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ABSTRACT 

The aim of this study was investigating the effect of transformational leadership style and organizational 

justice on organizational citizenship behavior among the heads of bank branches in Lorestan province. In 

this study the effect of transformational leadership style has four components (idealized influence, 

inspirational motivation, intellectual stimulation and individualized consideration), organizational justice 

including three dimensions (distributive, procedural and interactional) and organizational citizenship 

behavior has five dimensions (conscientiousness, altruism, generosity, citizenship virtue and respect and 

reverence). This research in terms of goal is applied and in terms of data collection is descriptive-survey. 

Since research in the sector (industry) in Lorestan banking is done. The study population included all 

heads of branches of banks in the Lorestan province, which refer to the affair management of bank 

branches and the website of the banks was estimated at 444. The sample using Cochran formula and 

random sampling method was determined 136 members. The data collection tool of this study was 

Goldman organizational justice questionnaire, Barak transformational leadership questionnaire and 

Oregon organizational citizenship behavior questionnaire). In the study to determine the questionnaires 

reliability during pretested, 20 questionnaires were distributed among the population. After collecting the 

questionnaires, to determine the reliability, Cronbach alpha coefficient according to following formula 

using SPSS software was calculated: Pre-test results show that reliability of organizational justice 

questionnaire is equal to 0.908, the reliability of transformational leadership style questionnaire is equal to 

0.710 and reliability of organizational citizenship behavior questionnaire is equal to 0.832. Considering 

the above, we can say that questionnaires used in this study are relatively good reliability and validity. In 

this study, the role of each component of transformational leadership dimensions and organizational 

justice in improving organizational citizenship behaviors were assessed from the perspective of heads of 

branches of banks in the Lorestan province. Finally, we can conclude that the transformational leadership 

style and organizational justice effect citizenship behaviors. 
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INTRODUCTION 

Transformational leadership is newest styles of leadership that is highly regarded. According to various 

studies have shown that transformational leadership motivating their followers and improve their 

performance. The leaders also increases confidence, commitment and efficiency of the team members 

(Arnold et al., 2001), organizational citizenship behavior and organizational justice (Chu, 2010; 

Guanglin, 2011; Nahum-Shan, 2011).  

Organizational justice widely in the field of management, applied psychology, organizational behavior 

and accounting has studied (Parker et al., 2005). 

Justice in organization reflects the perceptions of employees in fair dealings (Rezaeian, 2005) and unfair 

(Parker et al., 2005) and perception of the fairness of the organization's work environment (Johnson et al., 

2006). 

In organizational justice ways that must be treated with employees to feel that they were treated fairly. 

Organizational justice as a basic and essential element of organizational processes referred (Naami, 

2004), because social justice is the primary element for the health institutions. 
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In the competitive environment of the modern world, organizations are looking for new ways to maximize 

the efforts of their employees. In this regard, we can refer to organizational citizenship behavior, which 

led to innovation, flexibility, productivity and organizational responsiveness (Rasoji, 2006). 

Organizational citizenship behavior is phenomenon that has attracted the attention of many researchers 

(Murphy, 2002) and is done with the intention of helping organizations and individuals (Castro, 2004). 

Organizational citizenship behavior occurs in the workplace, defined as: "a set of behaviors beneficial to 

the organization voluntarily are not part of the official duties, however, done by him and improve 

organization roles effectively” (Murphy, 2002; Oregon, 2004; Blasroo, 2001).  

Oregon (2004) believed that organizational citizenship behavior, individual behavior directly by formal 

reward systems in organizations is not designed; however enhance organization effectiveness and 

efficiency (Cohen & Cole, 2004). Understanding the factors affecting organizational citizenship behavior 

can be an important factor in human resource development in many ways. OCB has five dimensions are 

of course all dimensions of citizenship may not emerge at the same time (Islami, 2007). 

Understanding the employee’s organizational justice and its impact on organizational citizenship behavior 

can help managers develop and improve employees. The recognition of the relationship between 

transformational leadership, organizational citizenship behavior and organizational justice among 

managers and operational staff can get adequate information about the impact of transformational 

leadership style and organizational justice, organizational citizenship behavior to adopt proper methods of 

management in order to provide recruitment that lead employees in organizational citizenship behavior 

are higher. Since the one hand, the human resources are the greatest resource known organizations 

(Rezaeian, 2001) 

On the other hand, with regard to the role of organizational citizenship behavior in customer’s loyalty 

(Castro et al., 2004), increased organizational and groups performance (Ackfeldt and Coote, 2004), job 

satisfaction (Murphy, 2002) and given the importance of organizational justice, in this study we want to 

know whether the transformational leadership style and organizational justice affects and organizational 

citizenship behavior? 

