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Abstract: A number of studies have demonstrated that leadership can be one of the organizational causes of
workplace bullying, but little is known about the relationship between paternalistic leadership style and
workplace bullying. Leadership literature highlights that paternalistic leadership has three salient features:
Benevolence, Morality and Authoritarianism.The purpose of this study was to investigate the relationship
between these components of paternalistic leadership and workplace bullying, using a survey of 552 employees
of a large Iranian bank.Three hypotheses were formulated in relation to the research. This study argued that
workplace bullying is associated with the three components of paternalistic leadership style, positive or
negatively. In order to achieve the purposes of the study, various statistical methods including one-sample
Kolmogorov-Smirnov test and Pearson Correlation Coefficientwere used.Using bivariate correlations among
study variables, it was found that benevolent leadership style was negatively correlated with workplace
bullying.Likewise, moral leadership style was negatively correlated with workplace bullying.Furthermore, results
suggest that there is a positive correlation between authoritarian component of paternalistic leadership and
workplace bullying.
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INTRODUCTION throughout  the  world  such as in Australia [8-10],

One of the negative and counterproductive Nevertheless, additional research is needed for better
interactions in today’s place of work is bullying. understanding of workplace bullying.
Workplace bullying is repeated physical, psychological, It is important to know that bullying is a complex and
or sexual abuse, harassment, or hostility within multifaceted phenomenon. Fortunately, a review of the
workplaces and consists of behavior that is known, or bullying literature reveals that, many scholars have
ought to be known, to be offensive, unwanted, or attempted to understand bullying from different
unwelcome [1-4]. Bullying,impacts negatively on targets’ perspectives. For instance, recent studies have examined
mental and physical health with welldocumented the predictors of workplace bullying [16, 17], the targets
psychological effects including symptoms consistent with and perpetrators’ experience of bullying [1], legal remedies
stress, anxiety, post-traumatic stress disorder and for workplace bullying [18], results and consequences of
depression [5]. Superiors, colleagues, or even bullying [19-22],or some researchers attempted to find the
subordinates can bully [6, 7] but superiors most often relationship between bullying and factors such as job
bully subordinates [3]. satisfaction [23], job security [1], intention to leave [24]

In recent years, workplace bullying became a popular and depressive symptoms [5, 8, 25]. Likewise, some
topic for many organizational ethics researchers and a researchers have examined workplace bullying in terms of
number of studies have published on this phenomenon gender [26], or a special profession [27-30].

Canada [3], India [11], Japan [12] and the U.K [13-15].
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Also, leadership is known as one of the moral integrity” [39, 41-43]. Paternalism is not a unified
organizational causes of bullying [31-33] and some construct [42, 44] and comprises three elements:
researchers have found a significant relationship between Benevolence, Morality and Authoritarianism [41, 45].
some of the leadership styles and bullying. For example, Benevolence (benevolent leadership) refers to
in a seminal work, Einarsenand colleagues (1994) found leaderbehaviorthat express the  holistic  and
that bullying was associated with leadership behavior individualized concern for subordinates’ well-being;
[34]. O’Moore and Lynch (2007) found that 67 percent of Morality (moral leadership) refers to leaders that
bullied Irish workers reported  that  the  leadership  style emphasize  the  pursuit  of  superior  moral  character,
in  their  organization  was  autocratic,   18  percent of such  as  selflessness  and  being  a  model person.
them described the leadership style of their organizations Finally,  authoritarianism   (authoritarian   leadership)
as  democratic  and 15 percent as laissez-fair [35]. refers to leaders that use control strategies that assert
Likewise, Hauge et al. (2007), found a strong relationship strong authority over subordinates, apply control tactics
between bullying and tyrannical and laissez-fair styles of to maintain power status and highlight strict discipline
leadership [16].In another instance, a study among 5288 [39, 46].
British employees showed that bullying was positively
associated  with   NCP   (a  leadership  style  applying The Concept of Workplace Bullying: In today’s fiercely
non-contingent punishment), autocratic and laissez-fair competitive global economy, organizations and their
styles of leadership [36]. This study also showed that members face a range of ethical challenges such as
bullying was negatively associated with participative bullying. In this regard, a large number of organizations
leadership style. More recently, Cemaloglu (2011) carried are seeking to create working environments in which
out to explore the relationship between Turkish primary protecting and promoting the health and well-being of
principals’ leadership  styles  and  workplace  bullying. their staff [47]. In fact, employers need to create an
His study showed a negative relationship between the ethically healthy environment for his or her employees,
transformational leadership and workplace bullying [37]. where they can do their work productively. One of the
But, research on the relationship between bullying and negative behaviors at work is bullying that may have
paternalistic leadershipis scarce. Thus, this study devastating effects on the health and wellbeing of the
attempts to help fill this void in the business ethics workers. Bullying at work is a phenomenon that is
literature by exploring the relationship between prevalent in today’s place of work as it has been
paternalistic leadership style and workplace bullying. estimated that one-fifth of all employees have experienced

