate collinear judgement

Since the questionnaire used in this study to measure paternalistic leadership was a synthesis of two 
primitive scales, the tolerance and Variance Inflation Factor (VIF) of this scale were used to test 
whether there was a collinearity problem between the four styles of benevolent leadership, moral 
leadership, autocratic leadership, and strict leadership. The judgment index is that when the tolerance is 
closer to 0, the more serious the multivariate collinearity problem is; If the VIF value is above 10, it 
means that there is a linear coincidence problem between the variables. As shown in Table 1, the 
tolerance of each dimension is greater than 0.4, while the VIF is below 3, and it is not greater than the 
common standard value of 10, so it is judged that there is no obvious multivariate collinearity problem 
between the independent variables in this study.

  3.3 Paternalistic leadership scale test

Validity refers to the ability to measure the degree to which a test expects to measure psychological 
or behavioral characteristics (Wu, 2010). In this study, paternalistic leadership was measured by using a 
combination of the paternalistic leadership scale and authoritative leadership scale compiled by Cheng 
et al. (2003) and Chou et al. (2010) to examine the evaluation of corporate leadership style by 
individuals. It is assumed that the scale is composed of four dimensions, namely moral leadership (5 
questions), benevolent leadership (5 questions), autocratic leadership (6 questions), and strict 
leadership (6 questions). 

First of all, we used exploratory factor analysis to examine the structural validity of the 
questionnaire, and found that the parental leadership scale KMO=0.941>0.9, and the Bartlett 
sphericality test result p<0.001, so it is suitable for factor analysis. Secondly, the principal component 
analysis method was used and the orthogonal rotation is performed by the method of maximum 
variance. As shown in Table 2, when the eigenrobas are greater than 1 as the standard, a total of 4 
factors are extracted, and the cumulative variance interpretation rate of the factors is 65.066%. At the 
beginning of the questionnaire, the hypothesis of four dimensions was satisfied.

Table 1　Multiple collinear diagnosis of each variable of the paternalistic leadership scale

Variables

Benevolent Leadership

Moral leadership

Autocratic leadership

Strict leadership

Collinear statistics

Tolerance

0.647

0.622

0.677

0.606

Coefficient of variance expansion

1.545

1.606

1.476

1.650

Table 2　Total variance of the original variables explained by the paternalistic leadership scale

1
2
3
4
5

8.722
2.156
1.796
1.640
0.659

39.643
9.802
8.165
7.456
2.993

39.643
49.445
57.610
65.066
68.059

3.827
3.633
3.469
3.386

17.397
16.512
15.768
15.389

17.397
33.909
49.677
65.066

Ingredients
Initial Eigenvalues

Total Percentage of 
variance Accumulation %

Sum of squared rotational loads

Total Percentage of 
variance Accumulation %
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After the above steps, as shown in Table 3, the final number of valid factors extracted is 4, the 
questionnaire items are still 22, and no items are deleted. Among them, the topic is fitted from 11-16 to 
factor 1, the topic 17-22 is fitted to factor 2, the topic 6-10 is fitted to factor 3, and the topic 1-5 is fitted 
to factor 4. The contribution rate of the factor cumulative variance was 65.066%, and each project had 
a large load on the corresponding factors, which was 0.687~0.793.

First, The maximum variance method is used for factor rotation, and the factor loading results after 
rotation are shown in the following table. For easy observation, the values with load values below 0.5 
are removed from the table. From the data in the table, it can be seen that each factor index belongs to 

6
7
8
9
10
11
12
13
14
15
16
17
18
19
20
21
22

0.568
0.551
0.525
0.503
0.480
0.466
0.443
0.413
0.411
0.395
0.372
0.350
0.343
0.333
0.313
0.302
0.260

2.584
2.505
2.386
2.286
2.182
2.118
2.013
1.877
1.867
1.795
1.691
1.589
1.560
1.513
1.421
1.371
1.183

70.643
73.148
75.534
77.820
80.002
82.120
84.133
86.010
87.877
89.672
91.363
92.952
94.512
96.025
97.446
98.817

100.000

Table 2　Table of total variance of the original variables explained by the paternalistic leadership scale (Continued)

Ingredients
Initial Eigenvalues

Total Percentage of 
variance Accumulation %

Sum of squared rotational loads

Total Percentage of 
variance Accumulation %

Table 3　Component matrix after rotation

X1_1
X1_2
X1_3
X1_4
X1_5
X2_1
X2_2
X2_3
X2_4
X2_5
X3_1
X3_2
X3_3
X3_4
X3_5
X3_6
X4_1
X4_2
X4_3
X4_4
X4_5
X4_6

Ingredients
1

0.747
0.724
0.721
0.758
0.764
0.761

2

0.700
0.757
0.769
0.687
0.700
0.698

3

0.727
0.764
0.791
0.777
0.793

4
0.725
0.759
0.762
0.770
0.784
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the corresponding dimension, and the load value is lower than 0.5 in another dimension. The 
questionnaire has good differentiation and aggregation. In addition, the commonality of the observation 
indicators is higher than 0.5, and the factors have a good representation of the topic.

Secondly, Confirmatory Factor Analysis (CFA) was used to test the structure validity of the 
questionnaire, a research method used to measure whether the correspondence between factors and 
measurement terms (scale items) was consistent with the investigator's predictions. Based on the 
exploratory factor analysis of the above, a total of four factors were extracted, namely benevolent, 
moral, autocratic and strict. A four-factor model of the questionnaire was analyzed using AMOS 23.0 
for validation factors. The results show that the fitted indexes in the model all conform to the fitting 
index, and the four-factor model fits well, χ2/df = 1.463, GFI is 0.954, CFI is 0.985, IFI is 0.985, and 
RMSEA is 0.029. The specific model is shown in Figure 1.

Finally, in order to measure the aggregation validity and combinatorial reliability of the parental 
questionnaire, the convergence validity refers to the degree of similarity of measurement results when 
the same feature is determined using different measurement methods, namely different measurement 
methods should be aggregated together in the determination of the same feature. Composite reliability 
refers to the reliability of a combined variable (a new variable made from the sum of more than one 
variable). As shown in Table 4, according to the criteria of AVE>0.5, CR >0.7, it is found that the 
aggregation validity and combinatorial reliability in the model are better.

Figure 1　Parent-based questionnaire validated factor analysis model
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  3.4 Variance testing

    3.4.1 Gender differences in paternalistic leadership, psychological capital, and engagement

An independent sample t-test of paternalistic leadership, psychological capital and employee 

engagement levels of participants with different genders was conducted (Table 5). It was found that 

paternalistic leadership and its sub-dimensions had no significant differences in gender (p>0.05). As a 

whole, psychological capital had significant difference in gender (p<0.05). In its sub-dimensions, self-

efficacy had no significant difference in gender (p>0.05), while the other three dimensions (optimism, 

hope, resilience) had significant differences in gender (p<0.05). Employee engagement had significant 

difference in gender (p<0.05).

    3.4.2 Age differences in paternalistic leadership, psychological capital, and engagement

A one-way ANOVA was performed on participants of different ages at levels of parental leadership, 

psychological capital, and employee engagement. The results showed significant differences in age 

between paternalistic leadership and its sub-dimensions (p<0.05). There were also significant 

differences in age between psychological capital and employee engagement (p<0.05). See Table 6 for 

the the post-hoc multiple comparison of means.

