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Abstract 

 

Based on the theory of self-determination and the related literature of positive leadership, we explore the internal 

mechanism of the influence of positive leadership on organizational citizenship behavior, especially the mediating 

role of intrinsic motivation and the moderating role of right distance. Through the statistical test and analysis of 

281 data in China, we use SPSS 23.0 and Mplus7.0 to test our research hypothesis. Consistent with our hypothesis, 

the results show that positive leadership can have a significant positive effect on intrinsic motivation. Positive 

leadership can have an indirect positive impact on organizational citizenship behavior partly through the 

transmission of intrinsic motivation. Power distance can weaken the positive effect of positive leadership on 

intrinsic motivation, that is, for employees with high power distance, the positive effect of positive leadership on 

intrinsic motivation is weaker, on the contrary, the positive effect of positive leadership on intrinsic motivation of 

employees with low power distance is stronger. Power distance can adjust the mediating effect of intrinsic 

motivation between positive leadership and organizational citizenship behavior, that is, the stronger the power 

distance of employees, the weaker the indirect relationship between positive leadership and organizational 

citizenship behavior through intrinsic motivation. 

 

Keywords: Positive leadership, power distance, intrinsic motivation, organizational citizenship behavior, 

self-determination theory 

 
I. Introduction 

 
In the 21st century, one of the greatest changes in human history is China's economic rise and take-off, which 

makes a backward agricultural country become the second largest economic entity both domestic and overseas. As 

a result, Chinese enterprises have achieved transformation and rise, and the competition between industries and 

enterprises has become increasingly fierce. In addition to the continuous strengthening of core capabilities such as 

technology, service, organizational management and marketing, soft management, especially in stimulating the 

autonomy and enthusiasm of employees, has become the choice of more and more enterprises. More and more 

management researchers begin to focus on the advantages and positive characteristics of enterprises, rather than the 

problems and defects existing in enterprises. People's potential is unlimited, how to better motivate employees to 

improve organizational behavior and performance, has become the choice of more scholars. In this context, more 

and more researchers pay attention to OCB. Organizational citizenship behavior (OCB) is a kind of random 

individual behavior of employees, which has no direct or explicit connection with the formal reward system, but 

can effectively improve the organizational effectiveness as a whole. It's called casual because it's not a mandatory 

requirement in the role or the statement of work, but a personal choice, and even if it doesn't show up, it won't be 

punished. In other words, organizational citizenship behavior (OCB) is other helpful attitude and behavior to the 

organization. It is neither emphasized by the formal role nor required by the labor remuneration contract, but it is 

made up of many informal acts of mutual assistance. Although organizational citizenship behavior can not directly 

lead to the direct interests of individuals, it can bring benefits to groups or organizations [1]. 

 

How to stimulate the enthusiasm and initiative of employees, how to better develop the potential of employees, so 

that employees can carry out more behavior outside the role of the organization, in the research of organizational 

leadership, many scholars in the world have done research, such as the influence of transformational leadership on 
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organizational citizenship behavior. This study shows that transformational leadership has a significant impact on 

the organizational citizenship behavior of subordinates. This predictive power mainly lies in that the boss's 

personalized care can effectively predict subordinates' altruistic behavior, sense of responsibility, civic virtue and 

polite behavior [2]. According the effect of empowering leadership on organizational citizenship behavior, many 

scholars have studied it. Empowering leadership means that leaders will share their power with their subordinates 

and improve their autonomy and sense of responsibility [3]. The impact of empowering leadership on individual 

creativity [4], team (e.g., team performance) [5] and organizational level (e.g., company performance) [6] have 

positive effects. However, from the perspective of positive organizational behavior, there are few research on the 

influence of positive leadership on OCB both domestic and overseas. In the current increasingly competitive 

environment, the requirements of enterprises for employees are not only to complete the tasks within the role, but 

also on the premise of completing the tasks within the scope of work responsibilities, OCB is very important 

behaviors to encourage workers to actively perform and make some out of role behaviors. Therefore, it is very 

important to study how positive leadership affects OCB.  

 

Positive leadership is the most hot topics in current management studies [7]. Since the 1990s, under the 

comprehensive influence of the continuous development of positive organizational behavior, so the increasing 

attention paid to the role of leaders in improving employee cohesion, maintaining work initiative and improving 

organizational performance [8]. When the elements of positive psychology theory are applied to the field of 

leadership, it has formed the earliest state of positive leadership, and gradually developed into a new and effective 

way of leadership, which is more in line with the highly developed economy and society. The research on positive 

leadership can be traced back to the speech of Martin Seligman. The theme of the 1998 annual meeting of the 

American Psychological Association is "prevention: enhancing young people's strength, resilience and health" 

