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Abstract

International schools aim to provide students with a multicultural experience,
equipping students with a global-minded education to succeed in future higher educational or
professional careers abroad. For students to succeed in international schools, native and
international staff members should have a well-rounded knowledge of professional attributes
from Eastern and Western cultures. The purpose of the qualitative study using action research
was to explore teachers' knowledge, perceptions, and adaptability toward integrating
elements of transformational leadership within a current paternalistic leadership style at a
high school international department in Southern China. The problem was the uncertainty
regarding the knowledge, application, or comfort level of Chinese staff members in
implementing transformational leadership, as employees are accustomed to a hierarchical
leadership approach, limiting collaborative and creative abilities. The study consisted of
semi-structured interviews with eight native and eight international teachers from the
international department. A data analysis spiral was used to facilitate the analysis process in
locating, creating, explaining themes, developing interpretations, and creating a visual
representation of the acquired data. The interview data was used to facilitate implementation
involving issues and concerns using transformational leadership. The results displayed
positive results with Chinese and international teachers in collaborative and communicative
practices for locating organizational improvement. The study recommends ensuring Chinese
leaders provide encouragement and motivation throughout transformational leadership
practices to empower teachers with self-confidence and assurance of involvement within a
shared decision-making environment.
Keywords: transformational leadership, paternalistic leadership, international schools, China,

Chinese education
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Chapter 1: Introduction

This research study focused on integrating elements of transformational leadership
within the paternalistic leadership style at an international high school department in
Southern China. Since international and foreign staff members are involved within the
organization, integrating transformational leadership elements can benefit organizational
success, as Western and Eastern leadership styles are utilized for organizational success. In
addition, students can be more adequately prepared for future overseas higher learning or
professional endeavors by becoming more global-minded and establishing a more
international perspective and multicultural understanding (Kaowiwattanakul, 2020).

Previous studies of businesses utilizing transformational leadership with organizations
have identified increased initiative and organizational activities among employees in China
(Liu, 2018). Additional research revealed a positive correlation between teacher efficacy and
group competence for teachers and principals in Chinese public schools (Liu, 2021). Further
research on international departments needs to be conducted as the schools contain
international staff members and students. Practical reasoning for further studying the
integration of transformational leadership elements within an international department
promotes more effective working synergy among multicultural staff members, which can be
utilized in daily classroom practices.

Essential components of the study are explained throughout the entirety of the
chapter. The background and statement of the current issue of transformational leadership are
also addressed. The problem statement and purpose of the study are detailed and
accompanied by significance. Research questions and theoretical framework is detailed for
research guidance throughout the study. The terms' definitions are listed for clarity, along

with assumptions uncovered before the investigation. The research scope, delimitations, and



TRANSFORMATIONAL LEADERSHIP INTEGRATION 10

limitations are addressed within the research design, which may impact the investigative
results. Finally, the chapter is summarized for overall clarity.
Background of the Problem

The leadership styles between Eastern and Western cultures significantly contrast
various facets of individual and organizational needs. In Western culture, several businesses
utilize transformational leadership to gain a competitive edge in the 21%-century marketplace,
as individual creativity, innovation, satisfaction, and trust are established within employees
from leaders (Murari & Mukherjee, 2021). In China and throughout Eastern culture,
paternalistic leadership is primarily used, which contains the elements of morality,
benevolence, and authoritarianism (Lau et al., 2020). Leaders use paternalistic leadership to
maintain subordinate and organizational productivity (Lau et al., 2020). Integrating
transformational and paternal leadership can be highly effective in international high school
departments in China. Both leadership styles contain the elements to further develop students
and teachers into becoming more well-rounded and global-minded. In addition, a mixture of
multicultural leadership styles can increase organizational and academic efficiency, as staff
and students are from Eastern and Western Cultures.

Societal, traditional, and cultural aspects are integral to Chinese business culture.
Confucian hierarchical beliefs, which paternalistic leadership follows, involves respect
among leaders and employees, which is evident in Chinese work culture as individuals aspire
to be model Confucian citizen (Lyu, 2020). Transformational leadership is a more recent
leadership style within Chinese culture and has been more frequently utilized by
organizations to gain a competitive edge in respective industries (Chen et al., 2021). Cultural,
societal, and traditional practices may present obstacles when integrating transformational

leadership within a Chinese international high school department.
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Statement of the Problem

The problem was the uncertainty regarding the knowledge, application, or comfort
level of Chinese staff members in implementing transformational leadership, as employees
are accustomed to a hierarchical leadership approach, limiting collaborative and creative
abilities. The issue with transformational leadership implantation stems from historical
beliefs of respecting elders and individuals in prominent leadership roles. Atherton (2020)
explained how some Chinese businesses utilize Western business practices while others align
business and Chinese cultural philosophies. Businesses keeping cultural practices experience
issues in which subordinates or even individuals in leadership roles are hesitant to speak
freely to a direct superior due to Confucian ethical work principles (Atherton, 2020).

The extent of reluctance in teachers is potentially helpful ideas, areas of improvement,
or other matters of importance may need to be mentioned due to the fear of speaking freely.
Paternalistic leadership contains benevolence and the development of strong relationships
between leaders and employees (Qian & Walker, 2021). Authoritarianism within paternalistic
leadership can limit an employee from speaking freely to leaders. The authoritarian element
of paternalistic leadership can negatively correlate with teamwork, satisfaction, and intention
to remain employed at an organization (Lau et al., 2020).

Purpose of the Study

The purpose of the qualitative study using action research was to explore teachers'
knowledge, perceptions, and adaptability toward integrating elements of transformational
leadership within a current paternalistic leadership style at a high school international
department in Southern China. The qualitative data from the interviews located issues among
staff members and leadership in the research study. An action research plan using the

qualitative interviews focused on the issues located from the data will involve
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transformational leadership elements to create solutions and develop self-confidence,
courage, and motivation (Cobanoglu, 2021).
Significance of the Study

Utilizing the transformational leadership framework can enable teachers to deliver a
more significant educational experience for professional achievements and international
students by equipping students with the ability to become future problem-solvers by
developing intellectual stimulation, inspirational motivation, influence, and individualized
consideration (Mbindyo et al., 2021). Research regarding transformational leadership in
international schools in China needs to be completed. The results from the study will not only
be available for international institutions but can serve as the groundwork for future research.

The research results and potential discoveries made provided leadership with criteria
for the ongoing support of teacher improvement, including teacher development, student
learning, teaching practices, and collaboration (Zhang et al., 2022). Ongoing support for
teachers will include professional development (PD) workshops, collaborative, collaborative,
professional learning communities (PLCs), and assessments to ensure teacher progress. Due
to cultural backgrounds, several international institutions need help having multicultural staff
and conducting effective collaborative and communicative practices. After the study, new
methods and implemented practices were located to improve overall multicultural efficiency.

Research Questions

The following research questions guided the study to accomplish the purpose of the
qualitative action research study:

Research Question 1: What are the main issues between managers and subordinates

within the organization’s current leadership style?
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Research Question 2: How can transformational leadership be effectively
implemented within a paternalistic leadership style?

Research Question 3: What problems arise with Chinese staff members when
implementing transformational leadership?

Research Question 4: How could overall efficiency and communication improve
between Chinese and international staff?

Theoretical Framework

McClelland's (1965) need theory, Vroom's (1964) expectancy theory, and Burns’
(1978) transformational leadership were the theoretical framework throughout the research
process. McClelland's need theory incorporates employees' needs for an employee's goal
achievement, power, and an organizational sense of belonging (Rybnicek et al., 2019).
Vroom's (1964) expectancy theory facilitates the production of instrumentality, expectancy,
and valence within employees to establish the facets of motivation. Burns’ (1978)
transformational leadership theory inspires followers to raise to higher levels of motivation
and morality from leaders. The framework of the three motivational-based theories served as
guidance in determining work motivation, job performance, and expended effort. (Reinharth
& Wahba, 1975).

The study used qualitative interview questions for participants to speak freely in
addressing issues and concerns. The goals of the motivation-based theories aligned with the
research objectives are to achieve individual and organizational goals in recognizing
opportunity growth, recognition, and an overall positive atmosphere (Chan & Ma, 2018).
Integrating transformational leadership can inspire and encourage leaders to speak openly
about issues, concerns, and potential changes that can benefit the organization and develop

self-value for teachers.
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Definitions of Terms

The following terms were frequently used throughout the research study:

Authoritarianism is "a leader asserting strong authority and control over subordinates
and demanding obedience" (Qian & Walker, 2021, p. 329).

Benevolence " implies a leader demonstrating an individualized, holistic concern for
subordinates’ personal and familial well-being” (Qian & Walker, 2021, p. 329).

Confucianism is defined as an ancient Chinese philosophy that contains the elements
of "high power distance, collectivism, and emphasis on harmony, modesty, humility, and
loyalty" (Park et al., 2019, p.93) and Confucius " principles are people should accept the
inequality of power between group members to maintain societal stability and harmony”
(Park et al., 2019, p.93).

Hierarchy is defined as "where members vary in level of power, influence, skill, or
dominance.” (Koski et al., 2015, p.1)

Morality 1s defined as “being broadly depicted as a leader behavior demonstrates
superior moral character and integrity through acting unselfishly and leading by example”
(Qian & Walker, 2021, p. 329).

Paternalistic leadership is defined as “combining strong discipline and authority
with fatherly benevolence and moral integrity couched in a 'personalistic' atmosphere
(Farh & Cheng, 2000, p. 84) which contains three constituent elements of paternalistic
leadership (PL): authoritarianism, benevolence, and moral leadership" (Farh & Cheng,
2000, p. 84).

Transformational leadership is defined as the ability of "leaders and followers to

make each other advance to a higher level of morality and motivation" (Liu, 2018, p. 3).
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Additionally, transformational leadership “creates motivational, inspirational; innovative; and
respectful organizational cultural environments” (Parmer, 2022, p. 2).
Assumptions

Assumptions in qualitative research can be described as not having a guiding set of
philosophical assumptions in any of the established methodologies related to qualitative
research (Caelli et al., 2003). Poodry and Asai (2018) described the importance of not
allowing assumptions to hold back researchers but providing insights into a better
understanding of a dilemma or challenge. A common assumption concerns integrating
Western cultural and educational practices within a Chinese school system. When students
are enrolled in an international curriculum, an international experience is expected. Students,
staff, and educators from Eastern cultures may struggle when utilizing or adapting to various
facets of Western educational practices. However, He (2022) explained the improvement
between Chinese and International exchange's cultural and practical value in the 21% century
is vastly improving. The research study of integrating elements of transformational leadership
instead of entirely changing to transformational leadership is to strengthen global-
mindedness, innovative abilities, professional competence, and comprehensive capabilities,
as aligned with the Chinese State Council's reform for teacher development (Li, 2022).

A critical assumption relates to Chinese teacher and staff members having the ability
to achieve a proficient understanding and functionality of transformational leadership.
Paternalistic leadership is the primary form of leadership used in East Asia and is primarily
used in Chinese schools (Shi et al., 2020). Simply explaining transformational leadership may
need clarification for educators to grasp concepts since transformational leadership is an
approach that several Chinese staff members are not accustomed to more than a simple

explanation may be required. When instructing transformational leadership to first-time
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teachers, ongoing practice, professional development workshops, and assessments are critical
for overall clarity and effective utilization.
Scope and Delimitations

The scope and delimitations relate to locating limits and boundaries of what will and
will not be studied to improve validity and reliability by preventing the research results from
reconstructing the results of the research purpose (Coker, 2022). The scope of the study
focused on qualitative interviews with eight Chinese native and eight international teachers
employed in the international department. Participants outside the department were omitted
as outside experience is not relevant to current issues the international department is
experiencing. The study aimed towards organizational improvement by integrating elements
of transformational leadership rather than modifying the current paternalistic leadership
within the international department rather than schoolwide.

Delimitations were associated with the limitations and boundaries set by researchers,
so the research is possible to achieve (Theofanidis & Fountouki, 2018). Various institutions
in China utilize a higher level of authoritativeness within the organization, which harms
employee morale and makes employees reluctant to speak more openly to superiors (Lau et
al., 2020). Institutions with a higher level of benevolence and lower mortality have been
shown to increase overall positive work morale and productivity (Lau et al., 2020). The
atmosphere of qualitative interviews was conducted using benevolence to make participants
feel more at ease with potential responses. The questioning structure promoted improvement
for teachers and the organization. To receive thorough and accurate information, each
participant required at least two years of international teaching experience. The action
research only addressed the issues and concerns in the qualitative interviews for overall

improvement.
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Limitations

Limitations in research are related to potential weaknesses out of the researcher's
control and can be associated with the research design, constraints with the statistical model,
funding, or other external factors (Theofanidis & Fountouki, 2018). Teachers' lack of
experience and reluctance may become an issue when integrating transformational
leadership. In Chinese culture, teachers are primarily accustomed to traditional Chinese
practices, and the transition from hierarchical structures to collaborative approaches with
shared leadership could be evident (Zhu & Caliskan, 2021). Teachers accustomed to the
paternalistic leadership style could display reluctance as the leadership needs shared
leadership qualities. Since paternalistic leadership contains moral elements, teachers may feel
morally wrong as a new leadership style contains elements contrasting with the previous
style.

Traditional Chinese cultural and Confucian practices strongly emphasize individuals
having behavioral roles and societal expectations (Atherton, 2020). During the qualitative
interview process, research participants needed to provide full disclosure. The feeling of
being morally wrong may be going against traditional practices in discussing current issues
and concerns related to the international department. Debriefing, thorough explanations, and
appropriate comfort ensured participants could speak freely without repercussions.

A final limitation relates to how much transformational leadership could be
implemented. Since China's primary leadership style is paternalistic, the organization may
feel too much of a change in leadership style could affect the cultural and financial aspects of
the organization. Burns (1978) describes transformational leadership as being used in more
democratic regions and concerned with the end-values of justice, liberty, and equality.

Although organizational improvement should occur to facilitate multicultural teachers,



TRANSFORMATIONAL LEADERSHIP INTEGRATION 18

students, and partnerships, shareholders may see a risk in such change. It could affect future
business by utilizing more Western business practices instead of traditional practices.
Chapter Summary

The primary purpose of the chapter was to introduce the qualitative action research
study of integrating transformational leadership elements within a traditional Chinese
paternalistic leadership style. Unlike paternalistic leadership, transformational leaders inspire
staff members to increase deeper awareness, discover and value personal potential, and
establish a mutual relationship between leaders and staff members (Layaman et al., 2021).
Transformational leadership has been proven to improve teacher self-efficacy and student
performance by promoting student initiatives and efforts (Parmer, 2022). A mixture between
leadership styles and developing a shared leadership approach can provide overall positive
productivity. It can further enhance collaborative practices among multicultural teachers and
be utilized for student global-minded development, a feature parents and stakeholders expect
when enrolling students into an international institution.

