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Abstract Article 
Info 

The research aims to determine the relationship between public 
primary school principals' paternalistic leadership behaviours 
and teachers' organizational creativity and organizational 
dissent perception levels according to primary school teachers' 
perceptions. A quantitative correlational design was utilized in 
the research. The research sample consists of 1059 public primary 
schoolteachers selected by stratified sampling method in Mardin 
city center and eight districts of Mardin during the 2016-2017 
academic year. The data of the research were obtained by using 
the "Headmasters' Paternalistic Leadership Behaviours Scale," 
"Organizational Creativity Scale," and "Organizational Dissent 
Scale. "The data analysis revealed the following findings: There 
was a positive and significant correlation between the 
paternalistic leadership behaviours of primary school 
administrators and teachers' perceptions toward organizational 
creativity and organizational dissent. Also, paternalistic 
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leadership behaviours of primary school administrators were 
found to be a significant predictor of teachers' perceptions toward 
organizational creativity and organizational dissent. The 
principals should exhibit benevolent leadership behaviours that 
enhance the teachers' organizational creativity perceptions, such 
as endeavouring to create a family milieu in school, being tolerant 
of teachers, and supporting teachers to take the initiative.  
Cite as:  
Ağalday, B. & Dağlı, A. (2021). The investigation of the relations 

between paternalistic leadership, organizational creativity and 
organizational dissent. Research in Educational Administration & 
Leadership, 6(4), 748-794. DOI: 10.30828/real/2021.4.1 

Introduction 

Like all organizations, educational organizations also need a 
leader and leadership to realize organizations' objectives. Various 
studies have put forward the influence of leadership in the success of 
educational organizations (Gunter, 2001; Lakomski, 2008; Leithwood 
& Jantzi, 1999; Sillins & Mulford, 2002). When those studies on 
leadership in schools as educational organizations have been 
examined, it is seen that school principals are generally the focal points 
of the studies. On the other hand, it is seen in many studies (Dimmock, 
1999; Fullan, 2002; Hallinger, 2003; Harris, 2004; Jones, 1999; 
Leithwood, Steinbach & Ryan, 1997; Timperley& Robinson, 2001) that 
the leadership role of the school principals, who are perceived as the 
pioneers of the innovative practices in schools, is constantly changing. 
The complexity of the functions of school principals causes the variety 
of leadership styles they need (Young, 1994: 44). While Western 
leadership styles such as distributed leadership, charismatic 
leadership, and transformational leadership are frequently discussed 
in educational organizations, paternalistic leadership (PL) style of 
eastern origin, which is considered within the scope of this research, 
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has started to be discussed in non-educational organizations in recent 
years. The differences in Eastern and Western cultures show that there 
is a need to investigate the leadership styles of school principals in a 
particular cultural context. 

PL has been put forward as one of the leadership approaches 
that followers expect of the leaders (Pellegrini & Scandura, 2006), in 
countries with high collectivism and power distance, such as Turkey 
(Aycan & Kanungo, 2000; Hofstede, 2006). Being a collectivist country 
with a high power distance and extensive family orientation has 
helped PL become a convenient management style for Turkey (Ersoy, 
Born, Derous & Molen, 2012; Pellegrini and Scandura, 2006). 
According to the findings of several studies (Aycan, 2001; Aycan & 
Kanungo, 2000; Paşa et al., 2001), Turkey ranks among the countries 
with high scores of paternalism, and employees in Turkey expect the 
leader or the manager to be paternalistic. In various studies, albeit 
limited, conducted in Turkish schools (Aydıntan, 2016; Cerit, 2012; 
2013; Cerit, Özdemir & Akgün, 2011; Dağlı & Ağalday, 2018; Mert & 
Özgenel, 2020; Mete & Serin, 2015; Özgenel & Dursun, 2020), it can be 
stated that teachers expect paternalistic leadership behaviours from 
their principals, such as care, support and protection, constant 
communication and close personal interaction. Studies in Turkey 
demonstrate that PL significantly affects employees' commitment 
(Erben & Güneşer, 2008) and performance (Hatipoğlu, Akduman & 
Demir, 2019). Studies conducted in Turkish schools have also shown 
that PL has significant effects on some organizational variables. For 
instance, it has been reported that paternalistic leadership affects 
teachers' perceptions positively regarding organizational happiness 
(Özgenel & Canulansı, 2021), creative leadership (Taşdemir & Atalmış, 
2021), school culture (Özgenel & Dursun, 2020), organizational trust and 
motivation (Okçu, Ergül & Ekmen, 2020), teacher performance (Mert & 
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Özgenel, 2020), teachers' participation in decision making and teachers' 
trust in principals (Cansoy, Polatcan & Parlar, 2020), organizational 
citizenship (Mete & Serin, 2015) and job satisfaction (Cerit, 2012; Ekmen 
& Okçu, 2021). In addition to its positive effects, it is thought that 
paternalistic leadership, which envisages professional support of those 
in the organization, may have different positive effects on teachers, 
such as creativity. 

In Turkish schools managed with a central education system, 
the support of teachers by school principals can improve their 
creativity because leaders are influential in forming an organizational 
culture that nurtures creative efforts and facilitates the spread of 
learning throughout the Organization (Yukl, 2010). Therefore, school 
principals' paternalistic attitudes may facilitate teachers' creative 
endeavours. Studies have shown that leadership affects creativity in 
organizations (Mumford, Ginamaire, Gaddis, & Strange, 2002; 
Mumford & Connelly, 1999; Oldham & Cummings, 1996; Redmond, 
Mumford & Teach, 1993; Scott & Bruce, 1994). In this context, how 
paternalistic school principals will affect teachers' perceptions of 
creativity is considered as one of the factors that will make this 
research necessary. However, school principals may exhibit 
authoritarian behaviours as a result of centralism. Therefore, teachers 
may feel uncomfortable with the authoritarian approach. Teachers 
may also display a dissident attitude by expressing their discomfort. 
On the one hand, teachers whose autonomy level will increase because 
they are supported (Chou, 2012) will display a creative attitude; on the 
other hand, they may display dissident behaviour in cases where they 
need to make independent decisions, since their autonomy may be 
restricted (Miller & Wertheimer, 2007). However, it can be argued that 
with the favourable climate created by being supported, teachers will 
more easily express their contradictory views. Therefore, school 
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principals' paternalistic leadership behaviours may directly or 
indirectly cause teachers to display oppositional behaviours. 
Moreover, whether the paternalistic behaviours of the principal have 
anything to do with the dissident manner that teachers exhibit is 
another point that will render this research significant. Determination 
of the PL behaviours of principals, which may cause teachers to exhibit 
dissident behaviours and take measures against them, can contribute 
to the adoption of democratic elements in the school and the 
development of positive behaviours of teachers towards school. 

