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Abstract 

The purpose of this research focused on how transformational 

leadership influence organizational citizenship behaviour. This 

research study examined if transformational leadership style has a 

relationship with organizational citizenship behaviour and if 

transformational leadership style had an influence on 

organizational citizenship behaviour among staff of Benson 

Idahosa University. The research design for this study was cross 

sectional study design. 200 participants comprising of 110 

administrative staff and 90 academic staff from Benson Idahosa 

University were administered questionnaire. The research made 

use of “Self –Assessment Tool: Are you a transformational 
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Leader”, by Hellriegel, Slocum, Woodman, and Bruning, but was 

adopted to suit the 3rd person assessment and was renamed to 

TLAT (Transformational Leadership Assessment Test) for the 

purpose of this study. This instrument was used to assess 

transformational leadership style as perceived by subordinates. To 

access organizational citizenship behaviour, organizational 

citizenship behaviour questionnaire by H.R. Mooman, and G. 

Blakelt (1995) was used. The study adopted both descriptive and 

inferential statistics for the analysis of the data collected. The mean 

and standard deviation was used to answer the research questions 

while the regression analysis was used for the stated hypothesis. 

The study found that that there is a relationship between 

organizational citizenship behavior and transformational 

leadership style and recommended that all leaders within Benson 

Idahosa University system and other organization should be 

taught, trained, and made to see the benefits of relating with 

subordinate with transformational style of leadership. 

 

Key words: Benson Idahosa University, Organizational citizenship 

behaviour, Nigeria, Transformational leadership style 

 

Introduction  

The subject of leadership is one that is steadily studied over and over with 

varying interest growing in the area. Leadership plays one of the most 

important roles in any group, be it large or small organization. Employees 

look up to their leader to give them direction, instructions or guidance at 

one point or the other in their life. The sustainability, growth or 

continuous existence of any group is greatly dependent on leadership. 

Maxwell (2010) argued that everything rises and falls on leadership. If this 

is true, it means every challenge, inabilities or deficiencies of any group 

can be blamed on leadership. It’s either the group has no leadership or 

weak leadership. In the study of inter group relationship, we see how 
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leadership influences the behaviour of others in the group. There is 

always someone or people who other group members look up to for 

direction. Leadership is needed in different cadre of any society, 

beginning from the family which is the most basic unit of society up to the 

National level.  

According to Ngambi et al. (2010) and Ngambi (2011) leadership is a 

process of influencing others’ commitment towards realizing their full 

potential in achieving a value-added, shared vision with passion and 

integrity. This explains why leadership plays a significant role on 

expected outcome from any group. The leader drives or influences 

members of the group towards committing to a shared vision he is 

projecting to achieve a common goal. Clark (1985) noted that a leader is 

“an individual who occupies a key position in a group, influences others 

in accordance with role expectations for that position, and coordinates and 

directs the group in maintaining itself and working towards goals. 

Generally, a leader is a group member who consistently exercises greater 

influence on the goals and activities of the group than do other 

members”.The former defines a leader as one who has a position 

bestowed on him while the latter views leader as any member of the 

group who exact more influence than others on group members. Thus 

with or without a delegated position, members of group can exact 

leadership potentials among group members. 

Leadership is one of the main parts of the literature on management and 

organizational behavior with the passage of time (Obonna, and Lloyd, 

2000). High performing organizations realizes how important quality 

leadership means to them because leadership has been considered one of 

the most important elements affecting organizational performance 

(Szilagyi and Wallace, 1980). 

Leadership is one of the most interested roles in organizations and 

institutions (Ramey, 2002). Yahchouchi (2009) opined that leadership 

entails a process through which individuals influence other people in the 

organization to achieve their individuals and organizational goals.As 
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people look up to leadership for direction, so also have some tried to fit 

into that responsibly. One of the focal point for this work is not just 

looking at the subject of leadership but focus on how this is being 

achieved. Leaders provide leadership for their groups in varying ways 

which is primary influenced by orientations, socialization, personality 

type, situational factors.The study therefore seeks to examine if 

transformational leadership style influences organizational citizenship 

behavior among employees of Benson Idahosa University in Benin City, 

Edo State; ascertain if a relationship exist between transformational 

leadership style and organizational citizenship behavior among 

employees of Benson Idahosa University in Benin City, Edo State, Nigeria. 

