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ABSTRACT 
 

The purpose of this study was to investigate the relationship between leadership quality and employees’ 
interpersonal conflict and organizational citizenship behavior. The population of this study comprised of all 
employees of Rafsanjan township’s administrative organizations. With the help of Cochran formula, 314 
participants from the population were selected to comprise the study sample. Measurement instruments included 
leadership quality, interpersonal conflict, and organizational citizenship behavior questionnaires, whose validity 
indexes were 0.90, 0.92, and 0.96 respectively. The reliability indexes for the same instruments were 0.86, 0.95, 
and 0.90 respectively. Spearman and Kendall statistical tests were used to describe the collected data, and 
Kolmogorov Smirnov indexes were used to test the variables’ normality of distribution. Collected data were 
analyzed using SPSS software package. The results of this study indicated that there was no relationship 
between leadership quality and interpersonal conflict; however, a significant relationship was observed between 
leadership quality and organizational citizenship behavior. The results also verified the relationship between 
interpersonal conflict and organizational citizenship behavior. Therefore, it is suggested that, through their 
appropriate behaviors and the culture they promote, leaders prepare the grounds for the increase of discretionary 
and voluntary behavior on the part of employees. Also, it appears that the reduction of conflicts and disputes 
between employees and organizations would increase positive and voluntary work behaviors. 
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Introduction 
 

Conflict is an inevitable phenomenon in human 
life and a precondition for social life; and 
organization, with its particular nature, is a fertile 
environment for the growth of various kinds of 
conflicts and disputes. People might have disputes 
over understanding different topics such as 
organizational issues, administrative and 
organizational hierarchy, motives and needs, 
personality, environment, attitudes, etc., and this may 
result in conflict [18]. Unconventional conflicts 
within the organization leads to a waste of 
employees’ energy and talents; and the production 
crew and human resources, instead of working with a 
right and sensible combination towards achieving the 
goals of organization, stagnate and cause a waste of 
natural and human resources. In fact, conflict is a 
phenomenon which has positive and negative effects 
on personnel performance in the organization [2]. On 
the other hand, leadership is essential for the 

successful performance of any organization. 
Researchers are trying to understand what leads to 
leadership and organizational success [34]. 
Leadership is exemplary for others to follow. 
Exemplary means providing a superior standard for 
others while the leader motivates them, encourages 
them to follow him/her, and fires their enthusiasm 
[7]. Most of the studies concerning organizational 
leadership show that negligence in paying attention 
to consequences of leadership is one of the problems 
which most of organizations are dealing with [6]. 
According to Harris et al., understanding and 
identifying organizational leadership, due to rapid 
changes in technology, cultural diversity, 
communications and globalization, is vital and 
essential for success in the modern world (Harris et 
al., as cited in [7]. Organ [20] considers citizenship 
organizational behavior as useful behaviors which 
are not mentioned in the duties, but the staff exhibit 
these behaviors obviously to help others in 
performing their duties. One of the reasons why large 
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organizations are so successful is that they have 
employed staffs who are working beyond their 
official duties. Such a behavior is called 
organizational citizenship behavior [8]. 
Organizational citizenship behavior is new subject in 
organizational behavior issues which is acquiring 
more significance. A good organizational citizen is 
an idea which is comprised of various staffs’ 
behaviors such as accepting and undertaking extra 
duties and responsibilities, following the regulations 
and procedures of the organization, adopting and 
developing a positive attitude, showing patience and 
tolerance for dissatisfaction and difficulties. Based 
on organizational theories, organizational citizenship 
behavior contributes substantially to competition in 
the organization and its performance, as well as 
efficiency and effectiveness of organizations through 
resource development, innovation, and adaptability 
[38]. The current researches show that the personnel 
who perform beyond their duties and exhibit 
organizational citizenship behavior belong to an 
occupational and organizational group who has both 
maximum efficiency and quality in doing their jobs 
[40]. According to what was mentioned above, the 
fundamental questions, which the present study is 
going to find answers for, are as the following: 

 
1. Is there a relationship between leadership 

quality and employees’ interpersonal conflict in the 
population under study?  

2.  Is there a relationship between leadership 
quality and employees’ organizational citizenship 
behavior in the population under study? 