It might be deemed essential to examine the relationship of the 
PL approach with organizational creativity and organizational dissent 
to develop organizational creativity and let the behaviours that are 
needed to be displayed by the principals' ineffective dissent 
management be discovered. When considered from this point of view, 
the relationship between the PL behaviours of the school principals 
and the organizational creativity and organizational dissent levels of 
teachers can be examined. Therefore, it can be stated that the 
specification of the organizational variables related to PL is essential. 
When the literature is reviewed, a few studies (e.g., Anyanwu & Oad, 
2016; Inandı, Tunc, Yucedaglar & Kilic, 2020; Riaza, Junejo & Shar, 
2020) have been conducted on the relationship between different 
leadership styles and organizational creativity and organizational 
dissent. When the leader-organization relationship is examined, it is 
thought that paternalistic leadership has a relationship with 
organizational creativity and organizational dissent. However, no 
research analyzing the relationship between PL and organizational 
creativity and organizational dissent has been encountered. In this 
regard, this research is also essential in filling the relevant gap in the 
literature. The paternalistic leadership style is one of the leadership 
styles suitable for the cultural norms of Turkish society, which has a 
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high power distance and collectivist cultural characteristics. In this 
context, it is crucial to investigate the effects of the paternalistic 
leadership style of school principals on teachers in the Turkish 
education system, which is managed with a centralized approach. This 
research seeks to examine the connection between the organizational 
creativity and organizational dissent perceptions of teachers, which 
are thought to be relevant to the paternalistic leadership behaviours of 
school principals. This research is expected to benefit the school 
managers who participate in the practice, teachers, and researchers 
who will research this topic. 

Paternalistic Leadership 

PL is a relatively new concept in the leadership and 
management literature. Rooted in "Confucian Philosophy," with 
approximately 2000-year-old influence on the Chinese management 
(Cheng, Chou, Wu, Huang & Farh, 2004; Farh & Cheng, 2000), PL is 
identified as a style in which strong discipline and authority are 
merged with a paternalistic benevolence and moral integrity in a 
personal setting (Farh & Cheng, 2000). Based on intercultural 
leadership, this leadership style has been put into practice effectively 
in countries outside of North America, such as Taiwan (Farh & Cheng 
2000; Cheng et al., 2004), China (Farh, Cheng, Chou & Chu, 2006; Sheer, 
2012), Mexico (Martinez, 2003), Japan (Uhl-Bien, Tiemey, Graen& 
Wakabayashi, 1990), Korea (Kim, 1994), India (Aycan, Kanungo & 
Sinha, 1999; Pellegrini, Scandura & Jayaraman, 2010), and Turkey 
(Pellegrini &  Scandura, 2006). 

When studies about the dimensions of PL have been examined 
in the literature, it is seen that two primary classifications were 
discussed the most. Those include the study made by Farh and Cheng 
(2000), analyzing paternalistic leadership in the dimensions of 
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"benevolent leadership," "moral leadership," and "authoritarian 
leadership," and the study by Kim (1994) analyzing paternalistic 
leadership in the dimensions of "benevolent" and "exploitative. "In 
benevolent leadership, it is essential that the leader shows individualized, 
long-term, and holistic concern to followers for their good and well-
being. Benevolent actions include behaviours such as the leader taking 
an interest in the personal and family issues of the followers, protecting 
and forgiving them for their good and well-being, along with the 
leader showing individualized, long-term, and holistic concern to the 
followers (Aycan & Fikret-Paşa, 2003; Erben & Güneşer, 2008). In moral 
leadership, it is, to a large extent, important that the leader has personal 
integrity, improves himself, and does not only think of himself 
(Westwood, 1997). Moral actions include not being selfish, honest, and 
responsible, being a model, and not mixing personal interests with 
business relations (Cheng, Chou & Farh, 2000). In authoritarian 
leadership, the leader asserts their unquestionable and absolute 
authority, takes control over subordinates firmly, and demands 
complete obedience from them. Power and hegemony, 
underestimation of the talents of subordinates, projection of the 
'supreme' image for the leader, and giving instructions to employees 
in a didactic way exist among the concrete examples of behaviours 
describing authoritarian leadership (Cheng, 1995). In exploitative 
leadership, the ultimate aim of the leader is to earn the obedience of the 
employee in exchange for the attention given, and the leader's priority 
is the organizational assets (Hayek, Novićević, Humphreys & Jones, 
2010). In exploitative leadership, subordinates show respect and 
loyalty to the superior to avoid penalty or receive reward (Kim, 1994; 
Pellegrini & Scandura, 2006). When examined from a general 
perspective, it can be stated that followers occur at the center of 
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benevolent and moral leadership. At the same time, the organization 
takes place at the center of authoritarian and exploitative leadership. 

Having developed her model based on the dimensioning made 
by Kim (1994) regarding the PL, Aycan (2006) has attempted to explain 
PL behaviours by comparing authoritarian and autocratic leadership 
approaches concerning the benevolent and exploitative paternalism 
dimensions. In benevolent paternalism, the superior improves the 
well-being of the subordinate by taking an interest in the subordinate, 
and in return, the subordinate shows loyalty to the excellent. In 
exploitative paternalism, there is an interest given to the subordinate 
by the superior, as was the case with benevolent paternalism. Yet, this 
interest envisages the compliance of the subordinate for the fulfilment 
of organizational objectives. In authoritarian approach, the 
subordinates are obliged to comply with the exploitative and 
controlling behaviours of the superior with an expectation of a reward 
or to avoid penalties. Even though there is control in the autocratic 
approach, the well-being of the subordinate takes precedence. In this 
case, the subordinate tends to respect the decisions made by the 
superior and follow the rules since they know that it is for one's good. 
According to the model, the key feature distinguishing "exploitative" 
and "benevolent" dimensions of paternalism lies with the power 
motivating the behaviours of the subordinate and the superior. 

