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on organizational citizenship behavior
(OCB) while taking organizational justice (OJ) as a mediating
variable. Four areas of JS, five areas of OCB, and four dimensions of
0OJ are analyzed in the study. The population includes personnel
working in privately owned banks located in Malakand Division,
Pakistan. The study analyzed 153 responses received from the
respondents. The results showed a direct impact of JS on OCB i.e.
48%; the effects on OJ due to JS are 71%, the effects of OJ on OCB
gave a result of 58%; while the effects of JS on OCB, being mediated
by OJ are 31%. The paper provides implications as well.
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Introduction

New trends of competition are emerging as the days pass by and firms are
facing new challenges to surpass their rivals and to keep the competitive
advantage on their side. Various cost-effective strategies and tactics are
developed and adopted by firms to excel in the global competition in the form
of grabbing larger market shares and accelerating their profitability, this could
not be the ultimate elixir for business success. The panacea to do well in the
course of competition is to find a competent pool of employees and retain the
same. With a view of this idea, organizations are more employees' oriented,
focusing on issues like satisfaction level of employees and Organizational
Justice (OJ) that might influence the Organizational Citizenship Behavior
(OCB) of the currently employed workforce, directly or indirectly. The
employee’s degree of citizenship behavior is crucial for organizational success
but the dilemma with it is that it keeps varying among organizations.

The current study highlights the link of job satisfaction with organizational
citizenship behavior being mediated by organizational justice. JS represents the
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level of intensity of the liking/disliking of employees about the job they are
doing (Spector, 1997). There are a lot of factors that can determine the level of
JS but in the current investigation, only four areas; pay, promotion, working
conditions, and supervision will be explored. OCB may be defined as a set of
behaviors and actions, normally unpaid, carried out by employees, which are
usually above and beyond the main duties of the employees intending to bring
well-being to the respective organization (Organ & Ryan, 1995). Five diverse
areas of OCB; Altruism, Courtesy, Civic Virtue, Conscientiousness, and
Sportsmanship will be under observation in the study. The perception of
employees about how fair and just treatment they receive from their respective
organizations may be termed as OJ (Foster, 2010). The various categories of OJ
are distributive justice (DJ), procedural justice (PJ), inter-personal justice (IPJ)
and informational justice (1J) are considered for this study to know about their
effective mediating effects between JS and OCB.

The banking sector in Pakistan makes a significant contribution in terms of
national socio-economic development, growth, and prosperity. To play their
due role, the banks must have a satisfied pool of human resources which will
result in a higher degree of OCB among employees that can help the
organizations in achieving highly desired objectives as the employees will
show a strong will to be target oriented. The investigation is carried out in a
confined geographical location of northern Pakistan i.e. Malakand Division.
The data for effective analysis is retrieved from individuals, working at
different levels, of privately owned banks to get meaningful and logical
deliverables.

The findings of the investigation will help the various banks of the country
to know the areas which can raise the motivation level of their employees if
addressed properly. This will automatically give rise to a perception in the
employees; thinking themselves as an integral part of the organization, only if
they find justice and fairness in the procedures and practices of the
organizations. As a result, they will have long-lasting attachments to their
organization, reducing the turnover intentions among employees, and
minimizing the hiring costs for the organizations.

The study will make a significant contribution by enriching the existing and
available literature, with a fact that no such investigation is previously initiated
in the Pakistani context, focusing on financial institutions like banks. The
uniqueness of the study can be crystallized by the prevalence of cumulative
approaches; presenting the key psychological factors that can equally influence
employees and organizations in the long-run. The theoretical framework and
findings of the study can be utilized for decision and policymaking, by the
banks, to bring productive changes in their practices and procedures.
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Literature Review

OCB includes those activities which are normally above the threshold job
duties, performed by an employee, without expectation from the firm for
formal rewards, to instigate the betterment of colleagues, other counterparts,
and the firm as a whole (Lovell et al., 1999). These behaviors are desired by the
organizations though they are not a part of the main employment context
because they will have positive effects on organizations in terms of efficiency
and productivity (Subhadrabandhu, 2012).

