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Abstract 

We investigated the motivations through which paternalistic (PL), and transformational 
leadership (TL) were associated with organizational citizenship behaviors (OCB). The 
relationship of PL and TL with OCB was mediated by the trust, organizational identification and 
psychological empowerment. PL and TL were related to OCB through different extrinsic 
motivations. PL is common in Eastern cultures, and PL may be as effective as TL, which is more 
common in Western cultures to elicit positive employee outcomes such as organizational 
citizenship behaviors (OCB). We showed that in an Eastern European context, both leadership 
styles enhanced trust, and trust enhanced intrinsic motivations of employees to perform OCB. TL 
increased perception of instrumentality of OCB among work group members which was 
associated with actual performance of OCB. PL enhanced employees’ motivation to manage 
their impression and this was positively related to there OCB). 

 
Transformational leadership (TL) is among the most frequently investigated leadership 

constructs in Western countries (Bass, 1999), and is argued to be the ideal leadership style by 
many scholars regardless of the cultural or situational contingencies. Transformational leaders 
are those who inspire followers to transcend their own self-interests, and who are capable of 
having a profound, and extraordinary effect on their followers (Robbins, 2003). Via idealized 
influence, individualized consideration, intellectual stimulation, and inspirational motivation 
(Bass & Avolio, 2001). However, there are others who argue that efficient leadership styles 
depend in part on the cultural context in which it operates (Aycan, 2006). Paternalistic leadership 
(PL) is a culture-specific leadership style that is prevalent in Eastern European countries. PL 
refers to hierarchical relationships in which the role of the leader is to provide care, protection, 
and guidance in work and non-work areas of employees’ lives and the role of the subordinate is 
to be loyal and deferent towards the leader (Aycan, 2006). Empirical evidence suggests that 
manifestations of TL and PL styles may overlap (Aycan et al., 2000). 

The purpose of this study was to compare the relative effects of TL and PL on follower 
work attitudes and behaviors. Although overlap exists between the two leadership styles, we 
suspect that PL has unique effects, especially in patriarchical cultures. We therefore collected 
data from a sample of Turkish employees. According to Aycan et al. (2000), PL style is common 
in organizational contexts in Turkey, where supervisors behave like elder family members 
toward their employees by providing guidance, protection, and nurturance. Taking a follower-



centric perspective (e.g., include 1 or 2), we tested a model of the effects of TL and PL on 
Organizational Citizenship Behavior (OCB) performed by followers. OCB refers to contextual 
behavior that supports the social and psychological contexts at work (Borman & Motowidlo, 
1993). Although it has been found that TL and PL are related to OCB (e.g., Halverson, 2004; 
Xiao et al., 2002), we suspect these relationships are mediated by follower motivation and 
cognition (see Figure 1). Key mediators include trust and intrinsic and extrinsic motivation. In 
the sections below, we propose relationships of TL and PL with these mediators. 

Effects of Leadership on Trust    
Trust is defined as “a psychological state comprising the intention to accept vulnerability 

based upon positive expectations of the intentions or behavior of another” (Rousseau et al., 1998, 
p. 395). İnelmen (2006) defined four factors that are required for building trusting relationship 
with supervisor which are competence, communication, consistency and credibility/integrity. 
The literature provides substantial empirical evidence regarding the positive relationship between 
trust in leader and OCB (e.g., Korsgaard et al., 2002; Organ et al., 2005; Wong et al., 2003).  

As stated above, transformational leaders are willing to sacrifice their self-interests for 
the sake of the group, recognize and reward their subordinates’ performance in a just manner and 
try to enhance their followers’ performance as well as intellectual capacity (Pillai et al., 1999). 
Similarly, paternalistic leaders are parental figures who protect their followers, maximize the 
group’s benefit by creating a family atmosphere in workplace, and establishing individualized 
relationships with their subordinates and involving in non-work domains. These behaviors of 
transformational and paternalistic leaders are likely to be consistent with leader behaviors 
described to build trust among followers; which are appreciating and protecting rights of 
followers and behaving in a way that others would benefit (Weichun et al., 2004).  