Table 4　Paternalistic scale model composite reliability and average variance extraction

Benevolent type

Moral type

Autocratic type

Strict type

X1_1
X1_2
X1_3
X1_4
X1_5

X2_1
X2_2
X2_3
X2_4
X2_5

X3_1
X3_2
X3_3
X3_4
X3_5
X3_6

X4_1

Estimate

0.757
0.773
0.758
0.758
0.781

0.808
0.770
0.775
0.778
0.811

0.740
0.727
0.731
0.758
0.749
0.757

0.704

S.E.

0.057
0.056
0.058
0.057

0.046
0.048
0.046
0.045

0.057
0.056
0.059
0.056
0.056

p

<0.001
<0.001
<0.001
<0.001

<0.001
<0.001
<0.001
<0.001

<0.001
<0.001
<0.001
<0.001
<0.001

CR

0.876

0.892

0.881

0.871

AVE

0.586

0.622

0.553

0.531

Table 5　Gender differences in paternalistic leadership, psychological capital and engagement

Paternalistic leadership

Benevolent type

Moral type

Autocratic type

Strict type

Psychological capital

Self-efficacy

Optimism

Hope

Resilience

Employee engagement

Male

M

67.94

15.95

16.47

16.28

19.24

82.86

20.67

20.80

20.39

21.00

30.86

SD

10.66

5.35

5.68

6.26

4.53

19.83

6.25

6.45

5.90

5.67

6.70

Female

M

67.68

15.66

16.40

16.63

18.97

78.74

20.20

19.59

19.29

19.67

29.42

SD

10.89

5.55

5.66

5.92

4.74

19.66

6.56

6.50

5.70

5.69

6.80

t

0.284

0.616

0.124

-0.678

0.675

2.464

0.877

2.209

2.239

2.763

2.521

p

0.777

0.538

0.902

0.498

0.500

0.014

0.381

0.028

0.026

0.006

0.012
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    3.4.3 Academic differences in paternalistic leadership, psychological capital, and engagement

A one-way ANOVA was performed on participants with different academic backgrounds (levels of 
educational attainment) at the levels of paternalistic leadership, psychological capital, and employee 
engagement. The results showed that there were no significant differences in academic qualifications in 
parental leadership and its dimensions, psychological capital and its dimensions, and employee 
engagement in the study. See Table 7 for the mean and multiple post hoc comparisons.

    3.4.4 Differences in years of work in paternalistic leadership, psychological capital, and 

engagement

A one-way ANOVA analysis was performed on participants with different working years at the 
levels of parental leadership, psychological capital, and employee engagement. The results showed that 
there was no significant difference in working years between virtuous leaders (p>0.05), and there was a 
significant difference in working years between parental leadership and the remaining sub-dimensions 
(p<0.05). There were also significant differences in psychological capital and employee engagement in 
working years (p<0.05). See Table 8 for the mean and multiple post hoc comparisons.

Table 6　Age differences in paternalistic leadership, psychological capital and engagement

Paternalistic Leadership

Benevolent type

Moral type

Autocratic type

Strict type

Psychological Capital

Self-efficacy

Optimism

Hope

Resilience

Employee engagement

25 years old 
and below

M

66.41

14.34

15.71

18.30

17.71

72.73

17.71

18.45

17.74

18.82

26.56

SD

11.74

5.87

6.12

4.58

6.34

20.90

6.34

6.75

6.19

6.09

7.43

26-35

M

66.60

14.82

15.56

17.93

18.29

75.32

19.26

18.30

18.36

19.41

27.88

SD

10.85

5.61

5.66

6.30

4.88

18.83

6.60

6.39

5.67

5.21

7.02

36-50

M

67.79

16.29

16.65

15.58

19.27

82.59

20.86

20.99

20.23

20.50

31.46

SD

11.04

5.33

5.80

6.08

4.52

18.94

6.10

6.21

4.76

6.02

5.37

51 years old 
and above

M

70.80

17.64

18.06

14.32

20.78

92.54

23.54

23.28

23.10

22.62

34.41

SD

8.90

4.41

4.76

4.87

3.97

16.12

5.21

5.57

4.76

5.13

5.20

F

4.178***

8.932***

5.220**

11.917***

7.917***

25.409***

16.974***

17.964***

21.294***

9.817***

34.931***

LSD post 
hoc test

4＞3＞2、1

4＞3＞2、1

4＞3、2、1

1、2＞3、4

4＞3＞2、1

4＞3＞2、1

4＞3＞2、1

4＞3＞2、1

4＞3＞2、1

4＞3、2、1

4＞3＞2、1

Note: In the post hoc test, 1 indicates 25 years and younger; 2 indicates 26-35 years; 3 indicates 36-50 years; and 4 

indicates 51 years and older. *p < 0.05,**p < 0.01,***p < 0.001.

Table 7　Academic differences in paternalistic leadership, psychological capital and engagement

Paternalistic Leadership

Benevolent type

Moral type

Autocratic type

Strict type

Psychological Capital

Self-efficacy

Optimism

Hope

Resilience

Employee engagement

High School 
and below

M

67.75

17.69

17.28

15.80

18.94

87.91

21.88

21.47

22.91

21.66

32.13

SD

9.95

5.27

5.34

6.70

4.30

18.47

6.19

5.52

6.20

5.67

4.84

Junior College

M

68.84

16.00

16.90

16.55

19.39

81.80

20.65

19.99

20.30

20.85

29.87

SD

10.20

5.42

5.41

6.10

4.37

19.10

6.42

5.44

6.45

5.51

6.94

Undergraduate

M

66.52

15.51

15.85

16.33

18.83

78.63

19.79

19.33

19.83

19.68

29.97

SD

10.94

5.39

5.96

6.13

4.68

20.37

6.45

6.10

6.49

5.80

7.02

Master and 
above

M

67.54

15.20

16.34

16.89

19.11

81.17

21.17

20.25

19.71

20.05

30.77

SD

12.18

5.69

5.59

5.71

5.55

20.69

6.15

6.13

6.67

6.07

6.12

F

1.029

1.868

1.597

0.269

0.563

2.486

1.679

2.250

1.551

2.267

1.274

LSD post 
hoc test

/

/

/

/

/

/

/

/

/

/

/
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    3.4.5 Differences in paternalistic leadership, psychological capital, and engagement across 

different affiliations

A one-way ANOVA was performed on participants in different affiliations at the levels of 

paternalistic leadership, psychological capital, and employee engagement. It was found that only 

psychological capital, optimism and hope differed significantly regarding the affiliation (p<0.05). See 

Table 9 for the mean and multiple post hoc comparisons.