 

Problem Statement 

Organizational citizenship behaviour has been studied since the late 

1970s. Over the past four decades, interest in this behaviour has been 

linked to overall organizational effectiveness, thus this type of employee 

behaviours have important consequences in the work place. Any leader 

serving in various capacities is saddled with varying responsibilities; it 

has been observed that subordinates, employees or followers respond to 

leaders in different ways. You hear people make comments like, “I don’t 

even like this leader’s attitude, character or style”. If you probe further, 

what they are exactly trying to say is that they don’t like the leaders’ style 

of leading or they prefer a particular leader’s style to another. Haven 

experienced that the success of  leader in stirring individuals in an 

organization towards achieving specific land mark successes which was 

majorly a result of subordinates going out of their regular job descriptions 

to achieve will not necessarily make the succeeding leader achieve same 

result. Perhaps, an employee may have an excellent performance in one 

department or unit and the exact opposite is the case in another. Within 

the same organization or larger group, with same reward system, what 

exactly could cause the difference in the behaviours of these different 
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groups with the only changing variable being the leader? We can’t but 

equate this to leadership style. 

Another side to this discussion is that employees citizenship behaviour to 

an organization can also be caused by the organization’s culture, that is 

the beliefs, attitudes, orientation expected of an employee in that 

organization. If this culture is maintained, can we say that whatever style 

a leader uses does not affect the OCB of the employees? As the study look 

carefully into this issue, citizenship behaviour could be a result of 

interplay between leadership style and organization culture. Making 

emphasis on this, if a leader is able to chart a course for citizenship 

behaviour, this in turn can lead to the organization culture. 

Transformational leadership promotes the total wellbeing of the employee 

if properly deployed. Transformational leadership style is expected to 

promote OCB.The main concern of this study is to examine how 

transformational leadership style brings about organizational citizenship 

behaviour since it takes lessons from different leadership theories to form 

its principles or it’s insignificant in producing desired behaviour in 

employee. It could even be an interaction between leadership style and 

other factors that promotes organizational citizenship behaviour among 

employees.  

 

Research Questions 

The following research questions were answered in course of the study. 

These questions are: 

1. Is there a relationship between the organizational citizenship 

behavior and Transformational leadership style among employees 

of Benson Idahosa University in Benin City, Edo State? 

2. Does Transformational Leadership style have an influence on 

organization citizenship behavior among employees of Benson 

Idahosa University in Benin City, Edo State? 
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Review of Literatures  

Organizational Citizenship Behaviors 

According to Organ et al., (2006) organizational effectiveness is enhanced 

over time through citizenship behaviours. Seven reasons are listed by 

Podsakaff et al., (2000) in order to explain why OCBs might influence 

organizational performance. OCBs might contribute to organizational 

success by: enhancing co-worker and managerial productivity; freeing up 

resources so they can be used for more productive purposes; reducing the 

need to devote scarce resources to purely maintenance functions; helping 

to coordinate activities both within and across work groups; strengthening 

the organizations ability to attract and retain the best employee,; 

increasing the stability of the organization's performance and enhancing 

the organization to adapt more effectively to environmental changes.  

The consequences of citizenship behaviours are investigated in two 

primary areas (Organ et al., 2006). It involves the effects of OCBs on 

managerial evaluations of performance and judgments regarding pay 

raises, promotions etc. and the effects of OCBs on organizational 

performance and success. Managers value citizenship behaviours in their 

employees and consider these behaviors as supplements to objective 

measures when evaluating their employees (Bachrach et al., (2004); 

Barksdale & Werner, (2001); Mackenzie, Podsakaff & Fetter, (1991), (1993); 

Mackenzie, Podsakaff & Paine, (1999); Podsakaff & Mackenzie, (1994); 

Van Scotter, Motowidlo & Cross, (2000).  The results of Mackenzie and 

colleagues (1993) revealed that different citizenship behaviours are 

recognized by supervisors and considered distinct from sales 

productivity. Similarly, the overall evaluations of managers are 

substantially determined through the combination of OCBs and sales 

productivity rather than sales productivity alone. OCBs consistently 

account for a larger portion of the variance in managerial evaluations than 

do sales productivity.  

