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ABSTRACT 
In the last two decades a substantial amount of research has focused on the concept of organizational 
citizenship behavior. Sharing the needed knowledge in organizations empower all of the employee. In 
particular, while performing team work, the applied leadership style and the possibility of access to 
knowledge of employee, brings more power to the organizations. The purpose of our study is to determine the 
effect of information sharing, teamworking and transformational leadership on organizational citizenship 
behaviors in information society. The survey of this study is conducted on 300 personnel of an educational 
institution which serves in many cities in Turkey. The obtained data from the questionnaires are analyzed 
through the SPSS statistical packaged software. 

Keywords: Information Sharing, Teamworking, Ttransformational Leadership , Organizational Citizenship 
Behaviors. 

INTRODUCTION 
Our world and its economy has become global. Today’s economy presents challenging opportunities as well 
as dramatic uncertainty. The new economy has become knowledge based and is performance driven. 
Managers in organizations become different new responsibilities to do their task. Management's primary job 
is to make organizations operate effectively. Society's work gets done through organizations and 
management's function is to get organizations to perform that work. Getting organizations to operate 
effectively is difficult, however. Understanding one individual's behavior is challenging in and of itself; 
under standing group that's made up of different individuals and comprehending the many relationships 
among those individuals is even more complex (Nadler et.al.,1982:35).  In our global world, knowledge has 
become more important with each passing day. As we see a global definition of knowledge society as “An 
knowledge society is a society where the creation, distribution, use, integration and manipulation of 
knowledge is a significant economic, political, and cultural activity” the use of the concept knowledge 
society had already become widespread. According to the studies and theories, the transition to the 
knowledge society is characterised by a number of changes in production and consumption. The key 
argument is that production of knowledge is becoming more importance relative to other forms of production 
and that employment is shifting towards knowledge-related activities (Skogerbø, E., Syvertsen T., 2004:46). 
To be competitive in today’s business life, knowledge must be used professionally and effectively by all 
employee. Knowledge, which has become the most powerful tool for all organizations, produces more value 
when it is shared. Sharing the necessary knowledge in organizations empower all of the employee. In 
particular, while performing team work, the applied leadership style and the possibility of access to 
knowledge of employee, brings more power to the organizations. Knowledge sharing in teamwork allows 
competitive advantage in today’s business life. There has been significant debate as to the styles and 
characteristics of leadership that causes ideal team performance (Sohmen V. S. ,2013:1).  We can not 
imagine leadership and teamwork existing without each other. Nowadays in the knowledge-intensive world 
of business, leaders influence and motivate teams.   
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In the last two decades a substantial amount of research has focused on the concept of organizational 
citizenship behavior. The widespread interest in organizational citizenship behaviors stems from the belief 
that these behaviors enhance individual, unit and organizational performance by making organizations more 
attractive places to work for one’s coworkers (Organ, 1988; Netemeyer et al., 1997; Organ, 1988; Podsakoff 
et al.,1996; Podsokoff, Mac Kenzie, 1997). Since the development of the concept, much research has been 
focused to explore the antecedents of OCBs. The most researh on OCB has related to individual antecedents 
of OCB- including personality, satisfaction (Bateman, Organ, 1983, Organ, Lingl, 1995), commitment 
(O’Reilly & Chatman, 1986), perceptions of fairness (Moorman, Niehoff, Organ, 1993), intrinsic and 
extrinsic job attitudes (Williams & Anderson, 1991), job status, identification work value (Feather, Rauter, 
2004), justice (Nadiri, Tanova, 2010). Some research on OCB has focused on context related variables. For 
examble researchers have suggested important relationship between OCB and task characteristics (Podsakoff 
& McKenzei, 1995), organizational politics, organizational support (Randall, et all, 1999), social support 
(Chu, Lee, Hsu, 2006), leader behaviors (Padsokoff, et al., 1990, Truckenbrodt, 2000) abusive supervision 
(Zellars, et al, 2002), organizational learning (Somech, Drach-Zahavy, 2004), work values (Feather, Rauter, 
2004). However, the relatioship among team work, knowledge share, and organizational citizenship 
behaviors are not examined enough. However, in order for the employee to demonstrate organizational 
citizenship behavior, it seems necessary to build a culture of communication, trust, team workking, 
participation and knowledge sharing. Thus, the purpose of this research is to examine and compare the effects 
of team work, knowledge share and participative management on five dimensions of organizational 
citizenship behaviors.  

