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EL PAPEL DE LOS ESTILOS DE LIDERAZGO EN EL COMPORTAMIENTO DE
CIUDADANIA ORGANIZACIONAL. EL APOYO ORGANIZACIONAL PERCIBIDO
Y LA SATISFACCION LABORAL COMO MEDIADORES

RESUMEN: este trabajo estudia el liderazgo transformacional y el lide-
razgo transaccional, el comportamiento de ciudadania organizacional de
los empleados, su nivel de satisfaccién laboral y el apoyo percibido de la
organizacién por parte de estos, los cuales corresponden a asociaciones
del comportamiento de ciudadania organizacional. Adicionalmente, este
estudio explora el papel mediador de la satisfaccion laboral y el apoyo
organizacional percibido en la relacién entre los estilos de liderazgo trans-
formacional y transaccional y el comportamiento de ciudadania organiza-
cional. Esta investigacion fue realizada en una muestra de 250 empleados
de la Universidad de Birjand (Irdn) bajo un enfoque descriptivo y correla-
cional, cuyos hallazgos muestran que el liderazgo transformacional y la
satisfaccion laboral de los empleados, asi como el apoyo organizacional
percibido por estos, influyen positiva y significativamente en su comporta-
miento de ciudadania organizacional. Los resultados también revelan que
la satisfaccion laboral sirve de mediadora entre el liderazgo transforma-
cional y transaccional y el comportamiento de ciudadania organizacional
Asi mismo, el apoyo organizacional percibido por los empleados media la
asociacion entre el liderazgo transformacional y transaccional y su com-
portamiento de ciudadania organizacional. Con base en ello, se concluye
que las organizaciones iranies, especialmente las universidades, deberian
invertir en la consolidacién del liderazgo transformacional y la satisfaccion
laboral de sus colaboradores y en la seleccién de gerentes con estilo de
liderazgo transformacional, a fin de enriquecer el comportamiento de ciu-
dadania organizacional de sus colaboradores.

PALABRAS CLAVE: comportamiento de ciudadania organizacional, lide-
razgo transformacional, liderazgo transaccional, apoyo organizacional per-
cibido, satisfaccion laboral.

0 PAPEL DOS ESTILOS DE LIDERANCA NO COMPORTAMENTO DA CIDADANIA
ORGANIZACIONAL COM A MEDIACAO DO APOIO ORGANIZACIONAL
PERCEBIDO E DA SATISFACAO NO TRABALHO

RESUMO: este trabalho busca examinar a lideranca transformacional e tran-
sacional, o comportamento da cidadania organizacional dos funciondrios, a
satisfacao no trabalho e o apoio organizacional percebido pelos funciona-
rios e as associagdes do comportamento da cidadania organizacional dos
funcionarios. Além disso, este estudo explora o papel de mediacao da satis-
facao no trabalho e do apoio organizacional percebido dos funcionarios na
relagdo entre estilos de lideranca transformacional e transacional e o com-
portamento da cidadania organizacional dos funcionarios. O estudo foi reali-
zado na University of Birjand, no Ird, com uma amostra de 250 funcionarios.
Esta pesquisa segue uma abordagem descritiva e correlacional. As desco-
bertas mostram que a lideranca transformacional e a satisfacao no trabalho
e 0 apoio organizacional percebido pelos funcionarios influenciam positiva
e significativamente o comportamento da cidadania organizacional dos
funcionarios. Adicionalmente, os resultados revelaram que a satisfacao no
trabalho por parte dos funcionarios € responsavel por mediar a associacao
entre a lideranca transformacional e transacional e o comportamento da
cidadania organizacional dos funcionarios. Mais do que isso, o apoio organi-
zacional percebido pelos funcionarios é responsavel pela mediacéo da asso-
ciagdo entre a lideranga transformacional e transacional e o comportamento
da cidadania organizacional dos funcionarios. Instituicées iranianas, espe-
cialmente as universidades, devem investir na lideranca transformacional e
na satisfacao no trabalho, assim como na selecdo de gerentes com estilos de
lideranca transformacional e funcionarios que estejam avidos para trabalhar
na universidade para assim enriquecer o comportamento da cidadania orga-
nizacional dos funcionarios

PALAVRAS-CHAVE: apoio organizacional percebido, comportamento da ci-
dadania organizacional, lideranca transformacional, lideranca transacional,
satisfacdo no trabalho.

LE ROLE DES STYLES DE DIRECTION DANS LE COMPORTEMENT DE
CITOYENNETE ORGANISATIONNELLE. LE SOUTIEN ORGANISATIONNEL
PERCU ET LA SATISFACTION AU TRAVAIL EN TANT QUE MEDIATEURS

RESUME: Cet article étudie la direction transformationnelle et la direction
transactionnelle, le comportement de citoyenneté organisationnelle des em-
ployés, leur niveau de satisfaction au travail et le soutien percu de I'organi-
sation par ceux-ci, qui correspondent a des associations de comportement de
citoyenneté organisationnelle. En outre, cette étude explore le role média-
teur de la satisfaction au travail et du soutien organisationnel percu dans la
relation entre les styles de direction transformationnelle et transactionnelle
et le comportement de citoyenneté organisationnelle. Cette étude a été
menée sur un échantillon de 250 employés de I'Université de Birjand (Iran)
selon une approche descriptive et corrélationnelle. Ses résultats montrent
que la direction transformationnelle et la satisfaction professionnelle des
employés, ainsi que le soutien organisationnel percu par eux, influencent de
maniére positive et significative leur comportement de citoyenneté organi-
sationnelle. Les résultats révélent également que la satisfaction au travail
sert de médiateur entre la direction transformationnelle et transactionnelle
et le comportement de citoyenneté organisationnelle. De méme, le soutien
organisationnel percu par les employés permet de faire le lien entre la di-
rection transformationnelle et transactionnelle et leur comportement de
citoyenneté organisationnelle. Sur cette base, on a conclu que les organi-
sations iraniennes, en particulier les universités, devraient investir dans la
consolidation de la direction transformationnelle et la satisfaction au travail
de leurs employés, ainsi que dans la sélection de gestionnaires équipés d'un
style de direction transformationnelle, afin d'enrichir le comportement en
matiére de citoyenneté organisationnelle de ses employés.

MOTS-CLE: comportement civique organisationnel, direction transforma-

tionnelle, direction transactionnelle, soutien organisationnel percu, satis-
faction au travail.
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ABSTRACT: This paper seeks to examine transformational and transactional leadership, employees’
organizational citizenship behavior, employees' job satisfaction and perceived organizational sup-
port; which are employees' organizational citizenship behavior associations. In addition, this study
explores the mediating role of employees’ job satisfaction and perceived organizational support
in the relationship between transformational and transactional leadership styles and employees’
organizational citizenship behavior. The study was conducted at the University of Birjand, Iran, on
a sample of 250 employees. This research follows a descriptive and correlational approach. Our
findings show that transformational leadership and employees’ job satisfaction and perceived
organizational support positively and significantly influence employees' organizational citizen-
ship behavior. Additionally, results revealed that employees' job satisfaction mediates the asso-
ciation between transformational and transactional leadership and employees' organizational
citizenship behavior. Moreover, employees perceived organizational support mediates the asso-
ciation between transformational and transactional leadership and employees' organizational citi-
zenship behavior. Iranian organizations, especially universities, should invest in transformational
leadership and job satisfaction, as well as in the selection of managers with transformational lead-
ership styles and employees who are eager to work at the university, in order to enrich the organi-
zational citizenship behavior of employees.

KEYWORDS: Organizational citizenship behavior, transformational leadership, transactional leader-
ship, perceived organizational support, job satisfaction.

