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Abstract
The special and historical relationship network in Chinese societies is based on blood ties or family emotional 
connection, in which family business appears the best representative. With the specialty of corporate structure, 
power and leadership between superiors and subordinates are the critical issues for research, where managers’ 
personality is particularly emphasized. We combine guanxi in Chinese societies, power, influence tactics, and locus 
of control in the research model, 147 family business in Taiwan are proceeded the questionnaire survey, and 332 
valid copies are retrieved. With hierarchical regression analysis, the findings show the close relations between 
managers’ power, perceived guanxi and leadership behavior, in which managers’ locus of control play a critical role. 
It is therefore suggested that the assignation of managers in such type of enterprises should be more cautious; 
in addition to the communication with the subordinates, the fitness with personality and competence should be 
concerned in order to maintain the favorable work efficiency and the relations between superiors and subordinates.
Keywords
Influence tactics; Locus of control; Perceived guanxi; Power based.  

Resumen
La histórica y especial red de relaciones de la sociedad china se basa en lazos de sangre o en conexiones fami-
liares emocionales de las que los negocios familiares son la mejor representación. Junto con la especialización 
de las estructuras corporativas, la cuestión clave de esta investigación será el poder y el liderazgo de  los jefes 
sobre los subordinados, poniendo el énfasis en la personalidad del jefe. En el modelo de investigación –admi-
nistración de un cuestionario a 147 negocios familiares de Taiwán, de los que 332 fueron válidos- combinamos 
el “guanxi” de las sociedades chinas, el poder, las tácticas para tener influencia y el locus de control. Mediante 
análisis jerárquicos de regresión los resultados muestran la estrecha relación que se da entre el poder de los 
jefes, el “guanxi” percibido y la conducta de liderazgo, en la que el locus de control de los jefes desempeña un 
papel destacado. Por eso se recomienda que la designación de jefes en esas empresas sea más cuidadosa. 
Además de la comunicación con los subordinados, debe prestarse atención a la adecuación entre personalidad 
y la competencia para mantener una eficiencia laboral y unas relaciones entre jefes y subordinados favorables.
Palabras clave
Bases del poder; Guanxi percibido; Locus de control; Tácticas de influencia. 
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Introduction

The relationship network based on blood ties or family emotional connection in Chinese 
societies is a special and historical type, where family business is the best representative. 
Family business played the primary role during the economic development in Taiwan. 
According to the statistics of Ministry of Economic Affairs in 2012, more than 80% small 
and medium enterprises in Taiwan are family-operated. Moreover, the core stock right of 
more than 30 corporations in the top 50 corporations in Taiwan is controlled by the family 
members (China Credit Information Service 2010). Apparently, family business play a 
critical role in the economy in Taiwan.

Family business show a special corporate governance model (Miller and Le Breton-
Miller 2006), as the family members do not simply involve in the businesses from the 
right of management and ownership, but the identity among members and the exter-
nal connection contain the unique social capitals of the family (Arregle, Hitt, Sirmon 
and Very 2007). Such social capitals are the specific networking in Chinese societies, 
guanxi. guanxi was classified into family ties, friendship, and stakeholder relationship 
in the past literatures (Hwang 1987; Zhang and Li 2003; Taormina and Gao 2010; Tsai, 
Wu and Yeh 2013). Nevertheless, not all managers were undertaken by family mem-
bers that perceived guanxi would be distinct among managers in an enterprise. More 
importantly, such guanxi is inheritable and continued. Since family business is changing 
to professional management by employing professional managers, such type of enter-
prises would appear dual-system organizations. Most high-level decision managers are 
family members or pan-family members based on family guanxi based on blood ties and 
marriage predestination, while middle-level or fist-level superiors are composed of non-
family members like acquainted friends and professional managers, where the enterprise 
system is established based on professional capabilities and technological talents.

