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ABSTRACT 

Purpose: The purpose of this study is to explore the potential and paramountcy of how the 

leaders play a chief role in promoting the concept of Organizational Citizenship Behaviour. 

Research implications: This paper studies the dimensions to the concept of OCB that are 

a pre-requisite for its applicability, also the different leadership styles that aid in the 

promotion and lastly the need for Organizational Citizenship Behaviour in the modern 

workspaces and how it makes an individual notable in the tasks performed and enhances 

his/her capabilities. 

Findings: Organizational Citizenship Behaviour plays a key role in developing 

relationships.  It even explores and enhances the leader’s abilities to promote the concept. 

The scope of this particular topic is wide that makes it practically attainable and 

applicable. It discovers broadly the areas of transformational, transactional and ethical 

leadership, along with the social exchange theory and the attitude mechanisms as well as 

behavioural patterns of an individual.  

Originality/Value: The following paper is a study on the role of leaders in promoting 

Organizational Citizenship Behaviour. It comprises of the concept of OCB, it’s 

applicability and a leader’s role in creating awareness about the same among the 

employees.  The research is done through secondary data gathered through various means 

and contains no material previously written or published by another author except where 

the due credits are given. It is solely my work and aims to add additional knowledge to this 

area of research. 

Keywords: Leadership styles, Organizational Citizenship Behaviour, Leader, 

Organization, Social exchange. 

 

I. INTRODUCTION 
Organizational Citizenship Behaviour, popularly referred to as OCB is a discretionary extra-

role behaviour that enhances the behaviour of the organization supporting the task 

performance. In today’s times, for the success of the organization, it is significant that the 

 
1 Author is a student at KPMSOL NMIMS MUMBAI, India. 
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employees perform extra role duties besides their regular allotted duties. This is because in 

today’s stressful times, the organizations are modern, competitive and certainly fast paced. 

Organizational citizenship behaviour reinforces the phycological and social environments in a 

work space where task performances take place. These behavioural characteristics primarily 

exceed the minimum role requirement in an organization. It is not exactly feasible to implement 

OCB as the performance of it is completely dependent on the individuals and is up to their 

discretion.2 

Organizational Citizenship Behaviour (OCB) is a general concept that refers to any 

constructive activity within an organisation. Employees do something positive and meaningful 

in their own time, which helps co-workers and the business. Employees who participate in 

OCB on a daily basis may not always be aware of their task performance and might the best 

athletes, but they are known for going the extra mile or going above and beyond the bare 

minimum requirements. 

Organizational Citizenship Behaviour are purported as essential for the effective functioning 

of the corporation and is consistently related to group effectiveness as well. Organizational 

citizenship behaviours, in general are prominent as well as significant factors in alignment to 

high performance, displaying an extra effort, increased efficacy, forming homely work 

environment through focus on teamwork, establishment of required management skills that are 

dedicated to fulfil the vision of the organization. It is equally essential to take the organizational 

mission, values, goals and the core into consideration. It most significantly aids the 

organization to acquire the sustainable achievements. 

OCB applies to something that workers want to do on their own time and without being forced 

to do so by their employer, and which sometimes falls outside of their contractual obligations. 

Although OCB may be expressed in favourable supervisor and co-worker reviews, or better 

performance appraisals, OCB may not always be explicitly acknowledged or compensated by 

the organisation, for example, by wage increments or promotions. In this way, it can indirectly 

help promote potential incentive gain. Finally, and perhaps most critically, OCB must ‘promote 

the organization's successful functioning' (Organ, 1988). OCB is currently associated with 

contextual performance, which is interpreted as "performance that supports the social and 

psychological framework in which task performance occurs."  

(A) Research objectives 

 
2 Malik, S. Z., Saleem, M., & Naeem, R. (2016), “Effect of leadership style on organizational citizenship 

behaviour in employees of telecom sector in Pakistan.” 
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1. To comprehend the different dimensions of Organizational Citizenship Behaviour. 

2. To examine the influence of the various leadership styles on OCB and employee 

relation. 

3. To scrutinize the need for Organizational Citizenship Behaviour and highlight its 

importance for efficient management process. 

4. To study the mediation effect of organizational commitment in the relationship between 

the leader and employee through OCB. 