LITERATURE REVIEW AND HYPOTHESES  
The development of Knowledge - communication technologies, and the effects of globalization,  has led to an 
inevitable transformation in institutional and social dimensions. This transformation is considered as 
"informatics revolution" or "knowledge society" today      (Yıldırım U.,  Öner Ş., 2004:1). In order to achieve 
superiority over the competition businesses want to keep Knowledge in their hands and to take advantage of 
as much of the knowledge technology in Knowledge society (Selvi Ö., 2012:1). 

Knowledge society has occurred as a step with an increasing use of knowledge technology in developed 
countries such as Western Europe, Japan and America in 1950 - 1960s. The most important feature of this 
phase shaped in developed countries is using knowledge and knowledge technology in all areas. Therefore, 
the developments of knowledge society leads to increase productivity in production and encourags new 
technological, economic, social and cultural development in a short time (Selvi Ö., 2012:192). There are 
many definitions for Knowledge Society: 

 Knowledge society is a society, that provide access to the Technologies and use these technologies 
through new knowledge and communication Technologies. 

 A society that organises itself around knowledge in the interest of social control, and the management of 
innovation and change (Daniel Bell). 

 A society where knowledge is used as an economic resource, the community harnesses/exploitsit, and 
behind it all an industry develops which produces the necessary knowledge  (Nick Moore) 

 A new type of society in which humanity has the opportunity to lead a new way of life, to have a higher 
standard of living, accomplish better work, and to play a better role in society thanks to the global use of 
knowledge and telecommunication technologies.” (Béla Murányi). 

With another approach, in the knowledge society knowledge has been turned into capital, raw materials, 
energy and manpower such as the factors of production, used as raw materials and product in the economy, 
shared by everyone and accepted as a cultural value in society. Knowledge society is the structure of society 
which is started to be used in all areas of knowledge and communication Technologies (Rukancı ve 
Anameriç, 2004). 

Knowledge sharing 
Knowledge has been commonly known as the major source for creating an organization’s sustainable 
competitive advantage (Fang, Y.,et al.,2010:42). Collins and Hitt (2006:148) illustrated in their study that 
knowledge sharing is an accumulation of social capital for an organization as if there is an adequate social 
capital is available then the knowledge possessed by an individual can be shared efficiently and effectively in 
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the organization. Nevertheless the willingness of the members to share their knowledge with other members 
based on the organizational structure and social relations in the organization ( Islam T. et al., 2012:795). The 
importance of organizational knowledge has supported several knowledge management activities that are 
intended to realize knowledge creation, retention and distribution (Bock, G.W., et al.,2010:99). In fact, the 
knowledge of human resources, customers, innovations and processes consist of managerial intellectual 
capital that will be incorporated into decisions (Shang, S.S.C., et al.,2009:99). However, the transition of 
knowledge across individuals and organizational boundaries, and into organizational practices relies heavily 
on individual employees’ knowledge sharing behavior (Bock, G.W., et al., 2005:101). When individuals are 
psychologically attached and identified with an organization,  they trust and interact  with other 
organizational members and make it easy and comfortable to share knowledge with them ( Islam T. Et al., 
2012:795). Social factors are more deterministic than extrinsic benefits in knowledge -sharing behaviors 
(Bock, G.et al., 2005:99) 

Knowledge sharing  potentially carries the meaning, to  share sensitive knowledge about costs, productivity, 
financial and performance with employees of the organization's (Scott ve diğ., 2004:333). With knowledge 
sharing, managers strengthen teams that can take their own decisions. This dimension creates a situation for 
workers to understand the meaning of their work, to feel being of competence in fulfilling the business and 
have an impact in the direction of the organization where they feel themselves better (Bandura, 1982:122). In 
other words, knowledge sharing constitues the basis of empowerment. The sharing of sensitive and important 
knowledge will allow employees to understand the duties and responsibilities , organization and the top 
management’s judgments and behaviors. Trust, mutual understanding and communication resulting from this 
undestanding will give a potential ability to employee to govern themselves (Si ve Wei, 2012: 303). As seen, 
in companies to obtain the knowledge, sharing among employees, development and management emerges as 
a strategic activity. (Demirel,2008:199). 

