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Abstract

Employee job satisfaction is the balance between what employees anticipate from the company and the
benefits they get, both financial and non-financial. Organizational citizenship is the employee's additional
contribution to the organization above and beyond the necessary job level. The study aimed to explore the
relationship between Job Satisfaction (JS) and Organization Citizenship Behavior (OCB) in the public
sector of Pakistan. The public sector is presumed as an imperative pillar for the growth and development of
any country. This research also investigates the impact of the work environment on public employee job
satisfaction, relating work context features to particular job qualities that serve as significant antecedents
of job satisfaction. To achieve the objectives of the research, a model is designed to examine the
relationship. Results indicated a strong correlation (r=0.503, p<0.001) between (JS) and (OCB).
Organizations must focus on Self-actualization, Social Satisfaction Professionalism to enhance (OCB).

Keywords: Organization Citizenship Behavior, Self-Actualization, Social Satisfaction, Professionalism, Job
Satisfaction, Public Sector.

Introduction

According to (Givaki et al., 2018), JS is one of the-most significant and divisive concepts in organizational-
behavior and human resource management. Worldwide scientists continue to fertilize the field of the
organizational citizenry, which contributes to the rise in efficiency of organizations. OCB deals with
employee conduct to regard workers as essential actors in enhancing an organization’s
efficiency/productivity. (Et. al., 2021) defined OCB as conduct that has a beneficial influence on the
productivity of companies. Its conduct influences an organization’s performance. Employee’s cooperative
behaviors are described by (Koster & Sanders, 2006) as an individual trait of the employee which
enlightened that why some employees show more considerately behavior than others.

The public sector is generally assumed as the backbone of a country. The role of the public sector is not
only to earn profit but also to look after the interest of the public. The purpose of this research study is to
ascertain the connection of JS with OCB in the public sector. The OCB can play an important ingredient for
the growth of organizations, especially in a developing country like Pakistan. Employees switched their
jobs frequently for the last four years. The performances of organizations are continuously going down not
only because of the coronavirus effect, terrorism, and the law in order, and energy crises but also of job
satisfaction as major drivers. There are only a few studies have been carried out on OCB in Pakistan.
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The goals of organizations are to maximize shareholder wealth. It is only possible when employees are
happy with their jobs and works accordingly to the objectives of an organization. The study will examine
the impact of JS on OCB particularly in the context of the public sector of Pakistan. It will also illustrate
the relationship of Social Satisfaction (SS), Professionalism (P)/job-related content, and Self-Actualization
(SA) with JS and then how job satisfaction affects the OCB in the public sector of Pakistan. OCB reflects
the employee’s willingness in the job above the job specification (Organ & Konovsky, 1989; Tepper et al.,
2001). OCB has been observed by Barnard (1938) in sense of “extra-role behavior” when an employee
does work beyond his job specification then we consider it OCB. An employee takes the extra role in a job
when he/she is satisfied with his/her job. Extra role behaviors are other than job specifications that enhance
organizational effectiveness (Bateman & Organ, 1983). For high performance, there is need of individual
constructive/corporative behavior for organizational survival and compete to with global world.

A high level of job satisfaction increases the effectiveness of an organization; OCB helps an organization to
achieve its goals (Ahmed et al., 2012). Organizations demand such behavior from the employees which
increases their performance (Bond et al., 1998). A high level of job satisfaction not only leads to the
effectiveness of an organization but also toward OCB. The different types of employees behaviors
discussed by (Katz & Kahn, 1978) for an effective organization. An Organization's high
performance/effectiveness is dependent upon employee performance & OCB (Organ & Konovsky, 1989).
Fair treatment and fair procedures increase the OCB performance(Moorman et al., 1993).

Research Objective

The purpose of this study is to explore the influence of Job satisfaction on OCB in public sector
organizations of Pakistan. The remainder of the document is organized: First, a theoretical direction is
established; secondly, some relevant literature and theoretical framework have been addressed; thirdly, the
methodology adopted is described and its findings; lastly, the discussion, conclusion, consequences, and
future direction for the study is offered.

