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ABSTRACT

Due to the change of society, the development ofintdogy, the cross straight interaction and the
internationalization of Taiwan over past decadeslige officers faced more severe criminal condiiomhen they
executed their duties. From 2002 to 2006, 103 patifficers died and 2,791 police officers were waadchon duty, and
37 were committed suicide, according to the Natidalice Agency of the Ministry of Interior in TaiwaThis study
concludes that paternalistic leadership, job streasd organizational commitment are significanthflienced on
organizational performance. Some suggestions ferstudy are (a) high-rank officers need to buildiategrity and
responsive attitude rather than authority to leatbardinates, (b) high-rank officers should createemvironment for
subordinates to fulfill their own ideal and ambiti@nd make them feel proud, and (c) the police aittbs should
understand the impacts of job stress on the polktem
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INTRODUCTION

Studies in the past years showed that the publisiders that the public security is the most imaatrissue of the
governmental policies. Therefore, how to maint&i@ public security is the one of important governtakpolicies at
present. In addition, due to the change of socitty, development of technology, the interactionssretrait, and
internationalization of Taiwan in past decades,igeolofficers faced more severe criminal conditiomsen they
executed their duty. Police officers are spechal servicemen who carry own weapons to executi thelic authority.
Moreover, police is the internal force to maint#tire national security and social stability of aiomt The National
Police Agency of the Ministry of Interior reportéduhat 103 police officers died and 2,791 policeasffs were wounded
on duty, and 37 were committed suicide from 20020066 (TCPB, 2006). The reasons lie in the job attaristics of
police work. The low-rank police officers have t@nk without schedule and quantity limitation. THegve to work
with highly dangerous in time and have to take thogashift from time to time (Lin, 2003). When & compared with
other occupations, police officers have to workemldrger stress, and few people really understagid pressures.
Therefore, it is the purposes of the study to ustded (a) whether job stress reduction can imprganizational
performance, (b) whether paternalistic leadershgm gromote organizational performance, and (c) kdret
organizational commitment can increase organizatiparformance.

LITERATURE REVIEW

Paternalistic Leadership

Some researches on Chinese organizational leadenghés identified that paternalistic leadershipaisinique
leadership style in Chinese organizations. Patstialeadership refers that leaders grant favees,a moral example,
and build authority to followers, and it is origted from Confucian’s mutual favor, rule by man, ahcke roles, and it
is also contains authoritarian leadership, benewaeleadership, and moral leadership (Wang, 20P&)ernalistic
leadership refers a patriarchal leader who owneveepful authority, and he or she needs to take aaccunderstand
subordinates and leads them by moral (Chao & K&®5p Paternalistic leadership integrated the cotscef
Confucianism, Legalism, and Family into leadershippe discussion of paternalistic leadership beg&h Bilin's
doctoral dissertation in 1960. When Dr. Silin sadlthe large-scale business enterprises in Taiwémei end of 1960s,
he found that the leadership is very different @mparison with western leadership style, especiallyhe moral
standard and authority strength (Hsu, 2007).

According the study of Cheng, Chou, Huang, Farll Bang (2003), benevolent leadership containedviamisa
such as individual care and understanding and faworal leadership consisted of behaviors suchneesyiity and
fulfilling one’s obligations, never taking advanea@f others and selfness paragon, and authoritdeadership
comprised behaviors such as powerfully subduinthaity and control, intention hiding, rigorousneasd doctrine.
Benevolent leaders will take care, understand, rfawmd support subordinates. Therefore, the orgénizal
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performance and commitment of subordinates wilpb@moted. Moral leaders express high integrityf-seltivation,
devotion to job, and professional ability to suboates. Therefore, the organizational identificaténd efficiency can
be raised. Authoritarian leaders use power to selsdbordinates which may cause negatively emoti@msglonses and
reduce organizational commitment. On the other handhoritarian leaders can express their abilityréquest
subordinates to comply with orders and generaigleh performance (Kuo & Chen, 2006).