Organizational Creativity 

When studies conducted on the concept of creativity (Amabile, 
Conti, Coon, Lazenby & Herron, 1996), which is described as the 
production of new and useful ideas in every field, are examined, it is 
observed that creativity is primarily tackled at an individual level 
(İraz, 2010) while it is also a concept discussed at an organizational 
level due to the existence of the human factor (Bharadwaj & Menon, 
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2000). While the notion of creativity falls into management and 
organizational studies, organizational creativity has been put forward 
to focus on the analysis of creativity in organizations (Basadur, 1997; 
Ford, 1996; Woodman, Sawyer & Griffin, 1993). Organizational 
creativity has been addressed at the organizational level by generally 
referring to producing new, valuable, practical, or valuable ideas 
(Amabile, 1988), goods, processes, or services (Scott & Bruce, 1994; 
Woodman et al., 1993) in an organization. 

Organizational creativity as a research field has been 
developing at a fast pace in recent years. Studies on organizational 
creativity started actively in the late 1980s, but academic interest in the 
subject has increased rapidly in the late 2000s (James & Drown, 2012; 
Shalley & Zhou, 2008). Even though the notion of creativity has been 
studied under different frameworks in the literature, which include 
organizational creativity (Amabile, 1996; Andriopoulos, 2001; Woodman 
et al., 1993), collective creativity (O'Donnell et al., 2006), creativity in 
organizations (Amabile, 1997; Drazin et al., 1999; Driver, 2008), creative 
joint venture (Hargadon & Bechky, 2006), and distributed creativity 
(Sawyer & DeZutter, 2009), all of those concepts correspond to the 
notion of organizational creativity. 

Organizational creativity is usually defined as producing new 
and valuable, sound, or good ideas (Amabile, 1988), goods, processes, 
or services (Scott & Bruce, 1994; Woodman et al., 1993). This definition 
highlights the societal aspect of creativity, the complexity of the 
societal processes, and various contextual and situational effects. In 
addition to this, organizational creativity is affected by formal 
organizational practices, structural factors, and managerial issues 
(Andriopoulos, 2001; Bharadwaj & Menon, 2000; Kallio & Kallio, 2011; 
Styhre & Sundgren, 2005). There are also studies (Agrell & Gustafson, 
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1994; Oldham & Cummings, 1996) operationalizing organizational 
creativity as the simple aggregation of the individual creativities in the 
organization. 

Organizational Dissent 

It is seen that the notion of dissent as a research topic of Political 
Science has lately started to be studied in the fields of organization and 
management. Dissent is a concept related to the person feeling 
incongruous (Kassing, 1997a). In the organizational context, dissent is 
defined as voicing several conflicts and opposing views by the 
employees (Kassing, 1997a; 2002). The process of organizational 
dissent starts with a triggering event. Dissent occurs when a triggering 
event exceeds the individual's tolerance limits (Redding, 1985). A 
triggering event is not a sufficient condition for organizational dissent 
to start. For members of the organization to voice their opposing ideas, 
first and foremost, they need to comprehend that there is a problem 
within the organization. They need to find this problem worthy of 
intervening in (Graham, 1986). Even though a difference of opinion 
between the members of the organization and their superiors is not 
deemed sufficient to speak of an organizational dissent, there needs to 
bean articulation of the relevant difference of opinion. 

When members of the organization face several harmful 
practices, they choose a particular dissent strategy to voice their 
contradictory ideas. Those strategies consist of articulated dissent, latent 
dissent, and displaced dissent strategies (Kassing, 1997a). Articulated 
dissent happens when members of the organization state their 
contradictory views to people who can affect the balances in the 
Organization (Kassing, 1997a; 1998; Kassing & Avtgis, 1999). In this 
strategy, members of the organization express their contradictory 
views to their managers directly or indirectly (Kassing, 2002). 
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According to the latent dissent strategy, the organization member 
shares their contradictory thoughts with generally other members of 
the organization who do not predict the balances within the 
Organization (Kassing, 1997a). Latent dissent behaviour essentially 
emerges when the members of the organization think of themselves 
perceived as an enemy or a rival within the Organization (Kassing, 
1998). In this case, members of the organization do not articulate their 
contradictory views with the apprehension that their interests might 
be damaged. This causes members of the organization to be silent or 
express their contradictory views to their co-workers (Kassing & 
Avtgis, 1999). Displaced dissent occurs when the members of the 
organization prefer to convey their contradictory ideas to people 
outside of the Organization (Kassing, 1997a, p.326; Kassing & Avtgis, 
1999). Those people include friends, spouses, partners, and family 
members of the organization. 

Organizational dissent as a research topic has been tackled in 
the literature, mostly in private or public sector organizations. 
However, there are very few studies in the literature on the 
organizational dissent in educational organizations (Ağalday, Özgan 
& Arslan, 2014; Atmaca, 2021; Dağlı & Ağalday, 2014a; 2014b; Dağlı, 
2015; 2017; Dağlı & Ağalday, 2015; Korucuoğlu & Şentürk, 2020; 
Özdemir, 2010; Yıldız, 2013). The study conducted by Özdemir (2010) 
with a claim to reconceptualize organizational dissent in the school 
environment in terms of micro politics stands out as the first study in 
the literature that addresses teacher dissent at the level of manager-
teacher relations. When the studies conducted abroad (Bell-Robinson, 
2016; Bouda, 2015; Burns & Wagner, 2013) are examined, it has been 
considered striking that those studies carried out in the United States 
of America are predominantly focused on the organizational dissent 
perceptions of the students. 
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The Relationship Between Paternalistic Leadership and 
Organizational Creativity 