Theoretical Orientation and Background

The theory of social exchange (TSE) is commonly used to look at many elements of workers' reciprocity,
including Organizational Citizenship Behavior (Hopkins, 2002). This idea suggests that ‘goodwill gestures'
will be swapped between employees and the organization as well as between assistants and controllers
when certain actions are mutually exclusive (Hopkins, 2002). The duties required by the reciprocity
standard may differ from the position of individuals in society. The notion that individuals are connected by
mutual dependence is an integral part of both social exchange and reciprocity. The Theory of Planned
Behavior (TPB) places a premium on behavioral success by assessing a person's desire to participate in a
certain manner as well as their ability to carry out that desire. The former relates to psychological factors
that influence conduct, while the latter refers to behavioral control in which a person exercises self-control.
Attitude-toward-behavior, subjective norm, and perceive- behavioral-control are three kinds of beliefs
(behavioral, normative, and control) that lead to a shift in intention and action (Ajzen, 2002).

Many academics describe job satisfaction as the gap between expectations and reality (Heslop et al., 2002).
In his definition of job satisfaction, (Locke, 1969) states that it is the satisfying emotional state that results
from the job evaluation or the job facilities, whereas job displeasure is the hostile feelings that result from
the job evaluation such as obstruction or impeding the attainment of standards. Not only does JS not
depend on money or benefits, but it also does not depend on being able to quit the job. The employee's
sense of relaxation stems from their job. An amalgamation of mental, physical, and conservational factors
that lead a person to declare "I am happy with my work" is described as job satisfaction (Hodson, 1950). It
is important to note that while external variables affect work satisfaction, it is still a subjective issue. The
variables that contribute to work happiness are diverse. To what degree is a worker satisfied with the
benefits he or she receives from their job? (Statt, 2004).
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Review of Literature
Job Satisfaction

It is very difficult to define job satisfaction, it depends on tangible and intangible elements. There is no as
such exact definition of job satisfaction defined by the researchers that what job satisfaction is. It varies
from person to person based on individual nature and job-related activities. Different researchers have
differently contributed to their efforts in defining job satisfaction. Such as, Hoppock (1936) defined job
satisfaction that an employee is satisfied with his job on one basis which is a combination of psychological,
physiological, and environmental conditions. (Vroom, 1964) defines job satisfaction from another
respective that role of the employee in the workplace. The work role for an individual on the present job is
effective not only for the organization but also for an employee. To accomplish its goals, every
organization must consider job satisfaction. Because of its substantial influence on efficiency and
effectiveness, employees are becoming more interested in managing organizations and the human aspect.

Similarly, (Toropova et al., 2021) define JS as narrowly linked to that employee’s conduct at the
workplace. Job satisfaction is a feeling linked to the job at a workplace that may be encouraging or
damaging. An employee joins the organization intending to satisfy their needs in the reward of
organizational compensations both monetary and non-monetary. (Richard Scott, 2019) defines JS as the
level to which employees are pleased with the rewards to get out of his or her job specifically in terms of
core motivation. “A pleasing or positive responsive state ensuing from the evaluation of one’s job or job
involvements” defined job satisfaction by (Locke, 1969). He defined job satisfaction as an internal feeling
extent to liking or disliking on assessing the job and job-related experiences. It has been shown that
employees are pleased if the company physically and psychologically meets the demands of employees for
their well-being. It has an important effect on job-associated behavior such-as Training & development,
output, leaving of employees, employee relations, Reward, and Compensation (T E Becker & Billings,
1993). In addition,(Aronson et al., 2003) highlighted the positive impact of job satisfaction on the strong
financial position of organizations.

There are important studies in different parts of the world that demonstrate the beneficial link between
work satisfaction and organizational citizenship (Bateman & Organ 1983; Becker & Billings 1993; Lee &
Allen 2002; MacKenzie et al. 1998; Moorman et al. 1993; Morrison 1994; Organ & Konovsky 1989).
Longitudinal research was undertaken by Bateman & Organ in 1983 to compare "OCB supervisory
assessments” with "employee self-reported job satisfaction levels.” This study showed that the overall work
satisfaction and citizen behaviors are robust and favorable. The connections between the OCB and
satisfaction with promotion and promotion were substantial, persistent, and robust. Likewise, the same
study was carried out by (Thomas E. Becker & Billings, 1993) to determine the favorable link between
OCB and work satisfaction. The favorable link between external and intensive job satisfaction with OCB
was also discovered between William and Anderson.3.2 Self-actualization. The concept of self-
actualization was introduced by (Maslow, 1950; Rogers, 1980). They define the humanistic approach in
which they explain that intellectually and psychologically health increases the successful and individuals
functioning. The most important human beliefs or values are related to self-actualization. This reflects inner
self, minimal illness, and motivation towards goals of life. Job satisfaction helps individuals to become
self-actualized (Maslow, 1950). Self-actualization is the stage where the individual recognized its own
potential.