Five different areas of OCB were first identified and brought forward by
Organ (1988). These are altruism, courtesy, civic virtue, conscientiousness, and
sportsmanship. Altruism represents to help other counterparts without any
expectations when they are in some problem (Eisenberg & Miller, 1987);
courtesy refers to consultation or coordination with other individuals in the
course of solving a problem with a mind-set to avoid any potential conflict;
civic virtue represents the contribution of any employee in organization in
terms of political issues in a proper way; conscientiousness depicts the
keenness of an individual towards the job to retain proper organizational
discipline e.g. attendance above average or performing duty with dedication
even if there is no supervision; and sportsmanship is an optimistic attitude of
the employees rather than pessimistic one, where the employee focuses on
bright sides of the firm and avoiding the unwanted situations like complaining
about problems and frustration, which are common to almost all workplaces.

According to Weiss (2002) job satisfaction is the positive or good view the
workers have about their job/position and the respective firm they are working
in. Igbaria and Guimaraes (1993) suggested that the attitude and feelings of the
employees about different characteristics of a job and practices related to a job
may be represented by job satisfaction. As per Tanriverdi (2008), happiness
which the employees receive after they complete their tasks/duties is job
satisfaction and in the course of doing so, new skills are acquired
simultaneously. In general, job satisfaction is a comparison, made by the
employees, between the contribution they make in the course of carrying out
their routine work and the returning benefits they receive in doing so (Locke,
1969).

According to Spector (1997), there are nine various dimensions of job
satisfaction; promotion, benefits, relation with supervisor, pay, interactions,
work environment, relation with supervisor, work nature, and working partner.
It was not possible to address all the dimensions in this study and only four
dimensions; pay, work conditions, supervision, and promotion were considered
for the current study. Pay is the total amount of money that a worker receives
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from the firm in return for rendering services while being employed in the
same firm. Working Condition; the surrounding settings, usually the physical
settings and the place in which the workers carry on their regular job is referred
to as the working conditions. It also comprises; the level of pressure, the
intensity of sound, and other safety parameters. Supervision is the interest and
concern in the activities of the employees being supervised. Promotion refers to
the relocation of a staff member to a better and higher position in the firm
which ensures higher pay and a more desired status as compared to the
previous position or job.

The concept of organizational justice can be traced back to the last decade
of the twentieth century and was initially introduced by Greenberg (1990). It is
a scale that determines the level of how fairly and justly employees are treated
within a firm (Foster, 2010). It illustrates the perception/view of currently
working employees about fairness/justice in different outcomes, procedures,
and interactions in an organization.

Organizational justice is explained with four measures/dimensions in this
investigation: a) distributive justice focuses on apparent assessment and the
prevalence of equality in decisional rewards in the form of salary, wages,
bonuses, performance evaluation and appreciation (Cropanzano & Greenberg,
1997); b) procedural justice supports the stance that procedures and policies
which are used for making decisions in an organization should be impartial and
will include; unambiguity, clearness, correctness, morality, and reliability in
the organizational system, which is used for fostering consequences or rewards
(Robbins, 2001); c) interpersonal justice signifies the interpersonal treatment
that employees receive from their supervisor or boss (Bies, 1986); and d)
informational justice elaborates the information given to employees after
certain corrective measures are taken; also include the idea of trustworthiness
and interpretation (Bies, 1986).

Talachi, Gorji, and Boerhannoeddin (2014) in their study, carried out in the
mine and trade organizations, found a direct and significant association of JS
with all areas of OCB; 0.621-unit uplift in job satisfaction will bring an
increase of one-unit in organizational citizenship behavior. Miao (2011) treated
other variables like task performance and perception of the employees about
support from the respective organization, justified that there is a positive co-
relation between JS and OCB.

Ziegler, Schlett, Casel, and Diehl (2012) conducted a cross-sectional
analysis with a purpose to determine the role of emotions at work, job
ambivalence, and job satisfaction in predicting the prevailing level/scope of
organizational citizenship behavior. Peer-rating methods and self-rating
methods were practiced for a total duration of two months to assess
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Organizational Citizenship Behaviour, the findings suggested that if the job
ambivalence is lower the relationship between both peer-rating and self-rating
discretionary behavior will be stronger. Furthermore, the findings illustrated
the presence of a strong link between positive emotions and OCB, being
mediated by job satisfaction, though undesirable emotions could not robustly
predict OCB.