There has been no research encountered in the literature 
addressing the relationship between paternalistic leadership and 
organizational creativity. Therefore, findings of different studies that 
can be considered relevant and theoretical frameworks of paternalistic 
leadership and organizational creativity have been considered. At the 
same time, the correlation between respective variables was analysed. 
Leadership is one of the most critical factors determining the 
development of creativity in organizations (Atwater & Carmeli, 2009; 
Mumford, Ginamaire, Gaddis & Strange, 2002; Volmer, Spurk & 
Niessen, 2012). In other words, the characteristics of leadership 
displayed at the organizational level have been identified as one of the 
critical variables explaining organizational creativity (Einsteine & 
Hwang, 2007). Organizational creativity has been gradually growing 
into an exciting field for leaders. They play a significant role in 
creativity in the context of work. Leaders can affect employees' 
creativity with their behaviours by influencing employees' perceptions 
in their working environment (Amabile, Schatzel, Moneta & Kramer, 
2004). In the studies made, it is found that leadership affects creativity 
in the organizations (Mumford et al., 2002; Mumford & Connelly, 1999; 
Oldham & Cummings, 1996; Redmond, Mumford & Teach, 1993; Scott 
&Bruce, 1994). Leaders have a meaningful impact on creativity since 
they identify and shape the job status in organizations in the context of 
employees interacting with each other (Amabile, 1998). It is found that 
the perceived support of a leader has a significant influence on the 
employees' creativity (Amabile et al., 2004). Leaders are influential in 
forming an organizational culture (Ekvall, 1996; Ekvall & Ryhammar, 
1998; Schein, 2004) that fosters creative efforts and facilitates the spread 
of teaching to the entire organization (Yukl, 2010). Leaders can also 
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develop systems that evaluate and reward creative performance 
through various channels, increasing the employees' willingness for 
creative work (Jung, 2001). In other words, leaders can contribute to 
the development of creativity of their followers by affecting their 
motivation. 

Individual and organizational factors developing or limiting 
creativity have been examined in some empirical studies (Amabile et 
al., 2004; Atwater & Carmeli, 2009; Oldham and Cummings, 1996; 
Redmond, Mumford & Teach, 1993; Scott & Bruce, 1994; Shin and 
Zhou, 2003; Tierney, Farmer & Graen, 1999). The main finding of these 
studies is that a supportive and encouraging working environment is 
usually positively correlated with creativity. From this point of view, 
it can be said that leaders who are supportive and are not control-
driven increase the creative contribution of the employees to their 
work. It has been put forward that PL anticipates supporting 
employees vocationally (Aycan & Fikret-Paşa, 2003; Erben & Güneşer, 
2008; Gelfand, Erez & Aycan, 2007), will contribute to the increase in 
the autonomy levels of the employees (Chou, 2012). Therefore, it is 
expected that there is a relationship between PL behaviours of school 
principals and organizational creativity levels of teachers. 

The Relationship Between Paternalistic Leadership and 
Organizational Dissent 

It can be stated that the followers tend to display independent 
behaviours (Mayer, Davis & Schoorman, 1995; McKnight, Cummings 
& Chervany, 1998), will react to the paternalistic behaviours, which 
leaders will exhibit because it is asserted that the paternalistic 
understanding can limit the autonomy of the followers in cases of the 
instances of autonomous decision-making (Miller & Wertheimer, 
2007). Redding (1990) states that independent and autonomous 
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employees will reject paternalistic behaviours. Paternalistic leaders ask 
the employees about their ideas (Kabasakal & Bodur, 1998), yet the 
leader reserves the right to make the last decision (Aycan et al., 2000). 
In this case, even though the employees participate in the stages of 
getting opinions and creating goals, implementation of the ideas of the 
employees is not required in the paternalistic management style 
(Aycan & Kanungo, 2000; Erben, 2004). It is suggested that dissent can 
emerge due to managers not including their employees in the 
organizational decisions (Kassing, 1998). In such a case, it is likely that 
the employees whose autonomy is restricted, even partially, and who 
see their ideas are not implemented display dissident behaviours. 

Another behaviour of the paternalistic leader that can lead to 
dissent of the follower is related to the leader not being fair. While the 
paternalistic leader distributes his/her "authority" or "benevolence" to 
his/her employees, s/he may not be fair or neutral (Redding, 1990), or 
s/he can give priority to family ties and a sense of security, instead of 
competence and expertise (Develi, 2008). This can turn the style of PL 
into discrimination (Aycan, 2001; Aycan, 2006; Çalışkan, 2010; Erben, 
2004). Hegstrom (1991) states that privileges granted to the employees 
and the duties and responsibilities in the organization can lead to 
dissent. Another behaviour of the paternalistic leader that can result in 
the dissent of the employees is the possibility of the leader ignoring his 
responsibilities and losing his/her interest in his/her employees. This 
situation is criticized since it will cause the paternalistic leader to 
become autocratic (Pellegrini, Scandura & Jayaraman, 2010). It is seen 
that some paternalistic practices of leaders, as mentioned above, can 
cause employees to dissent. Hence, there is likely a relationship 
between PL behaviours of school principals and organizational dissent 
perception levels of teachers. 
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The Purpose of the Research 

The purpose of the research is to examine the relationship 
between PL behaviours of the primary school principals and 
organizational creativity and organizational dissent perception levels 
of teachers based on the teachers' perceptions. Following this purpose, 
answers are sought for the research questions below: 

1. Are the perceptions of primary school teachers on the PL behaviours 
of the school principals meaningful predictors of organizational 
creativity? 

2. Are the perceptions of primary school teachers on the PL behaviours 
of the school principals meaningful predictors of the organizational 
dissent? 

Methodology  

Research Design   

A quantitative correlational design was employed in this 
research to examine the relationship between paternalistic leadership, 
organizational creativity, and organizational dissent. 

Sample 

The research population consists of the central Artuklu district 
of the province of Mardin in the 2016-2017 academic year and 2597 
public primary schoolteachers in affiliated eight district centers. 
Considering the difficulty of reaching the whole population, stratified 
sampling method was used (Fraenkel, Wallen& Hyun, 2012). 
Accordingly, each of the districts of Mardin was sampled. In the 
sample selection, the ratio of the number of primary school teachers in 
the districts to the total number of teachers in the population was taken 
into consideration. For example, there are 602 teachers in the Artuklu 
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district. This number constitutes 23.19% of the number of teachers in 
the population. To determine the number of samples, 23.19% of the 
1100 number was calculated, and the number 255 was obtained. For all 
districts, the ratio represented by the number of teachers in the district 
in the population was calculated, and scale forms were distributed to 
the districts by considering this rate. The 92 schools and teachers 
sampled in the lower levels were determined by the simple random 
sampling method. We have access to all schools and teachers' names 
and then randomly select from this list. Incorrect or incomplete 
returned forms were left, and 1059 scale forms were evaluated. Of the 
teachers participating in the research,3.2% were associate degrees, 
93.2% were undergraduate degrees, and 3.6% were graduate degrees. 
Among the participants, 50.9% were female, and 49.1% were male, 
which closely represents the gender distribution of teachers in Turkey 
(Çelik, Yurdakul, Bozgeyikli, & Gümüş, 2017). While 64.6% of the 
teachers were married, 35.4% were single. Among the teachers, 42.8% 
had less than five years of experience, while only 6.5% had more than 
20 years of experience. 