  3.5 Analysis of paternalistic leadership, psychological capital, and engagement

The relevant analysis of paternalistic leadership, psychological capital and employee engagement of 

employees in the pharmaceutical circulation industry showed that paternalistic leadership was 

significantly positively correlated with psychological capital and engagement. In terms of sub-

Table 9　Affiliation differences in paternalistic leadership, psychological capital and engagement

Paternalistic leadership

Benevolent type

Moral type

Autocratic type

Strict type

Psychological Capital

Self-efficacy

Optimism

Hope

Resilience

Employee engagement

Warehousing 

department

M

68.49

15.53

16.61

16.84

19.52

82.95

20.86

20.81

20.27

21.02

30.11

SD

10.66

5.44

5.55

5.96

4.60

19.75

6.36

6.43

5.83

5.65

7.10

Transportation 

department

M

67.40

16.07

16.24

16.34

18.75

78.89

20.27

19.53

19.23

19.85

30.02

SD

10.91

5.45

5.73

6.35

4.78

19.66

6.01

6.77

5.88

5.49

6.42

Quality 

department

M

66.89

16.11

16.55

15.33

18.91

79.88

20.03

20.01

19.86

19.99

30.67

SD

10.10

5.67

5.68

6.76

4.36

19.32

6.48

5.94

5.85

5.96

6.30

Finance 

Department

M

67.67

16.37

16.22

16.22

18.85

86.74

21.56

22.14

21.78

21.26

32.19

SD

12.36

5.17

6.17

4.93

5.21

21.33

7.21

5.95

5.97

6.09

6.28

Administration 

department

M

67.56

15.52

16.29

16.85

18.90

76.50

19.34

19.06

19.00

19.10

29.05

SD

11.00

5.42

5.85

5.42

4.74

19.67

7.09

6.70

5.47

5.90

7.30

F

0.171

0.417

0.128

0.966

0.774

2.451*

1.010

2.042*

1.835*

2.093

1.133

LSD 

post hoc 

test

/

/

/

/

/

4＞5

1＞5

/

4>5

4>2

/

/

Note: In the post hoc test, 2 indicates the transportation department; 4 indicates the finance department; and 5 indicates the 

administration department. *p < 0.05,**p < 0.01,***p < 0.001.

Table 8 Differences in working years in paternalistic leadership, psychological capital and engagement

Paternalistic Leadership

Benevolent type

Moral type

Autocratic type

Strict type

Psychological Capital

Self-efficacy

Optimism

Hope

Resilience

Employee engagement

5 years and below

M

67.30

14.80

16.31

17.44

18.75

76.40

19.22

18.87

18.88

19.44

27.44

SD

11.12

5.62

5.87

6.30

4.83

20.32

16.62

5.99

6.80

5.87

7.26

6-15 years

M

67.55

16.00

16.13

16.54

18.88

80.33

20.34

19.55

20.17

20.27

30.31

SD

11.03

5.38

5.79

6.10

4.70

19.22

6.30

5.73

6.30

5.62

6.10

16 years and 

above

M

69.82

17.24

17.80

14.10

20.71

91.95

23.38

22.99

23.11

22.48

35.34

SD

8.70

4.91

4.47

4.94

3.72

16.74

5.36

4.78

5.68

5.21

4.70

F

8.379***

6.198**

2.881

8.928***

5.865**

18.456***

12.339***

12.358***

15.511***

8.138***

44.044***

LSD post 
hoc test

3＞2、1

3、2＞1

/

1、2＞3

3＞2、1

3＞2＞1

3＞2、1

3＞2＞1

3＞2、1

3＞2、1

3＞2＞1

Note: In the post hoc test, 1 indicates 5 years and below; 2 indicates 6-15 years; 3 indicates 16 years and above. 

*p < 0.05,**p < 0.01,***p < 0.001.
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dimensions, benevolence, morality, and strictness were significantly positively correlated with 
psychological capital and its sub-dimensions and engagement, but the autocratic leadership was 
significantly negatively correlated with psychological capital and its sub-dimensions and engagement. 
Psychological capital and its subdimensional dimensions showed a significant positive correlation with 
employee engagement, so hypothesis 1 was validated. See Table 10 for details.

  3.6 The examination of the mediating effect of psychological capital

This study used Amos 23.0 to examine whether psychological capital mediates between the various 
dimensions of paternalistic leadership and employee engagement. In this study, the structural equation 
model was established using the Bootstrap method (setting 5000 repeated sampling and 95% 
confidence interval) to examine the mediating role between parental leadership and employee 
engagement of various dimensions of psychological capital, and found that the model fit well: χ2/df=
1.261, CFI=0.980, GFI=0.899, rmSEA=0.022. The results of the standardized path analysis are shown 
in Figure 2, where psychological capital is used as an intermediary variable between the dimensions of 
parental leadership and employee engagement.

First of all, the results of path analysis showed that the direct path of benevolent leadership to 
employee engagement was significant (β = 0.10, P<0.05); the direct path of moral leadership to 
employee engagement was not significant (β = -0.01, P>0.05); the direct path of autocratic leadership 
to employee engagement was not significant (β = 0.07, P>0.05); and the direct path of Strict Leadership 
to employee engagement was not significant (β = 0.06, P>0.05). Secondly, the direct path of benevolent 
leadership to psychological capital was significant (β = 0.22, P<0.05); the direct path of moral 
leadership to psychological capital was significant (β = 0.19, P<0.05); the direct path of autocratic 
leadership to psychological capital was significant (β = -0.26, P<0.05); and the direct path of strict 
leadership to psychological capital was significant (β = 0.19, P<0.05). Finally, it was found that the 
direct path of psychological capital to employee engagement was significant (β = 0.72, P<0.01).

Therefore, psychological capital played a partial mediating role between benevolent leadership and 
employee engagement, where the mediating effect value was 0.156, the confidence interval of 95% was 
[0.070, 0.246], 0 was not included, and the proportion of the intermediary effect to the total effect was 
0.156/ (0.156 + 0.103) = 60.23%; Psychological capital played a fully mediated role between virtuous 
leadership and employee engagement, where the mediating effect value was 0.138, the confidence 
interval of 95% was [0.052, 0.230], 0 was not included, and the proportion of intermediary effect to 
total effect was 0.138/ (0.138-0.013) = 100%; Psychological capital played a fully mediating role 
between autocratic leadership and employee engagement, where the mediating effect value was -0.188, 

Table 10　Correlation analysis of paternalistic leadership, psychological capital and engagement of pharmaceutical 

distribution employees

Paternalistic 

Leadership

Benevolent type

Moral type

Autocratic type

Strict type

Psychological capital

Self-efficacy

Optimism

Hope

Resilience

Employee engagement

1

1

.733**

.764**

-.104*

.663**

.421**

.305**

.436**

.294**

.323**

.417**

2

1

.514**

-.442**

.480**

.471**

.344**

.484**

.352**

.341**

.456**

3

1

-.435**

.521**

.472**

.353**

.479**

.354**

.335**

.415**

4

1

-.503**

-.484**

-.393**

-.465**

-.388**

-.313**

-.389**

5

1

.483**

.390**

.469**

.347**

.351**

.437**

6

1

.802**

.823**

.813**

.806**

.680**

7

1

.514**

.536**

.532**

.540**

8

1

.570**

.560**

.601**

9

1

.552**

.559**

10

1

.501**

11

1

Note: *p < 0.05,**p < 0.01,***p < 0.001.
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the confidence interval of 95% was [-0.269, -0.114], 0 was not included, and the proportion of the 
intermediary effect to the total effect was -0.188/ (-0.188 + 0.066) = 100%; Psychological capital 
played a fully mediating role between strict leadership and employee engagement, where the mediation 
effect value was 0.137, the confidence interval of 95% was [0.045,0.224], 0 was not included, and the 
proportion of the intermediary effect to the total effect was 0.137/ (0.137 + 0.056) = 70.98%.