Introduction

All organizations, including higher education organizations, are trying to
compete in today's challenging and changing world to meet their goals of
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recruiting staff to work beyond their job requirements. Daily
increase of contribution of employees to value creation in a
dynamic competitive business system has led to a change
in the look of managers to employees from a single source
of production to an organizational citizen (Jafari & Majidi-
Moghadam, 2013). Organizational citizenship behavior (ocs)
includes employee voluntary behaviors that are not part of
their formal duties and are not directly considered by the
formal organizational reward system, although they increase
the overall effectiveness of the organization (Organ, 1988).

This term was first used by Organ in 1988, who included
five aspects as part of such phenomenon: (i) altruism
(voluntary contributions to others, sacrifice, peace, hope
and morale, and prevention of work-related events); (ii) con-
scientiousness (behaviors that guide a person in performing
their duties above the expected level, such as punctuality
in performing tasks); (iii) sportsmanship (tolerating compli-
cations and inevitable problems of work without objection);
(iv) civic virtue (responsible partnership and commitment
to the life of the organization); and (v) courtesy (polite be-
haviors that prevent workplace problems, such as helping
others to prevent problems or action to reduce others' prob-
lems) (Podsakoff, Mackenzie, Paine, & Bachrach, 2000).

Organizations are not able to develop their effectiveness
without the willingness of volunteers to collaborate. Em-
ployees with an ocs act beyond their duty and express
their efforts, energy, and insight to flourish their abilities
for the benefit of the organization. In this case, employees
usually pass on their personal interests and prioritize their
responsibilities in the interests of others. Accordingly, ocs
has positive outcomes, such as increased productivity,
better performance, greater effectiveness (Ahangari,
Hajinejad, & Khanmohammadi, 2017; Kilinc & Ulusoy,
2014), positive relationships between employees, greater
efficiency in resource allocation, and reduced maintenance
costs, thus providing the flexibility needed to innovate and
improve customer service (Sanaatjoo & Mahmoudi, 2015).
Besides, good corporate citizens enable the organization to
efficiently utilize scarce resources and improve and enhance
the ability of colleagues and managers to do their jobs. Or-
ganizations that promote citizenship behavior are attractive
places to work and will be able to recruit and retain the best
people, as well as gain organizational trust and customer
satisfaction (Bahari-far, Javaherikamel, & Ahmadi, 2011).

Higher educational institutions are organizations where ocs
is a necessity if the institutions are to survive (Eyupoglu,
2016). In addition, ocs helps organizations to be suc-
cessful in the unpredictable contemporary environ-
ment and accelerates novelty and creative approaches.
Higher educational organizations are encouraged to
make every feasible endeavor to develop, maintain and
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preserve a favorable work climate that fosters citizen-
ship behavior among the employees. It is necessary for
higher educational institutions to adopt and encourage
0CBS so as to generate a better working environment
and to enhance work performance (Waheed & Ahmad-
Shah, 2017). When staff display organizational citizen-
ship behavior, their level of commitment will improve, and
the performance of higher education institutions will im-
prove as well. Therefore, these institutions will be able to
meet their targeted goals and serve the community better
(Saheed-Adewale, Ghavifekr, & Megat, 2018).

Given the positive implications of ocBs, recognizing the pre-
dictors of these behaviors is of great importance to orga-
nizations. In this regard, a number of variables have been
studied in the studies as predictors of ocs. According to the
results of these studies, variables such as leadership styles
(Lian & Tui, 2012), organizational trust (Zhang, Zhao, & Fang,
2010), job satisfaction (Swaminathan & Jawahar, 2013),
organizational commitment (lbrahim & Aslinda, 2013),
and organizational justice (Di-Fabio & Palazzeschi, 2012)
can provide a basis for the development and strengthening
of oce. Among these, one of the challenging variables is
leadership style, which is defined as techniques used to in-
fluence and direct the activities of others (Rezaei, Yarmo-
hammadian, & Mahmoodzadeh-Ardakani, 2017).

In the past, organizations were working in steady en-
vironments, so they needed less change; however, they
are now competing in dynamic environments (Moradi,
Jafari, Omidi, & Alidost, Ghahfarokhi, 2014). In the newest
division of leadership styles, leaders use two sets of different
behaviors, including transformational and transactional
leadership, to influence their followers (Nasiri-Valikbani &
Emadi-Pashakalai , 2016).

Transformational leadership is a complex and dynamic pro-
cess that tries to create an emotional relationship with
its followers, in which the leaders affect their values, be-
liefs, and goals. Leaders penetrate on beliefs, values,
and goals, and have an extraordinary effect on their
followers (Saki, Dasti, & Nasri, 2015). Transformational
leadership, with an emphasis on the development of
followers, encourage them to self-fulfillment and endeavor
to fulfill their obligations beyond expectations (Asgari,
Silong, Ahmad, & Abu-Sama, 2008). These leaders have
a clear vision of the future, focusing on changing their
employees' attitudes and assumptions toward mission and
organizational goals and encourage their employees with
values such as friendship, honesty and responsibility to
look at the interests of the organization beyond their own
interests (Arefi, Rashid, & Abochenari, 2012). The leader
that transforms employees is constantly trying to inject this
thought into their followers, so that they possess superior
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powers and abilities and not only have to deal with cur-
rent issues but also look at things from a new perspec-
tive. In addition, transformational leadership encourages
organizational learning and provides policy for critical pe-
riods (Shadraconis, 2013), and it is effective in promoting
and improving organizational effectiveness (Ling & Ling,
2012). With increasing levels of skills, capabilities, commit-
ment of employees through transformational leadership,
and increased job satisfaction (Nasiri-Valikbani & Emadi-
Pashakalai, 2016), employees are more likely to work than
their usual duties and function beyond the organization's
expectations (Bahadori & Nayeri, 2017).

Transactional leadership is also a kind of leadership that
follows the leader-member exchange theory. Therefore, as
a social exchange process, leaders under this approach rely
on rewards and organizational punishments to increase
the performance of their employees (Zhang, Tsui, & Wang,
2013). In this process, leaders have in their dealings with
their followers a contractual relationship or trademark, so
that employees receive tangible rewards for higher perfor-
mance and improved performance of tasks. On the con-
trary, if they do not observe the rules and regulations or if

INNOVAR VOL. 30, NUM. 75, ENERO-MARZO DEL 2020

they fail to meet the standards in accordance with the stan-
dards, they will be punished (Gholamzadeh, Haghshenase,
& Mohammadkhani, 2015). Based on this, transactional
leadership promotes followers by focusing their attention
on their personal and interactive interests (Zhang et al.,
2013). However, the main limitation of transactional lead-
ership is that among employees it does not result in long-
term commitment to organization.

While transformational leadership leads followers to act
in accordance with their expectations, it also prompts
them to go beyond what is expected (Nasiri-Valikbani
& Emadi-Pashakalai, 2016). In their study, Asgari et al.
(2008) showed that transformational leadership has more
predictive power in developing organizational citizenship
behavior compared to transactional leadership. Addition-
ally, Moradi, Hamidi, Sajjadi, Jafari, and Moradi (2011)
identified a positive and significant relationship between
transformational and transactional leadership and ocs,
with transformational leadership being a stronger pre-
dictor of ocs. In contrast, Ngunia, Sleegers and Denessen
(2008) showed that transformational leadership does not
have a significant relationship.
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In regard to the differences between transformational
and transactional leadership and the contradictory re-
sults of the studies above, this work seeks to determine
whether transformational leadership will be more likely to
lead to ocs than a transactional leadership style. In any
case, transformational and transactional leadership play a
different role as one of the leading methods for predicting
ocs and developing an ocs model. Although the question
of whether this effect is direct or indirect remains on the
stage. Given the consequences of transformational and
transactional leadership, employees seems to be affected
by perceived organizational support and job satisfaction,
possibly affecting the ocs studied in the model.