Theoretical Literature 
The concept of organizational citizenship behavior for the first time was presented to science world by 

Batman and Organs in the early 1980s. Initial studies in the field of organizational citizenship behavior to 

identify responsibilities or behaviors of the employees in organization were done, although these 

behaviors are often ignored in traditional measures of job performance measures incompletely or even 

sometimes were neglected, but were effective in improving organizational effectiveness (Binstok et al., 

2003, 360 Quotes Islami and Sayar) (Mackenzie et al., 1998).  

Organizational citizenship behavior as voluntary and deliberate behavior increases by the employee 

directly to an organization's performance, apart from the goal employee productivity, have defined (Jung 

and Hong, 2008). Lepin and Johnson (2002) have defined organizational citizenship behavior as the 

willingness to cooperate and in organizational environments. Degroot and Brownlee (2006) Vigoda et al., 

(2007) organizational citizenship behavior to help informal workers know that without the sanctions and 

official rewards as an individual, they are free to do or refrain from doing (Abeli et al., 2008). In general, 

it should be stated that organizational citizenship behavior is spontaneous behavior, informed and 

voluntary one because it is not officially encouraged, because of this behavior in unforeseen 

organizational job description, but do behave consistently and continuing in an organization on the one 

hand leads to effectiveness and organizational success. And on the other hand will increase staff 

satisfaction (Abel et al., 2008). 

Organizational Citizenship Behaviors 

Graham (1991) apply their theoretical perspective based on the modern theory of political philosophy and 

political science we have suggested three types of organizational citizenship behavior: (Zare, 2004). 

Organizational Information 

It describes the necessity and utility of actions that identify and rational structure of discipline are 

accepted. Indices of organizational obedience behaviors such as respect for the organizational rules, tasks 
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to be done thoroughly and responsibilities according to organizational resources (Binstok et al., quoted 

from Islami, Hasanand Sayar, A., 2007). 

Organizational Loyalty 

Employee’s desire to dedication and sacrifice personal interests for the sake of corporate interests, and 

defend the organization (Zare, 2004). This loyalty to the organization of loyalty to self, others and the 

different units and departments and express the degree of loyalty of employees in the organization, and 

defend the interests of the organization (Binstok et al., quoted from Islami, and Sayar, 2007). 

Institutional Participation  

Employee’s desire to get involved in all aspects of organizational life is described. In the experimental 

work of Van Dyne, Graham and Dienesch (1994) show that participation actually has three forms (Zare, 

2004). 

Social Participation 

Active involvement of employees in the affairs of the company and participate in social activities 

described (Like attending mandatory meetings and respected organizational issues and reaching the move 

out). 

Support Participation 

Employee’s desire to improve the organization's to discuss challenges and being marked as proposed by 

the invention and encourage other employees to freely express their opinions. 

Practical Participation (Task) 

Employee involvement that goes beyond what is required standards, described (eg voluntarily accept 

additional assignments, working late to finish projects and ... (ibid, p. 154). 

Research Methodology 

Since research in the sector (industry) in Lorestan banking is done. The study population included all 

heads of branches of banks in the Lorestan province, which refer to the affair management of bank 

branches and the website of the banks was estimated at 444. The number of statistical population is 

estimated at 444 members. 

In addition, because the results of this study should be extended to all members of society and for 

qualitative variables, the sample using Cochran formula and random sampling method was determined 

136 members.   

The data collection tool of this study was questionnaire. In this study three questionnaires organizational 

justice, transformational leadership and organizational citizenship behavior used. 

To analyze the data, descriptive and inferential statistics are used. Data using inferential statistical 

methods such as simple and multiple regressions, t test and Spearman correlation coefficient are analyzed. 

It is worth mentioning that all the estimates of confidence intervals describe and analyze the data using 

SPSS statistical software is done. 