4. Discussion

In this study, the relationship between paternalistic leadership, psychological capital and employee 
engagement was discussed, as well as whether psychological capital mediated the relationship between 
paternalistic leadership and employee engagement, using employees from five large and medium-sized 
pharmaceutical distribution companies in Shanghai.

Firstly, the gender differences in total psychological capital and engagement scores were significant 
in terms of demographic variables, with males generally being higher than females. These results may 
result from the fact that female employees in large cities have a more stressful life and work than 
males, and usually take on more family burdens or tedious tasks at work than males, therefore score 
lower than males in terms of psychological capital and engagement (Lv, 2009; Wang et al., 2012).

In terms of age and years of experience, as age or years of experience increase, the autocratic scores 
all show a decreasing trend, while the rest of the variables and the mean values of the corresponding 
sub-dimensions show an increasing trend. This is probably due to the fact that with the increase of age 
or years of experience, employees' psychological maturity increases and they tend to be more peaceful, 
therefore are more able to understand and recognize the management style of their leaders; at the same 
time, the level of psychological capital and dedication of employees also increases with age or years of 
experience, which may result from the fact that employees in the finance and warehousing departments 
do not have any special technical requirements in relation to other departments, so their psychological 

Figure 2　A model of the mediating effect of psychological capital between paternalistic leadership and engagement
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capital levels are significantly higher than those of the other departments as they are less stressed.
Secondly, the results of the two-by-two correlations between the variables show that autocratic 

leadership is a relatively negative leadership style that also brings negative experiences to employees 
(Sun, 2014; Attridge, 2009) and is therefore significantly negatively correlated with the rest of the 
variables or dimensions, while benevolent, virtuous and strict leadership styles are significantly and 
positively correlated with psychological capital and employee engagement, suggesting that good 
leadership style is one of the main factors that promote high psychological well-being, higher 
performance and engagement of employees (Xiao, 2014; Liu & Wang, 2015). In addition, this study 
found that psychological capital showed a significant positive correlation with employee engagement, 
which is consistent with previous research findings that psychological capital, as a positive 
psychological state of individuals, will help to stimulate employees' creativity (Huang & Luthans, 
2014; Rego et al., 2012), and consequently enhance individuals' professional engagement and promote 
their work performance and enhance individual career engagement (Wu et al., 2020; Luthans et al., 
2005).

Thirdly, the mediating effects of the structural equation model revealed that benevolent leadership 
had a significant direct positive predictive effect on employee engagement, while the other three styles 
of paternalistic leadership, namely moral, strict and autocratic, did not have a significant direct 
predictive effect on employee engagement. In addition, the four different styles of paternalistic 
leadership had a significant predictive effect on employees' psychological capital, as well as on 
employees' psychological capital on their engagement.

Finally, this study found that psychological capital mediates the relationship between paternalistic 
leadership and employee engagement. The results of the mediating effect test showed that both the 
direct and mediating effects of benevolent leadership were significant, while the direct path effects of 
the remaining three styles of paternalistic leadership on employee engagement were not significant, but 
the mediating effects were all significant, which may result from employees, the caring and support of 
a “motherly” leader has a more direct impact than a “fatherly” management image (Mao et al., 2020; 
Tang, 2011; Xiao, 2014), and the impact of benevolent leaders on employees' engagement behavior is 
shown in a direct way. However, the various styles of paternalistic leadership generally influence the 
level of employee engagement most of all through the mediate of psychological capital; it is believed 
that this internal mechanism can be explained by the interpersonal social exchange theory mentioned 
earlier in this paper, i.e. positive leadership styles (benevolent, moral and strict) tend to establish high 
quality exchange relationships with employees, bringing them positive emotional experiences and high 
quality of service, self-commitment and self-demand are reflected in greater confidence and optimism 
at work, hope for the future and resilience in the face of setbacks.

Numerous studies have shown that leadership styles can have a significant impact on employees' 
psychological capital (Fang & Wang, 2016; Zhang, 2014; Walumbwa & Hartnell, 2011). However, 
studies have focused on transformational, inclusive, and charismatic leadership styles proposed in 
Western cultural contexts (Liu, 2021; Mao & Tan, 2015; Zhou et al., 2018); fewer studies have 
explored the combination of paternalistic leadership and employee psychological capital based on 
traditional cultural values and ideologies that are prevalent in Chinese companies (Tang, 2011; Wang & 
Qin, 2020), while a number of overseas studies have supported the strong correlation or predictive 
effect of cultural background on psychological capital across regions (Cascio & Luthans, 2014; 
Luthans et al., 2008; Wernsing, 2014; Youssef, 2011); the results of the regression analyses and 
mediating effects tests in this study also verified that paternalistic leadership, typical in China, 
significantly predicted and influenced employees' psychological capital, which is additive to the 
research related to leadership style and psychological capital under the influence of local culture.
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5. Limitations and future directions

This study has the following shortcomings that need to be improved in future studies. The range of 
selected sample institute is limited to Shanghai, which means the representativeness of the data may not 
be enough due to geographical limitations, and future studies can expand the area and scope of sample 
selection. Secondly, the data used in this study is based on horizontal study design, which may cause 
the causal relationship analysis of the role of paternalistic leadership on employee psychological capital 
and engagement not rigorous enough. Future research can consider a longitudinal study with a certain 
time span, examining the different styles of parental leadership and the influence mechanism on 
employee psychological capital and engagement in a long period of time, and making corresponding 
analysis and judgment according to internal and external environment changes of the enterprise.

In addition, the use of a single self-evaluation method is likely to cause homology error (common 
method deviation). In order to reduce the homology error, a variety of research methods can be 
combined, such as the combination of self-evaluation and other evaluations, the pairing between 
leaders and subordinate data, or the conversion of questions and others, so as to prevent the occurrence 
of homology error to the greatest extent. Finally, the data collection of this study is a questionnaire 
method, the accuracy and the error generated by the sample when filling out the questionnaire may be 
difficult to effectively control, and the experimental method or natural observation method can be 
considered to explore a more accurate and realistic method of causal relationship between variables, so 
as to test the research hypothesis in the future.

6. Conclusion 

The four styles of paternalistic leadership in the pharmaceutical distribution industry have a 
significant impact on employee psychological capital and employee engagement. Among the 
paternalistic leadership styles, the autocratic leadership style has a negative impact on employee 
engagement, while the other three paternalistic styles have a positive impact. Psychological capital 
partially mediates the relationship between the benevolent style of paternalistic leadership and 
employee engagement, and fully mediates the relationship between the other three paternalistic styles 
and employee engagement. These findings provide a certain reference value and supplement for the 
pharmaceutical distribution industry so as to adjust the management style of leaders, improve the 
psychological capital of employees, and enhance their level of work engagement.