Literature Review negative effects of bullying at work [49, 50]. Workplace
The Concept of Paternalistic Leadership: Paternalism is bullying is a complex phenomenon and is more than a
a cultural characteristic, more than just being a type of simple conflict between two or more individuals [29], since
leadership behavior. Paternalism is a prevalent cultural there is generally a victim-perpetrator configuration, such
characteristic of eastern societies such as China, Japan, that the person on the receiving end feels unable to
India and Korea [38]. However, Niu et al. (2009) have defend him or herself successfully [51].
arguedthat paternalistic leadership is also widely Bullying at work seems to be a phenomenon that has
practiced in many non-western regions  such  as  the a long history in many workplaces, but initially introduced
Asia-Pacific, Middle East and Latin America [39]. in Sweden in the 1980s by the psychologist Heinz
Paternalistic leadership is “an approach that is based, Leymann [29, 52, 53]. Although, like so many behavioral
intentionally or unintentionally, on the idea that the leader phenomena, definitions of bullying are many and varied
is in a better position than the followers to know what is [3, 31, 54-56], the most commonly accepted definition of
best for the organization, or the followers; in a nutshell, it workplace bullying is:“bullying at work means harassing,
is the leader as expert father figure” [40]. There is no offending, or socially excluding someone or negatively
agreed definition of paternalistic leadership, but the most affecting someone’s work. In order for the label bullying
widely applied definition in the literature, describes (or mobbing) to be applied to a particular activity,
paternalistic leadership as “a style that combines strong interaction, or process, the bullying behavior has to occur
discipline and authority with fatherly benevolence and repeatedly  and  regularly (e.g., weekly) and over a period

bullying [15, 48]. Previous studies have indicated severe
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of time (e.g., about six months). Bullying is an escalating
process in the course of which the person confronted
ends up in an inferior position and becomes the target of
systematic negative social acts. A conflict cannot be
called bullying if the incident is an isolated event or if two
parties of approximately equal strength are in conflict”
[53]. Common to virtually all definitions of workplace
bullying is that they include three key elements: 

C Repetitive negative actions,
C That occur on a frequent basis, Fig. 1: Conceptual Framework
C And occur in a place of work, where there is

imbalance of power between the Parties. Based on the aforementioned arguments and

From another perspective, the elements of these
definitions include the following: Hypothesis 1: Benevolent leadership will have a negative

C Perpetrator
C Victim Hypothesis 2: Moral leadership will have a negative
C Workplace relationship with workplace bullying.

A review of thebullying literature reveals that several Hypothesis 3: Authoritarian leadership will have a
expressions such as silentepidemic [15, 57], harassment positive relationship with workplace bullying.
[15, 58], lateralorhorizontalviolence [29], incivility [59], are
used to explain this phenomenon. Moreover, different Methods 
terms are used around the world to describe the workplace Sample: Previous studies of workplace bullying have
bullying; such as ‘mobbing’ (in France and Germany), utilized a wide range of samples and only a few studies
‘harassment’ (in Finland), ‘aggression’ and ‘emotional have been conducted in the banking industry. In the
abuse’ (in the USA), also the term ‘workplace bullying’ is present study, the sample was comprised of 552
used primarily in Australia, the UK and Northern Europe employees of ‘Bank Melli Iran’ in the Isfahan city,  Iran.
[4]. To achieve the purposes of the study, approximately 600

