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ABSTRACT 

Organizational citizenship behavior refers to 

a worker’s voluntary behaviour leading to 

improved organizational outcomes. The aim 

of this study is to investigate the perceived 

transformational leadership style of school 

heads and employees’ high involvement 

work process as predictors of organizational 

citizenship behavior in a community college. 

The study utilized a descriptive-correlational 

research design. The respondents were 102 

teaching and non-teaching staff of a 

community college in Misamis Oriental who 

were chosen using a purposive sampling 

technique. Five-part questionnaire were 

utilized for data gathering. Results revealed 

a significant correlation between 

transformational leadership style and high 

involvement work process, with all four 

factors of transformational leadership having 

p-values lower than 0.05 when tested against 

high involvement work process factors. 

Through multiple regression analysis, 

findings revealed that perceived 

transformational leadership style of school 

heads did not have a significant impact on 

predicting organizational citizenship 

behavior, with the overall model explaining 

only 1.60% of the variance (F(4,102)=0.59, 

p>.05, R²=0.016). While high involvement 

work process does predict organizational 

citizenship behavior in the research locale, 

as found in the multiple regression analysis 

result of 12.12% of the variance 

(F(4,102)=3.36, p<.05, R²=0.1216). The 

study recommends to the management to 

consider tailored training and development 

programs to enhance employees' skills, 

knowledge, and behaviors associated with 

organizational citizenship behavior. Training 

programs and initiatives can enhance 

leaders' abilities to inspire and motivate 

employees, foster a high involvement work 

process, and create a positive work 

environment. One of the study’s limitations 

is its failure to consider other factors that 

may influence organizational citizenship 

behavior, such as individual characteristics 

and job satisfaction. Identifying these factors 

can enhance our understanding of the 

mechanisms that influence Organizational 

Citizenship Behavior (OCB) in response to 

different leadership styles. Perform 

comparative study in several educational 

settings and industries to evaluate the 

influence of transformational leadership and 

high-involvement work processes on 

organizational citizenship behavior in 

distinct situations. These factors may be 

explored in future studies. 

Keywords: Community College, Employee 

Involvement, High Involvement Work 

Process, Leadership Style, Organizational 

Citizenship Behavior, Transformational 

Leadership Style 

 

Introduction 

Organizational effectiveness hinges on 

employees' contributions beyond their 

standard job functions, involving extra roles 

and voluntary work. Modern businesses 

often replace traditional hierarchical 

management with empowered work teams to 

boost flexibility and efficiency, as 

employees seek to make meaningful 

contributions and feel valued. 

Transformational leadership (TLS), as 
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defined by Burns (2003) and observed in 

academic institutions (Cherry, 2022), plays a 

crucial role in this context by inspiring and 

motivating employees through idealized 

influence, inspirational motivation, 

intellectual stimulation, and individualized 

consideration (Bass, 1985). Studies indicate 

a positive correlation between TLS and 

organizational citizenship behavior (OCB), 

where leaders create environments fostering 

trust, empowerment, and commitment, thus 

encouraging employees to exceed their 

formal job requirements (Garg & Rastogi, 

2006; DiPaola & Hoy, 2005).  

However, the specific dynamics of this 

relationship in community colleges remain 

underexplored. High involvement work 

processes (HIWP), which involve 

employees in key decision-making aspects, 

further enhance this dynamic by promoting 

autonomy and responsibility (Leana et al., 

1992; Lawler, 1999). In academic settings, 

transformational leaders enhance HIWP by 

providing the necessary vision, tools, and 

support, fostering a sense of ownership and 

accountability among employees. This 

synergy between TLS and HIWP is critical 

for promoting OCB, which includes 

behaviors like helping colleagues and 

participating in community outreach, 

ultimately reducing absenteeism and 

turnover while boosting job satisfaction and 

loyalty (Nurjanah et al., 2020). Given the 

limited research on the interplay of TLS, 

HIWP, and OCB in community colleges, this 

study aims to fill this gap by examining how 

these factors collectively influence 

employee behavior, contributing to the 

overall success and sustainability of 

academic institutions. 