(American Psychological Association, 1998).The positive leadership style is newer than other leadership styles, 

which is based on such a thinking concept: when employees work in a positive environment, they will be happier 

and have higher work motivation. Therefore, leaders use positive strategies to influence employees and it is easier 

to achieve organizational goals. This conclusion is supported by a large amount of evidence in meta-analysis, 

which shows that positive emotions and positive organizational climate are related to the improvement of 

happiness, productivity and profitability [9]. In the aspect of empirical research, the researchers investigated 40 

business departments of a large financial services company in the northeast of the United States. The results show 

that positive practice is related to financial performance, work atmosphere, employee turnover and organizational 

efficiency [10]. Positive leadership is mainly reflected in the focus on staff strength, positive attitude in the face of 

difficulties, and frequent praise of team members' performance, which has become the key to entrepreneurial 

success [11].  

 

Because positive leadership is a new concept compared with other leadership styles, relevant research has only 

been developed in recent years, so it has not been found that scholars have studied the effect of positive leadership 

on OCB, but we can get some inspiration from the influence of other leadership types on OCB, Because of the 

close relationship between positive leadership and other leadership types, such as service leadership, 

transformational leadership and moral leadership. Authorized leadership has a positive correlation with 

organizational citizenship behavior, however, the analysis of the mechanism and boundary conditions of this 

process is limited; The authorized leadership will show a series of behaviors of sharing power, such as: let 

employees participate in the organization decision-making and let the employees complete the tasks independently. 

These behaviors can’t directly promote the employees to show more OCB, especially considering the meaningful 

of OCB to improve the competitiveness and performance of the organization, the underlying mechanism needs to 

be further explored of positive leadership to influence the organizational citizenship behavior of employees 

[12][13]. 

 

What kind of psychological mechanism does positive leadership indirectly affect the organizational citizenship 

behavior of employee. Positive leadership is a psychological strategy to promote the positive mental health, 

significance and goals of team members [14]. Employees' attitude and behavior change is often related to their 
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identification with leaders, and the identity leadership can come from transformational leadership style. When 

employees feel this style, they will not only accomplish the task of responsibility division, but also be more willing 

to take on other matters [15]. Transformational leaders often become the example of employees. Their own words 

and deeds and charm are an incentive for employees. Employees will choose challenging work more actively and 

actively give advice for the development of the organization [16]. Transformational leadership can promote 

organizational citizenship behavior of employees, because this leadership style is conducive to improving the 

working atmosphere, enhancing the motivation of employees and making employees voluntarily fulfill the goal of 

exceeding their own interests [17]. In consideration of that other closely associated leadership types of leadership 

can improve their autonomy and enthusiasm, trust in leaders, and improve the performance of employees, these can 

meet the basic mentally requirements of subordinates (relationship, competence and autonomy). 

 

When a person has a stronger extrovert type, the higher the level of intrinsic motivation, and the experience of this 

type is more easily attracted by interesting and content-based work [18]. The spiritual needs of employees' 

self-satisfaction, achievement needs and competency are also one of the key factors that affect employees' intrinsic 

motivation. Employees who desire to succeed and have the competence to work will show higher intrinsic 

motivation level. These employees prefer to obtain the satisfaction of autonomy, belonging and competence in the 

work [19]. In addition, the working environment can also influence the intrinsic motivation, including the 

leadership style, working conditions, and organizational culture of the managers. The leadership style of managers, 

especially the support type and positive type, advocates the authorization and gives the employees a great degree of 

freedom will make the employees experience the fun and significance of the work more easily, and can also 

positively affect the intrinsic motivation level of the employees [20]. The working conditions provided by the 

organization to the employees and some characteristics of the organization itself will also affect the intrinsic 

motivation level of the employees. When the organization advocates the independence of the employees, creates an 

organization atmosphere of fair competition, provides timely work feedback, and meets the psychological needs of 

the employees' sense of belonging and competence, Employees will show stronger intrinsic motivation and more 

positive working attitude, and then show higher performance level [21].Therefore, the spirit and atmosphere 

advocated by positive leadership will better stimulate the organizational citizenship behavior of the members of the 

organization. 

 

Another factor that can’t be ignored is the social and cultural factors that employees are in. The scholars collected 

data from Japan, the United States and Hungary, and found that the social and cultural differences among countries 

are one of the reasons for the differences in the intrinsic motivation level of employees [22]. In the society with 

emphasis on collectivism culture, the motivation of employees is more due to the sense of duty to complete tasks 

than to choose actively, so the level of intrinsic motivation is low; In the society with emphasis on individualism 

culture, employees focus on themselves and consider personal interests more, so their intrinsic motivation level 

will be higher [23]. In the process of personal growth, social and cultural factors directly shape individual world 

outlook and values, and the differences of social moral standards will make people in different societies have 

different understanding of work ethics and achievements, and the spiritual needs pursued by each society are 

different. Social and cultural factors, it should be one of the key influencing factors for the level of individual 

intrinsic motivation in work. In the research of organizational behavior, cultural differences can lead to significant 

impact on individual behavior in organizations [24]. Therefore, based on the research of the effect of positive 

leadership on OCB, the paper will further explore the adjustment role of the differences in the cultural values (such 

as power distance) of employees. 