Effects of Leadership on Intrinsic Motivation   
Psychological empowerment (PE) is defined as an increased intrinsic task motivation 

manifested in four cognitions: meaning, competence, self- determination, and impact (Bogler & 
Somech, 2004; Peachey, 2003; Spreitzer, 1995). The critical step in the empowerment process is 
to create a work environment within a broader organization context that provides opportunity to 
exercise one’s full range of authority and power (Wall et al., 2004) and leadership is one of the 
most significant contributors for creation of such an environment (Dobbs, 1993). One of the key 
issues from the perspective of employees to feel empowered is to trust in their supervisors’ 
intentions and competency as well as the accuracy of information they gather. Therefore, trust is 
suggested to mediate the relationship of TL and PL with PE. The literature also suggests that 
psychological empowerment is related to OCBs (Bogler & Somech, 2004). In line with the 
previous findings, PL and TL are suggested to be associated with OCB through their effects on 
PE.  

Organizational identification (OI), which refers to the perception of belongingness with 
one’s organization (Riketta, 2005), is another intrinsic motivational state. When employees 
identify with the organization they work for, organizational membership constitutes a significant 
part of their self-concept. TL and PL are argued to enhance employees’ identification with the 
organization through their positive effects on trust. Furthermore, employees who identify 
themselves with their organizations to a large extent are more likely to engage in OCBs than 
those who identify themselves to a little extent (e.g., Christ et al., 2003; Riketta, 2005). The 
previous literature suggest that both TL (Epitropaki, 2003; Shamir et al., 1993) and PL (Aycan, 
2006) are positively associated with OI. Therefore, it is proposed that OI mediates the 
relationship of TL and PL with OCBs. 



Effects of Leadership on Extrinsic Motivation    
Another topic related to OCBs that has recently gained importance is instrumentality. 

Instrumentality belief refers to “the belief that OCBs are, in general, worthwhile and valued by 
others” (Hui et al., 2004, p. 315) and they will be associated with desired tangible and/or 
intangible outcomes. Hui et al. (2000) found a positive relationship between perceived 
instrumentality of OCB and OCB. Subordinates’ perceptions of instrumentality of OCB are 
found to be influenced by the behaviors and leadership style of supervisors, who evaluate 
subordinates’ performance and reward them (Teas, 1982). Pool (1996) found that there was a 
significant relationship between instrumentality beliefs and leadership style that clarifies the 
goals and objectives. Both transformational leaders and paternalistic leaders are likely to 
encourage OCB among employees by clearly defining contingent rewards and communicate 
information regarding which employee behaviors are desired by them and by the members of 
work group. Therefore, both TL and PL are suggested to enhance employee OCB through their 
effects on instrumentality related to the leader and instrumentality related to work group. 

The second extrinsic motivational state involved in the present study is impression 
management (IM). IM refers to the process in which individuals try to manage their images in 
the eyes of the others (Bolino, 1999). As a motive IM is referred as the desire to avoid looking 
bad to co-workers and supervisors and to obtain rewards. IM, of course, may be a source of a 
variety of behaviors performed in organizational settings, where people belong to work groups. 
Employees particularly desire to be viewed in favorable ways by their supervisors. This may be 
especially true for employees who work with transformational or paternalistic leaders who 
motivate their subordinates to reach their ideal selves. Therefore, similar to their effects on 
instrumentality beliefs, both TL and PL are suggested to be associated with OCBs through their 
effects on employees’ IM motive.  

Method 

Participants and Procedure 
 Data were obtained from a sample of 251 white-collar employees from 49 

different organizations and by using multiple sampling strategies (e.g., personal contacts, 
universities alumni lists). In order to increase variance and representativeness of the sample, data 
were collected from six different cities located in five regions of Turkey. Participation was 
voluntary and confidential. Sample demographics are presented in Table 1. 
Measures 

 Organizational Citizenship Behavior. OCB were assessed by the Organizational 
Citizenship Behaviors Scale developed by Podsakoff et al. (1990). Prior to collecting data for the 
primary study, we examined the extent to which supervisor- and self-ratings of OCB differed. 
Data were collected from 37 matched pairs of white-collar employees and their immediate 
supervisors from three different provinces in Turkey. Results from paired-sample t-tests showed 
that ratings from the two sources were not statistically different, t(31) = -1.55, p = .13. Based on 
these results, self-ratings of OCB were deemed acceptable for the primary study. 