About the authors
1. Dr. Li Chen is an associate professor and master's supervisor in the School of Psychology of 
Northwest Normal University. She has chaired many projects such as the Natural Science Foundation 
of Gansu Province project, Gansu Province Philosophy and Social Science project, Gansu Province 
Spiritual Poverty Alleviation Teaching Material Writing Planning Project, Gansu Province University 
Research Project and Northwest Normal University Young Teacher Research Ability Enhancement 
Program Project. She specialises in research on the relationship between business management and 
employees, leadership management psychology, and leadership styles. 
Email: chenli_198286@163.com. ORCID: https://orcid.org/0000-0002-5801-9076.
2. Jiangxin Liu is a graduate student at Northwest Normal University with research interests in the 
areas of stereotypes, leadership and employee management, and environmental psychology. 
Email: 1450471944@qq.com.
3. Qiu Weifeng is a graduate student with research interests in leadership and workforce management.
4. Meiling Han is a graduate student at Northwest Normal University with research interests in the 
areas of stereotypes, leadership and employee management, and environmental psychology.

17

1450471944@qq.com
https://orcid.org/0000-0002-5801-9076


Chen et al.

Funding
This work was supported by the backbone project of the young teachers’ scientifific research ability 
enhancement program of Northwest Normal University (Grant numbers: 2018SKGG06), the general 
project of the young teachers’ scientific research ability enhancement program of Northwest Normal 
University (Grant numbers: NWNU-LKQN-18-36) and Northwest Normal University Innovation Fund 
Project (No. 2022A-009).

Disclosure Statement
Author contributions

Li Chen contributed to the conceptualization, funding acquisition, project administration, supervision, 
and writing—review and editing. Jiangxin Liu contributed to the investigation, methodology, and 
English writing—original draft. Weifeng Qiu contributed to the data curation, visualization, and writing
—original draft. Meiling Han contributed to the formal analysis and validation. All authors have read 
and agreed to the published version of the manuscript. 
Consent to participate

Informed consent was obtained from all individual participants included in the study.
Conflict of interest

The authors have no competing interests to declare that are relevant to the content of this article.
Ethical approval

Approval was obtained from the ethics committee of Northwest Normal University. The procedures 
used in this study adhere to the tenets of the Declaration of Helsinki.
Data availability statement

The datasets generated during and/or analysed during the current study are available from the 
corresponding author on reasonable request.

References
[1] Attridge, M. (2009). Measuring and managing employee work engagement: A review of the research and business 

literature. Journal of Workplace Behavioral Health, 24(4), 383-398. https://doi.org/10.1080/15555240903188398

[2] Avey, J. B., Reichard, R. J., Luthans, F., & Mhatre, K. H. (2011). Meta-analysis of the impact of positive psychology 

capital on employee attitudes, behaviors and performance. Human Resource Development Quarterly, 22(2), 127-152. 

https://doi.org/10.1002/hrdq.20070

[3] Bu, W. K., Zhao, M. E., Qi, P. J., & Shi, Z. Y. (2020). The influences of employee engagement on the turnover intention 

of the new-generation employees-Based on the research on organizational identity. Journal of Nanchang Normal 

University (Social Sciences), 41(5), 19-22. https://kns. cnki. net/kns8/Detail? sfield=fn&QueryID=12&CurRec=

1&DbCode=CJFD&dbname=CJFDLAST2021&filename=JXJY202005005&urlid=&yx=

[4] Chou, W. -J., Chou, L. -F., Cheng, B. -S., & Jen, C. -K. (2010). Juan-chiuan and shang-yan: The components of 

authoritarian leadership. Indigenous Psychological Research in Chinese Societies, 34, 223-284. https://doi. org/

10.6254/2010.34.223

[5] Cheng, B. -S., Chou, L. -F., & Farh, J. -L. (2000). A triad model of paternalistic leadership: Constructs and 

measurement. Indigenous Psychological Research in Chinese Societies, 14, 3-64. http://www. indigpsych. org/

publications/17/catalogs/179

[6] Cheng, B. -S., Chou, L. -F., Huang, M. -P., Farh, J. -L., & Peng, S. -Q (2003). A triad model of paternalistic leadership: 

Evidence from business organizations in Mainland China. Indigenous Psychological Research in Chinese Societies, 

20, 209-252. http://www.indigpsych.org/publications/23/catalogs/249

[7] Chiang, J. T. J., Chen, X. P., Liu, H., Akutsu, S., & Wang, Z. (2021). We have emotions but can't show them! 

Authoritarian leadership, emotion suppression climate, and team performance. Human Relations, 74(7), 1082-1111. 

https://doi.org/10.1177/0018726720908649

18

https://doi.org/10.1177/0018726720908649
http://www.indigpsych.org/publications/23/catalogs/249
https://doi.org/10.1080/15555240903188398
https://doi.org/10.1002/hrdq.20070
http://www.indigpsych.org/publications/17/catalogs/179
https://kns.cnki.net/kns8/Detail?sfield=fn&QueryID=12&CurRec=1&DbCode=CJFD&dbname=CJFDLAST2021&filename=JXJY202005005&urlid=&yx=
https://doi.org/10.6254/2010.34.223


Journal of Chinese Human Resources Management

[8] Christian, M. S., Garza, A. S., & Slaughter, J. E. (2011). Work engagement: A quantitative review and test of its 

relations with task and contextual performance. Personnel Psychology, 64(1), 89-136. https://doi.org/10.1111/j.1744-

6570.2010.01203.x

[9] Cascio, W. F., & Luthans, F. (2014). Reflections on the metamorphosis at Robben Island: The role of institutional work 

and positive psychological capital. Journal of Management Inquiry, 23(1), 51-67. https://doi. org/10.1177/

1056492612474348

[10] Dang, Y. W. (2020). Research on the influence of authoritarian leadership on employees' counterproductive work 

behavior [Master's thesis, Shaanxi University of Science and Technology]. China Academic Journal Electronic 

Publishing House. https://doi.org/10.27290/d.cnki.gxbqc.2020.000386

[11] Fang, J. Q., Li, W. B., & Jiang, Z. L. (2020). Research on pharmaceutical emergency logistics based on the impact of 

COVID-19 pandemic. China Logistics and Purchasing, 39(13), 79-80. http://dx.doi. org/10.16079/j. cnki. issn1671-

6663.2020.13.041

[12] Fang, Y. C., & Wang, M. J. (2016). Effect of inclusive leadership on employees' psychological capital. Science 

Research Management, 37(11), 135-141. https://doi.org/10.19571/j.cnki.1000-2995.2016.11.016

[13] Goldsmith, A. H., Veum, J. R., & Darity, W. J. (1997). The impact of psychological and human capital on wages. 