Knowledge sharing is one of the most critical point for knowledge society. Without knowledge sharing, it is 
not possible to see an efficient knowledge society. Bureaucratic structure of the organization, limits the 
sharing of knowledge particularly sensitive and important knowledge. Knowledge sharing, why it is the most 
important first step can be summarized as follows (Randolph, 1995: 22): 

 Without knowledge, it is not possible to wait from the employees to act responsibly for the organization 
and to make a difference in their movements.  

 Knowledge sharing significantly increases the level of confidence in the organization. 
 In particular, the sharing of sensitive knowledge, cause employees to embrace the work. 

To obtain the innovative competitive advantage in favor of the organizations effectively, organizations 
provide substantial knowledge to employees, employees to other employees (Taş, 2011:120). After providing 
knowledge sharing, and the foundation of trust the next step will be the creating autonomy structure based 
working teams (Randolph, 1995: 23-25). Therefore, the following hypothesis is proposed: 

Hypothesis 1: Knowledge sharing has a positive relationship with attitude toward Organizational Citizenship 
Behaviors. 

Team Working 
Today, many organizations are formed self-governing teams, and be given responsibility over the whole of a 
product or process in such teams. (Akçakaya, M., 2010:158).  Nowadays, in many organizations, complex 
decisions are taken, and in this context the decision-making of a single employee does not provide efficiency.  
In other words, it can be said that a group of employees provide input to the complex decision-makings. 
Teams with the structure of creating  synergy, create significant knowledge and also serve as a mechanism to 
provide support to the empowered personnel (Randolph, 1995: 27). 

Scarnati defined Teamwork (2001:5) “as a cooperative process that allows ordinary people to achieve 
extraordinary results”. Teamwork is a very essential part of workplace success. When employees work 
together to accomplish a goal, everyone benefits. Teamwork allow individuals working together in a 
cooperative environment to achieve planned team goals through sharing knowledge and skills. (Tarricone P. 
& Luca J.,2002:641) There are many definitons about team working. As a result we can make a common 
definition about team work; “Teams are groups of people with complementary skills who are committed to a 
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common purpose and hold themselves mutually accountable for its achievement. Ideally, they develop a 
distinct identity and work together in a co-ordinated and mutually supportive way to fulfil their goal or 
purpose” (www.constructingexcellence.org.uk. 2004:5).   

Team responsibility and working, provide the opportunity of decision-making tool position. In this process, 
in fact, efforts are made teams to take the the position of the hierarchy. So, it is necessary to increase the 
responsibility of the team with the hierarchy reduction and new arrangements and structures within the 
organization. However, many managers act for fear of losing the power control at this point and can show 
resistance to empowerment. When team take place of the hierarchy, roles of managers will be; coaching, 
consulting and leadership etc. as varies. Giving more responsibility to the team should be supported by new 
training programs. This is meant to be less controlling of the first supervisor than before, incentives for 
change and support should be provided by management. This also requires the adoption of certain risks and 
fear. (Si ve Wei, 2012: 304). This dimension; works in a wide range of team training, and covers some of the 
responsibility for work outcomes. This dimension essentially aims to strengthen the effects of the 
qualification of the employees in the organization (Scott, E. S. ve diğ., 2004:336).What to do in order to  
replace the position of the hierarchy with teams is as follows: (Randolph, 1995: 29): 

 Continuing education, 
 Work on the leadership gap, 
 To accept the fear. 

When the team's  responsibility increased, as the basis for implementation, decision-making expected in 
terms of the team members and to act so, training is very important. 

The disappearance of the hierarchy creates a leadership gap. Initially, the teams need to have strong leaders, 
leadership, encouragement, and support.   

