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Abstract 

The paper aims to clarify the influences of transformational leadership (TL) and aspects of organizational justice on 

change capacity of organizations. Structural equation modelling is applied to test the relationship among the research 

factors based on the survey of 315 employees in 72 Vietnamese firms. The results show aspects of organizational 

justice act as mediating roles in the relationship between TL and organizational change capacity. TL has greater 

effects on innovative culture, while organizational justice has greater effects on capable champions. This study 

highlights the importance of building the environment of justice in an organization to link TL and organizational 

change capacity. This study has provided valuable initiatives and deeper insights on the new and effective pathways 

for firms to improve their change competence and response more successfully and rapidly towards the shift of 

competitive context and business environment. 

Keywords: transformational leadership, organizational justice, organizational change capability, capable champions, 

innovative culture 

1. Introduction 

Before the rapidly change and difficult to predict of business environment and competitive pressure (Phong et al., 

2017; Nguyen et al., 2019; Lei et al., 2019, Le, 2020), firm‟s capability of change and innovation considers key 

approach to response effectually with the swift alteration of environment and attain competitive advantage (Hui et al., 

2018; Van et al., 2018; Phong et al., 2018; Lei et al., 2021). Firms have invested a lot of financial and non-financial 

resources to improve their ability to change and innovate, but it seems not to bring satisfactory results (Le, 2020; Lei 

et al., 2021a). Firms sometime fail for poor change management and lack of change leadership practices (Judge, 

2011; Lei et al., 2019). Scholars pointed out that to overcome the key competitors, improving firms‟ change and 

innovation capabilities are essential and ongoing (Foster, 2010; Le et al., 2020; Lei et al., 2021b; Son et al., 2021). 

Therefore, it is necessary to continuously explore more new dimensions/factors that may foster firm‟s capability for 

change and change management (Yasir et al., 2016; Lei et al., 2019). Prior studies revealed that to build 

organizational change capacity (OCC) successfully, leadership and organizational change agents play an extremely 

important role (Judge, 2011; Lei et al., 2019a; Sengphet et al., 2019). Based on such situation, we decide to study the 

leader style‟s influences on OCC. Among different leadership style, transformational leadership (TL) is seen as one 

of the most effective leadership styles for effectively managing processes of change and innovation (Yasir et al., 

2016; Le Ba, 2018; Lei et al., 2020). Besides, TL is regarded as the key factor that induce the positive and significant 

impacts on organizational justice (Wu et al., 2012; Le & Lei, 2017; Nguyen et al., 2019), which in turn considerably 

influences OCC (Rafferty et al., 2013). So, this article focuses on investigate organizational justice in the relationship 

with TL and OCC as it has been proven to be predictive a higher levels of openness to change, acceptance of change, 

cooperation with change, satisfaction with change situations and plays a significant role in many organizational 

dynamics related to change and leader–follower relationships (Foster, 2010). 

Previous studies supported the significant relationship between TL and OCC (Yasir et al., 2016; Lei et al., 2019); or 

the relationship between organizational justice and organizational change (Foster, 2010; Rafferty et al., 2013). 

However, there has been a scarcity of research on how leadership connects with aspects of organizational justice and 

two key elements of OCC, that is, capable champions and innovative culture (Lei et al., 2019). So, it limited our 

understanding of the different ways transformational leaders may build and create a justice in the organization and 

influences OCC effectively. In this context, it requires further theoretical or practical evidence to solidify the 
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relationship of these structures. Moreover, previous studies showed that organizational justice is a critical 

concept/issue in modern management. Fostering organizational justice can bring significant effects on firm‟s 

performance, sustainability and key outcomes (Akram et al., 2020). Even so, there is little study on the antecedents 

and consequences of organizational justice (Akram et al., 2020; Phong and Son, 2020). Thus, examining the direct 

influence of organization justice as well as its mediating effects between TL and aspects of change capability has 

important implications in enhancing our understanding of the role of justice in organizations. Therefore, our study 

was done to explore TL‟s impacts on OCC through mediating the role of distributive, procedural and interactional 

justice. This study is expected to contribute to increasing the knowledge of how TL and organizational justice induce 

significant influence on OCC. This study attempts to address the following research questions (see Figure 1).  

RQ1. Does TL have significant influences on OCC?  

