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Does “the servant as leader” translate into Chinese? A cross-cultural meta-analysis of
servant leadership
Aaron McCune Stein a, Chris M. Bellb and Yan Ai Mina

aSchool of Business, Central South University, Changsha, China; bSchulich School of Business, York University, Toronto, Canada

ABSTRACT
Servant leadership is a popular style of ethically-based leadership developed in the cultural context of the
United States and other Anglo-Saxon (Anglo) countries with a similar culture and managerial context.
However, much of the empirical research on this leadership style has been conducted in China, a country
with very different cultural and managerial traditions. It is not known whether the results of research
conducted in China can be integrated into a general theory of servant leadership. It is also unknown
whether servant leadership, which is widely promoted as an effective leadership style in Anglo countries,
will be equally effective for all employee outcomes in China. To answer these questions, we perform
a meta-analysis of servant leadership research (k = 112, n = 35,716) which compares the effects of servant
leadership on employees in China with its effects on employees in Anglo countries. Results show that
there is no significant difference in effect sizes between Chinese and Anglo employees for job perfor-
mance, organizational citizenship behaviour, creative behaviour, affective commitment, and job satisfac-
tion. The effect of servant leadership on leader-member exchange may be stronger for Anglo employees.
Implications for servant leadership theory and managerial practices in China are discussed.
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Servant leadership is an emerging leadership style which focuses
on how leaders can help their followers grow, develop, and
succeed (Liden, Panaccio, Meuser, Jia, & Wayne, 2014).
Although servant leaders are concerned with organizational per-
formance, they consider meeting the needs of individual fol-
lowers as their primary goal, which differentiates servant
leadership from similar leadership styles such as transformational
or ethical leadership (Van Dierendonck & Nuijten, 2011, 2014).
The servant leadership style has received much attention in the
management literature because research shows that followers
respond positively to servant leadership with increased in-role
and extra-role performance, engagement, and commitment
(Chen, Zhu, & Zhou, 2015; Chiniara & Bentein, 2016; Van
Dierendonck et al., 2014). Like most other leadership constructs,
the definition and measurement of servant leadership were
developed entirely in Western countries, primarily in the United
States. Management researchers have long warned that man-
agement theories developed in the United States may not be
completely applicable nor fully capture the nature of the con-
struct as it exists in another culture (Liden, 2012; Zhang et al.,
2012). This raises questions about how much we can infer from
servant leadership research conducted in China, a country with
a very different culture, economy, and business practices as
compared to the United States and other nations of the Anglo-
Saxon model. Notably, much of the servant leadership research
published in English language journals has in fact been con-
ducted in China. Indeed, over three times as many publications
on servant leadership use Chinese samples rather than samples
from any other non-US country (Eva, Robin, Sendjaya, van
Dierendonck, & Liden, 2018). The authors of these articles either

make the unstated assumption that their results can generalize
to servant leaders and their followers in any country (e.g. Hu &
Liden, 2011) or relegate the cultural context to a brief mention in
the limitations section (e.g. Bao, Li, & Zhao, 2018). This is impor-
tant because the servant leadership literaturemay be integrating
Chinese findings into a general theory without properly qualify-
ing those observations. An interesting corollary to this is that
Chinese researchers are blithely applying the American theory of
servant leadership without considering how it may apply differ-
ently to the context of Chinese leaders and followers. Chinese
journals have published over one hundred articles on servant
leadership, the vastmajority of which use scales developed in the
United States. Although the question of how servant leadership
may operate differently in China is fertile soil for indigenous
scholarship (Zhang et al., 2012), it is not a question that
Chinese scholars have pursued.

Answering this question also has great relevance for how
both Chinese and expat managers are trained. Academic
research often informs MBA curricula and corporate leadership
training programmes (Hannah, Sumanth, Lester, & Cavaretta,
2014), so it is likely that the next generation of professional
Chinese managers will be exposed to servant leadership. Expat
managers in China also need to know whether servant leader-
ship, which is widely promoted in the West, will be effective
with Chinese subordinates (Mittal & Dorfman, 2012). Because
the United States and other Anglo countries made up 16.38%
of Chinese import and 24.97% of Chinese export activity in
2017 (World Bank, 2017), exploring the effectiveness of
Servant Leadership in China has great practical implications
for international companies on both sides.
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Lee, Lyubovnikova, Tian, and Knight (2019) meta-analysis
found that the cultural values of power distance and col-
lectivism did not moderate the effects of servant leadership
on most employee outcomes. This might seem to suggest
that servant leadership would be as effective in China,
a country often considered high in power distance and
collectivism, as it is in the United States. However, this
conclusion is far from a given. The Chinese leadership pro-
cess is shaped by a rich variety of cultural and institutional
forces including Confucian values, relationalism, and politi-
cal ideology, and cannot be simply defined in terms of
power distance and collectivism (Chen & Lee, 2008; Ma &
Tsui, 2015). Indeed, the values and actions of modern
Chinese often deviate from what would be expected of
a high collectivism, high power distance culture (Wang &
Liu, 2010; Warner, 2014). For instance, research has found
that individualist values have a greater influence on Chinese
well-being than collectivist values do (Steele & Lynch, 2013)
and Chinese employees strongly favour rewards based on
equity rather than equality (Bozionelos & Wang, 2007). The
varied and often paradoxical factors shaping the manage-
ment process in China have led scholars to start considering
“management with Chinese characteristics” as a unique
managerial context which can only be fully understood by
indigenous research (Warner, 2014). Therefore, the question
of whether servant leadership works the same way in China
as it does in the West is still an unsettled question.

We attempt to shed insight into that debate with a meta-
analysis of servant leadership research which compares the
effects of servant leadership in China with its effects in the
United States and other Anglo-Saxon countries that share
a similar cultural heritage and management traditions. Our
study differs from previous meta-analyses in two ways. First,
we focus on comparing effect sizes in Chinese and Anglo
studies, which other meta-analyses have not done. Second,
we include Chinese-language research on servant leadership.
This is crucial because the majority of servant leadership
research conducted in China has been published to Chinese-
language journals. Our research includes forty-five Chinese
studies which have never appeared in any previous meta-
analysis. Failing to include this research would cause serious
bias in the results of a comparative meta-analysis such as ours
(Sutton, 2005).

