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Abstract 
Research on job satisfaction has focused on the effect of job satisfaction on organizational citizenship behaviour 
(OCB) in general. This study explore the association between job satisfaction and dimensions of OCB based on 
the administrative staff of Sri Lankan state universities in Sri Lanka. The focus of this study was to analyze the 
effect of job satisfaction on dimensions of organizational citizenship behaviour of administrative staff of 15 state 
universities in Sri Lanka.  Established questionnaires were used to collect data. A total of 168 questionnaires were 
used for the analysis. The data was analyzed by SPSS package.. it can be concluded that that job satisfaction predict 
all the five dimensions of OCB such as altruism, conscientiousness , sportsmanship, courtesy and civic virtue. 
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1. Introduction 
The word satisfaction has come to English Language from Latin words of satis and facio which means good and 
act of doing respectively (Yonus and Ishak,2012). The concept of job satisfaction is a popular topic in the field of 
management research today. Employee job satisfaction is a topic which has received attention from both academia 
and business practitioners. (Hanaysha,2016). 

Job satisfaction is essential for determining organization citizenship behavior (OCB). Employees have a high 
level of OCB will help the organization to achieve its objectives and contribute to organizations effectiveness and 
performance (Organ 2018). Job satisfaction is important not only to satisfy employees but to improve OCB.. 
Previous studies had revealed the strong relationship between job satisfaction and OCB. Further, these studies 
have explored the highly satisfied employees show high OCB than others. (Organ 2018; Unal 2013, Pavalachellie 
2013, Arif & Chohan 2012; Maio & Kim 2010). 

However the most of studies have explored the general relationship between job satisfactions and OCB. In 
such scenario this study aims to explore the association between job satisfactions upon the five dimensions of OCB 
separately, based on the evidence from administrative staff of state universities in Sri Lanka.  
 
2. Literature Review 
2.1. Job Satisfaction 
The concept of job satisfaction has been introduced by Hoppock in 1935 (Tai and Chuang, 2014). Today job 
satisfaction is a topic of the most commonly used in organizational behavior. Job satisfaction is defined as the 
level which an individual like or dislike his or her job. Therefore, job satisfaction is a reaction which employees 
hold on their jobs. Irrespective of the size of the organization, the job dissatisfaction may seriously affect. 
Employees those with low or less job satisfaction may suffer from a high level of job stress. Negative attitude of 
one dissatisfied employee may spread throughout the organization causing declining moral (Motevalli 
andChevalier 2015). 

Moradi et al. (2012) proposed that the job satisfaction is an individual emotional state which is resulting from 
his or her appraisal of job and attitude towards it..Nayantika et al. (2015) defined job satisfaction as an indicator 
which measure of how well an employee is performing his or her job. 

 
2.2. Organizational Citizenship Behaviour  
OCB is a modern management concept that has originated nearly thirty years ago. Many scholars have explored 
that OCB has an essential impact on organizations effectiveness in increasing employee morale and fulfilling 
organizations  objectives (Demirel et al. 2018). OCB is an individual behavior which could motivate employees 
to go beyond the expected work level by the organization and their job description. This behavior benefits both 
employees and the individual (Mohamed ,2016). According to Zeyda (2018), OCB is optional and voluntary 
behavior that an individual would play and these behaviours are not aiming to satisfy or fulfill employees own 
personal benefit but to encourage engagement in the organization. However, OCB is of great importance to both 
the organization and the employee. Unal (2013) has explored the five dimensions of OCB as altruism, 
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conscientiousness, sportsmanship, courtesy and civic virtue. Altruism is the helpfulness or helping behavior. 
Conscientiousness is a discretionary behavior which goes even beyond the minimum duty requirement of the 
organization. Sportsmanship is the willingness of tolerating personal inconveniences and doing duty without 
complains protests, accusations or grievances. Courtesy is preventing creating problems among co-workers and 
reduce intergroup conflicts. Civic virtue is the employee's concern or involvement about the life of the organization, 
monitor organizations opportunities and treats, look for the best interest of the organization and the willingness of 
active participation for organizations events 
 
3. The Sample Profile 
The study consists of 168 usable respondents. Out of which 69 ((41.1%) are males while 99 (58.9%) are females. 
The sample respondents represent four administrative positions in universities. That is registrars, deputy registrar, 
senior assistant registrar and assistant registrar. The present study sample represent 69 (41.1%) assistant registrars, 
68 (40.5%) senior assistant registrars and 29 (17.3%) deputy registrars. 