 

Literature Review  

Transformational leadership style (TLS), 

high involvement work processes (HIWP), 

and organizational citizenship behavior 

(OCB) are crucial for organizational 

effectiveness, especially in community 

colleges, which provide diverse educational 

opportunities. TLS, defined by Burns (2003) 

and expanded by Bass (1985), includes 

inspirational motivation, idealized influence, 

individualized consideration, and intellectual 

stimulation, and it fosters higher morale and 

motivation among followers (Cherry, 2022; 

Majeed et al., 2017). HIWP involves 

employees in decision-making, enhancing 

satisfaction and performance (Leana et al., 

1992; Lawler, 1999). In this study, High 

Involvement Work Process (HIWP) is 

defined as a management approach that 

empowers employees by enhancing four 

mutually reinforcing components: Power, 

Information, Rewards, and Knowledge 

(PIRK). This definition aligns with Lawler’s 

(1986) framework, which posits that when 

these elements are present, employees 

transition from passive task-performers to 

active participants in organizational success. 

By linking these PIRK factors to 

Organizational Citizenship Behavior (OCB), 

the study addresses whether a culture of 

involvement provides the necessary "social 

exchange" (as per Social Exchange Theory) 

to trigger voluntary, extra-role behaviors. 

Studies show a positive correlation between 

TLS and OCB, where leaders create 

environments of trust and empowerment, 

encouraging behaviors that go beyond 

formal roles and benefiting the organization 

(Garg & Rastogi, 2006; DiPaola & Hoy, 

2005). This relationship is critical in 

academic institutions, where such behaviors 

improve interactions and overall 

performance (Nurjanah et al., 2020). 

However, the dynamics of TLS, HIWP, and 

OCB in community colleges require further 

research to fully understand and optimize 

these relationships for institutional success. 
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Consequently. high-performance work 

systems (HPWS), high-commitment HR 

practices, and high-involvement work 

practices or processes (HIWP) are often 

used interchangeably, though the high-

involvement literature is particularly 

relevant for workplace changes (Boxall & 

Macky, 2009). Edward E. Lawler's (1986, 

1992, 1996) HIWP framework, based on the 

PIRK model (power, information, rewards, 

and knowledge), is a well-established 

approach that empowers employees, 

enhances information sharing, and rewards 

voluntary work contributions (Vanderberg et 

al., 1999; Riordan et al., 2005). This model 

suggests that HIWPs collectively improve 

employee outcomes such as job satisfaction 

and commitment by enriching jobs and 

increasing employee control and feedback 

(Vanderberg et al., 1999). Lawler (2009) 

emphasized that power, information, 

rewards, and knowledge must be enhanced 

together for maximum organizational 

benefit. Studies, including one by Sindhura 

(2023), demonstrate a strong correlation 

between employee involvement and 

workplace happiness, showing that engaged 

employees contribute to better 

organizational outcomes, including reduced 

turnover and increased job performance 

(Butts et al., 2009). HIWPs foster positive 

employee perceptions, leading to higher 

organizational citizenship behaviors (OCB) 

as employees reciprocate organizational 

support through extra efforts (Lam et al., 

2009; Nasurdin et al., 2015; Rhoades & 

Eisenberger, 2002). 

Organizational citizenship behavior (OCB), 

coined by Organ in 1988, refers to 

discretionary behaviors by employees that 

are not directly recognized by formal reward 

systems but collectively enhance 

organizational effectiveness. These 

voluntary behaviors, rooted in Social 

Exchange Theory, include helping 

colleagues, supporting organizational goals, 

and improving the social and psychological 

work environment. OCB is classified into 

dimensions such as altruism, courtesy, 

conscientiousness, sportsmanship, and civic 

virtue. Altruism involves helping others, 

courtesy includes actions to prevent future 

problems, civic virtue entails active 

participation in organizational activities, 

sportsmanship refers to maintaining a 

positive attitude despite inconveniences, and 

conscientiousness involves exceeding job 

requirements in punctuality and rule-

following. These behaviors foster 

cooperation and engagement, contributing 

significantly to organizational success 

(Organ, Podsakoff, & Mackenzie, 2006; 

Korkmaz & Aparci, 2009; Blau, 1986; 

Zeinabadi & Salehi, 2011). 

