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Abstract 
This paper investigates the relationship between job satisfaction and Organizational Citizenship behavior. The 
purpose of this paper was to examine whether job satisfaction is a strong predictor of OCB and to its all dimensions 
or not. The study was being conducted on faculty members (N=84) of Three Business Institutes.The two measuring 
instruments were used to collect data. The Job satisfaction was measured on the basis of Extrinsic & Intrinsic 
factors, being responded by the faculty members, While OCB was measured on the basis of five dimensions, 
Altruism, Conscientious, Sportsmanship, Courtesy and Civic virtue. The OCB rating of faculty members was being 
reported by the HOD\Coordinator of Business Institutes.The faculty members were generally found satisfied as well 
as inducing a moderate level of OCB at Business Institutes. The study found a weak relationship between job 
satisfaction and OCB’s dimensions. The job satisfaction only found related with Courtesy and Altruism dimensions 
of OCB, while other dimensions found insignificantly related with job satisfaction. The result showed that job 
satisfaction is a weak predictor of OCB and only has partial influence in determining Courtesy and Altruism 
dimensions of OCB. 
Key Words: Job Satisfaction, Organizational Citizenship Behavior 
 1. Introduction  
Today living in this global village means the global market to offer products, global customer to serve, global 
competitors to be with. Competing in this high tech dynamic environment, only the products are not remain as the 
one through which organizations can enjoy a sustained competitive advantage but the intellectual Human capital,the 
driver of creativity and innovations, which in turn enhance the efficiency in the global market relative to their 
competitors. That’s why today most of the globalized firms are more concerned and paying keen attention to the 
needs of their employee they believe that happier the employees are, more delightful the customer will be. Happy 
employee means the satisfied employee having positive attitude and feelings towards his job. Thus the term job 
satisfaction now a day is a hot issue all over the world and has been receiving considerable attention from 
researchers because job satisfaction is the key in performance and productivity of an employee.A satisfied employee 
will tendto perform more and better than the dissatisfied one, which ultimately enhances the effectiveness and 
competitiveness of the organizations. The word more here has been used in a sense of “extra role behavior” which 
Bernard (1938) have observed, includes the in-role behavior(technical performance required by the job) as well 
asextra role behaviors (beyond the formal task contents) that enhance or improve organizational effectiveness, 
goodwill and helpfulness (Organ & Bateman, 1983).  
As the world is facing a fierce competition all over Organizations are now becoming more conscious about the 
positive work behaviors even and want their employees to go beyond the formal level of job description that is 
required to perform a job consistently (Lavelle et al, 2009). For the last two decades or so research on job 
performance in terms of satisfaction, commitment, involvement etc. and extra role behavior as well have seen a 
remarkable growth in empirical studies.        
Organ, (1983) has known to be the pioneer of this extra role behavior and introduces the concept of OCB. He (1988) 
statedthat “Individual behavior that is not explicitly or indirectly recognized by the formal reward systemand that 
behaviorplay a vital role in the effective functioning of the organization. He termed this behavior as discretionary 
behavior. By discretionary, we mean that the behavior which is not part of a formal contract or having proposed set 
of tasks or activities it is rather a discretionary choice of an individual to endorse (Organ1988). If these discretionary 
behaviors are important, than its impact on job performance will also be the significant one, which tends to create a 
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space for the identification of those attributes or variables that stimulate these extra role behaviors. It helps us to 
makea viablechoice to identify those variables that help inenhancement of these behaviors in organizational settings 
(Podsakoff et al. 2009).  
Podsakoff et al.(2000) investigated the potential reasons of OCB and its influence on organizational performance 
and individuals working in that organization as a work group. According to him eight reasons of OCB which might 
have an impact on work group and organizational performance i.e Managerial productivity, Coworkers productivity; 
free resources up for more productive purposes, resource utilization, and coordination among work groupsattracting 
and retaining the best people, Stability in organizational performance and adaptation to environmental 
changes.Substantial research and Meta-analysis have been done in order to understand the relationship of various 
antecedents of OCB and their magnitude of impact on the OCB. Many studies have been done in order to explore 
the relationship of employee perceptions of fairness, leader behavior, employee attitude, personality traits and job 
satisfaction as predictor of OCB as discussed by Podsakoff et al. (2009). All these studies have proven to be a 
milestone in investigating the importance of various predictors, their relative magnitude and direction of relationship 
with OCB. Although their correlation and magnitude of relationship with OCB differs across various studies but 
none of them denied the effect of OCB’s on the Organizational effectiveness. The study aims toexplore the level of 
OCB among faculty members at Business Institutes.It also aims to find out the level of job satisfaction, its 
relationship with overall OCB and its various dimensionsi.e., Courtesy, Conscientiousness, Civic virtueAltruism and 
Sportsmanship.This study will also lead us to find out evidences about the relationship of job satisfaction and its 
magnitude as a predictor of OCB. 