Economic Inquiry, 35(4), 815-829. https://doi.org/10.1111/j.1465-7295.1997.tb01966.x

[14] Hu, J. (2019). The effect of inclusive leadership on new generation employees' job performance [Master's thesis, Xi'an 

University of Technology]. China Academic Journal Electronic Publishing House. https://kns.cnki.net/kns8/Detail?

sfield=fn&QueryID=6&CurRec=4&DbCode=CMFD&dbname=CMFD201902&filename=1019858978.nh

[15] Huang, L., & Luthans, F. (2014). Toward better understanding of the learning goal orientation- creativity relationship: 

The role of psychological capital. Applied Psychology: An International Review, 64(2), 444-472. https://doi. org/

10.1111/apps.12028

[16] Harter, J. K., Schmidt, F. L., & Hayes, T. L. (2002). Business-unit-level relationship between employee satisfaction, 

employee engagement and business outcomes: A meta-analysis. Journal of Applied Psychology, 87(2), 268-279. 

https://doi.org/10.1037/0021-9010.87.2.268

[17] Helland, M. R., & Winston, B. E. (2005). Towards a deeper understanding of hope and leadership. Journal of 

Leadership & Organizational Studies, 12(2), 42-54. https://doi.org/10.1177/107179190501200204

[18] Jing, X. (2018). The research on the influence of authoritarian leadership on job involvement — Leadership-member 

exchange as a moderating variable [Master's thesis, Northeastern University of Finance and Economics]. China 

Academic Journal Electronic Publishing House. https://kns. cnki. net/kns8/Detail? sfield=fn&QueryID=0&CurRec=

1&FileName=1019029023.nh&DbName=CMFD201901&DbCode=CMFD

[19] Karatepe, O. M., & Karadas, G. (2015). Do psychological capital and work engagement foster frontline employees' 

satisfaction? A study in the hotel industry. International Journal of Contemporary Hospitality Management, 27(6), 

1254-1278. https://doi.org/10.1108/IJCHM-01-2014-0028

[20] Koçak, Ö. E., & Küçük, B. A. (2021). How does paternalistic leadership affect employees' work engagement? The 

mediating roles of workaholism and trust-in-leader. The Journal of Humanity and Society (insan & toplum), 11(3), 

179-196. http://dx.doi.org/10.12658/M0631

[21] Li, D. H. (2018). Impact of paternalistic leadership on employee turnover: Employee engagement as an intermediary 

variable [Master's thesis, Capital University of Economics and Business]. China Academic Journal Electronic 

Publishing House. https://kns. cnki. net/kns8/Detail? sfield=fn&QueryID=0&CurRec=6&FileName=1018136619.

nh&DbName=CMFD202201&DbCode=CMFD

[22] Liu, X. P. (2007). Analysis of the relationship between employee satisfaction, employee engagement and corporate 

performance. Times of Economy & Trade, 88(12), 50-51. https://kns. cnki. net/kns8/Detail? sfield=fn&QueryID=

0&CurRec=1&recid=&FileName=SDLL200712027&DbName=CJFD2007&DbCode=CJFD&yx=&pr=&URLID=

[23] Liu, Y. (2021). Research on the relationship between charismatic leadership, psychological capital and employee 

performance. Chinese & Foreign Corporate Culture, 27(6), 20-21. https://oversea.cnki.net/kcms/detail/detail.aspx?

dbcode=CJFD&filename=ZWQW202106009&dbname=CJFDLAST2021

[24] Lv, C. (2009). A study on the relationship between organizational support and employee engagement [Master's thesis, 

Shandong University]. China Academic Journal Electronic Publishing House. https://kns.cnki.net/kns8/Detail?sfield=

fn&QueryID=20&CurRec=20&FileName=2009244617.nh&DbName=CMFD2010&DbCode=CMFD

19

https://doi.org/10.1111/j.1465-7295.1997.tb01966.x
https://doi.org/10.1111/j.1744-6570.2010.01203.x
https://doi.org/10.1177/1056492612474348
http://dx.doi.org/10.16079/j.cnki.issn1671-6663.2020.13.041
https://doi.org/10.19571/j.cnki.1000-2995.2016.11.016
https://doi.org/10.27290/d.cnki.gxbqc.2020.000386
https://kns.cnki.net/kns8/Detail?sfield=fn&QueryID=6&CurRec=4&DbCode=CMFD&dbname=CMFD201902&filename=1019858978.nh
https://doi.org/10.1111/apps.12028
https://doi.org/10.1037/0021-9010.87.2.268
https://doi.org/10.1177/107179190501200204
https://kns.cnki.net/kns8/Detail?sfield=fn&QueryID=0&CurRec=1&FileName=1019029023.nh&DbName=CMFD201901&DbCode=CMFD
https://doi.org/10.1108/IJCHM-01-2014-0028
http://dx.doi.org/10.12658/M0631
https://kns.cnki.net/kns8/Detail?sfield=fn&QueryID=0&CurRec=6&FileName=1018136619.nh&DbName=CMFD202201&DbCode=CMFD
https://kns.cnki.net/kns8/Detail?sfield=fn&QueryID=0&CurRec=1&recid=&FileName=SDLL200712027&DbName=CJFD2007&DbCode=CJFD&yx=&pr=&URLID=
https://oversea.cnki.net/kcms/detail/detail.aspx?dbcode=CJFD&filename=ZWQW202106009&dbname=CJFDLAST2021
https://kns.cnki.net/kns8/Detail?sfield=fn&QueryID=20&CurRec=20&FileName=2009244617.nh&DbName=CMFD2010&DbCode=CMFD


Chen et al.

[25] Larson, M. D., & Luthans, F. (2006). Potential added value of psychological capital in predicting work attitudes. 

Journal of Leadership & Organizational Studies, 13(2), 45-62. https://doi.org/10.1177/10717919070130020601

[26] Liu, P., & Wang, H. (2015). Study on authoritarian leader-member relationship. Journal of US-China Public 

Administration, 12(4), 304-313. https://doi.org/10.17265/1548-6591/2015.04.006

[27] Luthans, F., Avey, J. B., Clapp-Smith, R., & Li, W. (2008). More evidence on the value of Chinese workers' 

psychological capital: A potentially unlimited competitive resource? The International Journal of Human Resource 

Management, 19(5), 818-827. https://doi.org/10.1080/09585190801991194

[28] Luthans, F., Avolio, B. J., Walumbwa, F. O., & Li, W. (2005). The psychological capital of Chinese workers: 

Exploring the relationship with performance. Management and Organization Review, 1(2), 249-271. https://doi.org/

10.1111/j.1740-8784.2005.00011.x

[29] Luthans, F., Luthans, K. W., & Luthans, B. C. (2004). Positive psychological capital: Beyond human and social 

capital . Business Horizons, 47(1), 45-50. https://doi.org/10.1016/j.bushor.2003.11.007

[30] Luthans, F., Youssef, C. M., & Rawski, S. L. (2011). A tale of two paradigms: The impact of psychological capital and 

reinforcing feedback on problem solving and innovation. Journal of Organizational Behavior Managerment, 31(4), 

333-350. https://doi.org/10.1080/01608061.2011.619421

[31] Ma, S. J. (2017). Research on the effectiveness of employee engagement enhancement based on job performance. 

Dongyue Tribune, 38(12), 132-139. http://dx.doi.org/10.15981/j.cnki.dongyueluncong.2017.12.019

[32] Mao, J. P., & Tan, M. J. (2015). The influence transformational leadership on teachers' work engagement, the 

mediating and moderating effect of psychological capital. Teacher Education Research, 27(5), 14-22. http://dx.doi.

org/10.13445/j.cnki.t.e.r.2015.05.003

[33] Mao, C. G., Fan, J. B., & Liu, B. (2020). The three-way interaction effect of paternalistic leadership on employee 

voice behavior. Journal of Capital University of Economics and Business, 22(3), 102-112. http://dx.doi.org/10.13504/

j.cnki.issn1008-2700.2020.03.010

[34] Mathe, K., Scott-Halsell, S., Kim, S., & Krawczyk, M. (2014). Psychological capital in the quick servive restaurant: A 

study of unit-level performance. Journal of Hospitality & Tourism Research, 41(7), 823-845. https://doi.org/10.1177/

1096348014550923

[35] Nal, M., & Sevim, E. (2020). The effect of paternalist leadership on work engagement: A research on health workers. 

