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ABSTRACT
Employee Satisfaction (ES) is one of essential component in the professional life of workers. It alludes 
to the satisfaction of representative towards their activity, work atmosphere, supervision, control and 
so forth, every single component associated with their job in the association or firm or organization. 
Consequently, it is progressively significant for an association to make their workers happy with their 
activity. In the event that the representatives are fulfilled, they will be progressively agreeable and 
devote exceptionally to their employments which increment the profitability of an association. In 
straightforward words, worker fulfilment brings positive vibes and duty among the workforce. Then 
again Organizational Citizenship Behaviour (OCB) likewise assumes equivalent significant job in 
propelling the workers to be faithful to their associations. It is a wilful and conscious responsibility of 
a representative towards the activity which not in their contact with the association. More or less, 
work/representative fulfilment is driven by the executives of an association where as authoritative 
citizenship conduct is driven by worker itself. Right now, an exertion is made to discover the effect of 
worker fulfilment on hierarchical citizenship conduct. As various parameters are considered to 
characterize fulfilment for both male and female specialists, an endeavour is likewise made to know 
the impact of sexual orientation divergence on worker fulfilment and hierarchical citizenship conduct. 
An equivalent endeavour has likewise made to make sense of the hidden elements of representative 
fulfilment and authoritative citizenship conduct.

Keywords: Employee Satisfaction, Organizational Citizenship Behaviour (OCB), Organization, 
Productivity, Commitment.  

I. INTRODUCTION
Organizational Citizenship Behaviour is certifiably not another word, it is being drilled in the 
associations or in organizations from most recent five decades. OCB is a discretionary conduct of the 
people which isn't straightforwardly or unequivocally archived by the recommended pay framework, 
however it by and large supports the compelling working of the association. Right now, in 
Organizational Citizenship Behaviour is commonly an individual decision, ought to be energized 
among representatives for the more noteworthy viability and development of the associations. Clashes, 
cut-off times, contrast of sentiments and belief systems, one of a kind characters are most recognized 
piece of every social setting which have wide effect on work relationship in an organization. However, 
there are still a few representatives who help their collaborators and work profitably for the 
associations with no desires. Their exhibition portrays the feeling of citizenship for what it's worth past 
the expressed activity necessity of the employee. A few organizations energize the HSPALTA 
approach; for example, hire smart people and leave them alone. The methodology may work with 
barely any representatives, yet may not be with all. The paper gives the foundation to the field of 
citizenship conduct and attempts to break down the effect of chosen segment factors on the OCB of the 
representatives. 
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The world is anticipating elite associations, which would give high occupation fulfilment to their 
representatives and would likewise treasure greatness and adequacy. This could be accomplished in the 
event that we could create hierarchical citizenship.

II. STATEMENT OF THE PROBLEM
The past researches on OCB are wide spread from its commencement around five decades back. 
(Bateman and Organ, 1983)1. Significant examinations on OCB have concentrated on its consequences 
for individual, gathering and hierarchical execution and there is an agreement among the researchers 
that OCB impacts authoritative efficiency. Be that as it may, the foundation or precursors of OCB are 
not very much characterized. This research paper bound to build up a relationship between 
authoritative citizenship conduct and profitability of an association. It likewise centres around itemized 
investigation for the advancement OCB among representatives. 