Based on Burns' theory of transformational leadership
(1978), transformational leaders show active behaviors that
include providing a shared responsibility, seeking change,
working with employees, focusing on the inner needs of
high-level employees, and helping to create higher job
satisfaction, higher motivation and higher employee sense.
Conversely, exchange leaders are passive and only seek to
maintain the status quo, with attention focused on the
lowest level of employees' needs, their look at work, finding
errors and deviations in work and exercising punishment
in order to increase positive attitude and achieve higher
levels of success. This type of leader uses extrinsic
motivators and tangible rewards for encouraging their
collaborators and use contingency punishment to make
them follow orders (Eskandari, 2015). These differences
in two leadership styles can lead to different outcomes,
including job satisfaction and organizational support for
employees (Salimi, 2015). On the other hand, the results
of various studies indicate that perceived organizational
support (Kaffashpor, Shojaean, & Alaghebandi, 2017;
Wang & Wong, 2011) and job satisfaction (Mehboob &
Bhutto, 2012; Rezaei & Mahmoudi, 2017) can predict ocs.

Perceived organizational support is the general feeling and
belief of individuals in this regard that the organization
values cooperation, the support of its members, and is
concerned about their prosperity and future (Lamastro,
1999), which creates a sense of duty toward giving im-
portance to the organization (Luxmi & Yadav, 2011). The
perception of an organization's support by employees in-
creases the expectation that their efforts are in line with
the goals of the organization and that they will be re-
warded. When this is anticipated, the interchange cycle
will continue to grow. In other words, when organizations
deal with their employees with a good deal of interest and
focus on them, they convey the message that the organi-
zation values them, so that the employees will be more
profitable (Shahi, Andarz, Andarz, & Yasini, 2017), show
higher levels of job commitment (Mehdibeigi, 2017), and
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have higher job satisfaction levels and more favorable at-
titudes toward the organization (Kaffashpor et al., 2017).
On this regard, Lamastro (1999) showed that perceived
organizational support increases productivity and assists
colleagues, organizational progress, organizational com-
mitment, and organizational citizenship behaviors. Rezaei
and Mahmoudi (2017) stated that when individuals have
a fair understanding of the behavior of managers and
supervisors and believe that managers consider them in
their decisions, they are more satisfied toward their job,
which, consequently, leads to an increase in cessation be-
haviors and organizational citizenship behaviors.

Job Satisfaction is a set of emotions, feelings or attitudes
related to the work environment of an individual and is
described as a pleasant feeling of personal perceptions re-
lated to the pursuit of a job and the values of a person
(Alonderiene & Majauskaite, 2016). This is one of the
organizational variables that can affect the physical, psy-
chological and spiritual health of individuals, improve their
quality of life, and ultimately improve the efficiency of any
organization (Esmaeili & Seidzadeh, 2017; Simone, Cicotto,
Lampis, 2016). Empirical findings indicate that high job
satisfaction is a major determinant of important orga-
nizational implications, such as labor market dynamics,
employee retention (Pacheco & Webber, 2016), organi-
zational performance improvement (Bacotic, 2016), and
productivity (Charoensukmongkol, Mogbel, & Gutiérrez-
Wirsching, 2016).

On the other hand, low job satisfaction, because of poor
performance, low productivity, and high employee quit-
ting, represents high costs for an organization (Rhodes &
Toogood, 2016). Zare-Khafri and Hasani (2014) stated that
job satisfaction creates a positive affective status in the or-
ganization, which is related to social and participatory be-
haviors. By the way, those who have more job satisfaction
in the organization are introducing behaviors that could
be in the form of organizational citizenship behaviors,
since their interaction with the organization has provided
them with job satisfaction.

Considering the above, it can be said that focusing on ocs
and its strengthening can lead to improve many individual
and organizational performance indicators. Therefore, the
recognition of factors related to ocs is useful for managers
seeking to increase job satisfaction and organizational
support. Consequently, this study addresses the role of
transformational and transactional leadership in ocs,
with perceived organizational support and job satisfac-
tion being the mediating roles in this relationship. Figure 1
presents the conceptual model proposed for this research.
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Figure 1. Organizational citizenship behavior model in relation to trans-
formational and transactional leadership. Source: authors.

Methodology

Data was gathered in 2018. The sample included white-
collar employees at the University of Birjand, Iran, a gov-
ernmental institution established in 1975 known for
being the oldest university in eastern Iran. A pilot test of
30 employees was conducted to assure the reliability
of the scales. Simple random sampling was used to select
the sample size. Data collection was carried out in April,
2018. Upon the reception of permission from the human
resources managers, the researchers invited the employees
to complete the questionnaires. From a total of 250
questionnaires distributed, 201 were returned, excluding
49 useable responses. The response rate was 80.4%. This
study used standard survey instruments made of five com-
ponents (demographic, transformational leadership, ocs,
perceived organizational support, and job satisfaction) to
extract information. All the instruments chosen are widely
utilized and their reliability has been established.

In order to measure employees' ocg, we used the five-dimen-
sion (altruism, courtesy, sportsmanship, civic virtue, and con-
scientiousness) scale developed by Podsakoff and MacKenzie
(1989), which consists of 24 items (e.g. “In this organization,
an employee helps others who have heavy workloads"). The
items of this construct were measured on a five-point Likert
scale, ranging from (1) “strongly disagree” to (5) “strongly
agree." The psychometric properties of the scale have been
reported in previous studies. The Cronbach's ¢ reliability of
the instrument in this study was 0.87.

The Multifactor Leadership Questionnaire (ML) -also
known as mLa 5X, short instrument or the standard mio—
measures a broad range of leadership types, from passive
leaders to leaders who give contingent rewards to fol-
lowers and to leaders who transform their followers into
becoming leaders themselves. MLa evaluates three different
leadership styles: transformational, transactional, and
passive-avoidant. This instrument is recognized as a well-
established instrument for measuring transformational
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leadership and has been extensively researched and val-
idated. Avolio and Bass's mLa manual shows strong evi-
dence for validity. The items of this construct were measured
on a five-point Likert scale, ranging from (1) “strongly dis-
agree” to (5) “strongly agree." The Cronbach's « reliability of
the instrument for transformational and transactional lead-
ership in this study were 0.94 and 0.81, respectively.

The survey of Perceived Organizational Support (pos) is
a one-dimensional measure of the general belief held by
an employee that the organization is committed to him
or her, values their continued membership, and is gener-
ally concerned about their well-being. pos questionnaire
(8 items) was used by the modified scale of Eisenberger
(Eisenberger, Cummings, Armeli, & Lynch 1997) to analyse
the moderating effect on autonomy and affective com-
mitment. Seven-point Likert scale was used to get respond
from respondents like (1 = strongly disagree, 7 = strongly
agree). The Cronbach’s « reliability of the instrument in this
study was 0.82.

The Employee Satisfaction Inventory (esl) was developed by
Koustelios in 1991. It included 24 questions that measure
six dimensions of job satisfaction: (i) working conditions
(5 questions); (ii) earnings (4 questions), (iii) promotions (3
questions); (iv) nature of work (4 questions); (v) immediate
superior (4 questions); and (vi) the institution as a whole
(4 questions). The responses were given in a five-point Likert
scale (1 = strongly disagree; 5 = strongly agree). The Cron-
bach's « reliability of the instrument in this study was 0.75.

Results

The data obtained from 201 employees were analysed
through spss 24 and amos 22. In this study, 99 of the par-
ticipants were males and 98 females with an experience
range of less than 10 years (55), 11-20 years (71), and more
than 21 years and over (61). Their ages were in the ranges
of less than 30 years (23), 31-40 years (69), and more than
41 years and over (97). In addition, 165 of the participants
were married and 24 were single. The standardized Cron-
bach Alpha for each variable is provided in table 2. All the
scales had coefficient Cronbach Alpha over 0.75.