Social Satisfaction

The study of the link between self-esteem and social pleasure has produced equivocal results on the time
order and degree of this relationship (de Moor et al., 2021). In the field of transport research, social
networks are receiving growing interest. In travel behavioral research, there were nonetheless little more
subjective components of the social network such as social contentment and loneliness, while they are
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highly essential in determining the quality of life (Weijs-Perrée et al., 2015). Social involvement and the
development of social relationships, networks, and capital are essential in defining not just a person's
quality of life and health, but also in building socially viable communities. (Delmelle et al., 2013).

It is very difficult to explain social satisfaction exactly. These are feeling which may vary from person to
person and place to place depending upon the environment. We can take it, in sense of feeling pleasure and
comfort in respect of behavior of colleagues, work environment and motivating attitude to toward doing a
job. Similarly, a person would be in a state of social satisfaction at the workplace, where an employee does
a job according to his/her interest, can apply his/her expertise, knowledge, and skill to accomplish a task
efficiently and effectively. Build a good relationship with colleagues which helps a person easily to share
the knowledge and learn from each other based on their past experiences.

Professionalism

A term that demands specialized knowledge and frequently a long and rigorous academic preparation is
described in any standard dictionary as the term "profession” - a concept of vocation or employment. The
definition of "professionalism™ and "professionalism,” meanwhile, refers to a certain feature of the original
term, “profession.” Most people, when these phrases are defined, refer to an idea of what these words
convey, to an image, mental image, or professional appearance (Goodman, 2019).

Professionalism is defined in earlier studies as professional workers having such distinctive attitudinal
characteristics and values for completing their professional work/task (Bartol, 1979; Hall, 1968). Similarly,
other recent studies established the important relationships of norms and values with the job attitudes of
professional workers (Boyt et al., 2001). Both studies reflect that there are certain attributes in professional
workers that help them to fulfill their professional assignments efficiently and effectively. Professionalism
is an attribute that shows the actions of a person toward completing the official tasks without errors.

Similarly, Hall (1968) defined the attributes of individuals possessing skill toward their professions such as
work in a professional organization as a major source reference, a belief in service to the public and self-
regulation, a logic/sense to work in the field, and autonomy. (Luthan et al., 2019) examine the effects on
auditors' performance of public accounting firms of professionalism, expertise, organizational engagement,
and work satisfaction. The findings of the investigation reveal that the auditors' performance is influenced
by the professionalism, competence, and organizational commitment, but work content has no impact on
auditors' performance

The significant relationship between professional attitudes of autonomy offers and job satisfaction was
reported by (Boyt et al., 2001). The desires/needs of the employees to work accommodated should be by
the professional organization recommended in studies of Scott (1982) and Russo (1998). Similarly,
Raymond Loi and Ngo Hang-yue's (2004) working environment supports employees’ professional values
and help to Create professional's job satisfaction and commitment in an organization. Certain elements
reflect professionalism in the workplace by showing skills, motivation, and commitment to handle the tasks
efficiently and effectively.

