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Abstract—The purpose of this study is to hypothesize and test 

the relationships between transformational leadership, 

knowledge sharing, trust and organizational citizenship 

behavior. A sample of 710 nurses completed survey measures. 

The results showed that transformational leadership was 

significantly related to knowledge sharing and trust. Moreover, 

knowledge sharing and trust were significantly related to 

organizational citizenship behavior. Hence, the findings from 

this study advance understanding of the relationship between 

them. The implications of the results contribute profoundly 

meaning to researchers and practicing managers. 

Transformational leaders emphasize on the meaning of tasks 

that subordinates engage in at work. It appears that by 

transformational leaders may also be demonstrating trust by 

their subordinates, therefore creating opportunities for them to 

significantly impact their work, which could lead to higher 

levels of OCB.  

 

Index Terms—Knowledge sharing, organizational citizenship 

behavior, transformational leadership, trust. 

 

I. INTRODUCTION 

During the past decade, knowledge became the primary 

asset which generates organizational wealth [1]. Knowledge 

sharing is an activity involving the transfer and dissemination 

of knowledge from one person to another. Owing to the 

changing rapidly of medical knowledge and technology, 

knowledge sharing of nursing staff therefore has a vital role 

in facilitating the growth of knowledge to increase its value. 

When knowledge is retrieved from those who hold it and 

shared with those who need it, organizational effectiveness is 

significantly improved [2]. Indeed, to encourage knowledge 

sharing within the organizations the management needs to 

increase the opportunities for employees to propose new 

ideas and thoughts [3]. In this context, knowledge sharing is 

logically correlated with leadership whose behavior 

motivates their members to act and challenge the process. 

Followers are decisive for leadership effectiveness. 

Therefore, this study would like to delve into subordinate’s 

organizational citizenship behavior (OCB).  

As Podsakoff et al. [4] empirically supported that 

transformational leadership (TL) was positive association 

with OCB. OCB is definitely beneficial to organizations’ 

 

 

 

operations in the long run which will play a crucial role in 

determining the effectiveness of organizational performance. 

It has been established that OCB leads to tangible benefits for 

employees and organizations in many industries [5]. Most of 

previous studies investigating the relationship between TL 

and OCB have focused on corporate organizations instead of 

non-profit medical institutions. In the circumstance of 

medical institutions, trust in management, and knowledge 

sharing have always been strongly emphasized in order to 

perform substantial workload and professional skills, 

especially to overcome stressful work. Nurses are a majority 

of personnel in the medical team and their performance 

closely relate to the development of hospital. Thus, nurses 

were selected as the target group in this study to delve into 

the TL effects upon the trust of subordinates in their 

managers and the intention of knowledge sharing with their 

OCB. The purpose of this study is to hypothesize and test the 

relationships between transformational leadership, 

knowledge sharing, trust and organizational citizenship 

behavior. 

 

II. LITERATURE REVIEW AND HYPOTHESES  

A. Transformational Leadership  

Transformational leadership is regarded one of the most 

influential contemporary leadership theories [6]. According 

to Burns [7], the central feature of transformational 

leadership is based on the process by which leaders motivate 

followers or how leaders appeal to the followers’ values and 

emotions. In other words, transformational leadership 

motivate followers to do more than they originally expected 

and often even more than they thought possible for the good 

of the group. Consequently, transformational leaders convert 

their followers to higher levels of performance and other 

positive work-related outcomes. They perform such 

characteristics of the theory by engaging in a class of 

behaviors including charismatic leadership, inspirational 

motivation, individualized consideration, and intellectual 

stimulation.  

B. Organizational Citizenship Behavior  

A number of empirical studies have demonstrated the 

positive effect of transformational leadership on followers’ 

performance outcomes such as organizational citizenship 

behavior (OCB) [8]. Organizational citizenship behavior is 

work-related behaviors that are discretionary, not related to 

the formal organizational reward system, and in aggregate 

will build up the organizational performance effectively [9]. 
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According to the definition of Farh and his colleagues [10], 

OCB is a pattern of behaviors that are different from the 

technical efforts required by the job and add surplus value to 

the activities related to the work being done in psycho-social 

terms. If the organization can promote its employees’ OCB, 

great benefits in human resource management can be 

expected. OCB comprises not only statute of positive 

movements and contributions, but also the willingness to 

endure the irregular costs, inconveniences, and minor 

frustrations that often go along with working in an 

organization [11]. However, OCBs are usually subtle, 

difficult to measure, not normally contained in formal 

performance appraisal systems, and deficient in consensus 

about the dimensionality of this construct.  