Tang and Sung (2004) also pinpointed that leaderghirelated with organizational culture on theindy of
paternalistic leadership, team value and team commenit. Moreover, Chao and Kao (2005) indicated lgwdership is
highly related with job stress in their study oé ttelationship of paternalistic leadership and eygés’ job stress, and
Lin (2006) also found that leadership has certairredation with performance in the study of relasbips among
paternalistic leadership, subordinates’ responsdgarformance.

Job Stress

Selye proposed the term, job stress far way bad@&6. He mentioned that stress is a nonspecifysiplogical
response to satisfy physical requirement, and stoesn be defined a nonspecific physiological respoto any
requirement (Selye, 1956). McGrath (1970) iderdifibat stress is a condition when requirement @spanse are
imbalance, and a worse consequence can be raiiegl iéquirement can not be satisfied. Kroes, Matgmd Hurrel
(1974) considered that job stress is irregular quness or burdens from job itself, and it can caasgerely
psychological and physiological influence on woskerhat is, any cause of the state of mind affiicttoughness, and
unpleasant feeling from job is job stress. Jam@90Q) considered that job stress is responses atléipta an individual
when threats emerge from working environment. Gueam & Baron (1997) regarded stress is an indiviénaotional
and cognitive response, and physiological inteoactd the external pressure sources.

Police work contains tracking criminals and mainitag social orders. Compared with other occupatiguadice
work is a highly pressure occupation. Stearns (19®hted out that occupational stressors of tHegaerives from
the public negative attitude, danger and fear demimal risk, tragedy involvement, criminal and igidl system,
frustration, role conflict, role ambiguity, poli@rganization itself, internal investigation, boriagd lack of physical
fitness, shift rotation, and job transfer. Yang 93P constructed occupational stressors of the @oiito four
dimensions: (a) internal pressures including supiEm, promotion, evaluation, on-duty equipmentd amorking
environment, (b) external pressures including thiglip attitude, lobby to do favors, police imagegal regulations, (c)
job itself including job characteristics, work lqaiime load, and job rotation, and (d) individuaktors including
personal life, safe, family life, and role confli®Wang (2004) also proposed that police occupattistnessors into four
dimensions: internal organization, external orgatim, job itself, individual factors, and defingib stress as a status
which is an interaction of work relative situatidhat promote individuals’ response to adjust. [@0(7) found that job
stress has a significant relation with work perfanme, and Chiou ( 2007) conclude that job stresegsitively related
to organizational performance. Therefore, job st be considered as a psychological and phg#taloresponse to
job stressors, and it will be negatively relatethvarganizational performance.

Organizational Commitment

Most organizational commitment studies were eitdmecedent or the consequent studies. The condesfueres
were specific on the behaviors of performance, dunabsence, and turnover, and the findings anestl the same.
However, the antecedent studies were still no cetepihodel to compose all variables because of moymariables
and complex relationships (Pu, Huang, & Kuo, 199@)addition, the definition of organizational cortiment can be
different depending on researchers and constructiod validation of models. Buchanan (1974) consider
organizational commitment as a partisan, affectittachment, ones’ role to the goals and valuesnofrganization.
That is, identification, involvement, and loyaltyn ithe organization. Levine (2003) found that orgational
commitment can either foster hatred or strengthemfidence depending on individual psychologicalogggtion.
Organizational commitment can also promote comipetddvantages of one’s professional. Mowday, Pame Steers
(1982) divided organizational commitment into thfaetors: (a) the belief of organizational goal aadlie acceptance
(i.e., value commitment), (b) the willingness tague organizational benefit (effort commitment)d §0) the intensive
desire of organizational position maintenance ,(iretention commitment). Chou (2004) found orgatiizel
commitment is significantly related to organizatibperformance. Cheng and Wu (2006) pinpointed dihgdnizational
commitment is positive related to organizationaf@enance.