In-role performance accounts for approximately 5% to 8% of the overall 

variance in performance evaluations, while citizenship behaviours 
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account for five to ten times greater than the amount typically accounted 

for by in-role performance. The combined average influence of citizenship 

behaviours and in-role performance account for a total of 55% of the 

variance in overall performance evaluations. Citizenship behaviours 

account for substantially more variance in performance evaluations than 

objectives performance according to these data. Therefore, managers 

indeed value citizenship behaviours and take them into consideration 

when evaluating their employees. Current studies typically examine the 

effects of transformational leadership on outcome variables in an 

organizational setting (Bolkan & Goodboy, 2009).Bass (1985) further 

expanded burn’s theory by conceptualizing transformational leadership 

behaviors into four categories: idealized influence, intellectual stimulation, 

Individualized consideration, and inspirational motivation 

 

1. Idealized influence: Bass (1999) described idealized influence as 

the transformational leader’s ability to clearly articulate a vision to 

followers and the ability to motivate followers to join the vision. As 

a result, followers place a high degree of trust in the leader (Bass, 

1985). Yukl (2006) stated that idealized influence behaviors arouse 

strong follower emotions and identification with the leader. Banjeri 

and Krishnan (2000) found that followers usually describe this 

aspect of transformational leadership in terms of charisma. Banjeri 

and Krishnan went on to note that followers describe their 

charismatic leaders as making followers enthusiastic about tasks, 

commanding respect, and having a sense of mission that they 

transmit to followers. 

 

2. Intellectual stimulation: Avolio et al. (1999) described intellectual 

stimulation as getting followers to question the tried and true 

methods of solving problems by encouraging them to improve 

upon those methods. Intellectual stimulation encourages followers 

to challenge leader decisions and group processes, thus 
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encouraging innovative thinking (Bass & Steidlmeier, 1999). Brown 

and Posner (2001) advocate intellectual stimulation as a component 

of organizational learning and change by appealing to follower 

needs for achievement and growth in ways that the follower finds 

attractive. Brown and Posner (2001) found that the intellectual 

stimulation Instructor Transformational Leadership and Student 

Outcomes component of transformational leadership plays a 

healthy and beneficial role in organizational learning because 

leaders place value in learning for both themselves and their 

followers.  

 

3. Individualized consideration: Avolio et al. (1999) found that 

through the process of transformational leadership, the leader takes 

on the role of mentor by assigning responsibilities to followers as 

opportunities for growth and development through a process of 

self-actualization. Corrigan and Garman (1999) found that 

individualized consideration positively affects and facilitates team-

building efforts. Yukl (2006) described individualized consideration 

behaviors as support, encouragement, and coaching to followers. 

The relationship used for mentoring and coaching is based on 

followers’ individual development needs with the outcome being 

the evolvement of followers into leaders (Bass & Steidlmeir, 1999; 

Bass, 2000). Barnett, McCormick, and Conners (2001) described 

individualized consideration as occurring when leaders develop 

interpersonal relationships with followers. It is these interactions 

that allow the leader to personalize leadership and establish goals 

for each individual follower (Barnett et al.). 

4. Inspirational motivation: Bass (1999) described inspirational 

motivation as providing followers with challenges and meaning for 

engaging in shared goals. Bass and Steidlmeier (1999) took it 

further by identifying inspirational motivation as the leader’s 
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ability to communicate his or her vision in a way that inspires 

followers to take action in an effort to fulfil the vision. Inspirational 

motivation enables leaders to remain focused on the vision of the 

group despite any obstacles that may arise (Kent, Crotts, & Azziz, 

2001). Yukl (2006) described inspirational motivation behaviours as 

communicating an appealing vision, using symbols to focus 

subordinate effort, and modelling appropriate behaviours. Some 

researchers have related inspirational motivation to concepts of 

ethics, claiming that when leaders show concern for organizational 

vision and follower motivation, they are more inclined to make 

ethical decisions (Banjeri& Krishnan, 2000; Kent et al., 2001). 