C. TL, Knowledge Sharing and OCB  

Knowledge sharing has long been viewed as one of the 

most important components of knowledge management [12]. 

To maximize the value of knowledge is important for 

managers. Knowledge sharing practices should be an 

essential part of day-to-day dialogue [13]. However, 

commonly existing issues internal to enterprises result in 

obstacles to knowledge sharing among peers. Most 

knowledge owners are unwilling to share their most 

important knowledge assets with others [14]. The concept of 

knowledge markets recognizes the interest that individuals 

have in holding onto the knowledge they possess [15]. In 

order to part with it, they need to receive something in 

exchange. Any organization is a knowledge market in which 

knowledge is exchanged for other things of value—money, 

respect, promotions, or other knowledge. This derives three 

dimensions for knowledge sharing which are reciprocity, 

reputation and altruism.  

Teh and Yong’s study [16] has proven that the individual’s 

intention to share knowledge is an important factor 

influencing the actual knowledge sharing behavior. Besides, 

Mogotsi [17] confirmed that there is a positive correlation 

between knowledge sharing behavior and OCB and 

knowledge sharing behavior indeed is a type of OCB. As a 

result, there is a positive relationship between knowledge 

sharing intentions and OCB. These findings lead to the 

hypotheses as follows:  

 H1a: Transformational leadership is positively related to 

knowledge sharing.  

 H1b: Knowledge sharing of subordinates is positively 

related to their OCBs.  

D. TL, Trust and OCB  

Knowledge Interpersonal trust has cognitive and affective 

foundations [18]. Wat and Shaffer [19] stated that a good 

relationship with your manager is consisted of trust, mutual 

appreciation, and respect. Indeed, when a supervisor trusts 

his/her subordinates, subordinates in turn trust their 

supervisor [20]. Empirical studies tend to support a positive 

relationship between TL behaviors and trust in manager [21]. 

Previous studies explored the relationship of TL and trust in 

the leader, and found that TL is the strongest predictor of trust 

in the leader [22].  

A leader who practices TL behaviors to build employees’ 

trust in him/her may produce followers who tend to engage in 

self-sacrificial behavior in the form of organizational 

citizenship behavior [23]. Hence, Yukl [24] claimed that 

followers may be motivated by transformational leaders to 

perform beyond expectations because followers’ trust and 

respect them. Besides, organizational citizenship behaviors 

such as altruism, conscientiousness, sportsmanship, courtesy, 

and civic virtue are positively related to trust in one’s 

supervisor [4]. Based on previous literature, the hypotheses 

are formed as following:  

 H2a: There is a positive relationship between TL and 

subordinates' trust in management. 

 H2b: There is a positive relationship between 

subordinates’ trust in manager and OCB.  

 

III. METHODS 

Convenient sampling was adopted for this study. It 

consisted of 710 nurses and they were employed from three 

district hospitals in the northern Taiwan. Only ward nurses 

were involved in the study; nurses occupying a leading 

position as head nurses and assistant head nurses were 

excluded. After deleting invalid questionnaires, 565 

responses were received, yielding an effective response rate 

of 79.6%, which was rather high. Self-report with six-point 

Likert scales were used in this study. The questionnaire was 

designed using a number of existing, field-tested instruments 

to assess TL, trust, knowledge sharing, and OCB. A pilot 

survey was conducted to identify potential problems with the 

interpretation of terms and concepts.  

A. Transformational Leadership (TL) Questionnaire  

Transformational Leadership was measured using items 

from the subset of the Multifactor Leadership Questionnaire 

(MLQ) [25]-[26]. The MLQ has 27 transformational items 

measuring four dimensions of TL including charismatic 

leadership, individualized consideration, intellectual 

stimulation, and inspirational motivation. The overall scale’s 

reliability coefficient (alpha) was .98. 