(B) Research Hypothesis 

• H0- There is no significant impact of the leaders in promoting Organizational 

Citizenship Behaviour. 

• H1- There is a significant impact of the leaders in promoting Organizational Citizenship 

Behaviour 

(C) Research Problem 

While we used social learning and social exchange theory to correlate principled leadership to 

employee motivations and attitudes, we did not explicitly quantify variables such as role 

modelling or leader-member exchange (LMX). Whilst incorporating several variables in our 

conceptual model may have made it more complicated, we see the profit in doing so in order 

to comprehend more about the prospective influence mechanism of the concept of ethical 

leadership. Also, not all kinds of leadership styles help in promoting OCB. Autocratic leaders 

are unsupportive of this concept, through my research, a study based on this issue was highly 

limited and taboo. This is mainly because this area of research has not been equally explored. 

(D) Scope 

The scope of this particular topic is vast. In this particular paper, the area of Organizational 

citizenship behaviour is explored significantly. The different leadership styles as well as the 

varied behaviour of the employees has been studied in depth. The impact of the leader in 

influencing the psychology of the employees is the chief focus of the paper. Furthermore, an 

analysis of the impact of the varied leadership patterns on the employee relation. The different 

dimensions of OCB have been scrutinized and light is thrown upon of the social exchange 

theory as well. 

(E) Review of literature 

1. (Vigoda-Gadot et al., 2007) suggested that in spite of the fact that the Organizational 

Citizenship Behaviour is based on the performance of an individual, the willingness, the spark 

https://www.ijlmh.com/
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to perform and engage in OCB is not generated single-handedly and effortlessly, a group effort 

and a team context facilitates the participation by motivating the individuals in context to 

exerting the extra-role behaviours.3 

2. (Morrison et al., 1994) As per the author, supervisor rating as a method to measure the 

Organizational Citizenship Behaviour of the employee remains to be one of the persistent and 

widely utilised methods notwithstanding the arguments regarding the perception of the 

boundaries and limits of the OCB between the supervisors and the employees, supervisors and 

the peers and even the supervisors, peers and the employees.  

3. (Blau, 1964) As stated by him, the description of the Organizational Citizenship 

Behaviour can be given as a discretionary behaviour of an individual which is excluded and it 

not a part of the firm’s formal agreements or related to the formal rewarding system. The 

significant process that underlies this is the concept of the Social exchange theory.4 

4. (Kwan Ho Kwong, 2006) In consonance with the author, when an employee helps a 

supervisor, it is either by the altruistic thoughts or by the motive of impression management. 

This actions by the employees can certainly be viewed as a portrayal of impression or 

citizenship management.  Thus, it can be derived that the impression and citizenship 

management motivate the Organizational Citizenship Behaviour.  

5. (Ahmet AVCI, 2015) The author in his journal mentions that leadership as a factor 

involves the human management well within the organization. Moreover, the orientation and 

the capability to control the human factors is covered by the aspect of Organizational 

Citizenship Behaviour. The leadership characteristics have a huge and direct influence on 

foremostly, the employees of the organization. Along with this, they have an influence in 

alignment with OCB over the culture, climate and the success of the entire organization.  

6. (Gejisel et al., 2003) say that both the transformational and the transactional form of 

leadership styles are tenacious and have exceptional effects on the success of the organization. 

In addition to this, when a comparison is done between the both styles, it is deciphered that the 

transformational style of the leadership as compared to the transactional for of leadership has 

delivered more contribution in the accomplishments of the goals and achievements of the 

organization. While reviewing the studies related to the Organizational Citizenship Behaviour, 

it is observed that the transformational leadership style has affected OCB more optimistically.  

 
3  Somech, A., & Khotaba, S. (2017), “An integrative model for understanding team organizational citizenship 

behaviour.” 
4 Kwan, H. K., & Hui, C. (2006), “The Role of Organizational Citizenship Behaviour on Resource Exchanges and 

Career Growth Opportunities.” 
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7. (House et al.,1991) In line with the authors, it can be inferred that the transformational 

theory of leadership is quite based on the notion that a certain specific form of leadership 

behaviours transforms the concerned followers, the values attached, the needs, the aspirations 

and the preferences of the individual and motivates them to give their best attempt and perform 

well and beyond the call of the duty. 5 

8. (Organ, 1988) The scholar in the field reports that in the relationship of a leader and 

follower, Organizational Citizenship Behaviour is suited perfectly as it reflects the 

consequences in question to the performance of the follower as getting engaged or purposely 

withholding the voluntary extra-role behaviour turns out to be a more flexible and more time 

saving mean in order to repay the treatment that was provided by the leader as compared to the 

component of task performance.  