The experience in the preset post also inquired. The, majority 100 (59.5%) respondents having 1-5 years’ 
experience, while there are only 2 (1.2%) respondents having 21 or more years’ experience. Secondary highest 
number of respondents, 33 (19.6%) having 6-10 years’ experience in the present post. 

 
4. Association Between Job Satisfaction Upon the Dimensions of Organizational Citizenship Behaviour 
The relationship between job satisfaction and five dimensions of OCB was tested separately. The results of the 
regression analysis of altruism, conscientiousness, sportsmanship, courtesy and civic virtue with Job Satisfaction 
is given in the following sections. 
 
4.1. The Regression of Altruism Upon Job Satisfaction 
The P value for the regression analysis is 0.003 which is less than 0.05. Which means Job Satisfaction can be used 
to predict Altruism. The R-Square value is 0.052 which means 5% of the variation in Altruism can be explained 
by Job Satisfaction. The Durbin-Watson statistic is 1.892 which is not too for from 2. Therefore there is no problem 
of autocorrelation. The P value Job Satisfaction is 0.03 which is less than 0.05. Therefore Job Satisfaction is a 
significant predictor of Altruism. 

According to the Table 1 the 95% confidence interval for Job Satisfaction is (0.073, 0.347) where the value 
of 0 does not fall within the interval, again indicating Job Satisfaction is a significant predator. The VIF value is 
below 5, indicating that there is no problem of multicollienearity 

Table1. The Regression of Altruism Upon Job Satisfaction 
Variable Unstandardized 

Coefficients 
Standardized 
Coefficients 

t P 
value 

95.0% Confidence 
Interval for B 

Collinearity 
Statistics 

B Std. 
Error 

Beta Lower 
Bound 

Upper 
Bound 

Tolerance VIF 

(Constant) 
Job Satisfaction 

3.363 .254  13.232 .000 2.861 3.864   
.210 069 .229 3.026 .003 .073 .347 1.000 1.000  

 
4.2. The Regression of Conscientiousness Upon Job Satisfaction 
The P value for the regression analysis is 0.011 which is less than 0.05. Which means Job Satisfaction can be used 
to predict Conscientiousness. The R-Square value is 0.038 which means 4% of the variation in Conscientiousness 
can be explained by Job Satisfaction. The Durbin-Watson statistic is 2.007 which is not too for from 2. Therefore 
there is no problem of autocorrelation. The P value Job Satisfaction is 0.011 which is less than 0.05. Therefore Job 
Satisfaction is a significant predictor of Conscientiousness. 

According to the Table 2 the 95% confidence interval for Job Satisfaction is (0.052, 0.399) where the value 
of 0 does not fall within the interval, again indicating Job Satisfaction is a significant predator. The VIF value is 
below 5, indicating that there is no problem of multicollienearity 

Table 2.The Regression of Conscientiousness Upon Job Satisfaction 
Variable Unstandardized 

Coefficients 
Standardized 
Coefficients 

t P 
value 

95.0% Confidence 
Interval for B 

Collinearity 
Statistics 

B Std. 
Error 

Beta Lower 
Bound 

Upper 
Bound 

Tolerance VIF 

(Constant) 
Job Satisfaction 

3.280 .321  10.205 .000 2.646 3.915   
.225 088 .195 2.564 .011 .052 .399 1.000 1.000  

 
4..3 The Regression of Sportsmanship Upon Job Satisfaction 
The P value for the regression analysis is 0.000 which is less than 0.05. Which means job Satisfaction can be used 
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to predict Sportsmanship. The R-Square value is 0.100 which means 10% of the variation in Sportsmanship can 
be explained by Job Satisfaction. The Durbin-Watson statistic is 2.069 which is not too for from 2. Therefore there 
is no problem of autocorrelation. The P value Job Satisfaction is 0.00 which is less than 0.05. Therefore Job 
Satisfaction is a significant predictor of Sportsmanship. 