 

Organizational leaders have the power to command and control subordinates because of organizational structure 

appointment, or personal professional skills and social status. The role of this power depends on subordinates' 

identification, awe, willingness and other factors. The intention is to measure the emotional distance between 

powerful leaders and subordinated employees [25]. Another scholar extends the concept to the field of social 

psychology, considers the concept of power distance at the social and cultural level, and defines it as the 

acceptance of the phenomenon of power equality in a society or system. This variable includes the relative 
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relationship among parents, children, teachers and students, leaders subordinates and so on, which has been widely 

used in measuring the five factors of national culture. People think that in the society with high power distance, it 

is easier to accept the inequality of power distribution, and identify with and follow the instructions and orders of 

those who have power [24]. In the organizational context, Clugston extended the research variable of power 

distance to individuals, it also puts forward the concept of power distance tendency, which is used to measure the 

individual's acceptability to the uneven distribution of power in institutions or organizations [26]. Employees who 

are more loyal to their leaders are those who tend to have a greater power distance, accept the leadership style of 

the manager, obey and obey the authority of the leader, believe that the leader has the right to make any decision 

without consulting subordinates, and pay attention to the thoughts and feelings of the leader [27]. Studies have 

shown that individuals in the same culture also have different cultural values [28]. Then, in the Chinese context of 

the organization, how does the subordinate's cultural values affect the psychological influence of positive 

leadership on the organization members. The tendency of power distance is closely related to the cognition and 

interaction of subordinates to their leaders, and it also reflects the individual's values and basic beliefs about power 

[29]. Thus, considering the positive guiding role of positive leadership to subordinates, it may have an impact on 

the organizational citizenship behavior of employees. 

 

II. Theory and Hypotheses 

 

Self-determination theory is a kind of motivation process theory about human self-determination behavior; the 

theory claims that mankind are positive organisms with innate development potential and mentality growth. It is a 

free choice of action made by individuals on the basis of fully understanding environmental information and 

individual requirements. The potential of self-determination can guide people to commit themselves to behaviors 

that are of interest and conducive to ability development. This seek of self-determination constitutes the intrinsic 

motivation of mankind behavior [30]. Self-determination theory emphasizes the degree of mankind behavior, 

according to which motivation is regarded as a continuum. Its foundation is the organic dialectical meta theory, 

which claims that social environment can enhance human's intrinsic motivation, boost the internalization of 

external motivation and ensure human's healthy growth by supporting the satisfaction of three basic mental 

requirements of competence, autonomy and relationship. 

 

Positive leadership includes optimism and "can do" mentality, altruism, moral orientation, motivation 

characteristics and other elements: optimism and "can do" mentality, positive leaders usually have a positive 

attitude and "can do" mentality [31], which means that leaders give members full freedom to play space, And it can 

make the members of the organization keep optimistic and hopeful confront difficulties [11]; Altruism, positive 

leaders are not only optimistic, but also able to make self-sacrifice, and usually put the needs of organizational 

members before their own needs. Such leaders (compared with leaders with self-interest) can more effectively 

motivate organizational team members to ensure the realization of organizational goals [32]. Motivation 

characteristics: positive leadership not only establishes positive goals, but also can motivate itself, and motivate 

team members [33]. Therefore, we propose the following hypotheses: 

 

Hypothesis 1: positive leadership is positively related to intrinsic motivation. 

 

Because intrinsic motivation is the factor that motivates individuals to complete tasks, employees with higher 

intrinsic motivation level will show higher enthusiasm in the work, and also affect their attitude and behavior in the 

work, such as work satisfaction, affectivity commitment and other variables, which will also affect the performance 

of employees in the work Organizational citizenship behavior plays a certain role. For employees with higher level 

of intrinsic motivation, they will also have higher satisfaction with work, and they can identify with the 

organization, establish emotional relationship with the organization, and the level of organizational commitment is 

also relatively high[34]. Furthermore, there is a remarkable positive correlation between intrinsic motivation and 

personal work performance. Compared with subordinates with lower intrinsic motivation level, subordinates with 

high intrinsic motivation will devote more energy and time to work, they are more willing to pay extra efforts and 
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show more initiative behaviors in the organization, which will eventually be transformed into the improvement of 

performance level of employees in the work [35]. Similarly, intrinsic motivation can also predict the OCB of 

workers. Those who show more altruistic behavior in work are those with high motivation level and fulfill tasks 

outside of their job responsibilities[36]. 