1.2. Dimensions of OCB 

Over two and half decades have passed since the term “Organizational Citizenship Behavior” (OCBs) used for 
the first time by Dennis Organ, (1983) and his colleagues. Although the term OCB was used for the first time by 
Organ, (1983) but its link could be found in the Bernard’s, (1938) Concept of “Willingness to Cooperate”.That was 
further refined and explained by Katz (1966). He put forward a compact description of in role behavior and extra 
role behavior with sound distinctions between them (Podsakoff et al. 2000). 

Many constructs have been developed to conceptualized the term OCB since Organs (1988) Construct such as 
prosocial behavior (George 1991)extra role behavior (vandyne et al. 1995); civic organizational behavior 
(Graham,1991) contextual performance behavior (Motowidlo 1993) as stated by podsakoff et al. (2000). 
Althoughthere are some differencesamong these constructs, but the logic behind these constructs are same which 
have been investigated and putforward in different connotations andlabels.  

In this study Organ’s (1983) five dimension taxonomy of OCB construct have been used which is widely 
practiced by many researchers across the world in different contexts and find it a valid tool to measure OCB.The 
five dimensionsof OCB as identified by Organ (1988) are Courtesy, Civic virtue, Sportsmanship, Altruism, and 
Conscientiousness Altruism refers tovoluntary actions by an individual with his fellowemployeewho is confronting 
any of the work or task relatedproblemsi.e. assisting fellow employee in completion of tasks etc. (Organ, 
1988).Courtesy refers to such behaviors with co-workers, whose work could be affected by one’s own decisions, 
“touching the base”consultation, passing along information, advance notice, reminders etc. (Organ, 1988). 
Sportsmanship refers to not tocomplaining about uncomfortable conditions i.e striving for organization in difficult 
circumstances, tolerating inconveniences (Organ, 1988). Civic virtue refers to an active involvement in the political 
process of an organization, i.e discussing work related problems attending meetings that are not required but 
important, speaking up for organizations concern etc. (Organ,1988). Finally, conscientiousness refers to go beyond 
the minimal requirement of the task level such as attendance, Housekeeping, punctuality, keeping work place clean 
etc. (Organ, 1988). 
1.3. Job Satisfaction and OCB 

Job satisfaction its dimension, factors and various aspects have been studied across many contexts, it varies 
across different school of thought and scholars. Locke (1976) defined job satisfaction as “a pleasurable or positive 
emotional state resulting from the appraisal of one’s job or job experiences”. According to him Job satisfaction is an 
internal state with some degree of favor or disfavor based on assessing the job and job-related experiences. 