 Leadership style. PL was measured by the Paternalistic Leadership Scale 
developed by Aycan (2006), while TL was measured using the Multifactor Leadership 
Questionnaire (Avolio et al., 1999). 

 Trust in Leader. The “trust to supervisor scale” developed by İnelmen (2006) was 
used to assess trust in leader. 



 Intrinsic motivation. PE was measured using Spreitzer’s (1995) Empowerment at 
Work Scale, and OI was measured using Mael and Ashforth’s (1992) measure. 

 Extrinsic motivation. Instrumentality beliefs were measured by Hui et al.’s (2004) 
scale. Participants also rated the extent to which OCBs are formally recognized by their 
workgroup and supervisor. Impression management was measured via the scale developed by 
Rioux and Penner (2001). 

Results 

Descriptive statistics, reliabilities, and inter-correlations are presented in Table 2. 

Structural Equation Modeling (SEM) using AMOS 6.0 was utilized to test the 
hypotheses. In line with the suggestions by Bentler (1990), the fit indices that were used in 
evaluating the adequacy of the proposed structural model were: (a) the chi-square statistic; (b) 
χ2/df ratio (Q); (c) the goodness-of-fit index (GFI; Bollen, 1990); (d) the adjusted goodness-of-fit 
index (AGFI; Bollen, 1990); (e) the Tucker Lewis Index (TLI); (f) the comparative fit index 
(CFI); (g) root mean square residual (RMSEA). All of the indices suggest that the proposed 
model provided a good fit to the data (Figure 2). The χ2  was 15.70 and non-significant (p = .11). 
The χ2/df ratio was lower than 2.0 for the sample (χ2/df = 1.6); the GFI and AGFI were .97 and 
.94, respectively. TLI was .97 and CFI was .99. RMSEA was 0.5. The standardized regression 
estimates for the paths are presented in Figure 2.    

In line with the expectations, trust in leader was positively and directly related to OCB. 
Moreover, the relationship of both PL and TL behaviors with OCB was mediated by trust. 
Supporting the propositions regarding the mediating effects of trust and intrinsic motivations in 
the relationship between leadership and OCB, the results showed that trust and PE fully mediated 
the relationship between leadership behaviors and OCB. PL and TL behaviors were also 
positively related to OI, which in turn, was positively related to OCB. 

Contrary to expectations, the relationship between PL behaviors and OCB was not 
mediated by the instrumentality related to leader. The instrumentality related to leader did not 
mediate the relationship between TL behaviors and OCB as well, although TL behaviors were 
positively associated with instrumentality related to leader. A positive relationship of PL and TL 
behaviors with OCB was expected to be partially mediated by instrumentality related to work 
group. The results showed that instrumentality related to work group fully mediated the 
relationship between TL behaviors and OCB. However, the path from PL behaviors to 
instrumentality related to work group was not significant. Finally, while the relationship between 
PL behaviors and OCB was fully mediated by impression management motive, TL behaviors 
were not related to impression management motive.  

Discussion 

The overarching goal of the present study was to develop a process model explaining the 
impact of leadership on OCB through motivational mechanisms. It was proposed that PL and TL 
would be positively related to OCB through intrinsic and extrinsic motivational processes as well 
as trust in leadership. The reason why PL and TL were selected was to examine similarities and 
differences between them. In the literature, TL has been shown to relate to positive 
organizational and employee outcomes (e.g., Bass & Avolio, 1993). PL, on the other hand, has 
been criticized in the Western literature for hampering employee autonomy, empowerment and 
development (e.g., Cheng et al., 2004). However, research conducted in the cultural contexts 



characterized by high collectivism and high power distance (e.g., Turkey) suggests that PL may 
be an effective leadership style (Aycan, 2006). A secondary aim of the study, therefore, was to 
examine the ways in which PL and TL operate in relation to a key work outcome: OCB. The 
proposed process model was developed on the basis of the assumption that PL was an emic 
manifestation of TL. While our findings suggest that PL and TL behaviors relate to similar 
outcomes, they probably do so for different reasons. This conclusion is based in part on our 
findings pertaining to extrinsic motivation.      