Journal of International Health Sciences and Management, 6(10), 90-107. https://dergipark. org. tr/en/pub/jihsam/

issue/53910/652891

[36] Pizzolitto, E., Verna, I., & Venditti, M. (2022). Authoritarian leadership styles and performance: A systematic 

literature review and research agenda. Management Review Quarterly, 73(2), 841-871. https://doi. org/10.1007/

s11301-022-00263-y

[37] Podsakoff, P. M., MacKenzie, S. B., Lee, J. -Y, & Podsakoff, N. P. (2003). Common method biases in behavioral 

research: A critical review of the literature and recommended remedies. Journal of Applied Psychology, 88(5), 879-

903. https://doi.org/10.1037/0021-9010.88.5.879

[38] Quick, J. C., Macik‐Frey, M., & Cooper, C. L. (2007). Managerial dimensions of organizational health: The healthy 

leader at work. Journal of Management Studies, 44(2), 189-205. https://doi.org/10.1111/j.1467-6486.2007.00684.x

[39] Redding, S. G. (1990). The spirit of Chinese capitalism. Walter de Gruyter.

[40] Rego, A., Sousa, F., Marques, C., & Pina e Cunha, M. (2012). Authentic leadership promoting employees' 

psychological capital and creativity. Journal of Business Research, 65(3), 429-437. https://doi. org/10.1016/j.

jbusres.2011.10.003

[41] Shuck, B. (2011). Four emerging perspectives of employee engagement: An integrative literature review. Human 

Resource Development Review, 10(3), 304-328. https://doi.org/10.1177/1534484311410840

[42] Silin, R. H. (1976). Leadership and values: The organization of large-scale Taiwan enterprises. Harvard University 

Press. https://doi.org/10.2307/j.ctt1tg5h6r

[43] Sun, W. (2014). The mechanisms by which paternalistic leadership impacts on employee engagement [Master's thesis, 

Shandong University]. China Academic Journal Electronic Publishing House. https://kns.cnki.net/kns8/Detail?sfield=

fn&QueryID=3&CurRec=1&FileName=1014309895.nh&DbName=CMFD202201&DbCode=CMFD

[44] Seligman, M. E., & Csikszentmihalyi, M. (2000). Positive psychology: An introduction. American Psychologist, 55

(1), 5-14. https://doi.org/10.1037/0003-066X.55.1.5

20

https://doi.org/10.1177/10717919070130020601
https://doi.org/10.17265/1548-6591/2015.04.006
https://doi.org/10.1080/09585190801991194
https://doi.org/10.1111/j.1740-8784.2005.00011.x
https://doi.org/10.1016/j.bushor.2003.11.007
https://doi.org/10.1080/01608061.2011.619421
http://dx.doi.org/10.15981/j.cnki.dongyueluncong.2017.12.019
http://dx.doi.org/10.13445/j.cnki.t.e.r.2015.05.003
http://dx.doi.org/10.13504/j.cnki.issn1008-2700.2020.03.010
https://doi.org/10.1177/1096348014550923
https://dergipark.org.tr/en/pub/jihsam/issue/53910/652891
https://doi.org/10.1007/s11301-022-00263-y
https://doi.org/10.1037/0021-9010.88.5.879
https://doi.org/10.1111/j.1467-6486.2007.00684.x
https://doi.org/10.1016/j.jbusres.2011.10.003
https://doi.org/10.1177/1534484311410840
https://doi.org/10.2307/j.ctt1tg5h6r
https://kns.cnki.net/kns8/Detail?sfield=fn&QueryID=3&CurRec=1&FileName=1014309895.nh&DbName=CMFD202201&DbCode=CMFD
https://doi.org/10.1037/0003-066X.55.1.5


Journal of Chinese Human Resources Management

[45] Shen, X. Y., & Mu, G. B. (2018). The effect of paternalistic leadership on the voice behavior of employees: Mediated 

by organizational identification. Studies of Psychology and Behavior, 16(6), 841-846. https://kns.cnki.net/kns8/Detail

? sfield=fn&QueryID=0&CurRec=2&recid= &FileName=CLXW201806016&DbName=CJFDLAST2022&DbCode

=CJFD&yx=&pr=&URLID=

[46] Sweetman, D., Luthans, F., Avey, J. B., & Luthans, B. C. (2011). Relationship between positive psychological capital 

and creative performance. Canadian Journal of Administrative Sciences, 28(1), 4-13. https://doi.org/10.1002/cjas.175

[47] Schaufeli, W. B., Salanova, M., González-Romá, V., & Kaller, A. B. (2002). The measurement of engagement and 

burnout: A two sample confirmatory factor analytic approach. Journal of Happiness Studies, 3, 71-92. https://doi.org/

10.1023/A:1015630930326

[48] Tang, J. (2011). The impact of paternalistic leadership on subordinates' voice behavior—The mediating role of 

psychological capital [Master's thesis, Huazhong University of Science and Technology]. China Academic Journal 

Electronic Publishing House. https://kns. cnki. net/kns8/Detail? sfield=fn&QueryID=5&CurRec=5&FileName=

1013016129.nh&DbName=CMFD201302&DbCode=CMFD

[49] Tang, D. D., & Wen, Z. L. (2020). Statistical approaches for testing common method bias: Problems and suggestions. 

Journal of Psychological Science, 43(1), 215-223. http://dx.doi.org/10.16719/j.cnki.1671-6981.20200130

[50] Wu, M. L. (2010). Structural equation modeling: Operations and applications of AMOS. Chongqing University Press.

[51] Westwood, R. (1997). Harmony and patriarchy: The cultural basis for 'paternalistic headship' among the overseas 

Chinese. Organization Studies, 18(3), 445-480. https://doi.org/10.1177/017084069701800305

[52] Wernsing, T. (2014). Psychological capital: A test of measurement invariance across 12 national cultures. Journal of 

Leadership and Organization Studies, 21(2), 179-190. https://doi.org/10.1177/1548051813515924

[53] Wang, X. L. (2020). Job satisfaction and job performance of college counselors: The mediating effect of psychological 

capital. China Adult Education, 29(14), 40-43. https://kns.cnki.net/kns8/Detail?sfield=fn&QueryID=0&CurRec=1&r

       ecid=&FileName=ZCRY202014012&DbName=CJFDLAST2020&DbCode=CJFD&yx=&pr=CJFR2020;&URLID=

[54] Walumbwa, F. O., & Hartnell,C. A. (2011). Understanding transformational leadership-employee performance links: 

The role of relational identification and self-efficacy. Journal of Occupational and Organizational Psychology, 84

(1), 153-172. https://doi.org/10.1348/096317910X485818

[55] Wang, D., & Qin, Y. Y. (2020). Influence of paternalistic leadership on safety behavior of  employees: The mediating 

effect of psychological capital and moderating effect of cynicism. China Safety Science Journal, 30(8), 25-30. 