Research Findings 

The results of multivariate statistics (linear regression) 

• Correlation coefficient and significant level between transformational leadership style and citizenship 

behavior  

 

Table 1: Spearman Correlation Coefficient and Transformational Leadership and Citizenship 

Behavior  

Correlation 

Coefficient 
Significant Level 

C
it

iz
en

sh
ip

 

B
eh

av
io

r 

D
im

en
si

o
n
 

Conscientiousness 0.77 0.00 

Altruism 0.82 0.00 

Citizenship Virtue 0.68 0.01 

Chivalry 0.23 0.13 

Respect and Honor 0.82 0.00 
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Data of the table conscientiousness dimension has a correlation coefficient 0.77, and the amount of Sig 

0.00 which is significant at the level of error less than 0.01 that transformational leadership style has a 

positive and significant impact on the conscientiousness. Altruism dimension with a correlation 

coefficient 082 and Sig 0.00 and at the level of error less than 0.01 is significant. The citizenship virtue 

dimension with a correlation coefficient 0.68 and Sig 0.01 is significant. Chivalry dimension: Based on 

the correlation coefficient lower 0.23 percent show low correlation between transformational leadership 

as the independent variable and chivalry dimension as the dependent variable amount Sig 0.13 at the level 

of error less than 0.01 and even 0.05 percent is significant. 

Final dimension of the reverence with a correlation coefficient equal to 082 and the amount Sig = 0.00 is 

significant. 

• Relationships between variables of transformational leadership and OCB 

 

Table 2: Fitness Statistic Model 

 

Null Hypothesis: There is no relationship between transformational leadership and OCB. 

Alternative Hypothesis: There is a relationship between transformational leadership and OCB. 

Output Table 2 multiple correlation coefficient 0.58 and adjusted coefficient of determination 0.07 

indicating the independent variable explained on the dependent variable. 

 

Table 3: Analysis of Variance 

Sig. F Mean Square Df Sum of Squares Model 

 
722.1 854.0 1 854.0 1 Regression 

191a.0  496.0 134 500.120 Remaining 

   136 354.121 Total 

 

Output  

Results Table 3 shows two sources regression and remaining. Degrees of freedom is equal to 1.72 the 

amount F is equal to 1.72 indicates that regression model is a good model research and meaningful level 

of 0.01. 

 

Table 4: Beta and Value tm 

Sig. T 

Non -

Standardized 

Impact Factor 

Standardized Impact 

Factor Model 

Beta Std. Error B 

 
000.0 332.16  215.0 519.3 1 

002.0 312.1 084.0 051.0 067.0 Transformational Leadership 

 

Because the absolute value of the t-statistic is greater than 1 and level of error smaller than 0.05 will say 

that transformational leadership style variable has a significant impact on the dependent variable 

Standard 

Error of 

Estimation 

Adjusted 

Coefficient of 

Determination 

Square Multiple 

Correlation 

Coefficient 

Multiple 

Correlation 

Coefficient 

Model 

70419.0 007.0 007.0 584a.0 1 
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citizenship behavior and we conclude that the transformational leadership style on organizational justice 

in significant error level less than 0.05 percent is significant. 

• Spearman correlation coefficient of two variables transformational leadership and OCB 

 

Table 5: Spearman Correlation Coefficient of Two Variables Transformational Leadership and 

OCB 

Sig 
Spearman Correlation 

Coefficients 
N Variable 

000.0 767**.0 136 
Transformational 

Leadership and OCB 

 

Output Table 5 shows that there is a correlation between the two variables transformational leadership 

and OCB but there is correlation according to a relationship that is equal to 076 in the level of error less 

than 0.01 percent. 

Correlation coefficient between dimensions of organizational justice on OCB 

 

Table 6: Correlation Coefficient between Variable and Transformational Leadership Style and 

Citizenship Behavior  

Correlation Coefficient Significance Level 

D
im

en
si

o
n
s 

o
f 

O
rg

an
iz

at
io

n
al

 J
u
st

ic
e 

Procedural 0.17 0.07 

 Interactional 0.67 0.00 

 Distributive 0.76 0.00 

 

As shown in Table 6 is shown the procedure dimension show low correlation with a correlation 

coefficient of 0.17 is procedural justice with organizational citizenship behavior and the poor relationship 

at the level of 0.05 percent is not significant because Sig is high.  

Interactional justice dimension with correlation coefficient 0.67 is correlated with organizational 

citizenship behavior, and the correlation is significant at the level of error of less than 0.01 percent. 

Distributive justice dimension with a correlation coefficient 0.76 per cent and the amount is significant 

Sig = 0.00 percent is significant. 

 

Table 7: Model Fitness Statistic   

Standard 

Error of 

Estimation 

Adjusted 

Coefficient of 

Determination 

Square Multiple 

Correlation 

Coefficient 

Multiple 

Correlation 

Coefficient 

Model 

69084.0 040.0 044.0 211a.0 1 

 

Null hypothesis: there is no relationship between organizational justice and communicational citizenship 

behavior    

Alternative hypothesis: there is a relationship between organizational justice and communicational 

citizenship behavior    
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Statistics related to the fitness model in the table 7 showed a strong correlation between independent 

variables and dependent variable. Square multiple correlation coefficients (R Square) is equal to 0.21 and 

shows that an independent has a large degree of variance in the dependent variable 0.69 value in the last 

column also shows the predictive power of the regression model. 