The transformational leadership style 

significantly encourages employees to 

engage in organizational citizenship 

behavior (OCB) (Vigoda-Gadot, 2007). 

Leaders who promote fairness and justice 

create a conducive working environment, 

motivating employees to exceed their job 

requirements by emulating their leaders and 

being viewed as effective followers (Kacmar 

& Ferris, 1991). This environment enhances 

job satisfaction and trust in management, 

which are closely related to OCB and 

positively impact perceptions of service 

quality (Yoon & Suh, 2003). Furthermore, 

Morrison (1996) and Yoon and Suh (2003) 

found a positive correlation between OCB 

and high-quality customer service, as human 

resources management's emphasis on OCB 

encourages managers to foster social 

exchanges, clarify organizational missions, 

and empower employees. Consequently, 

public employees who perceive their 

organization as practicing transformational 



Lux Veritatis 13: 83-95, 2026 © 2020  

University of Santo Tomas-Legazpi Publication.  

Printed in the Philippines ISSN no: 2476-5644 
 

86 

 

leadership are more likely to engage in 

OCB. 

High involvement work processes (HIWP) 

also promote OCB by involving employees 

in decision-making and providing 

opportunities for skill development, leading 

to greater organizational commitment and 

motivation to exceed job requirements (Lam 

et al., 2009; Nasurdin et al., 2015; Kim & 

Leana, 2011). HIWP positively influences 

OCB dimensions such as helping behavior, 

civic virtue, and sportsmanship. The 

literature highlights the significant impact of 

both transformational leadership and HIWP 

on organizational effectiveness and 

performance. However, there is limited 

research on the combined effects of these 

variables on OCB and their specific impact 

on community college employees. 

Addressing these gaps could provide a 

deeper understanding of how 

transformational leadership and HIWP 

jointly predict OCB in various 

organizational settings, particularly in 

community colleges. 

Methods 
The research design employed both 

quantitative and qualitative methods, 

utilizing descriptive statistics, correlation 

analysis, and regression analysis to assess 

the relationship between transformational 

leadership, high involvement work 

processes (HIWP), and organizational 

citizenship behavior (OCB). Descriptive 

statistics summarized the data, while 

correlation analysis examined the 

relationships between variables, and 

regression analysis determined the 

predictive power of transformational 

leadership and HIWP on OCB (Hair et al., 

2014; Tabachnick & Fidell, 2019; Cohen et 

al., 2013). Additionally, a qualitative survey 

and interviews were conducted to explore 

employees' perspectives on the challenges 

related to leadership style and decision-

making involvement affecting their OCB. 

The study was conducted at a community 

college in the Municipality of Initao, 

Misamis Oriental, using purposive sampling 

to select 67 full-time faculty and 38 

administrative staff based on availability and 

willingness to participate (Palinkas et al., 

2015). This technique was chosen to ensure 

that the participants possessed specific 

characteristics relevant to the research—

namely, being directly under the supervision 

of the school heads whose leadership style 

was being evaluated. This allowed for a 

targeted assessment of the interplay between 

specific leadership behaviors and employee 

involvement within a localized academic 

context. While effective for local 

institutional analysis, purposive sampling 

limits the generalizability of the findings. 

Because the sample is not randomized 

across the entire Philippine higher education 

sector, the results primarily reflect the 

unique organizational culture of the specific 

community college studied and may be 

influenced by selection bias.  

The research instrument included a survey 

adapted from validated questionnaires on 

transformational leadership (MLQ-5X), 

HIWP, and OCB (Avolio & Bass, 2004; 

Kizilos et al., 2013; Podsakoff et al., 1990). 

A pilot test ensured reliability, with 

Cronbach’s Alpha values indicating 

acceptable consistency across the constructs. 

Data gathering involved securing necessary 

approvals and distributing the survey to 

respondents. Statistical analyses included 

descriptive statistics for respondent profiles, 

ANOVA for comparing OCB across groups, 

Pearson correlation for relationships 

between variables, and multiple regression 

for predicting OCB. Qualitative data 

provided insights into the specific 

challenges faced by respondents regarding 
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leadership and involvement in decision-

making. 