9. (Rezaei et al., 2017) In keeping with the writer, the 4 primary factors for strengthening 

the Organizational Citizenship Behaviour are organizational commitment, organizational trust, 

job satisfaction and organizational justice.  These factors develop a foundation to establish the 

framework of OCB. Though, among these there is one challenging variable, it is the variable 

of Leadership styles. This has been described as the techniques and methods that were used to 

impact and somewhat guide and channel the actions of other people. 6 

10. (Khan et al., 2013) As stated by the correspondent, portraying his concern he says that, 

nowadays the different organizations across the globe emphasize the need for effective and 

sympathetic leadership. Every organization has to have a competent leader, who is responsible 

enough of attaining and accomplishing the target in an optimum and credible manner.  In 

addition to this, the leader has to be needful of empowering the employees through the 

Organizational Citizenship Behaviour. 7 

11. (Avolio et al., 2004) According to the writer, there are numerous types of leadership 

styles, contextual factors of the organization that have been related to the optimistic job attitude 

and behaviour of the employees. The authentic and the transformational style of leaderships 

are well known for having a positive corelation with the positive behaviour patterns of the 

employees.  

12. (Rick Jacobs et al., 2014) As reported by the authors, the results from their study 

concluded that the Leader’s use of expertise, references and the reward power was highly 

 
5 Masood, S. A., Dani, S. S., Burns, N. D., & Backhouse, C. J. (2006), “Transformational leadership and 

organizational culture: The situational strength perspective.” 
6 Asgari, A., Mezginejad, S., & Taherpour, F. (2020), “The role of leadership styles in organizational citizenship 

behaviour through the mediation of perceived organizational support and job satisfaction.” 
7 Wang, Y. D., & Sung, W. C. (2016), “Predictors of organizational citizenship behaviour: Ethical leadership 

and workplace jealousy.” 
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associated with an augmented level of the Organizational Citizenship Behaviour among their 

subordinates when they perceived their leaders to be more ethical. To the contrary, when the 

subordinates felt that their leaders were less ethical, lower level of OCB was recorded. 8 

13. (Jordan et al., 2013) mentioned it precisely that the ethical leadership style is a 

prominent one. This kind of leadership style most definitely enhances the proactive behaviour 

of the employees especially in the situations of a cross-level leader-member interactive process. 

This describes how the top-level ethical leadership affects the lower level cognitive, intriguing 

and the ethical behaviour patterns of the employees. 9 

14. (Podsakoff et al., 2009) Organizational citizenship behaviour, a kind of a work 

behaviour is very important for the achievement of the organization. The author mentions that 

high OCB performance is directly associated with higher customer satisfaction. Moreover, it 

also leads to a low turnover for the organization and high in-role performance among the 

employees of the organization. 

15. (Wang et al., 2011) The authors mention some hard facts. According to the authors, 

though there are empirical evidences that persistently support the constructive correlation 

between the transformational leadership style and the Organizational Citizenship Behaviour, 

nevertheless, there is a lack of clarity in regard to the psychological aspects that underly this 

relationship. 

II. SIGNIFICANCE OF THE TOPIC 
(A) The Different Leadership Styles 

Most specialists term leadership as the approach by which an individual motivates the other 

members of a team to accomplish the defined success or company needs.  