The next chapter examines the literature reviewed before researching to clarify
Chinese traditional, cultural, social, and business practices. A more in-depth examination of
paternalistic leadership is conducted to locate areas in which transformational leadership is
utilized in organizations throughout China. The information gathered will guide further best

practices and avoidances when conducting the research study.
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Chapter 2: Literature Review

Before implementing transformational leadership elements, gathering knowledge
about Chinese social, cultural, and professional practices is critical, as they differ from
Western practices. Examining these areas exposed the uncertainty regarding Chinese staff
members' knowledge, application, and comfort level in implementing transformational
leadership within the current paternalistic, hierarchical leadership style. A qualitative study
using action research to explore teachers' knowledge from an international high school
department in Southern China implemented the transformational elements. Implementing a
transformational leadership approach in a paternalistic, hierarchical leadership focused on the
cultural, social, and business practices between Eastern and Western cultures. By extensively
researching Chinese and Western components, backgrounds, and cultural practices, sufficient
knowledge was acquired to develop an implementation plan. The research outcome created
an implementation plan for staff and organizational satisfaction. When conducting research,
four major topics were identified concerning the study area.
Culture and Society

The first topic concerns the differences between Chinese and Western culture and
society. Whereas Western culture can be more expressive when trying to be precise (Chang,
2021), Chinese culture is often reserved and conservative (Zhang & Cao, 2021). In addition,
employees tend to be more submissive and withhold opinions from higher authority figures
based on Confucianism's influence (Zhang & Cao, 2021). Expectancy theory aligns with
Chinese culture, as citizens have a particular structure of norms and values influenced by
society for establishing values and expectations (Wong & Wong, 2005). Confucianism has
been passed down for generations and is an integral aspect of Chinese traditional and cultural

practices.
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Cultural Business Practices

The second topic concerns the difference between Chinese and Western business
practices. In keeping with tradition, China uses a business practice called guanxi, which
exchanges favors and network development for mutual gain (Atherton, 2020). As with
McClelland's (1965) needs theory, transformational leadership implementation could
interfere with guanxi business practices.
Leadership Structure

The third topic was the different leadership structures between the two cultures. Jiang
and Chen (2021) illustrate the importance of the different leaderships in knowledge sharing
on authoritative and transformational leadership. McClelland's (1965) need theory and
Vroom's (1964) expectancy theory support the research topic since transformational
leadership will provide the three elements to reach employee and organizational goals. Each
form of leadership has expectations and will provide the framework for employees for
guidance.
Transformational Leadership in Chinese Culture

The final topic is related to transformational leadership in China. Although the
concept of transformational leadership is relatively new in Chinese culture, multiple
businesses and professions have utilized transformational leadership with successful results.
Although transformational leadership is a contrast in leadership styles compared to
paternalistic leadership, Chinese organizations found transformational leadership to be highly
beneficial to gain a competitive advantage in the increased economic globalization and ever-
emerging 21%-century business world (Chen et al., 2021).

The structure of the literature review consisted of four sections. The first area focused

on the literature search strategy, which includes the various search terms used in the literature
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review for gathering information on related topics for the research study. The next area
described the theoretical framework involving McClelland's (1965) need theory and Vroom's
(1964) expectancy theory of motivation as guidance toward achieving individual and
organizational goals throughout the research study. After the theoretical framework, the
literature review contained the literary findings and limitations related to the four topics
within the research study: Culture and Society, Cultural Business Practices, Leadership
Structure, and Transformational Leadership in Chinese Culture. The final area summarized
the significant themes, unknown areas, and discoveries within the literature review.
Literature Search Strategy

The following websites and databases were used in conducting research: Open
Athens, Ebsco, and ERIC. Search terms included: transformational, paternalistic,
Confucianism, and China. A combination of search terms included: authoritarian leadership,
benevolence, Chinese culture, Chinese international schools, Chinese society, Confucian
leadership, Confucianism, Confucianism in China, guanxi, international schools in China,
paternalistic leadership, paternalistic leadership in Chinese education, teacher motivation,
transformational and Confucian leadership, transformational leadership, transformational
leadership in China, and transformational leadership in Chinese schools.
Theoretical Framework

McClelland's (1965) need theory incorporates employees' motivation involving the
need for affiliation, power, and achievement (Rybnicek et al., 2019). Concerning
transformational leadership, McClelland's need theory influences individuals to produce and
establish relationships and feel accepted, influence peers, or, as a whole, excel in achieving
challenging tasks and meet all self-standards to the highest degree (Kovach, 2018). Chi-Ho

(2015) explains the influence of Chinese and Confucian culture, which affects motivation on
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organizational goals over personal needs. Western job motivation focuses on autonomy and
individual independence, while Chinese job motivation focuses more on belonging as a top
priority (Chi-Ho, 2015). Chan and Ma (2018) used McClelland's need theory to locate areas
for motivational improvement by examining employee feedback. Recognition, opportunity
growth, compensation, and a happy atmosphere were identified in the study, but only a few
companies involved in the research utilized these needs (Chan & Ma, 2018). They continued
to practice more traditional and cultural methods. McClelland's need theory aims to meet the
Chinese cultural, societal, and individual needs throughout the transformational implantation
process. By ensuring the accomplishment in these areas, cultural insensitivity can be avoided
while facilitating individual and organizational needs and goals.

Reinharth and Wahba (1975) described expectancy theory as a motivational theory
determined by an individual with assumed outcomes. Vroom (1964) developed the theory
known as the "expectancy theory of motivation," which produces instrumentality,
expectancy, and valence. In expectancy theory, when employees know organizational
rewards, such as promotion or pay, motivation is enhanced, and expectations become clear
(Lee, 2019). Tse et al. (2018) facilitated an expectancy theory study involving
transformational leadership with a Chinese joint-venture company with no prior
transformational leadership experience with positive results. The authors located beneficial
criteria of higher work outcomes, employee pride, and more creativity was promoted.
Expectancy theory will locate employee motivation to enhance open-mindedness, creativity,
efficiency, and individual self-value within the organization.

McClelland's need theory and expectancy theory are integral to implementing
transformational leadership elements as they support purposeful results within an individual

and the organization. McClelland's need theory will identify Chinese motivation within
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individual and social influence (Chan & Ma, 2018). Expectancy theory served as a
framework to ensure motivational achievements from transformational leadership for staff
members are accomplished. McClelland's need and expectancy theory focuses on motivation.
They will function as a hybrid framework to ensure goals are met by understanding the needs
and expectations of employees and the organization while abiding by Chinese cultural, social,
and traditional beliefs and guidelines.

Research Literature Review

The primary focus of the literature review was to understand Chinese culture and
society more clearly. The correlation between the current paternal hierarchical leadership
practices became apparent by understanding the cultural and societal practices. In addition, as
it pertains to transformational leadership integration, a better understanding of Chinese
culture and society is critical to ensure the integration process will not violate cultural beliefs
and practices. Transformational leadership is a Western business practice. While integrating
new business practices can be critical in today's evolving business globalization (Hui, 2022),
keeping traditional Chinese beliefs and practices must be considered to avoid violating
professional and personal protocol. Since transformational leadership is still a relatively new
leadership practice in China, the effectiveness results still need to be discovered.

The literature review focuses on culture and society, business practices, and
leadership styles to gather information from multiple sources related to operations in past and
present-day China. Since the research questions focus on teachers' perceptions, challenges,
integration, and the effectiveness of transformational leadership, the research findings will
uncover cultural sensitivity, past experiences, areas to avoid, and the value of

transformational leadership in an international organization based in China.
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Culture and Society

China is one of the leading countries in today's international business market.
Atherton (2020) discussed present-day China, whose roots go back 2,000 years.
Confucianism is seen as reinforcing modern-day Chinese identity. Lau et al. (2020) stated
that Confucian-oriented values make subordinates expect leaders to make all decisions and
follow with obedience. In Western literature, authoritarian leadership is perceived negatively,
but in Chinese culture and Confucianism, the working relationship is expected to have a
vertical relationship between leaders and subordinates. An essential aspect of Chinese society
is traditional Chinese philosophy. Chen (2019) addressed Chinese philosophy's ecological,
scientific, and philosophical issues in the modern world. Confucian elements provide a
framework for Chinese practitioners, including self-benevolence, introspection, self-
discipline, and self-realization (Chen, 2019).

Western perspectives are influenced by Western culture and civilization, while
Chinese culture and Confucianism influence Chinese culture (Chang, 2021). In traditional
culture and society, respect is shown towards people, heaven, and work, which manifests in
loyalty (Lyu, 2020). To show respect, individuals and employees can be reserved when
speaking with elders or in prominent roles at work as they fear violating traditional beliefs
and practices. In alignment with McClelland's (1965) need theory, achievement in Chinese
society is to be a model Confucian citizen. Proficient knowledge of Confucian teachings
successfully applies to all facets of Chinese professional and personal culture.

Confucianism focuses more on interdependence and conforming to others' behaviors
and expectations than individual qualities (Lyu, 2020). In a study related to Chinese student
adaptation to Western cultures by Fox and Bourgeois (2022), a participant used the analogy

of basketball and the importance of communicating with teammates and discovering
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leadership among members. The experience displays the interdependence used while
respecting individuals in a leadership role. While respect for superiors is critical in a business
atmosphere, the overgenerous amount of respect shown to leaders can become an obstacle.
Individuals in a subordinate role may be reluctant to collaborate and share new ideas.

Another critical component in Chinese society is Mian Zi, which relates to facing or
being seen as flourishing and having dignity. Hong and Yu (2018) explained how Mian Zi
represents Chinese culture's traditional beliefs and practices. If one were to lose face, it would
be detrimental to personal, professional, and academic careers (Hong & Yu, 2018). In other
words, losing face will not only disrespect traditional and cultural beliefs, but it could damage
one's future since Confucian culture teaches individuals to pay attention to righteousness,
honesty, prosperity, and shame (Hong & Yu, 2018). Face issues in Chinese culture are
critical, as Chinese citizens will be more reserved and less candid for fear of losing face.
Mian Zi is a double-sided issue for societal needs and expectations. Citizens hope to achieve
great success but can be afraid of taking the risk of experiencing shame which is detrimental
to family and the community and can result in personal failure.

In recent decades, Chinese families turned to home-schooling Confucian values for
children because of the stability they provide with structuring an individual's morality, solid
family regulation, running the state, and maintaining peace throughout the world (Sheng,
2019). Confucius states that display how future leaders of the state need to learn the skills of
maintaining control of families as the practice develops individual and societal characteristics
(Sheng, 2019).

For students attending public schools, China started a 70-year development process in
2000 to satisfy the needs of teachers, implement technological resources, and incorporate

innovation and integration (Liang et al., 2020). The ancient Chinese educational philosophy
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includes establishing harmony between humanity and nature and the unity of doing and
knowing (Chen, 2019). Although China is attempting reform, Chen (2019) explained the
contrast between Chinese educational philosophy and modern Western practices, which
contain improvements in the new reform. The reform encouraged teachers to attend
professional development sessions, conduct teacher research meetings for best practices, and
past study cases for improvement (Liang et al.). Using an authoritarian aspect of paternalistic
leadership remains widespread in schools throughout China (Shi et al., 2020) and hinders
teacher self-improvement. When schools use an authoritarian leadership approach,
implementing the elements related to the reforms becomes hindered because teachers will
feel reluctant to speak freely due to the respect shown towards leaders and fear of
overstepping boundaries. For the reform to achieve the expectations of being effectively
implemented, the People's Republic of China (PRC) needs to organize quality checks on
schools throughout China to ensure the reform productivity is met while keeping traditional
standards and practices.

Chinese culture and society do not remain strictly within borders. Zhou (2021)
explained the global issues related to foreign policy and the effect on relations with the
United States. A significant dilemma relates to China's constant struggle for power with the
United States while failing to accept modern democracy and universal values (Zhou, 2021).
As China attempts to globalize Chinese culture, which President Xi Jinping implemented in
2017, many foreigners still need more resources and literature (Zhou, 2021). The lack of
cultural understanding leads to common stereotypes foreigners have about Chinese culture.

Based on the research, a multicultural dilemma arises as China is trying to promote
Chinese culture throughout Western countries and needs to supply adequate and accurate

information. Zhou (2021) stated how foreigners are open to learning about Chinese culture.
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China was unwilling to accept Western cultural practices (Zhou, 2021). Since
transformational leadership is based on Western practice, the government of the PRC could
be reluctant to apply the practice since the PRC prefers to use traditional Chinese cultural
practices. Hui (2022), for example, explained the recent adaptation of Confucian-
Transformational leadership, which combines the wisdom achieved of Confucianism and the
essence of transformational leadership. The current needs for both civilizations are to achieve
cultural recognition. As each culture's expectations align with seeking recognition from one
another, a compromise between civilizations in accepting both influences can be the solution.

Chinese society has recently experienced social transformations that impacted
Chinese employees' values and attitudes (Li et al., 2020). Li et al. (2020) conducted a study
based on the differences between Chinese and Western work ethics and the contents of the
Chinese work ethic profile. The study revealed the difference in work culture, as Chinese
work culture contained a heavy preference for authority in multiple areas (Li et al., 2020).
The correlation between the Chinese work culture and Confucianism relates to the respect
shown towards role models, elders, and individuals in leadership roles. Individuals in a
subordinate role have the expectations of the leader's direction by being in a subordinate role.
Implementing collaborative practices and taking initiatives are direct orders from someone in
a prominent role; it could eliminate the societal barriers to collaborative and teamwork
integration.

In viewing education in Chinese society, Peng (2019) explained that the Chinese
School of International Relations (IR) theory, established over the last 30 years, involves a
curriculum based on traditional Chinese teachings and eliminates Western theories. IR is used
to develop Chinese characteristics and theories in creating non-Western alternative theories,

including deep-rooted and culture-oriented Chinese theory (Peng, 2019). Although the IR
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theory was thoroughly constructed and had numerous attempts for implantation, the
movement needed meaningful scientific output, despite efforts to discover universal
recognition and meaning for Chinese social and historical boundaries. When examining the
ongoing movements in both society and education, the promotion of Chinese nationalism is
evident. Furthermore, Western concepts should demonstrate Chinese society's values and
benefits.

