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ABSTRACT

Objective: The aim of the current study was to investigate the impact of paternalistic leadership on organizational trust
among healthcare professionals. As a starting point, it acknowledges that the impact of paternalistic leadership may vary
depending on the cultural values of a given society. The study then offers the regression model between the variables
among with implications of this relationship for healthcare management.

Methods: A questionnaire-based cross-sectional study and face-to-face interviews were conducted at a private hospital
group in Istanbul. The study sample encompassed 329 employees. In data analysis and evaluations, frequency tables,
central and prevalence criteria, Pearson’s correlation test and simple linear regression analysis were employed and
analysed with the SPSS 20 statistical package program.

Results: A statistically significant and positive correlation was found between paternalistic leadership behaviour and
organizational trust (r = 0.669, p = 0.000; R* = 0.448). The analysis indicated that paternalistic leadership behaviour
explained about 45% of the variance in organizational trust.

Conclusion: In study, it was found that paternalistic leadership behaviours are strongly related to organizational trust
among healthcare professionals. Paternalistic leadership, particularly in collectivist cultures with high power-distance
structures, may yield to positive organizational outcomes.

Keywords: Paternal leadership, leadership, organizational trust

Saglik Calisanlarinda Paternalist Liderlik Yaklagiminin Orgiitsel Giiven Uzerindeki Etkisi
0ZET

Amag: Saglik calisanlarinda paternalist liderligin orgiitsel giiven iizerindeki etkisini arastirmaktir. Baglangi¢ noktasi
olarak, paternalist liderligin etkisinin toplumun kiiltiirel degerlerine bagh olarak degisebilecedi kabul edilmis ve bu
iliskinin saglik yonetimi iizerindeki etkileri ile birlikte degiskenler arasindaki regresyon modelini sunmak amaglanmustir.

Yontem: Arastirma, istanbul ilinde faaliyet gdsteren ve kolayda drnekleme yoluyla belirlenen bir 6zel grup hastanesinde
gerceklestirilmistir. Veri toplama araci olarak anket kullanilmig ve katilimailara yiiz yiize gériisme yoluyla uygulanmistir.
Arastirmanin drnekleminde, arastirmaya katilmayi kabul eden 329 calisan yer almaktadir. Veriler elektronik ortama
aktanlarak, SPSS 20 istatistik paket programinda analiz edilmistir. Analiz ve degerlendirmelerde siklik tablolar, merkezi
ve yayginlik dlgiitleri, Pearson korelasyon testi ve basit dogrusal regresyon analizleri kullaniimistir.

Bulgular: Elde edilen bulgulara gdre, paternalist liderlik davranisi drgiitsel giivenin %45'ini agiklamakta ve paternalist
liderlik davranisi ile drgiitsel giiven arasinda istatistiksel olarak anlamli, pozitif yonde, kuvvetli iliski bulunmaktadir
(r=0.669, p=0.000; R* = 0.448).

Sonug: Calismada, saglik calisanlarinda paternalist liderlik davraniglari ile drqiitsel giiven arasinda giiclii bir iliski oldugu
bulunmustur. Paternalist liderlik, 6zellikle yiiksek giic mesafesi yapilarina sahip kolektivist kiiltiirlerde, olumlu drgiitsel
sonuglara yol acabilir.

Anahtar Kelimeler: Babacan Liderlik, liderlik, orgiitsel giiven
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The Impact of Paternalistic Leadership Behaviour on Organizational Trust

ne of the leadership concepts that has recently

come into focus in the past decades is paternalis-

tic leadership. Silin (1976) proposed the concept
of paternalistic leadership and the term ‘paternalistic’ in-
dicates an idea where the leaders perceive their followers
as children needing the protection, guidance and guidan-
ce of a father in professional and personal development
(1, 2, 3). The employees are expected to trust and com-
mit to their leaders and voluntarily follow their directions
(3). Chen and others list three dimensions of paternalistic
leadership as authority, benevolence and morality (4).
Paternalistic leadership thus appears as an approach en-
capsulating discipline and authority as well as care and
concern for employees.

