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 Lütfi SÜRÜCÜ1 

Abstract Öz 

Purpose: The study aims to examine the relationship between 

transformational leadership, organizational justice, and 
organizational citizenship behavior in the context of Social 

Exchange Theory. 

Amaç: Bu araştırmanın amacı, dönüştürücü liderlik, örgütsel adalet 

ve örgütsel vatandaşlık davranışı arasındaki ilişkinin sosyal değişim 
teorisi bağlamında incelenmesidir. 

Design/Methodology: A questionnaire study was conducted face-to-
face survey with 315 participants, who were selected by convenience 

sampling method, which is one of the non-random methods in the 
study. The data were analyzed by SPSS and AMOS programs. 

Tasarım/Yöntem: Araştırmada tesadüfi olmayan yöntemlerden 
kolayda örneklem yoluyla belirlenen 315 katılımcı ile yüz yüze 

anket yapılmıştır. Elde edilen veriler SPSS ve AMOS programları ile 
analiz edilmiştir. 

Findings: As a result of the analysis; It has been determined that 

transformational leadership and organizational justice have a 
significant and positive effect on organizational citizenship behavior. 

Also, it is concluded that organizational justice has a mediating role 

in the effect of transformational leadership on organizational 
citizenship behavior. 

Bulgular: Analizler sonucunda; dönüştürücü lider ve örgütsel 

adaletin örgütsel vatandaşlık davranışı üzerinde anlamlı ve pozitif 
bir etkisinin olduğu tespit edilmiştir. Bu bulguya ilave olarak, 

dönüştürücü liderin örgütsel vatandaşlık davranışına etkisinde 

örgütsel adaletin aracı rolü olduğu sonucuna ulaşılmıştır. 

Limitations: Obtaining the sample from 2 textile factory workers in 

Istanbul and the cross-sectional design of the research are important 
limitations. 

Sınırlılıklar: Örneklemin İstanbul’da faaliyet gösteren 2 tekstil 

fabrikası çalışanlarından elde edilmesi ve araştırmanın kesitsel 
tasarımı önemli sınırlılıklardır. 

Originality/Value: Having examined the literature, it is seen that 

there are limited studies on determining the critical factors that 
mediate the relationship between transformational leadership and 

organizational citizenship behavior. While the findings of the study 

help us to understand the antecedent of organizational citizenship 
behavior more deeply, attracting the attention of the practitioners 

constitutes the original value of the study. 

Özgünlük/Değer: Alanyazın incelendiğinde, dönüşümcü liderlik 

ile örgütsel vatandaşlık davranışı arasındaki ilişkiye aracılık eden 
kritik faktörlerin belirlenmesine yönelik sınırlı sayıda çalışma 

olduğu görülmektedir. Araştırmada elde edilen bulgular örgütsel 

vatandaşlık davranışının öncüllerini daha derinden anlamamıza 
yardımcı olurken uygulayıcıların da dikkatini çekecek nitelikte 

olması araştırmanın özgün değerini oluşturmaktadır.  

Keywords: Transformational Leadership, Organizational Justice, 
Organizational Citizenship Behavior 

Anahtar Kelimeler: Dönüştürücü Liderlik, Örgütsel Adalet, 
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1. INTRODUCTION 

In today's dynamic and competitive business environment, the extra-role behaviors of 

employees beyond the duties specified in their job descriptions have become very important for 

organizational success. An employee's optional extra-role behaviors, in other words, performing 

beyond job descriptions, are defined as organizational citizenship behavior. It is possible to define 

organizational citizenship behavior as behaviors performed voluntarily by employees to increase the 

efficiency of the organization and not clearly recognized by the official reward system (Khaola & 

Rambe, 2020). Organizational citizenship behavior is a voluntary behavior pattern that supports 

organizational functions by respecting the well-being of other employees within the organization 

(Basalamah & Ardana, 2020). In this respect, organizational citizenship behavior includes voluntary 

participation in organizational activities and performance that exceeds the normal duties in job 

descriptions (McShane & Glinow, 2015; Khaola & Rambe, 2020). 