Theoretical framework 

The theoretical framework upon which this study is anchored is the 

Transformational Leadership Theory. Transformational leadership have 

an historical context, based on organizational development. The 

transformational work culture is one in which change is a constant factor 

but even more the underlying objective in the culture is to engage in a 

regiment of continual learning that will make all participants excel in the 

field they are in. This concept was an early fixture in the knowledge 

centred enterprises that came into existence in the way of the technology 

explosion of the early 1990s. In this work culture there was strong 

emphasis on developing people because they were viewed as the 

organization’s most valuable assets. By developing them, the fortunes of 

the organization were assured, it was believed. 

Transformational leadership was originally developed by Burns (1978). 

Transformational leadership occurs when one or more persons engage 

with others in such a way that leaders and followers raise one another to a 

higher level of motivation, performance, and morality. Transformational 

leaders have been described in prior literature as highly interactive, 

passionate, empowering, visionary, and creative (Hackman & Johnson, 

2004).Since Burns first introduced the concept of transformational 
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leadership in 1978, a great deal of research has been devoted to exploring 

the behaviours of leadership styles (Avolio, Bass, & Jung, (1999); Bass & 

Avolio, (1995).  

 

Methodology 

The research design for this study is cross sectional study design.  It 

adopted the use of survey in collection and analysis of data. This research 

design enabled a cross section of the study population to be taken as 

sample after which, generalization was made. The study population was 

made up of academic and administrative staff of Benson Idahosa 

University. The study population was made up of 431 staff, comprising 

189 academic staff and 242 administrative staff. The university currently 

have this staff spread across 7 faculties of learning with a total of 18 

departments and 9 administrative units. The sample size for the study was 

drawn from staff population of Benson Idahosa University, in Benin City, 

Edo State. Using the Yaro Yemane sample size determination formular, 

the total sample size for this research was 207 staff of Benson Idahosa 

University, comprising persons who are either administrative or academic 

staff regardless of sex and religion. 

The stratified sampling technique was used in this study. Stratified 

sampling is a type of probability sampling that involves the researcher 

dividing the entire population into subgroups or strata, and then 

randomly selects the final subjects proportionally from the different strata. 

Thus, participants were selected randomly based the strata they fell into. 

116 respondents were drawn from the administrative staff strata while 91 

respondents were also randomly selected from theacademic staff strata. 

The study used quantitative methods of data collection, this involved the 

use of 2 instruments for data collections which are; TLAT 

(Transformational Leaders Assessment Tool). This instrument was 

adapted to suite into the contest of assessment. It was adapted and re-

worked on to enable the employee access his or her boss rather than the 
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boss assessing himself or herself, since the original construction of the 

instrument was for self-assessment.  

The name of instrument TLAT was adapted from is “Self-Assessment 

Tool: Are you a transformational Leader” and also adapted the 

Organization Citizenship Behaviour Questionnaire (OCB) by Mooman 

and Blakelt, (1995). The instrument measures 6 basic leader behaviour 

patterns, as well as a set of emotional responses usually associated with 

transformational leadership. For the purpose of this study all scores on the 

instrument were measured. The higher the score, the more a staff 

perceives his boss to demonstrate transformational leader behaviour. The 

study adopted both descriptive and inferential statistic in analyzing data 

generated from the field. It commenced with the descriptive statistics in 

analyzing data, while the inferential statistics test, correlation analysis and 

regression analysis were used to analyze and make inference to test the 

generated hypotheses.   

 

Research Hypotheses 

1. There is no significant relationship between organizational 

citizenship behavior and transformational leadership style among 

employees of Benson Idahosa University in Benin City, Edo State? 

2. Transformational Leadership style does not have significant 

influence on organizational citizenship behavior among employees 

of Benson Idahosa University in Benin City, Edo State? 