Since 2022, over 350,000 students from mainland China have opted to study in the
United States at higher educational institutions (Zhao, 2020). While cultural integration and
being global-minded are critical elements for Chinese international students to be successful,
Zhao (2020) discussed the need for Chinese students to maintain cultural identity when
studying abroad. Zhao conducted a qualitative study involving Chinese international students
studying abroad and their experiences with cultural identity. In the study, the participants
explained issues they experienced, including negative stereotypes, differentiation between
country-specific questions asked during class to Chinese students, a sense of not belonging,
and mistreatment due to media topics and misconceptions (Zhao). Some participants were
surprised about how the U.S. is portrayed in the media as being highly urbanized, and
students were surprised by the large rural parts throughout the country (Zhao). A valuable
lesson learned from the participants is taking the ambassador role in creating awareness of
cultural and societal differences (Zhao).

For international schools in China, students need a considerable amount of cultural
and natural knowledge, but further education to help students become global-minded and
have a deeper understanding of Western practices and theories for success. As several
participants in the study conducted by Zhao (2020), students need to learn about Western

cultural, social, and academic practices abroad. International students must take the initiative



TRANSFORMATIONAL LEADERSHIP INTEGRATION 29

and educate themselves to better prepare them for overseas educational endeavors. Chang
(2021) described the differences in learning between China and the United States as citizens
in China gaining knowledge through family members, friends, and colleagues. Due to
cultural differences, Chinese students will feel more comfortable associating with Chinese-
native individuals. Cultural differences make Chinese students feel isolated as teaching
styles, language difficulties, and expectations can lead to classes with professors (Chang,
2021).

Chang (2021) implemented a highly yet flexible course design involving Eastern and
Western perspectives, including collaborative and discussion activities, visuals, assignments,
and recorded PowerPoints to prepare students for overseas learning. Most students found the
course to be beneficial and convenient. From the literature they have examined, individuality
within Chinese businesses and education is apparent. Chang found participants had mixed
feelings about collaborative projects as they felt uncomfortable working with someone they
did not know.

Cultural Business Practices

Chu et al. (2020) identified the two primary business leveraging techniques in each
culture. Western culture uses relational governance (rules and procedures to move forward in
a business relationship) (Chu et al., 2020). In contrast, Chinese culture conducts a business
practice called guanxi (connections bonded by mutual obligations and exchanging favors to
build relationships) (Chu et al.). Guanxi is a practice assumed to be derived from
Confucianism. Atherton (2020) formally explained how Confucianism has not formally
recognized guanxi for 30 years.

Furthermore, several acts of guanxi can be unethical and corrupt, including bribes and

payoffs to superiors and teachers (Fox & Bourgeois, 2022). All matters related to guanxi are
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critical when implementing transformational leadership since guanxi can influence
employees' well-being. Xu et al. (2020) studied the psychological effect on Chinese
employees' well-being under guanxi human resource management practices. Results showed
a decrease in occupational well-being. Transformational leadership can eliminate low morale
and well-being from guanxi practices by providing self-motivation and pride in an
employee's work. In addition, Atherton (2020) stated how Chinese businesses had been
converging practices with successful international businesses to keep up with today's
competition. Transformational leadership can prove beneficial for employee morale and
success within the organization.

Ulusemre and Fang (2022) conducted a study involving foreign business associates
and responses to experiences with the guanxi practice when conducting business in China
using a social contracts theory approach to find moral validation in guanxi. Ulusemre and
Fang noted several Chinese businesses feeling obligated to participate in guanxi practices,
despite the ethical dilemma. The dilemma of certain guanxi practices being illegal in some
countries can severely affect international business (Ulusemre & Fang, 2022). The results
were separated between defensive guanxi and competitive guanxi.

Defensive guanxi involved assistance in obtaining permits that companies were
entitled to possess, enforcing contractual obligations, obtaining or retaining operational
business practices, counter extortion, receiving market intelligence, and obtaining
bureaucratic and procedural knowledge (Ulusemre & Fang, 2022). Competitive guanxi
involves permit obtaining and approval, exploitation of contractual parties, retaining and
operating business to defeat the competition, engaging in extortion and coercion, trade secret
theft, and receiving preferential treatment (Ulusemre & Fang). Although the study focused on

Chinese sales practices, Ulusemre and Fang (2022) stated guanxi practices go beyond the
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business world and can be found throughout Chinese culture. The primary issue in closely
examining guanxi practices is for further education in areas where guanxi is conducted. These
areas should be kept from interfered with, as they may cause issues between business and
societal practices.

Another motivational concept used in Chinese businesses is Organizational
Citizenship Behavior (OCB). OCB contains multiple facets, including organization
acknowledgment, interpersonal relationships and harmony, and the protection of
organizational resources (Chi-Ho, 2015). Chi-Ho (2015) highlighted how OCB positively
affected employee evaluation performance and recommendations for performance.
Leadership Structure

In examining two different leadership styles for the research study, the current
leadership style utilized at the institution is a Confucian-based hierarchical leadership style
known as paternalistic leadership. Lin and Sun (2018) described a paternalistic leadership
approach as a preference for contemporary Chinese employees. It incorporates the
components of moral, benevolent, and authoritarian leadership. On the other hand,
transformational leadership establishes a shared vision between leaders and employees,
stimulating creativity among all staff members and leading to increased motivation and
exceptional work outcomes (Chen et al., 2021). As these two leadership styles are examined,
a paternalistic leadership approach has been proven successful in sales and overall business
operations. Lin and Sun explained how Confucianism defines the obligations in paternalistic
leadership with the accepted roles of superiors and inferiors. Inferiors show deference,
loyalty, and obedience, while leaders treat inferiors with benevolence and kindness (Lin &
Sun, 2018). In the education field, teachers are in the position of monitoring student

development and efficiency within the international department in a greater capacity than the
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leaders. Transformational leadership still displays mutual respect among leaders and
subordinates. The leadership style has a different approach from conventional Chinese
business practices, which may cause dilemmas with implementation procedures.

In a grounded theory research study on Chinese civil servants in Confucian work
culture, Lyu (2020) concluded the participants in the survey displayed traditional Confucian
characteristics. Included in the study were work engagement, initiative action, positive
emotion, working relationship commitment, and mixed role priority (Lyu, 2020). The
grounded theory was influential in locating motivations for engagement in internal and
external motivation and self-determination in work engagement (Lyu).

When studying ethical leadership in Chinese culture, Wang et al. (2017) explained
that unclarity between national and societal culture shapes ethical leadership behavior.
Tourigny et al. (2019) stated higher moral and ethical standards became a more substantial
focus due to increased industrialization and globalization over the past 20 years. In studying
the effects on trust and organizational behavior, Tourigny et al. concluded more positive
outcomes emerged from subordinates and leaders establishing mutual trust, which led to
more risk-taking opportunities and the freedom to voice changes without fear of
repercussions from leaders.

Atherton (2020) described the emergence of Chinese businesses borrowing Western
leadership models and styles to gain a competitive edge in a particular respected marketplace.
Others stay with traditional Chinese philosophies and teachings (Atherton, 2020). In a study
by Wang et al. (2017) to determine the Chinese ethical leadership scale, Western and Chinese
cultures usually promote appropriate conduct. Regarding subordinates, both focus on social

learning, but Chinese culture focuses on role modeling (Wang et al., 2017).
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In examining the needs and expectations for transformational leadership to be
effective in Chinese culture, subordinates must become self-role models. Employee growth
and value are critical elements for transformational leadership to be successful. In keeping
with the focus on respecting and viewing leaders as role models, subordinates may need
assistance to engage in collaborative practices. Subordinates suggesting improvements
towards superiors may create the moral dilemma of disrespecting individuals possessing a
higher role. Atherton (2020) and Wang et al. (2017) noted that changing times in Chinese
business practices for accepting Western business models and establishing a clear set of
ethics for gaining a global competitive edge is a strong possibility.

Park et al. (2019) examined various leadership styles associated with Confucian
leadership. Participative leadership, which has a strong correlation with transformational
leadership, is practiced in China and Japan and displayed positive outcomes in job
performance, organizational commitment and citizenship behavior, and trust development
(Park et al., 2019). In addition, Park et al. explained participative leadership increases
employees’ positive impact. The belief in participative leadership increased due to
Confucianism's reduced influence as people, including younger generations, are shifting
cultural views.

Supportive leadership, which contains transformational leadership, displays
effectiveness in team cohesiveness, communication among co-workers, knowledge-sharing,
and team outcomes (Park et al., 2019). Park et al. conducted a study to determine the
elements which produce the most effective outcomes for leadership. The results displayed
individual outcomes and effectiveness in Chinese leadership styles (Park et al.). Other Asian
countries in the research included individual and group outcomes mostly related to team

cohesiveness and group citizenship behavior (Park et al.). The dilemma arises between
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Confucian leadership practices and the need to establish trust between co-workers in
collaborative practices. Although Confucianism supports the practices of participative and
supportive leadership in Chinese businesses, the researchers concluded the need for
collaborative practices is evident. Collaborative practices with leadership could be due to the
moral dilemma of showing inadequate respect towards individuals in a leadership role.
Subordinates could be reluctant in fear of disrespecting leaders and Confucian practices.

One of East Asia's most prevalent leadership styles is paternalistic leadership (Shi et
al., 2020). In contrast to a democratic or transformational leadership style, paternalistic
leadership involves most of the leader's responsibilities. Paternalistic leadership contains
three elements: moral, benevolent, and authoritarian leadership styles (Shi et al., 2020). Qian
and Walker (2021) explained that leadership in China, such as paternalistic leadership, is
used by principals in schools throughout China since the Confucian traditions of Chinese
organizational behavior and thinking to resonate with paternalistic practices of establishing
solid relationships with teachers. Qian and Walker stated a more critical factor of
benevolence is having a close relationship between principals and teachers to establish trust
or performance. In addition, benevolence in paternalistic leadership displays holistic and
individualized concern for subordinates (Shi et al., 2020).

The authoritarian aspect of paternalistic leadership displays robust control and
demands obedience from subordinates without question (Lau et al., 2020). A dilemma is
created within paternalistic leadership between authoritarianism and benevolence. Teachers
are encouraged to display abilities and ingenuity but may be reluctant due to strict obedience
to the principles. Principles are given significant pressure from the Chinese educational
reform to increase teacher responsibility, quality assurance, and accountability (Qian &

Walker, 2021). Shi et al. (2020) studied teacher commitment and job satisfaction under
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paternalistic leadership. They concluded how authoritarian leadership harmed job satisfaction
and commitment, while moral leadership positively impacted it. Shi et al. concluded structure
and individuals involved with hierarchical leadership need to be improved.

Due to teachers being accustomed to the authoritarian aspect of paternalistic
leadership, the research found reluctance to adapt to transformational leadership could prove
difficult since the strong affiliation with previous paternalistic practices could influence
future implementation. Jiang and Chen (2021) explained the importance of trust dependency
on implicit and explicit knowledge sharing within supportive, innovative, and bureaucratic
cultures. Jiang and Chen described the authoritarian leadership element of educational
behavior, which involves employee reprimands and criticism. Employees will often respond
with obedience, respect, and fear. A critical element in paternalistic leadership, stated by Shi
et al. (2020), relates to trust in leadership and its impact on student commitment and teacher
job satisfaction. Both transformational and paternalistic leadership share a common
component in establishing effective leadership efficiency.

Qian and Walker (2021) examined how principals establish emotional relationships
with teachers using paternalistic leadership. Principals believed close relationships with
teachers were well-received (Qian & Walker, 2021). The issue with the research pertains to
only principals being the participants and not teachers. Participants not in a principal role
could uncover issues unknown to superiors. Qian and Walker stated an authoritative approach
in paternalistic leaders involves high expectations and punishes poor performance. The
literature does note the severity of an authoritarian approach may differ between principals
and individuals in a leadership role (Qian & Walker). The literature used for research is
information related to the background and practices of paternalistic leadership. Data acquired

from principals may need more reliability, as teachers are at the receiving end of paternalistic



TRANSFORMATIONAL LEADERSHIP INTEGRATION 36

leadership. Paternalistic leadership can handle the burden of being feared by leadership. Qian
and Walker concluded that paternalistic leaders displayed empathy and a more personal
approach toward teachers to establish trust and eliminate the fear associated with the
authoritarian aspect of paternalistic leadership. In addition, the leaders were aware of teacher
needs, as many teachers were at different career stages, by listening more to teachers and
establishing dialogue (Qian & Walker). Having conversations with superiors is more
common and acceptable in Western work cultures. Under paternalistic leadership in China,
subordinates rarely initiate a work-related conversation with superiors, also known as
employee silence.

Employee silence is divided into three categories. The first is acquiescent silence, in
which an employee views personal input will not administer any change within the
organization (Zhang & Cao, 2021). The second is defensive silence, in which employees keep
opinions to themselves, as they do not want to affect interpersonal relationships (Zhang &
Cao). Absolute silence is indifferent silence, in which individuals believe personal opinions
will not matter due to a lack of identification within the organization (Zhang & Cao).

Charismatic leadership is a lesser-known form of leadership in China but is still used
in various organizations and contains elements of transformational leadership. A key
component of charismatic leadership is self-sacrificial leadership, including impartiality,
empathy, empowering and serving followers, and community building (Zhang et al., 2015).
Although businesses utilize self-sacrificial leadership practices, Zhang et al. conducted a
quantitative study to determine the psychological safety of employee voice within self-
sacrificial leadership. The study concluded a positive correlation between employee voice
and self-sacrificial leadership and was mediated by psychological safety among Chinese

employees (Zhang et al.). Furthermore, Zhang et al. concluded that self-sacrificial leadership
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elements in Chinese practices benefit individual and organizational productivity. The study
needed more qualitative data on which elements, in particular, proved most effective. Since
self-sacrificial leadership contains several similarities to transformational leadership, a
thorough understanding of the particular best self-sacrificial leadership practices from the
study conducted by Zhang et al. would be beneficial for future studies.

Self-sacrificial and charismatic leadership are two forms of leadership that can
demonstrate organizational and individual success if the collaboration and employee voice
are evident. The study by Zhang et al. (2015) found a positive relationship between employee
voice and psychological safety, while Zhang and Cao (2021) examined the elements related
to breaking employee silence. The current literature gap relates to effective methods in
breaking employee silence and proven ways to incorporate employee voice within Chinese
work culture.