Organizational Citizenship Behavior

OCB is employee behavior that helps achieve organizational objectives. It provides a task-based social
structure. Altruism, conscientiousness, civic virtue, politeness, and sportsmanship comprise OCB. Altruism
is helping a colleague solve a problem or complete a job. Consciousness helps one perform better at work
and obey the organization's norms and regulations, which characterize a good worker. An employee's
significant interest in organizational activities and issues is linked to civic virtue. Honesty and
thoughtfulness avoid work-related disputes and unease. Finally, sportsmanship refers to an employee's
patience and recognition in difficult situations (Smith et al., 1983). The earlier concept of OCB was first
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time presented by (Smith et al., 1983), they defined OCB according to their concept they define OCB as the
extra roles and behavior which is performed by the employee(s) other than their job description/duties with
the intention that the organization achieves its goals effectively and efficiently. Katz & Kahn (1978) was
given the concept of extra-role behavior later on this thought, Organ (1977) defined and given the name of
OCB. He explained it as employee extra behavior at the workplace that is “discretionary” not recognized by
any organizational incentive scheme. In addition, the work done by the employee that is other than the job
description and without any monetary reward it is depends on the will of the employee. Moreover, (Katz &
Kahn, 1978; Lovell, 1999) defined OCB as actions in respect of job description accomplished by the
employees that are expected by the organization and encourage the culture of co-workers welfare and
teamwork. In addition, OCB is described as an extra performance of activities outside than routine
workplaces by (Daniels 2006).

OCB enables the company to enhance its performance over the near term. In addition, OCB (Jain & Rizvi,
2020) was described as positive conduct which has a beneficial influence on the organization. Both
techniques demonstrate the additional workplace role of the workers and the beneficial influence on the
performance of organizations. In his study (Todd 2003) he found that OCB helps to motivate people to
maximize their skills, skills, and skills at work. OCB is directly linked to organizational motivation to
effectively and efficiently achieve organizational goals (Jiorman et al, 2006). The (Koys 2001) views
underline OCB as positively affecting a company's profitability, but not customer happiness. Employee
behavior is characterized by organizational behavior, according to (Shapiro et al. 2004). When a business
exhibits a good mindset, workers will respond in kind. (Turnipseed & Rassuli, 2005) found a strong
relationship between the employee’s performance and development coordination which helps OCB in the
shape of (Altruism). The organizational policy may have a considerable detrimental influence on employee
performance, however, this organizational behavior is not yet addressed by many companies. In a study
carried out by (Al-Madadha et al., 2021) wherein they explore how workers view policy behavior inside
companies, examining the link between organizational culture and organizational citizenship conduct. The
analyses have shown that organizational culture influences how workers feel political behavior inside the
banking business. An unfavorable view of employee political behavior, in turn, affects the citizenship
behavior of workers.

Employee behavior is treated as key to making coordination between and among the different development
and other employees. Positive behavior leads to organizational profitability and sustainability. Similarly,
the results of (Coole, 2003) study reflected that perceptions of citizenship behave equally across the
different departments and all task performance levels in the workplace. In addition, the study of (Yorges,
1999) suggests that OCB can be increased through the creation of a group atmosphere in an organization. If
an organization assigns tasks to employees in the shape of a group each employee represents its department
then they can learn from the expertise and experiences of each other and achieve the goals of an
organization efficiently. After the views of different researchers, there is still room that how extra-role is
done by the employee in the organization can be defined. This is no formal system to recognize this extra
role by the organization. Moreover, (Hoy & Tarter, 2004) shared views that organizational citizenship
behavior depends upon the will of an employee without any intention to get a reward from the organization.
OCB can be developed through job satisfaction, commitment, loyalty, attractive reward system.

Some dimensions of (OCB) are Selflessness, thoroughness, fairness, graciousness, and civic virtue are the
five main kinds (dimensions) of OCB defined by (Currall & Organ, 1988). Helping or helpfulness is
altruism (Bies & Organ, 1989). Altruism is the act of willingly helping others with an organizational job,
such as assisting a new employee with orientation, sharing sales techniques, teaching workers valuable
information or skills, or assisting employees with tough tasks (Borman, 2004). Conscientiousness is
voluntary conduct that goes above the organization's minimal role requirement level (Podsakoff &
MacKenzie, 1997).
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Employees with higher conscientiousness need less supervision. Sportsmanship is the readiness to accept
small and transitory personnel inconveniences and job impositions without complaining, appealing,
accusing, or protesting, thus saving organizational energy for task completion and lightening managers'
burdens. Courtesy of gestures is shown to avoid causing difficulties for coworkers. An employee who
avoids causing difficulties for coworkers minimizes intergroup conflict, preventing crisis management.
Involvement with the organization at a broad level. To actively engage in management events, watch the
organization's environment for dangers and opportunities, and act in the organization's best interest. These
actions indicate an employee's sense of belonging (Zhang, 2011).

