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ABSTRACT 

This paper brings out the relationship between job satisfaction and 

Organizational Citizenship behavior. The purpose of this paper was to put light 

and examine whether job satisfaction is an antecedent of organizational 

citizenship behavior and to its all dimensions or not. The study was being 

conducted on 30 executives of HDFC Bank, Lucknow. The Job satisfaction was 

measured on the basis of Extrinsic & Intrinsic factors, being responded by the 

executives, While OCB was measured on the basis of five dimensions, Altruism, 

Conscientious, Sportsmanship, Courtesy and Civic virtue. To achieve the 

objectives, the data was collected with the use of survey method. Data collected 

was analyzed using the percentage counts and mean, correlation method. The 

executives were generally found satisfied as well found the presence of 

organizational citizenship behavior. The job satisfaction only found to be related 

with dimensions of organizational citizenship behavior. The result showed that 

job satisfaction is a predictor of OCB. 

Key Words- Job Satisfaction, Organizational Citizenship Behavior, dimensions, 

antecedents, executives. 

INTRODUCTION 

Organ (1988) defines organizational citizenship behavior as a set of helpful, 

discretionary and extra role behaviors exhibited by employees which are not 

recognized by the formal reward system but do not have an overall positive 

impact on the operation of the organization which is not specified by the 

employment contract. Organizational citizenship behavior is defined as those 

extra works – related behaviors which go above and beyond the routine duties 

prescribed by their job descriptions or measured in formal evaluations. (Bateman 

&Organ, 1983). The concept of OCB was introduced by Bateman and Organ in 
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1980’s. Smith (1983) conceptualized OCB with Altruism i.e. behavior targeted 

specifically at helping individuals and generalized compliance (behavior 

reflecting compliance with general rules and expectations. Organ in 1988 

identified the five dimensions of OCB which includes altruism, courtesy, civic 

virtue, conscientiousness and sportsmanship. Williams and Anderson (1991) 

conceptualized the two dimension of OCB: OCB -1 (Behavior directed towards 

individuals) and OCB-II (Behavior directed towards organization). Podsakoff 

and Mackenzie (1997) focused on the three dimensions of OCB namely helping 

behavior, sportsmanship and civic virtue. Marockzy and Xin (2004) supported 

only sportsmanship and courtesy OCB dimensions among the five recognized 

by Organ (1998). According to (Nemeth and Staw, 1989), organizational 

citizenship not only helps organizations to improve performance and gain 

competitive edge but it also motivates employees to perform more than the 

expected job requirement. Organizations to sustain in the today’s competitive 

environment organizational citizenship behavior will help organizations to 

accelerate towards innovation and productive approaches. As Organ (1988) 

emphasized, organizational citizenship leads towards the performing and 

effective organizations but it also opens new prospects for the employees. 

Hackman & Oldham (1975), determined the job characteristic model (JCM) 

which focuses on the five core job characteristics including Task variety, task 

identity, task significance, task autonomy and task feedback. The purpose 

behind introducing this model was that motivation level of employee is directly 

linked with the task assigned to the employee. The research gives that the 

motivational feelings can never be linked with a monotonous task. It is only a 

well defined and challenging task can arouse such feelings among employees. 

According to Hackman & Oldham (1975), five core job characteristic of JCM puts 

light on the three psychological states of an employee which includes the 

meaningfulness of the task, accountability of an outcome and actual knowledge 

of an outcome. 

Job satisfaction is a widely researched topic in various fields including industrial 

psychology, public administration, business and higher education (Kh Mettle, 

2005). According to Vroom (1967, p. 99) job satisfaction is the reaction of the 

employees against the role they play in their work. Similarly, Blum and Naylor 

(1968) define job satisfaction as a general attitude of the employees constituted 

by their approach towards their wages, working conditions, control, promotion 

related with the job, social relations in the work, recognition of talent and some 

similar variables, personal characteristics, and group relations apart from the 

work life. Locke (1969) suggested that job satisfaction is the state of pleasure an 
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employee experiences from the application of their values to the job. According 

to Friday and Friday (2003) Job satisfaction is the pleasurable or positive 

emotional state resulting from the appraisal of one’s job or job experiences 

(Locke, 1976, cited in Sempane, Rieger & Roodt, 2002). In other words, job 

satisfaction is a compilation of attitudes that individuals have towards their 

work (James, 1994, cited in Malherbe & Pearse, 2003). Lawler (1973, p. 63) 

maintains that: “ what happens to people during the work day has profound 

effects both on the individual employee’s life and on the society as a whole, and 

thus these events cannot be ignored if the quality of the life in society is to be 

high.” Locke (1976 cited in Sempane et al., 2002) the view that researchers need 

to have a clear  comprehension of job attitudes and explains that they have to 

understand job dimensions. He identifies the following as the common 

dimensions of job satisfaction: “work, pay, promotions, recognition, benefits, 

working conditions, supervision, co-workers, company and management” 

(Locke, 1976, p. 1302 in Sempane et al 2002).  

LITERATURE REVIEW 

The origin of the concept of OCB concept was from the conceptualization of 

management theorist Chester Barnard (1968, first publication was in 1938). 

