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Abstract

The research objective aims to investigate the effect of paternalistic leadership on employees’ 
performance and organizational identification. The research has adopted the quantitative 
approach and data collected from a population comprised of employees in five-star accom-
modation establishments located in Antalya. To represent the research population, the con-
venience sampling method was used to determine the sample, and in the 2021 summer sea-
son, 380 questionnaires obtained from the sample were analyzed. Pearson correlation analysis 
was used to determine the relationship between the scale variables. According to the results, a 
positive and significant relationship was found between paternalistic leadership perception, 
and employee performance and organizational identification. Paternalistic leadership percep-
tion explained 6% of the change in employee performance. In addition, paternalistic leader-
ship behavior explained 11.1% of the variance of organizational identification. Significant and 
positive relationships were found between the subdimension of paternalist leadership (creating 
a family environment (t=3.073, p≤.01), expectation of loyalty and deference (t=2.061, p≤.05)), 
and organizational identification. Moreover, another positive relation was found between 
the subdimension of paternalist leadership (creating a family environment at the workplace 
(t=2.328, p≤.05)) and performance. This research will be the first study in the tourism sector in 
Turkey in terms of paternalistic leadership, employee performance, and organizational identi-
fication. Since there is no other study in the literature in which these three variables are inves-
tigated together in tourism studies, it will fill the gap in the field.
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Introduction

In today’s management world, it is getting harder for businesses to survive, increase their pro-
ductivity, increase profit, and distinguish themselves from rival companies. In addition to hav-
ing technological developments that will make a difference, the human capital factor, which 
is another component that will enable businesses to get ahead of their competitors, is increas-
ing its place day by day in the world of management. Manager behaviors that motivate employ-
ees to work and improve their performance have increased importance in promoting employ-
ee productivity. New ways have been searched to increase the commitment and identification 
of the qualified workforce to the enterprises they work for. The answers to these questions have 
been examined within the framework of leadership theories in general and in the context of 
different leadership approaches. Leadership styles have been affected by various geographical, 
socio-economic and cultural differences. From the leadership standpoint, culture is closely 
linked with enhanced firm performance (Combs et al., 2019). Unfortunately, sociological study 
has failed to evaluate variables that affect organizational performance, such as cultural factors, 
while evaluating organizational results (Arun et al., 2020). One of the management types is 
the paternalistic leadership approach that emerged in societies with paternalistic characteris-
tics. Hofstede’s cultural model provides extensive information about societies with paternalis-
tic characteristics (Hofstede, 2001). More research is needed to understand paternalistic lead-
ership’s results on structural outcomes, especially on abstract variables such as performance 
(Lau, 2012). Both well-grounded methodological and conceptual studies are needed to estab-
lish a credible research flow on paternalist leadership (Pellegrini, Scandura, 2008).

Concerning social identity theory, staff members intend to identify themselves with-
in groups that meet their needs regarding self-esteem, belonging, control, and purpose in 
life (Hogg, 2006). Suppose hotel managers can meet their employees’ needs for self-esteem, 
belonging, and their meaning in life. In that case, they can strengthen their employees’ sense of 
identity (Zhuang et al., 2021). It has been observed that managers who show a friendly and ami-
cable behavior style use a fatherly leadership style that affects employees positively (Redmond, 
Sharafizad, 2020). According to Chen’s (2013) research, the paternalistic leadership approach 
demonstrated in the hospitality industry has found that employees effectively develop inter-
nal service behaviour. However, Tuan (2018) stated that the authoritarian leadership aspect 
of paternalistic leadership may hinder the improvement of the social exchange relationship 
between workers and the management, leading to low employee commitment to the business. 
As can be seen that it is worth investigating, the relationship between paternal leadership and 
the identification of organization has been identified as one of the topics of this research.

Researchers looking for a solution to improve employee performance have conducted 
numerous studies in different sectors to determine the effects of identification on performance 
(Agustina et al., 2024; Ly, 2024). It is suggested that employees who identify with their organ-
ization and see themselves as part of the organization put in more effort to do the job, see 
themselves as representatives of the organization both inside and outside the organization, 
and benefits of the organization in all their decisions; and one of the most critical outcomes of 
organisational identification is performance (Bacaksız et al., 2017).

Accordingly, the aim of this research, which was carried out on employees performing 
their jobs at five-star accommodation establishments located in Antalya, is to investigate how 
paternal leadership affects the performance and organizational identification of employees. 
Although research has been done in various sectors within the context of paternal leadership 
and organization identification, this study will be the first study in the tourism sector in Tur-
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key in terms of paternalistic leadership, employee performance and organizational identifica-
tion. Since there is no other study in the literature in which these three variables are investi-
gated together in tourism studies, it will fill gap in the field. The outcomes of the research can 
help as a directing information for hotel managers within the tourism industry, with increas-
ing effectiveness and efficiency of employees as a performance indicator and managing to hold 
employees in the same organization for the long term while increasing their organizational 
identification levels.

Conceptual Framework

Paternalistic Leadership

Many studies have been carried out on which management style is effective in increasing the 
productivity and performance of employees (Myers, Rushbrook, 2024; Garengo, Betto, 2024; 
Lopez Cabarcos, 2024; Al Malki, Juan, 2018; Babalola, 2016). Paternalistic leadership approach 
is one of the topics researched in this direction (Aycan, 2006; Farh et al., 2006; Köksal, 2011; 
Pellegrini, Scandura, 2008).