Scales of Measurement 

Research data were obtained by the use of "Headmasters' 
Paternalistic Leadership Behaviours Scale," which was developed by Dağlı 
and Ağalday (2017), "Organizational Creativity Scale" which was 
developed by Çavuş (2006) and was adapted to schools by Yılmaz and 
Sünbül (2008), and "Organizational Dissent Scale" which was developed 
by Kassing (2000) and adapted to Turkish by Dağlı (2015). 

Headmasters' Paternalistic Leadership Behaviours Scale (HPLBS) 

The scale consists of 22 items and four dimensions (benevolent 
leadership, moral leadership, authoritarian leadership, exploitative 
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leadership). This 5-point Likert-type scale was answered on a rating 
scale from 1 ("completely disagree") to 5 ("completely agree"). In this 
study, the first level CFA was done for the scale. Sample items from 
the scale include "My headmaster approaches teachers like a parent 
and guards them" and "My headmaster takes care of teachers' private 
problems." CFA results revealed that the fit indices of the scale were 
consistent with the original form (χ2/df = 4.96 [<5], CFI = .94 [>.90], GFI 
= .92 [>.90], RMSEA = 0.06 [<.08], NFI = 0.93 [>.90], and IFI= 0.93 [>.90]). 
The Cronbach Alpha coefficient has been found in the study as .95 for 
benevolent leadership, .82 for moral leadership, .72 for authoritarian 
leadership, .71 for exploitative leadership, and .92 for the whole scale. 
These findings demonstrate that the scale is a valid and reliable tool. 

Organizational Creativity Scale (OCS) 

The scale consists of 21 items, of which all of the items fall under 
one dimension, presented in a five-point Likert-type scale (1 = never 
disagree, 5 = totally agree). Sample items from the scale include 
"Learning is encouraged in our school" and "The level of knowledge 
sharing is high in our school. "In this study, CFA was done for the 
Organizational Creativity Scale. The fit indices (χ2 / df = 2.94 [<5], CFI 
=.95 [>.90], RMSEA = .06 [<.08], NFI = .93 [>.90], and IFI = .95[>.90]) 
show that the model fits well. In the study, the Cronbach Alpha 
coefficient has been found as .95. These data demonstrate that the scale 
is a valid and reliable tool. 

Organizational Dissent Scale (ODS) 

While Dağlı (2015) adapted the scale to Turkish, he has first 
addressed the study of Turkish validity and reliability, then the 
construct validity. A high, positive, and meaningful correlation has 
been identified between English and Turkish scales in terms of 
linguistic equivalence (r= .97; p= .00). The scale consists of 15 items, of 
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which eight items constitute upward dissent and seven items constitute 
latent dissent. Sample items from the scale include "I hesitate to query 
school policies" and "I criticize the inadequacies in my school in front 
of everyone. "This scale was answered on a rating scale from 1 ("never 
disagree") to 5 ("fully agree"). In the study, CFA was done for the 
Organizational Dissent Scale. It was found that the fit index values (χ2 
/ df = 2.83 [<5], CFI =.94 [>.90], GFI = .90 [>.90], RMSEA = .07 [<0.08], 
NFI = .91 [>0.90], and IFI = .94 [>0.90]). Considering these criteria, it can 
be argued that the two-factors structure obtained from CFA is an 
acceptable model. In this study, the Cronbach Alpha coefficient has 
been found as .81 for the first factor, .72 for the second, and .82 for the 
whole scale. These coefficients demonstrate that the scale is a reliable 
tool. 

Data Analysis 

The use of SPSS software has analyzed research data. 
Correlation and multiple linear regression analyses have been applied 
to examine the relationship between PL, organizational creativity, and 
organizational dissent. The skewness and kurtosis coefficients of the 
data set were examined to determine the normality. The skewness 
coefficients of the HPLBS are between .65 and .06; kurtosis coefficients 
vary between -.81 and -.24.  The skewness coefficients of OCS are 
between -.73 and -.19; kurtosis coefficients vary between -.75 and -.24. 
The skewness coefficients of ODS are between -.54 and -.11; kurtosis 
coefficients vary between -.73 and -.16. These values indicate that the 
data show a distribution close to normal (Kline, 2011). In this study, 
the suitability of the factor structure of the data collection tools has 
been tested by CFA. Multicollinearity issue was not observed between 
variables (see Table 1). 
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Results 

We found positive correlation between the variables studied. 
The findings showed a strong level of correlation between 
organizational creativity and paternalistic leadership (r = .70; p< .01) 
and between organizational creativity and organizational dissent (r = 
.72; p < .01), while between paternalistic leadership and organizational 
dissent (r = .29); p < .01) showed low levels of correlations. Accordingly, 
as teachers' perceptions of paternalistic leadership increase, their 
perceptions of organizational creativity and organizational dissent 
also increase. 

Table 1. 
Correlation Among Variables 

Variable 
BL ML AL EL PL OC UD LD 

O
D 

BL -         

ML .68** -        

AL .40** .40** -       

EL .20** .35** .54** -      

PL .79** .75** .65** .51** -     

OC .76** .57** .31** .15** .70** -    

UD .37** .40** .28** .20** .43** .41** -   

LD .06 .07* -.05 -.10** .02 .11** .41** -  

OD .27** .29** .15** .07* .29** .32** .86** .81** - 

BL: Benevolent Leadership, ML: Moral Leadership, AL: Authoritarian Leadership, EL: 
Exploitative Leadership, PL: Paternalistic Leadership, OC: Organizational Creativity, 
UD: Upward Dissent, LD: Latent Dissent 
* p < .05, **p < .01 

In the second part of the analysis, we examined the predictive 
power between the variables. First, we performed a multiple linear 
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regression analysis in which the sub-dimensions of paternalistic 
leadership were independent and organizational creativity was the 
dependent variable. The results are presented in Table 2. 

Analysis results showed that paternalistic leadership displayed 
a significant relationship (R = .76; R2 = .58) with organizational 
creativity (F = 380.13; p< .01). Dimensions of paternalistic leadership 
explain 58% of the change in organizational creativity. Based on 
standardized regression coefficients, the order of importance of the 
predictive variables on teachers' organizational creativity perception 
levels follows as benevolent leadership (β = .70) and moral leadership 
(β = .10). Benevolent leadership had a strong effect, while moral 
leadership had a weak effect. The analysis results regarding the 
prediction of upward dissent by the dimensions of paternalistic 
leadership are presented in Table 3. 