According to Barnard, the strength of the organizations depends on the 

enthusiasm of individuals to perform beyond the prescribed job requirements 

and indeed to the overall organization. The more enthusiastic the workforce of 

the organization will result not only the individual performance and will result 

in cohesiveness i.e. collaboration of individuals towards the organization 

performance.(Barnard, 1968). In 1964, Katz contributed to Barnard‘s 

observations and identified three basic types of behavior that are essential for 

effective organization: a) people must be induced to enter and remain within the 

system, b) they must carry out their specific role assignments in a dependable 

fashion, and c) there must be innovative and spontaneous activity that goes 

beyond role. Organ and his colleagues (Bateman and Organ, 1983; Smith, Organ 

and Near, 1983) used the term Organizational Citizenship Behavior (OCB). In 

1988 Organ defined as Individual behavior that is non obligatory or non 

mandatory which is not explicitly recognized by the formal system but in totality 

contributes to the effective functioning of the organization. By non-obligatory, 

we mean that the behavior is not an enforceable requirement of the role or job 

description, that is, the clearly specifiable terms of the person‘s employment 

contract with the organization; the behavior is rather a matter of personal choice, 

such that its omission is not generally understood as punishable. He states that 



Qualitative and Quantitative Research Review, Vol 4, Issue, 2, 2019. 
ISSN No: 2462-1978  

eISSNNo: 2462-2117 

 

198 
 

organizational citizenship behavior is directly or formally not compensated by 

the organization‘s reward system. 

Organ started studying discretionary behaviors in organizations and some of its 

possible antecedents (Organ, 1977; Bateman &Organ, 1983; Smith, Organ &Near, 

1983). Organ (1988) proposed five dimensions including altruism or helping 

behaviors, conscientiousness, sportsmanship, civic virtue and courtesy. Some 

researchers (e.g. Williams & Anderson, 1991) classified OCB into two types 

including behavior that is directed at individual (OCBI) and organization 

(OCBO) level. Dyne (1995) proposed the broader construct of “extra role 

behavior” (ERB), defined as “behavior which benefits the organization and /or is 

intended to benefit the organization, which is discretionary and which goes 

beyond existing role expectations”. Therefore Organizational citizenship in other 

words is expressed as functional, extra role, extra –role, pro-social organizational 

behaviors directed at individual, groups and/or an organization. Thus these 

behaviors are not formally prescribed by the organization and are not rewarded 

or penalized for it. Organ and Ryan’s (1995) in the Meta analysis of 55 studies 

found that employee’s job attitudes especially job satisfaction and organizational 

commitment is the predictors of the OCB. A definition given Locke (1976) “as 

pleasurable or positive emotional state resulting from the appraisal of one’s job 

and job experience. Podsakoff (2000) categorized the two categories of individual 

characteristics including employee’s attitudes and variables. Podsakoff and his 

associates (2000) focused on the reasons why OCB might influence 

organizational effectiveness. Firstly, OCB may influence and indeed enhance the 

coworkers and managerial productivity. Secondly, OCB allows the resources to 

be used for more productive purposes in the organization. It helps to coordinate 

activities both within and across work groups. OCB may also make an 

organization more attractive if employees speak favorably about the 

organization to outsiders. Researchers have studied job satisfaction as a global 

concept and as a concept with two facets including intrinsic job satisfaction 

(degree of satisfaction an employee receives from the job itself) and extrinsic job 

satisfaction (degree of satisfaction an employee an employee has with work 

conditions ,praise ,policies which are unrelated to the job itself) (Chiu & 

Chen,2005). 

RESEARCH OBJECTIVES 

1. To study organizational citizenship behavior and job satisfaction of 

employees in HDFC Bank with reference to Lucknow. 
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2. To study the cause and effect relationship of organizational citizenship 

and job satisfaction of employees in HDFC Bank with reference to 

Lucknow. 

3. To identify the role of OCB in affecting the performance of employees in 

HDFC Bank. 

4. To suggest ways to improve the organizational citizenship behavior of 

employees. 

RESEARCH METHODOLOGY 

The study’s data was being collected from executives, officers, and managerial 

staff of HDFC Bank. Two measuring instruments were used to collect data from 

respondents. Job satisfaction instrument (JSI) was used to measure the 

satisfaction level among executives that was being collected from the 

information gathered from the executives. Job satisfaction instrument (JSI) 

contained two aspects of job satisfaction which include the 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 directly as well as by mail among executives and managers, 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.  

Research Model 

 

 

 

 

Figure 1. Conceptual model  
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Hypothesis 

1. Organizational citizenship behavior is related to job satisfaction. 

2. Organizational citizenship behavior is related to commitment of the 

employees. 

Data Analysis and interpretation 

The data collected from the 30 respondents which include the executives, 

officers, managers of HDFC Bank, Lucknow. 
 