3. Is there a relationship between interpersonal 
conflict and employees’ organizational citizenship 
behavior in the population under study? 

 
Theoretical framework and literature review: 

  
Leadership quality: 

 
Leadership is a topic that has attracted 

researchers for long. This term refers implicitly to the 
powerful and dynamic. Perhaps this attraction is due 
to fact that leadership is a mysterious process 
existing in everybody’s life [30]. Leadership, 
throughout history, is regarded as one of the pillars 
of human societies, and its existence and presence 
depends on mastering some skills which can be 
regarded as leadership ways and styles for achieving 
certain goals [4]. Leadership ability of an individual 
is in influencing, motivating, and enabling others to 
contribute to the effectiveness and success of the 
organizations they are members of [27]. 

 
Leadership quality components: 

 
Ghorbani and Mirkhorsandi [9] have made a list 

of leadership quality components as follows: 

Organizational leadership competency: The 
leader of the organization has enough knowledge 
relevant to the organization's success, and his 
knowledge is updated. 

Organizational leadership status: The 
organization leader understands others deeply and 
encounters their problems because s/he wants to 
promote herself/himself, and this often is due to a 
direct personal experience. S/he is also committed to 
her/his own duties.  

Organizational leadership values: The 
organization leader sees social responsibilities 
beyond the organization and keeps the organization 
values alive. 

Organizational leadership viewpoint: 
Organizational leadership possesses a thought-out 
plan a clear vision and organizational viewpoint and 
orientation. 

Emotional commitment to organizational 
leadership: The organization leader rules over the 
heart and feelings of the employees, and s/he 
generates a desire for supremacy among the 
employees. 

Organizational leadership decisiveness: The 
organization leader has a risk-taking power to 
achieve great results and defines the limits. 

Leader’s perception of individuals: The 
organization leader addresses himself / herself to 
recognize, respect and value for others and 
endeavors to help individuals become successful 
and develop in achieving the maximum potential. 

Organizational leadership team building: The 
organization leader assists individuals in enabling 
them to achieve results and creates group 
commitments to achieving collective goals. 

Organizational leadership effectiveness: The 
organization leader invests on both strengths and 
weaknesses and utilizes well the priorities and time 
management tools. 
 
Personal conflict: 

 
Mary Parker Follet is one of the leading 

researchers and experts on conflict who believes that 
the existing conflict and dispute in the world is 
inevitable, therefore we had better exploit it, and 
instead of condemning, it must be arranged so that 
we can utilize it [19]. Robbins [25] recognizes 
conflict as a procedure in which the individual 
deliberately tries to thwart the attempts of the other 
one through a sort of inhibition, and this will result in 
a failure in achieving her / his goals and pursuing his 
interests. Richard Daft knows the word conflict as a 
process in which one party (individual or group) 
finds that its interests have been met with opposition 
or negative reactions of the other party [26]. 

 
Interpersonal conflict: 
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This conflict occurs between two or more 
persons who are different in their values, ambitions, 
communication styles and attitudes. Individuals with 
interpersonal conflicts do not speak with each other, 
disregard each other, gossip about each other, and 
consciously reject and undermine each other [33]. 

 
Components of conflict: 

 
Differences in personality: These are a collection 

of emotional, behavioral and character traits and 
characteristics that represent for the individual in 
typical situations, and they are  relatively stable and 
predictable for each individual. 

Pressures of the role: Conditions that appear 
under the influence of a person's  occupational status 
and deviate her / him from a normal action [21]. 

Failure: Failure can be defined as a failure in 
satisfying the needs, desires, dreams, and in 
achieving our goals [39].  

Arrogance: Arrogance means fancying oneself 
big and important because of the perfection a person 
sees in oneself, whether s/he has such a perfection or 
not, and that what s/he has conceived of as perfection 
is really a perfection or not [35]. 

Misunderstanding: Judging other people [11]. 
Perception: A process by which individuals 

regulate and interpret their assumptions and 
perceptions of their own environment, and hereby 
give meaning to them.  