Transformational Leadership in Chinese Culture

Although transformational leadership is quite common in Western culture, the
leadership style is still a new concept in China. In Chinese academia, Peng (2019) described
transformational leadership as having the ability to raise subordinates' and leaders' maturity
and morality to a higher level. Chen et al. (2021) examined the use of transformational
leadership in employee job satisfaction and employee relations between subordinate genders.
The long-term effects of transformational leadership in China still need to be discovered, as
sufficient literature still needs to be available. Liu (2018) explained transformational
leadership in China is on the rise and displays improvements in organizational commitment,
employee satisfaction, and leadership conscientiousness. In further examining the dynamics
of transformational leadership in China regarding gender, males, and females experienced

over 90% confidence in abilities and creativity (Chen et al., 2021). The study conducted by
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Chen et al. did not contain data related to the interaction between the two variables. An
examination based on gender roles in leadership is critical, as many Chinese businesses still
conduct traditional practices containing males as more dominant figures in corporate and
traditional society.

Transformational leadership is used to inspire creativity, innovative thinking, and self-
value. Chan and Ma (2018) discovered Chinese employees prefer monetary rewards and
bonuses from a study on inspiring creativity. In addition, Chan and Ma noted that creative
organizations in China primarily use traditional practices, and few motivational methods are
used. Chen et al. (2021) highlighted the goal of transformational leadership to have an
employee-centered approach. As mentioned above, a preferred leadership approach in
Chinese business is a hierarchical leadership style with a leader-centered approach. In a
recent study, Tsang et al. (2022) examined the relationship between teacher burnout and
psychological mediation per transformational leadership for teachers in China. In the
research, Tsang et al. stated transformational leadership had been used in schools since
education reforms started throughout China, and studies have shown teacher burnout needed
to be alleviated. Arguments were made for transformational leadership being a leading cause
of increased teacher burnout, but few studies have proven this valid (Tsang et al., 2022). The
study concluded that transformational leadership alleviated teacher burnout and increased
teacher meaningfulness, competence, and self-determination (Tsang et al.). The study was
conducted using a quantitative approach using survey questionnaires. As the current research
topic relates to transformational integration, a qualitative study would clarify why and how
teachers inspire meaningfulness, established competence, and develop self-determination. A

significant factor for further study relates to the leader-employee relationship. Although most
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of the survey results displayed the positives for the employee relating to transformational
leadership, more data on leadership effectiveness should be provided.

Zhang et al. (2021) conducted a quantitative study on transformational leadership and
the perception of being overqualified for career growth opportunities. The study addressed
the literature gap on leadership effects on an employee assuming overqualification (Zhang et
al., 2021). Transformational leadership was found to reduce employees assumed
overqualification, increasing opportunities for career growth (Zhang et al., 2021).

Effective leadership for generating desired organizational results is critical in the
highly competitive business world. Liu (2021) conducted a quantitative research study on the
effectiveness of transformational leadership in schools and teacher efficacy by administering
950 questionnaires throughout Northern Chinese secondary schools. The results showed a
positive correlation among areas of efficiency, including individual development,
organization redesign, and instructional program management (Liu, 2021). The study
revealed ineffectiveness in setting directions concerning teacher efficacy. The researchers
assumed schools could conduct direction settings and teachers could control the dimension of
teacher efficacy (Liu, 2021). A critical component to consider relating to the survey results is
the region in which the data was collected. Liu's study was conducted in a region in Northern
China, whereas the research study will take place in Southern China. Various regions can
have inconsistent results due to different regional business and cultural practices. Liu's
research provided a solid framework for addressing potential needs and expectations of the
outcomes for teacher productivity and acquiring additional skills for people development,
redesigning organization, and managing instructional programs. Furthermore, although the

setting direction dimension was revealed to be ineffective in transformational leadership, it
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should still be considered as direction setting is one of many facets which successful
transformational leaders utilize.

Due to several education reforms, the results of the study performed by Tsang et al.
(2022), the use of transformational leadership is evident, as it facilitates teachers in
identifying work values, enhances self-efficacy, and encourages teachers with greater
autonomy in doing work. Hui (2022) researched the hybrid leadership approach of
paternalistic and transformational leadership for multi-national enterprise (MNE) influence.
Although many businesses tend to stay true to Chinese businesses and cultural practices,
gaining the advantage and staying current with global trends, adaptation is critical for
success. The study concluded that Confucian and transformational leadership are strongly
compatible with idealized influence (Hui, 2022). Other compatibility traits revealed included
intellectual stimulation, inspirational motivation, and individualized consideration (Hui). The
study was relatively informal and combined two different leadership approaches. Similar
traits were discovered and worked to develop international business environments with the
compatibility traits located by Hui related to inspirational stimulation and motivation, Tse et
al. (2018) located the reasoning behind employee creativity from transformational leadership
influence. Tse et al. sampled 240 middle managers and supervisors. The results included the
promotion of creativity by administering the employees to have a high level of control over
current work and outcomes over personal control. In addition, Tse et al. found results varied
in a study on inspiring creativity in Chinese employees. Individuals with high levels of
creativity can reduce leadership and personal control, and individuals with low levels can
increase creativity and personal control. The study did not contain Confucian elements
officially but did include inspirational motivation as it built confidence for employees in

achieving desired outcomes.
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Schenck and Waddey (2017) examined the implications of integrating
transformational leadership and other democratic-based leadership styles. Most institutions
have a hierarchical leadership approach (Schenck & Waddey, 2017). Chinese educational
institutions explain the issue of having limited capacity for leadership strategies. Thus, the
implementation of transformational leadership will cause interference with the established
leadership modules (Schenck & Waddey). The research provided valuable insight related to
the issues of Confucian and transformational leadership. The research conducted would be
more suited for Asian countries that are more open to democratic practices. In addition,
Schenck and Waddey provided areas of awareness that could be potential obstacles when
attempting to integrate transformational leadership. To avoid potential obstacles, the success
of previous articles in the literature review will highlight the effectiveness of transformational
leadership while displaying the proper protocol for implementing transformational leadership
in Chinese culture.

Chapter Summary

When implementing a Western leadership practice in a Chinese organization, the
literature proved the complexity of the process by considering cultural components that may
be affected or violated. Liang et al. (2020) described the new China, which carried national
pride and improved teaching quality for Chinese citizens to educate and instill Chinese
characteristics of history, culture, and tradition. While patriotism and national pride benefit
all nations, accepting globalization and being an active global citizen are equally critical.
Zhou (2021) highlighted the issue of China and the distribution of Chinese culture and
society but refused to accept democratic values. From the research analyzed, China is a proud
country. China established its cultural identity from history and cultural practices to reach a

high position in the global economy.
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Chinese business practices conducted under the questionable Confucian practice of
guanxi have an established place in business culture and throughout various aspects of
Chinese civilization. In the articles examined, guanxi was mainly perceived negatively due to
corrupt practices to gain competitive advantages. Guanxi was primarily established as the
Chinese practice of establishing good relationships or improving personal relations (Xu et al.,
2020). Regardless of whether guanxi is a Confucian practice, most Chinese organizations
conduct a form of guanxi. Only some organizations operate using the review's unethical and
immoral practices.

Chinese businesses and industries contain various leadership styles and practices. The
most prominent form of leadership is paternalistic, which contains a hierarchical approach
with limited versatility for subordinates. As highlighted by Atherton (2020), subordinates or
individuals in prominent roles are reluctant to speak freely to the individual in a higher
position for fear of punishment and cultural shame or losing face. Zhang et al. (2015) located
the benefits of self-sacrificial leadership and employee voice in which employees were able
and even encouraged to speak freely. Several businesses in China implement Confucian
leadership practices with the elements of teamwork initiatives. In the study conducted by
Park et al. (2019), the results of the teamwork initiatives were more focused on individual
and leadership performance, as opposed to the teamwork atmosphere displayed throughout
other Asian countries.

The literature and research studies in which transformational leadership was used in
China all displayed beneficial results. In addition, Hui (2022) examined the current influence
and positive outcomes of a hybrid leadership approach involving paternalistic and
transformational principles. A limitation among the studies involved was that most were

quantitative. While it is beneficial to understand the implementation of transformational
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leadership is possible, qualitative data from employees and leaders could clarify the
reasoning for the positive results and potential issues.

The literature provided informative knowledge of Chinese traditional, cultural,
business, and leadership practices. The previous studies displayed the transformational
effectiveness leadership can have on an organization in China. Since transformational
leadership is still a relatively new practice, further research, and application will need to
determine the effectiveness of the leadership style. In addition, due to cultural, societal, and
governmental guidelines, proceeding with caution is critical to ensure individual and societal
rights and beliefs are not violated.

The research displayed transformational leadership is used in businesses and
educational facilities throughout China. The gap in the literature on transformational
leadership within international schools in China needs to be addressed. The adaptation of
transformational leadership in Chinese organizations with compliance with traditional and
cultural practices was provided. The research study will use the literature for transformational
leadership integration in Chinese international schools.

Chapter 3 examines the methods to be used throughout the research study. Extensive
descriptions of the research methodology, design, rationale, researcher's role, procedures,
data analysis, reliability, and validity are conducted. A thorough explanation and
interpretation involving ethical procedures throughout the research process are included to

protect participants' rights and conduct ethical research.



TRANSFORMATIONAL LEADERSHIP INTEGRATION 44

Chapter 3: Research Methodology

The qualitative action research study aimed to improve student, teacher, and
departmental efficiency by implementing transformational leadership elements within the
current organization's paternalistic leadership style by developing an action plan from the
data received from the qualitative interviews. Paternalistic leadership is a standard
hierarchical leadership style predominately utilized and accepted throughout Chinese culture
(Lau et al., 2020). While effectiveness is proven throughout Chinese businesses, international
educational organizations utilize more collaborative practices, such as transformational
leadership, to adequately prepare students to become more global-minded for future overseas
educational endeavors. The proposed qualitative study used action research to explore
teachers' knowledge of transformational leadership elements from China's international high
school department. The problem was the uncertainty regarding the knowledge, application, or
comfort level of Chinese staff members in implementing transformational leadership, as
employees are accustomed to a hierarchical leadership approach, limiting collaborative and
creative abilities. The purpose of the qualitative study using action research was to explore
teachers' knowledge, perceptions, and adaptability toward integrating elements of
transformational leadership within a current paternalistic leadership style at a high school
international department in Southern China.
Research Questions

In order to accomplish the intended purpose of the qualitative action research study,
the following research questions guided the study:

Research Question 1: What are the main issues between managers and subordinates

within the organization’s current leadership style?
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Research Question 2: How can transformational leadership be effectively
implemented within a paternalistic leadership style?

Research Question 3: What problems arise with Chinese staff members when
implementing transformational leadership?

Research Question 4: How could overall efficiency and communication improve
between Chinese and international staff members?

Chapter 3 closely examined the research methodology process proposed in the
research study. Included in the process were the methodology, design, the role of the
researcher, and the research procedures, which examined the population and sample
selection. Finally, all ethical procedures, reliability, and validity were addressed and
thoroughly explained.

Research Methodology, Design, and Rationale

The research focused on gathering insights within the international department.
McClelland's need theory, Vroom's expectancy theory, and Burns’ transformational
leadership theory aligned with the research objectives, providing motivation and a framework
to achieve individual and organizational goals. The selected theories provided personal
motivation to achieve an expected performance (Reinharth & Wahba, 1975).
Methodology

n

A qualitative approach was used in the research study to understand the "why's" and
"how's" from multiple perspectives, creating a deeper level of thinking to encourage new
solutions in addressing the current issues (Barnham, 2015). The qualitative data provided a
framework for moving forward with plans of action for organizational improvement by

addressing the current communicative issues between international and Chinese staff

members and all staff members and leadership. Since the purpose of the research study was to
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improve all areas within the department, individual responses from the qualitative data
exposed undiscovered areas that were never brought to attention or issues of which leaders
needed to be made aware. The potential discoveries made in this study were used to aid the
global-minded preparation for students and organizational growth among all teachers and
staff members.
Design and Rationale

Action research was used to address a current issue in need of immediate results for
improving practice (Worku et al., 2022). Action research was critical for providing
innovative changes within the educational community to improve teacher and student success
in international higher education (Hamada, 2019). The information from the qualitative data
was used to guide implementation innovations within the department for immediate action
plans to address both communicative issues and improve organizational efficiency.

Role of the Researcher

As the current International Department Head (IDH) of the American program, the
researcher for this action research study is responsible for operations and improvement within
the program. Weekly leadership meetings are held between the IDHs and department
directors for organizational improvement. The meetings should have included teachers or
other staff members, so qualitative interviews with teachers are critical for organizational
improvement. A few potential research participants work within the American Program and
are familiar with all the remaining potential participants. All relationships are positive and
even assist some potential participants when issues arise, or advice is needed. Although the
potential participants are from different programs, the research study aims to establish overall
efficiency and communication improvement throughout the department. In addition, the

Academic Department Director (ADD) and the Director of International Department Director
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(IDD) are aware of the research, have full support, and are anxious to implement
transformational methods within the department.
Research Procedures

The procedures for the research study included instrumentation relating to the study
variables and research questions. The process followed a step-by-step procedure of data
gathering and confidentiality components. Data preparation included analysis programs,
formatting, and data organization. Finally, an analysis of the process regarding collected
qualitative data is described.

Population and Sample Selection

The target population was 16 teachers (eight native Chinese and eight international).
All potential participants are current employees. Over 50 teachers are employed within the
international department during the research study. All Chinese subject teachers have the
prerequisite of achieving a six (a competent level of English) or higher on the International
English Language Testing System (IELTS before employment in the international
department. All research participants were requested if they would like to participate in the
research study via e-mail. Research participants were informed the study is voluntary and no
penalty or judgment was received if any participant declined. Participants were selected on a
first-come, first-serve basis.