Our primary contribution towards leadership theory is utiliz-
ing our unique sample to compare the effects of servant leader-
ship in China and Anglo-Saxon countries on employee in-role
performance, organizational citizenship behaviours, creative
work behaviours, affective commitment, job satisfaction, and
leader-member exchange. Ours is the first study of any kind
comparing the effects of servant leadership in China and any
Anglo-Saxon country. Ours is also the first leadership meta-
analysis to include the large amount of relevant research pub-
lished in Chinese, which is essential when the research question
concerns Chinese employees and leaders. Additionally, our
research contributes to practice by giving native Chinese and
expat managers guidance on whether servant leadership
should be applied to Chinese employees in the same way as
it is applied to Western ones.

Servant leadership

Servant leaders are those who feel the essence of leadership lies in
serving followers by helping them develop professionally and
personally. They build close relationships with followers by paying
attention to their individual needs, strengths, and goals (Chiniara
& Bentein, 2016). A servant leader also helps followers develop
efficacy and mastery by providing personalized mentoring and
empowering followers to complete tasks by themselves (Liden
et al., 2014). As the name suggests, servant leaders see followers as
equals and treat them in an egalitarian, respectful, and tolerant
manner (Van Dierendonck & Nuijten, 2011). The main difference
between servant leadership and similar leadership styles such as
transformational leadership is that servant leaders consider their
subordinates’ interests first and organizational goals second (Eva
et al., 2018; Van Dierendonck et al., 2014).

Servant leaders play an important role in the development
of followers’ ethical behaviour by serving as a role model of
proper ethics and holding followers accountable for the con-
sequences of their behaviour (Van Dierendonck, 2011).
Creating an ethical climate in their organization is important
to servant leaders because their goal in developing followers is
to create positive value not only in followers’ lives, but also for
the entire organization and even the entire society (Lemoine,
Hartnell, & Leroy, 2019). Because of this, servant leaders strive
to instil the meaning and value of work in their followers
(Sendjaya, Sarros, & Santora, 2008).

Like many popular leadership constructs, servant leadership
was developed primarily in the United States. Robert Greenleaf
introduced the fundamental concept in his essay entitled The
Servant as Leader (Greenleaf, 1970) and his subsequent book
(Greenleaf, 1977), in which he reflected on a 38-year career of
internal management development and consulting at AT&T.
Among the 16 servant leadership scales identified by Eva
et al. (2018), 14 were developed and/or validated entirely in
the United States and two in other Western countries (Australia,
the United Kingdom, and the Netherlands). Although these
measurement instruments were developed to be relevant for
the management context of Western countries and the United
States in particular, Chinese scholars have almost exclusively
used these instruments in their servant leadership research,
which is apparent when looking at which scales are used in
our population of studies (see Table 1).

Culture and servant leadership

In this study we compare the effects of servant leadership in
China with its effects in Anglo-Saxon (Anglo) countries. Although
servant leadership was developed in the United States, it should
function largely the same in other Anglo countries. This is
because themembers of these countries share a common histor-
ical origin and cultural values such as individual liberty, egalitar-
ianism, tolerance, and rule by law instead of relationships
(Ashkanasy, Trevor-Roberts, & Earnshaw, 2002). Through discri-
minant analysis, the GLOBE project found that the Anglo coun-
tries had similar enough scores on many cultural values to be
grouped into a unique culture cluster (House, Hanges, Javidan,
Dorfman, & Gupta, 2004). Using data from the World Values
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Survey, Minkov and Hofstede (2012) found that even when con-
sidering within-country variation in cultural values, Anglo coun-
tries were much more closely aligned on cultural values than
countries from any other cultural group.

In this study, we draw on implicit theories of leadership
to explain why Chinese employees may react to servant
leadership differently than Anglo employees do. This stream
of leadership research holds that individuals have their own
implicit theories, or cognitive schemas, about the attributes
and behaviours that are characteristic of an effective leader
(Shondrick, Dinh, & Lord, 2010). In order to determine
whether their manager is a good leader or not, individuals
will engage in a comparison process where their manager’s
actual attributes and behaviours are compared with the
ideal attributes and behaviours in their leadership schema.
The closer the match, the more that manager is seen as an
effective leader (Epitropaki & Martin, 2005). Individuals’
implicit leadership schemas are formed from their life
experience and socialization. Since people in the same cul-
ture typically have similar life experiences and learn similar
cultural values, House et al. (2004) have proposed
a culturally endorsed implicit leadership theory. This theory
holds that because of their shared experiences and values,
members of the same culture will hold similar implicit sche-
mas about which traits effective leaders should have
(Dorfman, Hanges, & Brodbeck, 2004).

The GLOBE project found Chinese’ respondents schema
of an effective leader differed somewhat from that of Anglo
respondents. Although both groups had similar scores for
team-oriented and humane leadership, the Chinese
expressed a lower preference for participative leader beha-
viour, which is behaviour aimed at encouraging subordinate
participation in decision-making (Fu, Wu, Yang, & Ye, 2008).
Chinese also expressed a markedly higher preference for
self-protective leader behaviour, or behaviour aimed at
maintaining the leader’s power and status (Dorfman et al.,
2004). These differences in leadership preferences have
often been attributed to differences in the cultural values
of individualism-collectivism and power distance (see
Hofstede, Hofstede, & Minkov, 2010; House et al., 2004).
Since servant leadership was developed in a low power
distance and individualistic country, many scholars had
assumed that it would not be as effective in high power
distance, collectivistic countries like China (Eva et al., 2018).

A recent meta-analysis by Lee et al. (2019) has tested whether
country-level individualism and power distance moderate the
effects of servant leadership on employee outcomes. They con-
cluded that for most outcomes, these cultural dimensions do not
moderate the effectiveness of servant leadership. While these
results are a very important piece of evidence showing that
servant leadership can be effective in many different cultures,
one can nevertheless not infer from them that servant leadership
will work the same way in China as it does in Anglo countries,
because there is much more to Chinese culture than the dimen-
sions of collectivism and power distance. Although these con-
cepts are useful in explaining some aspects of Chinese behaviour,
a wide range of other cultural values shape the leadership and
followership process in China. First, Confucian values, which are
still widely adhered to in China, prescribe the appropriate rela-
tionship between superior and subordinate as one where the
subordinate is dependent on the superior and should give the
superior absolute obedience and deference (Fu et al., 2008; Nie &
Lämsä, 2015). Second, many scholars have criticized the appro-
priateness of describing Chinese culture as collectivistic, noting
that collectivism as it is defined in the cross-cultural management
literature does not match with many aspects of Chinese culture
(Huang, Bedford, & Zhang, 2018; Wang & Liu, 2010). Third,
because of China’s unique position as the only authoritarian
state with a highly developed capitalist economy, modern
Chinese have a mix of cultural values, being highly individualistic
in the pursuit of wealth and status while maintaining conserva-
tive views about social and political issues (Steele & Lynch, 2013;
Tang, Wang, & Zhang, 2017). It is probable that the implicit
leadership schema of Chinese employees has attributes in com-
mon with the schema of Anglo employees, as well as attributes
unique to the Chinese cultural and managerial environment.