The concept of paternal leadership appears as a management kind shaped by the synthesis 
of cultural, geographical, and socio economic characteristics (Silin, 1976). When the studies 
on paternalistic leadership are reviewed, it is seen that Cheng et al. (2000) define paternal lead-
ership as a benevolent leadership style that takes place within moral rules in an atmosphere in 
which personal authority and discipline are dominant. Bing (2004) argues that the employer 
is a transformed limitation of the person’s genuine parental authority figure. Maccoby (2004) 
maintains that today’s few pioneers are good at controlling and manipulating their followers’ 
transference of paternal attitudes. Padavic and Earnest (1994) stated paternalism continues in 
the present era and explain it as an asymmetrical power relationship in which employees meet 
their remarkable materialistic and psychological needs. They also argue that managers are 
supposed to see paternalism as a viable option to implement their strategies.

Aycan et al. (2000) assert that in a paternalistic relationship, the higher ranked employ-
ee’s role is to channel, protect and nourish the junior employee. The junior employee’s role 
is to be loyal and respectful to the higher ranked employee. Within a cultural context, busi-
nesses run by managers with paternalistic leadership style can be likened to the relationship 
between the head of the family and its members in male dominated cultures where there is 
high hierarchical authority. The head of the family stands out as a high authority who knows 
everything better than anyone else and as a nonnegotiably senior authority or decision maker 
whose decisions are important for the family’s safety, continuity, and wellbeing. The duty of 
the household, on the other hand, is to be aware of the fact that the decisions made by the head 
of the family are for their good and to fulfil their duties under the leadership of the head of the 
family with no interruptions.

The number of studies conducted on paternalistic leadership has increased in recent years, 
but the conceptualization of paternalism as a legitimate form of authority as a managerial 
notion lane to work of Max Weber (Pellegrini, Scandura, 2008). Weber (1978) described three 
management styles: traditional, charismatic and bureaucratic. In the traditional management 
style, the stress is located on the administration of workers by an elder or paternal authori-
ty. Paternalistic leadership is grounded on individual commitment and unconditional defer-
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ence of employees towards supervisor. Weber (1978) suggests that traditional paternal author-
ity emerged from the relationship within the patriarchal household.

An expected situation that people grow up in a paternalistic culture show paternalistic lead-
ership characteristics. Hofstede’s cultural model, which provides a better understanding of the 
concept of paternalistic leadership, gives extensive information about societies with paternal-
istic characteristics (Hofstede, 2001). Paternalist societies are collectivist, avoid uncertainty, 
and have high level of hierarchical power (Köksal, 2011). These characteristics are important 
characteristic features of societies like as India, Pakistan, China, Korea and Turkey (Aycan et 
al., 2000). Researchers who have worked in the field of paternalistic leadership have put for-
ward that paternal leadership is more effective management kind due to family structure in 
Eastern and Asian societies because of socio economic and cultural characteristics (Silin, 1976; 
Aycan et al., 2000; Kim, 1994). Kim (1994) underlines the importance of patriarchal relations in 
the family unit within the traditional values in Asian cultures and emphasizes that the bound-
aries of this relationship within the family reach workplaces over time.

Cheng et al. (2000) divide paternalism into three sections, which are authoritarianism, 
benevolence, and morality. Authoritarianism states the behaviour of superiors who assert 
authority and control and awaits unconditional deference from their subordinates. In authori-
tarian leadership, subordinates obey the leaders’ wishes without opposition. The dimension of 
benevolence indicates individualized, holistic leader behaviours for the social and economic 
wellbeing of lower ranked workers. In exchange for leaders feel gratitude and the obligation to 
pay back after subordinates allow. The morality dimension describes the behaviours of a lead-
er who exhibits superior individual ethics (e.g., one who does not manipulate authority for his 
own benefit, become a role model in private and professional life), that helps juniors workers to 
follow and identify with superiors (Pellegrini & Scandura, 2008). Based on these dimensions, 
Cheng et al. (2000) define paternalist leadership as “a management approach that contains 
intense discipline and authority with paternal benevolent and ethical honesty”.

Aycan (2001) argued that paternalism is an important cultural extent that can expose inter-
cultural diversities and a culture specific leadership model. In line with this approach, she 
developed the paternalistic leadership model. She created four dimensions based on behaviour 
and motivation and made them as a 2x2 matrix. These dimensions are benevolent, exploitative, 
authoritative, and authoritarian. It is seen that five scales used to measure paternalistic leader-
ship have been developed so far (Aycan, 2006; Pellegrini, Scandura, 2008; Cheng et al., 2000; 
Aycan et al., 2000; Mathur et al., 1996). The scale developed by Aycan is one of the most up to 
date scales used and has been analyzed in Turkish culture (Schroeder, 2011). In this study, the 
short version of the paternalistic leadership scale developed by Aycan et al. (2013) was used.

Employee Performance 

In today’s technological world, human capital, which will make a difference for business-
es to continue their competition, increase their profitability, and survive, is becoming more 
and more important. Staff performance in workplaces is a significant issue for businesses, so 
it is useful to address the concept of performance before discussing employee performance. 
Performance can be described as the level of utilization of a capacity, or the level of output 
obtained from a specific action (Uludağ, 2018). It also provides information about how much 
the attained level has achieved the intended goal (Uludağ, 2018). In this case, it would not be 
wrong to say, based on the concept of performance, that the employee’s performance gives 
information about how much of the desired goals have been achieved as a result of the employ-
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ee’s effort while performing a certain job or service. Despite the technical differences between 
job performance, productivity, and efficiency, they are often used interchangeably (David Pin-
cus, 2006).

The performances of individuals are important for both individuals and businesses. High 
performance of their employees can be considered as achieving quantitative and qualitative 
objectives such as producing more products or high quality services for businesses, gaining the 
majority of the market by having the edge over their competitors, and as a result, making prof-
its (Ugurluoglu et al., 2018). For employees, alternatively, high performance helps reveal moral 
feelings such as self-confidence, self-efficacy, success, job satisfaction, and honour, as well as 
reward oriented financial opportunities such as promotion or additional income (Usta, 2012; 
Taşdemir, 2017). High performing individuals have better career opportunities in their jobs 
than those with medium and low performance showers (Sonnentag et al., 2008). 