Employees with high intrinsic motivation have good autonomy and initiative, which can not only encourage 

employees to devote themselves to work, but also actively seek some innovative methods to solve the problems 

encountered in work, and improve their task performance[37]. They are also likely to do things beyond their own 

responsibilities to meet their higher level of needs or to align their work behavior with their own values [38]. 

Although organizational citizenship behavior is not within the scope of employees' work responsibilities, nor 

within the scope of the company's compensation and reward system, it is an out of role behavior, but many scholars 

have found that the reason why employees show these behaviors is more likely to be due to their own internal 

reasons [39,40]. Based on this, the hypothesis is as below: 

 

Hypothesis 2: intrinsic motivation mediates the relationship between positive leadership and organizational 

citizenship behavior. 

 

The distance of power is first proposed from the perspective of social integrity, which is used to describe the values 

of power distance in a country or national society; the degree of uneven distribution of power refers to the power 

distance between the less powerful and the other with more power [25]. Then, the power distance is defined as the 

unequal distribution of power in an organization. The high power distance tends to think that the power difference 

between the upper and lower levels is legitimate and reasonable [41]. They are more likely to accept the suggestion 

and influence of leaders, and show more compliance to leaders [42], and are usually lack of autonomy and 

initiative. Instead, the subordinates with low power distance tendency consider the position between leaders and 

subordinates should be equal, they don't like the difference between the ranks, and hope to participate in the 

decision-making of the company [43]. In addition, the consistency of power distance between leaders and 

subordinates will have an impact on subordinates, and the value orientation of authorized leadership and low 

power distance is consistent [29]. Naturally, when active leaders involve subordinates in decision-making and let 

them decide to complete their work tasks, they will be overwhelmed by the employees with high power distance, 

because they are more accustomed to accepting the instructions of leaders and doing things according to the 

methods designated by leaders, and it is more unlikely that initiative ideas can be generated in their hearts. The 

subordinates with low power distance tendency think that the open and independent authorized leadership style is 

exactly what they need. Supportive and autonomous leadership can have a stronger positive impact on subordinates 

with low power distance [44]. High power distance people are willing to comply with the superior, recognize and 

accept the level and position differences between managers and employees, and prefer accept various orders from 

top to bottom in their work, and they will abide by the role norms of compliance, trust and maintenance of 

managers [45]. Therefore, we have reason to predict that positive leadership can meet the basic psychological 

needs of employees with low power distance. Based on this, we propose a hypothesis: 

 

Hypothesis 3: the relationship between positive leadership and intrinsic motivation is moderated by power distance. 

Compared with employees with low power distance, positive leadership has a weaker positive impact on the 

intrinsic motivation of high power distance employees. 

 

From hypothesis 2 and hypothesis 3, we can see that power distance plays a mediating role. That is to say, for 

employees with high power distance, positive leadership can affirm, encourage and trust subordinates' work, and 

give subordinates more recognition and greater autonomy in their work, which is in line with the social and 

cultural values of employees with low power distance, and can better stimulate subordinates' intrinsic motivation, 

so that they can make more out of role behaviors beneficial to the organization, That is organizational citizenship 

behavior. In contrast, employees with high power distance often do not need more autonomy, but want to get direct 

orders and instructions from leaders. Therefore, this kind of leadership with low power distance will make the 

employees with high power distance feel great pressure, so it is not easy to stimulate the subordinates' intrinsic 
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motivation, which is obviously not conducive to the subordinates to show more extra efforts [46]. Based on this, 

we propose a hypothesis: 

 

Hypothesis 4: positive leadership is moderated by power distance through the mediating effect of intrinsic 

motivation on OCB. Compared with high power distance, the indirect effect of intrinsic motivation with low power 

distance is stronger. 

 

According to the above hypothesis, the research model of this study is shown in Figure 1： 

 

 
Fig 1: Hypothetical model 

 

III. Methods 

 

3.1 Samples and procedures 

 

The sample selection of this study is mainly from different types of enterprises in many provinces and cities in 

China. Due to the serious epidemic of cowid-19 in the past two years, it is difficult to conduct face-to-face 

communication and offline research. Therefore, we communicate with some employees from the enterprise 

through the Internet and telephone to discuss the rationality of the scale items, and make minor changes to some 

statements. At the same time, we also use statistical analysis method to test the homologous variance, so as to 

ensure the validity of the data. This survey covers a wide range of areas and industries. In the description of the 

questionnaire, it is said that all the surveys are for academic research and strictly confidential. Please feel free to 

answer. The questionnaire survey was conducted online through a well-known app software in China. The 

researchers initially distributed a total of 330 questionnaires. After screening, 281 valid questionnaires were 

collected, with an effective rate of 85.15%. Among all the subjects, 53.4% were male and 46.6% were female; 

According age, 71.2% of the respondents were between 25 and 45 years old; In terms of educational level, 48.0% 

of them had college education or above; In terms of working years, 61.5% of the employees who have worked for 

more than 3 years, which indicates that the respondents are relatively stable; The overall distribution of samples is 

reasonable. 