In the following sections, we first outline the reasons servant
leadership may not work as well in China as in Anglo countries,
followed by the reasons that it may be very effective for
Chinese employees. We then present and test competing
hypotheses about whether servant leadership has differential
effects on Anglo and Chinese employees.

Why servant leadership may be less effective in China

There are several reasons why servant leader behaviour may
not match Chinese employees’ preferences. First, scholars
have long contended that Chinese prefer a directive

Table 1. Servant leadership measures used in Chinese and Anglo research.

Region and Type of Study

Servant Leadership Measure
Anglo

(published)
Anglo

(unpublished)
China (English-language

journals)
China (Chinese-language

journals)
China (unpublished, Chinese

language)

Ehrhart (2004) 7 7 6 4
Liden, Wayne, Zhao, and
Henderson (2008)

4 4 4 4 3

Van Dierendonck and Nuijten
(2011)

3 4

Liden et al. (2015) 2 2 5 4
Barbuto and Wheeler (2006) 2 2 1 2 4
Laub (1999) 11
Winston and Fields (2015) 1 2
Wang (2010) 2 3
Wang, Ling, and Zhang (2009) 1 3
Other 2 3 1 3 6
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leadership style. This preference may be due to the influ-
ence of Confucianism, which stresses that effective superior-
subordinate relations can only occur when the superior
gives direction and the subordinate accepts it unquestio-
ningly (Chen & Lee, 2008; Nie & Lämsä, 2015). Political
indoctrination campaigns from primary school through uni-
versity have also instilled in Chinese people the belief that
their leaders (in the Communist Party) know best and that
social change can only be enacted by leaders (Lu and Shi,
2015). An early study by Dorfman et al. (1997) found that
directive leadership was positively related to Taiwanese
employees’ satisfaction with their supervisor and organiza-
tional commitment, while no such effects were found on
American employees. More recent research has showed that
a controlling managerial style can actually increase Chinese
employees’ feelings of empowerment (Zhang, Chen, Chen, &
Ang, 2014). Li and Nesbit (2014) have found that unlike in
the West, in China top-down instruction is seen as a “soft
HRM” practice which employees readily accept. Since direc-
tive leadership is not a typical behaviour of servant leader-
ship, servant leaders may not fit this aspect of the Chinese
leadership ideal.

Chinese employees also show less preference for participa-
tive leadership, or leader behaviours which involve employees
in the decision-making process. Su and Wright (2012) have
proposed that because of traditional Chinese values such as
desire to preserve harmony in the workplace and deference to
authority, Chinese employees are reluctant to express their
opinions at work, which makes participative management prac-
tices much less effective in China. There is some research to
support this view. The GLOBE project found that Chinese
respondents rated participative leadership as a less effective
behaviour than Anglos did (Dorfman et al., 2004; Fu et al., 2008).
Recently, Li et al. (2018) found that for Chinese management
consulting teams, directive leadership was significantly related
to team efficiency, while participative leadership was not. This
implies that delegating decision-making power to employees
and encouraging them to act independently, which are key
aspects of servant leadership, may not be as endorsed by
Chinese employees as they are by Anglo employees.

Finally, Chinese believe that a leader’s higher status should
be apparent. Nie and Lämsä (2015) have proposed that because
Confucianism stresses respect for authority, Chinese employees
have greater respect for managers’ positional power than
Westerners do. In their qualitative research on Chinese mentor-
mentee dyads, Zhou, Lapointe, and Zhou (2019) discovered
that mentees felt they should be deferent and obedient to
their mentor, even going so far as to consider the mentor
a parental figure. From a national-level perspective, the
GLOBE study found that Chinese view face-saving and status-
conscious leader behaviours neutrally, while Anglos view them
negatively (Dorfman et al., 2004; Fu et al., 2008). Servant leaders
typically try to reduce the status differential between them-
selves and their followers, and some conceptualizations of
servant leadership have even proposed that they “treat all
people with radical equality” (Sendjaya et al., 2008, p. 407).
Since Chinese respect authority and expect leaders to have
higher knowledge and status, they may not view a servant
leader as a prototypical leader.

Why servant leadership may be an effective
leadership style in China

Despite the cultural differences between China and Anglo
societies, there are some reasons why servant leadership may
be just as effective in China. In traditional Chinese culture, the
organization is seen as an extension of the family, with the
leader playing a paternalistic role (Chen & Lee, 2008; Liden,
2012). Chinese paternalistic leaders require their employees to
be obedient, but also have an obligation to treat their employ-
ees with benevolence and take care of their needs (Chen,
Eberly, Chiang, Farh, & Cheng, 2014). This benevolence stems
from paternalism’s roots in Confucian ethics, wherein treating
subordinates well is a mandate (Ma & Tsui, 2015). Modern
Chinese managers still hold these values: in the GLOBE survey,
“humane oriented” behaviours such as showing concern and
being tolerant of subordinates were at least as valued by
Chinese managers as by Anglo managers (Fu et al., 2008;
Kabasakal & Bodur, 2004). The philosophy of servant leadership
emphasizes that leaders not only provide work resources to
followers, but also treat them with empathy and tolerance
(Sendjaya et al., 2008; Van Dierendonck & Nuijten, 2011).
These aspects of servant leadership match the Chinese concept
of benevolent leadership and should be well-received by
Chinese employees.

Besides benevolence to subordinates, displaying integrity is
highly valued by Chinese managers, just as it is by Anglo
managers. When surveyed about the qualities effective leaders
should have, Chinese rank moral integrity at the top of the list
(Hofstede et al., 2010). Part of traditional Chinese leadership is
acting with virtue and modelling the correct behaviours for
subordinates (Chen et al., 2014). As servant leadership is an
ethically-based form of leadership, this style of leadership may
be welcomed by Chinese employees. Some studies in the
Chinese context have demonstrated that Chinese servant lea-
ders are effective role models of ethical work behaviour, includ-
ing customer service behaviours and prosocial behaviour
towards co-workers (Chen et al., 2015; Zou, Tian, & Liu, 2015).