The findings revealed that PL was associated with OCB through impression management 
motives, whereas TL was associated with OCB via instrumentality related to work group. 
Perhaps paternalistic leadership is emotional or relational in nature. Emotional bonding is 
formed between the leaders and subordinates because employees feel respect and loyalty to their 
leaders and view them like elder family members. Since subordinates care very much about 
maintaining close relationships with their leaders, they manage their impressions in order to not 
disappoint their leaders and lose their care and protection. The employee, therefore, is likely to 
engage in OCB being motivated by IM.  

TL is speculated to be based on a professional rather than emotional relationship between 
the leader and the subordinate. Although TL was strongly associated with instrumentality related 
to the leader, this motivational factor did not relate to OCB. Instead, instrumentality related to 
work group mediated the relationship between TL and OCB. These findings suggest that 
transformational leaders were successful in creating an environment in which peers recognize 
and appreciate OCB. In the workplace climate created by the transformational leader, recognition 
and appreciation coming from the members of the work group seem to be influential in 
motivating OCB.  

The finding that PL was not related to instrumentality related to leader was rather 
surprising. This may indicate that paternalistic leaders are not consistent in their responses to 
OCB across situations. Paternalistic leaders who do not hesitate to show their feelings in the 
workplace may be perceived as inconsistent in their responses to OCB. Depending on the 
context, the paternalistic leader may criticize one dimension of OCB but may praise or stay 
neutral to another dimension of OCB. Alternatively, the paternalistic leader recognizes and 
appreciates some employees for engaging in such behaviors while criticizes or does not 
recognize others for performing the same behaviors.  

PL was not associated with OCB through instrumentality related to work group. One 
possible explanation is related to the emotional nature of the leader-subordinate relationship. Just 
like siblings compete for the parental love, care and protection, employees compete for the love, 
care and protection of the paternalistic leader. In such an environment, the members of the work 
group may perceive OCB performed by their co-workers as an ingratiation act towards the 
leader. On the other hand, the group members may not criticize these behaviors, because such 
criticism would harm the family environment in the workplace that the paternalistic leader tries 
to create. Therefore, PL leads to neither recognition nor criticism from the work group in 
response to OCB, which can explain the lack of relationship between PL and instrumentality 
related to the work group. 

The findings revealed that TL was not associated with OCB through IM. One explanation 
is that the transformational leader is likely to create a professional environment in which 
individuals are evaluated by others on the basis of their contribution to the organizational and 
group success. In such a business context, employees are less likely to be concerned with making 
a good impression in the eyes of the others. They are assured that, as long as they improve their 
performance and work effectively for accomplishing the common objectives, they are 



appreciated and viewed positively by the work group as well as the leader. Therefore, employees 
working with the transformational leader are not motivated by IM for engaging in OCB.        

PL and TL exerted their influences over OCB through the same intrinsic motivational 
mechanisms, but again possibly for different reasons. When we apply the insights gained from 
the findings pertaining to the relationship of PL and TL with extrinsic motivational processes, it 
would be possible to provide different rationale for the relationship of PL and TL behaviors with 
intrinsic motivational processes. While the effects of PL and TL on OCB were not mediated by 
psychological empowerment, trust in leader was the key variable in the relationship of PL and 
TL behaviors with PE. We speculate that in the case of PL, consistency and integrity components 
of trust play the key role for employees to feel empowered; whereas in case of TL which is 
characterized by professionalism, trust in leader’s competency, communication and credibility is 
essential for employees’ sense of PE.  

Another important intrinsic motivator for OCB was the organizational identification. As 
hypothesized, both PL and TL were related to OCB via OI. Both types of leadership were found 
to be successful in creating the sense that the organization was a part of employees’ self-concept. 
As expected, both paternalistic and transformational leaders enhanced employees’ identification 
with the organization also when they built a trusting relationship with their followers. Similarly, 
paternalistic and transformational leaders exert their positive influences over employee OCB 
through trusting relationship they built.  