A recruitment letter was sent via e-mail to all potential research participants
explaining the study and inquiring about participant interest. All e-mail addresses were
accessed through the international department’s e-mail network. Each international teacher
had a work e-mail address which can be accessed through the international department’s e-
mail group. When the e-mail group option was selected, all international teachers in the

department received the recruitment letter. The International Department Director (IDD) and
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the ADD approved the e-mail to all teachers in the international department. If the participant
responded via e-mail as interested, they were issued a consent form in person. The bilingual
consent form was typed in English and Mandarin Chinese and was proofread by a
professional interpreter (see Appendix A). All research participants speak fluent English. The
Mandarin translation was for the participants’ convenience in understanding the rules and
guidelines for participating in the research study. The participant could take an adequate
amount of time to read the consent form for the thoroughness of the research procedures and
ask any potential questions. Upon signing the consent form participants arranged a
convenient time for both parties to conduct the interview. The interview site was held on
campus in the international department's conference room, as approved by the IDD and ADD
(see Appendix B).
Data Instruments

A semi-structured interview protocol with open-ended questions was used so
participants would provide personal experiences and be encouraged to speak freely about
current positive practices, concerns, and areas of improvement. The interview followed a
scaffold protocol starting with general questions and conversations relating to the current
working atmosphere to build rapport while keeping the participant on topic. The open-ended
questions provided a more candid and conversational response in detail (Rabionet, 2011).
Further into the interview, the questioning became more complex and precise regarding
current leadership practices, collaborative issues between peers and leadership, and areas for
improvement among organizational practices. Interviews were conducted in person and

recorded using a mobile audio recording device.
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Instrument Validation

The semi-structured interview protocol consisted of original questions in alignment
with the research study. Before research, three Subject Matter Experts (SME) supplied
feedback on the interview questioning and the alignment of the research study. Included are
e-mail and LinkedIn correspondence documentation and recommendations (see Appendix C).
All SMEs had a Ph.D. or Ed.D. in leadership, education, or political science. Each SME had
experience with coaching, leading, and training transformational leadership elements and had
years of implementation experience in the international education field. An original protocol
was used due to the uniqueness in which no previous study similar to transformational
leadership being implemented within a paternalistic leadership style has been located or
discovered. The feedback from the SMEs included being more thorough when explaining
transformational leadership to individuals who need to become more familiar. In addition, the
line of questioning should regard the participants' different cultural practices. Additional
questions were added to facilitate cultural differences. SMEs suggested the feedback
questionnaire to focus on locating issues over praise. Making the questions more open-ended
will encourage participants to go into greater detail towards individual issues and concerns.
Finally, ensuring the participants' perceptions were understood by thoroughly explaining the
research purpose before the interview process is critical.
Data Collection

After signing the consent form, the participant decided on a suitable time for
conducting the interview. Before each interview started, a discussion occurred regarding all
areas of the consent form, the purpose of the research study, a thorough explanation of
transformational leadership and benefits with individual and organizational achievement, and

time for any questions the participant would have. Once the discussion was completed,
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participants were notified the interview will be audio recorded. After the participant gives
verbal consent, the interview and recording will begin. After each interview, the interview
was transcribed from the audio recording to a hard copy using Otter.ai. Qualitative research
has transitioned toward digital data collection methods due to the advantages of the
capabilities possessed by the capabilities of today’s technological advances (Moser &
Korstjens, 2018).

The consent form, which all participants signed in person, ensured confidentiality and
anonymity remained constant throughout the research. The Institutional Review Board (IRB)
approved the study to ensure all ethical guidelines and procedures were thoroughly
conducted. Since the research study was voluntary, participants could choose not to answer
questions they may feel uncomfortable with or withdraw from the study altogether without
repercussions. All interview data (audio recordings and typed transcripts) was stored in a
password-encrypted folder on a personal external hard drive for three years, to which the
researcher only has access. After three years, hard copy data will be shredded, and the files
on the external hard drive will be deleted and destroyed. During the research process, all
names or elements from an interview which may identify anyone on the data were removed.
Participants were debriefed after the interview to ensure all data would remain secure and
anonymity remained constant throughout the research process, per the informed consent
agreement. Each participant received an e-mail of the interview transcript for member
checking after the data had been collected and transcribed. Participants examined the
transcript for accuracy and validity.

Data Analysis
A data analysis spiral was used to facilitate the analysis process. A data analysis spiral

is a multi-faceted method of data management and organization, including locating and
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noting emergent ideas, explaining and creating themes for codes based on classification,
analyzing and developing interpretations, and visualizing and representing the data (Creswell
& Poth, 2018). After each interview was transcribed into a Word document, member
checking was completed to ensure reliability and validity by the research participant, and
coding and themes were developed. MAXQDA software was used when analyzing the
research participants' data. MAXQDA was used for content analysis.

Upon completion of the transcription of each interview, the files were inputted into
the MAXQDA software for data organization and management. Creswell and Poth's (2018)
data analysis spiral were used to organize and manage data; the software coded the data by
locating and manually grouping emerging ideas while adding notes and paraphrasing ideas
derived from the interviews. MAXQDA located reoccurring ideas and themes when coding
the interviews and classified each theme and idea for interpretation. Creswell and Poth (2018)
recommended representing and visualizing data based on themes. After thoroughly analyzing
the content, MAXQDA assisted in summarizing the coded segments in each document. A
summary table was created displaying a compilation of determining topics.

Reliability and Validity

Validity and reliability in qualitative research can always be a challenge as research
participants may have a particular level of objectivity and bias, which can negatively impact
when receiving the research results. Since the research study is focused on both Chinese and
international staff members, Chinese staff members' responses could have been impacted due
to fear of its impact on current employment. Chinese subordinates speaking candidly about
upper management is not typically conducted culturally and socially. International staff

members' bias toward Chinese co-workers and the current management style could be
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regarded. The following methods were conducted throughout the research to ensure sufficient
reliability and validity to combat these potential issues.
Trustworthiness

Golafshani (2015) explained the critical element of establishing trustworthiness in
research participants when ensuring reliability. Trustworthiness can often become an issue
between the research participant and the researcher. Before each interview began, good
rapport was established by engaging in casual conversation to alleviate any pressure, nerves,
or untrustworthiness on behalf of the participants. Patton et al. (1983) explained the
importance of being aware of factors that can undermine reliability. For example, a lack of
familiarity or experience could lead to misinterpretation, leading to the participant being
misled (Patton et al., 1983). Patton et al. suggested ample time during the interview to ensure
clarity and a complete understanding.
Transferability

As the research study was conducted using action research, a critical component was
locating data from the interview results to modify best practices moving forward.
Transferability was used in this study to utilize the interview findings and locate research
extensions in other contexts (Stahl & King, 2020). Stahl and King (2020) highlighted the
importance of thick descriptions, including contextual information relating to the work site,
detailed time frames for data collection, and the study's duration when conducting
transferability in qualitative research. All areas of transferability were thoroughly detailed
throughout the process.
Reflexivity

Reflexivity involves the researcher’s critical self-assessment associated with the areas

of biases, paradigm, and preconceptions (Yadav, 2021). Since the research study contains
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participants from Chinese and international backgrounds, the questioning and procedures of
the research were examined by Subject Matter Experts (SMEs) with extensive experience in
international education and leadership styles from Eastern and Western cultures. The
feedback provided by the SMEs addressed precautionary measures related to cultural
sensitivity, multi-cultural adaptation, patience, compassion, and guidance with all research
participants respectively.

Ethical Procedures

When conducting research, the following ethical concerns were carried out during the
qualitative research process involving research participants: confidentiality, anonymity, and
informed consent, as it could have a potential impact on participants if these procedures are
not conducted (Sanjari et al., 2014). As illustrated in The Belmont Report: ethical principles
and Guidelines for the Protection of human subjects of Research (2003), the ethical
guidelines and principles to protect research participants, the fundamental ethical principles
of respect for persons, beneficence, and justice are the general judgments. The guidelines and
principles are a fundamental justification for the various moral prescriptions and opinions of
human actions. The Institutional Review Board (IRB) followed all ethical guidelines and
procedures.

Before conducting the research, a site permission packet was compiled containing all
documentation, ensuring all ethical areas and guidelines were covered. First, a permission
letter was signed by the point of contact at the research site in person (See Appendix B).
Second, each research participant was given a personal recruitment letter (See Appendix D).
Third, all participants were given a bilingual consent form in both Mandarin and English in
person (See Appendix A). The consent form contains all details explaining the procedures

and reasoning for the research study and will be administered before the interview. In
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addition, written and verbal assurance display anonymity was used for all participants
participating in the study. Fourth, semi-structured interview instruments and with feedback
from the SMEs were conducted (See Appendix C). All feedback modifications received from
the SMEs and revisions were included.

During the interview process, names or particular statements which could identify the
research participant were omitted or protected to ensure anonymity. All questioning aligned
with the ethical standards and guidelines of the IRB and the People's Republic of China.
Research participants were reminded in detail of anonymity. The research study received full
approval and support from all directors and administrative staff in the department, and
participants were encouraged to speak freely. Suppose any participant wished not to agree to
or leave the research study at any time. Participants could do so without any consequences.
All names were omitted from the research, and the data was located in password-encrypted
software. Any third party will not share all data used. All research data was stored securely in
a convenient location of the researcher for three years, as stated by OMB Circular A-110,
after submitting the report to ensure record retention requirements for sponsors involved were
thoroughly checked (Administrators and the Responsible Conduct of Research, n.d.). After
three years, hard copy data will be shredded, and a secure paper destruction bin will be used
for disposal (Administrators and the Responsible Conduct of Research, n.d.). Electronic data
will be deleted from the password-encrypted external hard drive and crushed for security
measures. The institution where the research was conducted was returned to its original state,
with all research tools and data removed upon completion of the study (Administrators and
the Responsible Conduct of Research, n.d.).

When the informed consent letter was delivered to the participant, all covered was

explained simplistically yet thoroughly to ensure a complete understanding. Prior to signing,
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time was taken for any questions by the participants. After explaining the guidelines,
procedures, and participant safety, the participant signed the form and began the procedures.
Chapter Summary

The qualitative action research study used a semi-structured interview protocol to
locate and further understand communicative issues with international and Chinese teachers.
After receiving the qualitative research data from participants, themes, unique perspectives,
and other critical components uncovered were used in developing an action plan to facilitate
the implementation of transformational leadership elements within the current paternalistic
leadership style. All research participants' confidentiality and anonymity were thoroughly
protected and followed the IRB's ethical procedures. Consent forms (See Appendix A)
provided thorough descriptions of each participant's rights and safety, and ample time was
utilized to ensure each participant understood the research procedures.

Chapter 4 examines the research study's results from the semi-structured interviews.
The interviews' themes, new ideas, and issues were located from the qualitative interviews.

Finally, each research question was individually analyzed and final themes were uncovered.
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Chapter 4: Research Findings and Data Analysis Results

The purpose of the qualitative study using action research was to explore teachers'
knowledge, perceptions, and adaptability toward integrating elements of transformational
leadership within a current paternalistic leadership style at a high school international
department in Southern China. The problem was the uncertainty regarding the knowledge,
application, or comfort level of Chinese staff members in implementing transformational
leadership, as employees are accustomed to a hierarchical leadership approach, limiting
collaborative and creative abilities. Employees are accustomed to a hierarchical leadership
approach, limiting collaborative and creative abilities. The following research questions
served as guidance throughout the research process to locate potential discoveries, themes,
and additional vital information:

Research Question 1: What are the main issues between managers and subordinates
within the organization’s current leadership style?

Research Question 2: How can transformational leadership be effectively
implemented within a paternalistic leadership style?

Research Question 3: What problems arise with Chinese staff members when
implementing transformational leadership?

Research Question 4: How could overall efficiency and communication improve
between Chinese and international staff members?

Ethical procedures involved with the data collection for the study are included in
Chapter 4. The data analysis and results from the interviews were examined. Reliability and
validity were conducted throughout the research process, to ensure credible, transferable, and

dependable practices.
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Data Collection

The data collection for the qualitative action research were derived from semi-
structured interviews. The semi-structured interviews located themes, including perceptions,
ideas, and other relevant information critical to the research study. The data acquired from the
semi-structured interview, the framework of the research questions, and areas of
transformational leadership were used to locate methods in which transformational leadership
can be utilized within a paternalistic leadership style.

Semi-Structured Interviews

The qualitative interviews comprised 16 teachers (eight native Chinese teachers and
eight international teachers) in the school's international department. Teachers were informed
about the research study by a recruitment letter sent to all teachers in the international
department (see Appendix D) via the school's email network, which the academic director
granted permission to do. More than 16 responses were received, so participants were
selected on a first-come, first-served basis. Each selected participant was given a letter of
informed consent and explained the purpose of the research (see Appendix A), the consent
form, and an opportunity to ask any questions. All participants signed the consent form two
days after receiving it, and interviews were scheduled for the following week.

Each interview was conducted on campus in the international department's conference
room, as permission was granted from the school's academic director (see Appendix B). Due
to the Chinese Winter Holiday, participants were suggested to select interview times before
January 6, 2023. Initially, participants were allowed to select a more convenient time.
However, due to the short time frame, participants were influenced to suggest an interview
time before the holiday vacation. All participants had no problems or concerns and chose to

conduct the interviews on December 30-31. Each interview consisted of 12 questions (see
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Appendix E). Interviews averaged around 30 minutes. The most extended interview was 52
minutes, and the shortest was under 15 minutes.
Data Analysis and Results

A data analysis spiral, a multi-faceted method used for data organization and
management, was used in the analysis process to locate emergent ideas, create, and explain
themes occurring in the research, data classification, interpretations, and visual
representations in the form of a coding system (Creswell & Poth, 2018). The data analysis
model used a step-by-step procedure to locate emergent words and phrases, coding and
collapsing, and develop final themes within each research question. The procedure of the data
analysis spiral included five steps:

1. The organization and management of data (Creswell & Poth, 2018).

2. Locating and memorizing emergent themes (Creswell & Poth, 2018).

3. Classifying the located codes into themes (Creswell & Poth, 2018).

4. Assessing and developing interpretations (Creswell & Poth, 2018).

5. Presenting the data in a visualization (Creswell & Poth, 2018).

The first step of the data analysis spiral involved the organization and management of
data (Creswell & Poth, 2018). After all interviews, a data transcription program, Otter.ai, was
used to transcribe the audio from the recording device to a word document. Additional
formatting was conducted to separate the interviewer and the research participant. The
interview transcript remained original and in its entirety.

The second step of the data analysis spiral was locating and memorizing emergent
ideas that addressed the research questions (Creswell & Poth, 2018). All interview transcripts
were uploaded to MAXQDA, a qualitative research software program for coding assistance.

Each interview was read multiple times, and located issues, new ideas, and other information
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related to the research questions were coded on the text for future reference. Emergent ideas
were coded in the same color.

Classifying the located codes into themes was the next step in the data analysis spiral
(Creswell & Poth, 2018). Each of the 12 interview questions was color-coded in the software
by highlighting the participant's response and was labeled as the question for each title. Each
color-coded interview question contained sub-labels of highlighted themes in each question.
The theme received its own color and one-word description. Re-emerging themes were
grouped together. After locating all themes, each code was analyzed regarding the frequency
of appearance within all interviews, information addressing the research questions, and future
effectiveness within the international department. The final themes located from the analysis
process are the following: organizational achievement, multi-cultural integration, cultural
adaptation, and collaborative improvement.

The fourth step in the data analysis spiral was assessing and developing
interpretations (Creswell & Poth, 2018). Participants from both teacher groups responded
similarly to transformational leadership issues based on cultural differences. Chinese teachers
displayed difficulty being thorough in responses, as several explained needing more
experience with transformational leadership. While both teacher groups expressed more
collaborative activities, differences in work culture could present an issue as Chinese teachers
expressed that individual work was a style most accustomed to Chinese work culture.