Testing different perspectives on servant leadership
in China

Considering the arguments presented above, servant leadership
may be less, equally, or even more effective in China compared to
theWest. VanDierendonck andNuijten (2011) have proposed that
servant leadership behaviours may be divided into two broad
categories: those relating to leadership, and those related to ser-
ving followers. Previous cross-cultural leadership research seems
to suggest that Chinese may desire different behaviours on the
leader side, but welcome the servant aspect in the same manner
as their Anglo counterparts do. Indeed, much research indicates
that servant leadership has significant, positive effects on
employee outcomes like job performance, citizenship behaviours,
and organizational commitment in China (Chen et al., 2015; Miao,
Newman, Schwarz, & Xu, 2014; Wang et al., 2018b). However, no
research has compared the magnitude of these effects in Chinese
and Western contexts. In order to do this, we conduct several
meta-analyses to test competing hypotheses regarding the differ-
ential effects of servant leadership on Chinese and Anglo
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employee outcomes. Behavioural outcomes in our analyses
include in-role job performance and organizational citizenship
behaviours (OCBs), which are two primary dimensions of
employee performance (Levy, 2009). Due to the relatively large
number of studies examining how servant leaders influence
employee creative behaviour, we were also able to include this
outcome in our analysis. For employee attitudes, we include job
satisfaction and affective organizational commitment, two atti-
tudes which have received extensive attention in organizational
research due to their large role in determining employee beha-
viour (Judge & Kammeyer-Muelller, 2012). Finally, we include LMX
because research on every leadership style has positioned LMX as
a crucial mediator in the relationship between leadership beha-
viours and employee outcomes (Gottfredson & Aguinis, 2017).

Hypotheses:
Servant leadership has a weaker (H1a-f)/statistically equiva-

lent (H2a-f)/stronger (H3a-f) relationshipwith: a. job performance
b. organizational citizenship behaviours c. creative behaviours
d. affective commitment e. job satisfaction f. leader-member
exchange for Chinese employees compared to Anglo employees.

Method

Literature search

The first step of our English language literature search was to
perform keyword searches in the Web of Science, Google
Scholar, and all ProQuest databases. The keywords used were
servant leadership and one of the following terms related to our
correlates of interest: citizenship behaviour, in-role, extra-role,
performance, commitment, satisfaction, LMX, leader-member
exchange, innovat*, and creat*. Second, we examined the cita-
tions of the servant leadership reviews written by Van
Dierendonck (2011), Parris and Peachey (2013), and Eva et al.
(2018). Third, we performed a search of the two journals dedi-
cated exclusively to servant leadership, Servant Leadership:
Theory and Practice and The International Journal of Servant
Leadership. Fourth, we searched the conference proceedings of
the Academy of Management, Society for Industrial and
Organizational Psychology, and the European Association of
Work and Organizational Psychology to identify unpublished
studies. Attempts weremade to contact authors of all conference
papers found. Fifth, we searched for Chinese language literature
using the China National Knowledge Infrastructure (http://www.
cnki.net), a national database supported by China’s Ministry of
Education which contains virtually all articles published in
Chinese journals as well as a large number of graduate theses
(Li, 2010). There were no restrictions on publication year, but
studies published in languages other than English and Chinese
were excluded. During this initial literature search we only saved
studies that included correlations between variables, and 230
studies were identified in this way.

Study inclusion criteria and coding

The initial pool of studies was narrowed down by excluding
those that did not include a sample size. As we were interested
only in workplace outcomes, studies conducted with samples

from churches or volunteer organizations were removed.
Studies that aggregated outcome variables to the team or
department level were also removed. To ensure we only mea-
sured the affective type of organizational commitment, follow-
ing Riketta (2002) we only included studies using scales
specifically measuring this type of commitment, such as
Meyer, Allen, and Smith (1993) Affective Commitment Scale
and Mowday, Steers, and Porter (1979) Organizational
Commitment Questionnaire. We followed the method of Ng &
Feldman, 2013, Ng & Feldman, 2012) for the employee out-
come of creative behaviour and included studies that mea-
sured both “creative behaviour” and “innovative behaviour,”
considering that creativity is a crucial component of innovative
behaviour. Because many studies focused specifically on ser-
vant leadership in the service industry, measures of service
performance (e.g. Liao & Chuang, 2004) and OCBs in a service
context (e.g. Dimitriades, 2007) were considered as measures of
job performance and OCBs, respectively. After these steps, we
were left with 116 independent samples from 112 studies.

Studies were coded as “Anglo” when they were conducted
in one of the countries included in the Anglo-Saxon culture
cluster as identified by the GLOBE project. These countries
included the United States (45), Canada (3), the United
Kingdom (1), and New Zealand (1). No studies from the other
Anglo nations of Ireland, Australia, or South Africa were found
that included our correlates of interest. In total our analysis
included 22 published and 28 unpublished Anglo studies.
Studies were categorized as “Chinese” when they were con-
ducted in the People’s Republic of China, Hong Kong, Macau, or
Singapore; however there was only one study each from the
latter three regions. In total our analysis included 39 published
and 24 unpublished Chinese studies.

All studies were coded by publication status. Studies includ-
ing employee behaviour (job performance, OCBs, and creativity)
were coded according to whether the behaviour was self- or
other-rated. The first author and two Canadian students coded
all English-language studies, reaching 94% agreement. Chinese-
language studies were coded by the first author and several
Chinese students, reaching 96% agreement. All disagreements
about coding were resolved through discussion between the
authors and coders.

Meta-analytic methods

We first conducted separate meta-analyses to determine the
estimated true score correlation (ρ) between servant leadership
and its outcomes in Anglo and Chinese groups. A 95% confi-
dence interval was also calculated to show the precision of this
estimate. Second, we used meta-regression to test whether
a significant difference exists between the estimated correla-
tions in Anglo and Chinese groups. Meta-regression is
a method used to determine whether study-level covariates
have a significant relationship with the effect size of studies.
In a meta-regression, the regression coefficient represents how
many units the dependent variable (effect size) will change for
each unit change in the independent variable (for continuous
covariates) or for each level of the independent variable (for
categorical covariates). The statistical significance of the regres-
sion coefficient is used to determine whether the covariate is
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a significant moderator of the effect size in question
(Borenstein, Hedges, Higgins, & Rothstein, 2009).