Kelchner (2013) points out that maximizing the diversity within a team is important to allow for different 
skill-sets to come together and to share ideas for the best solution possible.Successful teams are characterised 
by a team spirit based around trust, mutual respect, helpfulness and – at best – friendliness 
(www.constructingexcellence.org.uk. 2004:5).  Simply bringing people together does not necessarily ensure 
they will function effectively as a team or make appropriate decisions. Teams are composed of people who 
have a variety of emotional and social needs which the team can either frustrate or help to meet.  Teams have 
several characteristics: diverse individuals, a common goal, a sense of community, knowledgesharing, and, 
concerted effort (Sohmen V.S., 2013:4). Indeed, strong leaders build strong teams: groups of people who 
work together in cooperative, goal-oriented effort. In the knowledge-intensive world of today, leaders 
influence and motivate teams. They do not coerce. They achieve results by developing a shared vision and 
communicating it to the team whilst influencing with passion. If we suppress the natural dynamic flow of a 
team—with possible conflicts—self-induced barriers are created within that team. Therefore, the leader 
should strive to understand the culture of each team and find ways to strengthen the natural dynamics of that 
team and each of its members. A creative approach needs to be taken to drive the strategic vision of the 
organization through effective leadership (Sohmen V.S., 2013:4). Therefore, the following hypothesis is 
proposed: 

Hypothesis 2: Team working has a positive relationship with attitude toward Organizational Citizenship 
Behaviors. 

Transformational Leadership 
Leadership is critical to teamwork. The team leader is the person responsible for ensuring that members work 
effectively together to achieve their goal or objective and must facilitate the co-operation necessary for the 
team to perform well. The leader must also ensure that the team has the resources and knowledge necessary 
to complete its task.  The leader should be a role model for the team – good at communicating openly and 
honestly and winning the respect and trust of all involved. Creating opportunities for team members to 
participate and contribute to the task constructs a sense of common ownership of both the problem and its 
solution. Considering the “five-dimensional leadership competence model” (Transformational;  
Transactional; Organic;  Contemporary; and,  Ethical) (Cameron & Whetten, 2011),  we will handle with “ 
Transformational Ledaership” in this study.  Sohmen V.S. (2013:6).,describes Transformational Leaders as 

http://www.constructingexcellence.org.uk/
http://www.constructingexcellence.org.uk/
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“Transformational leaders are charismatic individuals who have the ability to influence a team to meet the 
organization’s strategic goals. These leaders encourage and enable the development of an organization that is 
characterized by a culture based on integrity, transparency, and genuine respect for others” . The 
transformational leader leads by inspiring and stimulating followers and by creating highly absorbing and 
motivating visions (Bass, Waldman, Avolio, & Bebb, 1987:75). Transformational leaders develop a vision 
and motivate their followers to strive for this vision. Transformational leadership make the audiences, about 
their motivation to do more than initially expected (Bolat and Seymen, 2003: 64). Based on this article, the 
following hypothesis is developed: 

Hypothesis 3: Transformational Leadership has a positive relationship with attitude toward Organizational 
Citizenship Behaviors. 

Organizational Citizenship Behaviors 
Derived from Katz’s (1964) category of extra role behavior (Schappe 1988, 277) OCB has been defined as 
individual behavior that is discretionary, not directly or explicitly recognized by the formal reward system 
and that in the aggregate promotes the effective functioning of the organization. Discretionary, means that the 
behavior is not an enforceable requirement of the role or the job description, that is the clearly specifiable 
terms of the person’s employment contract with the organization; the behavior is rather a matter of personal 
choice, such that its omission is not generally understood as punishable (Organ (1988, p.4). Examples of 
OCBs include helping coworkers with work related problems, not complaining about trivial problems, 
behaving courtesely to coworkers, and speaking approvingly about the organization to outsiders. A key 
component of the OCB definition is that omission of the OCBs is not punishible (Zellars, Tepper, Duffy, 
2002: 1068). 

Although there is no clear consensus with the literature on the number of dimensions of OCBs, Organ (1988) 
and other studies (Padsakoff & MacKenzei, 1994; Padsakoff et al, 1997; Farth, Zhong, & Organ, 2004) have 
proposed a variety of forms, including altruism, courtesy, sportsmanship, civic virtue, and conscientiousness.  
Altruism is discretionary behavior that has the effect of helping a specific other person with an 
organizationally relevant task. Courtesy is is discretionary behavior aimed at preventing work-related 
problems with others (e.g., touching base with the manufacturing plant before making a large sale final). 
Sportmanship is behavior that tolerating in good spirit the occasional hardships and deprivations that 
unpredictably befall individuals in the course of organizational endeavors (Organ 1988a, p. 11). Civic virtue 
is behavior indicating that the employee responsibly participates in, and is concerned about, the life of the 
company. Finally, conscientiousness is discretionary behavior that goes well beyond the minimum role 
requirements of the organization (MacKenzie, Podsakoff and Fetter 1993). Although OCB is discretionary 
behavior researchs  pointed out that today “the ideal worker is an employee who not only demonstrates high 
levels of task performance, but also engages in high levels of OCB as well (Bolino and Turnley, 2005, p. 
740). 