 

 

 

Table 2. 
Multiple Linear Regression Analysis concerning the Prediction of 
Organizational Creativity by Paternalistic Leadership Dimensions 

(Dependent variable = Organizational creativity) 
Variable B S.E. β t p 
Constant .85 .90  9.71 .00* 
Benevolent Leadership .60 1.04 .70 25.18 .00* 
Moral Leadership .10 .88 .10 3.76 .00* 
Authoritarian Leadership -.00 1.09 .00 -.14 .89 
Exploitative Leadership -.02 1.04 .02 -.11 .25 
R = .76; R2 = .58; F = 380.13; p = .00 
*: p < .01 



 
Research in Educational Administration & Leadership 

6(4), December 2021, 748-794 
 

768 

Table 3. 
Multiple Linear Regression Analysis concerning the Prediction of Upward 
Dissent by Paternalistic Leadership Dimensions 

(Dependent variable =Upward dissent) 
Variable B S.E. β t p 
Constant 2.40 .75  23.51 .00* 
Benevolent Leadership .11 1.04 .15 4.03 .00* 
Moral Leadership .21 .87 .24 6.27 .00* 
Authoritarian Leadership .07 1.09 .11 3.15 .00* 
Exploitative Leadership .01 1.04 .02 .68 .49 
R = .44; R2 = .19; F = 64.78; p = .00 
*: p < .01 

Results concerning multiple linear regression analysis are 
shown in Table 3. The results showed that paternalistic leadership 
displayed a significant relationship (R = .44, R2= .19) with upward 
dissent (F= 64.782, p< .01). Dimensions of paternalistic leadership 
explain 19% of the change in upward dissent. The order of importance 
of the predictive variables on the upward dissent follows as moral 
leadership (β = .24), benevolent leadership (β = .15), and authoritarian 
leadership (β = .11). The dimensions had a weak effect. The analysis 
results regarding the prediction of latent dissent by the dimensions of 
paternalistic leadership are presented in Table 4. 
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Table 4. 
Multiple Linear Regression Analysis concerning the Prediction of Latent 
Dissent by Paternalistic Leadership Dimensions 

(Dependent variable = Latent dissent) 

Variable B S.E. β t p 

Constant 3.33 .75  23.51 .00* 
Benevolent 
Leadership 

.01 1.04 .02 4.03 .58 

Moral 
Leadership 

.10 .87 .12 6.27 .00* 

Authoritarian 
Leadership 

-.03 1.09           -.05 3.15 .19 

Exploitative 
Leadership 

-.08 1.04 .02 .68 .00* 

R = .15; R2 = .02; F = 6.87; p = .00 
*: p < .01 

When Table 4 is examined, analysis results showed that 
paternalistic leadership displayed a significant relationship (R = .15, R2 
= .02) with latent dissent (F = 6.87, p < .01). Dimensions of paternalistic 
leadership explain 2% of the change in latent dissent. The order of 
importance of the predictive variables on the latent dissent follows as 
moral leadership (β = .12) and exploitative leadership (β = .02). The 
dimensions had a weak effect. 

Discussion, Conclusion, and Suggestions 

This research examines relationships between paternalistic 
leadership, organizational creativity, and organizational dissent based 
on teachers' perceptions. The findings obtained are researched within 
the scope of the relevant literature and discussed within their context. 
Suggestions towards practitioners and researchers are generated 
regarding the results obtained in the wake of the discussion. 
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When the findings related to the first research question of the 
study are examined, only benevolent leadership and moral leadership sub-
dimensions of PL are meaningful predictors of organizational 
creativity. It can be expressed that the principals' PL behaviours have 
essential and profound effects on the teachers' organizational 
creativity perception levels. Also, the importance of the predictive 
variables on the teacher's organizational creativity perception levels 
follows as benevolent leadership and moral leadership. Among the 
sub-dimensions of primary school principals' PL behaviours, the 
benevolent leadership dimension can be said to constitute the most 
critical effect on the teachers' organizational creativity perception 
levels. While there has been no study encountered in the literature 
addressing the relationship between PL and organizational creativity, 
studies are managing the relationship between the sub-dimensions of 
PL and the creativity of employees in the organizations (Gu, Tang & 
Jinag, 2015; Kurt, 2013; Sheer, 2010; Wang & Cheng, 2010; Wang, Kuo, 
Cheng & Tsai, 2009). When the findings obtained from those studies 
are examined in general terms, it is seen that only benevolent 
leadership and moral leadership dimensions among the sub-
dimensions of PL are positively correlated with creativity and have an 
association with creativity. From this aspect, it can be expressed that 
the findings obtained from the present study bear a resemblance to the 
results obtained from mentioned studies. The benevolent leader can 
cause an increase in the employees' creativity levels since the leader 
contributes to the formation of an environment of trust in the 
organization psychologically by providing social support through 
assisting the employees in any kind of problem (Tierney et al., 1999). It 
is seen in research conducted that the school managers' PL behaviours 
have a significant impact on the teachers' organizational trust 
perceptions (Karasel, Altınay, Altınay & Dağlı, 2017). The benevolent 
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leader acknowledges the role of his follower as both a model 
subordinate and a valuable person (Farh & Cheng, 2000). The 
subordinates who perceive these acknowledgments then experience a 
sense of gratitude (Cheng et al., 2004) that facilitates interpersonal trust 
and the level of comfort required for creativity (Mumford & Gustafson, 
1988). In addition to this, it is suggested that the subordinates with 
high benevolent leadership perception are transferred more funds by 
their leaders and appreciated more (Farh & Cheng, 2000). From this 
point of view, it can be suggested that the benevolent leader is more 
sensitive to creativity and supports creativity. Besides that, it is also 
probable that the moral leadership which anticipates keeping the 
employees vocationally (Gelfand et al., 2007) affects their creativity. 
Tolerance of the moral leader affects the behaviours of the followers 
and contributes to the increase in their morale and motivation (Niu, 
Wang & Cheng, 2009). Given that motivation is a factor influencing 
creativity, it is thought that the obtainment of the findings in the 
present research can be explained with this situation as well. If there is 
trust in the relationship between the leader and the follower, and if it 
is not spoiled, the relationship, by nature, turns into a social transaction 
by the leader adopting benevolent and moral leadership (Chen, Eberly, 
Chiang, Farh & Cheng,2011). This mentioned social transaction is 
considered to contribute to the increase in the employees' creativity. 