RQ2. How different are TL‟s influences on innovative culture and capable champions? 

RQ3. Do aspects of justice have mediating role between TL and OCC? 

 

 

Figure 1. Research model 

 

To answer above questions, structural equations modelling (SEM) is applied to investigate the degree of influence 

each variable has on each other based on a survey of 315 participants from 72 Vietnamese firms. The remainder of 

this study is arranged as follows. Part 2 presents the literature review for the concepts in the proposed model, and 

develops a research model to portray the hypothesized relationship. Part 3 provides research methods for testing the 

model and data collection. Part 4 analyses the data and discusses the empirical result. Finally, this study gives some 

conclusions, managerial implications, its limitations and makes proposals for future research in Part 5. 

2. Literature Review 

2.1 TL and Organizational Change Capability 

Change capability is defined as the combination of managerial and organizational competence that enables 

enterprises to response more rapidly and productively before the changing of business environment (Lei et al., 2019). 

According to Soparnot (2011), OCC is the key ability of a firm to initiate and execute successfully activities for 

dealing with difficult situations. It plays a critical role in bringing sustainable development for organizations in 

competitive and integrated environment. Change capability is formed by many elements, however, Lei et al. (2019) 

indicated that capable champions and innovative culture serve as two key components of OCC because they reflect 

the root and nature of organizational capacity for change (Judge and Douglas, 2009). Innovative culture refers 

capabilities of a firm to set up the necessary norms for innovation and stimulate a culture of change and innovation in 

an organization; while capable champions reflects firm‟s abilities to attract, retain, and empower change leaders to 

organize and implement the necessary change (Lei et al., 2019). 

TL is defined as the style of leadership that characterizes leaders who emphasize clarity in their communications 

about organizational goals; act as the organization‟s leading force; engage in active coaching; promote new skill 

development among their followers and continuously seek new opportunities for their organization development (Le 

& Lei, 2017; Hui et al., 2018; Le & Lei, 2018a; Van et al., 2018). Transformational leaders consider employees as a 

valuable resource in the firm and emphasize the important role of emotions, values, and leadership oriented to 

encouraging positive and creative behaviors (Bass & Avolio, 2000; Phong & Son, 2020). According to Bass (1985), 

transformational leaders could motivate and inspire employees to execute beyond expectations and help them reach 
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their full potential for an organization. The theory of TL has attracted great attention from scholars and become one 

of the most dominant leadership theories (Mhatre & Riggio, 2014; Le & Tran, 2020). So, exploring influences of TL 

on OCC plays a crucial role in finding an effective way to promote organizational capacity for change. 

Current literature has supported the critical role of transformational leaders in fostering both process of idea 

formation and implementation for change and innovation (Lutz Allen et al., 2013; Lei et al., 2021). According to 

Chen et al. (2013) and Lei et al. (2019), transformational leaders pay great attention on promoting processes of 

sharing new knowledge and skills among employees, fostering a culture of trust and collaboration, and continuously 

seeking new opportunities for fostering the change and development for their organization. Lutz Allen et al. (2013) 

pointed out that in case of applying and practicing TL style, supervisors and managers can have more chance to 

successfully manage and implement the important change for organizations. In particular notes, scholars highlight 

that TL style is one of the most relevant or applicable for achieving the desired results on change and innovation 

(Yasir et al., 2016; Lei et al., 2019). To explore more deeply influences of TL on capable champions and innovative 

culture, the following hypothesis is tested: 

H1a.b: TL has positive impacts on OCC in terms of innovative culture and capable champions. 

2.2 TL and Organizational Justice 

Organizational justice is an important issue in the field of leadership (Pillai et al. 1999). Justice basically based upon 

individuals‟ perceptions that take place within the exchange relationship, simultaneously emphasizes their 

perceptions about the repaying an obligation that they owed others (Caldwell et al. 2001; Le Ba, 2018; Lei et al., 

2019; Phong & Son, 2020). According to Afzalur Rahim et al. (2001), organizational justice contains three basic 

aspects/components namely procedural, distributive and interactional justice. Distributive justice is the most 

commonly recognized as the type of justice reflecting the perceptions of outcome‟s fairness that employees receive; 

procedural justice refers to be aware of fairness about procedures or processes used to determine those outcomes, in 

which the procedures are presented by activities such as performance assessment, rewards and opportunities sharing; 

and interactional justice refers to the employees‟ perceptions of the fairness of the interpersonal treatment by 

decision makers in the organization‟s working environment (Zainalipour et al. 2010; Phong & Son, 2020). 