In order to achieve the tasks, managers require sufficient power to lead the subordi-
nates and employees. Enterprises therefore would empower managers with formal and 
necessary power according to the structure in order to complete the tasks. Managers in 
enterprises would adopt certain actions to influence subordinates’ behaviors on achieving 
work objectives or completing tasks to present the leadership. Managers often utilized 
influence tactics, which request the others for following the ideas and demands, for lea-
ding the subordinates (Durbin 2001; Tsai et al. 2013). Such a method could affect supe-
riors, peers, or subordinates’ behaviors and further change the attitudes, value, belief, or 
behaviors. Managers would lead and correct the others’ behaviors with influence tactics, 
such as setting an example, order, and persuasion, to achieve the daily work and the 
permanent objectives of the organization. More importantly, managers’ influence tactics 
are the key factors in the leadership efficiency, as they could determine the success of 
Leadership and immediately respond to the team or organizational performance.

O’Reilly (1977) proposed the idea of Personality-Work Fit, indicating that people 
with different personality traits would change the job performance on certain job cha-
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racteristics. In this case, they would present distinct performance on the same working 
environment because of individual personality traits and various job competences. Tradi-
tional trait theory regards personality traits being innate, while situationists consider the 
effects of extrinsic environmental on changing personality traits. However, understanding 
organization members’ personality tendency and the interactive behaviors in the organi-
zation is the best way to find the job performance. This study aims to discuss the effects 
of managers’ power and perceived guanxi on leadership behavior in family business. Fur-
thermore, the moderating effects of locus of control on the correlations among manager’ 
power, perceived guanxi, and leadership behavior are explored.

Literature review and hypothesis

Influence Tactics

Influence refers to persuading others into believing or engaging in specific behaviors 
that leadership management functions to influence the other members in an organi-
zation. Nevertheless, such a single factor could not solve or complete the organiza-
tional tasks that managers have to apply various skills, including the applications of 
interpersonal and political relationship, to reaching the purpose. The behaviors or 
movements of managers influencing the others are called Influence Tactics, indicating 
how power owners transform power into specific movements to acquire the desired 
objects (Kipnis et al. 1980; Hinkin and Schriesheim 1989). Yukl and Falbe (1990) 
regarded influence as the key factor in linking power and the desired objective, i.e. the 
bridge to transform power into specific movements. Besides, the practice of influence 
tactics in an organization would be different according to the influence intention and 
the practice objectives; and the influence target could be classified into upward, late-
ral, and downward.

In such a special enterprise style, the subordinates’ work and living are deeply 
influenced by the supervisor in family business that distinct work efficiency and beha-
viors are presented. In comparison with horizontal colleague relationship, the vertical 
relationship between supervisor and subordinates is more important. In general, one or 
more influence tactics would be used, according to the objects. Kipnis et al. (1980) and 
Schriesheim and Hinkin (1990) divided influence tactics into 1.Ingratiation: showing 
friendliness before requests, 2.Exchange: exchanging the desired benefits, 3.Rationa-
lity: proposing logical and rational opinions based on facts, 4.Assertiveness: applying 
direct and tough styles, like ordering others to follow the rules, 5.Upward Appeals: 
looking for the assistance of superior managers, and 6.Coalition: searching for support 
from other staff in the organization. Yukl et al. (1990) discovered that supervisor often 
influenced the subordinates with rationality, while pressure and coalition appeared the 
least efficiency.
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Power 

French and Raven (1959) considered power as the ability of a party influencing and 
changing the decisions of the other party. In terms of resource-based view, power could 
be regarded as personal unique resources, as a person could control the others when 
he/she could control and dominate the others’ resources. For this reason, the one with 
power normally would undertake the key position in an organization that the power in 
an enterprise is generally top-down relationship. Power is based on the acquisition of 
resources that people with power are specific ones, as the power could further control 
and influence the others’ lives, behaviors, and attitudes. Finkelstein (1992) mentioned 
that the application of power played the critical role in making strategic decisions, as 
some managers would share the power and responsibilities with the members through 
empowerment (Conger and Kanungo 1987; Holpp 1994) so as to show the commitment 
and trust to the subordinates.