Organizational citizenship behavior contributes significantly to organizations gaining 

sustainable competitive advantage, especially in environments where competition is fierce. Also, the 

organizational citizenship behavior of the employees is closely related to high customer satisfaction, 

organizational commitment, and low turnover rate (Podsakoff et al., 2009). As a result, research into 

the antecedents of organizational citizenship behavior is important, and it is useful to investigate the 

factors that impact organizational citizenship behavior (Nurjanah et al., 2020). 

In research on the antecedents of organizational citizenship behavior, leadership style (Lee et 

al., 2018; Tian et al., 2020; Zhang et al., 2020), organizational justice (Majeed et., 2018), job 

satisfaction (Khaskheli et al., 2020) and organizational commitment (Nurjanah et al., 2020) have been 

documented to increase organizational citizenship behavior. As Khaola and Rambe (2020) stated, one 

of the most discussed issues in the researches on antecedents of organizational citizenship behavior is 

the implementation of an effective leadership style. Different leadership styles have been discussed in 

the literature and many new leadership styles have been proposed since 2000. However, the overlap 

between the suggested leadership style is extremely problematic and there is probably “concept 

repetition” (Sürücü & Sağbaş,  2021). It is thought that it is only the scope of the concept of leadership 

and the way it is perceived. For this reason, the transformational leadership style, which is one of the 

most effective examples of contemporary leadership theories, has been examined in the research. 

As stated in a meta-analysis study, transformational leadership is an effective and widely used 

leadership style (Wang et al., 2011). Bass (1990) states that the transformational leadership is a 

leadership style that instils trust, admiration, and loyalty in its employees. A transformational leader 

has behaviors that inspire employees to perform more than expected, motivate them, and put aside the 

personal interests of employees to benefit the organization (Nurjanah et al., 2020). Given that the 

transformational leader positively affects employee behavior, it is clear that the transformational 

leader has the potential to improve organizational citizenship behavior. However, the findings on 

the relationship between transformational leaders and organizational citizenship behavior are 

somewhat blurred. In the literature, findings are indicating that the transformational leader 

positively influences organizational citizenship behavior (Lee et al., 2018; Khaola & Rambe, 

2020), as well as unrelated findings (Kent & Chelladurai, 2001; Kim, 2014). The reason for the 

different findings may be due to the mediators that underlie the transformational leadership-

organizational citizenship behavior relationship, as several researchers have pointed out (Khaola 

& Rambe, 2020). However, there has been insufficient research to determine the critical factors 

that mediate this relationship (Lee et al., 2018). Previous studies document that organizational 

culture (Kim, 2014), employee job satisfaction (Nurjanah et al., 2020), emotional commitment 

(Lee et al., 2018) and psychological capital (Nandan & Azim, 2015) have mediating effects in 

this relationship. Despite the studies, a recent meta-analysis study calls for more research on the 

psychological mechanisms underlying the relationship between transformational leadership and 

organizational citizenship behavior (Nohe & Hertel, 2017). Also, research on the transformational 

leaders and potential outcomes has been criticized for examining the mediating effect without relying 

on a clear theory (Nohe & Hertel, 2017; Van Knippenberg & Sitkin, 2013). Using the theory of Social 

Exchange as a theoretical framework, this study responds to calls and criticisms. Based on the gap in 
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the literature, the mediating role of organizational justice in the effect of transformational leadership 

on organizational citizenship behavior was investigated. The research is considered to attract the 

attention of practitioners as well as expand the organizational citizenship literature. 