The correlation between TL and justice received little research attentions, some previous researches have also 

indicated the positive relationship among them (e.g., Tyler & Caine, 1981; Pillai et al., 1999; Kirkman et al., 2009; 

Lei et al., 2019). Tyler and Caine (1981) supposed that transformational leaders create opportunities for followers to 

manifest their opinions which were viewed as a fair practice from followers‟ viewpoint. In case of not pay attention 

to the fairness, leaders will be rejected leadership authority by followers. Pillai et al. (1999) and Kirkman et al. (2009) 

argued that, leaders have decisive influences on employees‟ perceptions of justice (such as: procedural, distributive 

and interactional justice). Especially, some empirical studies have verified for the positive effects of leadership on 

procedural, distributive and interactional justice. Indeed, Pillai et al. (1999) showed strong and positive relationship 

between TL and procedural justice. De Cremer et al. (2004) showed that, positive leadership styles (such as 

self-sacrifice) have significant influences on employees‟ attitudes and distributive justice. Wu et al. (2012) proved 

positive influences of benevolent leadership on perceived interactional justice. 

Above arguments give the support for the TL‟s positive influences on aspects of organizational justice However, 

research that analyzed simultaneously these factors in a model is still scarce and limited. To explore TL‟s different 

effects on distributive, procedural and interactional justice, following hypotheses are proposed. 

H2a.b.c: TL has a positive impact on distributive, procedural and interactional justice. 

2.3 Organizational Justice and Change Capability 

The relationship between organizational justice and change capability received little attention from researchers. 

However current literature also showed the positive effects of organizational justice on OCC. Indeed, Mishra & 

Spreitzer (1998) stated that individual‟s perceptions of the fairness of the decisions and implementing the change 

may affect both their cooperation with the change and their evaluations of the parties responsible for the change. 

After performing a progress of literature review on organizational justice and employee reactions to organizational 

change, Oreg and van Dam (2009) found that justice is considered as an antecedent of change reactions. Individuals‟ 

perceptions of justice was positively related to OCC as individuals who felt that the outcomes or/and procedures 

were equitably and without bias, would have a positive support/reaction and strong commitment to change situations 

(Bernerth et al., 2007; Oreg et al., 2011), conversely, the perceptions or anticipations of injustice would be associated 

with negative reactions to the change situations (Oreg & van Dam, 2009; Oreg et al., 2011). Rodell and Colquitt‟s 

(2009) results of a longitudinal study in a hospital showed that interactional justice was positively related to 
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employee‟s support for the change. Foster (2010) stated that change efforts often stir up unpredicted challenges, and 

employee responses to changes ultimately determine the degree success of change efforts. Foster (2010) also proved 

that aspects of organizational justice (namely: distributive, procedure and interactional justice) have positive and 

great influences on individual‟s affective and normative commitment to change situations. 

In summary, above arguments provide supports for significant impacts of organizational justice on OCC. 

Nevertheless, to my knowledge, to date have no study exploring the different impacts of the relationship between 

three aspects of justice and specific elements of OCC. Hence, this paper expects to have positive contribution to 

developing change literature by testing the following hypotheses. 

H3a.b.c: Distributive, procedural and interactional justice has positive impacts on innovative culture. 

H3d.e.f: Distributive, procedural and interactional justice has positive impacts on capable champions. 

3. Research Methodology 

3.1 Sample and Data Collection 

In summer 2020, empirical data were collected through a survey of 72 Vietnamese firms in some most developed 

provinces of Vietnam. To meet research needs, the respondents in this study need to be directors, managers, head of 

department, and key staffs in the departments of administration, operation, accounting, planning, and R&D to ensure 

that they have fully understanding on the key issues in their organizations. The measurement items are adapted from 

exiting scales in the literature for developing an initial list of items. This study issues 650 questionnaires and receives 

400 valid copies, among which 315 ones were valid (48.5 % validity rate). Potential non-response bias was assessed 

by following the method proposed by Armstrong and Overton (1977). Chi-square and independent sample t-test were 

used to compare the earlier 80 respondents and the last 80 ones based on demographic variables, including gender, 

age, and level of education. The results demonstrated that there were no significant differences between the two 

groups of responses (p >0.05). Therefore, it showed that common method bias was not a concern. A total of 315 

respondents 196 (62.2%) were male and 119 (37.8%) were female. They answered the questions relating to the study 

variables: TL, organizational justice, innovative culture and capable champions.  