We utilized the “Morris” estimator developed by Brannick,
Potter, Benitez, and Morris (2019). In this approach, individual
correlations are corrected for unreliability in the predictor and
criterion. Studies areweightedby combining the individualwithin-
study variance with an overall estimate of the random effects
variance component. In their simulations, Brannick and colleagues
demonstrated that thismethod producesmore accurate estimates
of the mean and confidence intervals than the commonly-used
Schmidt and Hunter (2015) and Borenstein et al. (2009) methods,
while avoiding the disadvantages of each method.

In our study, the use of meta-regression is basically analo-
gous to a subgroup comparison or ANOVA. Although meta-
regression is commonly used with continuous variables, this
method works equally well with categorical variables, such as
cultural membership in our study (Tipton, Pustejovsky, &
Ahmadi, 2019). There are two reasons we use the regression
method instead of subgroup comparisons. The first is that
meta-regression allows us to pool the variance estimates of
our two subgroups instead of estimating them separately.
Based on the results of their simulation study, Rubio-Aparicio
et al. (2019) recommended that in mixed-effects models with
categorical moderators, variance estimates should be pooled,
especially when the overall number of studies is small, which is
the case in our study. The second reason is that conducting
meta-regressions with the metafor package for R (Viechtbauer,
2010) allows us to utilize the Knapp and Hartung (2003) correc-
tion for estimating the standard error of regression coefficients.
This method is considered a best practice for meta-regression
(Tipton et al., 2019) and reduces Type 1 error rates compared to
Borenstein et al. (2009) widely-used subgroup comparison
method (Rubio-Aparicio et al., 2019). In our analyses, the ran-
dom-effects variance component was calculated using the
restricted maximum likelihood estimator, which performs bet-
ter than other estimators when the number of studies is small
(Gonzalez-Mulé & Aguinis, 2018).

If the reliability of variables was not reported, we used the
average reliability across all studies for reliability corrections. In
the interest of using the most accurate estimates of average
reliability, average values from a larger meta-analysis (K = 152)
which includes all of our studies were used. One of the studies
including job satisfaction used a single-item measure of satis-
faction. Following the approach used by Wanous, Reichers, and
Hudy (1997), we estimated the reliability of this measure at
0.70. Objective measures of job performance were not cor-
rected for unreliability because they are relatively unbiased
and estimating the reliability of these measures is difficult
(Martin, Guillaume, Thomas, Lee, & Epitropaki, 2016).

Many studies did not report a single correlation between
servant leadership and the outcome but did report correlations
between multiple dimensions of servant leadership and an
outcome variable or between servant leadership and multiple
dimensions of an outcome variable. In these cases, a composite
correlation was made according to the method of Schmidt and
Hunter (2015, pp. 442–446). In some cases there was not
enough information given to make a composite, so we simply
averaged the correlations of each dimension with the outcome
variable.

Results

Hypotheses 1a-f, 2a-f, and 3a-f predict that the effect size of
servant leadership on employee outcomes will be smaller, the
same size, or larger for Chinese employees than for Anglo
employees, respectively. In order to test these competing
hypotheses, we entered the culture in which the study was
conducted as a categorical (dummy) variable in a mixed-
effects meta-regression model. Specifically, this variable takes
a value of “0” if the study was conducted in an Anglo society or
“1” if it was conducted in a Chinese society. When the sign of
this coefficient is positive, it means that the Chinese score is
estimated to be higher than the Western score, and vice versa
for a negative sign. The value of the coefficient is merely an
estimate given by the software and may not equal the exact
difference between Anglo and Chinese estimated true score
correlations. Instead, we use the p-value produced by the
Knapp and Hartung (2003) t-test as our criterion to determine
whether or not the dummy variable representing China is
a significant moderator of the overall effect size. In other
words, if the p value associated with a regression coefficient is
less than 0.05, then cultural membership is a significant mod-
erator of servant leadership’s effects.

Results of our analysis are displayed in Table 2. For the
outcomes of job performance, OCBs, creative behaviour, affec-
tive commitment, and job satisfaction, the p-values of the
regression coefficient are all very large, indicating that belong-
ing to the Chinese group has no significant influence on effect
sizes. Therefore, hypotheses 2a-e were conclusively supported
by our results. This means that from a statistical standpoint,
servant leadership had effects of equal magnitude for Anglo
and Chinese employees on five of our six outcomes.

The Anglo effect size for LMX was larger and this difference
was marginally significant at the p = 0.06 level. This means that
Hypothesis 1f (servant leadership has stronger effects on LMX
in Anglo countries) appears to be supported by our initial
results. However, we considered the possibility that different
scores for LMX may be caused by the nature of the studies
analysed. In two of the four Anglo studies, a composite correla-
tion was calculated using servant leadership dimensions that

Table 2. Meta-analysis and meta-regression results.

Outcome Group K N ρ CI I2 β p-value

OCB Anglo 8 1284 0.43 [0.35, 0.52] 32.39% 0.036 0.63
China 23 7318 0.46 [0.37, 0.54] 92.08%

JP Anglo 9 2161 0.29 [0.15, 0.43] 84.96% 0.032 0.66
China 19 6755 0.32 [0.24, 0.40] 89.09%

CB Anglo 6 2455 0.31 [0.09, 0.53] 93.54% −0.023 0.78
China 12 4496 0.29 [0.20, 0.38] 86.40%

AC Anglo 19 5459 0.55 [0.44, 0.67] 95.13% −0.011 0.91
China 8 2337 0.54 [0.37, 0.72] 94.71%

JS Anglo 25 6449 0.65 [0.58, 0.72] 89.47% 0.035 0.54
China 11 5416 0.68 [0.60, 0.76] 89.58%

LMX (CE) Anglo 4 717 0.80 [0.64, 0.96] 69.86% −0.153 0.24
China 15 4323 0.66 [0.53, 0.79] 97.08%

LMX Anglo 4 717 0.90 [0.89, 0.91] 0.00% −0.244 0.06
China 15 4323 0.66 [0.53, 0.79] 97.27%

Note. OCB = organizational citizenship behaviour, JP = in-role job performance,
CB = creative behaviour, AC = affective commitment, JS = job satisfaction, LMX
CE = conservative estimate of leader-member exchange. CI = 95% confidence
interval around the estimate of the true score effect size (ρ). β is the regression
coefficient of the dummy variable that represents cultural membership. p-value
is the corresponding p value of each regression coefficient.
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had unusually low correlations between them. Due to the way
the composite is calculated, the lower these inter-correlations
are, the larger the composite estimate and its upward correc-
tion for unreliability will be (see Schmidt & Hunter, 2015, pp.
442–446 for details). This results in an estimated correlation
between servant leadership and LMX of 0.90, which we believe
is unrealistically high. In contrast, the Chinese LMX studies did
not require any composite correlations. To see whether this
affected our results, we made a conservative estimate of the
Anglo effect size by taking the average correlation of each
servant leadership dimension with LMX and average reliability
of each dimension. When using this estimate, the regression
coefficient is no longer significant. This means that we are
unable to say with certainty whether the effect of servant
leadership on LMX is really stronger for Anglo employees or
whether this is a statistical artefact.