2. LITERATURE REVIEW 

2.1. Transformational Leadership and Organizational Citizenship Behavior 

 Today's employees prefer self-sacrificing leaders who avoid abuse of power, act as role 

models for them, and work for employee well-being (Su et al., 2019; Tian et al., 2020). Therefore, 

managers in any position within the organization are expected to display leadership behaviors (Hall et 

al., 2015). A leader is an important function of management, helping to maximize efficiency and 

achieve organizational goals. 

In the last thirty years, transformational leadership has been one of the most prominent 

leadership approaches to understanding individual, group and organizational effectiveness. (Zhang et 

al., 2020). Transformational leadership conceptualized by Bass (1990) includes “idealized influence, 

inspirational motivation, intellectual stimulation, and individualized consideration” behaviors. 

Idealized influence refers to the degree to which leaders exhibit behaviors that will enable their 

followers to identify with them. Inspirational motivation refers to the degree to which leaders can 

convey their vision in ways that inspire their employees. Intellectual stimulation refers to the degree to 

which employees demand different opinions and the leader can question the current practices of the 

organization. Individualized consideration refers to the degree to which employees act as mentors to 

meet their needs. 

Transformational leaders focus on real-time problems and shape their behavior by motivating 

employees to achieve organizational goals effectively. They encourage their employees to participate 

in organizational activities and help them in all activities and coach them. They communicate their 

broad vision to their employees, giving them goals and expanding their vision. Also, paying attention 

to the personal development of the employees strives for the employees to exhibit high performance 

by increasing their qualifications (Tian et al., 2020; Yıkılmaz, 2020). Transformational leadership 

increases the self-confidence of the employees throughout all the activities they have done and ensure 

them to feel self-confident. Malik et al. (2016) state that the transformational leader internally 

motivates employees to perform beyond their job descriptions, as they act by employee's values. These 

positive attitudes of transformational leader towards their employees may lead to an increase in 

organizational citizenship behavior in employees (Wisnawa & Dewi, 2020).  

Social Exchange Theory is probably one of the most influential theories for explaining the 

general dynamics that lead to the emergence of organizational citizenship behavior. Also, The theory 

provides a framework for understanding why the transformational leadership can be associated with 

organizational citizenship behavior (Nohe & Hertel, 2017). Blau (1964) states in his seminal study that 

social exchange relations are characterized by trust and loyalty and develop based on the norm of 

reciprocity between the parties (leader-employee). From this point of view, employees will engage in 

social exchange in response to the positive behaviors of transformational leaders for them and will 

respond to positive behaviors of transformational leaders by demonstrating organizational citizenship 

behaviors. Having considered in the context of Social Exchange Theory, the transformational 

leadership is an important driving force that increases the extra-role behavior of employees to perform 

beyond their responsibilities (Permatasari et al., 2017). In recent studies supporting the theory of social 

exchange, it has been documented that the transformational leadership positively affects organizational 

citizenship behavior (Nurjanah et al., 2020; Tian et al., 2020; Zhang et al., 2020; Yıkılmaz, 2020; 

Wisnawa & Dewi, 2020). The following hypothesis has been developed to be tested in line with the 

theory of Social Exchange and related researches. 

Hypothesis 1: Transformational leadership affects organizational citizenship behavior 

significantly and positively.  

2.2. Organizational Justice and Organizational Citizenship Behavior 

Employee concerns about the distribution of organizational resources such as wages, rewards, 

and recognition are known as distributive justice. Procedural justice expresses that employees are 
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concerned about the fairness of the procedures and criteria used to distribute these resources. Finally, 

the employee's perceptions of fair treatment by organizational leaders and decision-makers express 

interactional justice. As a group; Distributive, procedural, and interactional justices have been 

accepted by Greenberg (1987) as “Organizational Justice”, a term first used to refer to people's 

perceptions of justice in organizations (Erkutlu, 2011). Fassina et al. (2008) state that it will be 

appropriate considering the shared variances between different types of justice in studies on the 

relationship between justice and OCB, it is more accurate to investigate the perception of justice as a 

whole rather than investigating the effects of distributive, procedural, and interactional justice 

separately on organizational citizenship behavior. For this reason, the perception of justice was 

examined as a whole concept in the study.  