 

Results and discussion 

This section focuses on summarizing the findings of this study; the study 

set out to get data from 206 participants, consisting of 206 staff of Benson 

Idahosa University, but was able to retrieve valuable data from 200 

participants. Data retrieved from the 200 participants represented 110 

administrative staff and 90 academic staff. Reliability of this data was 

tested with Cronbach’s Alpha of 0.856; this indicated that the instrument 

used was reliable for the study.  
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Research Question 1: Is there a relationship between the organizational 

citizenship behavior (OCB) and Transformational leadership style (TLAT) 

among employees of Benson Idahosa University in Benin City, Edo State? 

 

Table 1: Descriptive statistics showing the relationship between 

Organizational Citizenship behaviour and transformational Leadership 

style among employees of Benson Idahosa University. 

Variables N Mean Standard 

Deviation 

Covariance 

OCB 200 77.30 11.02  

66.26 
TLAT 200 96.24 15.01 

Source: Fieldwork, 2017 

 

The result in table 1 shows the descriptive statistics between 

organizational citizenship and transformational leadership style of 200 

respondents with a mean of 77.30 and 96.24 respectively. However, with a 

standard deviation of 11.02 and 15.01 and a covariance of 66.26, it clearly 

showcases the descriptive relationship between these two variables.  

Research Question 2: Does Transformational Leadership style have an 

influence on organization citizenship behaviour among employees of 

Benson Idahosa University in Benin City, Edo State? 
 

Table 2: Descriptive statistics showing transformational leadership style 

having influence on organization citizenship behaviour among 

employees in Benson Idahosa University. 

Variables N Mean Mean diff. Standard 

deviation 

r 

TLAT 200 96.24  

18.93 

15.01  

0.40 
OCB 200 77.30 11.02 

Source: Fieldwork, 2017 
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The result in table 2 shows the descriptive statistics of transformational 

leadership style having an influence on the organization citizenship 

behaviour among employees. Moreover, having a total number of 200 

employees as the respondents with a mean of 96.24 and 77.30 and a 

standard deviation of 15.01 and 11.02 respectively for transformational 

leadership style and organization citizenship behaviour style respectively 

with a mean difference of 18.93 has an r-value of 0.40. 

Hypothesis 1: H01: There is no significant relationship between 

organizational citizenship behavior and transformational leadership style 

among employees of Benson Idahosa University in Benin City, Edo State? 

 

Table 3: showing the correlation between organizational citizenship 

behaviour and transformational leadership style among employees of 

Benson Idahosa University 
Variables N Mean Standard 

Deviation 

Sum of 

Squares 

Covariance r Sig. Decision 

OCB 200 77.30 11.02  

13187.36 

 

 

66.26 

 

0.40 

 

0.00 

 

Significant 

TLAT 200 96.24 15.01 

Source: Fieldwork, 2017 

 

Table 3 shows the correlation between organizational citizenship 

behaviour and transformational leadership style of 200 respondents with a 

covariance of 66.26 and sum of squares of 13187.36 between the two 

variables. Hence, this resulted into an r-value of 0.40 but a sig. value of 

0.00 making us reject the null hypothesis and accept the alternate 

hypothesis which states that there is a significant relationship between the 

organizational citizenship behaviour and transformational leadership 

style of employees of Benson Idahosa University.  
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Hypothesis 2:H02: Transformational Leadership style does not have 

significant influence on organizational citizenship behaviour among 

employees of Benson Idahosa University in Benin City, Edo State? 

Table 4: showing the influence of transformational leadership style on 

organizational citizenship behaviour among employees of Benson Idahosa 

University 

ANOVAa 

Model Sum of 

Squares 

df Mean 

Square 

F Sig. 

 

Regressio

n 
3876.26 1 3876.26 37.75 0.00b 

Residual 20330.13 198 102.67   

Total 24206.39 199    

Source: Fieldwork, 2017 

 

Table 5 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

 B Std. 