A correlation analysis was conducted on all variables in
order to explore the relationship between variables. The
bivariate correlation procedure was subject to a two tailed
of statistical significance at two different levels (p < 0.01)
and (p < 0.05). Descriptive statistics and correlations
for all study variables are reported in table 2, which ex-
amines the correlations among transformational leader-
ship, transactional leadership, perceived organizational
support, job satisfaction, and organizational citizenship
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behavior. According to this table, transformational lead-
ership was positively associated with perceived organiza-
tional support (r=0.48, p < 0.01), job satisfaction (r=0.48,
p<0.01),and ocg (r=0.50, p <0.01). Furthermore, transac-
tional leadership yielded significant (p < 0.01) correlations
of -0.31 with perceived organizational support, -0.25 with
job satisfaction, and -0.38 with ocs. Likewise, perceived
organizational support yielded significant (p < 0.01) corre-
lations of 0.37 with job satisfaction and 0.44 with ocs. In
addition, job satisfaction was significantly correlated with
oce (r=0.64, p <0.01).

Table 1.
Descriptive variables

Gender | Age | Education | Marriage | Tenure

Male 99

Female 98

<30 23

31-40 69

Diploma 20

Associate degree 20

Bachelor degree 94

Postgraduate

qualification >

Married 165

Single 24

<10 55

11-20 71

>21 61

Total 197 189 185 189 187

Note: The questions were not mandatory. This is the reason why the number of respondents does
not coincide.

Source: authors.

Hypothesis H1 predicts that pos will mediate the relation-
ship between transformational leadership and ocs. The re-
sult in table 2 shows positive and significant relationships
between transformational leadership and ocs (r = 0.50,
p < 0.01). The effect of transformational leadership on ocs
in an indirect path was confirmed by the path analysis re-
sult in the table 3 (8 = 0.23, p < 0.01). Transformational
leadership style is positively related to the pos (r = 0.48,
p <.01;8=0.32, p<0.01). Also, there is a significant and
positive relationship between the pos and ocg (r = 0.44,
p <0.01; 8=0.14, p < 0.01). This all positive and significant
paths in the triangular relationship between transforma-
tional leadership, Pos and ocs give rise to the speculation
that the intermediate variable (i.e. pos) could be a medi-
ating variable. Further analysis was conducted to assess
the significance of an indirect effect of transformational
leadership on ocs through pos. The result of this analysis
(table 3) shows that pos contributed significantly to the
relationships between transformational leadership and ocs
(t=2.96). This mediation effect was significant at 0.01 level.

Hypothesis H2 predicts that job satisfaction will mediate
the relationship between transformational leadership and
ocB. The result in table 2 shows a positive and significant
relationship between transformational leadership and ocs
(r=0.50, p < 0.01). The effect of transformational lead-
ership on ocs in an indirect path was confirmed by path
analysis results in table 3 (8 =0.23, p < 0.01). Transforma-
tional leadership style is positively related to job satisfac-
tion (r=0.48, p < 0.01; 8 = 0.47, p < 0.01). Besides, there
is a significant and positive relationship between job satis-
faction and ocs (r=0.64, p <0.01; = 0.45, p < 0.01). This
positive and significant paths in the triangular relationship
between transformational leadership, job satisfaction and
ocs show there is an intermediate variable, that is, job sat-
isfaction could be a mediating variable. Further analysis
was conducted to assess the significance of an indirect
effect of transformational leadership on ocs through job
satisfaction. Result shows that job satisfaction contributed
significantly to the relationships between transformational
leadership and ocs (t = 5.76). This mediation effect was
significant at 0.01 level.

Table 2.
Means, standard deviations and Pearson correlations among key variables.
Variables Means S.D. 1 2 3 4 5
1 | Transformational leadership 3.53 0.80 0.94
2 | Transactional leadership 2.64 0.71 -0.10 0.81
3 | Perceived organizational support 3.35 0.87 0.48** -0.31** 0.82
4 | Job satisfaction 3.91 0.58 0.48** -0.25** 0.37** 0.75
5 | Organizational citizen behavior 3.88 0.83 0.50** -0.38** 0.44 0.64** 0.87

* Correlation is significant at the 0.05 level (2-tailed).
** Correlation is significant at the 0.01 level (2-tailed).
Note: figures in bold represent coefficients Alpha.
Source: authors.
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Table 3.
Results of single mediation models

|

Model Indirect path a b c R? | AR? Sobe
test

1 TH>pos>ocs | 034 | 023 | 043 | 025 | 030 | 2.96"
p | T satisfaction |6 e 051 | 026 | 025 | 046 | 5.76

—> 0CB

3 TNL->POS—>o0cB | -0.21 | 0.31 |-0.30 | 0.15 | 0.26 |-2.59"

g | ML satisfaction | o5 058 | 022 015 | 047 |-347
-> 0CB

a, TrL = mediator path; b, mediator = ocs path; c', TrL = ocs path when the mediator is included
in the model (i.e., direct effect); R2, amount of variance explained in ocs; AR?, change in explained
variance when the mediator is added to the model compared to the total effect of TrL on ocs.

*p < 0.05,

*5p <0.01.

Hypothesis H3 predicts that pos will mediate the rela-
tionship between transactional leadership and ocs. The
result in table 2 shows a negative and significant relation-
ship between transactional leadership and ocs (r = -0.38,
p < 0.01). The effect of transactional leadership on ocs in
an indirect path was further confirmed by path analysis
result in figure 2 (8 = -0.20, p < 0.01). In addition, the
transactional leadership style is negatively related to pos
(r=-0.31,p<0.01; =-0.18, p < 0.01). Also, there is a sig-
nificant and positive relationship between the pos and ocs
(r=10.44, p <0.01; 8 =0.14, p < 0.01). This all significant
paths in the triangular relationship between transactional
leadership, pos and ocs shows there is an intermediate vari-
able, that is, pos could be a mediating variable. Further
analysis was conducted to assess the significance of an
indirect effect of transactional leadership on ocs through
pos. Result shows that the pos contributed significantly to
the decreased relationships between transactional leader-
ship and ocs (t = -2.59). This mediation effect was signifi-
cant at 0.01 level.

Hypothesis H4 predicts that job satisfaction will mediate
the relationship between transactional leadership and
ocs. The result in table 2 shows a negative and significant
relationship between transactional leadership and ocs
(r=-0.38, p < 0.01). The effect of transactional leadership
on ocB in an indirect path was further confirmed by path
analysis result in figure 2 (8 =-0.20, p < 0.01). Results also
show that transactional leadership style is related nega-
tively to the job satisfaction (r=-0.25, p < 0.01; 8 = -0.20,
p < 0.01) and a significant and positive relationship be-
tween job satisfaction and ocs (r=0.48, p < 0.01; 8 =0.45,
p < 0.01). This all significant paths in the triangular rela-
tionship between transactional leadership, job satisfaction
and ocs, show that the intermediate variable job satisfac-
tion could be a mediating variable. Further analysis was
conducted to assess the significance of an indirect effect
of transactional leadership on ocs through job satisfaction.
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The result of this analysis (table 3) shows that job satisfac-
tion contributed significantly to the decreased association
between transactional leadership and ocs (t = -3.47). This
mediation effect was significant at 0.01 level.

0.13

POS

03
Treansformational

leadership

‘ 0.14
023 @D 0.50

0cB

-0.20

0.45,
0.26

Job satisfaction

Transsactional
leadership

Figure 2. Hypothesized model. Source: authors.