Power is personal abilities given by the organization, which could change, dominate, 
or order the others’ behaviors. French and Raven (1959) described managers’ leadership 
behavior based on the power of 1.Legitimate: the individual formal power given by the 
organization because of the position, 2.Reward: the power distributing valuable rewards 
to the others, 3.Coercive: the power giving the others with undesired affairs or punish-
ment, 4.Expert: the acquired power from special skills or knowledge, and 5.Referent: the 
power resulted from the unique personality, which the subordinates were willing to obey. 
Rosenberg and Pearlin (1962) found that the applications of power would change with 
managers’ positions and tenure; more experienced organization members and managers 
preferred applying legitimate and referent to the interpersonal relationship. Researchers 
further considered that expert and referent were the exclusive power from personal traits, 
while legitimate, reward, and position were the formal power given by the organization. 
The five types of power therefore were divided into position power and personal power 
(Robbins 2001; Yukl 2002).

Brass and Burkhardt (1993) proposed the obvious correlations between organi-
zational structure, influence behaviors and power that the applications of power were 
the correspondent relationship to individual positions and behaviors. In Yukl’s (2002) 
power and influence model, leaders would select influence tactics according to the 
objects, and the owned power would reinforce the influence intention. For this reason, 
power and influence behavior in leadership strategies reveal significant correlations, 
i.e. managers’ perceive power would affect leadership behavior. As each manger 
appears various abilities and positions, the required power is distinct that the lea-
dership and management styles would be different. An enterprise therefore would 
give proper power according to the requirements. For instance, managers with higher 
position power would treat the subordinates more toughly. In this case, H1a: Posi-
tion power shows positive relations with assertiveness and upward appeals and H1b: 
Personal power reveals positive relations with ingratiation, exchange, rationality, and 
coalition is proposed.
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Perceived Guanxi

The connection among people is called guanxi in China, which is a special emotional 
culture in Chinese societies. Guanxi, a specific style in Chinese societies, is similar to 
the interpersonal relationship in social network. In the past two thousand years, the value 
of collectivism and order was repeated in Chinese culture and reflected on the social 
and commercial activities of Chinese people. Confucianism provided individuals the role 
orientation in the society and the behavioral rules to get along with others. Such a basic 
principle is called guanxi or interpersonal relationship (Hwang 1987), which becomes 
the value of interpersonal relationship in Chinese societies. Yang (1994) broadly stu-
died guanxi and defined it as the correlations among objects, forces, or persons; guanxi 
was not simply applied to marital relationship, kinship, and friendship, but focused on 
the correlations among people that it was regarded as a type of social connection; the 
relationship among the two revealed that guanxi was mainly established on common 
benefits and profits. Guanxi provides Chinese people with living and economic or political 
convenience (Gold, Guthries and Wank, 2002; Tsai, Yeh and Wu 2011).

Living in Chinese societies with such a complicated relationship network, it is often 
used for measuring the value of a person (Yang 2000). Lee and Dawes (2005) studied 
the enterprises marketing in China who proposed the applications of such chaxugeju 
to establishing guanxi, trust, and orientation and indicated that guanxi in China mostly 
indicated to connect with a network through a channel. The importance of guanxi would 
change with personal emphases. Jacobs (1979) pointed out the major connection of 
guanxi including blood ties (marital relationship, direct or collateral relatives), geo-rela-
tion, classmates, colleagues, friendship, sworn relationship, and even teacher-student 
relationship. Such guanxi was not necessary directly connected that the establishment 
was not certainly based on real relationship, but presenting closer relationship through 
reciprocals, to achieve the advantageous objects. Renqing and mianzi, as the key fac-
tors in guanxi (Lee, Pae and Wong 2001; Lee and Drawes 2005; Zhuang, Xi and Tsang 
2010), could connect people without kinship or the ones from different social levels 
through social interaction, and the affection would be enhanced when the social interac-
tion is continued. For this reason, establishing close relationship with others by assisting 
them could maintain the close relationship, where reliability and trust are the key factors.