 

Results and Discussion 

In Table 1, the participants’ frequency and 

percentage distribution according to age 

shows that most are 28-41 years old (44%) 

and 18-27 years old (34%), with millennial 

teachers increasingly taking over the 

teaching profession in the Philippines 

(Alugar, 2021; Meister & Willyerd, 2010). 

Most respondents are female (61%), 

reflecting the general female dominance in 

the education sector (World Bank Data, 

2023). In terms of educational attainment, 

77% hold a Bachelor’s Degree, aligning 

with the younger age profile, while 19% 

have a Master’s and 4% a Doctorate, 

emphasizing the importance of academic 

achievement for teacher quality (Harris & 

Sass, 2009). The respondents' job positions 

are primarily instructors (63%), and most 

have served 1-3 years (35%), indicated 

recent growth and hired in the institution. 

Table 1. Demographic Profile of 

Respondents. 

 Frequency Percentage 

Sex 

Male 40 39% 

Female 62 61% 

Highest Educational 

Attainment 
  

Bachelor’s Degree 79 77% 

Master’s Degree 19 19% 

Doctorate Degree 4 4% 

Job Position 

Teaching 64 63% 

Non-Teaching 38 37% 

Length of Service in the Institution 

3 mos. to 1 year 28 27% 

1 to 3 years 36 35% 

3 to 5 years 22 22% 

5 to 10 years 13 13% 

More than 10 years 3 3% 

 

Respondents perceived a high 

transformational leadership style from their 

heads, as shown in Table 2, with an average 

mean of 2.989 (SD=0.5273), indicating 

agreement or a high perception of 

transformational leadership style (Yosefina 

et al., 2021). This leadership style 

encourages positive relationships, such as 

attention, trust, and support, aligning with 

the definition by Robbins and Judge (2013) 

of leaders who inspire followers to prioritize 

organizational goals over personal interests. 

Transformational leadership, particularly 

suited to the decentralized era, allows 

innovative leaders greater freedom to pursue 

their visions without being encumbered by 

rigid operational and technical constraints 

(Nurjanah et al., 2020). 

Table 2. Mean Distribution of Respondents’ 

Perceived Transformational Leadership 

Style of the School Heads 

Factors 

Mean Standa
rd 

Deviati

on 

Descript
ion 

Interpretation 

Idealized 
Influence 

3.036
75 

0.5795 

Agree High 

Transformatio

nal 

Leadership 

Style 

Inspiration

al 

Motivatio
n 

3.066

25 

0.5682

5 

Agree High 

Transformatio

nal 

Leadership 
Style 

Intellectua

l 

Stimulatio

n 

2.916

75 

0.6197

5 

Agree High 

Transformatio

nal 

Leadership 

Style 

Individuali

zed 
2.936 0.5745 Agree High 

Transformatio
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Considerat
ion 

25 nal 
Leadership 

Style 

Overall 

Average 
2.989 0.5273 Agree 

High 

Transformati

onal 

Leadership 

Style 

Legend: 1.00-1.75 Strongly Disagree (Very Weak TLS) 
 1.76-2.50 Disagree (Weak TLS) 
 2.51-3.25 Agree (Strong TLS) 
 3.36-4.00 Strongly Agree (Very Strong TLS) 

 

Table 3 shows the average mean score for 

high involvement work process is 2.9779 

(SD=0.4897), indicating agreement or a high 

involvement level. When individuals 

participate in setting goals and monitoring 

performance, they set attainable goals, 

boosting motivation (Lawler, 1986). HIWP 

aims to empower employees with "PIRK" - 

the ability to act, access to information, 

rewards tied to results, and knowledge 

(Lawler, 1996). Employees recognizing and 

utilizing involvement opportunities create a 

norm of engagement, influencing attitudes 

and behaviors positively (Joy, 2023). 