In their study on performance, Borman and Motowidlo (1997) examine performance in two 
dimensions: task performance and contextual performance. Task performance can be well 
defined as the direct contribution of the employees to the main technological process or as 
the indirect activities that benefit the technical process of the enterprise by providing the 
materials or services used for the process’s continuity. Task performance is divided into two 
and examined as administrative task performance and leadership task performance (Karakoç, 
2018). In general, the duties or services which are not taken in the work descriptions of the 
administrative personnel and which are included in the job descriptions of the lower level per-
sonnel are within the scope of technical task performance. Activities such as evaluating the 
employees and guiding them by their motivation and organizational objectives are considered 
within the scope of leadership task performance. Contextual performance is complementary 
elements of task performance that form the organization’s social and psychological circum-
stances. In a way, it includes employee behaviours such as volunteering for additional jobs for 
the organization to be successful, helping other colleagues in the organization to complete the 
work, cooperating, taking initiative in work related decisions while doing their work (Borman, 
Motowidlo, 1997).

Organizational Identification

The concept of organizational identification is defined as the perception of unity in which 
employees in the organization see themselves as a part of the organization, that is, they see the 
goals of the organization as their personal goals and the accomplishment of the organization 
as their individual achievement and which is formed as a result of the congruence and consol-
idation of individual and organizational values (Kerse, Karabey, 2017). In studies on the subject, 
organizational identification is defined by Edgards and Peccei (2007) as “a psychological rela-
tionship between the employee and the organization, in which the individual feels a deep, self 
defining emotional and cognitive bond with the organization as a social entity”, by Dutton et 
al. (1994) as the extent to which the member defines himself based on the same characteristics 
that he believes represent the organization; and by Mael and Ashforth (1992) as “the perception 
of oneness with or belongingness to an organization, in which the individual defines himself or 
herself in terms of the organization of which he or she is a member”.

When employees introduce themselves to the external world, introducing the organiza-
tion they work for as part of their identity, that is, introducing themselves as a member of the 
organization, is proof of how far the bond between the employee and the business can go (Dut-
ton et al., 1994). An employee’s provision of information about the bond with the organization 
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as a part of their identity reveals the relationship between organizational identity and social 
identity theory (Sökmen, Bıyık, 2016). Social Identity Theory shows that personal identity aris-
ing from group membership is necessary for their self concept, which affects their emotions, 
cognitions, and behaviors (Karanika Murray et al., 2015). At the same time, it is argued a per-
sonal self-concept belongs to a social group (or groups), and social identity is defined as the 
aspect arising from the value added and emotional meaning of participation. Suppose a per-
son’s organizational membership is central to their self-concept. In that case, that is, if the 
employer sets the institution he or she works for apart from other social group memberships, 
they are highly identified with the organization (Karabey, İşcan, 2007).

A high level of organizational identification in employees is very beneficial for organiza-
tions. Individuals who identify with their organization act as a representative of the organiza-
tion when they come into contact with people outside the environment they work for, protect 
the interests of the workplace, and prevent harm to the workplace. They show high perfor-
mance because they are loyal to their organizations, which helps organizations achieve their 
goals and objectives quickly (Karanika Murray et al., 2015). Organizational identification 
increases the level of work related satisfaction and decreases the turnover rate of employees. 
It enhances the sense of organizational citizenship by increasing the motivation level of the 
human resources that enable today’s organizations to be successful by making a difference 
(Çetinkaya, Çimenci, 2014).

Paternalistic Leadership and Employee Performance

Many factors affect the high employee’s performance in the workplace. In addition to personal 
factors such as the employee’s sense of accomplishment, competence, and skill at work, some 
reasons affect the employee performance and are offered by the workplace such as working 
conditions, management style, business culture, climate and economic and social opportuni-
ties (Hatipoğlu et al., 2019). In this context, the relation between paternalistic leadership and 
employee performance effects examples have been given from international research area. For 
example, in the meta analysis and meta analytic criterion profile analysis which is conducted 
on 139 studies by Doudou et al. (2021) shows that benevolent leadership and the moral leader-
ship dimension of paternalistic leadership have strong positive correlations with task perfor-
mance.

Chan et al. (2013) conducted an investigation analysing the impact of two components of 
paternalistic leadership, namely authoritarian and benevolent leadership, on job performance 
through organizational based self-esteem. According to their findings, organizational self-es-
teem plays a detrimental mediating role in the connections between authoritarian leadership 
and the performance of employee tasks, as well as in the relationship between autocratic lead-
ership and demonstrated organizational citizenship behaviour. Moreover, it was observed 
that a greater exhibition of benevolent leadership characteristics by supervisors significant-
ly reduced the adverse effects of authoritarian leadership on organizational based self-esteem, 
subordinates’ task performance, and organizational citizenship behaviour.

Chen et al. (2014) found that there was a positive correlation between the benevolent and 
moral dimensions of paternalistic leadership and both in role and extra role performance, 
whereas the authoritarian aspect of paternalistic leadership exhibited a negative association 
with subordinate performance.
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Paternalistic Leadership and Organizational Identification

The behaviour of the leader in the organization is the leader’s ability to perform their duties and 
fulfil their obligations; the leader’s ability to communicate with their subordinates to establish 
good relations and ensure the loyalty of the members of the organization to their institutions 
increases the level of empowerment. In this context, the relation between paternalistic lead-
ership and organizational identification effects examples have been given from internation-
al research area. For example, in a study carried out on 300 master’s degree students in busi-
ness administration in South Korea, Wang et al. (2017) concluded that the autocratic extent of 
paternalistic leadership did not influence organizational commitment. In contrast, benevo-
lence and ethical extent had a positive relationship with organizational commitment. In addi-
tion, they found that while organizational identification was negatively related to the auto-
cratic extent of paternalistic leadership, it had a positive relationship with the morality and 
benevolence dimensions.