There are some possible causes why helping behaviors might be positively related to work group or 
organizational effectiveness. For example, OCBs (1) provide a means of managing the inter-dependencies 
among members of a work unit, which increases the collective outcomes achieved; (2) reduce the need for an 
organization to devote scarce resources to simple maintenance functions, which frees up resources for 
productivity; and (3) improve the ability of others (i.e., coworkers and managers) to perform their jobs by 
freeing up time for more efficient planning, scheduling, problem solving, and (4)  enable the organization to 
more effectively adapt to environmental changes and (5) strengthening the organization's ability to attract and 
retain the best employees. Overall, OCB enhances the social and psychological work environment in such a 
way that it supports task proficiency and can increase group performance (Organ, 1988; Netemeyer, 1997, 
86), Podsakoff & MacKenzie, 1994; 1997). OCBs create efficiencies by reducing the need for monitoring 
and freeing time for more valuable management activities such as scheduling and problem solving 
(Podsakoff et al., 1995). 

OCB develops through the voluntary efforts of employees to exceed prescribed instructions and tasks. These 
efforts are oriented towards two major targets, with members of the organization being the first target. In this 
case, OCB is revealed as helping (forms of behaviour reflecting social, moral or practical assistance). 
Helping may reflect significanttraits such as altruism, conciliation and even courtesy. Giving and receiving 
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help strengthens ties between employees. Helping promotes the desire to reciprocate, contributes to learning 
the ropes and frees management control over tasks, allowing management to concentrate on developing 
goals, etc. (Paille, Grima, 2011, p.4). 

Relationship Between knowledge sharing, team working, transformational 
leadership and OCB  
Bolino, M.C., et al., (2002:510) mentioned in their study that that OCBs play a very vital role in the 
development of social capital in organizations. Their conceptual framework indicates that OCBs include 
loyalty, obedience and participation, all of which contribute to the creation of the structural, relational and 
cognitive aspects of social capital. OCB’s enhanced when employee’s perceived that there is a supportive 
culture in their organizations. By social exchange theory it is also mentioned that when employees perceive 
that their organization supports them they show citizenship behaviors (Islam T. et al., 2012:796). Knowledge 
sharing behavior is regarded as the degree to which employees share their acquired knowledge with their 
colleagues (Ryu S., Ho S.H., and Han I.,2003:119). Inherently, the transfer of knowledge from one individual 
or one unit of an organization to another significantly contributes to the organizational performance (Argote, 
L., et al., 2000:7). Facilitating knowledge sharing is a complicated task, as one of the major challenges 
concern is the willingness of organizational members to share their knowledge with other co-workers(Lam, 
A., and Lambermont-Ford, J.P., 2010:57). In the workplace, knowledge sharing behavior is viewed as 
voluntary and is represented by OCB, and another social psychological factor, namely, sense of self-worth. 
Ipe (2003) indicates that many researchers have handled the motivation for knowledge sharing as a function 
of reciprocity. And the organizational climate must be ready for knowledge sharing.  Employee development 
through team building and employment of self-managed teams has been found to be positively related to 
improved organizational productivity (Druskat and Wolf 1999). Effective teams are teams who can achieve 
high standards of task performance, and reach high levels of satisfaction for their members. Leadership 
behaviour, among other factors, no doubt influences employees’ attitude to work, and team leadership style is 
one of the major factors that effects team’s success. A study by O’Connor (1972) revealed that companies 
earned higher net profits with effective leaders. It therefore holds that successful organizational citizenship 
behaviour is highly dependent on effective leadership. 

METHODOLOGY 
Research Objective 
The purpose of this survey is to identify the effect of f information sharing, teamworking and 
transformational leadership on organizational citizenship behaviors in information society. To test the 
propositions, a field survey using questionnaires were conducted. 