Table 3. Mean Distribution of Respondents’ 

High Involvement Work Process 

Factors 

Mean Standar
d 

Deviatio

n 

Descripti
on 

Interpretati
on 

Power 

2.987 0.5857 Agree High 

Involvemen

t Work 
Process 

Informati

on 

3.147 0.4797 Agree High 
Involvemen

t Work 

Process 

Rewards 

2.895

3 

0.6533 Agree High 

Involvemen

t Work 
Process 

Knowledg

e 

2.882

3 
0.6163 Agree 

High 
Involvemen

t Work 

Process 

Overall 

Average 

2.977

9 
0.4897 Agree 

High 

Involveme

nt Work 

Process 

Legend: 1.00-1.75 Strongly Disagree (Very Weak 

HIWP) 

 1.76-2.50 Disagree (Weak HIWP) 

 2.51-3.25 Agree (Strong HIWP) 

 3.36-4.00 Strongly Agree (Very Strong HIWP) 

 

With an average mean of 3.2886 

(SD=0.4512) in Table 4, respondents exhibit 

very high organizational citizenship 

behavior. This behavior, driven by 

individual choices, enhances personal 

performance and reflects positive actions 

beyond formal expectations (Ertosun, 2021). 

The organizational community contributes 

voluntarily and without expectation of 

reward, demonstrating a commitment to the 

organization's success (Deluga, 1994). 

 

 

 

 

 

 

 

Table 4. Mean Distribution of Respondents’ 

Organizational Citizenship Behavior 

Factors 

Mea

n 

Standa

rd 

Deviati

on 

Descript

ion 

Interpretat

ion 

Altruism 
3.28

86 
0.4542 

Strongly 
Agree 

Very High 
Organizatio

nal 

Citizenship 

Behavior 

Courtesy 
3.40

2 
0.4418 

Strongly 

Agree 

Very High 

Organizatio
nal 

Citizenship 

Behavior 

Civic Virtue 3.13 0.4362 Agree High 

Organizatio
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22 nal 
Citizenship 

Behavior 

Sportsmanshi

p 

3.35

78 
0.4675 

Strongly 

Agree 

Very High 

Organizatio

nal 
Citizenship 

Behavior 

Conscientiou

sness 

3.26

22 
0.4565 

Strongly 

Agree 

Very High 

Organizatio

nal 

Citizenship 
Behavior 

Overall 

Average 

3.28

86 
0.4512 

Strongly 

Agree 

Very High 

Organizati

onal 

Citizenshi

p Behavior 

Legend: 1.00-1.75 Strongly Disagree (Very Low OCB) 
 1.76-2.50 Disagree (Low OCB) 
 2.51-3.25 Agree (High OCB) 

 3.36-4.00 Strongly Agree (Very High OCB) 

 

Using ANOVA, the analysis in Table 5 

revealed a significant difference in 

organizational citizenship behavior based on 

educational attainment, with a P-value of 

0.047. This suggests that education 

influences organizational citizenship 

behavior, with higher educational levels 

potentially enhancing communication, 

problem-solving, and responsibility skills. 

This finding contrasts with Avci (2016), who 

found that higher academic levels decrease 

perceived organizational citizenship. Other 

demographic factors showed no significant 

difference in organizational citizenship 

behavior. 

 

Table 5. Test of Difference of Organizational 

Citizenship Behavior When Grouped 

According to Profile 
Profile H-Value P-Value Decision on 

H0 

Age 3.15 0.368 Failed to 

Reject 

Sex 1.54 0.215 Failed to 

Reject 

Highest 

Educational 
Attainment 

6.02 0.049 Rejected 

Job Position 1.42 0.234 Failed to 

Reject 

Length of 

Service in the 

Institution 

4.11 0.391 Failed to 

Reject 

 

A significant correlation was found between 

transformational leadership style and high 

involvement work process, shown in Table 

6, with all four factors of transformational 

leadership having p-values lower than 0.05 

when tested against high involvement work 

process factors. This suggests that leaders 

exhibiting transformational traits foster a 

culture of involvement, empowering 

employees and enhancing their participation 

in decision-making, motivation, and job 

satisfaction. Transformational leaders' 

ability to create a shared vision and support 

their teams can lead to higher employee 

engagement and productivity, highlighting 

the need for organizations to adopt such 

leadership to thrive in competitive 

environments. 

 

Table 6. Test of Significant Relationship 

Between Transformational Leadership Style 

and High Involvement Work Process 
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The regression model, shown in Table 7, for 

transformational leadership style yielded an 

R² of 0.016 (1.60%) with p>.05. This 

indicates a negligible effect size, suggesting 

that leadership style alone has almost no 

practical predictive power over 

organizational citizenship behavior in this 

specific locale. 