In their research on various SMEs workers of Pakistan, Rehman et al. (2012) paternalistic 
leadership was found to have a positive effect on improving citizenship behaviour and increas-
ing employee loyalty.

According to Tuan’s (2018) research conducted in accommodation businesses in Vietnam, 
it has been seen that paternalistic leadership affects employees’ commitment and takes on an 
extra role for customer satisfaction. The secondary purpose of the research was to examine the 
moderator part of optional HR practices to reveal the effects of paternalistic leadership com-
ponents on work engagement. From this point of view, it has been proven that optional HR 
practices have a moderator role in the relationship between the three dimensions of paternal-
istic leadership and employee engagement. Optional HR practices strengthened the favoura-
ble relationship between the benevolent and ethical sides of paternalist leadership and work 
engagement. They moderated the unfavourable relationship between the authoritarian side of 
paternalist leadership and work engagement.

Zhuang et al. (2021) explored the effect of dimension and sub dimensions of paternalis-
tic leadership on the voice behaviours of hotel employees and the role of organizational iden-
tification as a mediator in their study on 359 employees staffed in Taiwan hotels. The results 
showed that managers’ authoritarian and moral leadership behaviours affected the workers’ 
voice behaviours negatively. In contrast, managers’ benevolent leadership affected the workers’ 
voice behaviours positively. They also found that the link between moral authority and voice 
behaviour, the relationship between benevolent leadership and verbal action, and the relations 
between authoritarian management and nonverbal acts are mediated by organizational iden-
tification.

Paternalistic Leadership effects on employee performance and organisational 
identification in the Business Environment of Turkey

Paternalist societies, including Turkey, generally exhibit cultural characteristics such as being 
collectivist, having avoidance of uncertainty, and having a high hierarchical authority distance. 
Workers who follow managers with a paternalistic leadership style expect their managers to 
guide them, protect them, take care of them, treat them just like a father treats his own chil-
dren; in return, the manager expects his/her subordinates to be loyal, respectful, and devoted 
to him/her and to show superior performance (Aycan, 2006). In this section, we will spate in 
two part and dive deeper to show more scientific results of paternalistic leadership effects on 
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employee performance and organisational identification from business environment of Turkey. 
In the first part, we will formulate our hypotheses by giving examples from scientific studies 
conducted in Turkey on the effect of paternalistic leadership on employee performance. In the 
second part, formulation of hypotheses by giving examples from scientific studies conducted 
in Turkey on effect of paternalist leadership on organizational identification.

As an example of the first part, in his study conducted in Turkey, Tekin (2019) stated pater-
nalistic leadership positively and significantly affected employees’ job satisfaction and perfor-
mance. He furthermore stated the sub dimensions of paternalistic leadership, the family envi-
ronment, loyalty, and satisfaction expectations and internal job satisfaction were positively 
and significantly correlated. The family environment, loyalty, and satisfaction expectations 
had a significant and positive relationship with performance, but there was no evidence of a 
significant connection between concern for the employees’ wellbeing and performance.

In their study, Uğurluoğlu et al. (2018) observed paternalistic leadership behaviours direct-
ly affected employees’ job performance and intention to leave. In their study, the researchers 
suggest that leaders within healthcare organizations have the potential to positively impact 
the job performance of their subordinates by emphasizing the value of benevolence. Further-
more, in order to mitigate the desire to depart, leaders at hospitals may prioritize the influence 
of benevolence and morality over specific behaviours.

The findings of the analysis done by Saygılı et al. (2020) indicated a noteworthy and affirm-
ative correlation between paternalistic leadership and the various dimensions of ethical cli-
mate, namely egoistic, benevolent, and moral climate. Moreover, a relevant association has 
been established between ethical climate dimensions and performance, as well as between 
paternalistic leadership and performance.

Katı et al. (2021) conducted a study on 306 tourism employees in Antalya, Balıkesir and 
Çanakkale cities of Turkey and investigated the impact of X, Y and Z generations on the rela-
tionship between paternalist leadership and job performance. Based on the analysis outcomes, 
a noteworthy and affirmative correlation was identified linking paternalistic leadership with 
both job performance and its sub dimensions of contextual and task performance. The study 
established a significant discrepancy between the X and Y generations concerning the correla-
tion between paternalistic leadership and job performance.

Through the investigation of various studies, it has been posited that a correlation exists 
between paternalistic leadership and employee performance. The following hypotheses are 
proposed on the basis of these studies;
H1a: There is a significant and positive relationship between creating a family environment at 

workplace, a dimension of paternalistic leadership, and employee performance. 
H1b: There is a significant and positive relationship between involvement in non-work domain 

of employees’ lives, a dimension of paternalistic leadership, and employee performance. 
H1c: There is a significant and positive relationship between expectation of loyalty and defer-

ence, a dimension of paternalistic leadership, and employee performance.

As mentioned previously, the leadership’s styles affect employees’ organisational commit-
ments. In the second section, we will provide more scientific examples from the Turkish pri-
vate sector and create our hypothesis. 

Erben et al. (2008) investigated the role of organizational commitment in the relationship 
between paternalistic leadership behaviors and ethical climate in a study conducted on vari-
ous employee sectors in Istanbul. The results revealed that benevolent paternalistic leadership 
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had a moderate effect on affective commitment and a substantial effect on continuance com-
mitment. Furthermore, paternalistic leadership was determined to affect the perception of 
ethical climate. The climate of ethics and affective commitment has been seen to have a strong 
relationship, with moderate relationships observed regarding ethics and continuance com-
mitments. As a result, the researchers found that the ethics climate mediates the relationship 
between benevolent paternalistic leadership and affective commitment.