Table 1. Coefficient of correlation 
 

**. Correlation is significant at the 0.01 level (2-tailed).P<.01, P≤ 0.5; N=30 

 

The table 1 suggests that the values derived are that job satisfaction is positively 

correlated to organizational citizenship behavior. Job satisfaction is defined as 

the attitude towards the job. Positive attitude will increase job satisfaction and 

negative will increase job dissatisfaction as employees will become more 

committed, punctual, polite, courteous, helping behavior will increase the 

organizational citizenship behavior. 

Table 2 shows the job satisfaction as a dependent factor on conscientiousness, 

altruism, civic virtue, courtesy. Altruism is defined as helping coworkers. Civic 

 
Mean SD JS C A CVC 

Job Satisfaction 3.911 0.871 1 
   

Conscientiousness 3.753 0.747 0.465 1 
  

Altruism 3.762 0.743 0.795 0.985 1 
 

Civic virtue& Courtesy 4.091 0.725 0.871 0.305 0.641 1 

Table 2. Coefficients  

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

 
Sig. 

B Std. Error Beta 

1 (Job Satisfaction) -.514 .393 
 

-1.307 .203 

Conscientiousness .064 .099 .060 .643 .526 

Altruism .379 .122 .361 3.120 .004 

Civic virtue &   

Courtesy 

.675 .106 .622 6.379 .000 

a. Dependent Variable: Job Satisfaction 
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virtue as the behavior for being a part and parcel of social gathering and 

associations. Courtesy is the instrument which defines courteous dimensions. 

These behaviors affect job satisfaction, as if when found to positive will increase 

the satisfaction of the employees and as result the job commitment 

DISCUSSION  

The study focused on the empirical study of job satisfaction and organizational 

citizenship behavior of executives of HDFC in Lucknow. For Job satisfaction, the 

study specifically focused on the intrinsic and extrinsic facets of job satisfaction. 

In terms of organizational citizenship behavior, the views of the respondents 

were taken into consideration the dimensions which include the altruism, civic 

virtue, conscientiousness, courtesy, sportsmanship. From the data collected from 

the respondents it was found that employees were satisfied with the intrinsic 

facets of job satisfaction. The factors were that in the organization there were 

opportunities for advancement, have a fair promotion policy i.e. employees are 

rewarded for their work. Regarding the responses towards extrinsic factors of 

job satisfaction it was found that their existed a good relationship with 

supervisor, and congenial work environment also existed in the organization. In 

relation to the organizational citizenship behavior the dimensions altruism, civic 

virtue, courtesy, conscientiousness are found to have increase with the job 

satisfaction of employees in HDFC Bank. From the research it was found that 

there existed a relationship between job satisfaction and OCB. Hence it was 

found that their existed a positive relationship with job satisfaction and 

organizational citizenship behavior. 

IMPLICATIONS 

The study focused on the job satisfaction as a dependent variable and 

organizational citizenship behavior independent variable. The present focused 

on the 30 employees of HDFC Bank in Lucknow. Through the study it was found 

that job satisfaction was positive correlated with organizational citizenship 

behavior. The study found that factors like monetary factors, work environment, 

respect and recognition should be provided in the organization which will 

indeed increase the job satisfaction and indeed affect the organizational 

citizenship behavior. The implications on developing a positive work 

environment and also promoting talent retention (Porter, Cramp ton, and Smith, 
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1976). Voluntary attrition increases the cost of the organization, particularly 

should be paid attention to it (Griffeth & Hom, 2001). 

Extrinsic job satisfaction factors play a significant role in outlining the 

employment relationship (Herzberg, 1966). In research it was found that the 

congenial work environment and good relationship with the superiors will help 

the employees to perform better and indeed increasing the motivation and 

morale of employees. These factors are said to have an effect on the job 

satisfaction and organizational commitment of employees.  

Job satisfaction is enriched by intrinsic factors that motivate the employees for 

better performance (Herzberg, 1966).  In the research opportunities for 

advancement and growth are provided in the organization. With the growth 

opportunities motivates the employees to perform better hence increasing the 

job satisfaction level of employees in the organization. With the increase in job 

satisfaction it increases the organizational citizenship behavior of employees. 

Further the study can carry on large sample of employees in the same region. 

The study can be carried on the other parts of India. The same study can be 

carried out in the other private and public sector banks. The study can be carried 

on the top management or managerial staff of employees.  

 

CONCLUSION 

Based on results of the present study, it can be concluded that there exist 

relationships between organizational citizenship behaviors with job satisfaction. 

This gives implications that job satisfaction plays an important in organizational 

citizenship behavior of executives. The intrinsic factors of job satisfaction include 

the growth opportunities and advancement is provided in the organization. The 

extrinsic factors found in the research which include the work environment is 

found to be congenial and good relationship with the supervisor. The presence 

of these factors in the organization is found to increase the satisfaction level of 

employees. The job satisfied employees are found to increase the organization 

citizenship behavior of employees in the organization. 

LIMITATIONS OF THE RESEARCH 

The research was limited to only 30 employees of HDFC Bank. The results of the 

study were limited to the responses provided by the respondents. The Study was 
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limited to the place of Lucknow in Uttar Pradesh Region. Therefore, it is based 

on the study only limited results could be found. 
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