 

Table 8: Analysis of Variance 

Sig. F Mean Square Df Sum of Squares Model 

 269.45 378.5 1 378.5 1 Regression 

000a.0  477.0 134 976.115 Remaining 

   135 354.121 Total 

 

Independent variables: organizational justice 

The dependent variable: Citizenship Behavior 

Output Results Table (4-8) shows two sources regression and remaining. F value is equal to 45.25 the 

amount F is equal to 1.72 indicates that the variable of organizational justice could not explain the 

behavior of citizenship. 

 

Table 9: Beta and Value tm 

Sig T 

Non -

Standardized 

Impact 

Factor 

Standardized Impact 

Factor Model 

Beta Std. Error B 

 
000.0 552.13  225.0 053.3 1 

000.0 357.3 211.0 068.0 227.0 Organizational Justice 

 

Table 9 according to the t-statistic value that is greater than 1 and Sig = 0.00 significance level the error 

level of less than 0.01 is significant. 

 

Table 10: Spearman Correlation Coefficient of Two Variables Organizational Justice and 

Citizenship Behavior 

Correlation 

Coefficient 
Significance Level N Variable 

000.0 757**.0 136 Transformational Leadership and OCB 

 

Table 10 that shows a correlation coefficient of 0.75 and a significance level of 0.00 as well as an analysis 

of each of the dimensions of organizational justice with the exception of procedural justice in accordance 

with low correlation and insignificant, other two dimensions of interactional and distributive justice have 

meaningful relationships with civil behavior. Thus, H1 is approved. 

Conclusion 
As statistical results and output Table 1 shows that the correlation coefficient between transformational 

leadership and citizenship behavior except Chivalry is significant and positive. Statistical analysis 

between the transformational leadership style and positive citizenship behavior and the consequence is 

that the correlation between transformational style and chivalry was not significant but generally positive 

relationship between transformational leadership style and organizational citizenship behavior is quite 

significant. In conclusion, there is a significant positive relationship between transformational leadership 

style and behavior of citizens (conscientiousness, altruism, civic virtue and reverence) but in chivalry this 
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relationship is very weak and not significant. In total, relationship between transformational leadership 

style and behavior of citizens is significant. Analysis of organizational justice on OCB Table 2 shows that 

procedural justice with a correlation coefficient 0.17, the coefficient is weak at the level of error of less 

than 0.01 was not significant, interactional justice with a correlation coefficient of 0.67 and distributive 

justice with a correlation coefficient 0.76 has a significant positive impact on citizens' behavior and 

among the dimensions of organizational justice, distributive justice and interactional justice greatest 

impact at the next level, but data suggest that procedural justice does not have a significant impact. The 

analysis results show the overall impact of organizational justice on organizational citizenship behavior 

that organizational justice with a correlation coefficient 0.75 and a significance level of 0.00 has a 

positive and meaningful impact on citizenship behavior, so the results of this hypothesis can be stated as 

follows: 

• Procedural justice does not have a significant effect on organizational citizenship behavior 

• Interactional justice has a significant effect on the behavior of citizens 

• Distributive justice has a significant effect on the behavior of citizens 

• Organizational Justice has a significant effect on the behavior of citizens 

 

Table 11: Hypothesis and Confirm or Reject  

 Hypothesis Confirmation Rejection 

Hypothesis 1 
Transformational leadership style has significant 

effect on organizational citizenship behavior 
   

Hypothesis 2 
Organizational justice has a significant effect on 

organizational citizenship behavior 
   

Hypothesis 3 
Transformational leadership style has significant 

influence on duty 
   

Hypothesis 4 
Transformational leadership style has significant 

effect on altruism 
   

Hypothesis 5 
Transformational leadership style has significant 

influence on civic virtue 
   

Hypothesis 6 
Transformational leadership style has significant 

influence on respect and reverence 
   

Hypothesis 7 
Transformational leadership style has significant 

influence on chivalry 
   

Hypothesis 8 
Procedural justice has a significant effect on 

organizational citizenship behavior 
   

Hypothesis 9 
Interactional justice has a significant effect on 

organizational citizenship behavior 
   

Hypothesis 10 
Distributive justice has a significant effect on 

organizational citizenship behavior 
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