Attitude: Allport defines attitude as “a mental 
and neural state of readiness organized through 
experience exerting a directive or dynamic influence 
upon the individual's response to all objects and 
situations with which it is related.”[1] 

Insufficient communication: Personal barriers or 
obstacles that may be associated with human factors 
and may encounter a slow down, complexity or even 
a block. 
 
Organizational citizenship behavior: 

 
Bateman and Organ [3] were the first to coin the 

term Organizational Citizenship Behavior (OCB), 
and they defined it 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”. After Organ et al. developed the 
concept, over the past two decades, different experts 
using concepts such as extra-role behavior, pro-social 
organizational behavior, organizational spontaneity, 
and contextual performance have addressed this issue 
[24]. Additionally, the employees’ tendency to 
perform behaviors that are beyond the formal 
requirements of the role and status is known as one 
of the basic elements of organizational citizenship 
behavior [36]. 

 
OCB components: 

   Vares et al. [38] have offered some 
dimensions and components of organizational 
citizenship behavior: 

Altruism: Assisting other organization members 
with their problems and related duties. 

Conscientiousness: This is that kind of 
discretionary behavior that exceeds the minimum 
requirements of the role; e.g., someone who works 
more than usual. 

Sportsmanship: A willingness on the part of the 
employee that signifies the employee’s tolerance of 
less-than-ideal organizational circumstances without 
complaining. 

Courtesy: It aims at preventing work-related 
stress and conflicts with others. 

Civil Virtue: This dimension encompasses the 
employee’s to involve in the life of the organization 
and to present a good image of the organization. 

Most studies on organizational leadership 
indicate that negligence in caring for the 
consequences of leadership is one of the problems 
that many organizations are grappling with [6].  
Lajvardi [16] has addressed the emotional 
intelligence and organizational leadership. In this 
study, s/he confirmed that successful managers can 
be diagnosed on the basis of emotional competence. 
It was observed that the managers with a higher level 
of performance can obtain more efficiency in the 
organization. Kivipold and Ahonen [15] in another 
study, “Evidence of relationship between 
organizational leadership quality and job 
satisfaction”, mentioned that studying leadership at 
the individual level is not sufficient. It is important 
that leadership be investigated at the organizational 
level; therefore, they studied its impact on job 
satisfaction. Job satisfaction data was collected 
through interviews, and the data on organizational 
leadership quality was collected through 
questionnaires. The results confirmed a positive 
relationship between job satisfaction and 
organizational leadership quality. 

In a test of studying the relationship between 
conflict and organizational citizenship behavior, 
Turner et al. [37] found that intra-group conflict, 
which involves pursuing the interests of ingroup 
against the interests of outgroup, is more effective. 
His research results that contradict a negative 
relationship between perceptions of organizational 
citizenship behavior are realistic. In their studies, 
Bertjan Doosje and Russell Spears found a negative 
relationship between perception of a realistic conflict 
and proportion of organizational citizenship 
behavior. When the group members make an effort to 
preserve and maintain the values by increasing 
intragroup favoritism and reducing outgroup adverse 
factors, they have a weak tendency for behaviors that 
are hindering the development of the conflict outside 
the group. Ingroup members, who have found 
outgroup members in a competition for exploiting 
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scarce resources, are less likely to assist the outgroup 
members to obtain these resources [27]. 

    
Development of the hypotheses: 

 
Khoshbakhti et al. [13] studied the relationship 

between leadership styles on employees' quality of 
working life and the effectiveness of college 
principals and physical education groups nationwide. 
The results of the analysis revealed that there is a 
significant difference between the principals’ favorite 
leadership styles and their effectiveness; although 
they observed differences between leadership style 
and the employees’ working life quality, they were 
not significant. Also, there is a significant 
relationship between employees’ working life quality 
and the principals’ effectiveness. 

Saadati [29] is a research studying the 
relationship between dimensions of organizational 
leadership quality and proportion of creativity in 
Maneh and Samalghan high-schools. It is revealed 
that organizational leadership variables, including 
organizational leadership competency, status, values, 
effectiveness, emotional commitment, decisiveness, 
perception of individuals, team building, and 
viewpoint, each have a positive and significant 
relationship with the teachers’ creativity. 