Another study carried out by Swaminathan and Jawahar (2013) was
undertaken with a purpose to dig out the effects of job satisfaction on
organization citizenship behavior, by taking the faculty members working in
the higher education department as the population of the study. The results
highlighted that job satisfaction positively influences the various areas/
dimensions of organizational citizenship behavior.

Similarly, Torlak and Koc (2007) investigated the relations of various areas
or measures of JS with the known dimensions/measures of OCB. Although all
the dimensions of JS may not have a direct and robust association with all the
dimensions/measures of OCB the findings suggested; the higher level of
employees' discretionary behavior is present if the satisfaction level of
employees is high.

Findings of an empirical investigation, taking into account the
administrative employees, working in Nigerian institutions, presented that the
dimensions of organizational citizenship behavior have a noteworthy
association with job satisfaction i.e. organization -citizenship behavior
explained 86.9 percent variance in job satisfaction (Itiola, Odebiyi, & Alabi,
2014). An investigation by Foote and Tang (2008) elaborated that if team
commitment is taken as a moderating variable, job satisfaction will show a
positive and significant association with organizational citizenship behavior;
the teams' commitment will be higher if the relationship becomes stronger.
From the literature it is quite evident that there exists an association between JS
and OCB, in terms of their various dimensions, so we posit:

H1. Job satisfaction positively influences organizational citizenship behavior.

Numerous studies have proved that adequate inter-association is present
between JS and OJ. An investigation carried out by Bakhshi, Kumar, and Rani
(2009) reveal the stronger association between distributive justice and job
satisfaction than the link between procedural justice with that of the JS but
considering another side of the coin, both of these two types of justices have
sound impacts on organizational commitment. Another investigation in Jordan
focusing on electrical industrial firms highlighted that various types of OJ have
a positive and robust association with JS (Al-Zu'bi, 2010).
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An investigation, analytical, and descriptive, was carried out in an Iranian
university to identify the level of JS in comparison with the various types of
OJ. The total population was 800 while the sample size constituted 250
members of the institution. The findings retrieved from the investigation gave a
clue about the presence of a considerable association in-between JS and OJ
though only procedural justice, out of all measures of OJ, can accurately and
positively estimate the JS (Lotfi & Pour, 2013).

A study in private sector banks of Faisalabad, Pakistan was carried out by
(Muhammad & Babak, 2016) to analyze the inter-relation between JS and OJ.
The population for the survey investigation was 1124 while the sample size
included only 291 employees of the said banks. The investigation came up with
a positive relation between OJ and JS while other factors like; age, marital
status regardless of the gender, professional experience, and academic
qualification of the employees were also found to be strongly and closely
linked with JS.

Notably, the productivity of various organizations declines in Pakistan as
there is a scarcity of job satisfaction, organizational justice, and job security
(Imran, Majeed, & Ayub, 2015). Similarly, the results of a study in
pharmaceutical firms in Bangladesh showed a 75% changes in job satisfaction
(dependent variable) in relation with organizational justice (independent
variable); the calculations expressed that informational justice and distributive
justice have statistically sound effects on job satisfaction with p<0.01 and
p<0.001 respectively while the relation between job satisfaction and procedural
justice was not statistically sound. Igbal (2013) in his study on members of
education institutions in Pakistan elaborated that informational and procedural
justice have a statistically strong connection with job satisfaction while a
negative link is found between job satisfaction and distributive justice, which is
one of the main areas of organizational justice.

From the literature, it became evident that organizational justice and
fairness in terms of rewards distribution, procedure adoption, information
sharing, and interaction will result in a higher level of job satisfaction and thus
the second hypothesis of the study may be drafted as:

H2. Job satisfaction positively influences organizational justice.

Young (2010) investigated the association of job satisfaction with that of
organizational citizenship behavior by taking the population of personnel
working in various Korean firms, the sample size of his study was 454
employees. His findings concluded a positive association between JS and OCB.
Likewise, another similar study carried out in Iran by Fatimah, Amiraa, and
Halim (2011) presented that all measures or dimensions of OJ are compactly
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linked with the known measures of OCB, after investigating a considerable
sample-size of 300 different level employees.