Empirical studies carried out by various researchers to establish the relationship between OCB and Job 
satisfaction but the results of Job satisfaction- OCB relationship have proven to be an inconsistent one. The findings 
of job satisfaction-OCB relationship vary across various research studies. But in 15 independent studies across 
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different contexts found a significant relationship between job satisfaction and OCB as discussed by (Organ and 
Lingl, 1995). Werner (2007) asserts that only satisfied employees seem more likely to display positive behaviors 
that can effectively contribute to the overall functioning of the organization. Job satisfaction has the most robust 
attitudinal relationship with OCB (Organ and Ryan, 1995). Employees will tend to display organizational citizenship 
behaviors more probablywhen they feel satisfied with their jobs, against support or benefit (e.g., positive work 
experiences) provided by their organization or colleagues (Bateman and Organ 1983). Bateman and Organ, 
(1983) examined the relationship between job satisfaction and OCB and found a correlation of .41 between 
employee satisfaction and supervisory OCB. Smith at el (1983) while investigating job satisfaction- OCB 
relationship of two large banks observed a positive correlation between job satisfaction and two dimensions of OCB 
Altruism and Compliance. In another study Schnake et al. (1995) analyzed the effect of perceived equity, leadership 
andjob satisfaction on OCB and found that leadership and perceived equity is strongly related to OCB and hence 
predictor of OCB while job satisfaction is only found related with two dimensions of OCB.  
Organ and Ryan (1995) investigated the relationship between job satisfaction and OCB and noted that there is a 
modest relationship of job satisfactions with that of Altruism. They also found that civic virtue, courtesy, 
sportsmanship is sufficient predictor of satisfaction however civic virtue is less related to satisfaction than other 
OCB measure.On the other hand Konovsky and Organ, (1996) analyzed dispositional factors and its relationship as 
to predict OCB. They reported a sufficient variance by Conscientiousness in at least three dimensions of OCB Civic 
virtue, Altruism and Compliance. This finding put forward a petty concrete statement that dispositional factors 
especially conscientiousness is strongly related to three dimensions of OCB. Moorman et al, (1993) also highlighted 
the effects of organizational commitment, job satisfaction, and procedural justice on OCB and explained that both 
job satisfaction and organizational commitment would not be related to OCB when the procedural justice-OCB 
relationship controlled. Thus they concluded that there is an insignificant relationship found between job satisfaction 
and OCB, when relationship of procedural justice to OCB is controlled. Moorman, (1991) examined the effects of 
job satisfaction on OCB and found thatwhen perception of fairness is controlled, There is no relationship found 
between job satisfaction. According to himperception of fairness influences employee decision to act as OCB, job 
satisfaction only predicts OCB to the extent that it reflects fairness.George Murphy et al, (2002) while observing the 
relationship between job satisfaction and OCB among human resource professional reported a significant correlation 
between job satisfaction and organizational citizenship and participation behaviors. Chibowa et al. (2011) tested the 
relationship between job satisfaction and OCB dimensions among administrative employees of five selected 
organizations of Zimbabwe where henoted that there is a weak but significantly positive relationship between job 
satisfaction and all dimensions of OCB. 

 1.4. Methodology 

The study’s data was being collected from faculty members as well as from the HOD’s/Coordinator of respective 
Business institutes. The 84 faculty members from threeBusiness Institutes participated in this study.Two measuring 
instruments of job satisfaction and OCB were used to collect data from respondents. Job satisfaction instrument 
(JSI) was used to measure the satisfaction level among faculty members that was being responded by the faculty 
members themselves. While a complete ratings of employee’s OCB was being completed by the HOD/Coordinator. 
Job satisfaction instrument (JSI) contained two aspects of job satisfaction Intrinsic and extrinsic factors. JSI 
construct consist of 19 job related items, 4 demographic and 1 item of general level of job satisfaction. The rating 
scale of JSI ranged from (1 Very dissatisfied to 5 Very Satisfied). While five dimensions of OCB i.e Altruism, 
Conscientiousness, Civic virtue, Courtesy and Sportsmanship was measured by an OCB measure developed by 
Konovsky and Organ (1996).The OCB measure scale ranged from (1 strongly Disagree to 5 Strongly Agree). A pilot 
testing was also done in order to assess the content validity and reliability of instrument being used in this study.It 
was found valid, reliable and a feasible one to be studied.       

The self-administrated questionnaires both JSI and OCB were distributed directlyas well as by mail among faculty 
members and HOD/Coordinators, with compact description of the study, to have a precise and unbiased opinion 
regarding various job attributes. The respondents were given ample time to complete their questionnaires. The 
reliability coefficient, Cronbach’s alpha of 19 items JSI was found to be .89 which shows a very high reliability of 
the measure. While Cronbach’s alpha of 26 item OCB measure were found to be .82. The factor analysis (Principal 
Axis Extraction and Varimax Rotation) of OCB was conducted. Five factors came out as a result of the factor 
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analysis. Factors loaded on different dimension than the proposed one and double loaded factors were eliminated. 
The emerging factors were found similar to those proposed by Konovsky and Organ (1996). After factor analysis, 18 
items resulted; On the basis of those items the OCB analysis has been done (See Appendix A). The reliability 
coefficient of 18 items was .76. Normally the minimal reliability coefficient of .70 is acceptable for internal 
consistency as proposed by Nunnally (1978). Hence both of these measures showed reasonable reliability. 