B. Organizational Citizenship Behavior (OCB) 

Questionnaire 

The Chinese citizenship behavior questionnaire has been 

developed by Farh, Earley and Lin [10] with five dimensions 

(20 items): identification with the company, altruism toward 

colleagues, conscientiousness, interpersonal harmony and 

protecting company resources. The overall scale’s reliability 

has been to be acceptable (α= .84).  

C. Knowledge Sharing Questionnaire 

The questionnaire includes thirty questions based on 

Davenport and Prusak’s [15] concept and developed by 

Hwang [27] including three dimensions: reciprocity, 

reputation, and altruism. The overall scale’s reliability 

coefficient (alpha) was .94.  

D. Trust Questionnaire 

A measure to assess affect- and cognition-based trust 

levels was applied in this study which was developed by 

McAllister [28]. The overall scale’s reliability has been to be 

acceptable (α= .95). 
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IV. RESULTS 

To understand correlations among TL, knowledge sharing, 

trust in manager, empowerment, and OCB, a matrix of 

correlation coefficients in this study was produced in Table 1. 

The correlations between TL and knowledge sharing (r = .32, 

p < .01), and trust (r = .77, p < .01) provided evidence to 

support hypotheses H1a and H2a. It was observed that TL 

behavior ratings correlated strongly with trust in manager 

ratings potentially maybe because they both were collected 

from the subordinates. Supporting hypothesis H1b, 

knowledge sharing had a positive correlation with OCB (r 

= .46, p < .01). As is also evident from Table II, trust in 

manager was significantly related to OCB (r = .34, p < .01). 

Therefore, hypotheses H2b was supported.  

 
TABLE I: MEANS, STANDARD DEVIATIONS, AND CORRELATIONS 

Variables Mean S.D. 1 2 3 4 

1. TL 4.31 0.84 ( .98)    

2. KS 4.33 0.57 .32** ( .94)   

3. Trust 4.27 0.79 .77** .43** ( .95)  

4. OCB 4.76 0.53 .29** .46** .34** ( .84) 

Note: N=561; reliability coefficients for the scales are in parentheses along 

the diagonal. ** p < .01 (2-tailed) 

TL= Transformational Leadership; KS= Knowledge Sharing; OCB= 

Organizational Citizenship Behavior 

 

V. DISCUSSION 

Based on the correlational analysis and structural equation 

modeling, all hypotheses were supported. The results of this 

study revealed that in addition to knowledge sharing, TL was 

related to trust. These results provide more understanding of 

the relationship between TL and OCB. The relationship 

between TL and subordinates’ intention to share knowledge 

showed a significantly positive correlation, indicating that 

TL had an effect on subordinates’ intention to share 

knowledge. This result supported previous study of Crawford 

[29] and it implied those behaviors of charismatic leadership, 

inspirational motivation, individualized consideration and 

intellectual stimulation of a transformational leader will 

encourage subordinates’ knowledge sharing.  

The evidence for the direct relationship between the 

subordinates’ knowledge sharing and OCB is an important 

finding, and it is in line with the theory of reasoned action 

(TRA) by Ajen and Fishbein [30] who affirmed that behavior 

of the leading factors is the behavioral intention. In this view, 

OCB is influenced by the knowledge sharing intentions. 

However, one empirical research found an inconsistent 

finding [16] with this study that reported individual’s OCB 

has a positive effect on intention to share knowledge. 

Because they contended employees’ intention to share 

knowledge is likely to be influenced by OCB in today’s 

business world and employees who perceive OCB are more 

apt to develop behavior intention to share knowledge. In the 

light of TRA, there are interdependent relationships between 

attitudes, intentions and behavior. Accordingly, the 

subordinates’ knowledge sharing has an effect on OCB, vice- 

versa.  

This study confirmed that TL would have an effect on 

subordinates’ trust in manager. Since nursing managers who 

play TL behaviors are more likely to be trusted, this is not 

surprising. Also, the present research established that 

subordinates’ trust in manager would have an effect on OCB. 

These findings are in line with previous studies [21], [31]. 

Theoretically, trust in transformational leaders may result 

from the social exchange relationship established with 

followers [23]. Social exchange theory suggests that trust 

evolves over time from a history of positive interactions that 

subsequently guide future expectations and exchange 

reactions [32]. 
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