Guanxi in Chinese societies does not simply result in living convenience, but also 
economic or political convenience (Gold et al. 2002). In family business, managers con-
trolling the key positions or decision-making power are mainly the family trusted followers, 
including the ones with blood ties, marital relationship, and friendship, that they often 
bear the family burden when leading the subordinates. In this case, guanxi in such type 
of enterprises stresses on reciprocals and assistance. Lee et al. (2001) also emphasized 
guanxi as a special transactional relationship among partners, who acquired benefits 
by exchanging the preference. As a result, when managers consider the importance of 
guanxi in the enterprises, he/she is likely to present Friendliness and Coalition, rather 
than tough strategies on Leadership. H2: Perceived guanxi shows positive relations with 
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ingratiation, exchange, rationality, upward appeals, and coalition, but negative relations 
with assertiveness and upward appeals therefore is proposed.

Locus of Control

According to David and Stanely’s (1989) opinions about personality traits, personality, 
composed of personal characteristics, was the best way to judge the commonality and 
differences between individuals and others and the sustainable and stable character 
and tendency. Robbins (2001) considered that personality was shaped by the interac-
tion between nature and environments and learning and affected by situations. Traits 
were the permanently performed behavioral characteristics. When such characteristics 
continuously occurred in different situations, they were regarded as personality traits. 
Consequently, personality traits were the summarized characteristics of an individual 
reacting and responding to people, affairs, and objects in external environments under 
the interaction between nature and environments or situations. Locus of Control was 
proposed in social-learning theory by Rotter (1954), who regarded internal locus of con-
trol personality as the occurred events an individual considered, which were caused by 
personal behaviors, attributes, and abilities, that they could be controlled and predicted 
by the person. Internal locus of control personality were the behavioral results an indivi-
dual believed, which were resulted from personal abilities or attributes, that they could be 
predicted or controlled by the person. External locus of control personality, on the other 
hand, regarded the occurred events caused by nature and external factors that perso-
nal efforts would be useless (Rotter 1966; Brissett and Nowicki 1976; Martin, Thomas, 
Charles, Epitropaki and Mcnamara 2005). Locus of control would affect work attitudes. 
Internal locus of control people showed higher job engagement than external locus of 
control ones did that the job satisfaction was higher (Spector 1982; Pierce and Dunham 
1987; Judge and Bono 2001; Meyer, Stanley, Herscovitch and Topolnytsky 2002; Boone 
and Hendriks 2009; Bernardi 2011).

Comparing the differences between internal locus of control and external locus of 
control, Spector (1982) discovered that external locus of control people were more 
obedient than internal locus of control ones that they could easily accept everything 
offered by the organization. Internal locus of control people believed that hard working 
could result in success, while failure was personal responsibility; external locus of con-
trol ones, on the other hand, did not believe in the relations between success/failure 
and personal abilities or efforts. Robbins (2001) indicated that internal locus of control 
people were suitable for complex tasks, such as managerial and professional jobs, 
which required the abilities to deal with complicated information and highly learning 
abilities. Furthermore, internal locus of control people were competent of creative and 
independently operating tasks, while external locus of control ones were more suitable 
for listening to orders and engaging in routine work or highly regulated and standardi-
zed tasks (Ng and Feldman 2011). Accordingly, it is considered that managers’ locus 
of control would affect leadership behavior and decision-making that H3: Managers’ 
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locus of control appears moderating effects on power and leadership behavior is fur-
ther proposed.

Internal locus of control and external locus of control managers present distinct per-
ception on the working atmosphere that different behaviors are revealed (Furnham and 
Drakeley 1993). For example, internal locus of control managers are mostly positive 
and active, while external locus of control ones mainly follow the rules. Besides, internal 
locus of control people appear higher job satisfaction and lower turnover intention, show 
more autonomic and self-control ideas, and present longer job planning than external 
locus of control ones do that they are comparatively friendlier when leading the subordi-
nates (Haybatollahi and Gyekye 2012). Chinese guanxi focuses on renqing and mianzi 
(Zhuang et al. 2010) but the workers would reveal distinct perception because of various 
personality traits. H4: Managers’ locus of control shows moderating effects on perceived 
guanxi and leadership behavior is therefore taken into account.