Sillamäe and Kivipõld [32], in a study, 
examined the dynamics of organizational leadership 
quality as a regulator to strike a strategic balance 
between the organization and its surroundings. 
Results showed that the quality and the dynamic 
leadership procedure has been combined and 
integrated with financial service organizations in 
Estonia. 

Gonin et al. [10] studied the role of innovation 
in leadership development. This study was conducted 
with some senior managers of 111 companies in 
human resources, training, and organizational 
development sectors of the international 
corporations’ headquarters in Europe and the United 
States in 2008 and 2009. Results showed that factors 
such as training, learning tasks, networking, 
customer insight, and using special technology were 
among the factors that were effective in the 
development of leadership in the companies under 
study. 

Lotfali Foroozan [17]in her master's thesis 
entitled “an investigation of conflict resolution styles 
of managers in the organization and its relationship 
with the managers’ personality” which was 
conducted in Wagon Pars Company obtained the 
following results: 1. There exists a significant 
relationship between the application of conflict 
resolution styles and the managers’ personalities. 2. 
Managers with personality type A resort more to 
styles such as collaboration and then avoiding 
compromise, competition, and tolerance; however, 
managers with personality type B often make use of 
collaboration and then compromise. 3. Ninety 

percent of the population under study had type A 
personality that has a major impact on conflict 
outbreak in the organization.  

The research conducted by Loomis suggests that 
conflict brings about an improvement in the groups’ 
performance. Comparing six major decisions taken 
during the presidency of four American presidents 
reveals that conflicts can influence the political 
decisions. After these decisions were studied upon 
and examined, it was clarified that in cases where 
there was consensus and compromise between 
presidential advisers, very poor decisions were being 
taken. Whenever there was a conflict, brilliant ideas 
were being developed and great decisions were being 
taken. The research conducted by Williams has 
confirmed this view that conflict between members 
of the group causes an encouragement for creativity, 
initiative, and an increase in production. I her/his 
study, decision making in groups that experienced 
conflicts was 73% better than groups who did not 
have any disputes. 

Karnai and Spitzberg conducted a study to 
examine the relationship between individual 
competency and conflict management. The obtained 
results revealed that the methods which were on the 
basis of creating collaboration were positively related 
to individual competency. By and large, the methods 
based on avoidance and division (compromise) were 
negatively associated with individual competency. 

Zanganeh [41] in a meta-analytic review studied 
the relationship between organizational citizenship 
behavior and factors affecting it. The results 
highlight the fact that four of these factors have been 
emphasized in the conducted researches: 1. Personal 
characteristics, 2. Occupational characteristics, 3. 
Organizational characteristics, 4. Leadership 
characteristics. Early studies in this field done by 
Organ et al. primarily focus on the employees’ 
attitudes, tendencies, and leadership support. The 
later studies on leadership conducted by Podsakoff et 
al. have extended the scope of leadership behaviors 
to a variety of interactive and transformational 
leadership behaviors. 

Bienstock et al. investigated the relationship 
between citizenship behavior and service quality in 
49 reputable restaurants. This study confirms that the 
critical part in any organization is service providers, 
especially staff who are in direct contact with 
customers. The results of the present work, compared 
with other studies, demonstrated a less conspicuous 
impact of the citizenship behavior on service quality, 
since more and more emphasis has been put on 
citizenship behavior, and it has been more taken into 
consideration. 

Philip et al. [22] in a study entitled “the 
relationship between organizational citizenship 
behavior and organizational justice in the workplace” 
obtained some results indicating that the employees 
exhibit the maximum organizational citizenship 
behavior and increase their effectiveness when they 
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feel organizational justice has been being done about 
them.  

In the present study, leadership quality as a 
predictor variable, organizational citizenship 
behavior as the criterion variable, and interpersonal 
conflict as both a predictor and a criterion variable 
are investigated. 

According to the conceptual model of the 
research, the hypotheses are as follows: 

1. There is a positive and significant relationship 
between leadership quality and employees’ 
organizational citizenship behavior. 

2. There is a positive and significant relationship 
between leadership quality and employees’ 
interpersonal conflict. 

3. There is a relationship between interpersonal 
conflict and employees’ organizational citizenship 
behavior.  

 
Materials and Methods 

 
Conceptual model of the research: 

 
 

 
Research design: 

 
In terms of data collection methods, nature, and 

methodology, this study is a descriptive one with a 
correlational design.  

