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Abstract

In today's dynamic organizations, leadership playsentral role in achieving organizational goalsaders are
recommended to adopt transformational leadersklp & influence the subordinates so that they maglve in an
extra role behavior like organizational citizenshighavior beneficial to organizational growth. Thtady aims to
measure the level of perceived transformationaldeship (TL) style, the level of organizationalzginship behavior
(OCB), and to investigate the impact of perceiveahgformational leadership on employees’ orgaropafi
citizenship behavior. In transformational leadegpshkiyle, an innovation or transformation is introed to both
within organization and among individuals. Orgatimaal citizenship behavior is cooperative and tative
gestures that are neither mandated by the forrbatge prescriptions nor directly or contractuatympensated for
by the formal organizational reward system. Basegi@vious research, it had hypothesized that ¢kationship
observed between transformational leadership ardusadimensions of OCB was positive. In this styslypulation
comprised of all the administrative staff of thenfib University consisted of 15 faculties. Multage probability
Sampling was used. Sample was drawn at two st&gsfly, stratified random sampling was used dusivigch 48
departments/institutes/centers were selected ralydénom the available population. Secondly, simpedom
sampling was done during which 13 employees frooh eépartment/institute/center, working in B CIB& 10-16
from administrative staff of the Punjab Universitphore were approached. Finally a sample of 480l@yees with
response rate 76% working in B Class BS 10-16eskm@s participants in this study, representingttadl 15
faculties of the Punjab University, Lahore. Theults suggest that transformational leadership a@B Gire
positively correlated. This study shows that transfational leaders encourage altruism, courtesy and
conscientiousness in subordinates. So, organizatiyn using this can enhance the extra role behadfiahe
employees for their advantage.
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1. Introduction

Leadership is seen as a vital factor in the ind@graand implementation of the transformations igamizations. Both
practitioners and researchers have argued If Ishifewants to stimulate an affirmative impact odividuals, teams,
and organizations, then earlier leadership parasligmch as directive versus participative leadersiuipsideration
versus initiating structure, autocratic versus denatic leadership, and task versus relations-abtgadership
should be broadened (Pol, 1997). With respectdarttnagement of transformation processes in orgiamiis, there
is a strong need for leaders who are more changeresl. These leaders place value on the develdprharclear
vision and inspire followers to pursue the visibmthis way, they provide a strong motivationaldeifor change in
their subordinates.

Anderson and King (1993) concluded that besideartigipative leadership style, a clear vision ossivn is most
likely to foster innovation. Leaders who enhandéofeers’ confidence and skills to devise innovatresponses, to
be creative, and to take risks, can also facilithee changeover processes in organizations. Reguitbm this, a
paradigm shift occurred in the past decade withethergence of “new leadership” theories such astoamational
and charismatic leadership (Bass, 1997).

According to Dvir (2002), transformational leadepgfiL) is a process in which leaders and followbkedp each
other to advance a higher level of morale and ratitm. Burns (2003) related to the difficulty inffdrentiation
between management and leadership and claimedhthatifferences are in the characteristics and \ietma He
established two concepts: “transformational ledupfsand “transactional leadership”. Transformatibleadership
styles create significant change in the life offdecand organizations. It redesigns perceptionsvahges, changes
expectations, and aspirations of employees. Urtliketransactional leadership, it is not based dne“gnd take”
relationship, but on the leader’s personality téraand the ability to make the change throughowisind goals.
Transformational leadership occurs when one or rpersons engage with others in such a way thdetders and
the followers raise one another to higher levelsnotivation and morality. Bass (1985) while agrgeto Burns
(1978) added that the transformational leader edpdhe needs and wants of the follower. Bass (1888) the
model for transformational leadership around foetdvioral components

1. Charisma/ idealized influence

2. Inspiration

3. Intellectual stimulation

4. Individualized consideration

According to Conger (1999), transformational leadexhibit proposed and expound a vision of whair tteam,
organization or nation should become. They offalear and believable road map for attaining théowisThey
frame their vision and strategy in a manner whisle gurpose. They give meaning and direction tolithess of the
followers. They take great personal risks to achiehat they believe in. They have a high levelaf-sonfidence
and inspire confidence in others. They have amsgippersonal and communication style. They havahility to read
others reactions very quickly and accurately.