 1.5. Data Analysis  

To test this research study various techniques have been used. First Mean and standard deviation  has been used in 
order to measure the mean values of overall Job satisfaction and OCB, and the standard deviation, to know how 
much of the variance with in data from its mean. Second the factor analysis has been done by common extraction 
method and varimax rotation. The Eigen value kept over 1, while suppression value kept less than .45 for the factor 
analysis. Third a bi-variate correlation analysis (Coefficient of Correlation) has also been done to find out the 
relationship and magnitude between Job satisfaction and OCBdimensions. Fourth Multi regression analysis has been 
conducted in order to measure the predicting power of research variables i.e Job satisfaction and demographics in 
determining OCB.  

1.6. Results\Finding 

Table1 shows mean/standard deviation and inter correlation among the research variables. The faculty members of 
Business institutes were generally found satisfied with both aspects of their job, extrinsic factors as well intrinsic 
factors. The faculty members were generally more satisfied with extrinsic facets of job than Intrinsic Facets with 
mean score of 3.96, but the difference was negligible between both of them. On the other hand Civic virtue, 
dimension of OCB was on the higher side in term of mean score with 3.95. Zero order correlation was also done to 
measure relationship between the research variables. There was a weak relationship found between the independent 
variables (Intrinsic, Extrinsic factors) and dimensions of OCB. But anyhow there were a weak to moderate 
significantly positive relationship found between Intrinsic factor  as well Extrinsic factors of job satisfaction with 
Courtesy and Altruism dimensions of OCB with(r=.376, r = .298) and (r = .445, r = .291)  at 1 % Significance level 
respectively. This suggests that only two dimensions of OCB Courtesy and Altruism tends to show a weak positive 
correlation with both aspects of job satisfaction, all other dimensions of OCB i.e Conscientious, Sportsmanship and 
Civic virtue, show positive but insignificant correlation with both extrinsic and Intrinsic factors of job satisfaction. 
The multi co linearity between all dimensions of OCB was also found to be acceptable most of the VIF values fall 
between 1 and 3. Thus Multi co linearity was not an issue here.  

TABLE I : Mean, Standard Deviation, and Coefficient of correlation 

 
**P < .01*P < .05 
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TABLE II 
Job Satisfaction effects on OCB dimensions 
 

 
*P < .01 **P < .05 ***P < .10 

 

 

Table 2 shows multiple regression analysis of research variables in order to find out the strength and ability of 
predicting variable (Intrinsic & Extrinsic factors) to predict different dimensions of OCB. The analysis revealed that 
Extrinsic factors of job satisfaction were found moderate predictor of Courtesy dimension of OCB (Beta = .444) at 5 
% significant level, while Intrinsic factors were found weak predictor of Altruism (Beta = .295) at 10% significance 
level. All other dimensions of OCB found insignificant in prediction by the both factors of job satisfaction. On the 
other hand some of the demographic variables were found significantly related with various dimensions of OCB. 
The Tenure was negatively related with conscientious (Beta = -.431) at 1% significant level. Similarly Age was also 
found related with Altruism and Civic Virtue (Beta = .351, Beta = -.262) at 5% significant level. The R2 also on the 
very lower side, only 22 %, 12%, 4%, 21% and 18% of the variance has been explained by the predicting variables 
on Courtesy, Conscientious, Sportsmanship, Altruism and Civic virtue respectively. The F value for joint 
significance also used to examine the relationship between the research variables. The F value of Courtesy was 
found (F = 3.35) significant at 1% level. Similarly F value of Civic virtue and Altruism were also found significant 
with (F = 3.09, F = 2.25) at 10% and 5% level respectively. 