Organizational Performance

A good performance is always an important goal doy enterprise. In broad definition, performanca b&
defined as an increase of efficiency, efficacy, amtking quality in an organization. Lin (2005) mddied that
organizational performance has three charactesistja) measurement and definition depend on simat{b)
measurement can be multi-dimensions, and (c) meamnt can be either qualitative or quantitativelaByi and
Wallar (1980) also pinpointed that performance isoal to evaluate whether an organization utilifissresource
effectively and efficiently. In addition, performaa can reflect means which an organization adoptachieve
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organizational goals, and can be a direction ipihgl organizations to appropriate resources infiuhge (Lin, 2005).
In the organizational behavior, performance carndeatified by three aspects: efficacy, efficieneffectiveness, and
organizational performance is the core of orgaiopal theories. That is, all conceptualization afanizational

properties are related to the essence of orgaoimdtiperformance, and it is the final goal of tlianality of

organizational design (Lu, 2005). Organizationafqgrenance is a measurement to the degree of thenaational goal
achievement. No matter it is leader’s behavioraaigational design, organizational culture, procmsslification or

employees’ motivation, its final purpose is to ilpe organizational performance (Shih, 2005).

RESEARCH METHODOLOGY
Research Framework

Based on the literature reviews on above, the resdeamework is proposed as shown in Figure 1.

Organizational Commitment Organizational Performance
Value Commitment Convenience & Efficiency
Effort Commitment Job Satisfaction
Retention Commitment Image & Ability
A

Paternalistic Leadership Job Stress

Authoritarian Leadership Internal Factors

Benevolent Leadership .| External Factors

Moral Leadership "1 Job ltself

Individual and Family

Figure 1. Research Framework
Research Hypotheses

The hypotheses of the study are as follows:
H,: Paternalistic leadership is negatively relatepbtostress.
H,: Paternalistic leadership is positively relateatganizational performance.
Ha: Job stress is negatively related to organizatipagormance.
H,: Organizational commitment is positively relatecorganizational performance.
Hs. Job stress will mediate paternalistic leadershih @ganizational performance.

Research instruments and Sampling

The purpose of the study is to examine the relatignamong paternalistic leadership, job stressargeational
commitment, and organizational performance for qastien in Taiwan. Five-point Likert-type scale wased to
measure questionnaires from 1-very disagree torp-agree. The study modified paternalistic leadprsitales of
Hsien (2004) to measure benevolent leadership,odtdahian leadership, and moral leadership, jolessirscales of
Wang (2004) to measure organizational internal quess, organizational external pressures, jobf,itagld family
factors, organizational commitment scales of Ta&008) to measure value commitment, effort commitmend
retention commitment, and organizational perforoeascales of Wu (2003) to measure people’s conmeaiand
efficiency, job satisfaction, and image and ahilitiie research adopted convenience sampling. 58§tiqunaires were
dispatched to the front line police officers inffam area in the southern Taiwan. 413 questionnaiees collected in
total. Excluding 17 invalid questionnaires, theeeffve response rate was 79%.

The study applied Cronbachigo assess the reliability of four constructs amrtdimensions including paternalistic
leadership, job stress organizational commitmemd, arganizational performance, and the resultsoaf tonstructs
were 0.59, 0.71, 0.88, and 0.88 respectively. Tdtation sums of squared loadings of survey itempatérnalistic
leadership, job stress, organizational, and orgdioizal performance were all greater than 63% (SdéeTL).
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Table 1. Factor Analysis and Cronbach’sx Value

Component Survey ltems Rotation Sums of Squared Cronbach’sy
Loadings (Cumulative, %
Paternalistic Leadership (PL) 12 0.5925
PL-Authoritarian Leadership 3 63.182 0.7063
PL- Benevolent Leadership 4 76.754 0.8988
PL-Moral Leadership 3 73.304 0.9074
Job Stress (JS) 12 0.7052
JS-External Pressures 3 70.163 0.8196
JS-Internal Pressures 3 67.848 0.7781
JS-Job ltself 3 65.887 0.7608
JS-Individual and Family 3 78.856 0.7867
Organizational Commitment (OC) 10 0.8751
OC-Value commitment 4 73.496 0.8784
OC-Effort commitment 3 79.080 0.8674
OC-Retention commitment 3 78.156 0.8557
Organizational Performance (OP) 11 0.8839
OP- Convenience and Efficiency 3 64.587 0.7399
OP- Job Satisfaction 5 80.865 0.8646
OP-Image and Ability 3 63.032 0.8014