Previous studies have shown that bullying has questionnaires were distributed. Overall, 552
devastating effects on targets, onlookers and questionnaires were returned producing of a response
organizations [20, 21, 49, 50, 60-63]. These effects are in a rate of 92%.
broad range of negative social, physical, emotional and
financial effects on targets, witnesses and organizations Measures: The questionnaire used in the study, included
[15, 21, 22, 25, 30, 64]. Workplace bullying has become one three sets of items (Paternalistic Leadership, Workplace
of the most worrisome issues in the organizations Bullying and Demographic Variables).For each measure
throughout the world. For instance, in his annual speech (except for demographic variables), respondents assessed
to the nation in 2004, the prime minister of Norway gave their agreement with various statements on seven-point
prevention against workplace bullying extensive attention Likert-type scales with a response format ranging from
and high priority [65]. 1=strongly disagreeto 7=strongly agree.All measures were

Conceptual Framework and Research Hypothesis: methodology and were administered in randomized order.
According to the above literature review, this study
proposes a conceptual framework that includes four major Paternalistic Leadership: Paternalistic leadership has
dimensions: Benevolent Leadership (BL), Moral three dimensions:benevolent leadership, moral leadership
Leadership (ML), Authoritarian Leadership (AL) and and authoritarian leadership. Each dimension was
workplace bullying (WB), as shown in Figure 1. measured using Cheng et al. (2004)scale.

conceptual framework, it can be assumed that:

relationship with workplace bullying.

translated into Persian using back translation
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Table 1: Reliability of items used in the study

Paternalistic Leadership
-----------------------------------------------------------------------------------

Item Benevolent Moral Authoritarian Workplace Bullying All Items

a 0.948 0.756 0.727 0.956 0.905
0.839

Workplace Bullying: This variable was assessed using Confirmatory Factor Analysis: A series of confirmatory
a 10-item researcher-made questionnaire factor analyses were carried out with the aid of the AMOS

Demographic Variables: The questionnaire used in this in the fit indices suggesting that the model fitted the data
study also included questions on the demographic reasonably well. Overall, confirmatory factor analyses
characteristics  of  the  respondents  such  as  gender, results indicate adequate goodness of fit as shown in the
age, educational level and position at work (managerial or Table 3.
non-managerial).

Reliability   assessments   for   all  the  scales Bivariate Correlation and Descriptive Statistics: Firstly,
exceeded  the  minimum  standard of 0.70 as shown in one-sample Kolmogorov-Smirnov Test, was used to test
Table 1. that research variables are normally distributed. Hence,

Data Analysis: The  Statistical  Package  for  Social utilized a parametric technique_ Pearson Correlation
Science  (SPSS)  version  18  (PASW)  and  AMOS Coefficient. Table4 shows the results of Kolmogorov-
version 18, were used to analyze the data from the Smirnov test and descriptive statistics; table 5 shows the
questionnaire. In order to achieve the purposes of the results of Pearson correlation analysis. 
study one-sample Kolmogorov-Smirnov test andPearson Table 4 shows the results of One-sample
Correlation Coefficient were used. Also, Confirmatory Kolmogorov-Smirnov Test and  descriptive  statistics.
Factor Analysis (CFA) was conducted on the variables to The means for variables are from 2.36 to 4.12. Moreover,
see if the factor loadings of these measures showed a as can be observed from table 4, distribution for both two
good model fit in agreement with their underlying variables is normal.
constructs. Correlation matrix of the variables (also means and

RESULTS observed in Table 5, the results show three important

Participant’s Characteristics: Table 2 shows the sample relationship between workplace bullying and benevolent
profile of this study. Of the 552 employees who leadership (r= -0.204, p<0.01), therefore hypothesis 1 was
participated in the study, 28.3% of the respondents’ ages supported. Secondly, the relationship between workplace
were between 25-30 years old. 87.7% of the sample,were bullying and moral leadership is significantly reciprocal
male. The majority (65.2%) of the respondents had an (r= -0.198, p<0.01), therefore hypothesis 2 was supported.
educational level equivalent to a bachelor degree. 89.1% Thirdly, workplace bullying positively and significantly
of respondents were non-management and 26.1 percent correlated with authoritarian leadership (r=0.355, p<0.01),
with working experience between 1-5 years. therefore hypothesis 3 was also supported.

v.18. The result of the refined scale showed improvement

since all of the scales were normally distributed, we

standard deviations), were given in Table 5. As can be

findings: firstly, there is a negative and significant

Table 2: Participant’s Characteristics

Gender Age Education Length of Service Job Position*

Male 484 87.7% 25-30 156 28.3% Diploma 96 17.4% 1-5 144 26.1% M 60 10.9%
31-35 96 17.4% 6-10 96 17.4%
36-40 96 17.4% Associate 72 13% 11-15 96 17.4%
41-45 120 21.7%