When the findings related to the second research question of 
the study are examined, it is seen that only the benevolent leadership, 
moral leadership, and authoritarian leadership sub-dimensions of PL are 
meaningful predictors of upward dissent. Also, the order of importance 
of the predictive variables on the teachers' upward dissent perception 
levels follows as moral leadership, benevolent leadership, and 
authoritarian leadership. Among the sub-dimensions of primary 
school principals' PL behaviours, the moral leadership dimension can 
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most critically affect teachers' upward dissent perception levels. In 
addition to this, it is seen that only the moral leadership and exploitative 
leadership sub-dimensions of PL are meaningful predictors of latent 
dissent. Also, the order of importance of the predictive variables on the 
teachers' latent dissent perception levels follows as moral leadership 
and exploitative leadership. Among the sub-dimensions of primary 
school principals' PL behaviours, the moral leadership dimension can 
constitute the most critical effect on the teachers' latent dissent 
perception levels, as is the case with upward dissent. 

In the present study, it is identified that within the scope of 
benevolence, the primary school principals assist teachers in any 
problems within or outside of the school domain by creating a family 
milieu. They also work with the teachers in harmony; they tolerate 
teachers and support them in taking the initiative. These kinds of 
behaviours displayed by the principals are considered to positively 
influence thought to be reflecting simply on the communication 
between the principal and teachers as they affect the democratic 
environment in the school. This way, it can be suggested that teachers 
can articulate their opinions in a more accessible and more comfortable 
setting. Research conducted by Karasel et al. (2017) identified that 
teachers working with paternalistic school principals establish positive 
communication with the school managers and other teachers and 
maintain their relationship within the scope of common courtesy. 
Employees who can develop good communication with their 
managers have higher organizational commitment and job satisfaction 
levels (Anderson & Martin, 1995). Besides, the employees identify 
more with their organizations (Kassing, 2000a), have a higher 
organizational commitment (Haskins, 1996), and as a result of this, 
they articulate their dissident views to their managers directly 
(Kassing, 2000a) in organizations where there is high freedom of 
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speech. In another study (Sadykova &Tutar, 2014), it is reported that 
the level of employees' upward dissent will increase with an increase 
in the managers' democratization level. In another study conducted by 
Oral-Ataç (2015), a positive relationship exists between employees' 
organizational dissent and organizational democracy perceptions. 
Employees with a high organizational democracy perception prefer an 
upward dissent strategy. An employee who thinks that one can 
express oneself freely in the organization commits to work more and 
becomes more productive. Employees are in an expectation of 
environments created where they can dissent (Kassing, 1997b). Hence, 
they prefer organizational settings where they can express themselves 
freely. Mentioned organizational environments are asserted to 
contribute to the increase in employees' job satisfaction and 
organization commitment (Gorden & Infante, 1987). It is reported that 
there is a high-level relationship between organizational 
communication and job satisfaction (De Nobile & McCormik, 2008), 
and managers promoting the employees to express their views in 
organizational matters increase employees' job satisfaction (Gorden, 
Infante & Graham, 1988). Therefore, paternalistic management can 
increase employees' job satisfaction levels, and thus employees can 
prefer a relatively more upward dissent strategy. Findings of the 
research made by Kassing (1988) support this claim. In the relevant 
study, high job satisfaction levels positively correlate with upward 
dissent and latent dissent. It is also possible to run into other research 
findings that support this claim (Pienaar, Sieberhagen & Mostert, 2007; 
Uhl-Bien et al., 1990; Yetim & Yetim, 2006). In the mentioned studies, 
it is identified that the PL behaviours exhibited by managers increase 
employees' job satisfaction levels and decrease the intentions to leave 
the job. It is also possible to reach the result in the mentioned studies. 
With the understanding of paternalistic management, employees do 
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not leave the organization they work for and articulate their dissident 
views by staying within the organization.  

Another finding concerning the second question in this 
research is that the moral leadership dimension of PL, along with the 
benevolent leadership dimension, predicts upward dissent. The moral 
leader has a sense of justice predominantly, tries to keep his promises, 
does not misuse his authority, and does not take advantage of the 
weaknesses of his followers for his benefit. It is stated that the followers 
appreciate and internalize this behaviour of the leader and take this 
virtuous manner of the leader as an example (Farh et al., 2006), respect 
the leader more, and identify themselves more with the leader (Farh & 
Cheng, 2000). Given that the members of the organization who have 
high organizational identification levels are in a tendency to articulate 
their dissident views directly to their managers (Kassing, 2000a), it can 
be said that the moral leadership behaviours exhibited by primary 
school principals made a positive contribution on the organizational 
identification levels of teachers and this may influence the obtainment 
of the result in the present study that the moral leadership dimension 
predicts upward dissent. On the other hand, it has been put forward 
by various studies (Çalışkan, 2010; Köksal, 2011) that PL is positively 
correlated with the sense of justice, which can be considered as an 
essential component of moral leadership, and that PL predicts 
organizational justice. When dissent is regarded as having a prediction 
that enhances organizational justice (Özdemir, 2010), moral leadership 
likely predicts upward dissent. Therefore, this mentioned situation can 
be said to affect the obtainment of the finding in the present study, as 
well. 

One of the findings concerning the second question in this 
research is that the authoritarian leadership dimension predicts 



Ağalday & Dağlı (2021). The Relations Between Paternalistic Leadership… 

 
 