Error 

 

(Constant) 49.01 4.65  10.52 0.00 

TLAT 0.29 0.04 0.40 6.14 0.00 

Source: Fieldwork, 2017 

 

The result in table 4 & 5 respectively shows the influence of 

transformational leadership style on organizational citizenship behaviour 

among employees of Benson Idahosa University. Table 4 shows a simple 

model summary indicating our r-value of 0.40 and as well the r-square 

value of 0.16. It can also be observed that a sig. value of 0.00 is less than 
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the p-value of 0.05; indicating that null hypothesis be rejected while the 

alternate hypothesis is accepted. Furthermore, a confirmation of the sig. 

value is also shown in table 5 with a value of 0.00 indicating that the null 

hypothesis be rejected whereas the alternate hypothesis saying that 

transformational leadership style has a significant influence on the 

organizational citizenship behaviour among employees of Benson Idahosa 

University is accepted. 

 

Discussion of Findings 

This finding of the study revealed that there is a relationship between 

organizational citizenship behaviour and transformational leadership 

style and the relationship is a positive one. This means that when there is 

an increase in the transformational leadership behaviour being exercised 

by a leader, it is also expected that the organizational citizenship 

behaviour of subordinates would also increase. When there is a decline in 

the transformational leadership behaviour of a leader, organizational 

citizenship behaviour in subordinate also declines. Increase or decline in 

organizational citizenship behaviour of subordinate or staff is also 

interpreted to be increase or decline in transformational leadership 

behaviour of superior respectively.  This confirms what Mackenzie et al., 

(2001); Podsakaff et al., (1996) said when they argued that 

transformational leadership behaviours are correlated with OCB since 

transformational leaders put new goals for employees in order to motivate 

them to perform above expectations. The performance of jobs based on the 

sole expectations of getting rewards is eliminated through 

transformational leadership behaviours. 

 The study went further to also investigate if transformational leadership 

style causes organizational citizenship behaviour and ascertain what 

leadership style necessarily have positive effect or influence on 

organizational citizenship behaviour. Researchers have attempted to 

determine attitudes or situational factors that correlate with OCB since 

OCB has a potential value to the organization. There are four major 
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categories of antecedents of OCBs which are Individual Characteristics, 

Task Characteristics, Organizational Characteristics and Leadership 

Behaviour. Leadership behaviours are investigated under three main 

theories: the transformational theory, the transactional theory and the 

leader-member exchange (LMX) theory. Transformational leadership 

behaviours include articulating a vision, providing an appropriate model, 

fostering the acceptance of group goals, high performance expectations 

and intellectual stimulation. Positive relationships were found between 

individualized support and civic virtue and high performance 

expectations and sportsmanship. Relationship was found between 

articulating expectations and sportsmanship and high performance 

expectations and courtesy (Podsakaff et al., 1996).  

Transactional leadership behaviours include contingent reward 

behaviour, contingent punishment behaviour, non-contingent reward 

behaviour and non-contingent punishment behaviour. The relationship 

between transactional leadership and OCB is based on the relationship 

between fairness of rewards and OCB. Positive relationships were found 

between contingent reward behaviour and the altruism and 

sportsmanship dimensions of OCB (Mackenzie et al., 2001) since fair 

treatment of employees through contingent rewards upon performance 

results in the performance of citizenship behaviours. Leaders create in-

groups and out-groups and subordinates with in-group status would have 

higher performance ratings, less turnover and greater satisfaction with 

their supervisors according to leader-member exchange (LMX) theory. 

Employees who are involved in higher quality LMX are more inclined to 

reciprocate by performing citizenship behaviours (Settoon, Bennett & 

Liden, 1996), since they receive special benefits and opportunities from 

their supervisors such as trust, support, promotions and desired 

assignments. Many studies find consistent relationships between LMX 

quality and employee OCB (Organ et al., 2006). 

Perceived leader supportiveness has also been considered in the OCB 

literature. The relationship between leader supportiveness and OCB is 
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explained through a pattern of exchange. Norms of reciprocity make 

performance of OCB more likely since employees try to reciprocate their 

supervisors OCB in such a pattern of exchange. When supervisors treat 

employees fairly, organizational citizenship behaviour is inevitable for 

employee reciprocation (Organ et al., 2006). Supportive supervisor 

behaviours are themselves OCB behaviours aimed at helping an 

employee. The supervisor behaviours are themselves OCB behaviours 

aimed at helping an employee. The supervisor might influence 

subordinates to perform helping behaviours by acting as a role model.  