1. Transformational leadership style 

Transformational leadership is a compound and vigorous process that attempts to establish an 

uplifting bond with its followers by influencing their morals, faiths, and desires. Leaders have 

a profound influence on their followers' beliefs, values, and goals. Transformational leadership, 

with an underlining prominence on the growth of acolytes, encourages them to strive for self-

actualization and to go above and beyond their responsibilities. These leaders have a definite 

perspective of the future, concentrating on transforming their employees' attitudes and 

assumptions about the organisational goals, and they inspire their employees to have values 

 
8  Reiley, P. J., & Jacobs, R. R. (2016), “Ethics matter: Moderating leaders’ power use and followers’ citizenship 

behaviours.” 
9 Mo, S., & Shi, J. (2017), “Linking ethical leadership to employees’ organizational citizenship behaviour: Testing 

the multilevel mediation role of organizational concern.” 

https://www.ijlmh.com/
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like companionship, loyalty, integrity and the ability to think beyond their own selfish interests. 

The leader is seeking to impart these values in their followers, so that they have unique 

approach and must not only analyse the existing problems but also see things from another 

angle. Transformational leadership promotes organisational effectiveness by encouraging 

organisational learning and providing critical periods policy. 

Transformational leadership entails fundamentally altering employees' faiths, desires, and 

aspirations so that they are truly inspired to do their work because it is in accordance with their 

morals, rather than an external encourage so as to being rewarded for their efforts. Articulating 

a vision is a leader's conduct in which he or she classifies and suggests a definite image of the 

group/unit/future. Providing a convenient model constitutes setting a plan for employees to go 

after that is homogenous for both the leader's values and the organization's goals. Four 

dimensions of leader behaviour are included in transformational leadership. The level to which 

leaders exhibit praiseworthy behaviours that cause others to connect with them is referred to as 

idealised influence. The degree to which leaders innovate perceptions that are compelling and 

aspiring to the followers is referred to as inspirational motivation. The degree to which leaders 

take danger, question presumptions, and appeal ideas from followers is referred to as 

intellectual stimulation. Individual consideration refers to how well leaders pay attention to 

their followers' distress, address their needs, and act as guides.10 

2. Transactional Leadership Style 

Transactional leadership is another type of leadership that adheres to the leader-member 

exchange theory. As a side benefit, as a social exchange procedure, leaders using this style 

depend on inducements and organisational disciplines to improve employee operation. In this 

process, leaders have a pre-determined association with their followers, so that employees 

receive material awards in return for better performance and improved work conduct. 

Conversely, they will be punished if they do not follow the guidelines, or if they do not meet 

the expectation in accordance with the organisation. Transactional leadership focuses on the 

awarding principle and involves mutual exchange between the leader and the followers. 

3. Ethical leadership style 

Brown et al. (2005) defined ethical leadership as the display of normatively apt behaviour 

through individual actions and interpersonal relationships, and perhaps even the promotion of 

such practices to followers through two-way communication, augmentation, and decision-

 
10 Nohe, C., & Hertel, G. (2017), “Transformational leadership and organizational citizenship behaviour: A meta-

analytic test of underlying mechanisms. Frontiers in Psychology.” 
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making. Recently, ethical leadership has been identified as a vital predictor influencing 

employees' moral frame of mind and etiquettes toward the organisation. It exemplifies the role 

modelling effect of leaders' behaviours in the organisation. 

Ethical leadership differs from other types of leadership in that it plays a significance on ethical 

administration, a clear endeavour by leaders to influence followers' behaviour by establishing 

ethical standards and using reward and punishment to hold followers accountable for the 

actions. Ethical leaders employ their power and influence to gain their followers while evading 

undue harm to others by taking into consideration the integrity of all parties. Given that the 

primary motivation of ethical leaders is based on considerate intentions, followers may identify 

ethical leaders' use of followers 0CB power as well intentioned and ultimately beneficial to the 

followers, the organisation, and the stakeholders. 

4. Autocratic Leadership Style: 

Autocratic leaders rely solely on their own attitudes and perceptions and are unwilling to accept 

advice from their subordinates. These people determine the work's direction, goals, and 

structure. Leaders model all of the procedures and methods that members of the group must 

follow. Members of a group are usually not allowed to take part in critical issues or decisions 

because they are not thought to be trustworthy. These leaders have complete control over the 

interactions and are personally responsible for task completion. Autocratic leaders discourage 

subordinates from assisting others, which is linked to OCB. Theory X is a lot like authoritarian 

leadership. While outlining tasks for group members, these leaders remain detached from group 

discussions. They have pessimistic and negative attitudes toward employee performance 

evaluation. Organizational Citizenship Behaviour is not supported by autocratic leaders. 