775 

upward dissent, as was the case with benevolent leadership and moral 
leadership dimensions. However, according to the order of importance 
in this prediction, it is striking that the authoritarian leadership 
dimension comes after morality and benevolence dimensions. 
Accordingly, it can be said that the leader's display of moral and 
benevolent behaviours can cause more dissident behaviours by the 
employees, according to the authority. In the present study, it is seen 
within the scope of authoritativeness that the primary school 
principals demand unconditional obedience from teachers towards the 
decisions principals make; therefore, they hold themselves at a 
distance in their relationships with the teachers, and they want every 
matter related to school under their control. These kinds of behaviours 
principals exhibit are likely to hinder the teachers' freedom of speech. 
In research conducted on this subject by Zhang, Huai and Xie (2015), it 
is identified that authoritarian leadership affects the employees' 
freedom of speech negatively. The teachers likely deterred from the 
freedom of speech exhibit dissident behaviours. In addition to this, it 
is understood that authoritarian leaders do not assume democratic 
behaviours in decision-makings. Primary school principals not 
considering teachers' views when deciding may have caused teachers 
to exhibit dissident behaviours. This seems by the "decision-making" 
claim taking place in the "typology of the events triggering 
organizational dissent" by Kassing (1997b). Kassing (1997b) asserts 
that organizational dissent starts when followers challenge their 
leaders' decision-making logic. On the other hand, given that the 
authoritarian leadership negatively affects the employees' job 
satisfaction (Anwar, 2013; Chou, 2012), organizational citizenship, and 
organizational commitment levels (Rehman & Afsar, 2012), 
authoritarian leadership behaviours displayed are likely to cause 
teachers to display dissident behaviours. It can be said that by primary 
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school principals, the abovementioned situations predict the 
obtainment of the finding in the present study. 

Another finding concerning the second question in this 
research is that only the moral leadership and exploitative leadership 
sub-dimensions of PL predict the latent dissent, a sub-dimension of 
organizational dissent. It had been stated before that the teachers 
might prefer upward dissent strategy over latent dissent since the 
moral leadership behaviours displayed by the primary school 
principals affect their organizational identification levels. In other 
respects, it is identified that exploitative leadership predicts latent 
dissent. In the present study, it is seen within the scope of exploitation 
that the primary school principals use particular strategies to subdue 
the dissent towards themselves; that way they expect commitment 
from teachers as a result of the close relationship they establish with 
them, and they expect support from the teachers they trust (Even 
though the exploitative leadership dimension is thought to be the 
opposite of the moral leadership dimension, when the behaviours at 
the level of exploitative leadership are examined, it will be seen that 
exploitative leadership is mostly related with political leadership. 
Therefore, it is thought that it will not be ethically correct to evaluate 
the behaviours at the level of exploitative leadership dimension. In 
other words, it can be stated that the leader behaves politically in the 
exploitative leadership.). In the present study, when the exploitative 
leadership behaviours displayed by primary school principals are 
examined, it can be asserted that the principals expect teachers to be 
loyal to themselves. In research conducted by Leck and Saunders 
(1992), it is identified that employees with a high loyalty level do not 
contemplate leaving their work despite the low job satisfaction that 
they can experience. Instead, they prefer to articulate their 
contradictory views in the organizational environment while they 
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continue working, and they do so to their managers openly. From this 
point onwards, it can be stated that teachers may prefer latent dissent 
strategy less as primary school principals keep exhibiting exploitative 
leadership behaviours. Therefore, this situation can be said to predict 
the obtainment of the finding in the present study. 

This research emphasizes the importance of paternalistic 
leadership in increasing teachers' perceptions of organizational 
creativity. Our research is the first research about the potential effects 
of paternalistic leadership on organizational creativity. In Turkey, 
where the educational system is managed centrally, teachers may feel 
under pressure as they are stuck between central administration 
policies and local dynamics. In this context, it is considered that the 
supportive approach of school principals towards teachers will be 
necessary for Turkish primary schools to reduce the pressure. It is 
understood that the said supportive environment effectively creates an 
environment where teachers can better express their contradictory 
views. It has been reported in our research that paternalistic leadership 
positively affects teachers' perceptions of organizational dissent. We 
can interpret this result in two ways. The first is that paternalistic 
leadership, with its authoritarian dimension, can cause teachers to act 
in dissent. The second is related to the fact that teachers can feel freer 
with the supportive approach of school principals. A research result 
(Croucher, Parrott, Zeng & Gomez, 2014) shows a positive relationship 
between freedom of speech in the workplace and the dissent expressed 
to managers. Therefore, the fact that paternalistic leadership increases 
teachers' perceptions of organizational dissent can be evaluated 
positively. The fact that the dissent can be made will contribute to the 
understanding of democratic management in schools.  
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In this study, several limitations exist. This research is limited 
to the teachers' perceptions in official primary schools in the central 
district of Mardin province and eight district centers in the 2016-2017 
academic year. Also, research findings are limited to data collected 
from scales of measurement. It was assumed that the teachers 
participating in the study were volunteers and sincerely reflected their 
views while answering the questions in the scales. Future research 
could investigate the relationships between paternalistic leadership 
and other organizational variables. Future research can be done at 
different school levels and by expanding the population. The study is 
based on teacher perceptions. Future research could be done according 
to the school principals' perceptions. 

Following recommendations can be put forward towards 
practitioners based on the obtained conclusion. School principals 
should exhibit a high level of benevolent leadership behaviours that 
can increase the teachers' organizational creativity levels, such as 
creating a family environment at school, being tolerant to teachers 
promoting teachers to take initiatives. Principals should exhibit a high 
level of moral leadership behaviours that can increase the teachers' 
organizational creativity levels, such as treating fairly, paying 
attention to the professional development of teachers, and maintaining 
harmonious relations with teacher groups of different views. It is 
contemplated that a strong interaction between teachers and the 
principal who displays benevolent leadership behaviours will 
positively reflect on the teachers articulating their dissident opinions 
openly. For that, though, it is thought that removing the obstacles 
which block the way to the teachers' freedom of speech is a must. Thus, 
teachers' organizational identification and dedication levels will 
increase, the communication between the principals and teachers will 
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reach a healthy level, and most importantly, teachers' organizational 
commitment and job satisfaction levels will rise. 

School principals should treat fairly when distributing awards 
to teachers, protect their teachers against the unfair criticisms coming 
from out of the school, use their authority to profit from it, and not 
attribute the successes of the teachers to themselves. Principals should 
include teachers in the decision-making process in matters concerning 
them; give an opportunity, when necessary, to teachers to question 
these decisions; and brief all teachers, when necessary, concurrently on 
judgments concerning them. In addition to those, principals should not 
expect teachers to obey the decisions they made unconditionally and 
every matter related to school to be under their control. Principals 
should clearly state the criteria that will be used when considering 
teachers' opinions by evaluating the applicability of the views 
suggested together with the teachers through the brainstorming 
sessions aimed at producing ideas by the teachers. Principals should 
not take the dissent towards themselves as a threat and struggle to 
subdue it and should stay away from the kind of behaviours that can 
lead to discrimination among teachers, such as expecting teachers they 
trust to support them.  
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