Organizational justice perception is assumed to create open-ended social exchange 

relationships, and such relationships lead to the employee's repayment obligation to the leader or 

organization. Social Exchange Theory predicts that if the perception of organizational justice is high, 

the employee will also need to respond through organizational citizenship behavior (Spector & Che, 

2014). Having considered the formation process of organizational citizenship behavior from the 

perspective of the employee, factors such as fair treatment and organizational justice are among the 

important elements that require a social exchange. As a matter of fact, Nandan and Azim (2015) state 

that employees will respond to social exchange by increasing their organizational citizenship 

behaviors when they feel that managers are treated fairly. In other words, if the exchanges are 

considered fair, the employees will most likely act in a way that benefits the organization 

(organizational citizenship behavior) by performing justice mutually. In the opposite case, when 

employees believe that the organization or leaders are not treating them fairly, employees will believe 

that social exchange is violated. In such a case, employees will be more likely to respond to injustice 

by exhibiting low performance, increased absenteeism, reduced emotional attachment, or less civic 

behavior. 

In addition to the theory of Social Exchange, Organ (1990) proposed a theoretical basis for the 

relationship between organizational justice and organizational citizenship behavior using “Equity 

Theory”. The theory accepts organizational citizenship behavior as a job input and states that the 

employee who perceives the job rewards as fair according to the inputs of the job will continue the 

organizational citizenship behavior, and the employee who perceives it as excess will react to the 

underpayment by increasing the organizational citizenship behavior. 

Having considered in the context of Social Exchange and Equity Theory, the perception of 

organizational justice among employees may positively affect organizational citizenship behavior. In 

studies conducted to support the literature, a significant relationship was found between organizational 

justice and organizational citizenship behavior (Bellini et al., 2019; Saifi & Shahzad, 2017; Majeed et 

al., 2018). The following hypothesis has been developed to be investigated in line with the researches 

and existing theories. 

Hypothesis 2: Organizational justice affects organizational citizenship behavior significantly 

and positively. 

2.3. The Mediating Role of Organizational Justice 

Transformational leaders support their employees in achieving a common vision and goals and 

create inspiring motivation in their employees by guiding their business life (Afsar & Umrani, 2019). 

In this respect, the transformational leader is expected to positively affect organizational citizenship 

behavior. According to the Social Exchange Theory, in the case of mutual exchange obligations 

between two or more parties, the parties take conditional actions. Based on the Theory, it can be 

thought that typical employees may engage in positive behaviors such as organizational citizenship 

behavior (OCB) that can benefit the leader and the organization in return for the benefits the 

transformational leader (TL) has shown to them. Empirical studies conducted in this direction document 

that TL positively affects OCB (Khaola & Rambe, 2020; Tian et al., 2020; Zhang et al., 2020) 

Although the relationship between TL and OCB has been empirically confirmed, there has 

been little interest in researching the social and psychological mechanisms by which the 

transformational leader affects organizational citizenship behavior (Ng, 2017; Khaola & Rambe, 
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2020). Podsakoff et al. (2000) stated that the total effect of the transformational leadership on 

organizational citizenship behavior is not direct but indirect. It is thought that investigating such 

mechanisms will be more enlightening in understanding how and why the transformational leader has 

a positive effect on employees (Ng, 2017). 

There is theoretical evidence in the literature that the transformational leadership indirectly 

influences organizational citizenship behavior through organizational justice. Ng (2017) states that an 

effective leader will create a feeling that employees are appreciated by the organization, and in return, 

employees will participate in organizational citizenship behaviors in a way that will increase the 

efficiency of the organization. Similarly, Khaola and Rambe (2020) emphasize that the 

transformational leadership increases the perception of justice among employees and that will result in 

organizational commitment and organizational citizenship behavior.  Majeed et al. (2018) stated that 

the relationship of employees with organizational citizenship behavior depends on some antecedents 

and one of the antecedents is the perception of organizational justice. Current literature shows that 

employees 'attitudes and behaviors are influenced by the perception of organizational justice and that 

concerns about justice affect employees' working lives in various ways (Iqbal et al., 2012; Shin & 

Sohn, 2015).  