 

3.2 Measures 

 

The research process adopts standard scale tested by scholars. Most of the researches related to Chinese situation 

adopt Likert's 5-point scale, we used a five point Likert scale ranging from 1 ("strongly disagree") to 5 ("strongly 

agree"). 

 

3.2.1 Positive leadership 

Positive leadership is a high-quality and positive behavior of leaders who pay attention to the positive emotions of 

the members of the organization. Although some progress has been made in the research of positive leadership, 

there are still no mature results on how to enter deeper research positive leadership [33]. There are two main 

popular scales of measurement dimensions of positive leadership, one is the one dimension structure scale [47], 
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which contains four items, which has good reliability and validity. The other is the positive leadership scale 

developed by Chinese scholars, with a total of four dimensions, mainly including stimulating enthusiasm, sharing 

vision, setting an example and challenging stereotypes[48]. We mainly used the items of the scale of positive 

leadership developed by Chinese scholar Wang Tiandong (2020). The main items include: my leader pays attention 

to the development of positive relationship with team members, and my leader often praises the team members for 

their excellent completion of their work. After testing, the Cronbach's alpha coefficient of the positive leadership 

scale was 0.85. 

 

3.2.2 Power distance 

We have found that many scholars usually regard power distance as a single dimension variable. Hofstede (1984) 

proposed a single dimension structure of power distance and constructed a corresponding measurement scale from 

the national level. There are three items in the scale, which are mainly used for the study of cultural differences. 

Dorfman and Howell (1988) introduced Hofstede research into the organizational and personal level, proposed the 

measurement of power distance at the individual degree, and compiled a total of 6 items of measurement scale, 

which has been tested by many researchers, and is one of the most commonly used scales. Earley and Erez (1987) 

designed the power distance scale at individual level, which has 8 items. After that, Farh et al. (2007) conducted 

research in the background of China, collected data, and compiled a single dimension power distance measurement 

scale for Chinese situations. The scale has 6 items in total, and its effectiveness has also been tested by empirical 

analysis. Based on the Farh (2007) scale, the main topics include: leaders do not need to ask their subordinates for 

advice in the decision-making process, and leaders must use their authority in the work. Through statistical 

analysis, the Cronbach's alpha coefficient of the power distance is 0.87. 

 

3.2.3 Intrinsic motivation 

As for the measurement scale of intrinsic motivation, the most widely used one is the work preference scale 

developed by Amabile (1994). The intrinsic motivation subscale of the scale includes five components: 

self-determination, competence, work participation, curiosity and interest. The scale has a high reliability, with a 

total of 15 items. The intrinsic motivation proposed by Vallerand (1997) is also relatively mature, which can be 

divided into three aspects: the pleasure of work itself, the pleasure of achievement and the pleasure of learning. In 

addition, the intrinsic motivation scale developed by Tierney (1977) has a high reliability, which has five items. 

Chinese scholar Zhang Jian (2003) compiled the scale of employees' work motivation in Chinese context with 

reference to the work preference scale developed by Amabile. The intrinsic motivation subscale consists of three 

components, namely, the pursuit of competence, self-determination and good relationship. It has been verified that 

the scale has high validity and reliability. We use the work motivation scale developed by Gagne et al. (2010), in 

which there are three items of intrinsic motivation, such as: I like this job very much, this job can make me have a 

lot of fun. The Cronbach's alpha coefficient of intrinsic motivation is 0.87. 

 

3.2.4 Organizational citizenship behavior 

For the measurement of OCB, different scholars have designed various types of scales based on different 

dimensions. Smith et al. (1983) developed a total of 16 items of measurement scale based on the two-dimensional 

cognition of organizational citizenship behavior through interviews, which is also the first developed scale of 

organizational citizenship behavior. Morgan (1988) continued in-depth research and divided its dimensions in more 

detail, and developed an organizational citizenship behavior measurement scale with 5 dimensions and 22 items in 

total. Latham and Skarlicki (1995) sorted out the organizational citizenship behavior observed by university 

teachers, and developed an OCB scale with 11 items based on the five dimensions division of organ. Farh et al. 

(2007) took the Chinese context as the research background, divided the organizational citizenship behavior into 

three dimensions: Pro socialist, voice behavior and conscientiousness, and developed the organizational citizenship 

behavior measurement scale suitable for China's local research. We used the scale of Farh (2007), which contains 

nine items, For example: I will take the initiative to give help to colleagues with heavy work tasks; if necessary, I 

will take the initiative to work overtime to complete the task. The Cronbach's alpha coefficient of OCB is 0.78. 