3.2 Variable Measurement 

To ensure the validity and reliability of the study, items used to measure variables that have been developed and used 

from previous studies. All constructs were measured using multiple items and all items are measured via five-point 

Likert-type scales, ranging from „1‟ (strongly disagree) to „5‟ (strongly agree); or from „1‟ (not at all) to „5‟ 

(frequently). Specifically, for measuring transformational leadership, this study used four items designed by 

Podsakoff et al. (1996) for diverse aspects of TL. These items were used in the research of Le and Lei (2018) to 

reflect participant‟s perceptions of their leader about TL style. A sample items is “my supervisors are capable of 

motivating and guiding their colleagues on the job”. 

In order to measure distributive, procedural and interactional justice, this study used eleven items (three items per 

component) adapted from the research of Rahim et al. (2001). A sample item of distributive justice is “I believe that 

my rewards appropriately reflect my contributions to the organization”; a sample item of procedural justice is “My 

organization has in place formal channels that allow employees to express their views and opinions before decisions 

are made”; and a sample item of interactional justice is “My supervisor treats me in a kindly manner”.  

Finally, this study utilized eight items derived from the studies of Judge and Douglas (2009) to take the 

measurements of capable champions and innovative culture. Innovative culture is measured by four items reflecting 

the firm‟s ability to establish norms of innovation as well as encourage innovative activity and change. A sample 

item is “Do we have an organizational culture that values innovation and change?”; Capable champions are 

measured by four items reflecting the firm‟s ability to attract, retain, and empower change leaders to evolve and 

emerge. A sample item is “Do we have change champion(s) who have the will and creativity to bring about change?” 

In addition, this study considers demographic variables (such as education level, gender, working position and 

working experience) as control variables to account for differences among firms and their potential impacts on OCC. 

3.3 Data Analysis Methods 

Analysis of Moment Structures (AMOS) was employed for measurement validation and for testing the structural 

model based on the data gathered from the 315 respondents in 72 service and manufacturing firms in Vietnam. Data 

analysis was conducted by using SPSS and AMOS version 22. Confirmatory factor analysis (CFA) was implemented 

to examine the validity and reliability of the constructs. Besides, a bootstrapping procedure is conducted for testing 

the significance of the research hypotheses. 
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4. Data analysis and Results 

4.1 Measurement Model 

We first tested the reliability of the measures for the constructs by examining the Cronbach‟s alpha coefficients (Cα) 

of each construct, the statistic findings range from 0.84 to 0.94 and exceed Nunnally and Bernstein‟s (1994) 

recommended level of 0.7. We then implemented the analysis of confirmatory factor (CFA) for estimating 

convergent and discriminant validity of overall measurement model.  

The findings from confirmatory factor analysis indicates that all factor loadings range from 0.70 to 0.98 (all larger 

than 0.6) being statistically significant at the 0.001 level; CR values (ranging from 0.84 to 0.95) are higher than 0.7; 

and the AVE values range from 0.58 to 0.83 (all greater than 0.5). Overall, all the measures exhibited adequate 

convergent validity. Table 1 shows the means, standard deviation (SD), factor loading, AVE, CR and Cα of every 

construct. 

 

Table 1. Reliability, correlations and average variances extracted from constructs 

Constructs Mean SD AVE CR Cα TL DJ PJ IJ IC CC 

TL 3.47 0.52 0.58 0.84 0.84 0.76      

DJ 3.53 0.54 0.82 0.93 0.93 0.48 0.90     

PJ 3.51 0.65 0.69 0.90 0.89 0.63 0.48 0.83    

IJ 3.52 0.56 0.81 0.94 0.94 0.52 0.42 0.57 0.90   

IC 3.75 0.57 0.75 0.92 0.92 0.65 0.49 0.61 0.59 0.86  

CC 3.70 0.62 0.83 0.95 0.95 0.63 0.51 0.46 0.60 0.57 0.91 

Note: Notes: Cα ≥ 0.7; composite reliability ≥ 0.7; average variances extracted ≥ 0.5;Diagonal elements (in bold) are 

the square root of the AVE 

 

Discriminant validity is the degree to which, factors that are supposed to measure a specific construct do not predict 

conceptually unrelated criteria (Kline, 2010). This study used Fornell and Larcker‟s (1981) measure of average 

variance extracted to assess the discriminant validity. In this approach, the discriminant validity of the research 

instrument was assessed by comparing the square root of the AVE with the correlations among the latent variables. 