Paternalistic leadership seems to be a valued approach in
collectivistic cultures, compared to individualistic ones,
where organizations are often formed in hierarchical
structure with high power distance between the leader
and employees (3, 5, 6). Aycan (2000, 2001) in her compa-
rative studies on paternalistic leadership, ranked Turkey,
China, India, Pakistan and Taiwan among countries with
high collectivist cultures (7, 8). In recent years, there has
been an increasing amount of literature focusing on the
impact of paternalistic leadership on organizational dyna-
mics in a workplace. For example, a positive impact of pa-
ternalistic leadership on employee performance and pro-
ductivity (4, 9), job satisfaction (10, 11,12, 13), organizati-
onal citizenship (14), working morale (15), organizational
justice (16), and positive work engagement behaviour are
among many others (17). To the contrary, paternalistic le-
adership is not widely discussed in Western literature and
the existing work tends to underscore negative aspects
of this model with individualistic and low power distance
observed in the Western societies (2, 18).

A concept strongly related to leadership is organizational
commitment. Under the model put forth by Shockley-
Zalabak and others (2000), organizational trust is the
overarching belief that an organization in its behaviours
and communication is competent, open and honest, con-
cerned, reliable, and worthy of identification with its go-
als, norms, and values (19, 20). In the model developed
by Bromiley and Commings (1996), organizational trust is
referred to as the beliefs and expectations of employees
from organizational relationships and behaviours, encom-
passing emotional, cognitive and behavioural dimensions
(20, 21, 22). Anderson and others (2012) analysed orga-
nizational trust in five dimensions: organizational trust
relates to the psychological state of the person, is linked
to perceived experiences, refers to positive expectations
about the organization and its members, involves actively

taking risks, and is subject to change in any situation (23,
24).

As a concept, organizational trust is an essential compo-
nent of organizational excellence in today’s world (25).
Recent studies analysing the relationship and impact of
organizational trust have linked organizational trust to
improved economic performance and the achievement
of organizational goals (26), successful cooperation and
effectiveness in organizations (27) as well as enhanced
organizational learning (24). Thus, previous research emp-
hasises the importance of organizational trust in the ef-
fective, equitable and efficient delivery of services, inclu-
ding in healthcare institutions.

The aim of the current study was to investigate the im-
pact of paternalistic leadership approaches on organiza-
tional trust among healthcare workers. Since paternalistic
leaders closely focus on the well-being and performan-
ce of employees in both their professional and personal
life, it is plausible to expect the development of trust in
leader-member interactions as well as the increase in or-
ganizational commitment. Previous studies support the
conclusion that paternalistic leadership exerts a positive
impact on a variety of dimensions related to organizati-
ons, ranging from work engagement to job satisfaction.
Therefore, it may be argued that paternalistic leadership
is also associated with organizational trust, particularly in
collectivist cultures.

Materials and method

A questionnaire-based cross-sectional study was under-
taken in a private hospital in the city of Istanbul operated
by the largest private healthcare group in Turkey. The se-
lection of the hospital was determined by a convenien-
ce sampling. The study sample included 329 employees.
The participation was voluntary, and participants’answers
were recorded anonymously. The questionnaire was ad-
ministered to the employees through face-to-face inter-
views between 10 December 2019 and 10 January 2020.
The study was approved by Acibadem University and
Acibadem Healthcare Institutions Medical Research Ethics
Committee (ATADEK) on 5 December 2019 with the deci-
sion of 2019-19/35.

The questionnaire consisted of three parts. The first part
collected information on demographics and employee-
related variables. This part included items concerning sex,
age (6-point response scale; younger than 25 years, 26-35
years, 36-50 years, 40-49 years, 51-65 years, 66 years or
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older), years of employment at the hospital (4-point res-
ponse scale; less than a year, 2-4 years, 5-10 years, more
than 11 years), years of employment in total (4-point res-
ponse scale; less than a year, 2-4 years, 5-10 years, more
than 11 years), job title/profession (9-point response scale;
nurse, physician, healthcare officer, midwife, emergency
medical technician, medical secretary and patient servi-
ces professionals, laborant, x-ray technician and another
position) and job rotation/shift (3-point response scale;
day, night, day and night).

The paternalistic leadership perceptions of the partici-
pants were measured by the Paternalistic Leadership Scale
developed by Aycan (2006) (5). The responses in this Scale
were rated using a five-point Likert-type scale where high
scores represent employees who perceived high paterna-
listic leadership behaviours in their leaders (1 = strongly
disagree to 5 = strongly agree). The Cronbach’s alpha coef-
ficients of both scales were determined as high (Cronbach
alpha> 0.70).0rganizational trust was measured by the
Organizational Trust Scale. This scale was developed by
Bromiley and Cummings (1996) and later translated into
Turkish by Tlziin (2006) in an unpublished doctoral dis-
sertation (21). Each item was rated using a seven-point
Likert-type scale where high scores represent employees
who possess higher levels of organizational trust to the
institution (1 = strongly disagree to 7 = strongly agree).