DATA ANALYSIS AND RESULT

Correlation Analysis

As shown in Table 2, authoritarian leadership isitpe correlated with image and ability (r=.1440dais
negatively correlated with job satisfaction (r £1-7) and convenience and efficiency (r=-.131). Betent leadership
is positively correlated with all three organizatid performance factors image and ability, job sfatition, and
convenience and efficiency (r=.178, r=.393, r=.35B8)Joral leadership shows insignificantly correlatedth
organizational performance factors. This could mézet integrity or moral of leaders has no relagiup with
subordinates’ performance.

External pressures have no relation with orgaronali performance. It can refer that job stressbthe police are
from internal sources rather than from externalrsest The internal pressures are negatively cdectlavith job
satisfaction (r=-109) and convenience and effigiefre-.111). Job itself is negatively correlatedhwjob satisfaction
(r=-.166) and convenience and efficiency (r=-.136flividual and family factors are negatively cdated with job
satisfaction (r=-155) and convenience and efficjeific=-.186). Image and ability show no correlatiaith all
organizational performance factors. It could refet the public image and ability has nothing tovdth the police
performance.

Value commitment is positively correlated with ineagnd ability (r=.487), job satisfaction (r=.48@nd
convenience and efficiency (r=.419). It can refeattthe higher value commitment, the higher theawizational
performance. Effort commitment is positively coateld with image and ability (r=.269) and job satision (r=.141),
and has no correlation with convenience and efficye This could refer that effort commitment in theganization
from policemen may not increase service efficiet@yhe public. Retention commitment is positivetyrrelated with
image and ability (r=.492), job satisfaction (r=4%0and convenience and efficiency (r=.462). It a#er that police
officers’ retention commitment can improve orgatimaal performance.

Individual and family factors are insignificantlpreelated with paternalistic leadership (authordarleadership,
benevolent leadership and moral leadership). It mefer that paternalistic leadership has no rebatip with
individual and family pressure factors. Howeveg ttigher authoritarian leadership is, the high sdinates’ stress is
as the results showed that authoritarian leadeistppsitively correlated with job itself (r=.33@hd internal pressures
(r=.788). Benevolent leadership is positively ctated with external pressures (r=.148) and is riegigt correlated
with internal pressures (r=-.333). Moral leaderskhipnegatively correlated with job itself (r=-.232hd internal
pressures (r=-.685).

Table 2. Correlation Analysis

13 12 11 10 9 8 7 6 5 4 3 2 1
Authoritarian Leadership 144x - 117+ - 131 .025 .204* 024 .081 337+ .788** .055 S T774% -384% 1
Benevolent Leadership .178* .393* .355% . 239** .059 .340**  .054 -.062 -.333* .148*  .316** 1
Moral Leadership -.059 .097 .094 -.002 -.207 -.005 -.007 -.232**  -.685** .022 1
External Pressures .074 .039 .020 .052 .070 .045 633 417 .020 1
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Internal Pressures .042 -.109% -.111** -0.45 .150*  -.032 .089 242 1
Job ltself -.021 -.166** -.156** -.059 .181*  -.056 491 1

Individual and Family Factors -.055 -.155*  -186*  .-.159* .067 -.079 1

Value Commitment AT AT 419** B72% 377 1

Effort Commitment 269*  141% .070 .300** 1

Retention Commitment 492%  504** 462 1

Convenience and Efficiency A45*  686** 1
Job Satisfaction ATT* 1
Image and Ability 1

*P<0.05, *P<0.01, **P<0.001

Regression Analysis

The results of regression analysis are shown iteTapaternalistic leadershi£-0.200> p<0.001) is significantly
and negatively related to job stress. Thereforgydityesis one (B is supported. Paternalistic leaderstp@.191-
p<0.001) is positively and significantly related ¢oganizational performance. Therefore, hypothésis (H,) is
supported. Job stre§3+0.140 p<0.01)is negatively and significantly related tgamizational performance. Therefore,
hypothesis three ()l is supported. Organizational commitmeft@.577> p<0.001) is positively and significantly
related to organizational performance. Therefoyppthesis four (I is supported.