The employees usually show discretionary behaviors when they perceive
that the practices and procedures regarding sharing of outcomes and
distribution of rewards are fair in their organization (Mathur), the interaction
and just behavior from the supervisor enhance the tendencies of organizational
citizenship behavior of the employees (Blakely, Andrews, & Moorman, 2005).
Organizational citizenship behavior and justice in an organization are strongly
correlated unlike other numerous factors (Organ & Ryan, 1995).

According to Rezaeian and Rahimi (2008), to enhance organizational
citizenship behavior among employees, various credentials must be focused to
achieve so and organizational justice is perceived to be one of the key
credentials. A study carried out by Nandan and Azim (2015) in various
multimedia organizations of Malaysia, investigating the inter-relation of
fairness in organization and OCB, being mediated by a prominent cognitive
variable i.e. psychological capital, came up with the suggestion; various areas
of both, dependent variable (OCB) and independent variable (OJ) are closely
related, while the psychological capital mediated the relationship in a
constructive manner.

An investigation of 1100 employees in 30 different organizations by Lee,
Kim, and Kim (2013) looked at the effects of procedural fairness,
transformational-leadership and complexity of the organizations on the
citizenship behavior concluded that among the workers, organizational
citizenship behavior can be enhanced only in case the prevailing procedures,
operations and processes, required for making a decision are just and the
leaders are cooperative and supportive. Organizational fairness has a direct
impact on the support from the organization while the relation with
discretionary behaviors from the employees is indirect (Noruzy, Shatery,
Rezazadeh, & Hatami-Shirkouhi, 2011).

With a view of the literature and results provided by different researchers,
the survey is determined to find out and investigate the possible association of
OJ with the volunteer behavior of the employees, normally termed as OCB
among Pakistani banks' employees. This leads to the development of the third
hypothesis of the investigation and may be formulated as:

H3. Organizational justice positively influences organizational citizenship
behavior.

Considering the context of Pakistan, being a developing economy, most of
the organizations are in transition to achieve growth and development; a pool
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of workers be efficient and effective to achieve the development goals.
Considering the demand of the scenario in the country, the current investigation
is initiated to figure out the intensity and impact of JS on OCB while taking OJ
as a mediating variable. Therefore, to carry out a conclusive investigation, the
last hypothesis of the study is constructed as:

H4; Organizational justice has statistically significant effects on and mediating
the link between job satisfaction and organizational citizenship behavior.

Organizational
Justice (0J)

Job Satisfaction
(IS)

Org. Citizenship
Behaviour (OCB)

Figure1  Theoretical Framework of the Study
Methodology

The research type is a survey in nature where there is a causal relationship
between variables, proven via testing of a given hypothesis. Primary data was
collected for the study using a matrix questionnaire including Job Satisfaction
Survey questionnaire (comprising of 36 items about various dimensions of job
satisfaction), developed by Spector (1997), questionnaire for organizational
citizenship behavior consisting of 24 items, designed by Podsakoff,
MacKenzie, Moorman, and Fetter (1990) and organizational justice
guestionnaire (0JQ), initially designed and used in a research study carried out
by Moorman, Blakely, and Niehoff (1998), consisted of 20-items. 5-point
Likert scale, ranging from 1 "Strongly disagree" to 5 "Strongly agree", was
utilized for the chosen instruments. Cronbach Alpha values which were 0.910
for JS, 0.941 for OJ, and 0.891 for OCB respectively, verified the reliability of
the instruments being used. A total count of 3271 employees, currently
working in banks of the geographical location of Malakand Division, Pakistan
represented population for the investigation, out of which 996 were female
employees and 2275 were male employees. The sample size was 260, as it is
enough to represent a population in a significant manner (Sekaran & Bougie,
2016). A total of 260 questionnaires were floated among employees, of both
genders, currently working in the banks of the target location. Out of 260, only
153 questionnaires received back were complete and were used for analysis
purposes.
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Table 1 Demographic Profile of the Participants (N=153)

Demographics Number of Participants

Percentage (~%)

Gender
Male 137 89.54
Female 16 10.46
Age
25 to 30 years 24 15.69
31 to 40 years 68 44.44
41 to 50 years 49 32.03
51 to 56 years 12 7.84

Results and Discussions

In Table 2, the mean values are greater than 4 for distributive, procedural, and
interactional justice which depict that the responses of the employees were
positive. Similarly, the mean values for the dimensions of job satisfaction are
greater than 4 and likewise, the numerous areas of organizational citizenship
behavior have mean values exceeding 4, representing positive responses from

the employees.