Job Satisfaction and Organizational Citizenship Behavior (OCB)

OCB and work happiness is connected There is significant evidence (Bateman & Organ, 1983; Lee &
Allen, 2002; MacKenzie, Podsakoff, & Ahearne, 1998; Moorman, 1993; Morrison, 1994; Organ &
Konovsky, 1989; Smith et al., 1983; William & Anderson, 1991). In longitudinal cross-lagged research by
Bateman and Organ (1983), the research was performed linking 'OCB's managerial ratings' with ‘worker
self-reported JS levels." The connection between overall OCB and contextual work satisfaction has been
significant and favorable. OCB and satisfaction with supervision and advancement were the most reliable
and strongest associations. The connection between OCB and contextual JS has also been examined by
Becker and Billings (1993).

From the arguments above, it is obvious that the literature has several inconsistencies. While some research
promotes the positive association between OCB and contentment, other research suggests that there is no
link between OCB and fulfillment. We hypothesize the following based on this relationship:

H1: Job Satisfaction has a significant positive impact on Organizational Citizenship Behavior
Hla:  Social Satisfaction is positively related to Organizational Citizenship Behavior

H1lb:  Self-actualization is positively related to Organizational Citizenship Behavior

Hlc:  Professionalism is positively related to organizational Citizenship Behavior

Conceptual Framework

Figure-1 portrays the suggested association among the two dimensions.

______________________________________________________________________________________________________________________

Independent Variable | Dependent Variable

(Job Satisfaction) (Organizational Citizenship Behavior)

Social

Organization Citizenship Behavior
(OCB)

Altruism, conscientiousness, sportsmanship, politeness, and civic virtue

Professionalism

Figure-1 Conceptual Framework
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Research Methodology

Sample and Sampling Procedure

In this study, a convenience sample was employed to achieve the research goals. Two hundred (200)
questionnaires were distributed among the public sector employee from which 170 questionnaires were
received for this study were considered useful.

Data Collection

Self-governed questionnaires have been utilized in this investigation. The study's purpose was indicated in
the survey. To enable respondents to reply to the questions, the questionnaire was produced bilingual,
namely an English and an Urdu version.

Measuring Instruments

We used a 25-items questionnaire that contains two parts, part first covers the demographic data that
included info about gender, qualification, marital status, age, years of employment, and designation. The
second part consists of determinants that measure JS and OCB. In this survey, we used 5 point Likert-scale
format answers ranging from 1 to 5 (1 = Strongly Disagree to 5 = Strongly Agree) to measure the answers
of respondents. We used a scale developed by (Podsakoff et al., 1990), (Podsakoff et al., 1990) and
(Williams & Anderson, 1991) to measure OCB. We used a scale developed by (Chen, 2008) to measure JS
consisting of thirteen items.

Demographic Characteristic of Respond

A total of 200 questionnaires, 170 of them completed satisfactorily and utilized in this study, were
delivered. The percentage of response was 85%. The sample consisted of 88.8% of men and 11.1% of
women. Everyone interviewed was Pakistani. Roughly 72.9% of the respondents were between the ages of
twenty and 30 years, whereas those between the ages of 31 and 40+ were 27%. About the experience,
57.05% got 1-5 years while 17.05% have 6-10 years and 25.88% have more than 10 years of experience.
The demographic result shows that most of the respondents were male (88.8%). The maximum numbers of
the answerers were from the age cluster of 26-30 (62.35%). The highest level of education was Masters
(76.5%) having 1-5 years of service in the organization (57.05%). The detailed analysis is given in tablel.

Table 1 Demographic Characteristic

Measure Items Frequency Percentage
21t0 25 18 10.58
26 to 30 106 62.35
Age 31to 35 12 7.05
36 to 40 7 411
41+ 27 15.88
Gender Female 19 11.2
Male 151 88.8
Education Bachelors 40 235
Master 130 76.5
Marital Status Single 80 47.1
Married 90 52.9
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Experience Less than a year 0 0
1to 5 year 97 57.05
6 to 10 years 29 17.05
10+ 44 25.88

Years in this Less than a year 0 0
Organization 1to 5 year 117 68.8
6 to 10 years 24 14.11
10+ 29 17.05

Finding and Analysis

The Pearson correlation coefficient was used to analyze the direct association among Job Satisfaction and
Organization Citizenship Behavior. Multiple regressions methods have also been used to study the OCB
variation, which can be due to inherent or external work satisfaction.