The population is comprised of 1737 employees 
in the organizations, agencies, institutions and 
government centers in Rafsanjan. Based on the 
information from the Rafsanjan government in 2012, 
63 organizations, institutions and governmental 
centers are there in the city. The Cochran formula 
was used to determine the sample size. According to 
this formula, an optimal sample size would be 314 
participants. In this study, a proportional stratified 
random sampling technique was used.  

Questionnaires were distributed by the 
researchers themselves visiting the employees on a 
random basis, and they were given back to the 
researcher on the same day. In this study, the data 
collection instrument was questionnaire. 
Questionnaire is a structured technique for collecting 
data in which all respondents are asked the same set 

of questions [31]. To collect the required data in the 
present study, three questionnaires were used.  

Content validity of the questionnaires in this 
study has already been assessed in previous empirical 
researches. Validity of the questionnaire for 
leadership quality has been determined by Roasaii 
[27] to be 0.90. To measure interpersonal conflict a 
questionnaire which is designed by Pirmoradi [23] 
and has been approved by a factor of 0.92 was used. 
Citizenship behavior questionnaire used by Majidi 
showed 0.96 validity.  

In this study, Cronbach's alpha was used to 
determine the reliability of the instruments. This 
reliability analysis method is used to measure the 
instrument’s internal consistency. Leadership quality 
questionnaire had a coefficient of 0.86, interpersonal 
conflict questionnaire 0.95, and citizenship behavior 
questionnaire 0.90. 

To describe the collected data in this study, 
various statistical indexes including frequency and 
figures have been used. Independency test and 
Pearson-Kendall’s correlation were the statistical 
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tests to determine the correlation coefficient. All 
statistical analyses were performed using SPSS 
software package. 

 
Results and Data Analysis: 

 
Subjects: 

 
According to the analyzed data, 224 male 

subjects constituted 73 % of our sample, and 83 
female subjects constituted 27 % of the sample. 249 
married subjects constituted 81.9 % of our sample, 
and 55 single subjects constituted 18.1% of the 
sample. 58 subjects with high-school diploma 
constituted 19.1 % of our sample, 193 subjects (63.7 
%) had BA degrees, 51 subjects or 16.8 % had MA, 
and 1 subject (0.3 %) had a PhD. 76 subjects (25.1 
%) had less than 10 years of related work experience, 
145 subjects (47.9 %) had around 10-20 years of 
experience,  and 82 (27.1 %) had worked for more 

than 20 year. Based on the analyzed data, 51 subjects 
(18.6 %) were under the age of 30, 160 subjects (52.3 
%) were at the age range of 31-40, and 89 (29.1 %) 
were over 40. 

 
Variables of the study: 

 
The scores for leadership quality variable have 

been calculated through the sum of the scores related 
to each question in the leadership quality 
questionnaire. To describe this variable, we divided 
the scores into a range five categories of strongly 
disagree (too low), disagree (low), neutral (middle), 
agree (high) and strongly agree (too high). Out of 
314 subjects in the sample, 2 subjects (0.6 %) believe 
that the leadership quality score is low, 85 (27.1 %) 
were neutral, 222 (70.7 %) were high, and 5 (1.6%) 
believed that its score is too high. A total of 227 
subjects (72.3 %) believed that the leadership quality 
score is high and too high. 

 

 
 
Fig. 1: Leadership quality questionnaire scores 

 
The scores for interpersonal conflict variable 

have been calculated through the sum of the scores 
related to each question in the interpersonal conflict 
questionnaire. To describe this variable, we divided 
the scores into a range five categories of strongly 
disagree (too low), disagree (low), neutral (middle), 
agree (high) and strongly agree (too high). Out of 
314 subjects in the sample, 6 subjects (1.9 %) believe 
that the interpersonal conflict score is too low, 60 
(19.1 %) were low, 132 (42 %) were neutral, 111 
(35.4 %) were high, and 5 (1.6%) believed that its 
score is too high. A total of 116 subjects (37 %) 
believed that the interpersonal conflict score is high 
and too high. 