5. Democratic Leadership Style 

Democratic leadership is a kind of leadership in which the Group contributes more to decision-

making and creates a positive democratic leadership leading to increased output, better results, 

increased group enthusiasm, a high level of cohesion, OCB and active group responsibility. 

The commitment of subordinates, however, can require a slightly longer team environment in 

which team members feel empowered to act. This style of leadership is similar to theory Y. 

They don't talk from above and keep subordinates at the same level. 

6. Laissez- Faire Leadership Style 

These leaders approach their followers with a hands-off approach. Leaders tend to avoid 

responsibility because they are incompetent and lack leadership qualities and decision-making 

abilities. Furthermore, they are unable to motivate or influence followers, they create 

https://www.ijlmh.com/
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communication gaps, and they lack any kind of leadership qualities. The laissez faire leader is 

extremely passive, which results in lower subordinate self-empowerment. These leaders 

believe they are under no obligation to motivate their subordinates. As a result, this leadership 

style has negative consequences such as requiring more time to complete tasks, causing 

confusion among subordinates, making it difficult to find meaning and direction in one's work, 

and so on. 

III. HOW LEADERS AID IN PERFORMING ORGANIZATIONAL CITIZENSHIP 

BEHAVIOUR 
Leaders play a very influential role in determining the roles of employees. They act as the 

bridge between the employees and organizational citizenship behaviours. They persistently 

guide the employees in all aspects related to decision making. 

Showing professionalism can increase the supervisor's trust in an OCB performer. The 

supervisor would help a benefactor by giving information or passing on knowledge (Levin & 

Cross, 2004). The main cause of information impact is not easily identifiable, but involves 

opacity and opportunism where information is unable to be discerned or shared with others 

(Williamson, 1985). 

The way an OCB professional conveys trust is by taking the first step and, thus, demonstrating 

sincerity. Thus, employees who demonstrate OCB will receive more insight into their job roles 

and be given opportunities for advancement. 

Another way in which leaders can help their employees OCB is to facilitate their participation. 

For example, they can select employees with more OCB traits (like being conscientious, open, 

and trusting).  

They can try to help employees to act on their own initiative or they can implement methods 

such as training or modelling. Even well-motivated employees might not be able to show OCB 

if they don't have the necessary skills. Finally, managers can try to shape the workplace to 

foster OCB. In turn, it would be difficult for an employee to have altruism if they did not have 

regular interactions with co-workers and are not permitted to help them.  

Thus, employees would be unable to contribute to the running of the organisation or to offer 

well-reasoned ideas if there were no staff meetings or other settings in which they could meet 

in an uncoerced manner. Therefore, leaders can influence OCB through task structure, work 

setting, and/behaviour.11 

 
11 Organ, D. W. (1988), “Organizational citizenship behaviour: The good soldier syndrome.” 
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IV. THE SOCIAL EXCHANGE THEORY 

The theory of social exchange characterises the voluntary exchange of advantages between two 

parties. OCB, in accordance with this framework, is a way of benefit provided by people in a 

social exchange relationship. Reciprocity standards or rules play a key role to govern, motivate 

and promote the exchange of benefits between these parties, according to social exchange 

theory.12 

The central tenet of social exchange theories is that individuals engage in both economic and 

social exchange. The main difference between social exchange and economic exchange is that 

social exchange includes unspecified bonds. It concerns the voluntary actions of people 

motivated by the returns they should bring and, in most cases, from others. This definition has 

three main points. The actions are purely voluntary in the first place. People have to rely on 

trust to take voluntary actions because obligations are not specified. 

 Next, the returns are anticipated. A person devotes his or her time or energy doing a favour for 

others. This favour, on the other hand, serves a purpose. 

One does not offer his/her private resources to another without expecting something in return. 

As a result, social exchange is based on a reciprocity norm, involving a mutually beneficial 

pattern (Gouldner, 1960). Third, the return could be provided by a third party.  