Female 68 12.3% 46-50 48 8.7% Bachelor 360 65.2% 16-20 96 17.4% N 492 89.1%
51-55 36 6.5% 21-25 24 4.3%
56-60 0 0% Master 24 4.3% 26-30 96 17.4%

*Note: M= management, N= non-management position
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Table 3: Confirmatory Factor Analysis results

Fit Index x x /df CFI TLI IFI RFI NFI GFI AGFI RMSEA2 2

Model 67.53* 4.502 0.902 0.917 0.904 0.984 0.925 0.912 0.790 0.054

p=0.00*

Table 4: One-sample Kolmogorov-Smirnov Test

N Mean S.D K-S Z Sig Minimum Maximum

Workplace Bullying 552 2.36 0.97 1.51 0.061 1.00 5.00

Benevolent Leadership 552 4.49 1.30 1.40 0.060 1.36 7.00

Moral Leadership 552 4.20 0.73 1.60 0.062 1.50 6.00

Authoritarian Leadership 552 3.67 0.90 1.38 0.064 1.33 5.56

Table 5: Pearson Correlation Analysis

Mean S.D 1 2 3 4

1.Workplace Bullying 2.36 0.97 1

2.Benevolent Leadership 4.49 1.30 -0.204** 1

3.Moral Leadership 4.20 0.73 -0.198** 0.393** 1

4.Authoritarian Leadership 3.67 0.90 0.355** -0.104 -0.198** 1

**P < 0.01

DISCUSSION AND CONCLUSION relationship is important because it has been noted that

Unfortunately, workplace bullying is a reality in and support for his followers [38]. Furthermore, prior
today’s workplaces [15]. Workplace bullying has been literature provides limited evidence on this relationship.
recognized explicitly as a negative, deviant and The current study augments theoretical development
counterproductive behavior that has destructive effects and empirical research on workplace bullying and
on both employees and organizations and society as a paternalistic leadership in two ways. First, this study
whole. It has also been realized that bullying is a complex affirms the notion that paternalistic leadership is
phenomenon and tend to be many causes and negatively associated with being bullied through
antecedents for this behavior. In line with this argument, establishing a more relaxed work environment. Second,
some of leadership styles such as laissez-fair, tyrannical instead of viewing paternalistic leadership as a unitary
and  autocratic  styles  of  leadership are assumed to concept, this study examines three components of this
create conditions that may lead to bullying at workplace style of leadership, i.e. benevolent, moral and
[16, 35, 36]. On the other hand, some other previous authoritarian.
studies have shown negative relationship between some Three hypotheses were formulated in relation to the
of leadership styles such as transformational and ethical research. Results concerning the first hypothesis of this
leadership with workplace bullying [33, 37]. Likewise, in study suggest that there is a negative relationship
the organizational context, some leaders have between benevolent leadership and workplace bullying.
implemented paternalistic leadership processes via Second hypothesis predicts that there is a negative
benevolence, morality and authoritarianism in order to relationship between moral leadership and workplace
promote personal as well as professional welfare of their bullying. The results support these predictions.
subordinates [66]. Paternalistic leadership can also be Benevolent leaders have a serious concern for
claimed that can play an important role in disallowing subordinates’ personal and familial well-being [45];
bullying to take place. Hence, the purpose of this study likewise, a moral paternalistic leader possess superior
was to examine the relationships between three personal virtues [42]; thus, it is clear that these
dimensions of paternalistic leadership and workplace personality features of a leader can guarantee
bullying. In order to achieve this purpose, a sample of subordinates against bullying behavior.
employees of an Iranian bank was used. The present Concerning the third hypothesis of the study,
study represents the first attempt to investigate the consistent with prediction, the results showed that there
relationship between three paternalistic leadership is a positive relationship between authoritarian leadership
dimensions and workplace bullying. Examining such and  workplace bullying. An authoritarian leadership style

paternalistic leader is like a father and provides protection
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may also create a climate of fear in the workplace where 10. Vickers, M., 2009. Bullying, disability and work: a
complaining may be considered futile [32]. This style of
leadership, create a work environment that contribute to
bullying.

As a final summary statement from this study, it can
be concluded that, paternalistic leadership style, properly
implemented, can act as a deterrent against bullying at
workplace.
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