According to the Table 3 the 95% confidence interval for Job Satisfaction is (0.168, 0.456) where the value 
of 0 does not fall within the interval, again indicating Job Satisfaction is a significant predator. The VIF value is 
below 5, indicating that there is no problem of multicollienearity 

Table 3.The Regression of Sportsmanship Upon Job Satisfaction 
Variable Unstandardized 

Coefficients 
Standardized 
Coefficients 

t P 
value 

95.0% Confidence 
Interval for B 

Collinearity 
Statistics 

B Std. 
Error 

Beta Lower 
Bound 

Upper 
Bound 

Tolerance VIF 

(Constant) 
Job Satisfaction 

2.742 .266  10.297 .000 2.216 3.268   
.312 073 .316 4.285 .003 .168 .456 1.000 1.000  

 
4.4. The Regression of Courtesy upon Job Satisfaction 
The P value for the regression analysis is 0.000 which is less than 0.05. Which means Job Satisfaction can be used 
to predict Courtesy. The R-Square value is 0.124 which means 12% of the variation in Courtesy can be explained 
by Job Satisfaction. The Durbin-Watson statistic is 2.162 which is not too for from 2. Therefore there is no problem 
of autocorrelation. The P value Job Satisfaction is 0.00 which is less than 0.05. Therefore Job Satisfaction is a 
significant predictor of Courtesy. 

According to the Table 4,. the 95% confidence interval for Job Satisfaction is (0.180, 0.428) where the value 
of 0 does not fall within the interval, again indicating Job Satisfaction is a significant predator. The VIF value is 
below 5, indicating that there is no problem of multicollienearity 

Table 4. The Regression of Courtesy Upon Job Satisfaction 
Variable Unstandardized 

Coefficients 
Standardized 
Coefficients 

t P 
value 

95.0% Confidence 
Interval for B 

Collinearity 
Statistics 

B Std. 
Error 

Beta Lower 
Bound 

Upper 
Bound 

Tolerance VIF 

(Constant) 
Job Satisfaction 

2.990 .229  13.044 .000 2.538 3.443   
.304 063 .353 4.854 .000 .180 .428 1.000 1.000  

 
4..5. The Regression of Civic Virtue Upon Job Satisfaction 
The P value for the regression analysis is 0.000 which is less than 0.05. Which means Job Satisfaction can be used 
to predict Civic Virtue. The R-Square value is 0.099 which means 10% of the variation in Civic Virtue can be 
explained by Job Satisfaction. The Durbin-Watson statistic is 1.734 which is not too for from 2. Therefore there is 
no problem of autocorrelation. The P value Job Satisfaction is 0.000 which is less than 0.05. Therefore Job 
Satisfaction is a significant predictor of Civic Virtue. 
According to the Table 5 the 95% confidence interval for Job Satisfaction is (0.182, 0.531) where the value of 0 
does not fall within the interval, again indicating Job Satisfaction is a significant predator. The VIF value is below 
5, indicating that there is no problem of multicollienearity 

Table 5.The Regression of Civic Virtue Upon Job Satisfaction 
Variable Unstandardized 

Coefficients 
Standardized 
Coefficients 

t P 
value 

95.0% Confidence 
Interval for B 

Collinearity 
Statistics 

B Std. 
Error 

Beta Lower 
Bound 

Upper 
Bound 

Tolerance VIF 

(Constant) 
Job Satisfaction 

2.511 .324  7.751 .000 1.871 3.151   
.356 089 .298 4.025 .000 .182 .531 1.000 1.000  

 
5.  Conclusion 
The findings based on the study confirmed that job satisfaction predict all the five variables of OCB such as 
altruism, concientioness, sportsmanship, courtesy and civic virtue. All the five regression analysis has proven this 
relationship in an acceptable way. More or less the same conclusion has already being made by Basirudin et al 
(2016).Therefore the organizations those want to obtained the advantages of OCB must maintain  the job 
satisfaction among employees. 
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