Table 1 shows that the square root of AVE for each construct (diagonal elements in bold) is greater than the 

correlations among constructs in the model. In general, the results provide strong support for the construct reliability, 

as well as for the convergent and discriminant validity of the scales. 

We assessed the measurement model fit by evaluating: absolute fit measures including Chi-square/df (CMIN/df), 

goodness of fit index (GFI) and root mean square error of approximation (RMSEA); incremental fit measures 

including normed fit index (NFI), adjusted goodness of fit index (AGFI) and comparative fit index (CFI). Table 2 

shows the measure model fit. As shown in Table 2, all fit indices met satisfactory levels. Hence we can conclude that, 

the model fits the data and can explain the research hypotheses. 

 

Table 2. Overall fit index of the CFA model 

Fit index Scores Recommended threshold value 

Absolute fit measures   

CMIN/df 1.514 ≤2a; ≤5b 

GFI 0.911 ≥0.90a; ≥0.80b 

RMSEA 0.040 ≤0.08a; ≤0.10b 

Incremental fit measures   

NFI 0.946 ≥0.90a; 

AGFI 0.881 ≥0.90a; ≥0.80b 

CFI 0.981 ≥0.90a; 

Note: a Acceptability: acceptable; b Acceptability: marginal. 
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4.2 Structural Model 

This section presents the main result of the hypothesis testing of the structural relationship among the latent variables 

(Figure 2, Table 3, and Table 4). 

4.2.1 Direct Effect Analysis 

The findings from structural model (Figure 2 and Table 3) support the direct effects of TL and organizational justice 

on change capability with reliable statistical significance levels. All the hypotheses, thus, are supported. Specifically: 

For hypothesis H1a.b, the results confirmed the positive and significant impacts of TL on aspects of OCC. 

Specifically, TL has greater impacts on innovative culture (coefficient value 0.381; p value < 0.001) in comparison 

with TL‟s influences on firm‟s capable champions (coefficient value 0.241; p value < 0.001). 

For hypothesis H2a.b.c, the results revealed that TL‟s influences on organizational justice are very strong. 

Specifically, TL‟s has the most impacts on procedural justice (coefficient value 0.687; p value < 0.001) in 

comparison with interactional justice (coefficient value 0.582; p value < 0.001) and distributive justice (coefficient 

value 0.538; p value < 0.001). 

 

 

Figure 2. Path coefficients of the structural model 

Note: Estimate of impacts on capable champions in parentheses; ----- Non-significant paths. 

 

Table 3. Structural model results 

Hypotheses   Proposal effect Estimate p Results 

H1a: TL  Innovative culture + 0.381*** < 0.001 Supported 

H1b: TL  Capable champions + 0.241** 0.007 Supported 

H1c: TL  Distributive justice + 0.538*** < 0.001 Supported 

H2b: TL  Procedural justice + 0.687*** < 0.001 Supported 

H2b: TL  Interactional justice + 0.582*** < 0.001 Supported 

H3a: DJ  Innovative culture + 0.114** 0.033 Supported 

H3b: DJ  Capable champions + 0.163** 0.002 Supported 

H3c: PJ  Innovative culture + 0.122* 0.078 Supported 

H3d: PJ  Capable champions + 0.215** 0.001 Supported 

H3e: IJ  Innovative culture + 0.191** < 0.001 Supported 

H3f: IJ  Capable champions + 0.202*** < 0.001 Supported 

Control variables Effect Estimate P Results 

WP  Innovative culture + 0.111** 0.010 Supported 

WP  Capable champions + 0.083** 0.048 Supported 

WE  Innovative culture + 0.157*** < 0.001 Supported 
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WE  Capable champions + 0.158*** 0.002 Supported 

RG  Innovative culture – –0.018 0.667 Not supported 

RG  Capable champions + 0.001 0.975 Not supported 

RE  Innovative culture + 0.107** 0.012 Supported 

RE  Capable champions + 0.209*** < 0.001 Supported 

Note: ***p < 0.001; **p< 0.05; *p< 0.10. 