III. REVIEW OF LITERATURE

A. Ikonne and Chinyere N (2015): In their exploration they assessed worker fulfilment and OCB on 
various parameters. Employee Satisfaction is assessed both on natural and outward highlights. 
Similarly, hierarchical citizenship conduct likewise assessed dependent on five parameters in particular 
empathy, accuracy, sportsmanship, cordiality lastly civic virtues. The workers displayed high 
appropriateness on the above said parameters and furthermore communicated that there a positive 
connection between ES and OCB. 
B. Budiman, Anantadjaya, and Prasetyawati (2014): According to this examination, representatives 
opined that worker fulfilment lastly affects authoritative citizenship conduct. Representatives felt that 
nature of work is the powerful factor in deciding the fulfilment level of a worker with the association. 
C. P.Vaijayanthi, K.A. Shreenivasan and Reena Roy (2014):  According to the finding of this 
examination paper, representatives feel that outward fulfilment of occupation significantly affects 
hierarchical citizenship conduct when contrasted with characteristic fulfilment level of employment. 
D. Swaminathanand Jawahar (2013): Found a noteworthy positive connection between worker 
fulfilment and authoritative citizenship conduct. 
E. Amna Arif, and Aisha Chohan (2012): In this exploration, results are demonstrated that 59.43 
percent of worker opined that there is a high effect of employment fulfilment on hierarchical 
citizenship conduct. 
F. Mohammad (2011): The consequences of this exploration study expresses that both characteristic 
and extraneous highlights of employment fulfilment are progressively critical in assessing the 
hierarchical citizenship conduct. 
J. Khan H and Uludag (2011): The examination expresses that separated from representative 
fulfilment, authoritative duty, wearing down rate, employer stability and security additionally impact 
the hierarchical citizenship conduct. 
H. Ren-Tao Miao (2011): This examination study likewise bolstered the view that activity fulfilment 
impacts the hierarchical citizenship conduct. In any case, support from associates, the board, work 
atmosphere will likewise assume a critical job in deciding the authoritative citizenship conduct.   

IV. OBJECTIVES OF THE STUDY
1. To know the effectiveness of ES on OCB. 
2. To ascertain the impact of gender disparity on OCB.
3. To discover the various factors which influences both the employee satisfaction and OCB  
4. To establish a standard mechanism for measuring the satisfaction level of employees and OCB
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V. METHODOLOGY
The methodology should specify the boundaries with in which the study is carried out. This is an 
exploratory research and non random sampling techniques are used (Judgemental Sampling) to collect 
the data. The sample is four hundred employees who are working in different manufacturing and 
service sector companies located in Jeedimetla industrial area, Hyderabad. A structured questionnaire 
designed on both variables i.e. employee satisfaction and organizational citizenship behaviour and 
administered among the respondents. Likert Scale is used to collect the responses and it was validated 
through, Cronbach’s Alpha Reliability test. In addition to that, factor analysis and varimax rotation 
also used to recognize the underlying factors which determine employee satisfaction and OCB. Simple 
Regression Analysis is applied to establish a causal connection between satisfaction level and OCB. 
To measure the effectiveness of gender disparity, T-test is used. 

VI. RESULTS AND DISCUSSION

Table-1: Results of Cronbach’s Alpha Reliability Test

Reliability 
Measures

Value of 
Cronbach’s 
Alpha Test

Employee
Satisfaction

(ES)
0.823

Organizational
Citizenship
Behaviour

(OCB)

0.845

Interpretation: It is very clear from the above table that values of Cronbach’s Alpha Test for both 
employee satisfaction and organizational citizenship behaviour is more than the standard value that is 
0.7. Hence it is concluded that all the measures of reliability are adequate. 

Table-2: Results of KMO and BS Test for Employee Satisfaction

Particulars Results
Kaiser-
Meyer-
Olkin

(KMO)
Test

0.849

Barlett’s 
Sphericity 
(BS) Test

Chi-Square Value (Approx) 912.314
Degrees of Freedom

(DOF)
47

Level of Significance
(LOS)

0.05

Interpretation: As the KMO test for simple adequacy of variables value is 0.849 which clearly 
indicates that the data is normally distributed and can be considered for factor analysis. The Barlett’s 
Sphericity was examined through chi-square distribution and the value is 912. 314 at 5% level of 
significance. It means the data has less sphericity and it is most suitable to apply factor analysis.
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Table-3: Factor Analysis of Employee Satisfaction