Descriptive data were analysed, and reliabilities were com-
puted for organizational trust and paternalistic leadership
perceptions. The data was scrutinised using Pearson cor-
relation and hierarchical linear regression analysis to as-
sess the association between organizational trust and pa-
ternalistic leadership perceptions. Furthermore, the study
employed frequency tables and the central prevalence
criteria. The significance level was set at 5% and the con-
fidence interval at 95%. Data management and analysis
was performed using SPSS 20.0.

Results

The sample (n =328, 72.3% females and 27.7% males) con-
sisted of 14.7% nurses, 43.8% medical secretaries and pa-
tient services officers and 11.3% physicians. Thirty-seven
per cent were younger than 25 years, 39% were between
26 and 35 years and 23.8% were 36 years or older. Twenty-
seven per cent had less than 1 year of employment at the
hospital, 35.8% between 2 and 4 years, and 26.9% betwe-
en 5 and 10 years, and 10.7% had more than 11 years of
employment. With respect to total years of employment,
13.8% had less than 1 year of employment in total, 30%

between 2 and 4 years, and 32.7% between 5 and 10 ye-
ars, and 23.5% had more than 11 years of employment.
Eighty-three per cent worked on dayshifts, 6.4% on night
shifts and the remaining 10% worked on both day and
night shifts. Fifty-eight per cent worked with female ma-
nagers as their leader, and 42% worked with male mana-
gers (Table 1).

The median values in Table 2 yielded to the organizational
trust score averages of the participants at X = 5.23 and to
mean scores of paternalistic leadership behaviour as X =
3.60.Results of the Pearson’s r analysis yielded that there
was a significant, positive correlation between the orga-
nizational trust and paternalistic leadership behaviours
among healthcare workers (p <0.01). Accordingly, a po-
sitive and moderate relationship was observed between
paternalistic leadership and organizational trust (r = 0.67)
(Table 3).

The results of the regression analysis in Table 4 demons-
trated that paternalistic leadership behaviour positively
affects the organizational trust level (B =1.061,t=16.594,
p <0.05). Forty-five per cent of the total variance regar-
ding the organizational trust level of the employees was
explained by the paternalistic leadership behaviour (R* =
0.448).Consequently, the results indicated that paternalis-
tic leadership behaviour is a statistically significant predic-
tor of organizational trust variable. Moreover, the linear
regression model was determined as follows:

Organizational Trust (Y) = 1.42 + 1.06 * Paternalistic
Leadership (X)
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Figure 1. Scatter Plot Relation between Organizational Trust (Y) and
Paternalistic Leadership Behaviour (X)
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Table 1. Distribution of the demographic characteristics of participants

Gender Female 237 72.3
Male 91 27.7
Total 328 100
18-25 122 37.2
26-35 128 39.0
Age 36-50 59 18.0
51-65 18 5.5
66 and over 1 0.3
Total 328 100
High school 70 21.5
Associate degree 102 31.3
Education College 107 328
Master’s 27 8.3
PhD 20 6.1
Total 326 100
< 1year 45 13.8
Number of years spent in the profession 24 years % 200
5-10 years 107 327
>11 years 77 235
Total 327 100
< 1year 87 26.6
Number of years spent in the current workplace 24 years 17 >3
5-10 years 88 26.9
>11 years 35 10.7
Total 327 100
Day 274 83.5
Shift patterns Night 21 6.4
Day-Night 33 10.1
Total 328 100
Nurse 47 14.7
Healthcare staff 3 0.9
Midwife 3 0.9
Physician 36 1.3
Job title Medical secretary/ Patient relations officer 140 43.8
Laborant 1 0.3
Emergency tecnician 7 2.2
X-ray technician 1 0.3
Other 82 25.6
Total 320 100
Gender of manager Female 183 °72
Male 133 42.1
Total 316 100
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Table 2. Relationship between Organizational Trust and Paternalistic Leadership Behaviour under the Pearson correlation test

Organizational Trust Paternalistic Leadership Behaviour
r 1 669
p .000
Organizational Trust
N 341 341
X 5.23
r .669 1
p .000
Paternalistic Leadership Behaviour
N 341 341
X 3.60

Model

RZ

Adjusted R’

Standard Error of the Estimate

6692

448

447

93331

#p<0,01

Table 4. Simple linear regression analysis results of organizational trust and paternalistic leadership behaviour

