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Abstract 

Since decades, leadership and organizational citizenship behavior (OCB) stayed at apex in 

the field of organizational behavior research and has gained significance among the scholars 

pursuing to define multifaceted dynamics of leadership and their influence on follower’s behavior at 

work. The voluntary behavior of Organizational citizenship improves organizational effectiveness, 

and it goes beyond formal job duties. The present study is an attempt to analyze the impact of 

leadership styles on OCB of subordinates in the selected firms in Coimbatore city. 
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Introduction and Problem Statement 

Leadership styles in today’s world are an increasingly complex and a popular organizational 

dynamic to work upon. Different leadership styles are appropriate in distinct situations. If an 

inappropriate style is adopted by the leader, it may pose several challenges for the workers, managers 

and human resources departments in the planning and execution of work in an organization. There 

are two positions with respect to the importance of the top management team on strategic decision 

making. According to the theory of the Ecology of Organizations the management team does not 

influence the organization's outcomes; conversely, several studies have shown how the top 

management team does influence certain aspects of the strategic decision-making process, and 

therefore, influences the organization's performance or effectiveness. The theory of the Ecology of 

Organizations states that there is a natural selection process for the species of organizations, which 

implies that the environment will determine who survives.  

The implication is that the top management team is composed of passive agents that have a 

minimum impact on corporative development. However, it was stated in their seminal work that an 

organization’s outcomes (i.e. strategic decisions and performance are partially predetermined by the 

features of those who participate in its administration. The basis of their study is supported by the 

idea that in a limited rationality context the point of view is limited by the cognitive base and values, 

thus influencing selective perception, interpretation, management perception, and strategy selection. 

There are several studies that support this view, demonstrating that diversity, leadership style, and 

top management team size are variables that can influence the decision-making processes, and 

consequently, the effectiveness of the organization. The present nature of leadership is that it has 

posed some consequences on the organization citizenship behavior. 

This study explores how superior leadership styles may impact subordinates’ organizational 

citizenship behavior (OCB). The importance of leadership style as predictor of OCB has been well 

established in Western settings. However, there is scant research explore the indirect effects between 

this two variables. Hence, the inclusion of subordinates’ competence and downward influence tactics 

served to investigate the role of intervening effect between leadership styles and OCB. Several 

researchers have suggested that leadership research needs to focus more on the “fundamental” issues, 

such as influence processes that characterize leader-follower interaction. Research has also shown 

that effective leaders must have the ability to recognize when to use different tactics of influence as 

well as the skill necessary to effectively carry out these influence attempts. Moreover, in terms of 

using downward influence tactics effectively, several empirical studies offer strong support for the 
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idea that the most effective leaders in organizations should understand the nature of influence, 

“what” influence tactics are available to them, and “how” and “when” to use those tactics. These 

works seems to infer that influence is important in all human relationships. On the other hand, 

studies on OCB around the issue of interpersonal relationships have been driven by the conviction 

that sound superior-subordinate relationship is crucial to organizational success. Positive 

interpersonal relationship at workplace should enhance positive OCB among the employees. 

Subordinates with high levels of OCB are more likely to be committed to the organization.  

Therefore, it is worthwhile for the superior to be aware of his/her leadership style in work 

situations and how it promotes subordinates’ OCB. It have been indicated that superior’s leadership 

style and subordinates’ OCB are inter-related. Inappropriate leadership styles may trigger negative 

consequences, which might further increase the sensitivity and susceptibility to misunderstanding 

that may lead to organizational dysfunction such as decline in work performances, absenteeism and 

high turnover. Thus, prevention of subordinates’ negative outcome is important visa-vis the use of 

different leadership styles. The mismatch might precipitate an unending and potentially disruptive 

vicious cycle that many organizational leaders want to avoid and therefore, they might want to 

address their styles and the attendant consequences more rigorously. 

Methodology 

The transactional and transformational leadership styles are taken into consideration. The influential 

methods incorporated by the leader on their subordinates are classified as persuasion, consultation, 

communication and anxiety. The samples for the study are managers from 250 firms in Chennai city. 

The firms are found involving in the businesses of manufacturing, retailing and servicing. The 

structured questionnaires are distributed to the samples using simple random sampling technique. 

The questionnaires received are then put into analysis using chi square and regression. 