Çelen (2022), one of the recent studies in Turkey, investigated the impact of organization-
al climate perceptions and paternalistic leadership styles of 252 managers working in public 
institutions in Çanakkale on their organizational identification. As a result, there is a signifi-
cant relationship between the benevolent leadership dimension of paternalistic leadership and 
organizational identification. 

Yüzbaşioğlu et al. (2018) researched 243 workers employed in hotels in Antalya to find the 
link between paternalist leadership and organizational commitment. They determined the link 
between paternalist leadership and organizational commitment. Moreover, mediating rela-
tionship has been observed between benevolent leadership and affective commitment, contin-
uance commitment, normative commitment. Besides a low level, relationship between author-
itarian leadership and continuance commitment is acknowledged too.

Yeşiltaş et al. (2022) examined the associated between paternalistic leadership, forgiveness 
climate, and organizational identification in a study conducted on 366 various echelon status 
executives and personnel staffed in five-star hotels in Bodrum, Turkey. The results indicat-
ed the morality and benevolent dimensions of paternalist leadership had a straight effect on 
forgiveness climate. In addition, benevolent leadership and forgiveness climate have affected 
organizational identification. The results showed that the forgiveness climate influenced both 
moral and benevolent dimensions of paternalistic leadership and organisational identification.

The following hypotheses are proposed based on these studies:
H2a: There is a significant and positive relationship between creating a family environment at 

workplace, a dimension of paternalistic leadership, and employees’ perceptions of organi-
zational identification. 

H2b: There is a significant and positive relationship between involvement in non-work domain 
of employees’ lives, a dimension of paternalistic leadership, and employees’ perceptions of 
organizational identification. 

H2c: There is a significant and positive relationship between expectation of loyalty and defer-
ence, a dimension of paternalistic leadership, and employees’ perceptions of organization-
al identification. 

Methodology

Purpose of the Research

The study’s primary purpose is to investigate the effect of paternalistic leadership approach of 
managers working in the tourism sector on employees’ performance and organizational iden-
tification.
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Study Scope

The study population comprised the workforce in five star accommodation establishments in 
Antalya. The convenience sampling method has been applied to select a sample represent-
ing the research universe. In the summer of 2021, 406 people were contacted the population; 
however, 26 questionnaires were eliminated because they did not meet the required qualifi-
cations; as a result, 380 questionnaires were analysed. Bryman and Cramer (2012) stated that 
the sample size should be five times larger than the number of items listed on the question-
naire for analysis (cited in Delice, Ergene, 2015). There are 20 items in the questionnaire used 
in the research. Since the number of people reached was 3.8 above the specified level, the anal-
ysis was performed.

Research Method and Data Collection Tool

The research was carried out using a quantitative method. The survey methodology adopted 
for quantitative research was used as a data collection method. The survey was carried out in 
four parts. The first section deals with questions relating to participants’ demographics, and 
the second section consists of the short version of the Paternalistic Leadership Scale, which 
was developed and translated into many languages by Aycan et al. (2013). Paternalistic leader-
ship scale is comprised of three dimensions and ten items. The first four items are about creat-
ing a family environment at the workplace, the 5th, 6th, and 7th items are about involvement 
in the non-work domain of employees’ lives, and the last three items address the dimension of 
expectation of loyalty and deference. The questionnaire had been measured with likert scale 
(1-Never, 5-Always). The high validity and reliability scores of this scale used in cross cultural 
studies (Cronbach alpha: 0.83) (Baysak, 2020) were effective in its employment in the present 
study. For this study, the Cronbach alpha scale coefficient has been calculated as 0.93.

The scale of employee performance, as defined by Kirkman and Rosen (2000) and used by 
Sigler and Pearson (2000), is included in the third part of the survey. The scale has one dimen-
sion with four items and is a five point Likert scale (1 Strongly Disagree, 5 Strongly Agree). The 
Cronbach Alpha coefficient was found to be above 0.70. The Cronbach Alpha coefficient of the 
scale was calculated as 0.83 by Çöl (2008) in a study in which the reliability and validity of the 
Turkish version of the scale were assessed. The Cronbach alpha coefficient is 0.73 in this study.

The organizational identification scale prepared by Mael and Ashforth (1992) with one 
dimension and six items was used for the 4th and last part, and the Cronbach Alpha coeffi-
cient was determined as 0.77. The scale developed by Mael and Ashforth (1992) was used in our 
study since it has been widely cited by the literature and Turkish validity and reliability tests 
have been conducted. In the study by Yarmacı (2012), in which the scale was adapted to Turk-
ish, the Crobach Alpha was calculated as 0.78, and a 5 point likert scale (1 Completely Disagree, 
5 Completely Agree) was used. In this study, the Cronbach Alpha is calculated as 0.86.

Data Analysis 

Data has analysed by using the SPSS 26. First of all, to determine the demographic character-
istics of those participants, analysis of frequencies was carried out. Skewness and Kurtosis val-
ues have been checked to determine the usual distribution of data. According to the evalua-
tion of Tabachnick and Fidell (2013),who are frequently cited regarding, if the skewness and 
kurtosis values lie between -1.5 and +1.5,it is considered that the data are typically distribut-
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ed. Since values demonstrate that data is normally distributed, parametric tests were applied 
for the analyses. A frequency analysis was conducted to assess the degree of distribution of 
demographic characteristics between participants. In addition, an independent t test had been 
applied to reveal whether the scales significantly change according to gender. Furthermore, 
Pearson correlation analysis was used to identify the relationships between the variables. Also, 
regression analysis was applied to analyse the impact of paternalistic leadership, employee per-
formance, and organizational identification. The confidence interval was determined to be 95% 
(p<0.05) in the analyses.