The final step in the data analysis spiral is presenting the data finding using a
visualization (Creswell & Poth, 2018) (see Table 2). The table includes each research
question, the emergent words and phrases, the coding and collapsing process, the final

themes, and relevant findings quote.



TRANSFORMATIONAL LEADERSHIP INTEGRATION

Table 1

The Data Analysis and Coding Process

60

Emergent
Words/Phrases

Process of Coding and Final Theme

Collapsing

Relevant Quote

Research Question 1:

What are the main
issues between
managers and
subordinates within the
organization’s current
leadership style?

Research Question 2:

How can
transformational
leadership be effectively
implemented within a
paternalistic leadership
style?

Research Question 3:

What problems arise
with Chinese staff
members when
implementing
transformational
leadership?

Research Question 4:

How could overall
efficiency and
communication improve
between Chinese and
international staff
members?

Workplace bias, more
guidance needed, unfair
work distribution, open
communication,
organizational
leadership, employee
achievement,

problem-solver,
empathy.

Time, Professional
Development (PD), Not
possible, acceptance,
understanding its
benefits, cultural
differences, more
collaborative activities,
sufficient time.

Leaders relinquishing
power, Chinese work
culture adaptation,
Chinese traditional and
cultural adaptation, no
issues.

Cultural immersion,
language barrier, multi-
cultural understanding,
PD workshops, more
teacher involvement.

The emergent
words/phrases were
related to current issues
with leadership and
desired leadership traits.
The end result is that
eliminating the issues
and incorporating the
traits is an
organizational
achievement.

Organizational
Achievement

Multi-cultural
Integration

Most responses involved
ample time and
understanding the
differences between the
two work cultures. The
responses also included
the methods listed with
a collaborative effort
between Chinese,
international teacher
groups, and leadership.

Chinese and
international teachers
agreed that Chinese
leadership, business
culture, and traditional
culture would be the
largest obstacle to
overcome when
implementing
transformational
leadership.

Collaborative
Improvement

Participants explained
the issue is not with a
multi-cultural staff. All
teachers want more time
to work with one
another for professional
and organizational
achievement.

Cultural Adaptation.

“They know all the
information, but
sometimes they should
listen to teachers’ ideas
because sometimes I ask
many questions and
good ideas, but they will
answer none or one, but
they won't explain me
more about the details
about the extension I
want to ask or suggest.”

“I would say the leader
should be more open-
minded and accept both
cultures from Asian and
from Western, while not
just following or
copying all the
leadership styles in
Asian countries; they
should learn more
leadership."

“I see this like trying to
train a lefty to write
with their right hand
while they're left.
Imagine being 30 years
old and left-handed, and
then all of a sudden,
you've been told that
you have to start writing
with your right hand.”

“So, I don't really think
that there's a problem
between Chinese
teachers and foreign
teachers, but I think that
to get more
collaborative stuff done,
I think that there needs”.

Research Question 1: What are the main issues between managers and subordinates

within the organization’s current leadership style?

Themes from Chinese teachers related to workplace bias and receiving more

workload than international teachers when interviewing participants regarding current issues

between managers and subordinates. Both teacher groups mentioned additional themes
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related to organizational leadership that needed to be conducted, including further guidance
in achieving tasks, opportunities for communication with leaders, expectations for employee
achievement, the introduction of problem-solving methods and strategies, and empathy
towards teachers' daily responsibilities. Regarding improvement with the current leadership
styles and achievement expectations, one international teacher stated, “It’s important to also
do follow-ups on applying what we need, so we can have a meeting saying that we need to do
this. I would say we don't have those follow up to make sure that what we discuss, what we
have told should be done, is actually done." Seven of the eight Chinese teachers expressed the
need of leaders providing more support for individual and organizational success. One
Chinese teacher stated, “I Hope that leaders can lead their own career development. In fact,
today's leaders have it, because for individuals, in addition to their own independent
development, the help of important others is also very important. They can pass on
experience, provide method support, and provide spiritual guidance.”

The themes identified for research question one mostly pertained to obstacles in
achieving organizational goals. Whether the research participants described leadership being
more interactive with teachers or teachers having more of a voice with current issues, all
participants agreed that organizational achievement was an issue that needed to be further
improved upon. The final theme derived from the located themes was an organizational
achievement.

Research Question 2: How can transformational leadership be effectively implemented
within a paternalistic leadership style?

Regarding methods for implementing transformational leadership, only some teachers
believed transformational leadership elements would not be possible in a paternalistic

leadership setting. One Chinese teacher explained, “Even the leaders say something like, you
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can probably do the actions based on your personal preference, but they will just follow the
leader’s preference.” Out of the 16 teachers interviewed, 12 teachers were more optimistic
and suggested PD workshops or other collaborative activities, a thorough explanation and
acceptance of transformational leadership, benefits for academic and organizational
achievement, sufficient time, and integrating the cultural differences between Chinese and
international work culture to achieve cohesive efficiency. Another Chinese teacher
summarized the issue several teachers explained during the interviews, “I would say the
leader should be more open-minded and accept both cultures from Asian and from Western,
while not just follow or copy all the leadership style in Asian countries, they should learn
more leadership." The themes identified in research question four expressed few concerns,
but sufficient time in adapting the leadership style for Chinese teachers, due to the different
concepts and methods transformational leadership possesses, is needed. Since the study is
focused on integrating transformational leadership elements within a paternalistic leadership
style, teachers from both cultural backgrounds working together for success is critical. The
final theme for research question two is multi-cultural integration.

Research Question 3: What problems arise with Chinese staff members when
implementing transformational leadership?

As transformational and paternalistic leadership are highly different styles, both
teacher groups expressed a few problems that may occur when implementing
transformational leadership elements. The emerging themes were related to Chinese work
culture and traditional/cultural adaptation. Relating to the difference in work culture, one
international teacher stated, “I see this like trying to train a lefty to write with their right hand
while they're left. Imagine being 30 years old and left-handed, and then all of a sudden,

you've been told that you have to start writing with your right hand.” Four Chinese teachers



TRANSFORMATIONAL LEADERSHIP INTEGRATION 63

had similar responses as the international teacher’s statement, but were open to the concept of
implementing transformational leadership. Other problems identified by teachers included
leaders willing to relinquish decision-making power, while only some teachers from both
groups believed there would be no problems with the implementation process. Two Chinese
teachers, however, were quite reluctant towards any use of transformational leadership. One
teacher explicitly stated, “No transformational leadership. Just ask one leader to do
everything. Just tell them what to do. That's okay.”

The final theme derived from the emerging themes was cultural adaptation.
International and Chinese teachers are aware of the difference in work culture as being an
obstacle for integrating elements of transformational leadership. The emerging themes were
related to elements of adaption in Chinese work and traditional culture to address the issues
relating to Chinese teachers and transformational leadership.

Research Question 4: How could overall efficiency and communication improve
between Chinese and international staff members?

Except for the language barrier and differences with Western slang terms or phrases,
14 of the 16 teachers welcomed opportunities for improving communication among Chinese
and international staff members. According to one Chinese teacher, “I would probably
organize more activities to kind of unite the teachers in my department. I just felt like the
Chinese teachers don't really communicate with the foreign teachers very often. We need to
create an environment for them to kind of communicate.” Involving all teachers to
communicate more during weekly meetings, conduct PD activities and workshops, and
provide opportunities for both teacher groups to develop deeper multi-cultural understandings
were emerging themes for improving communication and efficiency. A Chinese teacher

stated, "I don't really think that there's a problem between Chinese teachers and foreign
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teachers, but I think that to get more collaborative stuff done, I think that there needs to be
more input from teachers to the leaders." As all themes were related to strategies and methods
for creating improvement for organizational goals and multi-cultural communication, the
final theme to address research question four is a collaborative improvement.
Reliability and Validity

Ensuring reliability and validity before conducting a qualitative action research study
was a critical component that must be included throughout the analysis. The most significant
concern relating to reliability and validity was the level of honesty Chinese teachers would
have throughout the interview process, as paternalistic leadership and cultural beliefs are not
accustomed to allowing subordinates to speak openly and candidly towards or about
superiors. Trustworthiness, transferability, and construct validity were three methods that
served as guidelines throughout the analysis to ensure reliability and validity.
Trustworthiness

Establishing trust and ensuring participants had complete familiarity with each area
was understood so reliability could be maintained. Before starting each interview, a friendly
conversation occurred with each participant. The conversations were informal and consisted
of general topics. Conversations lasted around ten minutes. After the conversation, the
interview guidelines were reviewed, the purpose of the interview was stated, and the
assurance that all information was confidential. Suppose the participant did not want to
answer specific questions; it was entirely the participant's choice. Once the participant
approves, the interview will commence.

At times throughout the interview process, some participants would ask for
reassurance that all information shared was anonymous before sharing truthful information.

Research participants were reassured that all names would be redacted upon completion of
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the data collection and elements from the interview that could potentially identify the
participant would also be omitted. After the reassurance, participants would provide detailed
information critical to issues needing to be addressed throughout the study. Some participants
asked for further clarity relating to unclear questions. After thoroughly explaining,
participants felt more at ease and shared their responses.
Transferability

Throughout the interview process, Chinese and international teachers expressed
concern regarding adopting transformational leadership elements in a paternalistic leadership
environment due to the differences between Eastern and Western work cultures. However,
collaboration was one area both teacher groups expressed as highly beneficial and critical for
organizational and individual success. Transferability is a method to display findings from
research in other contexts (Stahl & King, 2020). The PD workshop was a way for teachers of
both work cultures to work collaboratively with leaders in a transformational setting
successfully. Feedback from teachers after the workshop and the questionnaire displayed that
the process could be more challenging and educational in presenting concepts that can be
used in the classroom. The request for future PD workshops involving transformational
leadership elements will occur within the institution monthly by request of the teachers.
Reflexivity

The feedback questionnaires from the PD workshop served as an evaluation to
effectively test measures. Since the questionnaire was an original research instrument, SMEs
in transformational leadership and international education examined the research questions
and research procedures. The SMEs gave feedback to achieve validity and be appropriate to

administer.
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Conclusion

The data analysis involving the qualitative interviews uncovered several themes and
was coded in developing four final themes: Organizational achievement, multi-cultural
integration, cultural adaptation, and collaborative improvement. All information was critical
in locating areas for transformational integration and departmental success. Each theme
contained information provided by research participants to address each of the four research
questions.

Each research participant was interviewed using the same questions. However, the
contrast in responses were due to the difference in cultural backgrounds between Chinese and
international teachers. While both backgrounds respect leadership and strive for
organizational achievement, expressing concerns can be more reserved for Chinese staff
members.

Transformational leadership is a relatively new concept in Chinese work culture. Six
of the eight Chinese teachers were nervous and expressed concerns, yet willing to adapt the
transformational leadership elements with the support and guidance from leaders to achieve
the working concepts of transformational leadership. International teachers were more
skeptical of Chinese teachers’ integration due to the cultural differences. However, teacher
from both cultural backgrounds and leadership are quite optimistic regarding future success
of transformational leadership usage within the international department.

Findings, interpretations, conclusions, and limitations are discussed in chapter five.
Recommendations for future studies and implementation are also examined. Finally,
implications for leadership and a conclusion for critical points and new knowledge are

summarized.
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Chapter 5: Discussion and Conclusions

The purpose of the qualitative study using action research was to explore teachers'
knowledge, perceptions, and adaptability toward integrating elements of transformational
leadership within a current paternalistic leadership style at a high school international
department in Southern China. Research findings were uncovered from qualitative interviews
with Chinese and international teachers from the international department. Four research
questions were used as guidance in locating final themes for improving and individual and
departmental goals. The research questions were related to issues between managers and
subordinates, effective methods for transformational leadership integration, concerns of
transformational leadership for Chinese staff members, and methods for improved efficiency
and communication between Chinese and international staff members. The final themes
derived from each research question included Organizational achievement, multi-cultural
integration, cultural adaptation, and collaborative improvement.

Further discussion and conclusions are examined in the final chapter of the research
study. An in-depth analysis of findings, interpretations, and limitations is conducted to extend
transformational leadership within a paternalistic leadership style. Recommendations for
further research and implications for leadership are also explored. Finally, conclusions
relating to critical findings, new knowledge, and crucial outcomes from the study will be
summarized.

Findings, Interpretations, and Conclusions

McClelland's (1965) need theory, Vroom's (1964) expectancy theory, and Burns’
(1978) transformational leadership theory were used in the study to locate ways to increase
motivation and address organizational and individual needs. During the interviews,

participants located three significant motivations for student success, money and personal
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growth. Chi-Ho (2015) explained that a sense of belonging was a top priority in Chinese
workplace motivation, while autonomy and individual independence pertain to Western job
motivation.

In the literature review from chapter two, motivational theories were used to research
components of Chinese culture and society, business practices, leadership styles, and the use
of transformational leadership in Chinese work culture. The most significant difference
between the two work cultures pertains to Chinese leadership utilizing a paternalistic
approach. Paternalistic leadership is a hierarchical leadership style containing the elements of
morality, benevolence, and authoritarianism to maintain organizational productivity and
control over subordinates (Lau et al., 2020). Although benevolence develops relationships
between leaders and subordinates (Qian & Walker, 2021), authoritarian elements can limit
teamwork, employee satisfaction, and speaking freely (Lau et al.). The interviews from
Chinese teachers confirmed teachers’ reluctance in speaking openly due to being accustomed
to an authoritarian leadership background. Chinese teachers did show reluctance at the start
of the interview process and expressed how shared decision-making were new concepts in
Chinese work culture. Mian Zi, or having dignity, as explained by Hong and Yu (2018) was a
potential obstacle prior to the interview as Chinese citizens are afraid of taking risks and
experiencing shame or personal failure. The research disconfirmed Mian Zi as being an
obstacle for achieving results for the study due to anonymity being secured during the
interview process.

Traditional Chinese culture focuses on Confucian ethical practices, which can limit
employees from speaking freely to leaders based on respect and fear of losing face (Atherton,
2020). A Chinese teacher explained reluctance in speaking freely from a previous experience,

as the teacher was heavily criticized by a former superior for speaking out of their role. The
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interviews during the research study from Chinese and international teachers confirmed the
differences between cultures, and difficulties adapting to a leadership style where employees
can speak more openly could present several obstacles. Although the issue was addressed in
the interviews, Chinese and international teachers suggested using minimal transformational
leadership integration as a scaffold approach and providing encouragement and patience
throughout the process.