Managers’ power 
H1

H3

H4

H2

Managers’ 
Perceived Guanxi 

Managers
Locus of Control

Managers
Influence Tactics

Figure 1.
Model of managers’ power and leadership behavior in family business

Research design

Research participant

Managers in family business in Taiwan are selected as the research participants. The 
definition of family business is divided from the aspects of stock right and management 
right that merely the enterprises satisfying such two conditions are selected (Tsai et al. 
2013). Enterprises with more than 50% stock right being owned by the family members 
are included in family business and enterprises with more than two high-level managers 
with decision-making and leadership being family members is covered in family business.
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The participants are selected in two stages. They are first requested for the intention 
of interviews through phone calls or emails and then visited for the questionnaire survey. 
Total 147 family business are each surveyed 2-5 copies of questionnaires, and total 332 
valid copies are retrieved. In the samples, 214 of them (or 65 per cent) are males and 
118 (or 35 per cent) are females with a mean age of 33.8 years. The mean seniority is 
11.3 years. In terms of job position, the samples include high-level managers (80 or 24 
per cent), middle-level manager (147 or 44 per cent) and first-level manager (105 or 32 
per cent); and, a total of 61 per cent of the samples is manufacturers and non-operation 
units (57 per cent). 

Measurement of variable

(1) Power 

Bases of social power questionnaire, proposed by Hinkin and Schriesheim (1989), is 
revised and utilized for measuring managers’ Power. Total 20 questions are measured 
with the 5-point scale. Based on Yukl (2002), the five types of power are classified into 
position power and personal power, and the Cronbach’s α appears 0.94.

(2) Perceived Guanxi

According to Xin and Pearce’s (1996) suggested of guanxi, 6 questions focus on mana-
gers’ perceived guanxi at the workplace. The 5-point scale is also used for the measure-
ment, and the Cronbach’s α reveals 0.97.

(3) Influence Tactics

The classification proposed by Kipnis et al. (1980) is utilized for measuring leadership. 
Total 18 questions are measured with the 5-point scale, and the Cronbach’s α show 0.87.

(4) Locus of Control

Locus of control scale, proposed by Spector (1988), is applied to measuring managers’ 
Personality Traits. Total 16 questions are measured with the 5-point scale, and the 
Cronbach’s α appears 0.89.

(5) Control variable

Referring to the past research on family business, managers’ gender, seniority, compe-
tence, position, and industry could moderate the research results that they are regarded 
as the control variables (Kellermanns and Eddleston 2004; Chung 2012), which are fur-
ther substituted by virtual variables. Regarding the seniority, a decade is considered as 
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the boundary that the ones not working for ten years is marked 0, while the ones working 
for more than ten years are marked 1. Operation units are considered for the competence 
that non-operation units, including finance and accounting, personnel and general affairs, 
information are marked 0, and operation units, containing production and development 
and marketing businesses, are marked 1. Middle-level managers are regarded as the 
baseline of the position that first-level managers are marked 0, and middle-level mana-
gers and above are marked 1 (Tsai et al. 2013).

Empirical analysis

Podsakoff, MacKenzie, Lee and Podsakoff (2003) considered that common method 
variance (CMV) might confuse the research results. According to the suggestion, 
Harmen’s single-factor analysis was then utilized for testing CMV, and 14 factors were 
discovered, in which the cumulative variance explained of the first factor appeared 
14.73%, not the majority of explanation, that there was no CMV problem in the question-
naires in this study.