The fitness indices shown in table 4 indicate that y?/df,
RMSEA, GFI, NFI, CFl, IFl and Tu. The Comparative Fit Index
[cF] (Bentler, 1990), Goodness of Fit Index [cFi] (Hair, An-
derson, Tatham, & Black, 1998), Normed Fit Index [NFi], and
Root Mean Square Error of Approximation [RMseA] (Steiger,
1990) were used in judging fit. cr is a recommended index
of overall fit (Gerbing & Anderson, 1992); Gr measures
the fitness of a model compare to another model (Hair et
al, 1998); NFi measures the proportion by which a model
improves fit compared to null model (Hair et al., 1998); and
RMSEA provides information in terms of discrepancy per de-
gree of freedom for a model (Steiger, 1990). cri, NFI, and GFi
close to 1 indicate a very good fit of the model (Hair et al.,
1998). On this regard, Browne and Cudeck (1992) suggest
that an rRmsea of 0.05 indicates a close fitting model, while
values up to 0.08 represent reasonable errors of approxima-
tion for model indices with acceptable fitness values. Table
4 presents the results of measurement models used to test
the hypothesis with regard to model paths. The fit indices
(cr, NFand Grl) were adequate. The last model had the
highest fit indices (cri = 0.993; nr = 0.985; cri = 0.993; TUI
=.967; IFr1=.994) and also the lowest rRsmEA (0.063). These
values explained that this model is the best fit to test the
hypothesis. Therefore, the model appears to be acceptable.

Table 4.
Model fitness indices of the tested model

Model x2/df | Sig. | RMSEA | GFI NFI CFI IFl U

Full structure | 1.78 | 0.167 | 0.063 | 0.993 | 0.985 | 0.993 | 0.994 | 0.967

Source: authors.

Final Considerations

The goal of this study was to examine the links between
transformational leadership, transactional leadership,
perceived organizational support, job satisfaction, and
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organizational citizenship behavior. All developed hypoth-
eses were supported by the data obtained. Findings of this
study showed the expected significant link between trans-
formational leadership, transactional leadership and em-
ployees' oce. These outcomes are consistent with prior
empirical research (e.g. Jha, 2014; Khalili, 2017; Lee, Woo,
& Kim, 2018; Mekpor & Dartey-Baah, 2017; Suliman &
Al-Obaidli, 2013). For example, in a study of 50 organi-
zations in Iran, with a sample of 2,021 employees, Khalili
(2017) studied the influence of transformational leadership
on ocs. Her findings validated that this type of leader-
ship has a strong and positive impact on ocs. This result is
consistent with Jha's work (2014) on the impact of transfor-
mational leadership behaviors on the ocs of 319 employ-
ees of different five-star hotels, which revealed a significant
and positive effect of transformational leadership on ocs.

These findings tell us that when organizational leaders
demonstrate transformational leadership, their employees
are more involved in ocss and, therefore, capable of going
beyond their defined obligations and responsibilities, assist
others in their tasks and assignments, and attend to their
fellow workers' both individual and professional needs in
the workplace (Babcock-Roberson & Strickland, 2010). This
result was also consistent with Mekpor and Dartey-Baah
(2017), who examined the impact of transformational and
transactional leadership behaviors on ocs employees in
the Ghanaian banking sector. Their findings revealed that
although transformational and transactional leadership
styles predicted employees' ocg, transformational leader-
ship is more significant. Thus, transformational leaders are
more capable of leading their subordinates to take actions
beyond their prescribed roles.

The findings of this study showed the expected significant
link between transformational leadership, transactional
leadership and perceived organizational support. These
outcomes are consistent with prior empirical research (e.g.
Kurtessis et al., 2017; Suifan, Abdallah, & Al-Janini, 2018).
For example, in a study of 369 employees working in Jor-
danian banks, Suifan et al. (2018) studied the influence
of transformational leadership on perceived organiza-
tional support. Their results indicate that transformational
leadership positively affects perceived organizational sup-
port and validated that transformational leadership has
a strong and positive impact on pos. This result was con-
sistent with Stinglhamber, Marique, Caesens, Hanin, and
De-Zanet (2015), who examined the impact of transfor-
mational leadership on followers perceived organizational
support in a sample of 287 employees of a water producer
organization. The results of this study show that when em-
ployees strongly identify their supervisor with the orga-
nization, a transformational leadership style is positively
related to pos. Moreover, in a meta-analytic assessment of
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organizational support theory (osT) using results from 558
studies, Kurtessis et al. (2017) found that pos was more
strongly related to transformational leadership (p = 0.56)
than transactional leadership (p = 0.21). Consistent with
organizational support theory, transformational leaders,
who display a concern for the needs of their subordinates
and inspire subordinates to dedicate themselves to organi-
zational goals, more strongly convey pos than transactional
leaders.

The findings of our research study showed the expected
significant link between transformational leadership, trans-
actional leadership and employees' job satisfaction. These
outcomes are consistent with prior empirical research (e.g.
Ghorbanian, Bahadori, & Nejati, 2012; Hu, Yang, & Islam,
2010; Loganathan, 2013; Negussie & Demissie, 2013). In a
study of 123 salespeople in the consumer product industry
in Taiwan, Hu et al. (2010) investigated the influence of
transformational leadership on job satisfaction, identi-
fying a positive and statistically significant relationship
between sales managers' transformational leadership and
sales associates' job satisfaction. Besides, the results of Lo-
ganathan's (2013) work showed statistically significant re-
lationships between overall transactional leadership and
job satisfaction, overall transformational leadership, and
job satisfaction.

These findings suggest that managers in organizations
in Iran may be able to engage their employees in citizen-
ship behaviors by paying attention to their own transfor-
mational leadership, rather than transactional leadership
behaviors. The results of our study support the positive
and significant influence of transformational leadership
behaviors on employees' ocs, Pos and job satisfaction.
Additionally, our results support the negative and signif-
icant influence of transactional leadership behaviors on
employees' ocB, pos and job satisfaction, as well as the
mediating role of pos and job satisfaction on the trans-
formational and transactional leadership (employees' ocs
association).

Although research on the association between transfor-
mational and transactional leadership and ocs has gained
attention, empirical studies regarding the mediating role
of pos and job satisfaction on the link between transfor-
mational and transactional leadership and employees' ocs
remain scarce. With regard to the effect of employees' sat-
isfaction and pos on their own ocs, as well as on the trans-
formational and transactional employees' ocs relationship,
our findings pointed out that employees with highest level
of satisfaction have a robust willingness to be committed
in citizenship behaviors. As a conclusion, transformational
leaders have a more positive impact on employees’ ocBs in
organizations in Iran.
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This study examined the relationships between transfor-
mational and transactional leadership, job satisfaction,
pos and ocs in the University of Birjand. While most prior
studies have examined transformational leadership-ocs
and transactional leadership-ocs relationships in developed
countries from the western world, testing the moderating
influence of employees' Pos and job satisfaction between
transformational leadership and employees' citizenship be-
haviors in universities remains scarce.

The importance of this study is threefold. First, it exam-
ines the relationship between transformational leadership
and employees' ocs in a developing country such as Iran.
Second, it studied the relationship between employees' job
satisfaction, pos and their own ocs in Iran. Third, our re-
search explores the role of employees’ job satisfaction, pos
as a mediator on the transformational leadership and em-
ployees' ocs association in an Iranian university. Therefore,
this study is assumed to be utilized to comprehend the cru-
cial roles of transformational leadership, job satisfaction
and pos in showing more extra-role behaviors, like ocs,
from employees in higher education institutions in Iranian.

The present study showed that transformational lead-
ership behaviors, along with the job satisfaction of em-
ployees, were key factors for the management of human
resources in an Iranian university. This study also empha-
sized that transformational leadership behaviors and em-
ployees' job satisfaction and pos are important and should
be used and managed in order to ensure improved orga-
nizational outcomes, especially in the university context.
If universities can apply transformational leadership styles
and enhance employees' job satisfaction, both employees’
behaviors and their outcomes will be improved. To this end,
managers in universities in Iran should identify measures
to improve not only their own leadership style but also job
satisfaction levels of their employees.

Considering that managers with high levels of transforma-
tional leadership have greater impact on their employees,
and employees with high levels of job satisfaction report
better relationships with coworkers, these two conditions
can contribute to meet organizational goals. Thus, it is abso-
lutely necessary to implement transformational leadership
by managers and improve job satisfaction by employees to
foster ocB in Iranian higher education institutions. Based
on these findings, managers with a transformational lead-
ership style are more likely to expertly manage their em-
ployees and employees with high satisfaction levels are
more likely to favorably engage with coworkers. Therefore,
universities should select managers with a transfor-
mational leadership style to involve employees in the
fulfillment of their objectives. Finally, particular training
programs should be developed to promote better transfor-
mational leadership behaviors in universities.