In the organizational sciences, non-prescribed rorgéionally beneficial behavior and gestures astirgyuished
from non-organizational behaviors that can be etbased on the formal role obligations. Katz ldatin (1966)
had noted many occasions in which the organizatifurectioning depends on supra-role behavior treatnot be
prescribed or required in advance for a given jBateman and organ (1983) denoted these behaviors as
Organizational Citizenship Behaviors (OCBs). OCBs @efined as spontaneous acts that go beyondriredgob
requirements (in-role behaviors), whereby the sulrate performs non-obligatory extra-role behawvi@eluga,
1988). The construct of OCB is similar to contextperformance. Specifically, OCB was originally debed by
Organ (1997) as “individual behavior that is disicreary, not directly or explicitly recognized hyet formal reward
system, and that in the aggregate promotes thetiefifunctioning of the organization”.

Earlier research investigating OCB identified twaim dimensions, Altruism and Conscientiousness(@rg§a
Konovsky, 1989). Later efforts expanded this frameto include three additional dimensions: Spoessahip,
Courtesy, and Civic Virtue (Organ & Ryan, 1995).
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Transformational leaders get the followers to penfabove and beyond expectations by articulatingseon,
providing an appropriate role model, fostering #veeptance of group goals, providing individualizegport and
intellectual stimulation, and expressing high perfance expectations (Organ, Podsakoff, & MacKen2@96).
Padsakoff et al., (1990) noted that previous themeand empirical research suggests that theaegisod reason to
believe that transformational leader behaviors ugtfice extra-role (Organizational Citizenship Bebesii
Organizational Citizenship Behaviors (OCB) is bebavargely discretionary and seldom included imnfal job
descriptions that supports task performance by mgihg a social and psychological work environment.
Transformational leaders motivate the followersgeyting them to initialize and prioritize a largmllective cause
over individual interests.

Individuals who are intrinsically motivated to fillfa collective vision without expecting an immaté personal and
tangible gains may be inclined to contribute towactlieving the shared workplace goal in this thetrtrole do not
prescribe these individuals make these contribgtibacause their sense of self-worth and of seléepts are
enhanced in making these contributions. Individdatsiwhom this link between the interest of selflasthers has
not been established are less likely to make lgrdisicretionary, non- tangibly rewarded contribnSo A positive
association between transformational leadership @@B is expected and has been supported empirically
(Padsakoff et al., 1990).Transformational leadgrsind transactional leadership have a positivecefie ethical
values of the followers. In addition, transformatbleadership behavior has a larger positive effacsubordinates
than transactional leadership (Zhu, Riggio, Avo&dSosik, 2011).

2. Literaturereview

To date, only a handful of studies had examined dffects of transformational leadership on orgaioral
citizenship behavior. They had modeled the behafidransformational leadership differently (Org&wndsakoff, &
Mackenzie, 2006). In an attempt to better undedstdne factors affecting organizational citizenskighavior,
researchers had turned their attention to orgdoizat and individual factors (Organ. Podsakoff, &adkenzie, .
2006; Wang, Law, Hackrtt, Wang, & Chen, 2005).Otlee past two decades, transformational leadershg h
emerged as one of the most popular approaches derstanding leader effectiveness (Piccolo & Cotquit
2006)This model is based upon the premise that theraspnal and empowering leader can achieve ‘peréoee
beyond expectations (Hawkins & Dulewicz, 2009)h#s also been reported that many change initiafaiego
deliver expected results and against such a baghkdrof failure, transformational leadership behevibave been
identified as those needed to achieve successeiK@001).A central tenet of the transformational approacthat
such effects are transmitted through follower rieast to a leader. Early studies of the transforometi process,
therefore, tended to emphasize the mediating rbofellowers’ attitudes toward leaders, such asttraatisfaction,
personal identification, and perceived fairness.