Sampling  and Data Collection 
The main body of this survey comprises an educational institute operating in Turkey. This institute is 
operating since a long time in the education sector throughout Turkey, and was carried out in a well-
established company operating in many cities and towns in Turkey. The survey of this study is conducted on 
300 personnel of this institution. Despite these fundamental constraints of the study should be evaluated in 
the literature as well as contributed to a number of practitioners. Data obtained from those 300 questionnaires 
were analyzed through the SPSS statistical packet program.   

Measures 
The scale items for attitude toward knowledge sharing and team working are adapted from Blanchard et.al. 
(1995). In order to measure leadership issue, "Multifactor Leadership Questionnaire" were used developed by 
Bass and Avolio (1995). The scale developed by Padsakoff et al. (1990) is used to measure the organizational 
citizenship behavior. Organizational citizenship behavior is measured as 24 variables in five dimensions; 
conscientiousness, civic virtue, sportsmanship, altruism and courtesy. 

All of the variables in the research model was measured using 5-point Likert scale. A six-point scale is used, 
with anchors ranging from 1=“extremely disagreed”, 2=“disagreed”, 3=“somewhat disagreed/somewhat 
agreed”, 4=“agreed”, to 5=“extremely agreed”. 



Journal of Global Strategic Management | V. 9 | N. 1 | 2015-June | isma.info | 75-86 | DOI: 10.20460/JGSM.2015915630 

81 

The main and sub-hypotheses based on the measurement model study was as follows. 

H1: Knowledge Sharing has a positive effect on organizational citizenship behavior. 

 H1a1 Knowledge sharing  affects conscientiousness dimension by ∝= 0.05 significance level. 
 H1a2 Knowledge sharing  affects sportmanship dimension by ∝= 0.05 significance level. 
 H1a3 Knowledge sharing  affects courtesy dimension by ∝= 0.05 significance level. 
 H1a4 Knowledge sharing  affects civic virtue dimension by ∝= 0.05 significance level. 
 H1a5 Knowledge sharing  affects altruism dimension by ∝= 0.05 significance level. 

H2: Teamworking has a positive effect on organizational citizenship behavior. 

 H2a1 Teamworking  affects conscientiousness dimension by ∝= 0.05 significance level. 
 H2a2 Teamworking  affects sportmanship dimension by ∝= 0.05 significance level. 
 H2a3 Teamworking  affects courtesy dimension by ∝= 0.05 significance level. 
 H2a4 Teamworking  affects civic virtue dimension by ∝= 0.05 significance level. 
 H2a5 Teamworking  affects altruism dimension by ∝= 0.05 significance level. 

H3: Transformational Leadership has a positive effect on organizational citizenship behavior. 

 H3a1 Transformational Leadership  affects conscientiousness dimension by ∝= 0.05 significance level. 
 H3a2 Transformational Leadership  affects sportmanship dimension by ∝= 0.05 significance level. 
 H3a3 Transformational Leadership  affects courtesy dimension by ∝= 0.05 significance level. 
 H3a4 Transformational Leadership  affects civic virtue dimension by ∝= 0.05 significance level. 
 H3a5 Transformational Leadership  affects altruism dimension by ∝= 0.05 significance level. 

 

Table 1:  Profiles of the Resondents 
   Frequency 

 

            Percentage 

             

   
 25 years and under 24 8    
  26- 35  149 49,7    
  36- 45 95 31,7    
  46- 55 25 8,3    
  56 years and over 7 2,3    
  Total 300 100    

  Female 172 57,3    
  Male 128 42,7    
  Total 300 100    

 Married 103 34,3    
  Single 197 65,7    
  Total 300 100    

 Elementary School 3 1    
  Middle School 9 3    
  High School  16 5,3    
  College 46 15,3    
  Bachelor degree/professional 198 66    
 Master Degree/ PhD 28 9,4    
  Total 300 100    

 < 1 year 20 6,7    
  1-3 years 90 30    
  4-6 years 103 34,3    
  7-9 years 67 22,3    
  >10 years 20 6,7    
  Total 300 100    
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Analyses and Results 
The research result obtained after the findings were analyzed for the purposes of the research. Research 
hypotheses reliability and validity analysis in order to assess the accuracy of the scale used for multivariate 
scale in research before testing was performed. Four different scales were used  for information sharing, 
teamworking, transformational leadership and OCB. A total of 54 variables were used for these four 
dimensions  in the study. 