There are four main scientific contributions of the study. First, we identified key 
motivational processes involved in relationships between leadership and OCB. Despite the 
empirical evidence suggesting that TL is positively related to OCB (e.g., MacKenzie et al., 2001) 
the ways in which transformational leaders exert their influence over employee OCB had not 
been fully explored. The present research addressed this question by examining a process model 
involving intrinsic and extrinsic motivations as well as trust in leader. Second, the study 
contributed to the scientific literature by examining relationships between PL and OCB. The 
present study was the first attempt to explore the relationship between PL, motivations, and 
OCB. Third, similarities and differences between PL and TL in relation to OCB were 
investigated. The tentative conclusion of the present study is that PL and TL are similar in terms 
of their effects on employee outcomes. Finally, this study is among the first attempts (e.g., Hui et 
al., 2004) to unveil the importance of extrinsic motivational processes in stimulating OCB.  

One of the limitations was that the sample was moderate in size and the data was 
collected from organizations in Turkey. The relationship of PL and TL with various employee 
outcomes should be investigated with larger samples in different cultural contexts. Another 
limitation of the present study was the use of single source in data collection. Although a pilot 
study comparing self- and supervisory-rating of OCB was carried out and a substantial number 
of studies investigating OCB relied on self-report data (e.g., Alge et al., 2006; Blakely et al., 
2005), future studies should try to use multiple sources in data collection, whenever possible. 

Future research would benefit from including organization-level factors and their effects 
on motivational and attitudinal processes that enhance OCB. Also, a direction for future research 
is to examine the propositions of the present study which speculate that PL is emotional or 
relational in nature, whereas TL is professional in nature. For example, the relationship of PL 
and TL with evaluations of psychological contract types of employees can be investigated. In 
conclusion, this was a humble, nevertheless, an important first-attempt to understand through 
which processes leadership influenced one of the most important positive employee outcomes, 
namely, OCB. This study is hoped to stimulate future attempts to examine this process in more 
detail. 
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Figure Captions 

Figure 1. The proposed model of the motivational processes and trust in leader involved in the 

relationship between leadership and OCB.  

Figure 2. The standardized estimates of the significant paths and the connected error terms 

Table 1. Demographic characteristics of the participants 

Demographic Characteristics of the Participants  

Age                                     
                                            M 
                                            SD 

 
 

32.01 
9.04 

 
Gender (%)                         
                                           Male 
                                           Female 
 

50.60 
49.40 

Education (%) 
                                           Secondary school 
                                           High school 
                                           Academy 
                                           University 
                                           Graduate School 
                              

3.90 
28.60 
13.0 
43.30 
11.30 

Positional Tenure  
(years)                                M 
                                           SD                 
                  

5.86 
6.42 

Tenure with Manager  
(years)                                M 
                                           SD                 
                  

3.62 
4.13 

Location  (%) 
                                           İstanbul 
                                           Ankara 
                                           İzmir  
                                           Antalya 
                                           Kocaeli 
                                           Ağrı  
 

 
31.0 
47.7 
5.1 
2.5 
2.5 

11.2 
 

Sector (%) 
                                           Service 
                                           Manufacturing 
                                           Mixed sectors (Holdings) 

57.7 
34.8 
7.5 



Table 2. Correlation matrix of the study variables  

 

 Mean  
   

SD 1 2 3 4 5 6 7 8 9 

1. Paternalistic  
Leadership 

3.56 .82 (.92) .74** .22** .65** .18** .50** .37** .16* .18** 

2. Transformational  
Leadership   

3.26 .76  (.95) .28** .74** .19** .52** .55** .27** .13* 

3. Organizational  
Citizenship Behavior  

5.69 .65   (.84) .38** .37** .44** .21** .27** .23** 

4. Trust in  
Leader 

4.27 .94    (.83) .26** .50** .43** .26** .16* 
 

5. Psychological  
Empowerment 

5.53 .87     (.84) .30** .26** .10 .07 

6. Organizational  
Identification 

3.62 .86      (.84) .33** .12 .22** 

7. Instrumentality  
Related to Leader 

.92 .64       (.76) .23** .09 

8. Instrumentality  
Related to Work Group 

.83 .62        (.79) .11 

9. Impression  
Management  

5.04 .83         (.78) 

Note. Numbers on the diagonal are Cronbach’s alpha coefficients.   
**  Correlation is significant at the 0.01 level (2-tailed). 
*  Correlation is significant at the 0.05 level (2-tailed). 

 



Note. . ***Correlation is significant at the 0.001 level; **Correlation is significant at the 0.01 level; *Correlation is 
significant at the 0.05 level. 
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