 

For hypothesis H3a.b.c.d.e.f, the results show that, all three aspects of justice have greater impacts on capable 

champions compared with innovative culture. Specifically, distributive justice influences innovative culture and 

capable champions with coefficient value 0.114 (p value=0.033) and 0.163 (p value = 0.002). Procedural justice 

influences innovative culture and capable champions with coefficient value is 0.122 (p value = 0.078) and 0.215 (p 

value = 0.001). Interactional justice influences capable champions and innovative culture with coefficient value is 

0.202 (p value < 0.001), and 0.191 (p value < 0.001), respectively. 

The results of the proposal hypothesis assessments were acquired after examining the controlling roles of working 

position, working experience, level of education, and gender of employees. Excluding the impact of gender, the 

consequences from Table 3 and Figure 2 have supported the control role of working position, working experience, 

level of education of employees. 

4.2.2 Indirect and Total Effect Analysis 

Our study does not just give evidence about the influence of TL on OCC; it also shows how this mechanism is 

activated through aspects of organizational justice. The indirect effects and total effects are computed and listed in 

Table 4. To provide evidence on the mediating roles of organizational justice in the relationship between TL and 

OCC, this study implements further analyses to verify the magnitude and the statistical significance of the indirect 

effects. For statistical inferences as the suggestion of Preacher and Hayes (2008), we used the bootstrap confidence 

intervals method with 1,000 iterations to test the significance of indirect effects (see Table 4).  

 

Table 4. Direct, indirect and total effects analysis 

Path Direct effects 
Indirect 

effects 

Total 

effects 

Bias-corrected confidence intervals 

Lower 

confidence level 

Upper 

confidence level 

TLJusticeIC 0.381*** 0.256** 0.637 0.118 0.393 

TLJusticeCC 0.241*** 0.354** 0.595 0.232 0.475 

Note: ***p < 0.001 level; **p < 0.005 level. 

 

Table 4 showed indirect influence of TL on capable champions and innovative culture have coefficient values are 

0.354 and 0.256 (which were in confidence intervals) with p value less than 0.005. It exhibited the indirect impact of 

TL on OCC through the aspects of organizational justice. So, as to the indirect effects, Table 4 firstly confirms the 

mediating role of distributive, procedural and interactional justice in the relationships between TL and two 

components of OCC. Besides, the results showed total effects of TL on innovative culture are very impressive with 

value of 0.637. It is due to TL‟s direct effect on innovative culture is very significant with coefficient value 0.381 (p 

value<0.001).  

5. Discussions and Implications 

In the era of industrial revolution 4.0, change capability and the method to effectively and rapidly response to change 

contexts are becoming a crucial matter in the leaders‟ concerns (Ramezan et al., 2013; Nguyen et al., 2018). Scholars 

reveal that leaders and organizations are digesting tens of millions dollars for change activities, but it seems 

ineffective (Ramezan et al., 2013; Lei et al., 2019). Primary reasons explain for these non-fulfillment originated from 

the fact that, top managers have not yet recognized the effective pathway to effectively improve their organizational 

change capability. Meanwhile, the success degree of performing the initiatives on change and innovation mainly 
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depends on the leader‟s capability to recognize the antecedents and conditions for stimulating changes ad innovation 

(Bossidy et al., 2011; Lei et al., 2021). In this context, the hypotheses that were developed in this article makes 

important contributions to both practical and theoretical initiatives on change management and leadership as follows. 

First, by assessing two specific component of OCC in relationship with the other constructs in the hypothesis model, 

our study makes considerable contributions to the development of OCC initiatives. As capable champions and 

innovative culture manifest two basic aspects of change competence. Indeed, innovative culture allows firms to 

fomulate a prime spirit and foundation to nurture the change; and capable champions enable firms to turn idea of 

change into a fruitful reality. Such perspectives are more accomplishable and feasible for CEOs and leaders to 

improve and obtain change competence in comparison with Judge & Douglas‟s (2009) multi-dimensional assessment 

tool to diagnose and guide organizational change. 