With the concepts of hierarchical regression, gender, seniority, position, industry, 
and competence were regarded as the control variables, power the independent varia-
ble, and influence tactics the dependent variable for multiple regression analysis, table 
1. With control variables, position power presented significantly positive relations with 
rationality (β= .294, P< .01), assertiveness (β= .512, P< .001), and Upward Appeals (β= 
.129, P< .05), but remarkably negative relations with ingratiation (β= -.124, P< .05) and 
exchange (β= -.103, P< .05). Moreover, personal power showed notably positive rela-
tions with ingratiation (β= .436, P< .001), exchange (β= .309, P< .001), rationality (β= 
.477, P< .001), upward appeals (β= .437, P< .001), and coalition (β= .391, P< .001) that 
H1 was supported.

In regard to the examination of the hypotheses for power and perceived guanxi, 
perceived guanxi appeared significantly positive relations with ingratiation (β= .397, 
P< .001), exchange (β= .346, P< .001), rationality (β= .45, P< .001), and coalition (β= 
.462, P< .001), but notably negative relations with assertiveness (β= -.319, P< .001) and 
upward appeals (β= -.453, P< .05), table 2. H2 therefore was supported.

H3 and H4 were verified according to the suggestion of Baron and Kenny (1986). 
With the effects of managers’ Locus of control, Table 3, power revealed partial relations 
with influence tactics (ingratiation, exchange, upward appeals, and coalition) that H3 
was supported. It was worth mentioning that, in spite of power, external locus of con-
trol managers tended to apply upward appeals to the subordinates. With the effects of 
managers’ locus of control, perceived guanxi achieved partial relations with influence 
tactics (rationality and assertiveness) that H4 was supported. From table 4, internal locus 
of control managers with higher perceived guanxi would not apply assertiveness to the 
subordinates.

RIS, VOL.72. EXTRA 2, 87-104, noviembre 2014. ISSN: 0034-9712. doi: 10.3989/ris.2013.08.11



96 • TUNG-JU WU, HSIEN-TANG TSAI and SHANG-PAO YEH

Conclusion and suggestion

Family business is the common style in Chinese societies and plays an important role 
in economic development. As the key roles in the enterprises are undertaken by the 
relatives or friends, the governance of family and enterprises, the division of power, and 
the distribution of organizational duties become critical. This study aims to discuss the 
correlations between managers’ personality and power, perceived guanxi, and influence 
tactics in family business. Total 332 valid samples are retrieved for hierarchical regres-
sion analysis. The results show that managers with distinct power and perceived guanxi 
would appear different leadership in family business, and managers with various traits 
would moderate the correlations between them. The research results are expected to 
provide some suggestions for family business assigning managers in the future.

From the analyses of managers’ power, perceived guanxi, and leadership, it is found 
that managers with more position power are likely to apply assertiveness and upward 
appeals, rather than ingratiation and exchange, to the subordinates. With the formal 
power from the enterprises, managers would directly and toughly order the subordinates 
to complete the tasks, rather than treating with peaceful attitudes. Contrarily, managers 
with more personal power would use friendly attitudes for influencing the subordinates. 
As personal power is resulted from personal traits or specialties, managers are likely to 
lead the subordinates with the specialties that they would influence the subordinates with 
moral persuasion or friendly attitudes, or assist the subordinates in completing the tasks. 
It is also found that managers with higher perceived guanxi would not lead the subordi-
nates with assertiveness or upward appeals, as they understand the focus of enterprises 
being relationship behavior that they would treat the subordinates with more friendly 
ways so as to smoothly complete the tasks.

Managers’ locus of control also reveals moderating effects on power, perceived 
guanxi, and leadership. External locus of control manager presents more personal power, 
which shows stronger negative correlations with exchange, upward appeals, or coalition. 
However, internal locus of control managers with either position power or personal power 
would appear positive correlations with ingratiation. The past research on locus of control 
showed that external locus of control people regarded themselves not being able to con-
trol the situations so that the personal behaviors were often affected by luck or assisted 
by others, and not applying constructive actions to dilemmas. In comparison with position 
power, managers with more personal power would not easily apply coalition or exchange 
to leading the subordinates completing the tasks, as they agree with “doing the best” 
and “not insisting” and accept the results. For internal locus of control managers, on 
the other hand, they could change the situations and believe in achieving the expected 
results through efforts. For this reason, managers with any types of power believe that 
they could influence the real environmental or social situations with active behaviors. As 
the research findings, internal locus of control managers would treat the subordinates 
with ingratiation and expect the fluent work by interacting with the subordinates. Besides, 
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when internal locus of control managers perceive the importance of guanxi, which stres-
ses on renqing and mianzi, in the enterprises, they would tend to lead the subordinates 
with rationality, expecting to develop and complete tasks with the subordinates so as not 
to lose the specialties but win mianzi.