Bass (1997) suggested a transformational leadetisbgry that adds to the initial concepts of BuriTee extent, to
which any leader is transformational, is measunesd, fin terms of his influence on the followerdeTFollowers of
such leader feel trust, admiration, loyalty, respedhe leader, and they will do more than theyexpected to do in
the beginning. The leader transforms and motivedbswers by charisma, intellectual arousal andivittlalized
consideration. In addition, the leader seeks for m@rking ways, while he tries to identify new oppmities versus
threats and tries to get out of the status qucadted the environment.

Research in the area of organizational citizengigpavior (OCB) has shown a dramatic increase inabefew
years. This trend is illustrated by the rapid gtowt publications dealing with OCB over recent digs ranging
from 13 occurring in the period from 1983 to 1988122 in the period from 1993 to 1998 (PodsakigficKenzie,
Lee, & Podsakoff, 2003).Although research has le¢ensive in addressing the numerous antecede@€Bf(e.g.,
job satisfaction, perceptions of fairness, persgntdctors), less attention has been focused bardtnportant areas
related to the construct. One such area is the amins by which certain antecedents influence eriship
performance, as well as the potential for additialigpositional variables to moderate antecedenB@&lationships
(Podsakoff et al., 2001).
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Initially Smith, Organ, and Near, (1983) identifieflo dimensions: altruism, representing those fooff®CB that
provide help to a specific person; and generalizedhpliance, or conscientiousness which includehfidi
adherence to rules about work procedures and condater three additional dimensions were introdda®urtesy,
or gestures to help prevent problems of work assesj sportsmanship or willingness to forebear miaod
temporary personal inconveniences and impositiatisowt fuss, appeal, or protest; and civic virtaeresponsible
and conductive involvement in the issues of goveceaf organizations (Posdakoff, Mackenzie, PanBachrach,
2000).
Podsakoff, MacKenzie, Paine, and Bachrach (20003, imeta-analytic study found that researchers roardified
almost 30 different forms of citizenship behavid#@wever, there exists conceptual overlap betwkerconstructs;
therefore, they grouped these behaviors into sa@ierensions: helping behavior, sportsmanship, omgitnal
loyalty, organizational compliance, individual iative, civic virtue, and self-development. Moorm@®91) and
Organ (1988) identified five dimensions of OCBsgrbm, courtesy, sportsmanship, conscientiousreess,civic
virtue. Later, Podsakoff, MacKenzie, Moorman, aredtér (1990) developed a scale that showed evidfmche
five-factor model. Schnake and Dumler (2003) alghlighted that the same five OCB dimensions treatehbeen
most frequently examined by researchers.

3. Methodology
3.1 Sample and Sampling Technique
The study was conducted to establish a relatiorisétyween the perception about transformationaldiesdp and the
level of organizational citizenship behavior. Itaslescriptive study engaged in hypothesis tesBugvey research
methodology is employed so that the data can Heatel at less cost within a short period of titmethis study, a
cross sectional research design was used in omletedt the relationship between the perception tabou
transformational leadership and the level of orgatiwnal citizenship behavior can be determined.
Total Population for this study comprised of alletladministrative staff (486+409 = 895) in teachiaigd
non-teaching departments working in B Class BS @0fl 15 faculties of the Punjab University. Proligpi
Sampling was used in which Sample was drawn atstages. At first stage 48 departments/instituteséce were
selected randomly from the available populatiorcoBely, simple random sampling was used while sielgcl3
employees from administrative staff working in Ba& BS 10-16 from each department/institute/cefiaally a
sample of 480 administration staff members workin@ Class BS 10-16 with 76 % response rate fronvéisity
of the Punjab was selected.