A leader is the source of justice within the organization as the representative of the organization. 

The organizational justice created by the leader has a positive effect on the attitudes and behaviors of the 

employees, and it is assumed that the employees will create a sense of trust towards the leader (Khaola & 

Rambe, 2020). Organizational justice is not only recognized as one of the premises of organizational 

citizenship behavior but also sometimes considered a proxy for social exchange. With the leaders treating 

their employees fairly and the employees using the organizational citizenship behavior as an exchange 

resource, change occurs and organizational citizenship behavior will increase within the organization. In 

summary, as the leader's behavior and organizational justice are theoretically based on the theory of Social 

Exchange, justice mediates the relationships between the transformational leadership and employee 

attitudes and behaviors. The following hypothesis has been proposed based on the arguments stated above. 

Hypothesis 3: Organizational Justice has a mediating role in the relationship between 

transformational leadership and organizational citizenship behaviors  

3. METHOD 

3.1. Research Model 

 In the study, a conceptual model including the transformational leader, organizational 

citizenship behavior, and organizational justice is proposed. The proposed research model is shown in 

Figure 1.  

Figure 1: Research Model 

 

 

 

 

 

3.2. Population and Sample 

Textile workers constitute the population of the study. No technique was applied in the 

selection of samples in the study. The research data were obtained from the employees of 2 textile 

factories in Istanbul using the convenience sampling method. These factories are preferred because 

they have permitted the study. First of all, factory managers were interviewed and permission was 

asked for research. After obtaining the necessary permissions from the managers, the ethics committee 

permission was obtained from the Head of the Ethics Committee of the Leadership University (Ethics 

Committee Nu: ALU-ETK-2021-02). To carry out the research, 3 personnel who trained about 

conducting questionnaires were sent to the relevant factories, and an on-site questionnaire was applied 
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at rest hours. The questionnaires were delivered in sealed envelopes to prevent bias while responding 

to the statements in the questionnaire and they were asked to fill in an environment where there were 

no managers/supervisors. 411 of the 700 questionnaires prepared were distributed to the participants. 

No response was provided for 40 questionnaires. The collected 371 questionnaires were examined by 

the researcher and 56 questionnaires that were not filled inappropriately were not included in the 

study. As a result, the research hypotheses were tested with 315 valid survey data. 

42.54% of the participants are women and 57.46% are men. While 34.60% are single, 65.40% 

are married. 19.37% of the participants are in primary education, 33.01% high school, 26.03% 

associate degree, and 21.59% university graduates. 42.86% of the participants are in the age group 25 

and under, 26.35% are in the 26-30 age group, 23.49% are in the 31-40 age group, 7.30% are in the 

age group of 41 and over. 60.95% of these participants are 5 years or less, 26.35% are 6-10 years, 

8.57% are 11-15 years, 4.13% are 16 years and more works in place. 

3.3. Measures 

In the study, Measures developed previously and used frequently in recent studies were 

preferred. 

Transformational Leadership: A 7-item scale developed by Carless et al. (2000) was used to 

determine the perception of transformational leadership in participants. The adaptation of the scale to 

Turkish, its validity and reliability study was conducted by Naktiyok (2015). The scale prepared in 5-

points Likert type expresses "1 = Strongly Disagree to 5 = Strongly Agree Sample questions of the 

scale; "My leader promotes cooperation by establishing an atmosphere of trust." and "My leader 

supports the development of employees". 