Social exchange relationships characterise concerns for the other party. Persons involved in 

social exchange not only exchange tangible resources such as money and labour, but also 

social-emotional currencies such as trust and respect. When both parties incur personal costs 

to promote the welfare of others, it creates an incentive for a relationship of social exchange.13 

 As a result, the organisational concern viewpoint proposes that employees engage in OCB 

because their employers have looked after them through fair treatment, inspirational work, and 

other means (Organ, 1990; Organ and Ryan 1995). When employees work in an equitable and 

supportive environment, they are more likely to prioritise organisational and collective goals. 

V. DIMENSIONS OF ORGANIZATIONAL CITIZENSHIP BEHAVIOUR. 
There are 5 dimensions namely altruism, sportsmanship, conscientiousness, civic virtue and 

courtesy. 

 Altruism is comprised of traits like being helpful to a small groups or individuals in need. For 

 
12 Lester, S. W., Meglino, B. M., & Korsgaard, M. A. (2008), “The role of other orientation in organizational 

citizenship behaviour.” 
13 Li, A., & Thatcher, S. M. (2015), “Understanding the effects of self and teammate OCB congruence and 

incongruence.” 
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instance, a member of the workforce is there to help co-workers who encounter a heavy 

workload. Such behaviours are not only directed toward colleagues but also to clients and 

suppliers because of their relationship with the company. 

Working hard in one's job to accomplish more than the bare minimum expectations is 

considered conscientiousness. These choices are arbitrary but impartial and include habitual 

attendance, cleanliness, promptness, and orderliness. The difference between altruism and 

conscientiousness is that one does good but the other does not. 

Maintaining one's dignity in the face of less-than-ideal circumstances. Workers who 

demonstrate excellent sportsmanship try to avoid complaining about trivial issues, and remain 

committed to what is correct. Disruption is unavoidable for an organisation, and unavoidable 

for an employee. If employees display good sportsmanship, their supervisors will be freed from 

dealing with complaints, and they can devote more of their time to work. 

Courtesy applies to voluntary behaviours, such as providing advance notice and reminding 

others, that help to help prevent an incident from occurring. Demonstrating courtesy pays 

attention to the fact that it is important to not to avoid creating a problem for co-workers. The 

distinction between altruism and courtesy is that altruism means helping someone who is 

already in need.  

Civic virtue implies a deep and direct connection to the policies being adopted. For those who 

have civic virtue, it includes reading the internal mail, engaging in conversation, attending 

meetings that are not mandated but considered worthwhile, and being attentive to events that 

are not required, but rather to the company's image. Previous empirical evidence has shown the 

value of these five dimensions. The results supported the multidimensional OCB as OCB (Van 

Dyne et al., 1994). Furthermore, a meta-analysis has shown that these five dimensions are key 

aspects of OCB, and it is possible that additional variables have not been found. would delve 

into additional behavioural dimensions that fit the definition of OCB (LePine et al., 2002). 14 

VI. ROLE OF LEADERSHIP AND OCB IN EFFICIENT MANAGEMENT 
Efficient management process is a pre-requisite for organizational success. Management will 

be reorganised according to personal characteristics, team spirit work will prove successful 

(MacKenzie et al., 2001: 118), so that companies succeed domestically and globally and 

survive by solving problems and adapting to changing conditions quickly. 

 
14 Organ, D. W., Podsakoff, P. M., & MacKenzie, S. B. (2005), “Organizational citizenship behaviour: Its nature, 

antecedents, and consequences.” 
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Organizational citizenship conduct has a quite important role, is important, and has a significant 

benefit for organisations' effectiveness and success. Such behaviour, by protecting the 

organisation against unwanted and destructive measures, contributes significantly to the 

success of the organisation and the achievement of its objectives (Podsakoff et al. 1990) 

The core mission of the goal of any group is to help the members achieve their goals while 

allowing them to become who they want to be, enabling the group to do what it must to succeed.  

Behavioural citizenship theory states that it balances personal and organisational goals. 

Flowing with motivation, cooperative employees go above and beyond expectations for 

personal development to create a “big family” type of workplace and generate enthusiasm for 

the organization's core purpose and goals. As of today, leadership and civic responsibility are 

the dominant themes in managerial behaviours. Leadership has an eye on the impact of human 

behaviour while looking after the details of it is managed by citizenship. 

 The role of managers is critical to people and organisational citizenship. It influences both 

employees and the organization's organisational culture, as well as its climate and success. 