The scores for citizenship behavior variable have 
been calculated through the sum of the scores related 
to each question in the citizenship behavior 
questionnaire. To describe this variable, we divided 
the scores into a range five categories of strongly 
disagree (too low), disagree (low), neutral (middle), 
agree (high) and strongly agree (too high). Out of 
314 subjects in the sample, 4 subjects (1.3 %) believe 
that the citizenship behavior score is too low, 21 (6.7 
%) were low, 127 (40.4 %) were neutral, 139 (44.3 
%) were high, and 23 (7.3 %) believed that its score 
is too high. A total of 162 subjects (51.6 %) believed 
that the citizenship behavior score is high and too 
high. 
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Fig. 2: Interpersonal conflict questionnaire scores 

 
 

 
Fig. 3: Citizenship behavior questionnaire scores 

 
There is a relationship between leadership 

quality and interpersonal conflict in Rafsanjan 
administrative organizations. 

H0: There is no relationship between leadership 
quality and interpersonal conflict in Rafsanjan 
administrative organizations. 

H1: There is a relationship between leadership 
quality and interpersonal conflict in Rafsanjan 
administrative organizations. 

 
     Analysis of the data shows that Kendall and 
Spearman correlation coefficients between leadership 

quality and interpersonal conflict variables in 
Rafsanjan administrative organizations are  – 0.060 
and – 0.089 respectively, and with a significant p 
value of respectively 0.119 and 0.116, they are larger 
than the significance level of α = 0.05. Therefore, at 
this level H0 or no relationship is not rejected, and 
this means that there is no significant relationship 
between leadership quality and interpersonal conflict 
in Rafsanjan administrative organizations. The 
distribution pattern of data points and the fit line 
orientation in the scatterplot illustrates this fact.
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Fig. 4: Relationship between leadership quality and interpersonal conflict 

 
There is a relationship between leadership 

quality and citizenship behavior in Rafsanjan 
administrative organizations. 

H0: There is no relationship between leadership 
quality and citizenship behavior in Rafsanjan 
administrative organizations. 

H1: There is a relationship between leadership 
quality and citizenship behavior in Rafsanjan 
administrative organizations. 

 
The analyzed data shows that Kendall and 

Spearman correlation coefficients between leadership 
quality and citizenship behavior  variables in 
Rafsanjan administrative organizations are  0.310 
and 0.435 respectively, and with a significant p value 
of respectively 0.000 and 0.000, they are smaller than 

the significance level of α = 0.05. Therefore, at this 
level, H0 or no relationship is rejected, and this 
means that there is a significant relationship between 
leadership quality and citizenship behavior in 
Rafsanjan administrative organizations. The 
distribution pattern of data points and the fit line 
orientation in the scatterplot illustrates this fact. 
Moreover, the positive correlation coefficients and 
the slope of the fit line are indicators of a direct 
relationship between these variables. Coefficient of 
determination for the variables was calculated to be 
R2 = 0.211, that is, the variables share 21.1 % of 
variance, i.e. 21.1 percent of the variance in 
citizenship behavior is explained by leadership 
quality.

  

 
Fig. 5: Relationship between leadership quality and citizenship behavior 

 
There is a relationship between interpersonal 

conflict and citizenship behavior in Rafsanjan 
administrative organizations. 

H0: There is no relationship between 
interpersonal conflict and citizenship behavior in 
Rafsanjan administrative organizations. 

 H1: There is a relationship between 
interpersonal conflict and citizenship behavior in 
Rafsanjan administrative organizations. 

 
The analyzed data shows that Kendall and 

Spearman correlation coefficients between 
interpersonal conflict and citizenship behavior 
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variables in Rafsanjan administrative organizations 
are – 0.205 and – 0.298 respectively, and with a 
significant p value of respectively 0.000 and 0.000, 
they are smaller than the significance level of α = 
0.05. Therefore, at this level, H0 or no relationship is 
rejected, and this means that there is a significant 
relationship between interpersonal conflict and 
citizenship behavior in Rafsanjan administrative 
organizations. The distribution pattern of data points 

and the fit line orientation in the scatterplot illustrates 
this fact. Moreover, the negative correlation 
coefficients and the slope of the fit line are indicators 
of an indirect relationship between these variables. 
Coefficient of determination for the variables was 
also calculated to be R2 = 0.12, that is, the variables 
share 12 % of variance, i.e. 12 percent of the 
variance in citizenship behavior is explained by 
interpersonal conflict. 