 

 



         CONVERTER MAGAZINE 

  Volume 2021, No. 5 

 

ISSN: 0010-8189 

© CONVERTER 2021 

www.converter-magazine.info 

508 

 

IV. Results 

 

4.1 Common method deviation test 

 

Because the scales in this study are all filled in by employees, and they are all carried out at one time point, 

generally, it is necessary to check whether there are common method deviations. In order to inspect whether the 

problem of common method deviation is serious. We use the Harmon single factor method to test. Through the 

factor analysis without rotation, multiple factors are separated out, and the eigenvalue of the first factor is 5.26, 

which can explain 22.86% of the variation, not accounting for half of the total variation (59.23%). Therefore, it can 

be judged that the research results will only be affected by the small deviation of common methods, which does not 

hinder the accuracy of the research results. 

 

4.2 Descriptive statistics 

 

Table 1 lists the mean value, standard deviation, reliability and correlation coefficient of each variable used in this 

study. As we can see, there is a remarkable positive correlation between positive leadership and intrinsic 

motivation (r = 0.26, P < 0.001), between positive leadership and organizational citizenship behavior (r = 0.27, P < 

0.001), and between intrinsic motivation and organizational citizenship behavior (r = 0.25, P < 0.001). The results 

provide preliminary evidence for our hypothesis. 

 

Table 1 Mean, standard deviations, and correlations among variables 

Vavriable 1 2 3 4 5 6 7 8 

1.Gender -        

2.Age -0.15*        

3.Education 0.04 0.04       

4.Tenure -0.08 0.48*** 0.32***      

5.Positive leadership -0.04 -0.11 0.06 -0.01 (0.85）    

6.Power distance -0.01 -0.12* -0.02 -0.04 0.08 （0.87）   

7.Intrinsic motivation 0.01 0.01 0.21*** -0.03 0.26*** -0.04 （0.87）  

8.Organizational 

citizenship 

 behavior 

0.05 0.02 0.25** 0.17** 0.27*** -0.09 0.25*** （0.78） 

Mean 1.47 2.27 1.74 3.77 3.38 2.64 3.41 3.30 

Standard deviations 0.50 1.04 0.87 2.36 0.53 0.78 0.73 0.46 

N=281; *p< 0.05; **p< 0.01; ***p< 0.001(Two-tailed) 

 

4.3 Confirmatory factor analysis 

 

Similar to most researches in organizational behavior, confirmatory factor analysis is used to judge the matching 

between the collected data and the measurement model. For the sake of test the validity of judgment, we compared 

the four factors hypothesis model with four alternative models, and compared other models with their fitting 

indexes. Results as shown in Table 2, the goodness of fit of the four factor model was better (χ2 =397.71, df = 224, 

CFI=0. 92, TLI =0. 91, SRMR= 0. 06, RMSEA= 0.05). The results also show that positive leadership, power 

distance, intrinsic motivation and organizational citizenship behavior can represent different constructs and have 

strong discriminative validity. 
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Table 2 Results of confirmatory factor analysis 

Models     χ2     df     CFI    TLI  SRMR RMSEA 

A four-factor model  397.71     224     0.92    0.91   0.06 0.05 

A first three-factor 

model 

800.73     227     0.74    0.72   0.09 0.10 

A second three-factor 

model 

 830.40     227     0.73    0.70   0.11 0.10 

A two-factor model 1176.09     229     0.58    0.53   0.11 0.12 

A one factor model 1556.44     230     0.41    0.35   0.13 0.14 

PL: positive leadership; PD: power distance; IM: intrinsic motivation; OCB: organizational citizenship behavior 

A four-factor model: PL; PD; IM; OCB. 

A first three-factor model: PL and PD; IM; OCB. 

A second three-factor model: PL; PD and IM; OCB. 

A two-factor model: PL 、PD and IM;  OCB. 

A one factor model: PL、 PD、 IM、 OCB. 

 

4.4 Hypothesis testing 

 

Hypothesis 1 proposes that positive leadership can positively affect intrinsic motivation, and it can conduct the 

influence of positive leadership, and then indirectly affect organizational citizenship behavior (Hypothesis 2). 

According to Baron & Kenny (1986). Firstly, we regress organizational citizenship behavior to positive leadership, 

such as model 5 of Table 3, and we can find that the regression coefficient reaches a significant level( β=0.26，p < 

0.001）.Then intrinsic motivation regressed to positive leadership, such as model 2 in Table 3, and the regression 

coefficient was significant (β=0. 26, P < 0.001), which proves hypothesis 1. We add intrinsic motivation to model 5 

and get Model 6. Intrinsic motivation has a remarkable positive effect on OCB (β=0.17, P < 0.01) and the 

regression coefficient of positive leadership decreased from 0.26 to 0.22, but it was still significant. It shows that 

intrinsic motivation plays a partial mediating role, and hypothesis 2 is proved. 