Table 2 Mean and Standard Deviation of the Dimensions (N=153)

Min Max Mean

Std. Deviation

Distributive justice
Distributive justice
Distributive justice
Distributive justice
Distributive justice
Procedural justice
Procedural justice
Procedural justice
Procedural justice
Procedural justice
Interpersonal justice
Interpersonal justice
Interpersonal justice
Interpersonal justice
Interpersonal justice
Informational justice
Informational justice
Informational justice
Informational justice

PRPRPRPRRPRPRPRREPRPRPREPREPRPRPRRERRERRERR

Q1 0101 0101010101 O101 010101 0101 01 01 01 O1

4.22
4.22
4.16
4.20
4.18
4.28
4.24
4.19
4.19
4.23
4.10
4.24
4.18
4.06
4.25
4.24
4.22
4.19
4.24

0.84
0.82
0.77
0.78
0.84
0.77
0.83
0.79
0.77
0.85
0.84
0.77
0.77
0.83
0.74
0.78
0.76
0.78
0.75
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Informational justice 1 5 4.22 0.73
Pay 1 5 4.29 0.76
Pay 1 5 3.88 0.87
Pay 1 5 4.07 0.80
Pay 1 5 4.21 0.75
Supervision 1 5 4.25 0.75
Supervision 1 5 4.18 0.78
Supervision 1 5 4.05 0.84
Supervision 1 5 4.20 0.74
Working condition 1 5 4.07 0.78
Working condition 2 5 4.05 0.78
Working condition 2 5 4.14 0.72
Working condition 2 5 4.16 0.68
Promotion 2 5 4.10 0.75
Promotion 1 5 4.16 0.74
Promotion 1 5 4.16 0.72
Promotion 3 5 4.24 0.64
Altruism 2 5 4.22 0.72
Altruism 1 5 4.16 0.77
Altruism 2 5 4.12 0.75
Altruism 2 5 4.18 0.72
Altruism 2 5 4.20 0.68
Courtesy 1 5 4.17 0.80
Courtesy 2 5 4.25 0.71
Courtesy 1 5 4.26 0.71
Courtesy 2 5 3.97 0.87
Courtesy 1 5 4.13 0.77
Sportsmanship 2 5 4.13 0.80
Sportsmanship 2 5 4.03 0.74
Sportsmanship 2 5 4.07 0.74
Sportsmanship 2 5 3.86 0.86
Sportsmanship 2 5 3.87 0.82
Conscientiousness 2 5 4.21 0.70
Conscientiousness 2 5 4.16 0.74
Conscientiousness 2 5 4.18 0.69
Conscientiousness 2 5 4.21 0.75
Conscientiousness 2 6 4.09 0.76
Civic virtue 2 5 4.26 0.66
Civic virtue 2 5 4.22 0.72
Civic virtue 1 5 4.03 0.86
Civic virtue 2 5 4.17 0.78

Valid N (listwise)
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In the case of Job Satisfaction, the standard deviation for all dimensions lies
between 0.66 and 0.86, in dimensions of organizational justice it occupies a
point between 0.72 and 0.84 and for dimensions covered in the capacity of
organizational citizenship behavior, the standard deviation lies between 0.86
and 0.67. In Table 2, the values of variables are greater than 4 which represents
positive and agreeing responses from the respondents to the statements given in
the questionnaires.

The correlation analysis shows the presence of a strong and significant
correlation among all the variables and their dimensions under study; between
JS and OCB the correlation value of 0.205 is calculated while the correlation
value is 0.319 between OJ and OCB.