INNOVAR VOL. 30, NUM. 75, ENERO-MARZO DEL 2020

INNOVAR

Disclosures

Authors declare no conflict of interest.

References

Ahangari, N., Hajinejad, S., & Khanmohammadi, N. (2017). The role
of communication skills urban managers of organizational citi-
zenship behavior staff (Case study of Karaj municipality). Urban
Management Studies, 9(30), 21-34. http://ums.srbiau.ac.ir/
article_10856_en.html

Alonderiene, R., & Majauskaite, M. (2016). Leadership style and job satis-
faction in higher education institutions. International Journal of Ed-
ucational Management, 30(1), 140-164. https.//doi.org/10.1108/
1JEM-08-2014-0106

Arefi, M., Rashid, S., & Abochenari, A. (2012). Transformational leader-
ship and its role in improving organizational citizenship behav-
iors. Journal of Public Administration Perspective, 12, 147-167.

Asgari, A, Silong, A., Ahmad, A., & Abu-Sama, B. (2008). The rela-
tionship between transformational leadership behaviors, leader-
member exchange and organizational citizenship behaviors. Euro-
pean Journal of Social Sciences, 6(4), 140-151. http://psasir.upm.
edu.my/id/eprint/17305/

Babcock-Roberson, M. E., & Strickland, O. J. (2010). The relationship
between charismatic leadership, work engagement, and organi-
zational citizenship behaviors. The Journal of Psychology, 144(3),
313-326. https://doi.org/10.1080,00223981003648336

Bacotic, D. (2016). Relationship between job satisfaction and or-
ganizational performance. Economic Research- Ekonomska Is-
trazivanja, 29(1), 118-130. https://doi.org/10.1080/1331
677X.2016.1163946

Bahari-Far, A., Javaheri Kamel, M., & Ahmadi, S. A. (2011). Ethical be-
havior and organizational citizenship behavior: The effects of eth-
ical values, justice and organizational commitment. Organiza-
tional Resource Management Research, 1(1), 23-42. http://ormr.
modares.ac.ir/article-28-5562-en.html#

Bahadori, S., & Nayeri, M.D. (2017). The effects of transformational
leadership on change-oriented organizational citizenship be-
havior (case study: the icT organization of Tehran municipality).
Iranian Journal of Public Policy in Management, 8(26), 29-40.
http://ijpa.srbiau.ac.ir/article_10478_en.html

Bentler, P. M. (1990). Comparative fit indexes in structural
models. Psychological Bulletin, 107(2), 238-46. https://doi.
org/10.1037/0033-2909.107.2.238

Browne, M. W., & Cudeck, R. (1992). Alternative ways of assessing
model fit. Sociological Methods & Research, 21(2), 230-258.
https://doi.org/10.1177/0049124192021002005

Burns, J.M. (1978). Leadership. New York: Harper & Row.

Charoensukmongkol, P, Mogbel, M., & Gutiérrez-Wirsching, S. (2016).
The role of coworker and supervisor support on job burnout and
job satisfaction. Journal of Advances in Management Research,
13(1), 4-22. https://doi.org/10.1108/JAMR-06-2014-0037

Di-Fabio, A., & Palazzeschi, L. (2012). Organizational justice: person-
ality traits or emotional intelligence? An empirical studying in an
Italian hospital context. Journal of Employment Counseling, 49(1),
31-42. https://doi.org/10.1002/].2161-1920.2012.00004.x

Eisenberger, R., Cummings, J., Armeli, S., & Lynch, P. (1997). Perceived
organizational support, discretionary treatment, and job satisfac-
tion. Journal of Applied Psychology, 82(5), 812-820. https://doi.
org/10.1037/0021-9010.82.5.812

95


http://ums.srbiau.ac.ir/article_10856_en.html
http://ums.srbiau.ac.ir/article_10856_en.html
https://doi.org/10.1108/IJEM-08-2014-0106
https://doi.org/10.1108/IJEM-08-2014-0106
http://psasir.upm.edu.my/id/eprint/17305/
http://psasir.upm.edu.my/id/eprint/17305/
https://doi.org/10.1080/00223981003648336
https://doi.org/10.1080/1331677X.2016.1163946
https://doi.org/10.1080/1331677X.2016.1163946
http://ormr.modares.ac.ir/article-28-5562-en.html
http://ormr.modares.ac.ir/article-28-5562-en.html
http://ijpa.srbiau.ac.ir/article_10478_en.html
https://psycnet.apa.org/doi/10.1037/0033-2909.107.2.238
https://psycnet.apa.org/doi/10.1037/0033-2909.107.2.238
https://doi.org/10.1177/0049124192021002005
https://doi.org/10.1108/JAMR-06-2014-0037
https://doi.org/10.1002/j.2161-1920.2012.00004.x
https://psycnet.apa.org/doi/10.1037/0021-9010.82.5.812
https://psycnet.apa.org/doi/10.1037/0021-9010.82.5.812

Eskandari, M. (2015). A critique of transformational leadership theory,
with emphasis on quranic verses. Islam and management, 4(7),
47-64.

Esmaeili, M. R., & Seidzadeh, H. (2017). The survey of job satisfaction
effect on performance with mediating role of organizational loy-
alty. Journal of Management Studies in Development & Evalua-
tion, 25(83), 51-68. https://www.sid.ir/en/Journal/ViewPaper.
aspx?ID=546414

Eyupogly, S. Z. (2016). The organizational citizenship behaviour of aca-
demic staff in North Cyprus. Procedia Economics and Finance, 39.
https://doi.org/10.1016/52212-5671(16)30280-5

Kaffashpor, A., Shojaean, A., & Alaghebandi, M. (2017). Effect of per-
ceived organizational support on organizational citizenship be-
haviors with emphasis on the mediating role of job satisfaction.
Iranian Journal of Nursing Research, 12(1), 42-48. https://doi.
org/10.21859/ijnr-12017

Gerbing, D. W., & Anderson, J. C. (1992). Monte Carlo evaluations
of goodness of fit indices for structural equation models. So-
ciological Methods & Research, 21(2), 132-160 https://doi.
org/10.1177/0049124192021002002

Gholamzadeh, D., Haghshenase, F., & Mohammadkhani, F. (2015). The
influence of leadership style on women's glass ceiling beliefs.
Women’s Studies Sociological & Psychological, 13(3), 197-275.
https://doi.org/10.22051/jwsps.2015.2156

Ghorbanian, A., Bahadori, M., & Nejati, M. (2012). The relationship be-
tween managers' leadership styles and emergency medical tech-
nicians' job satisfaction. Australasian Medical Journal, 5(1), 1-7.
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC3413924/

Hair, J. F. J., Anderson, R. E., Tatham, R. L., & Black, W. C.) 1998(. Mul-
tivariate ddata analysis (5th ed.). Upper Saddle River, ni: Pren-
tice Hall.