To measure homogeneity in our meta-analyses, we com-
puted the I2 statistic, which is the percentage of variance due
to real differences in population effects rather than sampling
error (Kepes, McDaniel, Brannick, & Banks, 2013). Borenstein,
Higgins, Hedges, and Rothstein (2017) have proposed that I2

values of 25%, 50%, and 75% represent small, moderate, and
large levels of heterogeneity. From Table 2 it is clear that even
within cultural groups, most of our estimated effect sizes have
large amounts of heterogeneity, indicating that many other
moderators of these effects exist (Kepes et al., 2013).

Robustness checks

Supplementary analysis of higher-quality studies

Many experts have pointed out that including methodologi-
cally weak studies in a meta-analysis increases heterogeneity
and reduces accuracy in the estimation of ρ (Aguinis, Pierce,
Bosco, Dalton, & Dalton, 2011; Schmidt & Hunter, 2015). To
identify how these low-quality studies affected our results, we
conducted a second meta-analysis using higher quality studies.
If the pattern of results we observe in the main analysis remains
the same when only higher quality studies are included, this
provides strong evidence that these results are robust and
stable (Kepes et al., 2013). We only used objective study fea-
tures to determine which studies could be considered higher
quality (Aguinis et al., 2011). The first criterion was publication
in an academic journal. The second criterion was that job
performance, OCBs, and creative behaviour were other-rated.
We had hoped to include only studies that temporally sepa-
rated measurement of servant leadership and employee atti-
tudes, as this is an effective measure to reduce common
method bias for self-reported attitudinal variables (Johnson,
Rosen, & Djurdjevic, 2011). However, this was not possible
because too few studies took this measure.

Methodological study features (self vs. other ratings, pub-
lished vs. unpublished) are typically included as additional cov-
ariates in meta-regression analysis. We chose not to do this for
two reasons. First, these have been explored as moderators in
othermeta-analyses (e.g. Lee et al., 2019) and are not the focus of
this study. Second, including these as covariates would reduce
the statistical power available to detect the moderating effect
that is the focus of our study. Unfortunately, there were only two

higher-quality studies for the Anglo creative behaviour group,
which is below Schmidt and Hunter (2015) commonly-used
standard that a meta-analysis should include at least three stu-
dies, leaving us unable to include this outcome in our analysis.

Results of this supplementary analysis are displayed in Table 3.
None of the regression coefficients are significant at less than
p < 0.05, except for the non-conservative estimate of LMX. This
pattern of significance is the same as that found in our main
analysis, indicating that our analysis is relatively robust to the
effects of including studies of low methodological quality.
Additionally, heterogeneity in most subgroups remained high,
which indicates that methodological factors were not responsible
for most of the variance in our effect sizes.

Schmidt-Hunter meta-analysis

An alternative meta-analysis method is the Schmidt-Hunter
method, which is often used in psychometric meta-analysis.
Unlike the Brannick et al. (2019) method we used, the Schmidt
and Hunter (2015) method does not incorporate a random
effects variance component into the weights of individual
study effect sizes. This has the consequence of increasing differ-
ences in weighted effect sizes when the random effects variance
is large and number of studies is small, as is the case in our meta-
analyses (Brannick et al., 2019; Kepes et al., 2013). This implies
that using the Schmidt-Hunter method would result in a wider
gap between Anglo and Chinese effect size estimates and pos-
sibly lead to the discovery of significant moderating effects.

Table 3. Meta-analysis and meta-regression results for higher-quality studies.

Outcome Group K N ρ CI I2 β p-value

OCB Anglo 4 570 0.41 [0,18, 0.64] 59.26% −0.019 0.87
China 9 3117 0.38 [0.23, 0.53] 92.30%

JP Anglo 4 614 0.29 [0.19, 0.38] 0.00% 0.015 0.89
China 9 3800 0.30 [0.15, 0.44] 92.36%

AC Anglo 10 4159 0.59 [0.49, 0.69] 90.97% −0.065 0.45
China 4 1208 0.53 [0.31, 0.75] 89.25%

JS Anglo 6 3932 0.49 [0.31, 0.67] 94.23% 0.157 0.07
China 8 4365 0.65 [0.54, 0.75] 88.14%

LMX (CE) Anglo 4 717 0.80 [0.64, 0.96] 68.66% −0.199 0.11
China 9 2690 0.61 [0.45, 0.77] 96.42%

LMX Anglo 4 717 0.90 [0.89, 0.91] 0.00% −0.291 0.02
China 9 2690 0.61 [0.45, 0.78] 96.74%

Note. OCB = organizational citizenship behaviour, JP = in-role job performance,
CB = creative behaviour, AC = affective commitment, JS = job satisfaction, LMX
CE = conservative estimate of leader-member exchange. CI = 95% confidence
interval around the estimate of the true score effect size (ρ). β is the regression
coefficient of the dummy variable that represents cultural membership. p-value
is the corresponding p value of each regression coefficient.

Table 4. Schmidt-Hunter meta-analysis results.

Variable ρ Anglo ρ China t-value Significant difference

OCB 0.44 0.47 0.75 (29) NO
In-Role Performance 0.27 0.30 .57 (26) NO
Creative Behaviours 0.45 0.30 1.52 (16) NO
Affective Commitment 0.6 0.52 0.97 (25) NO
Job Satisfaction 0.54 0.64 1.96 (34) NO
LMX 0.9 0.68 4.06 (17) YES
LMX (conservative) 0.79 0.68 1.78 (17) NO

Note. ρ Anglo = estimated population correlation in Anglo studies subgroup; ρ
China = estimated population correlation in Chinese studies subgroup.
Significant difference results reflect a t statistic that is significant at p < 0.05
(two-tailed).
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To test this possibility, we replicated our meta-analysis using
the methods of Schmidt and Hunter (2015). The results of this
analysis are displayed in Table 4. To determine whether there
was a significant difference between Chinese and Anglo
groups, we used the t-test method proposed by Aguinis,
Sturman, and Pierce (2008, p. 16). Summary results from this
meta-analysis are displayed in Table 3, and full results are
available on request from the authors. As expected, there is
a larger difference between effect sizes, especially for job satis-
faction and creative behaviour. However, except for LMX, none
of these differences was significant at less than p = 0.05. These
results indicate our conclusion that servant leadership is
equally effective in China as in Anglo countries is not sensitive
to the choice of meta-analytic method used.