Findings

The distribution of the demographic characteristics of the individuals participating in the 
research is presented in Table 1. The findings indicated that of the 380 participants participat-
ing in the study, 42% were female, and 58% were male. A total of 8% of the participants were 
under the age of 20 (18-20 Legal working age in Turkey), 39% were between the ages of 21-30, 
32% were between the ages of 31-40, 16% were between the ages of 41-50, and 5% were at the age 
of 51 and over. When the participants’ marital status was examined, it was found that 46% were 
single, 47% were married, 6% were divorced, and 1% were widowed. When the participants’ 
work position was examined, it was found that %70,3 were employees, 5,3% were supervisors, 
18,2% were chief, and 6,3% were managers. Looking at the data on time spent by the employees 
in their professions, it was observed that 17,9% of the employees spent 1 year or less, 29,7% of 
the employees spent 2-5 years, 18,2% of the employees spent 6-9 years, and 6,3% of the employ-
ees spent 10 years and over spend time in their professional life. When the data on time spent 
by the employees in their organization is analysed, it was observed that 41,6% of the employ-
ees spent 1 year or less, 42,6% of the employees spent 2-5 years, 9,5% of the employees spent 
6-9 years, and 6,3% of the employees spent 10 years and over spend time in their profession-
al life. In addition, 17% of the participants were primary school graduates, 39% graduated from 
high school, 19% had associate degrees, 23% had bachelor’s degrees, and 2% had a postgraduate 
degree. Of the 380 participants participating in the study, 42% were female, and 58% were male.

Table 1. Distribution of the participants by demographic characteristics

Demographic variables Groups n %

Gender
Female 160 42.1

Male 220 57.9

Age

20 and below 32 8.4

21-30 147 38.7

31-40 122 32.1

41-50 62 16.3

51 and above 17 4.5 

Marital Status

Single 175 46.1

Married 180 47.4

Divorced 23 6.1

Widowed 2 0.5

Work Position Employee 267 70.3
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Demographic variables Groups n %

Supervisor 20 5.3

Chief 69 18.2

 Manager 24 6.3

Duration of Employment
In the Profession

1 year or less 68 17.9

2-5 113 29.7

6-9 69 18.2

10 years and over 130 34.2 

Duration of Employment
In the Organisation

1 year or less 158 41.6

2-5 162 42.6

6-9 36 9.5

10 years and over 24 6.3

Educational Level

Primary School 66 17.4

High School 149 39.2

Associate degree 71 18.7

Bachelor’s degree 87 22.9

Postgraduate degree 7 1.8

The descriptive analysis of the scale variables is illustrated in Table 2. It was observed that 
the paternalistic leadership perception scores of the participants (4.03±0.86) were at a “high” 
level. When the sub dimensions were examined, it was seen that creating a family environment 
at the workplace (4.15±0.91) was at a “high” level, involvement in non-work domain of employ-
ees’ lives (3.76±1.13) was at a “moderate” level, and expectation of loyalty and deference was 
(4.12±0.87) was at a “high” level. In addition, organizational identification scores of the partic-
ipants (4.03±0.82) were determined to be “high”. Furthermore, employee performance scale 
had the highest average among the scales, and the perception scores (4.59±0.48) were identi-
fied to be at a “high” level.

Table 2. Descriptive Analysis of The Variables

Variables and Sub-dimensions N X SS Skewness Kurtosis

Paternalistic Leadership 380 4.0255 0.85507 -0.674 -0.196

Creating a family environment at workplace 380 4.1467 0.90942 -0.998 0.320

Involvement in non-work domain of employees’ lives 380 3.7614 1.12822 -0.616 -0.654

Expectation of loyalty and deference 380 4.1184 0.86886 -0.960 0.506

Employee Performance 380 4.5877 0.47579 -1.048 0.635

Organizational Identification 380 4.0255 0.82058 -0.703 -0.187

Table 3 presents the Pearson correlation analysis of the scale variables. According to the 
results of the correlation analysis presented in Table 3, there was a low level, positive, and 
significant relationship between paternalistic leadership and employee performance (r=.258, 
p<.01) (Büyüköztürk, 2018). When the relationship between the sub-dimensions of paternalis-
tic leadership and employee performance was examined, a low level, positive, and significant 
relationship was revealed between creating a family environment at workplace and employ-
ee performance (r=.251, p<.01), and a low level, positive, and significant relationship between 
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involvement in non-work domain of employees’ lives and employee performance (r=.213, p<.01). 
In addition, a low level, positive relationship was identified between loyalty expectation and 
deference and employee performance (r=.213, p<.01).

Table 3. Correlation Analysis of The Variables

Variables and Sub-dimensions 
1 1.1 1.2 1.3 2 3

1. Paternalistic Leadership 1 .906** .893** .865** .258** .334**

1.1 Creating a family environment at workplace 1 .693** .683** .251** .330**

1.2 Involvement in non-work domain of employees’ lives 1 .686** .213** .263**

1.3 Expectation of loyalty and deference 1 .213** .306**

2. Employee Performance 1 .209**

3. Organizational Identification      1

** p<.01

According to the table, there was a moderate, positive and significant relationship between 
paternalistic leadership perception and organizational identification level (r=.334, p<.01). Con-
cerning the relationship between the sub-dimensions of paternalistic leadership and the var-
iable of organizational identification, a moderate, positive, and significant relationship was 
observed between creating a family environment at workplace and organizational identifica-
tion (r=.330, p<.01) and a low level, positive and meaningful relationship was identified between 
involvement in nonwork domain of employees’ lives and organizational identification (r=.263, 
p<.01). It can be seen that there was a moderate, positive relationship between expectation of 
loyalty and deference and organizational identification (r=.306, p<.01).

In addition, low level, positive and significant relationship was identified between employ-
ee performance and organizational identification (r=.209, p<.01). 