Hu, Y. J, Yang, Y. F, & Islam, M. (2010). Leadership behavior, satisfac-
tion, and the balanced scorecard approach: An empirical investi-
gation of the manager-employee relationship at retail institutions
in Taiwan. International Journal of Commerce and Management,
20(4), 339-356. https://doi.org/10.1108/10569211011094659

Ibrahim, M. A., & Aslinda, A. (2013). Relationship between organi-
zational commitment and organisational citizenship behavior
(ocB) at Government-Owned corporation companies. Journal of
Public Administration and Governance, 3(3), 35-42. https://doi.
org/10.5296/jpag.v3i3.4379

Jafari, P, & Majidi-Moghadam, Z. (2013). Relationship between per-
ceived organizational support, psychological capital, and or-
ganizational citizenship behavior among Islamic Azad Univer-
sity employees, science and research branch of Tehran. Journal
of Modern Thoughts in Education, 8(4), 22-36. http://jmte.riau.
ac.ir/article_184_en.html

Jha, S. (2014). Transformational leadership and psychological empower-
ment: Determinants of organizational citizenship behavior. South
Asian Journal of Global Business Research, 3(1), 18-35. https://
doi.org/10.1108/SAJGBR-04-2012-0036

Khalili, A. (2017). Transformational leadership and organizational citi-
zenship behavior: The moderating role of emotional intelligence.
Leadership & Organization Development Journal, 38(7), 1004-
1015. https://doi.org/10.1108/LODJ-11-2016-0269

Kilinc, E., & Ulusoy, H. (2014). Investigation of organizational citizen-
ship behavior, organizational silence and employee performance
at physicians and nurses, and the relationship among them. Busi-
ness Management Dynamics, 3(11), 25-34.

Kurtessis, J. N., Eisenberger, R., Ford, M. T,, Buffardi, L. C., Stewart,
K. A, & Adis, C. S. (2017). Perceived organizational support:
a meta-analytic evaluation of organizational support theory.
Journal of Management, 43(6), 1854-1884. https://doi.
org/10.1177/0149206315575554

96

Lamastro V. (1999). Commitment and perceived organizational sup-
port. National Forum of applied educational research journal,
12(3), 1-13.

Lee, Y. H., Woo, B., & Kim, Y. (2018). Transformational leadership and
organizational citizenship behavior: Mediating role of affective
commitment. International Journal of Sports Science & Coaching,
13(3), 373-382. https://doi.org/10.1177/1747954117725286

Lian, L. K., & Tui, L. G. (2012). Leadership styles and organizational citi-
zenship behavior: The mediating effect of subordinates' compe-
tence and downward influence tactics. Journal of Applied Busi-
ness & Economics, 13(2), 59-69.

Ling, S., & Ling, M. (2012). The influence of transformational leader-
ship on teacher commitment towards organization, teaching pro-
fession, and student learning in secondary schools in Miri, Sar-
awak, Malaysia. EDUCARE: International Journal for Educational
Studies, 4(2), 155-178.

Loganathan, R. (2013). The influence of leadership styles on job satisfac-
tion at a cellulose pulp mill KwaZulu-Natal: A case study (Master
degree thesis). Faculty of Management Sciences, Durban Univer-
sity of Technology, KawaZulu-Natal, South Africa. http://hdl.
handle.net/10321/861

Luxmi, M., & Yadav, V. (2011). Reciprocation effect of perceived orga-
nizational support on organizational commitment: A study of
school teachers. Management and Labour Studies, 36(2), 175-
186. https://doi.org/10.1177/0258042X1103600204

Mehdibeigi, N. (2017). The role of perceived organizational support in
organizational gommitment with the mediation role of mental
health. Management Researches, 10(35), 131-158. https://doi.
org/10.22111/jmr.2017.3299

Mehboob, F., & Bhutto, N. (2012). Job satisfaction as a predictor of or-
ganizational citizenship behavior: A study of faculty members at
business institutes. Interdisciplinary Journal of Contemporary Re-
search in Business, 3(9), 1447-1455.

Mekpor, B., & Dartey-Baah, K. (2017). Leadership styles and employees'
voluntary work behaviors in the Ghanaian banking sector. Leader-
ship & Organization Development Journal, 38(1), 74-88. https.//
doi.org/10.1108/L0DJ-09-2015-0207

Moradi, M. R., Hamidi, M., Sajjadi, N., Jafari, A., & Moradi, J. (2011). The
relationship between transformational/transactional leadership
styles and organizational citizenship behavior in the physical ed-
ucation organization of Iran. Journal of Sport Management, 3(8),
125-150.

Moradi, M. R., Jafari, A., Omidi, A. R, & Alidoust Ghahfarokhi, E.
(2014). Modeling the effect of transformational leadership and
organizational justice on organizational citizenship behaviors
in employees of Ministry of Sport and Youth Ministry of of Iran,
Journal of Sport Management, 5(4), 107-124. https://doi.org/
10.22059/jsm.2014.36223

Nasiri-Valikbani, F., & Emadi-Pashakalai, A. (2016). The relationship be-
tween transformational and transactional leadership style with
the employees' job satisfaction. Journal of Management Studies
in Development & Evaluation, 24(79), 101-118.

Negussie, N., & Demissie, A. (2013). Relationship between leadership
styles of nurse managers and nurses' job satisfaction in Jimma Uni-
versity specialized hospital. Ethiop Journal Health Science, 23(1),
49-58. https://www.ncbi.nlm.nih.gov/pubmed/23559838

Ngunia, S., Sleegers, P, & Denessen, E. (2006). Transformational and
transactional leadership effects on teachers' job satisfaction,
organizational commitment, and organizational citizenship be-
haviorin primary schools: the Tanzanian case. School Effec-
tiveness and School Improvement, 17(2), 145-177. https://doi.
0rg/10.1080,/09243450600565746

INNOVAR VOL. 30, NUM. 75, ENERO-MARZO DEL 2020


https://www.sid.ir/en/Journal/ViewPaper.aspx?ID=546414
https://www.sid.ir/en/Journal/ViewPaper.aspx?ID=546414
https://doi.org/10.1016/S2212-5671(16)30280-5
https://doi.org/10.21859/ijnr-12017
https://doi.org/10.21859/ijnr-12017
https://doi.org/10.1177/0049124192021002002
https://doi.org/10.1177/0049124192021002002
https://doi.org/10.22051/jwsps.2015.2156
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC3413924/
https://www.emeraldinsight.com/author/Hu%2C+Yu-Jia
https://www.emeraldinsight.com/author/Yang%2C+Yi-Feng
https://www.emeraldinsight.com/author/Islam%2C+Majidul
https://doi.org/10.1108/10569211011094659
https://doi.org/10.5296/jpag.v3i3.4379
https://doi.org/10.5296/jpag.v3i3.4379
http://jmte.riau.ac.ir/article_184_en.html
http://jmte.riau.ac.ir/article_184_en.html
https://www.emeraldinsight.com/author/Jha%2C+Sumi
https://doi.org/10.1108/SAJGBR-04-2012-0036
https://doi.org/10.1108/SAJGBR-04-2012-0036
https://doi.org/10.1108/LODJ-11-2016-0269
https://doi.org/10.1177/0149206315575554
https://doi.org/10.1177/0149206315575554
https://doi.org/10.1177/1747954117725286
http://hdl.handle.net/10321/861
http://hdl.handle.net/10321/861
https://doi.org/10.1177%2F0258042X1103600204
https://doi.org/10.22111/jmr.2017.3299
https://doi.org/10.22111/jmr.2017.3299
https://www.emeraldinsight.com/author/Mekpor%2C+Benjamin
https://www.emeraldinsight.com/author/Dartey-Baah%2C+Kwasi
https://doi.org/10.1108/LODJ-09-2015-0207
https://doi.org/10.1108/LODJ-09-2015-0207
https://jsm.ut.ac.ir/article_36223.html
https://jsm.ut.ac.ir/article_36223.html
https://www.ncbi.nlm.nih.gov/pubmed/23559838
https://doi.org/10.1080/09243450600565746
https://doi.org/10.1080/09243450600565746

Organ, D. W. (1988), Organizational citizenship behaviour: the good
soldier syndrome. Lexington, mA: Lexington Book.

Pacheco, G., & Webber, D. (2016). Job satisfaction: how crucial is partic-
ipative decision making? Personnel Review, 45(1), 183-200.