Family business is a closed system that the managers play the critical role in the busi-
ness management. Moreover, guanxi behavior is particularly obvious in family business 
that managers’ perceived guanxi and locus of control are considered as the key factors 
in leadership behavior. This study concludes that the assignation of managers’ positions 
in such type of enterprises is extremely important; in addition to communicating with the 
subordinates, the fitness of personality and competence should also be concerned. On 
one hand, it could easily achieve the organizational objects and enhance the job perfor-
mance; and on the other hand, it could maintain favorable guanxi between superiors and 
the subordinates to fluently operate the organization. The follow-up research is suggested 
to further discuss the effects of various managers’ personality traits on subordinates’ job 
performance, job engagement, or turnover tendency. Besides, the superior-subordinate 
relationship could be included as the moderator to make up the insufficiency in this study.

Table 1.
Manager’s power shows positive relations towards subordinates on leadership 

behavior in family business

Dependent variables

Ingratiation Exchange Rationality Assertiveness
Upward 
appeal Coalition

M1 M2 M1 M2 M1 M2 M1 M2 M1 M2 M1 M2

Gender .008 .044 .001 .04 .031 .076 -.085 -.02 -.063 -.01 -.007 .021
Seniority -.175* -.117** -.167* -.114 -.152* -.072 -.067 -.004 -.079 -.01 -.128 -.074
Job Function -.001 -.033 .013 .001 .156* .096* .07 .11 .013 .003 .065 .018
Industry -.016 -.027 .128* .128* .123* .099* -.022 .009 .113* .116* .116* .096
Job level .016 .044 -.069 -.003 -.051 -.047 -.235*** -.033 .013 085 .059 .046

Position power -.124* -.103* .294** .512*** .129* .031
Personal power .436*** .309*** .477*** .088 .437*** .391***

F values 2.209 18.141 3.329 14.138 2.482 57.419 3.946 22.161 1.176 21.744 1.727 18.721
R2 .018 .266 .034 .217 .022 .544 .043 .309 .003 .305 .011 .273
ΔR2 .249 .183 .517 .266 .302 .262

Note. N=332; * p<.05; ** p<.01; *** p<.001
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Table 2.
Manager’s perceived guanxi shows positive relations towards subordinates on 

leadership behavior in family business

Dependent variables

Ingratiation Exchange Rationality Assertiveness
Upward 
appeal Coalition

M1 M2 M1 M2 M1 M2 M1 M2 M1 M2 M1 M2

Gender .008 -.013 .001 -.017 .031 .008 -.085 -.096 -.063 -.086 -.007 -.031
Seniority -.175* -.112 -.167* -.112 -.152* -.08 -.067 -.032 -.079 -.007 -.128 -.055
Job Function -.001 -.013 .013 .003 .156* .143* .07 .064 .013 .001 .065 .052
Industry -.016 -.08 .128* .073 .123* .051* -.022 -.057 .113* .04 .116* .041
Job level .016 .097 -.069 -.051 -.051 -.027 -.235*** -.223*** .013 011 .059 .083

Perceived 
Guanxi .397*** .346*** .45*** -.319*** -.453*** .462***

F values 2.209 11.96 3.329 10.368 2.482 15.849 3.946 6.155 1.176 14.454 1.727 15.858
R2 .018 .166 .034 .145 .022 .212 .043 .118 .003 .196 .011 .212
ΔR2 .148 .112 .190 .075 .193 .201

Note. N=332; * p<.05; ** p<.01; *** p<.001
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