Regarding the analysis of the hypotheses, the regression analysis tables (Tables 4 and 5) and 
their interpretations are given below;

Table 4. Regression Analysis Regarding the Relationship between The Sub-Dimensions of Paternalistic Leadership and 
Employee Performance

Variables B SHB  β  T  P Bilateral r Partial R

Constant 3.996 0.124 32.297 0.000

Creating a family environment at workplace 0.092 0.039 0.175 2.328 0.020 0.251 0.119

Involvement in non-work domain of employees’ lives 0.022 0.032 0.053 0.703 0.482 0.213 0.036

Expectation of loyalty and deference 0.031 0.041 0.057 0.759 0.448 0.213 0.039

R=0.259 R2 Adjusted=.060

F(3.376)=9.041 p=.0000

When the bilateral and partial correlations between the dependent and independent vari-
ables were examined, it was seen that there was a positive and low-level relationship between 
creating a family environment at the workplace and employee performance (r=0.25). When the 
relations between the other variables were controlled, the correlation between the two varia-
bles was calculated as r=0.12. It was seen that there was a positive and low-level relationship 
between involvement in the non-work domain of employees’ lives and employee performance 
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(r=0.21). However, when the relationship between the other two variables was controlled, the 
correlation was calculated as r=0.04. In addition, a positive and low-level relationship was 
identified between expectation of loyalty and deference and employee performance (r=0.21). 
When the relationship with the other two variables was controlled, the correlation was r=0.04.

There is a low level, significant relationship between the variables of creating a family envi-
ronment at workplace, involvement in non-work domain of employees’ lives, and expectation 
of loyalty and deference and employee performance scores, R=0.259, R2 Adjusted=.060, p<.01. 
The three variables mentioned explained approximately 6% of the total variance of employ-
ee performance together. Considering the standardized regression coefficient (β), the relative 
importance of the predictor variables on employee performance can be ordered as involve-
ment in non-work domain of employees’ lives (β=.05), the expectation of loyalty and deference 
(β=.06), and creating a family environment at workplace (β=.18). 

When the t-test results regarding the significance of the regression coefficients were exam-
ined, it was seen that only the variable of creating a family environment at the workplace 
(t=2.328, p≤.05) is a significant predictor of employee performance. It is seen that the dimen-
sions of involvement in the non-work domain of employees’ lives and the expectations of loy-
alty and deference do not have a significant effect. In this context, the hypothesis H1a “There 
is a significant and positive relationship between creating a family environment at workplace, 
a dimension of paternalistic leadership, and employee performance”, which was aimed at the 
correlation between the sub-dimensions of paternalistic leadership and employee perfor-
mance, was accepted in line with the regression analysis. However, according to the results of 
the analysis, the hypotheses H1b and H1c were rejected.

The regression equation for the prediction of employee performance according to the 
results of the regression analysis is given below;

<<<<employee performance1=3.996 + 0.092 creating a family environment at workplace + 
0.022 involvement in non-work domain of employees’ lives + 0.031 expectation of loyalty 
and deference
Table 5. Regression Analysis Regarding the Relationship Between the Sub-Dimensions of 
Paternalistic Leadership and Organizational Identification

Variables B SHB  β  T  p Bilateral r Partial R

Constant 2.592 0.207  12.512 0.000   

Creating a family environment at workplace 0.203 0.066 0.225 3.073 0.002 0.330 0.157

Involvement in non-work domain of employees’ lives 0.004 0.053 0.005 0.069 0.945 0.263 0.004

Expectation of loyalty and deference 0.141 0.068 0.149 2.061 0.040 0.306 0.106

R=348 R2 Adjusted=.114

F(3.376)=17.251 p=.0000

When the binary and partial regressions between the predicted and predictor variables 
were examined, it was seen that there was a positive and moderate relationship between cre-
ating a family environment at the workplace and organizational identification (r=0.33). When 
the relationships between the other variables were controlled, the correlation between the two 
variables was calculated as r=0.16. In addition, a positive and low-level relationship was detect-
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ed between involvement in the non-work domain of employees’ lives and organizational iden-
tification (r=0.26). However, when the relationship between the other two variables was con-
trolled, the correlation was r=0.004. Moreover, it was determined that there was a positive and 
moderate relationship between the expectation of loyalty and deference and organizational 
identification (r=0.31). When the relationship with the other two variables was controlled, the 
correlation was calculated as r=0.10.

A moderate and significant relationship was identified between the variables of creat-
ing a family environment at workplace, involvement in non-work domain of employees’ lives, 
and expectation of loyalty and deference and organizational identification scores, R=0.348, R2 
Adjusted=.114, p<.01. Together, these three variables explained approximately 11% of the total 
variance of organizational identification.

Considering the standardized regression coefficient (β), the relative importance of the pre-
dictor variables on organizational identification can be ordered as involvement in the non-
work domain of employees’ lives (β=.005), the expectation of loyalty and deference (β=.15), and 
creating a family environment at workplace (β=.23).

When the t-test results regarding the significance of the regression coefficients were exam-
ined, it was found that creating a family environment at the workplace (t=3.073, p≤ .05) and 
expectation of loyalty and deference (t=2.061, p≤.05) variables are significant predictors of 
organizational identification. The dimension of involvement in non-work domain of employ-
ees’ lives did not have a significant effect. In this context, the hypothesis H2a “There is a signif-
icant and positive relationship between creating a family environment at workplace, a dimen-
sion of paternalistic leadership, and employees’ perceptions of organizational identification” 
and H2c “There is a significant and positive relationship between expectation of loyalty and def-
erence, a dimension of paternalistic leadership, and employees’ perceptions of organizational 
identification”, which were aimed to find correlation between the sub dimensions of paternal-
istic leadership and employees’ perceptions of organizational identification, were accepted in 
line with the regression analysis. However, according to the analysis results, the hypotheses 
H2b was rejected.