  

 
 
Fig. 6: Relationship between interpersonal conflict and citizenship behavior 
 
Discussion and Conclusion: 

 
Although, it was hypothesized that there is a 

relationship between leadership quality and 
interpersonal conflict in the administrative 
organizations of Rafsanjan, the results show that 
there is no significant relationship between these 
variables. Leadership, with a key role in the 
organization and the culture s/he promotes, is able to 
resolve the conflict in the organization. Results 
obtained from other studies suggest that there is a 
relationship between these two variables. Jafari and 
Naini [12], in their study, assessed the effect of 
transformational, transactional, and laissez-faire 
leadership styles on interpersonal conflict at 
workplace. They found that a leader can influence 
the conflict through the leadership style s/he selects.   

Results suggest that a significant relationship 
exists between leadership quality and citizenship 
behavior in the administrative organizations of 
Rafsanjan. Leadership style and leaders’ behavior 
have an effect on employees’ positive behaviors such 
as organizational citizenship behavior. Citizenship 
behaviors in the organization are influenced by 
leadership style and leaders’ behavior pattern. In the 
present study, we have also achieved the same results 
reported by the previous researchers and experts. To 
institutionalize organizational citizenship behavior, 
managers and leaders should be pioneers. They 
should be a manifestation of organizational 
citizenship. Managers should always think over their 

performance and try to avoid any misunderstandings 
through performance assessment [36]. 

Results suggest that there is a significant 
relationship between interpersonal conflict and 
citizenship behavior in the administrative 
organizations of Rafsanjan. Turner et al. [37], 
investigating the relationship between conflict and 
organizational citizenship behavior, found that 
conflict, which involves pursuing the interests of 
ingroup against the interests of outgroup, is more 
effective. Bertjan Doosje and Russell Spears found a 
negative relationship between perception of a 
realistic conflict and proportion of organizational 
citizenship behavior. When the group members make 
an effort to preserve and maintain the values by 
increasing intragroup favoritism and reducing 
outgroup adverse factors, they have a weak tendency 
for behaviors that are hindering the development of 
the conflict outside the group. Ingroup members, 
who have found outgroup members in a competition 
for exploiting scarce resources, are less likely to 
assist the outgroup members to obtain these 
resources [25]. 

 
Conclusion: 

 
Results of the present research suggest that no 

significant relationship has been established between 
interpersonal conflict and leadership quality. 
Although, the researchers of this study did not expect 
this, the results obtained from the collected data 
corroborate these findings. As the relationship type is 



1813 
Adv. Environ. Biol., 7(8): 1804-1815, 2013 
 

 

not clearly identified, the researchers refused to offer 
any implications or suggestions. Results suggest that 
a relationship exists between leadership quality and 
citizenship behavior; therefore, organizational 
leaders who have a tendency towards behaviors 
underlined in this study may be able to contribute to 
the exhibition of such organizational citizenship 
behaviors. If organizational leadership quality, status, 
values, viewpoint, emotional commitment, 
decisiveness, effectiveness, perception of individuals, 
and team building are appropriate to the members of 
the organization, it will facilitate the exhibition of 
discretionary and voluntary behaviors, and the 
employees will have a tendency to exhibit behaviors 
like altruism, conscientiousness, sportsmanship, 
courtesy , civil virtue 

    
A suggestion for the further research: 

 
Investigating the relationship between leadership 

quality and organizational citizenship behaviors of 
employees in non-governmental organization 

 
Limitations of the study: 

 
Some limitations of this study are as follows:  
 
1. Data collection instruments have some 

inherent limitations, because the questionnaires may 
not be reflect the respondents’ attitudes properly and 
clearly.  

2. The researchers had access to limited 
information resources and researches conducted on 
leadership quality.  

3. Respondents usually disregard such surveys. 
4. Organizations and their managers usually 

refuse to cooperate with researchers to distribute and 
collect the questionnaires. 
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