3.2 Data Collection

The data collection tool used for this study wasgfionnaire. The questionnaire was self-adminidterdt provided
an opportunity to the researcher to explain angthifich is difficult to understand for respondentsthis way, it
enhanced the validity of the information given by trespondents. It also enabled the researcheallexicdata in
less time and less cost.

The questionnaire comprised of fifty closed endedstjons, twenty on perception about transformatiteadership
and thirty on the level of organizational citizeipstfbehavior. The five point scale was used to ¢et proper
response from the subjects. The questionnaire Isascantained cover letter and some demographarrimdtion as
well. We visited every department/institute at Unsity of the Punjab and distributed the questimenafter
briefing the respondents about nature and purpdstheo study. Then we collected questionnaire backnf
respondents after they had filled it.

3.3 Data Analysisand Finding

All variables of this study were cross tabulatediagt each other and their counts and percentages eompared.
In order to do this all numerical variables werenerted to categorical variables and postulatedticgiship
between them. These variables were analyzed byidgieach variable into three categories of higadionm, and
low and finally compared their percentagé® determine the direction of relationship betwegerceived
transformational leadership and organizationateitship behavior, a bi-variate table had been oactst.
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Table 1: Transformational Leadership and Orgaropa@itizenship Behavior

Organizational Citizenship

Perceived Transformational Leadership

Low Medium High Total
F % F % F % F %
High 20 40 55 61 275 81 350 73
Medium 10 20 18 95 20
Low 20 4 1 35 7
._ Total 50 100 90 100 340 100 480 100

It can be inferred from table 1 that 81% of thepmwlents having high level of perceived transforomeat

leadership exhibited high level of organizatioriizenship behavior. There were 40% of respondetis perceived
low level of transformational leadership had highdl of organizational citizenship behavior. In tast, only 1% of
the respondents having high level of perceived sfitamational leadership had low level of organizadi

citizenship behavior while there were 40% of resfgrns having low level of transformational leadgrdiad low
level of organizational citizenship behavior Henitgan be concluded that high level of perceivesisformational
leadership had high level of organizational citefgip behavior.

Spuriousness of Data

In order to see whether the relationship betweeoapeed transformational leadership and organinaficitizenship
behavior is affected by work experience of the eygbs working in B Class BS 10-16 of the adminigirastaff, a
control variable “work experience” is incorporatedcheck spuriousness. There were 280 (58%) admaticn staff

members working in B Class BS 10-16 and having wexkerience more than 5 years where as 200 (42%)
administration staff members working in B Class BBE16 and having work experience less than 5 yieatise

sample.

Work experience as control variable was fitted écduuse according to the findings of Podsakoff.et28l01), there
is significant relationship between OCB and theknexperience of the employees. Also Anderson amay K1993)

found that perception about transformational legltieris affected by the length of experience of keos in any

specific organization.
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Table 2: Transformational Leadership and Orgaropa@itizenship Behavior (work experience more thamars)

Transformational Leadership

©
_5 Low Medium High Total
g
= F % F % F % F %
S S
O & ..
£ High 15 30 45 56 115 77 175 63
m
o
g Medium 10 20 25 3 30 20 65 23
N
O Low 25 50 10 13 5 3 40 14
Total 50 100 80 100 15 100 280 100

It can be inferred from table 2 that 77% of the adstrative staff working in B Class BS 10-16 hayiwork
experience more than 5 years who perceived highl lef transformational leadership exhibited highele of
organizational citizenship behavior. There were 38f%fespondents with work experience more than d&s/evho
perceived low level of transformational leadershdal high level of organizational citizenship beloavin contrast,
only 3% of the respondents with work experience entitan 5 years and having high level of perceived
transformational leadership had low level of orgational citizenship behavior while there were 5@%b
respondents having low level of transformationadiership had low level of organizational citizepsbiehavior
Hence, it can be concluded that administrationf stefmbers working in B Class BS 10-16 and with kvor
experience more than 5 years had high level ofgdezd transformational leadership and also extditigh level of
organizational citizenship behavior.