Analysis and Discussion

A correlation study of Job Satisfaction (independent variable) and the OCB (dependent variable) was
carried out. Research hypotheses were predicated for acceptation and rejection on the importance for pairs
of variables of the Pearson correlation coefficients. For each independent variable, the correlation test with
the dependent variables was carried out. The Pearson correlation test output from the SPSS-16 of all factors

is presented in Table 2.

Table 2 Reliability Analysis & Correlation Analysis
Item-Total Statistics

Corrected Item- Cronbach's
Scale Mean if Scale Variance if Total Alpha if Item
Item Deleted Item Deleted Correlation Deleted
SST 78.9765 71.514 481 502
PPT 76.2824 58.192 573 .368
SAT 79.6176 70.593 .563 485
OCBT 51.9941 16.941 .503 729
Correlations
JS OCBT
JS Pearson Correlation 1 503"
Sig. (2-tailed) .000
N 170 170
OCBT  Pearson Correlation 503" 1
Sig. (2-tailed) .000
N 170 170
**_Correlation is significant at the 0.01 level (2-tailed).
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The results shown in correlations analysis above, job satisfaction and organizational citizenship behavior
are significantly positively correlated having a value of .503. Therefore job satisfaction has a strong
impression on organization citizenship behavior.

Table 3 Regression Analysis
Model Summary
Adjusted R Std. Error of the

Model R R Square Square Estimate
1 .503° .253 248 5.52552
a. Predictors: (Constant), JS
ANOVA?P
Sum of Squares df Mean Square F Sig.
Model
1 Regression 1736.381 1 1736.381 56.872 .000?
Residual 5129.272 168 30.531
Total 6865.653 169

a. Predictors: (Constant), JS
b. Dependent Variable: OCBT

Coefficients?

Standardized
Unstandardized Coefficients Coefficients

Model B Std. Error Beta T Sig.
1 (Constant) 3.138 5.386 .583 561
JS 779 103 503 7.541 .000

a. Dependent Variable: OCBT

Regression analysis shows that 24.8 % change in OCB is due to JS. So if 1% change in Job Satisfaction
will bring a 77.9% change in OCB.

Implications

The focus of the study was the public sector of Pakistan. It is the general perception of the people that the
behavior of employees in the public sector is not as committed toward the job and organizational goals as
the comparatively private sector. To explore this perception, this study was conducted. Job satisfaction has
a significant positive impact on OCB. It is not only improving the efficiency of the organization but also
helps to strengthen the relationship among the employees. It helps to increase motivation to employees to
achieve organizational goals because JS shows the commitment of employees toward their work and
organization.

This study will be helpful for public organizations to increase the impact of OCB in their organization
through offering attractive rewards, hiring professional employees, providing training and development,
take input from the lower level in decision making because all these factors play important role in
increasing job satisfaction. In addition, we cannot ignore the impact of the environment not only on job
satisfaction but also on OCB. A friendly environment increases the performance of employees in the
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workplace they can easily share their ideas, knowledge, skill, and experiences with their colleagues and
also helpful to build relations with each other.

Limitations and Future Indications

Despite its merits, this study has deficiencies that must be addressed. Our sample was collected from public
sector employees therefore, the applicability of our results may be restricted. Because the data for this
research study was gathered from a single source, common method bias is also a possibility. However, as
previously stated, the common method bias issue may not be as serious as previously believed (Spector,
2006).

There is plenty of room for researchers to carry on the study in this area. Due to lack of time and resources,
there were some limitations found such as small sample size, seeing less interest of public employees
toward filling questionnaires, and did not know OCB. There is a need to conduct a study with a large
sample size of the public sector, this would be helpful for the generalizability of this study. OCB study may
be conducted on comparative analysis between public and private sector. Data should be conducted from
all levels of employees (higher, middle & lower) for better research through equal representation.

To conclude, we think our study adds significantly to our knowledge of the long-standing but poorly
characterized connection between work satisfaction and organizational citizenship behavior. We hope our
study inspires others to investigate the other antecedents of Job Satisfaction and its effect on the entire
sphere of Organizational Citizenship Behavior.
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