Publication bias

We tested for publication bias using the best practice meth-
ods described in Aguinis et al. (2011) and Kepes et al.
(2013). The distribution of study effect sizes was plotted
with the standardized effect size on the horizontal axis
and standard error on the vertical axis, as recommended
by Sterne, Becker, and Egger (2005) and Kepes et al. (2013).
Then, the Egger regression test (Egger, Smith, Schneider, &
Minder, 1997) was used to determine whether the distribu-
tion of sample effect sizes is asymmetrical. For our out-
comes of OCB and innovative behaviour, this test was
significant. However, an examination of the funnel plots
showed that these distributions presented with more stu-
dies on the lower left than on the lower right. This kind of
asymmetry is the opposite of the way that publication bias
would be expected to present (Duval, 2005), so we can
conclude that publication bias is not a serious concern in
our study.

Discussion

Our research set out to answer the question of whether servant
leadership is as effective in China as it is in the Anglo-Saxon
cultural context for which it was originally developed. We
answered this question through a meta-analysis of servant
leadership research conducted in Anglo countries and in
China. Results showed that the estimated true score correla-
tions between servant leadership and job performance, OCBs,
creative behaviour, satisfaction, and affective commitment
were not significantly different between Chinese and Anglo
research, while servant leadership had a stronger effect on
LMX in the Anglo group.

In order to examine the robustness of our results,
a secondary analysis was conducted which excluded unpub-
lished studies and studies where behaviour was self-rated. In
this analysis the pattern of significant and non-significant dif-
ferences was almost identical to that in our main analysis. We
also found the same pattern of significance using an alternative
meta-analytic method which is more likely to find a significant
difference between subgroups. These alternative analyses pro-
vide some evidence that our research findings regarding the
lack of differences between servant leadership in Chinese and
Anglo cultures are robust.

Theoretical implications and directions for future research

Our research contributes to the leadership literature by
answering the open question of whether servant leadership
has similar effects on Chinese employees as it does on
employees in the United States and similar Anglo-Saxon cul-
tures. Management and leadership research in China has gen-
erally taken one of two opposing perspectives (Barney &
Zhang, 2009). The first is that Western leadership theories
are adequate, with minimal or no modification, to explain
the motivation and behaviour of Chinese workers. The other
is that due to unique characteristics of Chinese culture,
Western leadership theories are inadequate to fully explain
the behaviour of Chinese employees (Chen & Lee, 2008), or
even that Western theories “contribute very limited knowl-
edge and may sometimes misrepresent the leader-member
relationship in the non-Western context” (Zhang et al., 2012,
p. 1065). Although many servant leadership studies have been
conducted in China, very few have even questioned which of
these two perspectives applies to servant leadership. Because
of their intense publication pressure, Chinese management
scholars have typically adopted Western constructs wholesale
and used them in deductive quantitative research because
this is seen as the quickest and easiest way to conduct
research (Barney & Zhang, 2009; Honig et al., 2018). The result
of this trend is that leadership research conducted in China,
whether by foreign or native scholars, has glossed over the
cultural context and assumes that the results can be general-
ized to servant leaders and their followers in any country.
Previous scholars have raised concerns about this practice
(Tsui, 2009). Nevertheless, our findings imply that the results
of research conducted in China can be applied to the devel-
opment of a general, universal theory of servant leadership.

Our analysis shows that servant leadership is very effective in
China. However, it does not reveal exactly why this is so. Some
mediating mechanisms are likely to be the same across cultures,
such as LMX, which recent research suggests may be the primary
mechanism through which all leader behaviours influence
employees (Gottfredson & Aguinis, 2017). In support of this,
Lee et al. (2019) found that LMX was the strongest mediator of
servant leadership’s effects. Although our results show LMX may
have a slightly stronger effect on Anglo than on Chinese employ-
ees, we believe LMX will also be a primary mediatingmechanism
in China. Because China has a relational culture, Chinese employ-
ees place great importance on building a high-quality exchange
relationship with their leader, and respond to LMX with positive
attitudes and behaviours (Chen, Friedman, Yu, Fang, & Lu, 2009;
Hwang, 2000; Nie & Lämsä, 2015).

However, some mediating mechanisms are likely to be stron-
ger in one culture than in the other. Research on indigenous
Chinese leadership provides some hints about which mediators
might be more influential for Chinese workers, although these
hints are not very clear. For example, research on traditional
Chinese leadership has stressed felt obligation as themechanism
through which leader benevolence increases employee effort
(Chen et al., 2014; Chen, Tsui, & Farh, 2002). Similarly, the litera-
ture on workplace guanxi (the Chinese concept of personal
relationships) stresses reciprocal obligations between supervisor
and subordinate (Chen, Chen, & Huang, 2013). However, social
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exchange relationships are prevalent in every culture (Liden,
Sparrowe, & Wayne, 1997) and social exchange has been used
as the theoretical basis for many servant leadership studies con-
ducted in the United States and other Anglo countries. It is
unclear how the obligations felt by Chinese employees to
repay their supervisor’s provision of support and resources are
different than those felt by Anglo employees. Another mediator
that may be more powerful for Chinese employees is affective
trust. Some Chinese scholars have proposed that the difference
between the American concept of LMX and the Chinese concept
of guanxi is that LMX is “an equity-matching relationship, where
contribution and competence, not feelings, serve as the key
components” (Nie & Lämsä, 2015, p. 856), but an employee’s
affective feelings for his or her boss are a necessary part of high-
quality guanxi (Chen et al., 2013). This suggests that when
a servant leader provisions benefits to employees, a Chinese
employee might react by developing affective trust for that
leader, while an Anglo employee’s trust would be more cogni-
tively based (McAllister, 1995). However, Anglo scholars have
also proposed that affect is an essential part of an employee’s
relationship with his or her leader, and affect is a dimension of
the widely-used LMX-MDM scale (Law, Wang, & Hui, 2010; Liden
& Maslyn, 1998). Clearly more research is needed to explain how
Chinese employees are motivated by kind and benevolent lea-
ders in a way that Anglo employees are not.