Organizational Citizenship Behavior: A 12-item scale developed by DiPaola and Hoy (2005) 

was used to measure organizational citizenship behavior in participants. The adaptation of the scale to 

Turkish, its validity and reliability study were carried out by Taştan and Yılmaz (2010). The scale 

prepared in 5-points Likert type expresses "1 = Strongly Disagree to 5 = Strongly Agree". Sample 

questions belonging to a single dimension scale; "I share my knowledge on various issues", "I make 

innovative suggestions to increase the quality in the workplace." in the form. 

Organizational Justice: A 20-item scale developed by Colquitt (2001) was used to determine 

the participants' perceptions of organizational justice. The adaptation to Turkish, validity and 

reliability study of the scale made by Özmen et al. (2007) includes 1 = A little to 5 = Mostly. Sample 

questions of the scale are as follows: "Does it value you?", "Does it lead you unfair comments and 

criticism?". 

4. FINDINGS 

The structural validity and reliability of the scales were primarily examined in the study. Analysis 

results are shown in Table 1. 

Table 1: Validity and Reliability Results 

Variables Cronbach Alfa Composite Reliability Factor Loadings 

Transformational Leader  0,798 0,831 0,510 - 0,802 

Organizational Citizenship Behavior 0,868 0,909 0,514 - 0,844 

Organizational Justice 0,893 0,901 0,625 - 0,891 

In the analyzes, it was determined that the factor loadings of the transformational leadership 

scale were between 0.510 and 0.802, and the Cronbach's Alpha value, which indicates the internal 

consistency, was 0.798, and the composite reliability value was 0.831. The factor loadings of the 

organizational citizenship behavior scale were measured as 0.514-0.844, the Cronbach Alpha value as 

0.868, and the composite reliability value as 0.909. The factor loadings of the organizational justice 

scale, which is the last scale used in the study, are 0.625-0.891, Cronbach Alpha value is 0.893, and 

the composite reliability value is 0.901. These values are 0.7 and above, which is generally accepted in 

the literature for the reliability of the scale (Sürücü & Maslakçı, 2020). The findings show that the 

scales used in the research are reliable. The factor loadings of the scales are 0.5 and above. Factor 

loadings of 0.5 and above indicate that the expressions in the scales have good factor loadings (Sürücü 
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& Maslakçı, 2020). Finally, the fit indexes of the research model were checked and the model was 

found to have good fit indices (CMIN / DF = 2.995, GFI = 0.923, RFI = 0.943, TLI = 0.952, CFI = 

0.961, RMSEA = 0.051). 

It is recommended to control the distribution of data in determining statistical methods in the 

literature (Sürücü & Maslakçı, 2020). In this context, the distribution of the responses of the 

participants to the relevant scales was checked. Hair et al. (2014) states that if kurtosis and skewness 

values are between -1.5 and +1.5, the data show a normal distribution. The values obtained as a result 

of the analysis (Table 2) show that the data have a normal distribution. 

The results of the correlation analysis performed to determine the strength and direction of the 

relationship between variables are shown in Table 2. 

Table 2: Correlation Analysis Results 

Variables Mean S.d. 1. 2. 3. 

1. Transformational Leader 3,658 0,808 1   

2. Organizational Citizenship Behavior 3,975 0,702 0,476** 1  

3. Organizational Justice 3,336 0,859 0,508** 0,413** 1 

Skewness   -0,577 0,040 -0,343 

Kurtosis   0,291 1,061 -0,089 

Table 2 shows that the transformational leader has a positive correlation with organizational 

citizenship behavior (r = 0.476, p <0.05) and organizational justice (r = 0.508, p <0.05). Also, there is 

a positive correlation between organizational justice and organizational citizenship behavior (r = 

0.413, p <0.05). Having examined the correlation values, it is seen that the correlation between 

variables is moderate. 

To test the hypotheses, Process Macro Model 4, developed by Hayes (2017), was used as an 

add-on to the SPSS program. The results of the analysis performed with 5000 resampling numbers at a 

95% confidence interval are shown in Table 3. 