http://dx.doi.org/10.16265/j.cnki.issn1003-3033.2020.08.004

[56] Wu, H., Gu, G. Z., Li, F. R., Zhou, W. H., Shao, J. Z., & Yu, S. F. (2020). Psychological capital level of natural gas 

field workers and its effect on job satisfaction. Chinese Journal of Industrial Medicine, 33(5), 407-411.

https://kns.cnki.net/kns8/Detail?sfield=fn&QueryID=0&CurRec=1&recid=&FileName=SOLE202005006&DbName

=CJFDLAST2020&DbCode=CJFD&yx=&pr=&URLID= 

[57] Wu, K., Li, Y. X., & Liu, X. (2016). The effect of paternalistic leadership on the voice behavior of employees: 

Mediated by leader-member exchange. Studies of Psychology and Behavior, 14(3),  384-389. 

 https://kns.cnki.net/kns8/Detail?sfield=fn&QueryID=5&CurRec=2&recid=&FileName=CLXW201603015&DbName

=CJFDLAST2016&DbCode=CJFD&yx=&pr=&URLID=

[58] Wang, Y., Liu, L., Wang, J., & Wang, L. (2012). Work-family conflict and burnout among Chinese doctors: The 

mediating role of psychological capital. Journal of Occupational Health, 54(3), 232-240. https://doi. org/10.1539/

joh.11-0243-oa

[59] Xiao, Y. J. (2014). The effect of paternalistic leadership on employee voice behavior: The study of the mediating role 

of OBSE [Master's thesis, Liaoning University]. China Academic Journal Electronic Publishing House. 

          https://kns.cnki.net/kns8/Detail?sfield=fn&QueryID=0&CurRec=5&FileName=1014371630.nh&DbName=CMFD2

        01501&DbCode=CMFD

[60] Xanthopoulou, D., Bakker, A. B., Demerouti, E., & Schaufeli, W. B. (2009). Work engagement and financial returns: 

A diary study on the role of job and personal resources. Journal of Occupational and Organizational Psychology, 82

(1), 183-200. https://doi.org/10.1348/096317908X285633

[61] Youssef, C. M. (2011). Recent events in Egypt and the Middle East: Background, direct observations and a positive 

analysis. Organizational Dynamics, 40(3), 222-234. https://doi.org/10.1016/j.orgdyn.2011.04.010

21

https://kns.cnki.net/kns8/Detail?sfield=fn&QueryID=0&CurRec=5&FileName=1014371630.nh&DbName=CMFD201501&DbCode=CMFD
https://doi.org/10.1348/096317908X285633
https://doi.org/10.1016/j.orgdyn.2011.04.010
https://kns.cnki.net/kns8/Detail?sfield=fn&QueryID=0&CurRec=2&recid=&FileName=CLXW201806016&DbName=CJFDLAST2022&DbCode=CJFD&yx=&pr=&URLID=
https://doi.org/10.1002/cjas.175
https://doi.org/10.1023/A:1015630930326
https://kns.cnki.net/kns8/Detail?sfield=fn&QueryID=5&CurRec=5&FileName=1013016129.nh&DbName=CMFD201302&DbCode=CMFD
http://dx.doi.org/10.16719/j.cnki.1671-6981.20200130
https://doi.org/10.1177/017084069701800305
https://doi.org/10.1177/1548051813515924
https://kns.cnki.net/kns8/Detail?sfield=fn&QueryID=0&CurRec=1&recid=&FileName=ZCRY202014012&DbName=CJFDLAST2020&DbCode=CJFD&yx=&pr=CJFR2020;&URLID=
https://doi.org/10.1348/096317910X485818
http://dx.doi.org/10.16265/j.cnki.issn1003-3033.2020.08.004
https://kns.cnki.net/kns8/Detail?sfield=fn&QueryID=0&CurRec=1&recid=&FileName=SOLE202005006&DbName=CJFDLAST2020&DbCode=CJFD&yx=&pr=&URLID= 
https://kns.cnki.net/kns8/Detail?sfield=fn&QueryID=5&CurRec=2&recid=&FileName=CLXW201603015&DbName=CJFDLAST2016&DbCode=CJFD&yx=&pr=&URLID=
https://doi.org/10.1539/joh.11-0243-oa


Chen et al.

[62] Yu, P. (2015). Revealing the effects of authoritarian leadership on employee's silence- Psychological empowerment as 

mediator [Master's thesis, Zhejiang Sci-Tech University]. China Academic Journal Electronic Publishing House. 

https://kns.cnki.net/kns8/Detail?sfield=fn&QueryID=5&CurRec=9&FileName=1015546582.nh&DbName=CMFD20

1502&DbCode=CMFD

[63] Zhu, M. (2010). The research on the relationship among employee job satisfaction, employee engagement and service 

behavior – Take hotel industry as an example [Master's thesis, Shandong University]. China Academic Journal 

Electronic Publishing House. https://kns. cnki. net/kns8/Detail? sfield=fn&DbCode=CMFD&filename=2010100425.

nh&dbname=CMFD2010

[64] Zhang, X. J. (2014). The empirical study of leadership style, psychological capital and employee innovative behavior 

[Master's thesis, Nanjing University of Posts and Telecommunications]. China Academic Journal Electronic 

Publishing House. https://kns. cnki. net/kns8/Detail? sfield=fn&QueryID=8&CurRec=15&FileName=1015544671.

nh&DbName=CMFD201501&DbCode=CMFD

[65] Zhang, L. X., & Sun, Q. H. (2020). Research on the influence mechanism of dual authoritarian leadership on 

employee voice behavior. Forecasting, 39(6), 10-16. https://kns.cnki.net/kns8/Detail?sfield=fn&QueryID=0&CurRec

=2&recid=&FileName=YUCE202006002&DbName=CJFDLAST2020&DbCode=CJFD&yx=&pr=&URLID=

[66] Zhou, Y., Fang, Z. C., & Mi, E. G. (2018). Inclusive leadership, psychological capital and employee engagement – Job 

embeddedness as a moderator. Technology Economics and Management Research, 25(11), 54-59. https://kns.cnki.net/

kns8/Detailsfield=fn&QueryID=25&CurRec=1&recid&FileName=JXJG201811010&DbNameCJFDLAST2019&

DbCode=CJFD&yx=&pr=&URLID=

22

https://kns.cnki.net/kns8/Detail?sfield=fn&QueryID=5&CurRec=9&FileName=1015546582.nh&DbName=CMFD20
1502&DbCode=CMFD
https://kns.cnki.net/kns8/Detail?sfield=fn&DbCode=CMFD&filename=2010100425.nh&dbname=CMFD2010
https://kns.cnki.net/kns8/Detail?sfield=fn&QueryID=8&CurRec=15&FileName=1015544671.nh&DbName=CMFD201501&DbCode=CMFD
https://kns.cnki.net/kns8/Detail?sfield=fn&QueryID=0&CurRec=2&recid=&FileName=YUCE202006002&DbName=CJFDLAST2020&DbCode=CJFD&yx=&pr=&URLID=
https://kns.cnki.net/kns8/Detailsfield=fn&QueryID=25&CurRec=1&recid&FileName=JXJG201811010&DbNameCJFDLAST2019&DbCode=CJFD&yx=&pr=&URLID=