 

Hypothesis 3 proposes that employee's power distance can weaken the positive influence of positive leadership on 

intrinsic motivation. That is to say, compared with employees with high power distance, positive leadership has a 

stronger positive influence on employees with low power distance. Results as shown in Table 3, on the basis of 

adding independent variables to the model (model 3), adding modertor and interaction items in turn (model 4), the 

regression coefficient of interaction items was significantly higher( β=0.25, P < 0.001).Explain that hypothesis 3 is 

proved. 

 

Table 3 Results of polynomial regression 

Variable Intrinsic motivation Organizational citizenship behavior 

Model 1 Model 2 Model 3 Model 4 Model 5 Model 6 

CV       

Gender -0.03 -0.01 -0.02 -0.02 0.07 0.07 

Age 0.05 0.08 -0.02 0.09 -0.00 -0.02 

Education 0.26 0.24 0.07 0.20** 0.19** 0.15* 

Tenure -0.14 -0.15* -0.24*** -0.14* 0.12 0.14* 

IV       

Positive leadership  0.26*** 0.25*** 0.23*** 0.26*** 0.22*** 

Moderator       

Power distance   -0.05 -0.06   
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INT       

PL*PD    -0.25***   

Mediator       

Intrinsic motivation      0.17** 

R
2
 0.06 0.12 0.12 0.18 0.14 0.17 

ΔR
2
  0.06*** 0.00 0.06*** 0.06*** 0.03** 

N=281; *p< 0.05; **p< 0.01; ***p< 0.001(Two-tailed) 

 

In addition, we make a simple slope analysis and draw a moderate effect diagram to show the moderate effect of 

power distance more intuitively. According to the suggestion of Aiken & West (1991), we first average the 

independent variables and moderate variables to prevent collinearity, and then calculate the interaction terms 

according to the average results, and then carry out regression analysis. Finally, draw the graph according to the 

regression coefficient. As shown in Figure 2, when employees' power distance is high, the influence of positive 

leadership on employees' intrinsic motivation is positive, but not significant (simple slope = 0.06, P < 0.05). 

Instead, when employees' power distance is low, positive leadership can have a remarkable positive influence on 

employees' intrinsic motivation (simple slope = 0.56, P < 0.001). And the difference of simple slope in the two 

situations reached a significant level (difference = 0.5, P < 0.05). This further proves the validity of hypothesis 3. 

 

 
Fig 2: The moderating effect of power distance on the relationship between positive leadership and intrinsic 

motivation 

 

Hypothesis 4 proposes that the power distance of employees can weaken the mediating effect of intrinsic 

motivation, that is, compared with the employees with high power distance, positive leadership can influence the 

intrinsic motivation of employees with low power distance more, so as to promote employees to show more 

organizational citizenship behavior. Table 4 shows that for workers with low power distance, positive leadership 

can produce significant indirect effect on OCB through intrinsic motivation (indirect effect =0.05, 95% CI = [0.009, 

0.117]). However, for employees with high power distance, the indirect effect was not remarkable (indirect effect = 

0.01, 95% CI = [- 0.028, 0.055]). In addition, in two different scenarios, the difference of indirect effect reached a 

significant level (difference = 0.05, 95% CI = [- 0.136, - 0.002]). This result shows that hypothesis 4 is proved by 

data. 

 

 

 

 

 



         CONVERTER MAGAZINE 

  Volume 2021, No. 5 

 

ISSN: 0010-8189 

© CONVERTER 2021 

www.converter-magazine.info 

511 

 

Table 4 The test of moderated mediators 

 

Moderator 

Positive leadership(X)           Intrinsic motivation(M)         

OCB(Y) 

 

95%CI 

Procedure Effect 

First(PMX) Second(PYM) Indirect effect 

High power distance 0.06 0.09* 0.01 [-0.028, 0.055] 

Low power distance 0.56*** 0.09* 0.05 [0.009, 0.117] 

Difference -0.51* 0.09* -0.05 [-0.136, -0.002] 

 

V. Discussion 

 

The moderated mediation model was supported. We find that positive leadership is positively related to intrinsic 

motivation, conversely, positive leadership is positively related to organizational citizenship behavior. The low 

power distance improves the impact of positive leadership on intrinsic motivation, and indirectly improves the 

impact of positive leadership on OCB through intrinsic motivation. Therefore, our research is not only helpful to 

the literature research of positive leadership and organizational citizenship behavior, but also has important guiding 

significance for the practice of enterprise management. 

 

5.1 Theoretical contributions 

 

The results of this study show that: positive leadership can arouse the intrinsic motivation of workers, therefore 

promoting employees to show more organizational citizenship behavior, and the effectiveness of positive 

leadership will be affected by the cultural values of the power distance of employees. Specifically, the power 

distance of employees can weaken the positive role of positive leadership on employees' intrinsic motivation, It can 

also influence the indirect influence of OCB through intrinsic motivation. 