155



European Journal of Business and Management www.iiste.org
ISSN 2222-1905 (Paper) ISSN 2222-2839 (Online) Ly
Vol 4, No.21, 2012 NSt

Table 3: Transformational Leadership and Orgaropa@itizenship Behavior (work experience less thaears)

Transformational Leadership

5 Low Medium High Total

3

S F % F % F % F %
s]

=

5 High 15 38 30 55 80 6 125 62
©

N

O Medium 5 12 15 20 19 40 20
5

§ Low 20 50 10 18 5 5 35 18
g

>

o Total 40 100 55 100 15 100 200 100

It can be inferred from table 3 that 76% of adnmmaisve staff working in grades12-16 at the Uniitgr®f the
Punjab and with work experience less than 5 yearsny high level of perceived transformational lewsthip
exhibited high level of organizational citizensthphavior. There were 38% respondents with work egpee less
than 5 years who perceived low level of transforamatl leadership had high level of organizationiizenship
behavior. In contrast, only 5% respondents withknexperience less than 5 years having high levales€eived
transformational leadership had low level of orgatibnal citizenship behavior while there were 5@%pondents
having work experience less than 5 years had lowllef transformational leadership had also loweleof
organizational citizenship behavior Hence, it carcbncluded that there is a positive relationskepveen perceived
transformational leadership and organizationateitship behavior.

Kark and Shamir (2002) also found that transforareti leadership behavior such as intellectual dtitian
increases the followers’ feeling of self-worth besa they transmit the message that the leadervbslim the
followers’ integrity and ability.
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Figure 01: A conceptualmodel representing relationship betweenperceived transfonmational lea dership and
Organizational citizenship behawvior.
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3.4 Discussion and Conclusions

Discussion

Results show that transformational leadership erdmnthe “core” OCB dimensions of altruism and
conscientiousness, which were identified by Smithlein 1983 (the dimensions sportsmanship, ceyrtand civic
virtue were later added as OCB in 1988). This ikrnie with previous research done on the subjeati$Bkoff et al.,
1990; MacKenzie et al., 2001). Transformationablkra motivate their followers to perform beyond entations
and significant increase in display of altruism ahscientiousness is in support of that effectwNeadership
theories such as transformational leadership peoaitswers to the competitive challenges and infanafaced by
organizations. Transformational leaders can fatditthese changeover processes by placing valuehen
development of a vision and by inspiring followé&rspursue that vision. Consequently, organizatienge begun to
incorporate the philosophy behind the transformmatioleadership model into their management devedmpm
programmes. One of the first steps in transformalideadership development consists in identifyliegdership
qualities.

Conclusion

Podsakoff et al. (2001) have conducted a meta-aisaxamining the effects of transformational leakigp on OCB.
Results of this study again revealed significatatienships between each of the TL factors (inalgdcontingent
reward behavior) and OCB. Most notable was theirfimdhat all TL factors correlated significantly thvithe
Altruism, Conscientiousness, Courtesy, and Spontsitip dimensions, with the majority of correlatiohsaddition,
significant relationships were also observed betwesch of the core transformational constructs @t Virtue,
as well as between contingent reward behavior hadCivic Virtue dimension. Taken together, thesmiits show
that transformational leaders have a consistenitipmsimpact on every form of citizenship behavidrhese
behaviors range from OCBs directed at individuatmbers of the organization, to those that are irgdrid benefit
the organization as a whole. As suggested by Poffsakd colleagues (2001), these results shouldcaote as a
shock, as the central notion of transformationatiégship is to encourage employees to perform ahogdebeyond
expectations. Although studies have provided netdti strong support for the link between transfoiiorel
leadership and OCB, little research has providewjit regarding the actual nature of these effects.
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