Table 3: Regression Results 

Regression Path Effect SE t LLCI ULCI 

Transformational Leader  OCB 0,136 0,429 3,109 0,0491 0,2179 

Transformational Leader  Organizational Justice   0,540 0,542 11,944 0,4513 0,6292 

Organizational Justice   OCB 0,255 0,457 5,580 0,1650 0,3446 

Indirect Effect (TL  OJ  OCB) 0,721 0,260 - 0,0214 0,1247 
 TL: Transformational Leader, OCB: Organizational Citizenship Behaviour, OJ: Organizational Justice 

In the analysis results, transformational leader had a significant and positive effect with 

organizational citizenship behavior (β = 0.136, 95% CI = [0.0491, 0.2179], t = 3.109, p <0.05) and 

organizational justice perception (β = 0.540, 95% CI = [0.4513, 0.6292], t = 11.944, p <0.05). In 

addition to these findings, the perception of organizational justice has also been found to have a 

significant and positive effect on organizational citizenship behavior (β = 0.255, 95% CI = [0.1650, 

0.3446], t = 5.580, p <0.05). Hayes (2017) states that the lower and upper limits (LLCI, ULCI) are 

controlled to check the significance of the obtained regression coefficients and the regression 

coefficients are significant when these values do not contain zero (0). When Table 3 is examined, it is 

seen that the lower and upper limits do not include zero. In line with these findings, Hypothesis 1 and 

Hypothesis 2 in the study were supported. 

Finally, in the research, it was suggested that organizational justice has a mediating role in the 

relationship between transformational leadership and organizational citizenship behavior (Hypothesis 

3). To determine the mediating role of organizational justice, the indirect effect of the transformational 

leadership on organizational citizenship behavior was examined and the effect was found to be 

significant (β = 0.721, SH = 0.260, 95% BCA CI = [0.0214, 0.1247]). Hypothesis 3, which is the last 

hypothesis of the research, was supported in line with the findings obtained. 

5. DISCUSSION 

Although there are studies on the effect of transformational leadership on organizational 

citizenship behavior, studies on determining the critical factors that mediate the relationship between 
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the two variables are not sufficient (Lee et al., 2018). Also, calls are made to further investigate the 

psychological mechanisms underlying the relationship between the TL and OCB (Nohe & Hertel, 

2017; Ng, 2017). This research is trying to close the gap in the literature and answer the calls made. 

The main findings of the study are presented below. 

In the study, it was determined that TL had a significant and positive effect on OCB. In fact, 

this is an expected result, because transformational leaders create a supportive work environment by 

treating their employees with respect and fairness. This environment created encourages employees to 

show extra-role behaviors (such as organizational citizenship behavior) for the success of the 

organization, by ensuring that employees have positive feelings towards their organization. In 

addition, transformational leaders take care of their employees, taking into account the individual 

needs of the employees. In addition, They provide an inspiring motivation for employees to achieve 

common vision and goals. From the perspective of Social Exchange Theory, employees respond to the 

positive behaviors of the transformational leader by increasing their organizational citizenship 

behavior because of the close attention of the transformational leaders. The findings of the study can 

be considered reasonable in line with the current literature and Social Exchange Theory. Also This 

finding of the study is in line with the results obtained in previous studies (Nurjanah et al., 2020; 

Wisnawa & Dewi, 2020). 

Another finding obtained in the study is that organizational justice affects organizational 

citizenship behavior in employees significantly and positively. This finding of the study shows that 

employee behavior is affected by the perception of organizational justice and that concerns about 

justice are reflected in various aspects of the employee's work life. If the employees believe that the 

organization's decisions are fair, there will be a sense of trust in their leader. Increasing mutual trust 

between leader and employee improves social exchange relations. Employees who believe they are 

benefited by their leaders often feel obliged to 'pay for the good'. In this case, the employee responds 

by demonstrating organizational citizenship behaviors that will benefit the leader and organization. 