Managers are crucial to both the formation and perpetuation of organisational citizenship.  

VII. FINDINGS 
Transformation leadership has emerged over the past three decades as one of the prevailing 

paradigms for an effective leadership understanding.  

High OCB is linked to high customer satisfaction, low sales and even high role performance. 

OCB may be best suited to reflect follow-up effects in a leadership/follower relation because 

engaging or depriving voluntary non-voluntary behaviours is more flexible and more saved in 

reimbursing leading therapy in relation to job performance. The study findings show that the 

most dominant style of leadership was democratic leadership. It showed that the leaders had 

contributed to and encouraged the self-direction of subordinates. The results show that all 

leadership styles have significant differences. It shows that leaders' behaviour and attitudes 

vary from organisation. 

The report demonstrates also that democratic leadership has a strong positive relationship with 

the OCB. This research also shows that OCB is negatively linked to autocratic leadership. 

Furthermore, the relationship between laissez faire leadership and OCB is very weak. It is 

indicative of the significant additive links between dominant leadership and autocratic 

leadership with OCB. Therefore, it is important that the leader adopts adequate leadership for 

his subordinates to exercise beyond their specific tasks.  
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The current study highlights an important field of psychological mechanisms which connect 

ethical leadership from a different perspective to employee OCB. Ethical leadership has been 

shown to improve the OCB's employees through two main pillars of ethical leadership, the 

moral person and the moral manager. In the first place, employees follow the ethics of their 

supervisor from the social learning perspective to care about their organisation, which is 

captured by the organisational concerns of the supervisor and employees. Secondly, from the 

point of view of social exchange, ethical leadership improves employee citizenship by 

improving perceived procedural justice and organisational interests. 

The findings of the study also comprise of the need for OCB and the Social exchange theory 

in alignment to the study of the role of leaders in promoting Organizational Citizenship 

Behaviour. 

VIII. CONCLUSION AND SUGGESTIONS 
Through this study, it is quite noteworthy that OCB has a huge impact on the individual as well 

as the organization’s growth and development. It facilitates the relationships inter personally 

and intra personally through self- awareness and self-regulation. The impact and influence of 

leaders and the varied leadership styles can be easily comprehended by this research means. It 

is feasible to establish a relationship between leadership styles, OCB and the employee 

performance. 

OCB has many positive impacts on the organisation, such as increasing employee satisfaction, 

increasing retention, etc. But the darker side of this construction, which could lead to lower 

organisational performance and effectiveness, should not be forgotten at the same time. 

Exploring the OCB dimensions have suggested that OCBs also have multiple precedents, like 

most behaviours. Multiple causation sources are considered in theoretical framework for all 

other classes of organising behaviours, from job achievement to turnover to absenteeism. It is 

therefore logical to apply the same justification to OCB. This will facilitate understanding of 

employees' additional role behaviour. 

The perceptions of leadership fairness influence the effectiveness of leadership. Leaders must 

be fair to employees and employees can respond by engaging affectively with their 

organisations and ultimately encouraging (employees) to engage in OCBs to respond to fair 

treatment. 

Careful selection practises can be used with affective commitment to appropriate leader 

conduct and fairness. In particular, organisations can hire supervisors with the ability to 

transform leaders because they are considered fair by employees. In order to determine their 
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orientation towards transformative management. Psychometric tests can be used during the 

process of selecting and electing leaders. Although these tests can be expensive to conduct, the 

short-term costs may be outweighed by the long-term benefits, such as affective commitment 

and participation in OCBs. Managers can also benefit from training to help them develop 

transformative leadership, fairness, and affective engagement. Transformational leaders are 

perceived to be fair to employees in general, according to our research, and both fairness and 

leadership influence employee affective commitment, which influences OCBs.  

Organizational Citizenship Behaviour has been regarded as an irreplaceable and indispensable 

condition for the organization's performance and effectiveness, and managers and leaders 

should place a proportionate and adequate emphasis on it. In this paper H1 saying that the 

leaders have a significant impact in promoting the OCB has been successfully established. 

As a result, the role of leaders in an organisation in promoting organisational citizenship 

behaviour among employees can be very well encapsulated. 

***** 
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