Second, the article contributes to increasing the understanding of the relationship between TL, organizational justice 

and OCC by conducting a complete review of current literatures of these constructs and indicates TL‟s significant 

influences on aspects of justice and OCC. The basic reason may be due to TL is one of the most effective leadership 

styles (Thomson et al., 2016). Regaring to the relationship between TL, justice and specifics aspects of OCC, the 

finding revealed that TL has greater impacts on innovative culture in comparison with capable champions. In 

contrast, all aspects of justice have greater impacts on capable champions in compared with innovative culture. 

Identifying relationships among structures provides specific and useful guides for the directors/managers to have the 

desired impacts on each part of OCC. Based on the findings, the article implied that: positive characteristics of 

transformational leaders (such as pay more attention to communicate about organizational goals, act as the 

organization‟s leading force, and continuously seek new opportunities for their organization development) seem to 

have greater influences on innovative culture in comparison with its influences on capable champions, so 

directors/managers should pay great attention on practicing TL aiming at stimulating innovative culture of an 

organization. While building and implementing aspects of justices in the organization to enhance individuals‟ 

awareness of justice will positively influence capable champions. 

Third, Kark Smollan (2006) found that when people are faced with changes to some aspect of their working lives 

they respond on a number of levels: cognitive, affective and behavioral. So an effective way to improve OCC is that 

basing on enhancing cognitive, affective and behavioral responses of individuals towards change, that can be attained 

by building and establishing the justice at all aspects. Besides, Foster (2010) implied that, awareness and application 

of fairness in the workplace are very necessary to consolidate leader-employee relationships that also benefit for both 

organizations and employees. By assessing the influences of TL on three aspects of justice and OCC, the article, 

therefore, makes considerable contribution to build up a justice framework which applied to areas of work and 

organizational psychology aiming at improving organizational capacity for change. 

Fourth, the empirical findings verified the mediating roles of two aspects of justice and highlight that TL practices 

will yield significant effects to OCC directly or indirectly through improving aspects of organizational justice. 

Moreover, by investigating the impacts of controlling factors, the finding of this study denoted that employees' 

working position, working experience, and level of education have significant effect on change capability of 

organizations. From these findings, some practical suggestions are prefered for CEOs/managers as follows: (1) 

caring for improving organizational change comptency through strengthening training and retraining programs; (2) 

paying great attention and encouraging new ideas and perspectives of experienced employees; and (3) increasing the 

perceptions of key leaders on the necessity towards change and innovation for long-term organizational 

development. 

Besides, significant contributions, the paper has also contained some restrictions. First, this study applied the 

cross-sectional design, therefore, it may appear ability that causal relationships may change in the long term. More 

studies need to be implemented in the long term to address this restriction and verify the results. Second, the findings 

and the patterns from this article are appropriate especially for the situation of firms in Vietnam. Future works may 

carry out in other cases to furnish a clearer insight on the correlation among these latent factors. Third, capable 

champions and innovative culture are shown as two key ingredients of organizational change capability. Thus, it is 

important to implement more studies in future to link them with the key outcomes of organizations (such as 

organizational performance, strategic performance and competitive advantage) to provide a full awareness of the 

important role and effects of capable champions and innovative culture. Fourth, organizational justice is emerging as 

a critical approach in modern management by which firms can nurture organizational justice to improve firm‟s key 

outcomes (Akram et al., 2020; Phong and Son, 2020). Consequently, future research should investigate the direct 

influence of organization justice as well as its mediating effects between TL and aspects of organizational 
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performance such as operational performance and innovation performance to increase our understandings on the role 

of justice in organizations. Finally, theory of leader–member exchange (LMX) is regarded as one of the most 

remarkable theories for dealing with the leadership–employee relationship in organizations (Aggarwal et al., 2020), 

future research might analyze and examine the mediating role of justice between LMX and element of organizational 

change capability or key outcomes to advance the understanding the theory of leadership and organizational justice. 

In general, this study has significantly provided both theoretical and practical significance due to its significant 

implications for scholars and practitioners in the process of making plans and implementing change initiatives. In 

other words, the paper has shown the new pathways for firms to follow and improve their change capacity aimed to 

response more effectively towards the context of change from business environment and achieve sustainable 

competitive advantage. 
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