The findings of the study are a continuation of the previous research results (Bellini et al., 2019; Saifi 

& Shahzad, 2017; Majeed et al., 2018). 

Finally, it was determined in the study that organizational justice mediates the relationship 

between TL and OCB. This is the most important finding of the study and its contribution to the 

literature that organizational justice has a mediating effect on the relationship between TL and OCB is 

important in terms of providing information to practitioners who aim to increase OCB within the 

organization. As stated in previous chapters, leaders as representatives of organizations are responsible 

for ensuring justice in organizations. Indeed, Van Knippenberg et al. (2007) states that leaders are 

important resources in the formation of justice and injustice within the organization. Consistent with 

this argument, it can be said that the positive behavior of the transformational leader and their 

approach towards their employees will create a fair environment within the organization. In response 

to the perception of justice that occurs within the organization, employees also respond by actively 

adhering to their organization, which ultimately prompts employees to participate in organizational 

citizenship behavior. Also, considering that employee behavior is based on the relationship of social 

exchange, the employee's behavior within the organization is shaped by the employee's perception of 

justice and the prevalence of organizational justice. The transformational leaders who provide justice 

in the organization make the employees feel that they are important to the organization, and this 

motivates the employees to act that benefits the organization. Supporting the literature, Khaola and 

Rambe (2020) state that employees evaluate whether the leader is acting fairly before participating in 

organizational citizenship behavior and that organizational justice is the antecedent for the 

transformational leadership to positively affect the behavior of organizational citizenship. Research 

findings show that TL positively affects the employees 'perception of organizational justice and that 

the perception of justice increases the employees' orientation towards organizational citizenship 

behaviors. 

The previous studies have documented that organizational culture, job satisfaction, emotional 

commitment, and psychological capital have a mediating effect on the relationship between TL - OCB. 

The study expands the previous studies on the determination of mediating effect and shows that one of 
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the psychological mechanisms underlying the relationship between TL and OCB is organizational 

justice. In this aspect, the research extends previous studies. 

5.1. Managerial Implications 

In the study, it was determined that managers' performance of transformational leadership 

style increases organizational citizenship behavior, which is critical for organizational efficiency, 

and organizational justice has an intermediary role in this relationship. This finding provides 

insights into how managers can strategically increase organizational citizenship behavior in their 

employees. Managers should clearly explain their visions to their employees and create a 

collaborative work environment, as the transformational leader does, to increase extra-role 

behaviors in their employees. This created environment unites groups within the organization in 

line with a common goal, allowing them to show extra-role behaviors for the success of the 

organization. Moreover, if managers are careful in the process of assignment of jobs and the 

implementation of reward systems, the perception of organizational justice in their employees 

will improve positively. The high perception of organizational justice will indirectly increase the 

organizational citizenship behavior in employees. 

Barling et al. (1996) documented in their study that transformational leadership qualities can 

be developed with education and can be improved later. For this reason, it is recommended that human 

resources managers design training to bring transformational leadership qualities to all managers in the 

organization. As a continuation of past research findings, this study emphasizes the importance of 

organizational justice perception. Providing employees with a perception of justice is one of the main 

duties of the leader. Therefore, leaders at all stages must treat their employees fairly. 

5.2. Limitations 

Some limitations should not be overlooked when evaluating the results of the study. The 

cross-sectional design of the study fails to explain how TL affects organizational citizenship behavior. 

Also, considering that the research data are collected from one sector (textile workers), it is not 

sufficient to generalize. For this reason, obtaining data from different sectors and collecting data at 

certain time intervals can eliminate the limitations of the research. Finally, to discover the 

psychological mechanisms underlying the relationship between TL and OCB; Variables such as 

positive psychological capital, psychological well-being, and commitment can be investigated as 

mediators or regulatory variables in this relationship. 
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