Besides differential mediating mechanisms leading to simi-
lar outcomes, we should consider other possible explanations
for our results. One of these stems from a deficiency of doing
research based on frameworks of culture dimensions or
values: these values are not static (Gelfand, Aycan, Erez, &
Leung, 2017; Morris, Chiu, & Liu, 2015). It is possible that
because of the influence of demographic change, economic
reform, and globalization in China, the role of traditional
Chinese values in the manager-subordinate relationship has
declined to the point where this relationship operates much
the same as it does in Anglo countries. Chinese firms have
widely adopted Western human resource practices in order to
increase the fairness and effectiveness of selection, appraisal,
promotion, and rewards management (Chen, Su, & Zeng,
2016; Warner, 2014). In modern Chinese companies many of
these crucial HR decisions are made according to rules and
regulations instead of managerial whims, which has reduced
the influence of Chinese cultural values on these aspects of
employees’ work life. Additionally, the work values of younger
Chinese employees are shifting towards those of their Anglo
counterparts. During the shift from institutional collectivism to
a market economy, the Chinese have become increasingly
materialistic and self-oriented (Tang et al., 2017). The genera-
tion of employees born in the 1980s and 1990s expect that
work should fulfill their higher-order psychological needs for
participation, autonomy, and achievement (Xie & Chen, 2014;
Yang, Y, & Wu, 2018). The younger a Chinese employee is, the
more they value the intrinsic rewards of work such as a sense
of competence and impact (You, Sun., & Lei, 2013). Van
Dierendonck et al. (2014) have shown that fulfilment of
these needs is the primary mechanism through which servant
leadership increases follower engagement and performance,
so servant leaders should have a greater capability to influ-
ence younger Chinese workers than older ones. Future

research may test the age of subordinates as a boundary
condition of the effect of servant leadership on Chinese
employee outcomes.

Practical implications

Our research has implications both for what should be taught
to Chinese managers and how Chinese managers should treat
their subordinates. The next generation of Chinese managers
are currently being trained in Chinese business schools, where
it is likely that they will be exposed to Western leadership
theories during their study (Warner, 2014). Servant leadership
has also become part of mainstream Chinese management
research, with over 100 servant leadership papers published
to Chinese journals in the last ten years. This trend raises the
question of whether the future class of Chinese professional
managers should be taught that this is an effective way to
manage their subordinates. Based on the results of this study,
we believe that servant leadership should be promoted to
Chinese students as an effective leadership style, with the
caveat that it may not be the best style for every situation.

Some scholars have suggested that Chinese employees are
very accepting of authoritarian and directive leadership
(Dorfman et al., 1997) or even that strict punishments and dis-
cipline are necessary to force Chinese employees to perform
their assigned tasks (Su & Wright, 2012). Our research suggests
otherwise. Servant leadership is virtually the opposite of author-
itarian leadership, and yet its effects on task performance show
no difference between effect sizes for Chinese and Anglo
employees. We believe that Chinese managers would be well
served to shift their managerial style away from directive leader-
ship and towards positive, developmental leadership behaviours
such as behaviour modelling, feedback, and power sharing
which are typical of the servant leadership approach. We also
suggest that Chinese managers pay attention to whether
employees’ psychological needs for growth, autonomy, chal-
lenge, and development are being fulfilled. As the Chinese stan-
dard of living improves, employees’ material needs are
increasingly met, and so the generation of employees born
after 1980 and 1990 puts more emphasis on fulfiling their psy-
chological needs through work (Yang et al., 2018). Paying atten-
tion to employee needs is crucial for servant leaders, who want
to help their employees improve job and personal skills (Chiniara
& Bentein, 2016) Therefore, consciously paying attention to
employees’ intrinsic needs should be a key step for Chinese
managers to implement the servant leadership style.

Our results also have implications for the many expat man-
agers working in China. There is no shortage of books in the
academic and popular press that describe the unique features
of Chinese culture and caution the reader that Chinese think,
communicate, and act differently than members of Anglo,
Western, or even other East Asian cultures (e.g. Zhang, Harzig,
& Fan, 2017). Although there are certainly many cultural differ-
ences that expats working in China need to be aware of, our
research suggests that expat managers may be able to use the
leadership styles they are familiar with effectively in China.
Many servant leadership behaviours such as mentoring,
empowerment, and giving subordinates individualized atten-
tion are common across most conceptions of “effective
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leadership” in Anglo countries (Hannah et al., 2014; Lemoine
et al., 2019). Our research suggests that Anglo managers do not
need to change these aspects of leadership behaviour when
they are dealing with Chinese subordinates.

Limitations

Our study suffers from two common limitations of meta-
analyses. The first is that although we include a large number
of graduate dissertations, we only include correlations from
one truly unpublished and unused dataset. Efforts were made
to contact authors of unpublished research, but very few of
them responded. Thus, we cannot exclude the possibility that
our research suffers from publication bias due to missing many
non-significant results that were banished to the file drawers of
their respective authors. However, our publication bias analysis
indicated that our effect size estimates were not influenced by
missing studies. A second common limitation is that most of
our studies were cross-sectional in nature (Aguinis et al., 2011).
This is especially concerning for our estimates of the relation-
ship between servant leadership and employee attitudes,
which may be artificially inflated by common method bias.
Even in our pool of higher quality studies, many researchers
did not temporally separate measurement of servant leader-
ship perceptions and other attitudes.

Our research may also be criticized on the grounds that we
grouped all Anglo-Saxon countries together instead of using
research only from the United States. It is certainly true that
these countries have differences between them. However,
these differences appear to be much smaller than those
between other cultural groups of similar nations (Minkov &
Hofstede, 2012). In addition, Anglo-Saxon countries share com-
mon managerial traditions and heritage (Hofstede et al., 2010).

Another limitation is that we cannot analysemediation, leaving
us unable to say anything regarding the mechanisms through
which servant leadership influences employees. It is common to
use meta-analytic structural equation modelling to examine med-
iation in meta-analyses. These kind of analyses usually use esti-
mates from other meta-analyses to estimate the correlations
between mediator and outcome variables (Landis, 2013).
However, to examine differential mediation paths for Chinese
and Anglo samples, we would need to draw on the results of
other meta-analyses conducted using only Chinese and only
Anglo samples. Compiling the studies for these extra meta-
analyses is unfortunately beyond the scope of the present study.
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