Aside from paternalistic leadership, charismatic leadership is another form used in
China that displays a positive correlation between employees and leadership, utilizing
empowerment of employees, empathy, and impartiality (Zhang et al., 2022). Characteristics
of charismatic leadership are similar to transformational leadership. From the interviews, two
Chinese teachers were still reluctant towards a collaborative approach, stating that the
teacher's main priority is to teach, and leaders are to lead. The remaining teachers high
enthusiasm towards future PD workshops, collaborative practices during weekly meetings,
and team building activities to strengthen individual well-being and a sense of belonging for
all teachers and staff members of the international department. The elements of collaborative
leadership in Chinese culture can prove successful, yet the research showed reluctance
toward Chinese teachers accustomed to a paternalistic leadership style.

Regarding transformational leadership in China, Liu (2018) explained the style as a
relatively new concept and is currently rising in Chinese organizations throughout China.
While several studies produced positive results, including reducing teacher burnout and
increasing teacher meaningfulness, self-determination, and competence (Tsang et al., 2022), a
study by Liu (2021) unveiled negative coordination between transformational leadership and
teacher efficacy as teachers were unable to take self-direction. The concerns about

transformational leadership correlate with the statements from the interviews regarding
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Chinese teachers being able to adapt to a new leadership involving all staff members working
towards one goal. Since teachers have the full approval and encouragement from leaders
regarding transformational leadership integration, leaders, Chinese, and international teachers
can work efficiently and cooperatively in a stress-free environment to discuss and formulate
new strategies to improve ongoing issues within the international department. The research
study extended on the current literature conducted by Liu, as Chinese teachers can take
direction. Feedback from five of the eight Chinese teachers felt confident in self-directed
leadership if leadership is supportive and transformational leadership elements are
consistently practiced through monthly workshops and bi-weekly meetings.

Regarding the teacher motivations of student success, money, and personal growth,
transformational leaders influence trust among employees by focusing on motives and needs
and providing support when needed for followers (Li, 2022). Chan and Ma (2018) explained
the importance of monetary benefits and bonuses for encouraging successful transformational
leadership. While 12 of the 16 teachers interviewed expressed money is the secondary
motivator, 14 of the 16 teachers explained the importance of student success as the primary
motivation. Out of the 16 teachers’ interviews, 13 expressed interest in conducting ongoing
meetings and evaluation to meet set goals by teachers, which can promote personal growth
and potentially more significant opportunities.

The interpretations and inferences involved statements made by participants during
the interviews. Chinese and international backgrounds equally expressed concerns about
integrating transformational leadership within a paternal leadership style based on traditional
Chinese culture and business. However, Chinese teachers felt more optimistic throughout the

interview process and learned about the role leadership will take in providing motivation and
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encouragement when implementing transformational leadership elements within the
international department.

The study concluded that transformational leadership elements could be implemented
within a paternalistic leadership style at an international high school department in China
using minimal integration, extensive explanation to teachers of the importance of
transformational leadership with detailed procedures, and support and encouragement from
leaders throughout the process. Organizational achievement, multicultural integration,
cultural adaptation, and collaborative improvement, guided expectations for successful
transformational implementation were the foundational themes located by participants in the
interviews. The themes will provide foundational guidance towards implementing
transformational leadership elements within a multi-cultural working environment.

Limitations

The research study was limited to 16 international and Chinese teachers in a Southern
Chinese international high school department. The primary limitation was that Chinese
teachers provided more subjective responses regarding transformational leadership based on
Chinese culture and business practices that contrast with a transformational leadership style.
In addition, international teachers expressed similar concerns regarding Chinese teachers
during the interview process and not sharing true beliefs, viewpoints, and experiences based
on cultural and business practices in being reserved with responses. Overall, most teachers
from Chinese and international backgrounds provided responses containing thorough, rich,
and original information from personal experiences. The use of reflexivity, trustworthiness,
and transferability was used during the interview and workshop process to ensure validity and

reliability were established while facilitating for potentially occurring limitations.
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Transformational leadership integration conducted in the workshop was in the
primary stage to determine its effectiveness. If further stages contained higher levels of
intricacy, the results might not be as successful as the implantation used in the workshop. In
addition, Chinese and international teachers stated from the qualitative interviews that no
previous issues regarding communication among staff members, aside from the language
barrier, were prevalent. Since the topic was related to organizational improvement, teachers
and leaders could freely express current concerns and methods towards possible solutions, as
all participants were working towards the same goal. The atmosphere before the research
study displayed no issues among the multicultural staff, as an adequate level of
trustworthiness was present.

Although the transferability of the implementation process was successful in the
research study, the same results may differ from other organizations. Liu (2021) described
transformational leadership as unsuccessful in previous studies due to leaders needing to
develop skills in teacher professionalism and engaging in closer contact. The interviews
conducted in the study highlighted minimal pressure for teachers when communicating with
leaders. The support of leadership for transformational leadership is integral for success in
China, as leaders utilizing a strictly paternalistic approach, primarily focused more on the
authoritarian elements of paternalistic leadership, will hinder the progress of transformational
leadership implementation and teachers' confidence in speaking freely to leaders.

Construct validity occurred during the workshop experience and the feedback
received at its conclusion. As stated before, the results could vary in other organizations. The
research study contained 16 participants who openly communicated with peers and leaders.
The results could differ with a larger population or 16 participants needing more open

communication with staff members. Additionally, Chinese staff members with a strictly
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paternalistic leadership style may need help adapting or may be unwilling to adapt based on
its complexity in being a far different leadership style the staff members may be accustomed
to using.

Recommendations

On a global scale, implementing transformational leadership can produce motivational
traits for teachers in China to become more self-valued by presenting concerns or solutions
towards issues of which leaders may need to be made aware of methods to increase
efficiency, as demonstrated by the workshop activity. Chinese leaders may feel reluctant to
utilize transformational leadership, as the feeling of altering the current paternalistic
leadership style may be minimalized. Stating transformational leadership is not eliminating
paternalistic leadership, but utilizing Eastern and Western leadership styles in a multicultural
staff is critical.

After the interviews, research participants requested workshops and other
collaborative and team building activities to be conducted in the future. While the request
came from the participants, workshops should be conducted, as stated from the interviews
regarding successful transformational leadership within the department in needing to be an
ongoing practice. Transformational leadership differs from the style Chinese staff members
are accustomed to following. If ongoing workshops and transformational leadership are not
utilized, the elements could be difficult to grasp after a single activity and forgotten by staff
members.

Liang et al. (2020) described current reforms regarding the Chinese educational
system, encouraging teachers to conduct research for professional and organizational growth
by incorporating more staff meetings, attending professional development workshops, and

analyzing past data for areas of improvement. The use of transformational leadership
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elements within international educational departments in China should facilitate a foundation
for staff members to achieve the objectives contained in the new reform. Regarding 21st-
century educational trends of education policies in China, Li (2017) describes the focus on
lifelong learning, improving quality education, democratic decision-making, and establishing
modern school systems. Transformational leadership encourages shared-decision making
among staff members for organizational improvement and could provide support in
facilitating the expectations regarding the current education policies in China.

The research study results can be used as guidance for international departments in
China. The importance of implementing transformational leadership elements at international
departments in China is to prepare students and teachers to become more global-minded since
most students will continue higher educational endeavors abroad, staff members
communicate and implement international standards, and multicultural integration occurs
daily between Chinese and international staff members. However, additional adaptations or
modifications may need to occur within each organization deciding to implement
transformational leadership elements to achieve desired organizational success.

Implications for Leadership

Integrating transformational leadership elements within a paternalistic leadership style
relies on leaders encouraging and motivating teachers to develop shared decision-making
capabilities and established self-value within the organization. Since paternalistic leadership
contains authoritarian elements in a hierarchical approach, employees are often reluctant to
speak openly in addressing issues or concerns based on societal practices in Chinese culture.
The research study displayed success in a significant part due to leadership understanding the
purpose for integrating transformational leadership, as leaders understand the critical element

of providing encouragement and motivation towards teachers throughout the transformational
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leadership integration process. Chinese leaders adapting towards transformational leadership
practices by not involving the hierarchical and authoritative aspect of paternalistic leadership
style can promote Chinese and international teachers to speak freely and not be concerned
about repercussions for any statements made. Integrating leadership practices from Eastern
and Western cultures in a multicultural working environment can create a solid foundation
for leaders to become more effective by empowering employees and producing efficient
outcomes.

Leadership is critical in all areas to ensure authentic transformational leadership can
occur. Tan et al. (2021) described the increase in employee innovation from transformational
leaders in promoting new practices, values, and norms that can promote increased levels of
job performance. The elements possessed by transformational leaders can impact teachers to
further empower students, peers, and community members with inspiration, idealized
influence, individual consideration, and intellectual stimulation (Tan et al., 2021).

The importance of utilizing transformational leadership within a paternalistic
leadership style can have a beneficial impact on stakeholders. Atherton (2020) explained
Western business practices within Chinese organizations while aligning cultural philosophies
to maintain order and gain a competitive edge in the ever-competing marketplace. Utilizing
Eastern and Western leadership practices within the international department can promote
global citizenship, a critical element when parents decide on an international educational
endeavor for future enrollment.

Conclusions

In utilizing Vroom's (1964) expectancy theory for conscious decision-making,

McClelland's (1965) motivation theory for driving motivators in teachers, and Burns’ (1978)

transformational leadership theory for inspiring leaders and followers to empower one
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another, critical findings in the research study included student success, money, and personal
growth. Although teachers from Chinese and international backgrounds expressed concerns
during the interviews regarding the intricacies of implementing transformational leadership
elements based on Chinese culture and business practices, the shared vision, collaborative
practices, and teamwork atmosphere with leaders working aside teachers provided more
confidence and optimism for Chinese and international teachers.

Before the study, previous studies regarding Chinese organizations utilizing
transformational leadership contained mixed results as the leadership style is relatively new
within Chinese work culture. The study unveiled that if Chinese teachers are open-minded
and opportunistic towards a self-directed learning style, transformational leadership can be
integrated with paternalistic leadership. Leadership is critical for implementing
transformational leadership, as trust in leadership is at the forefront in Chinese work culture.
Participation and collaboration encouraged by leaders is critical for teachers to display more
positive outcomes. Aside from teachers understanding the importance of transformational
leadership, leaders need to understand its positive impact on an international organization
clearly and its benefits for individual growth and employee sense of value within the
department.

International education is a vital part of Chinese education and its economy.
Promoting a leadership style and incorporating Eastern and Western practices can be highly
beneficial in achieving a competitive edge in the ever-emerging international education field.
Equally important, the collaborative and self-motivational factors derived from
transformational leadership in staff members can be instilled in students to develop a well-
rounded sense of global citizenship, a critical element needed to succeed abroad in future

higher educational endeavors.
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Since transformational leadership is relatively new in China and understanding the
differences in culture and business among Chinese staff members, a scaffold approach is
recommended to provide a general understanding and outcomes. The study displayed positive
outcomes due to each teacher and leader's thorough understanding and ensuring that all
members work towards a common goal. Leaders still possess the leadership role but should
provide more motivation and encouragement instead of an authoritarian approach contained
in paternalistic leadership regarding transformational-based activities. While results may
differ within each organization, consistent, ongoing transformational practices must be
conducted to ensure that proper elements of transformational leadership are appropriately
conducted. The result of the research study contained Chinese and international students
requesting team-based and collaborative activities in the future as teachers and leaders
located the self and organizational value for future transformational leadership integration

within a paternalistic leadership style.
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Appendix A

Letter of Consent

Prospective Research Participant: Read the consent form carefully and ask as many
questions as possible before deciding whether you want to participate in this research study.
You are free to ask questions at any time before, during, or after your participation in this
research.

MRS 5% ERERESMAMAZE, HFANEARBHIHRERTH
W, BTNESSATRZE . P FOETHE & s,

Project Information

Project Title: Qualitative Action Research: Integrating Transformational Leadership
within a Traditional Chinese International Department

MERR EETHIMR BEEAASBATEECSGAR

Researcher: Derek Anderson
Organization: The American College of Education
Email: derek.anderson4003(@my.ace.edu  Telephone: 199-0227-2144

Date of IRB Approval:

Please note the research study has been approved by the American College of Education
Institutional Review Board. The IRB approved this study on (insert date on ACE IRB
approval letter). A copy of the approval letter will be provided upon request.

HER, RUARERBEXEHEZHRVMEEZRZAHAE. IRB T G ;3
TRXIAR (£ ACEIRB #tEEHREABR) . BREZREHIEEHEIR,

Dissertation Chair: Dr. Julius Wynn

E-mail: Julius.Wynn@ace.edu

Introduction

I am Derek Anderson, a doctoral candidate at the American College of Education. I am doing
research under the guidance and supervision of my Chair, Dr. Julius Wynn. I will give you
some information about the project and invite you to be part of this research. Before you
decide, you can talk to anyone you feel comfortable with about the research. If you have
questions, ask me to stop as we go through the information, and I will explain. If you have
questions later, feel free to ask me then.
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# 2 Derek Anderson, ZXEHBFBME L. RIEAERNER Julius Wynn 1
MEESHTEE THITMR. WEABRBEXZMEN—LEER, FEBEESS5RXM
MR, AEMEREZH, SUNSEAENXMARBZIHRAOAZK. WREF
EHFREE, BERNMNEERMILERETR, RIBE. MRENEEEE, 5B
E 2

Purpose of the Research

The proposed qualitative study will use action research to explore teachers' knowledge from
an international high school to properly implement elements of transformational leadership
within a paternalistic leadership style. You are being asked to participate in a research study
that will assist with providing valuable input to address current interdepartmental
collaborative and communicative issues. This qualitative study provides the researcher with
valuable input to enhance the best communicative and collaborative practices.

MM EMF RN ENEERTHIRRRRRERSFHMNAIR, NEXRKRAAS
R ERKEEERRAINER . BRBRSN—UHR, BHREEMTRHER
HERMEL, MUBRYEIRERIEIMEFSOREIE . #ITXMEMEARATRA RIE
HTYERNEL, TJRUBRRENIORMMESLE.

Research Design and Procedures

The study will use a qualitative methodology and an action research design. The study will
comprise 16 participants who will participate in the international department. The study will
involve a semi-structured interview conducted at the site most convenient for participants.
After the interview, a debrief session will occur (OPTIONAL).

SRR ARSI SIE . HREE 16 85 5FAR, (I1ESME
[RER. FIEH R AR SES B E NI T AR, ERERE, B3
F—RCRE (TH) .