Table: 2 The relations between Knowledge Sharing and OCB. 
Hypothesis Relations P Conslusion 

H1a1 There is a relationship between conscientiousness dimension of OCB 
responsibilities with Knowledge Sharing. 

*** 
 

H1a2 There is a relationship between sportmanship dimension of OCB 
responsibilities with Knowledge Sharing.. 

*** 
 

H1a3 There is a relationship between courtesy dimension of OCB 
responsibilities with Knowledge Sharing. 

,044 
Partially 
Supported 

H1a4 There is a relationship between civic virtue dimension of OCB 
responsibilities with Knowledge Sharing. 

,145 
 

H1a5 There is a relationship between altruism dimension of OCB 
responsibilities with Knowledge Sharing. 

,001 
 

Table: 3  The relations between Teamworking and OCB. 
Hypothesis Relations P Conslusion 

H2a1 There is a relationship between conscientiousness dimension of OCB 
responsibilities with teamworking. 

*** 
 

H2a2 There is a relationship between sportmanship dimension of OCB 
responsibilities with teamworking. 

,407 
 

H2a3 There is a relationship between courtesy dimension of OCB responsibilities 
with teamworking. 

,253 
Partially 
Supported 

H2a4 There is a relationship between civic virtue dimension of OCB 
responsibilities with teamworking. 

*** 
 

H2a5 There is a relationship between altruism dimension of OCB responsibilities 
with teamworking. 

,003 
 

 

Table: 4 The relations between Transformational Leadership and OCB. 
Hypothesis Relations P Conslusion 

H3a1 There is a relationship between conscientiousness dimension of OCB 
responsibilities with Transformational Ledaership. 

*** 
 

H3a2 There is a relationship between sportmanship dimension of OCB 
responsibilities Transformational Ledaership. 

,003 
 

H3a3 There is a relationship between courtesy dimension of OCB responsibilities 
with Transformational Ledaership. 

,002 
 Supported 

H3a4 There is a relationship between civic virtue dimension of OCB 
responsibilities with Transformational Ledaership. 

*** 
 

H3a5 There is a relationship between altruism dimension of OCB responsibilities 
with Transformational Ledaership. ,003 
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CONCLUSION 
In the scope of this study the effect of knowledge sharing, teamworking, transformational leadership on OCB 
was investigated. Considering of the strategic management, this study will be useful for the purpose of 
functioning effectively in organizations with their employees.  In this context data was obtained from those 
300 questionnaires in an educational institute that operates throughout Turkey. After the data is encoded 
using SPSS 17.0 and AMOS 18.0 tested. According to the hypothesis test hypothesis was accepted at the 
0.05 significance level. According to the hypothesis test, the three main hypothesis of the research, due to the 
refusal of some sub-hypothesis was partially accepted. Knowledge sharing influences except civic virtue all 
other OCB dimensions. Teamworking influences except courtesy and  conscientiousness all other dimensions 
of OCB. Transformational leadership influences all dimensions of OCB. As shown in our study, information 
sharing is a positive influence on organizational citizenship behavior. Employees with whom the necessary 
knowledge shared exhibit more OCB in the workplaces. With more knowledge employees become more 
empowered. In contrast to the hierarchical structure formed working groups (teams) within can create a 
vision for themselves and their OCB has been shown to increase with a lot size of workers to move freely in 
the framework of this vision. With this climate created by leaders in working environment, institutions can 
provide more benefits, show smooth and disinterested activities, own work , move efficiently, bring the 
institution to highest level. So these such organizations give the chance to work with employees who can help 
each other. The style of the leadership effects to the behaviors of employee in organizations. With 
transformational leadership style can a leader create a positive perceived climate for employees. In this 
climate employees show OCBs in organizations which effects the performance positively. In order to achieve 
an efficient and effective organization; management must create a climate within the knowledge sharing, 
team working and the effective leadership styles can be easily implemented to achieve organizational 
citizenship behaviors from their employees. In the future, the strategic advantage of an organization can be 
achieved by having a climate within the employees can act voluntarily as a citizen of their organization. 
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