 

 

The research on positive leadership has not been too many in recent years. The above results are helpful to 

understand the specific mechanism and effective boundary of positive leadership. The above results are helpful to 

understand the specific mechanism and effective boundary of leadership In terms of the mechanism of action, this 

study first uses intrinsic motivation to explain how positive leadership has an impact on the behavior outside the 

role of subordinates. Previous studies are based on the perspective of social exchange [49]. It is pointed out that 

positive leaders believe that employees can complete their work tasks, and at the same time, they will realize the 

importance of team, these can improve the key factors of employees' trust and support to leaders, and improve the 

quality of exchange relationship between them. Based on the principle of reciprocity, employees will pay more 

efforts to repay leaders, and OCB is one of the important forms of expression. Of course, the external environment 

is not the only factor that affects the employees' behavior response. Even in the supportive environment, employees 

may not take the initiative to take part in out of role behavior [50]. Besides the environment, self-awareness and 

self-determination are also an important factor in determining individual response. From this perspective, this 

research, based on the theory of self-determination, chooses a new perspective of intrinsic motivation to open up 

the process of positive leadership in the behavior outside the role of employees, which can not only help people 

understand the mechanism of positive leadership, At the same time, it expands the application scope and field of 

self-determination theory. 

 

The boundary problem of leadership effectiveness has always been the focus of management academia. In the past, 

when exploring the effectiveness of positive leadership, many scholars will choose the relevant factors related to 

their subordinates [51]. However, it is seldom considered whether the values embodied in leadership style itself 

match the values of subordinates. This paper fills in this gap, and verifies the importance of consistency between 

leadership style and subordinate cultural values, indicating that the impact on the work results of employees is the 

matching between leadership style and subordinate style, not one of them. At the same time, the results of this 
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study also support Farh et al. (2007) and Kirkman et al. (2009). That is, leadership style based on Western culture 

often has a negative impact on employees with high power distance. 

 

5.2 Practical contributions 

 

The conclusion of this study also has a certain practical significance to guide the practice of enterprise 

management. 

First of all, the research results show that positive leadership can improve the intrinsic motivation of employees, 

which indicates that enterprises should give more care and encouragement to employees, and leaders should give 

more care and encouragement, which can improve the enthusiasm and initiative of front-line employees, and help 

them take effective measures quickly when facing emergency, Instead of waiting for instructions from company 

leaders, they can voluntarily participate in more things that help company colleagues and strengthen the 

organization. 

Secondly, the study claims that positive leadership can have a more positive impact on employees with low power 

distance. Therefore, when leaders hearten workers to participate in decision-making and improve their autonomy, 

they should also vary from person to person. According to the individual differences of employees, they should 

take measures that match their cultural values, so as to better play the effectiveness of leadership and management, 

In particular, China has a typical culture of high power distance, and positive leadership requires leaders to lower 

their attitude, communicate more with employees, and better stimulate their work enthusiasm and initiative. 

 

5.3 Limitations and future directions 

 

Although some achievements have been made in this study, there are still some limitations in our studies, which 

provides a possible way for future research. 

 

First of all, the first limitation mainly comes from the data. Due to the impact of the covind-19 epidemic, it is 

impossible to communicate with the relevant personnel of the enterprise face to face, and the questionnaire survey 

is divided into different time points to measure, so that the accuracy of the data will be higher. Moreover, the 

number of samples from different industries and regions is not enough, and the selected samples may affect the 

external validity of the conclusion. Moreover, the samples we have adopted are limited to Chinese mainland, 

though they have important enlightenment to Chinese mainland's management practices. However, we suggest that 

in the future research, we can focus on a certain industry, or use a larger sample in more different types of 

enterprises or countries to test our research hypotheses. 

 

Secondly, the influence of positive leadership on OCB is still in its infancy. This study mainly studies the indirect 

impact of positive leadership on OCB through intrinsic motivation. Whether there are many more alternative 

mechanisms. It is also hoped to be developed and studied in the future research. 

 

Finally, the non-experimental nature of our research prevents us from making strong causal inferences. Although 

we have conducted a detailed investigation and analysis, and made a lot of communication with relevant personnel 

of the enterprise, to a certain extent, we may eliminate some fuzziness about the direction of causality. However, it 

is still a cross-sectional study in essence, and some longitudinal study designs may be added in future studies to 

better capture the causal relationship between these variables. 

 

VI. Conclusion 

 

This study links positive leadership with employee behavior, and explores the mediating role of employees' 

intrinsic motivation and the moderating role of power distance between positive leadership and OCB. The research 

also adds a new explanation for the research of leadership, that is, the new explanation of the influence of positive 

leadership on worker behavior and attitude, which provides a new research reference direction on positive 
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leadership, and provides important enlightenment for practitioners. 
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