Participant Selection

You are invited to participate in this research because of your experience as an international
teacher who can contribute much to the qualitative input, which meets the criteria for this
study—participant selection criteria: International department member.

RIS X T 52 B b 61— B E R RUR 2% T MU E R A M RAR
i, SHEATRME. SEERFRE ERSRA.

Voluntary Participation

Your participation in this research is entirely voluntary. It is your choice whether to
participate. If you choose not to participate, there will be no punitive repercussions.

BZEXMMRTERBEN. EESNEMRNERE. MREEEASM, BAEX

L[| 41 &5
:.tIJ }fE\,F?'l«U o
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Right to Refuse or Withdraw

Participation is voluntary. If you wish to end your participation in the research study, you
may send me an e-mail explaining that you are opting out of the study. There will be no
repercussions for leaving the study.

Z52BRMN. B MBENERAE-—HETHME, HHGEFRHIZAR. BT
REAZFEEIZN.

Procedures

We are inviting you to participate in this research study. If you agree, you will be asked to
answer questions related to current strengths, issues, and areas for improvement related to
leadership, co-workers, and other areas in which you currently see an issue.

RIWBES SETHE. NMBEER, CHEEREE—FISLHMHS . DB
FERCHOMGABX A, KEMASRS . FEURES A FEDEN L
i .

Duration

The interview portion of the research study will require approximately 30 minutes. If you are
chosen to be a participant, the time allotted for you will be selected in the international
department’s conference room. Before an interview, you will be asked to provide permission
to have the interview recorded to have accurate transcripts for data. A follow-up debriefing
session will take  (OPTIONAL).

HERRNIFRBOARATE 30 DA ETH. WREBEASEE, DEELENH
ERESSETEN MR EEE, ARRZE, A7TRSEROEBIECE, &8
WEKRKREICFEIXNTT ., FRERCREFE_ (T%) .

Risks

The researcher will ask you to share personal and confidential information, and you may feel
uncomfortable discussing some topics. You do not have to answer any questions or
participate in the discussion if you do not wish to do so. You do not have to give any reason
for not responding to any question.

ﬁﬁ?%)\i %Xu PAMYEZER, BURESENIKILRELEIET M RE AR
MREABXEM, AR \M\@ﬁﬁcﬂllﬂnﬂ‘kﬁ '31‘1‘130 AL AN E] F e 5] LAY
EfIES.

Benefits

While there will be no direct financial benefit to you, your participation will help us learn
more about improvement within the international department. The potential benefits of this
study will aid the global-minded preparation for students and organizational growth among
all teachers and staff members.
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BARGEHEREENE NG, BENSSURSEMINES 7 RERE
RGN . XA RNEBEFEER T AFENMFE RN TIEARNBR LR
WEF EIRUA R

Confidentiality
I will not share information about you or anything you say with anyone outside the

researcher. During the defense of the doctoral dissertation, the data collected will be
presented to the dissertation committee. The data collected will be kept in a locked file
cabinet or encrypted computer file. All interview data (audio recordings and typed
transcripts) will be stored in a password-encrypted folder on a personal external hard drive
for three years, to which the researcher only has access. After three years, hard copy data will
be shredded, and the files on the external hard drive will be deleted and destroyed. During the
research process, any or all names which may identify anyone on the data will be removed.
Participants will be debriefed after the interview to ensure all data will remain secure and
anonymity will remain constant throughout the research process, per the informed consent
agreement. Each participant will receive an e-mail of the interview transcript for member
checking after the data has been collected and transcribed. Participants will examine the
transcript for accuracy and validity. Any information about you will be coded and will not
have a direct correlation, directly identifying you as the participant. Only I will know what
your number is, and [ will secure your information on a password-protected external hard
drive.

BASEWRARMIMIEFTAR ZXTENEEEMANETEE. EELIEX
ZHE, WENBERRISHXZERS . WEIINSIEFRTFE LB XEEY
MBI ENXMG . FEHREEE (FFEMITFIEX) BEDAINBEZ =S L
MBEME X FEFE=F, RBEWRARYRIFRE. =F/F, FEIEEREEH
W, SNEWEE B EMEBRTIER . EMREET, (EESAE URIRAIEET

ERIANRZFEHEEMER. REAMBEREHL, SE5EBREXFREZLR, MHBR
FrBEEESRBLEHFEEEMRIETREBESR. BEERENERE, 815
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S5EHMZWE—HXPILKME TR, HERRE. SE5ZFEREMGENERNE
MEMM. XTENEAESSEEED, FAFEEXK, BEEERRIAZS
F. AERAMEENEIRSHE, FEARSBEENEERTFAEX BLMRIFASMBER I
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Sharing the Results
At the end of the research study, the results will be available for each participant. It is
anticipated to publish the results so other interested people may learn from the research.

EMRERN, BMSE5FEHTURTER. TUTEANER, MEHMBRXBHA
JUMPFFRFES],

Questions About the Study

If you have any questions, you can ask them now or later. If you wish to ask questions later,
you may contact Derek Anderson. This research plan has been reviewed and approved by the
Institutional Review Board of the American College of Education. This committee's role is to

protect research participants from harm. If you wish to ask questions about this group, e-mail
IRB@ace.edu.

MREFEAEE, BN AESFEERY . RELHEFRE &, Ko NEKR
Derek Anderson, A RITVIEELEEREXZFVMEEZASEZEBEL . XE—1Z
R, HRRERAERMRSS5EERMGE. MREEEIZ/NAHIRR], 1BRIXE T4
% IRB@ace.edu,

Certificate of Consent
I have read the information about this study, or it has been read to me. I acknowledge

why I have been asked to be a participant in the research study. I have been provided the
opportunity to ask questions about the study, and any questions have been answered to my
satisfaction. I certify that I am at least 18 years of age. I consent voluntarily to be a

participant in this study.

O T AR S ER, B OEar. TAI N 2R E
RN TS 5% . AP IX TR FCGE S R AL, AR ] 1] AR A5 3 1 s 7]

& FAEWREADE 18 ¥ WA FZE NI NS 5%
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Print or Type Name of Participant:

Signature of Participant:

Date:

I confirm that the participant was allowed to ask questions about the study, and all the
questions asked by the participant have been answered to the best of my ability. I confirm
that the individual has not been coerced into giving consent, and the consent has been given

freely and voluntarily. A copy of this Consent Form has been provided to the participant.

WIS HE A2 s iR, IF HZ 55 S A A R B
REMIE . WHIADN NEAgoRaFE, JFHREZAMMAER. AREHMEAC

MLz 5%,

Print or type the name of the lead researcher:

Signature of lead researcher: Date:

PLEASE KEEP THIS INFORMED CONSENT FORM FOR YOUR RECORDS.

HRE AR R UEER.
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Appendix B

Contact Site Permission Letter

Contact Site Permission Letter

November 30, 2022

Dear ¢

My name is Derek Anderson, and I am a doctoral candidate at the American College of
Education (ACE) writing to request permission to interview teachers in the conference
room of the international department. This information will be used for my dissertation
research on integrating elements of transformational leadership within a paternalistic
leadership style. The purpose of the qualitative study will be action research to strengthen
the collaborative practices among teachers and leaders to align with the organization's
vision of equipping students with the global-minded knowledge needed to be successful in
today's 21st-century marketplace.

Important Contacts for this study include:

Principal Investigator: Derek Anderson
E-mail: derek.anderson4003@my.ace.edu
Phone: 199-0227-2144

Dissertation Chair: Dr. JuliusWynn
E-mail: Julius. Wynn@ace.edu

Thank you for your attention to this issue and prompt response. | appreciate your time and
censideration of my request.

Regards,

Derek Anderson Point of Contact for

= s Research Site:
v/ ,0,.//) y M/——
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Appendix C

Field Test Feedback Modifications

6:00 AM
Hi Derek,

Please, feel free to send me your work, and | shall do
my best to support your research.

Best,

11:45 AM

Dear Derek,

The document has been received. | shall give you
some feedback in the morning through email.

Best,

1:44 PM

Hi Derek,

The tool you use is a good one to investigate
interviewees' perceptions. Of course, | have no
authority in your research to approve or not a
research tool as an appropriate one to gather data.
Rather your supervisor/tutor will have more of a say
into this.

From my perspective, | can state that it is well
structured and that | appreciated the level of narrative

in building the questions asked.

Best wishes,
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9:08 PM

Derek:

Ok! Sounds like an interesting topic. My email address
is

5:26 AM
Derek!

5:28 AM
| read it one time and will read it again.
Early thoughts:
Who are your subjects? If they are not
experts/initiates you should try to make the
introduction easier to understand.

5:30 AM

Without adding a lot of length or complexity, try and
define your key terms in the introductory narrative.

9:22 AM
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9:22 AM

Of course Derek... it is my pleasure..
Hoping | can be helpful J)

My email is

10:37 PM

Dear Derek,
Good day to you £}

I had checked your Research questions well, and | find
them excellent... regarding a subjective research only
... and that is fine.

But if your objective is to extend that to another level
of CULTURE change inside the institution... we can add
some other questions concerning the employees &
teachers current culture..and how it can be modulated
to a more transformational & cooperative one,
without devastating the Chinese original paternalistic
authoritarian culture . This issue ofcourse starts with
convincing the leaders about more collaborative style
& in the same time needs some engagement
strategies to encourage adding-value among all the
institutional members.

To summarise, | totally agree with the current
questions & suggest adding 1 or 2 more questions on
Culture & strategies to needed to include some
transformational style without conflicting with the
current Chinese culture.
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Appendix D

Recruitment Letter

Date:

Dear

My name is Derek Anderson, and I am a doctoral candidate at the American College of

Education. I am writing to let you know about an opportunity to participate in a research study.

Y Derek Anderson, s&3EEAF =R LA, REELN T ILEFES I

Pz

The research study focuses on implementing transformational leadership. This leadership
style strengthens communication and collaboration between Chinese and international staff
members and leadership within the current paternalistic leadership style used at the school. For your
participation, I would like to conduct a semi-structured interview of around 30 minutes inquiring

about current issues and experiences within the department.

AT T B R AE AR R P AR 2R A XU P S AR SR R 4T, 3 — A
5 E AN B 52 T 5903 2 2 A8 S IMERATT G . N TERNS S, WAEBT KR4S

PTG, K2 30 2B, R0 HR ] P9 24 A 1) AN 2560

Your participation in the study will be voluntary. If you wish to withdraw from the research at any
time, you may contact me using the information below.
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B2 502 B ER . WA R T, AT MEH LT EE SRR,
I may publish the results of this study; however, I will not use your name nor share identifiable data

you provided. Your information will remain confidential. Please contact the following if you would
like additional information about the study.

WATRE X AATR IR LA R (H, WASMEAENEY, A n FERMI AT
oo SERE BRRE  WREE TR G AN E 252, WA T AR

Candidate Contact Information:

If you meet the criteria above, are interested in participating in the study, and would like to
be included in the potential participant pool. Please review and accept the additional informed

consent letter attached to this form.

WARERT & _EidbriE, XBS 52T, IR BERANEES 55, FEE I

5 BT A BB R R RS

Principal Investigator: Derek Anderson

E-mail: derek.anderson4003@my.ace.edu

Phone: 199-0227-2144

Dissertation Chair: Dr. Julius Wynn

E-mail: Julius.Wynn@ace.edu

Thank you for your attention to this issue and prompt response. I appreciate your time and

consideration of my request.

SRR SV b ) R RIS RT 52 o SR A PRI ) 2% R R P K
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Appendix E

Research Instrument

Qualitative Semi-Structured Interview: Integrating Transformational Leadership

Elements Within a Paternalistic Leadership Style

Introductory Script

“Thank you for agreeing to participate in the interview today and returning the

consent form to me. Before we begin, what questions can I answer?

Today's interview will be recorded. May I start the recording?

So now that recording has started, may I confirm with you that I have your consent

for the recording?

Let me tell you a little about my study. As an international department located in
China, the department’s vision is to equip our students to be global-minded and thrive in
today's 21%-century marketplace. For students to become well-rounded global citizens in
today's international marketplace, an understanding of transformational leadership needs to
be established. Transformational leadership contains the elements of collaborative practices,
motivation, intellectual stimulation, and charisma, to name a few. In other words, they create
a team atmosphere within the organization, where leaders provide support and motivation to

achieve your goals. In most businesses throughout China and the current organization, a
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paternalistic leadership style is utilized, focusing on morality, benevolence, and
authoritarianism. This means that the company is more focused on individual performance
and hierarchical leadership structure. In speaking with the current director of the international
department, the use of transformational leadership elements within the current paternalistic

leadership style has been approved.

This research aims to locate issues between international and Chinese staff members,
staff members, and leadership. Since paternalistic leadership has more of a top-down
hierarchal approach, the department lacks collaborative practices among staff members and
leadership. By successfully implementing transformational leadership elements within the
department, staff members will be familiar with best collaborative practices in the classroom.
Thus, meeting the department's vision of best equipping students with a well-rounded global-

minded perspective.

I have developed a list of questions that addresses the current topic and its relation to
our current organization. If there are any questions that you want to avoid answering, we may
skip the question. If you would like to withdraw from the interview at any time, you may
certainly do so, and there will be no judgment or penalty. The interview should last around 30

minutes.

Before we start the interview, please tell me about yourself.”
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11

12.
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Interview Questions

. Based on your experience, what areas do you feel are the most significant differences

in work culture between Chinese and foreign staff members?

How comfortable do you feel working in a team (collaborative) atmosphere with a co-
worker of a different nationality? What barriers besides language are present?

As a teacher, please share your top five motivations for going to work and explain
why you chose each motivation.

What do you feel are the strengths and weaknesses of the current leadership style?

What problems arise within the workplace as it relates to different cultures?

What would you change when having the weekly meetings if you were the leader?

If you have an issue and need to speak with one of the directors, how confident do
you feel in speaking freely? Why?

What do you feel is the biggest disengagement between teachers and leadership
currently?

If the department implements transformational leadership elements, what concerns (if
any) would you have?

In comparing the current, paternalistic, and transformational leadership styles, which
do you feel is better for organizational efficacy and student learning outcomes? Why?

. What expectations do you have for anyone in a leadership role in this department?

Why?

Suppose you were in a leadership role within the department. How would you create
more of a collaborative working environment?
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Closing Script

"Thank you for taking the time to participate in this interview with me. Before I turn
off the recording, do you have any additional information that might be helpful to me? Do
you have any questions you would like to ask me about the study?...

Again, thank you. You have my contact information if you need to reach me later. I
will e-mail you a copy of our interview transcript for your review in the next couple of days.

You can correct any errors in the transcript you see."