Table 3. Regression Analysis of Paternalistic Leadghip, Job stress, Organizational Commitment and
Organizational Performance

B R t F Sig.
Paternalistic leadership to organizational perforcea 0.191** [ 0.034 3.860 14.900 0.000
Job stress to organizational performance -0.14p* 01D.| -2.802 7.849 0.00%
Paternalistic leadership to job stress -0.20071**0.037 -4.031 16.252 0.000
Organizational commitment to organizational perfance 0.577** | 0.331 14.028 | 196.782 0.000

*P<0.05> *P<0.01- **P<0.001

Mediating Test

Baron & Kenny (1986) argued that three conditionsimold to establish mediation: first, the indegesnt variable
must be shown to affect the dependent variabl&énfitst equation; second, the independent variahiset affect the
mediator in the second equation; and third, theiated must affect the dependent variable in thedtleiquation. If
these conditions all hold in the predicted diragtithen the effect of the independent variablehendependent variable
must be less in third equation than in the secBedfect mediation holds if the independent varidtae no effect when
the mediator is controlled.

Therefore, to test Hypothesis five jHa regression analysis needs to examine whetiestfess has mediation
effect between paternalistic leadership and orgdioizal performance. First, the study let orgamiret! performance
as dependent variable, and paternalistic leadesmipjob stress are independent variables. Thdtseshowed that
paternalistic leadershipp£0.191> p<0.001) and job stres$$<£-0.140- p<0.01) are both significantly related to
organizational performance. Second, the studydbt gtress as dependent variable, and paternalstership is
independent variable. The result indicated thagnpatistic leadershif€-0.200 p<0.001) is significantly related to job
stress. Third, job stress added to paternalisiddeship and regressed with organizational perfocmaThe results
indicated thap value of paternalistic leadership is reduced f@d091 to 0.171, and both paternalistic leadershipp a
job stress are significantly related to organizaioperformance. Therefore, Hypothesis five (H5kupported. Job
stress provides a partial mediation effect betwegsarnalistic leadership and organizational perforce.

Table2. Regression Analysis of Paternalistic Leadship and Job Stress on Organizational Performance

Model 1 Model 2 Model 3
Variables Organizational Organizational Job Stress Organizational
Performance Performance Performance
Paternalistic Leadership 0.191*** (0.000 -- -0.260(0.000) 0.171** (0.001)
Job Stress - -0.140* (0.005) - -0.106* (0.036)
Adj. R® 0.034 0.017 0.037 0.043
F-value 14.900 7.849 16.252 9.753

P<0.05> *P<0.01 > **P<0.001
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CONCLUSION AND SUGGESTION

The results of this empirical study show that paaéstic leadership, organizational commitment, gptess are all
significantly related to organizational performandenerefore, an organization may adopt paternaligadership,
emphasize on organizational commitment, and tmgtluce workers’ job stress to increase organizatipaerformance.
Tang and Sung (2004) concluded that paternalistidérship can obtain subordinates’ recognition,iandl improve
their work attitude, and their work performance.e6 and Wu (2006) also found that organizationahrmo@ment is
positively related to organizational performanceaddition, if leaders can take subordinates’ ife, family life, and
role conflict for granted, it can help them to reduheir job stress. The study also found thatgimess has a partial
mediation effect between paternalistic leadershiml sorganizational performance. The result suggekes
organizational performance can be improved if lead®& lessen employees’ stress.

The study also suggests the followings: (a) higtkqgolice officers need to set up an integrity &ty responsible
attitude toward subordinates. They should not takeantages of subordinates, and they should ttiremtsubordinates
not only with authority but also with care and withderstanding (i.e. benevolent leaders), (b) hégtk police officers
should make front line officers feel that policd joan fulfill their ideal and ambition, and feelryegproud, (c) The
police authorities should face up to the impactgotf stress onto the front line policemen. Theyuthalesign a
humanized working environment to reduce the pressaf the front line policemen either from job its® from duty
and leave arrangement.
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