 

7. Discussions/Conclusions: 
The results of the study indicated that Job satisfaction has weak connections in terms of predicting OCB. The 

Courtesy and Altruism were the only OCB dimensions found in this study that related with Job satisfaction. The 
Result supports the findings of Smith et al. (1983) in which he reported a positive correlation between two 
dimensions of OCB i.e Altruism and Compliance with job satisfaction. Organ et al. (1995) also noted a moderate 
relationship between job satisfaction and Altruism and a weak but positive relationship of job satisfaction with 
Courtesy & Sportsmanship. This suggests that job satisfaction can be a partial predictor of OCB as it relates only to 
some dimensions of OCB not overall OCB. On the other hand if we take the statement of Organ et al. (1995) that 

 Courtesy Conscientious Sportsmanship          Altruism Civic virtue 

 B                S.E B                          S.E B                          

S.E 

B                          S.E 

 
 

B                          

S.E 

Gender -.097        .170 .177                  .191  -.040               .217 .095                  .177 .153                   

.214 

Age .019.095 .131                  .107 .138                  

.121 

.351**              .099 -.262***         .114 

Tenure .029         .058 -.431* .065 -.141                .074  -.171                .060 -.266                .069 

Rank -.124        .164 -.209                .183 .020 ***          .208 -.002                .171 -.060                .193 

Intrinsic 

Satisfaction 

.069          .142 .029                   .159 .096               .180 .295***.148  -.133                .182 

Extrinsic 

Satisfaction 

.444**      .186 .139                .208 .203                  

.236   

.038                   .193  .102                   

.239 

R2 0.22             0.12 0.04 0.21 0.18 

F 3.35*              1.59 0.54 3.09*** 2.25** 
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job satisfaction and OCB has a robust relationship, then it would be very difficult to support this statement as current 
study only shows a partial relationship between job satisfaction and OCB. Schnake et al. (1995) while investigating 
the impact of Job satisfaction, Perceived equity and Leadership on OCB also reported that job satisfaction explains 
variances in only two dimensions of OCB and also not a strong predictor of Overall OCB. The current study also 
partially supports those who opposed that Job satisfaction is not a strong predictor of OCB as noted by Moorman et 
al. (1993). According to him Perception of fairness is a strong predictor of OCB than Job satisfaction. Konovsky and 
Organ, (1996) also reported that Dispositional factors are strong determinant of OCB than Job satisfaction. Although 
the study does not provide us a concrete evidence of the relationship between Job satisfaction and OCB that job 
satisfaction is a strong predictor of OCB, but it implies to have partial impact on various dimensions of OCB as 
examined by (Smith et al. 1983; Schnake et al. 1995). This suggests that job satisfaction as a predictor of OCB is as 
important as the other antecedents like Procedural Justice, Organizational Commitment, Dispositional factors, 
Fairness, Equity perceptions. The determination and selection of the antecedents of OCB depends more on the 
context and situation where it actually carries on. The results may vary across different contexts so as this Study. 
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Appendix A 
 

Rotated Component Matrixa 

 
Component 

 
Courtesy Conscientious Sportsmanship Altruism Civic virtue 

 Tries to avoid creating problems for others .797     

 Considers the effects of his/her actions on 
Coworkers  .750     

 Consults with me or other 'people who might be 
affected by his/her actions or decisions .746     

 Respects the rights and privileges of others .584     

 Informs me before taking any important actions .554     

 Gives advance notice when unable to come to 
work   .826    

 Maintains a clean workplace    .796    

 Is always on time   .706    

 His\her attendance at work is above average  .580    

 Pays attention to announcements, messages, or 
printed material that provides information about 
the company and the department.    .747   

 Doesn’t  expresses resentment with any changes 
introduced by management   .716   

 Doesn’t always finds the fault with, what the 
organization is doing   .690   

 Always treats institute property with care   .591   

 Looks for other work to do, when finished with 
assigned work    .850  

 Always does more than he/she is required to do    .711  

 Helps in orientation of new people even though it 
is not required to help them with their work    .642  

 Attends and participates in meetings regarding the 
institute     .803 

 Offers suggestions for ways to improve operations     .746 

a. Rotation converged in 6 iterations.    