Non-standardized coefficients Standardized coefficients
B Standart error Beta ‘ P
Constant 1418 235 6.024 .000
Paternalistic leadership behaviour 1.061 .064 .669 16.594 .000

Dependent Variable= Organizational Trust

Discussion

The present study shows that paternalistic leadership be-
haviour positively influences organizational trust among
healthcare workers (B=1.061,t=16.594, p <0.05). This po-
sitive association was moderate(r = 0.669; p <0.05) (Table
3). The regression model provided as Organizational Trust
(Y)=1.42 +1.06 * Paternalistic Leadership (X).Significantly,
45% of the total variance in the level of organizational
trust was explained by paternalistic leadership behavio-
ur. This level of effect obtained with a single independent
variable was quite high. In other words, it is expected that
when healthcare managers display paternalistic leaders-
hip behaviour, employee’s perceptions of organizational
trust increases.

While the association between paternalistic leadership
behaviour and organizational trust has not been reported
widely in the literature, the studies have reported the asso-
ciations between paternalistic leadership and employee

performance and productivity (4, 9), job satisfaction (10,
11,12, 13), organizational citizenship (14), working morale
(15), organizational justice (16), and positive work enga-
gement behaviour (17). For example, in a cross-sectional
Turkish study among 683 healthcare workers, Nal and
Tarim (2017) found significant and positive correlation
between paternalistic leadership behaviours and job sa-
tisfaction among healthcare workers(3=530, t=16,322,
p<0,01) (12). In a Turkish study among employees wor-
king in banking, insurance, health, education and service
sectors, Erben and Glineser (2008) found a significant and
positive relationship between ethics and benevolent pa-
ternalistic leadership (28).
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The results of Turkish studies seem to be supported by
the results achieved in studies done in other collectivist
cultures with high power-distance, such as China, Korea
and Taiwan (7, 8). A Chinese study by Cheng and others
(2004) in the healthcare sector reported that paternalistic
leadership behaviouralso guided employees to develop
the sense of benevolence in the society (29).Poaching and
Chichun (2009) observed that paternalistic leadership be-
haviour positively impacts organizational citizenship. The
present findings seem to be consistent with these studies
(14).The present study observed that the increase in orga-
nizational trust leads to the increase in work productivity
and a trust relationship between employees with their ma-
nagers, institution and colleagues.In collectivist cultures
with high power-distance, membersare perceived toseek
protection, support, proximity and attention from their le-
aders (3, 5, 8). The paternalistic leadership yields effective
results because the paternal leaders with a focus on the
emotional and professional needs of their followers, seek
to provide solutions to all their problems. Paternal leaders
are expected to develop methods to ensure employee
loyalty and organizational belonging. Through adopting
benevolence in their approach and standing as mentor
and a role model, paternalistic leaders display exemplary
experience for their employees, and consequently earn
organizational trust, as well as achieving greater producti-
vity, work engagement and job satisfaction (24, 26).

One practical implication from the present study is that
paternalistic leadership approaches in the healthcare sec-
tor in Turkey positively impact organizational trust and
dynamics, therefore can be an effective management tool
in the healthcare industry, particularly in high pressure
periods. During the course of the global pandemic on
COVID-19, healthcare workers are placed under greater
pressure and have been experiencing professional burno-
ut. The paternalistic leadership approaches employed by
the management, where leaders consistently show inte-
rest in the well-being of their employees (13), may dee-
pen the trust in the organization and, therefore, result in
improved economic performance and the achievement
of organizational goals, effective cooperation between
members as well as enhanced organizational learning.

As for the limitations of the present study, first, although
the study was conducted on a large sample, it was limi-
ted to a single dependent variable. This implies that or-
ganizational dynamics could be further analysed using
different variables, models and studies. Secondly, the
generability of the current study may be limited. The
results may also be culture specific, depending on the

collectivist-individualist cultures and power-distance in
different societies. Thus, it is suggested that future studies
should examine the importance of paternalistic leaders-
hip behaviour on organizational commitment across a
broad range of health-care organizations in other cultu-
res andcountries and among a broad range of employee
groups.

Conclusion

The current study concluded that paternalistic leaders-
hip behaviour positively influences organizational trust
among healthcare workers, and this relationship was
moderate. Paternalistic leaders closely focus on the well-
being and performance of employees at work and in their
personal lives. It is argued that, in countries with collec-
tivist cultures and high power-distinctions, the interacti-
ons between leaders and members under the paternalis-
tic leadership model leads members to develop positive
beliefs with respect to organizational relationships and
behaviours.
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