The regression equation for the prediction of organizational identification according to the 
results of the regression analysis is given below; 
organizational identification1= 2.592 + 0.203 creating a family environment at work-
place+0.004 involvement in non-work domain of employees’ lives + 0.141 expectation of 
loyalty and deference.

Conclusion

Tourism is a human intensive industry. The enterprise’s human capital has an important place 
such as the competition of enterprises with opponents, their separation in service and guest’s 
preference, increasing guest satisfaction and the level of profit. The problem of finding and 
keeping qualified staff is becoming an essential issue in tourism sector day by day. In order 
to retain qualified personnel, enterprises pay more attention to management styles that will 
ensure the identification of the staff with the organization and more efficient performance, as 
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well as the improvement of salaries and working conditions. Based on this approach and our 
research’s objective, the effect of paternalistic leadership on employee performance and organ-
izational identification was investigated in five star accommodation enterprises in Antalya.

According to the research results, there is a positive and significant relationship between 
the perception of paternalistic leadership and organizational identification. Paternalistic lead-
ership behavior predicts 11.1% of the variance of organizational identification. According to 
the results of the regression analysis, creating a family environment at the workplace (t=3.073, 
p≤.05) and expectation of loyalty and deference (t=2.061, p≤.05) variables are significant pre-
dictors of organizational identification. As a result of our study, it has been observed that the 
level of identification of the employees in the organization they work in increases due to the 
hotel managers creating a family atmosphere in the workplace and their behaviours, includ-
ing loyalty expectation and deference. Knowing this essential information and using it by the 
tourism sector managers can reduce the turnover rate and increase the organizational identi-
fication level of employees.

Creating a family atmosphere and loyalty expectation and deference dimensions can be 
separated under the dimensions of benevolent paternalism and authoritarian paternalism, as 
Aycan (2006) revealed in her research. The result of our study, which found a positive relation-
ship between benevolent leadership and organizational identification, is academic publications 
on tourism and different sectors (Wang, Kwan, 2017; Yeşiltaş et al., 2022; Zhuang et al., 2021).

As mentioned in the introduction part of the study, Tuan (2018) stated that the authoritar-
ian dimension of paternalistic leadership may hinder the development of the social exchange 
relationship between employees and the organization, leading to low employee commitment 
to the business. Their study results show that a high perception of authoritarian leadership 
may negatively impact employees’ commitment to the company. Also, as mentioned before, 
the study done by Wang, Kwan (2017) shows organizational identification was negatively relat-
ed to the authoritarian dimension of paternalistic leadership. The study conducted in Turkey 
by Yüzbaşıoğlu (2018) partly supports Wang and Tuan’s findings. The findings show a low-level 
relationship between authoritarian leadership and continuance commitment in Turkey’s tour-
ism sector. Although our study findings show a relationship between loyalty expectation and 
obedience (authoritarian leadership) sub-dimension of paternalist leadership and organiza-
tional identification, the low level of this relationship supports the mentioned findings.

It has been stated that Hofstede’s cultural model shows paternalistic society cultural char-
acteristics are collectivist (collectivist), avoid uncertainty, and have a high level of hierarchi-
cal power. Turkey is part of paternalist culture as in Eastern and Asian societies. Logically, 
the studies on paternalist leadership in similar societies are expected to have similar outputs. 
Although the same paternalistic leadership characteristics appear in these societies, exist-
ing cultural differences can affect slightly different leadership outcomes. One of the findings, 
which is a low positive relationship between loyalty expectation and obedience dimension and 
organizational identification, differs from Tuan’s and Wang’s findings may be the cultural dif-
ferences between societies as mentioned.

According to the research results, there is a positive and significant relationship between 
the perception of paternalistic leadership and employee performance. The paternalistic leader-
ship perception explained 6% of the change in employee performance, that is, 6% of the change 
in employee performance was presented by paternalistic leadership behaviour. The research 
finding aligns with the academic literature (Ugurluoglu et al., 2018; Chen et al., 2014; Katı, 
Toptaş, 2021). When the t-test results regarding the significance of the regression coefficients 
are analysed, it is seen that only the variable of creating a family atmosphere in the workplace 
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(t=2.328, p≤.05) is a significant predictor of employee performance. It is expected that sincere 
managers of collectivist societies such as Turkish society, who establish close relations with 
their employees, have an impact on the performance of their employees. According to the 
research conducted by Tekin (2019), a positive and significant relationship was found between 
the variables of creating a family atmosphere in the workplace, loyalty and satisfaction expec-
tations and performance, but it was concluded that the interest in the life of the employees 
outside of work did not affect the performance. The result that Tekin found is partially com-
patible with our research. In addition, the lack of a significant relationship between employ-
ees’ involvement in non-work life and loyalty expectation and deference dimensions with per-
formance is meaningful in terms of the high hierarchical power level that employees feel and 
a misunderstanding of participation in life outside of work (Tekin, 2019).

Limitations and Suggestions for Future Studies

Several limitations should be taken into account when considering the interpretations made 
based on the research analyses. Since the limited sample in the study is specific to Antalya, 
it should be taken into account that different results may be obtained in different destina-
tions. Therefore, this study can be conducted in different destinations within the same coun-
try and the results can be compared. In addition, the study sample comprises employees in five 
star accommodation establishments. Conducting the same study on employees in four star or 
three star hotels with fewer employees, with a lower hierarchical power level, may reveal dif-
ferent results. In fact, conducting research considering hotel ownerships, which we can distin-
guish as corporate and family businesses, may show that paternalistic leadership may cause 
differences between these institutions.

Since the sample used in the study was obtained from Turkey, which reflects a collectivist 
culture, it can be argued a limited cultural analysis was made. Conducting the same research 
in a culture with individual community characteristics such as Europe may help us to look at 
the study from a broader perspective. 
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