None of the individual factors—idealized 

influence, inspirational motivation, 

intellectual stimulation, or individualized 

consideration—were significant predictors, 

as indicated by their t-values and p-values 

(e.g., idealized influence: t=-0.49, p=0.625; 

inspirational motivation: t=0.49, p=0.627). 

The regression coefficients suggested that 

changes in these factors had minor effects 

on organizational citizenship behavior. 

Despite the potential for effective leadership 

to foster greater participation and voluntary 

role expansion among employees, 

transformational leadership alone does not 

significantly predict such behaviors. This 

finding aligns with the notion that 

organizational citizenship behavior is largely 

based on individual choices within the 

organizational community (Ertosun et al., 

2021). Effective leaders can still promote 

organizational citizenship by ensuring 

fairness and articulating clear goals, but 

other factors may also play critical roles in 

influencing these behaviors. 

 

Table 7. Regression Analysis on the Extent 

of Transformational Leadership Style as 

Predictor of Organizational Citizenship 

Behavior 
Effect Coef SE 

Coef 

T-

Valu

e 

P-

valu

e 

Decisio

n on Ho 

(Constant) 56.0

9 

3.90 14.39 0.00

0 

 

Idealized -

0.25

0.51 -0.49 0.62 Failed 

Influence 2 4 5 to reject 

Inspirational 

Motivation 

0.26

1 

0.53

5 

0.49 0.62

7 

Failed 

to reject 

Intellectual 

Stimulation 

-

0.15
4 

0.49

7 

-0.31 0.75

7 

Failed 

to reject 

Individualize
d 

Consideratio

n 

0.41
6 

0.47
7 

0.87 0.38
5 

Failed 
to reject 

R-sq  = 1.60% 

F-Value  = 0.39   *p<.05    

n  = 102 

 

Conversely, Table 8’s high involvement 

work process explained 12.12% (R² = 

0.1216) of the variance in organizational 

citizenship behavior. According to Cohen’s 

(1988) conventions, this represents a small-

to-medium effect size. 

Specifically, power (t=2.37, p=0.020) and 

information (t=2.15, p=0.034) were 

HIG
H- 
INV
OLV
EME
NT 

WOR
K 

PRO
CES

S 

TRANSFORMATIONAL LEADERSHIP STYLE 

Idealized 
Influence 

Inspiration
al 

Motivation 

Intellectual 
Stimulatio

n 

Individual 
Considerat

ion 

 

r-
v
a
lu

e
 

P
-v

a
lu

e
 

D
e
c
is

io
n

 o
n

 

H
o
 

r-
v
a
lu

e
 

P
-v

a
lu

e
 

D
e
c
is

io
n

 o
n

 

H
o
 

r-
v
a
lu

e
 

P
-v

a
lu

e
 

D
e
c
is

io
n

 o
n

 

H
o
 

r-
v
a
lu

e
 

P
-v

a
lu

e
 

D
e
c
is

io
n

 o
n

 

H
o
 

Powe
r 

0
.
5
0 

0
.
0
0 

R
ej
e
ct 

0
.
4
7 

0
.
0
0 

R
ej
e
ct 

0
.
5
9 

0
.
0
0 

R
ej
e
ct 

0
.
5
9 

0
.
0
0 

R
ej
e
ct 

Infor
mati
on 

0
.
3
9 

0
.
0
0 

R
ej
e
ct 

0
.
3
4 

0
.
0
0 

R
ej
e
ct 

0
.
4
3 

0
.
0
0 

R
ej
e
ct 

0
.
4
1 

0
.
0
0 

R
ej
e
ct 

Rew
ards 

0
.
6
3 

0
.
0
0 

R
ej
e
ct 

0
.
6
2 

0
.
0
0 

R
ej
e
ct 

0
.
7
0 

0
.
0
0 

R
ej
e
ct 

0
.
6
7 

0
.
0
0 

R
ej
e
ct 

Kno

wled
ge 

0

.
5
2 

0

.
0
0 

R

ej
e
ct 

0

.
6
0 

0

.
0
0 

R

ej
e
ct 

0

.
6
4 

0

.
0
0 

R

ej
e
ct 

0

.
6
0 

0

.
0
0 

R

ej
e
ct 

Overall Measure: 
r-value = 0.72      P-value = 0.00 

Significant if P-value <0.05 

Ho is rejected if Significant 
Ho is accepted if Not Significant 
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significant predictors, whereas rewards (t=-

0.61, p=0.542) and knowledge (t=-1.03, 

p=0.307) were not. Regression coefficients 

suggest that increases in power and 

information positively impact organizational 

citizenship behavior. The findings 

underscore the importance of autonomy and 

access to information, with employees 

feeling more involved when they have 

decision-making authority and relevant 

company information (Lawler, 1991). 