Analysis and discussion 

H01- Theassociation between the leadership styles and influential modes of OCB is insignificant. 

Table – 1: Chi-Square Analysis 

S.No Influential modes x
2 

Sig. value Hypothesis 

Transactional leadership 

1 Persuasion 26.14 0.06 Accepted 

2 Consultation 18.36 0.05* Rejected 

3  Communication 19.47 0.00** Rejected 

4 Anxiety 28.69 0.00** Rejected 

S.No Influential modes x
2 

Sig. value Hypothesis 

Transformational leadership 

1 Persuasion 47.08 0.02* Rejected 

2 Consultation 09.55 0.03* Rejected 

3  Communication 16.38 0.05* Rejected 

4 Anxiety 94.61 0.01** Rejected 

Source: Primary data  * Significant at 5%.    ** Significant at 1% 
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The above table depicts the chi-square analysis between leadership styles and the influential 

modes. It is clear from the table that the hypothesis is accepted transactional leadership style and 

persuasionand rejected for the rest of all the variables. Hence, the null hypothesis is rejected for those 

variables and conferred that the association between the leadership styles and influential modes exist 

significantly. 

H02- There is no significant impact posed bythe leadership styles on influential modes of OCB  

The hypothesis is broken down into sub hypotheses for each of the leadership styles; 

H02a- There is no significant impact posed bythe transactional leadership style on influential modes 

of OCB  

Table 3: Multiple Regression Analysis 

Variable Coefficient Std. Error t Prob. 

L 2.36 3.11 -1.12 0.02 

P 4.12 6.32 -0.21 0.04 

Con 3.25 5.21 -8.51 0.05 

Com 0.01 6.11 -2.12 0.04 

A 3.58 4.21 1.02 007 

R
2 0.36 

 
Durbin-Watson  1.61 

Adjusted R
2 0.40 

F 0.89 Prob. 0.01 

Source: Primary data 

The table above shows the regression analysis between transactional leadership style and 

influential modes of OCB. The analysis shows (R
2
 = 0.36), which states that leadership styles 

contributed for influential modes of OCB. The F-statistic is significant indicating that the 

hypothesized relationship between the variables is validated. The value of Durbin-Watson is 1.61 

indicating that the model is not suffering from auto correlation problem. The calculated F value is 

significant and hence, the null hypothesis is rejected and concluded that there is a significant impact 

posed bythe transactional leadership style on influential modes of OCB. 

 

H02b- There is no significant impact posed bythe transformational leadership style on influential 

modes of OCB  

Table 4: Multiple Regression Analysis 

Variable Coefficient Std.Error t Prob. 

L 0.65 3.21 1.51 0.05 

P 3.21 6.26 2.11 0.04 

Con 7.14 5.14 1.89 0.08 

Com 5.12 8.17 1.36 0.52 

A 0.22 2.56 1.07 0.00 

R
2 0.39 

 
Durbin-Watson  1.78 

Adjusted R
2 0.46 

F 12.54 Prob. 0.00 

Source: Primary data 

The table above shows the regression analysis between transformationalleadership style and 

influential modes of OCB. The analysis shows (R
2
 = 0.39), which states that leadership style 

contributed for influential modes of OCB. The F-statistic is significant indicating that the 

hypothesized relationship between the variables is validated. The value of Durbin-Watson is 1.78 

indicating that the model is not suffering from auto correlation problem. The calculated F value is 

significant and hence, the null hypothesis is rejected and concluded that there is a significant impact 

posed bythe transformational leadership style on influential modes of OCB. 
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Conclusion 

The role of leadership is very important in the organization. Leaders need to understand 

attitudes and behavior of existing employees in the organization in order to improve work spirit so 

that positive impact for the organization. Leadership is needed to respond to the challenges of change 

that occur as a result of advancements in various areas of human life, not least the change in the 

needs of the individual, the individual who wants to actualize himself, which affects the form of 

service and respect for the individual. Organizational Citizenship Behavior (OCB) on the other hand 

is an important trait that should be in practice in all work environments. OCB occurs within the 

minds of individuals to display positive attitude at work, taking additional strides to take extra jobs, 

respecting the policies stated by the organization and having tolerance to work related stress. The 

study acknowledges the impact of leadership styles on the organizational citizenship behavior. 

Further, it offers empirical confirmation that transformational leadership is positively associated to 

OCB directly and indirectly.  
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