Podsakoff, P. M., & MacKenzie, S. B. (1989). A second generation mea-
sure of organizational citizenship behavior. Unpublished manu-
script, Indiana University, Bloomington

Podsakoff, P, Mackenzie, S., Paine, J., & Bachrach, D. (2000). Orga-
nizational citizenship behaviours: a critical review of the theo-
retical and empirical literature and suggestions for further re-
search. Journal of Management, 1(26), 513-563. https://doi.
org/10.1177/014920630002600307

Rezaei, B., Yarmohammadian, M. H., & Mahmoodzadeh-Ardakani, H.
(2017). The relationship between nurse managers' leadership
styles and procrastination in nursing staff in Isfahan social wel-
fare hospitals. Avicenna Journal of Nursing and Midwifery Care,
25(1), 60-68. https://doi.org/10.21859,/nmj-25018

Rezaei, L., & Mahmoudi, M. (2017). A Model for Explaining Organiza-
tional Citizenship Behavior Based on Job Satisfaction and Or-
ganizational Justice at Arsanjani Islamic Azad University. Quar-
terly Journal of New Approach in Educational Management, 8(2),
265-285.

Rhodes, J. A., & Toogood, S. (2016). Can active support improve job
satisfaction? Tizard Learning Disability Review, 21(2), 54-60.
https://doi.org/10.1108/TLDR-07-2015-0028

Saheed-Adewale, A., Ghavifekr, S., & Megat Daud, A. K. (2018). Pre-
dictors of organizational citizenship behavior in higher educa-
tion institutions: implication for effective leadership. Educational
Leader, 6, 29-49.

Saki, R., Dasti, M., & Nasri, S. (2015). Study of principals leadership
style with organizational silence. Organizational Resources Man-
agement Researchs, 5(1), 85-108. http://ormr.modares.ac.ir/ar-
ticle-28-6740-en.html

Salimi, H. (2015). The relationship between transformational leadership
and perceived organizational support among employees of the
Sports and Youth Department of East Azarbaijan province (Master
degree thesis). Faculty of Physical Education and Sport Sciences,
Urmia University, West Azerbaijan, Iran.

Sanaatjoo, A., & Mohmoudi, H. (2015). Investigating the relationship
between organizational justice and organizational citizenship be-
havior in libraries of Ferdowsi University of Mashhad. Library and
Information Research, 5(1), 235-254.

Shadraconis, S. (2013). Organizational leadership in times of uncer-
tainty: Is transformational leadership the answer? Lux: A Journal of
Transdisciplinary Writing and Research from Claremont Graduate
University, 2(1), 1-15. https://doi.org/10.5642/1ux.201301.28

Shahi, S., Andarz, S., Andarz, K., & Yasini, M. (2017). The relationship
between organizational justice and perceived organizational
support with the desire to leave the the occupation knowledge
workers. Organizational Resources Management Researches, 7(2),
105-127. http://ormr.modares.ac.ir/article-28-7742-en.htm|

INNOVAR VOL. 30, NUM. 75, ENERO-MARZO DEL 2020

INNOVAR

Simone, S., Cicotto, G., & Lampis J. (2016). Occupational stress, job sat-
isfaction and physical health in teachers. Revue européenne de
psychologie appliqué, 66(2), 65-77. https://doi.org/10.1016/]j.
erap.2016.03.002

Steiger, J. H. (1990). Structural model evaluation and modification: an
interval estimation approach. Multivariate Behavioral Research,
25 2,173-180. https://doi.org/10.1207/5s15327906mbr2502_4

Stinglhamber, F., Marique, G., Caesens, G., Hanin, D., & De-Zanet, F.
(2015). The influence of transformational leadership on followers’
affective commitment: The role of perceived organizational sup-
port and supervisor's organizational embodiment. Career Devel-
opment International, 20(6), 583-603. https://doi.org/10.1108/
CDI-12-2014-0158

Suifan, T., Abdallah, A., & Al-Janini, M. (2018). The impact of transforma-
tional leadership on employees' creativity: The mediating role of
perceived organizational support. Management Research Review,
41(1), 113-132. https://doi.org/10.1108/MRR-02-2017-0032

Suliman, A., & Al-Obaidli, H. (2013). Leadership and organizational citi-
zenship behavior (ocg) in the financial service sector: The case of
the UAE. Asia-Pacific Journal of Business Administration, 5(2), 115-
134. https://doi.org/10.1108/17574321311321603

Swaminathan, S., & Jawahar P. D. (2013). Job satisfaction as a predictor
of organizational citizenship behavior: An empirical study. Global
Journal of Business Research, 7(1), 71-80.0020 https://ssr.com/
abstract=2147886

Waheed, S., & Ahmad-Shah, A. (2017). Organisational citizenship be-
haviour among university teachers: an empirical study. Interna-
tional Journal of Interdisciplinary and Multidisciplinary Studies,
4(3), 248-253.

Wang, J., & Wong, C. (2011). Understanding organizational citizen-
ship behavior from a cultural perspective: An empirical study
within the context of hotels in Mainland China. International
Journal of Hospitality Management, 30(4), 845-854. https://doi.
0rg/10.1016/}.ijhm.2011.01.005

Zare-Khafri, Sh., & Hasani, M. (2014). Investigating the impact of organi-
zational identification on job satisfaction and turnover, given the
mediation role of organizational citizenship behavior (Case study:
region 2 of Tehran municipality). Journal of Public Administration,
6(1), 109-130. https://doi.org/10.22059/J1PA.2014.51709

Zhang, A. Y., Tsui, A. S., & Wang, D. X. (2013). Leadership behaviors
and group creativity in Chinese organizations: The role of group
processes. The Leadership Quarterly, 22(5), 851-862. https://doi.
org/10.1016/|.leaqua.2011.07.007

Zhang, H., Zhao, S.M., & Fang, H.B. (2010). The impact of job security
on the behavior of organizational citizens: the mediating effect
of organizational trust. Journal of Business Economics, 9, 33-38.

97


https://doi.org/10.1177%2F014920630002600307
https://doi.org/10.1177%2F014920630002600307
https://doi.org/10.21859/nmj-25018
https://doi.org/10.1108/TLDR-07-2015-0028
http://ormr.modares.ac.ir/article-28-6740-en.html
http://ormr.modares.ac.ir/article-28-6740-en.html
https://doi.org/10.5642/lux.201301.28
http://ormr.modares.ac.ir/article-28-7742-en.html
https://doi.org/10.1016/j.erap.2016.03.002
https://doi.org/10.1016/j.erap.2016.03.002
https://doi.org/10.1207/s15327906mbr2502_4
https://www.emeraldinsight.com/author/Stinglhamber%2C+Florence
https://www.emeraldinsight.com/author/Marique%2C+G%C3%A9raldine
https://www.emeraldinsight.com/author/Caesens%2C+Ga%C3%ABtane
https://www.emeraldinsight.com/author/Hanin%2C+Doroth%C3%A9e
https://www.emeraldinsight.com/author/de+Zanet%2C+Fabrice
https://doi.org/10.1108/CDI-12-2014-0158
https://doi.org/10.1108/CDI-12-2014-0158
https://www.emeraldinsight.com/doi/full/10.1108/MRR-02-2017-0032
https://www.emeraldinsight.com/doi/full/10.1108/MRR-02-2017-0032
https://www.emeraldinsight.com/doi/full/10.1108/MRR-02-2017-0032
https://www.emeraldinsight.com/loi/mrr
https://doi.org/10.1108/MRR-02-2017-0032
https://www.emeraldinsight.com/author/Suliman%2C+Abubakr
https://www.emeraldinsight.com/author/al+Obaidli%2C+Hanan
https://doi.org/10.1108/17574321311321603
https://ssrn.com/abstract=2147886
https://ssrn.com/abstract=2147886
https://doi.org/10.1016/j.ijhm.2011.01.005
https://doi.org/10.1016/j.ijhm.2011.01.005
https://doi.org/10.22059/JIPA.2014.51709
https://doi.org/10.1016/j.leaqua.2011.07.007
https://doi.org/10.1016/j.leaqua.2011.07.007