However, the negative coefficients for 

rewards and knowledge indicate that not all 

components of high involvement work 

processes are consistently effective. Issues 

such as "credit-grabbing" and "imposition of 

unrelated tasks" also affect organizational 

citizenship behavior. Overall, the high 

involvement work process, particularly the 

elements of power and information, 

significantly influences organizational 

citizenship behavior, while rewards and 

knowledge do not show a significant 

association. 

 

Table 8. Regression Analysis on the Extent 

of High Involvement Work Process as 

Predictor of Organizational Citizenship 

Behavior 
Effect Coef SE 

Coef 

T-

Value 

P-

value 

Decision 

on Ho 

(Constant) 45.83 4.54 10.08 0.000  

Power 1.199 0.506 2.37 0.020 Reject 

Information 1.135 0.527 2.15 0.034 Reject 

Rewards -

0.355 

0.580 -0.61 0.542 Failed to 

reject 

Knowledge -

0.565 

0.550 -1.03 0.307 Failed to 

reject 

Conclusion 

The study concludes that the perceived 

transformational leadership style of school 

heads does not predict organizational 

citizenship behavior. Congruent to D.W. 

Organ’s (1988) OCB theory that this 

individual behaviors are discretionary and is 

a matter of personal choice, ―its absence is 

not often seen as punitive.‖ In the research 

locale, employees still engages in 

organizational citizenship behaviors without 

having significant influenced by their office 

heads. 

On the other hand, high involvement work 

process does predict organizational 

citizenship behavior. Involvement of the 

employee is a strong approach to enhance 

performance of organization (El-Shaer & 

Elsayed, 2020). An environment where 

people feel in control of their careers and are 

therefore allowed to engage in managing 

them should be provided by a high 

involvement organization.  

The study’s findings suggest that for local 

community college administrators to 

effectively foster Organizational Citizenship 

Behavior (OCB), they must shift their focus 

from purely "visionary" transformational 

leadership toward a model of structural 

empowerment. Because high-involvement 

work processes (HIWP) significantly predict 

OCB while leadership style alone does not, 

management should prioritize the 

decentralization of authority by granting 

instructors more "Power" in curriculum 

design and institutional goal-setting. 

Furthermore, increasing "Information" 

transparency—specifically by sharing 

institutional performance data—is essential 

to building a sense of shared responsibility 

and ownership among the staff. Finally, the 

institution should invest in targeted training 

and development programs that educate 

employees on career management 

techniques and personal development plans, 

ensuring they have the "Knowledge" and 

skills necessary to thrive in a high-

involvement environment. By moving 

beyond the charismatic traits of a leader and 
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focusing on these functional HIWP 

elements, colleges can create a more 

motivated workforce willing to exceed their 

formal job requirements. 

Despite the valuable insights gained, this 

study is not without its limitations. A 

primary constraint is the focus on only two 

predictors—transformational leadership and 

high involvement work processes—which 

leaves other influential variables such as 

individual personality traits, job satisfaction, 

and organizational culture unexplored. 

Furthermore, the use of purposive sampling 

within a single community college in 

Misamis Oriental limits the generalizability 

of the findings to larger or more diverse 

educational sectors. The reliance on self-

reported data also introduces the possibility 

of social desirability bias among the 102 

teaching and non-teaching respondents. 

Future research should consider a 

comparative, multi-site approach across 

various industries to further evaluate how 

these dynamics shift in different 

organizational settings. Identifying these 

additional mechanisms will ultimately 

enhance the academic community's 

understanding of how to effectively sustain 

Organizational Citizenship Behavior (OCB) 

in response to evolving leadership and 

management styles. 
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