Furthermore, from this study, it has been gathered that organizational 

citizenship behaviour has significant influence on organizational 

citizenship behaviour. Transformational leadership behaviours include 

articulating a vision, providing an appropriate model, fostering the 

acceptance of group goals, high performance expectations and intellectual 

stimulation. This means that when these behaviours are expressed by a 

superior, subordinate will express more organizational citizenship 

behaviour. If everything rises and falls on leadership, it also means that 

the organizational citizenship behaviour of employees is also determined 

by leaders’ behaviour. In this study, the findings revealed  that 

transformational leadership influences or can cause organizational 

citizenship behaviour and transformational leadership is highly 

interactive, passionate, empowering, visionary and creative, this skills can 

be learnt by any leader and adapted into relating with subordinates so 

that organizational citizenship behaviour can be achieved. 

 

Conclusion 

Organizational citizenship behaviour are imperative to every organization 

as this is a measure of staff or members commitment to the organization, it 

is therefore important for leaders to be interested in seeing this behaviours 

in their subordinates and ensure they play their part in stimulating such 

behaviour by portraying transformational leadership style. 

Transformational leadership have an historical context, based on 
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organizational development. The transformational work culture is one in 

which change is a constant factor but even more the underlying objective 

in the culture is to engage in a regiment of continual learning that will 

make all participants excel in the field they are in. This concept was an 

early fixture in the knowledge centred enterprises that came in to 

existence in the way of the technology explosion of the early 1990s. In this 

work culture there was strong emphasis on developing people because 

they were viewed as the organization’s most valuable assets. By 

developing them, the fortunes of the organization were assured. 

Transformational leadership as seen is primarily concerned with helping 

subordinate develop and become better. It focuses on the person first 

rather than just getting the job done. If subordinates can feel that the 

leader has genuine concern for them, they will be committed to the goals 

and vision of the group thereby expressing organizational citizenship 

behaviour. This study therefore concludes that when transformational 

leadership style is adopted, it influences organizational citizenship 

behaviour in subordinate. 

 

Recommendations 

This study therefore strongly recommends the following: 

1. Transformational style of leadership is recommended as leadership 

style for management of Benson Idahosa University. Not just for 

management of Benson Idahosa University but also in every 

corporate organization. Every organization wants to see 

commitment beyond salary or wages, managements of 

organizations always want employees to exhibit a high level of 

commitment and sense of ownership to the organization. The 

primary way of measuring this behavior in employees is by 

motivating organizational citizenship behavior in them. From this 

study, transformational leadership style helps management to 

achieve this. Thus transformational leadership style is 
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recommended for every level of leadership within Benson Idahosa 

University and other organizations.  

2. Leadership styles are styles leaders decide to use in relating with 

subordinates. All leaders within Benson Idahosa University system 

and other organizations should be taught, trained, and made to see 

the benefits of relating with subordinate with transformational 

style of leadership. They should learn to be interested in the 

subordinate’s growth and support subordinates to grow and get 

better at their job and life. In relating with employees in this way, 

their commitment to the leader and organization increases, there by 

leading to organizational citizenship behavior. 

3. To help create a culture of transformational leadership style within 

the organization, subordinates should be trained and taught this 

transformational leadership style since some of them will rise 

through the leadership system in the organization. If they will rise 

through the leadership system in the organization, then it’s 

important to expose them to this style of leadership before they get 

to this level of leadership. This will help create a consciousness and 

sense of this leadership style within the entire system of the 

organization. 

4. Before individuals are appointed or selected into responsibilities of 

leadership, their leadership styles should be evaluated and ensure 

they have transformational style of leadership because it attempts 

to combine different style of leadership.This will be of great benefit 

to the organizational citizenship behavior of Benson Idahosa 

University staff and other organizations at large. 
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