Factor Eigen Value Variance Responses Responses 
Loading

Job 
Security 3.745 37. 249

Closeness 
while working

0.810

Good opinion
about work place 

0.732

Recognition for
Excellency 
in work 

0.664

Security 
and safety
of job

0.623

Good opinion 
about job

0.586

Positive 
Leader

ship
1.963 11.979

Optimum 
utilization 
skill and talent 
at work

0.763

Work is good 
for 
physical health

0.643

Rewards with 
superiors

0.725

Management 
concern
about employees

0.587

Salary/Wage 
Satisfaction

0.510

Table-4: Results of KMO and BS Test for Organizational Citizenship Behaviour

Particulars Results
Kaiser-
Meyer-
Olkin 

(KMO) Test

0.895

Barlett’s 
Sphericity 
(BS) Test

Chi-Sqaure value (Approx) 1134.675
Degrees of Freedom

(DOF)
95

Level of Significance
(LOS)

0.05

Interpretation: As the KMO test for simple adequacy of variables value is 0.895 which clearly 
indicates that the data is normally distributed and can be considered for factor analysis. The Barlett’s 
Sphericity was examined through chi-square distribution and the value is 1134. 675 at 5% level of 
significance. It means the data has less sphericity and it is most suitable to apply factor analysis. 
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Table-5: Factor Analysis of Organizational Citizenship Behaviour
Parameter

or
Factor

Eigen
Value

Percenta
ge of 

Variance
Responses Responses 

Loading

Employee
Cooperation 4.321 30.754

Willing to shoulder the work of 
colleagues 

0.795

Readiness for new technology 0.654
Helping nature in solving problems 0.639
Coordination and communication 0.567
Assistance to new employees 0.542

Interpersonal 
Relationship 1.542 10.187

Intimation all works to others well in 
advance

0.752

Avoid creation of new problems 0.654
Keep away from actions that hurt 
others

0.602

Employee
Precision 1.069 7.684

Willing accept any work to build 
brand 

0.702

Punctuality in staring work 0.653
Meticulous while performing any 
work

0.634

Abide by the code of conduct 0.597
Attend company meeting without fail 0.512
Spread positive word about work place 0.486

Regression Analysis for OCB: Simple Regression Analysis used to discover the impact of dependent 
variable OCB on independent variable i.e. ES. Linear regression test was applied between these two 
variables.
Null Hypothesis (H0): There is no significant positive impact of employee satisfaction on OCB

Table-6: Linear Regression Test Summary (ES)

Model R R2 Adjusted 
R2

Standard
Error

R2  

Chang
e

F 
Change DOF1 DOF2 LOS Watson

Durbin

Dimension
s

0.67 0.44 0.43 5.76 0.44 302.429 1 395 0.001 1.659

Table-7: ANOVA Test Summary (OCB)

Model Sum of 
Squares

DOF Mean Sum of 
Squares

F Value LOS

Regression 9231.435 1 9231.435 302.457 0.001
Residual 11921.876 394 30.124
Total 21034.542 395 -

Interpretation: From table 6 and 7, the following inferences can be made. Firstly, the value of R2 in 
the table 6 is 0.44, which means 44% of the employees feel insecure about their job. Secondly, from 
table 7 the, Fishers value is 302.457 which is less than the table 395, which means the model is 
successful. In simple words job satisfaction has greater impact in determining the organizational 
citizenship behaviour.  
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VII. CONCLUSION
OCB outlines exercises of employees which they are happy to take up and go beyond their set of 
working responsibilities. It implies a free conduct to give their best in the work for the development of 
a firm. This exploration has bound to discover the viability of worker fulfilment on authoritative 
citizenship conduct. The after effects of the exploration are showing a positive noteworthy relationship 
between worker fulfilment and authoritative citizenship conduct. Indeed, the discoveries additionally 
upheld that independent sexual orientation dissimilarity, fulfilment level I the activity will assume an 
indispensable job deciding the OCB. The other reason or target of this exploration is the means by 
which to teach the significance of OCB among representatives which at last greater affects efficiency 
of the association. After effects of the exploration paper proclaiming that great work climate, ideal use 
of accessible assets, work culture and so forth are likewise the key factors in deciding the authoritative 
citizenship conduct. The discoveries of this exploration is particularly significant for a business or 
association who need to set a fitness or seat imprint or manufacture a brand picture of the association in 
the market.
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