Table 3 Correlation Statistics (N=153)

Variable  AJS AOJ AOCB
AJS 1.00
AOQJ 0.52** 1.00
AOCB 0.21*  0.32** 1.00
** Correlation significant at 0.01 level (2 tailed)
* Correlation significant at 0.05 level (2 tailed)

Chi-square, Root Mean Square Error of Approximation (RMSEA),
Comparative Fit Index (CFI), Standardized Root Mean Square Residual
(SRMR) and Goodness of Fit Index (GFI) were utilized to find out the class of
fit of the model; The adequate values for Root Mean Square Error of
Approximation (RMSEA) are 8% or lesser, Comparative Fit Index (CFI) is
90% or greater, Standardized Root Mean Square Residual (SRMR) is 8% or
lesser Goodness of Fit Index (GFI) is 90% or greater (Marsh, Hau, & Wen,
2004).
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Job
Satisfaction
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Interpersonal Justice
Procedural Justice

Organizational
Justice

31

64
Distributive Justice

Organizational

Behavior

B!
Conscientiousness Sportsmanship

Figure 2. Confirmatory Factor Analysis

Figure 2, represents that Confirmatory Factor analysis results support the
model utilized for measuring job satisfaction which is the independent variable,
organizational justice which served as mediating variable and the dependent
variable, organizational citizenship behavior with the provided sample data;
The value (N=153)=55.623,df=51,p<0.000 is calculated for Chi-Square; GFI is
calculated providing a value of 0.941; RMR gave a resulted value of 0.011;
CFI came up with a value of 0.980; RMSEA was measured 0.025. The results
suggested 48% of effects on OCB when treated with various areas of JS but
when OJ is used as a mediating variable i.e the impacts slightly decreased from
48% to 31% with the entry of mediating variable. The impact of organizational
justice is 56% on organizational citizenship behavior. The findings from the
figure support the fact that organizational justice partially mediated the impact
of job satisfaction on organizational citizenship behavior.

Conclusion

The study was conducted to find out the possible influence of JS on OCB while
taking organization justice as a mediating variable. All banks in the private
sector constituted the population of the study. The number of questionnaires
that were distributed to collect data was 260, out of which 173 were returned,
though 20 responses were incomplete and rejected. The final sample size was
153. From descriptive statistics and correlation analysis, it is evident that all the
responses received are valid and positive i.e. their mean value is greater than 4
and there is a strong correlation among the variables taken into consideration in
this study.
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The results from regression analysis showed the presence of direct
impact/influence of JS on OCB with an intensity of 48%; confirming the first
hypothesis to be true. The findings are aligned with a previous study conducted
by Torlak and Koc (2007) suggesting that higher the discretionary behavior, the
higher will be the satisfaction level of the employees. Likewise, the effects on
organizational justice due to job satisfaction are 71% which is statistically
significant, confirming the 2™ hypothesis of the investigation, backed by and
consistent with findings of Rahman, Haque, Elahi, and Miah (2015). Likewise,
effects of OJ on OCB are noteworthy i.e. 58%; comparable with the findings
of Lee et al. (2013) proving the third hypothesis of the investigation, suggesting
that OCB of the employees will rise if the employees find fairness in the course
of decision making. Introducing OJ as a mediating variable, the impacts on
organizational citizenship behavior due to job satisfaction declined from 48%
to 31%, satisfying the conditions mentioned by Baron and Kenny (1986) i.e.
organizational justice partially mediates association of job satisfaction with
organizational citizenship behavior. The outcomes of the current study go in
favor of the fourth hypothesis of the study, were found to be consistent with the
findings of another study carried out by Nandan and Azim (2015).

The statistical data of the study and retrieved findings depicted that the
relationship of job satisfaction with organizational citizenship behavior of the
banks' employees can be relatively mediated be organizational justice.
Furthermore, it is also found that job satisfaction, including its various areas
understudy, has strong and positive effects on the organizational citizenship
behavior of the employees. So, it can be concluded that the discretionary
behavior of the employees can be enhanced if the management of the firm
focuses on certain areas that can uplift the level of job satisfaction. The short-
term objectives and long-term goals of any organization can be ensured only if
it has a pool of satisfied employees. Employees will be satisfied if they have a
belief that pay, reward distributions, interactions, and procedures in the
organization they are working in, are fair and just. This will hastily develop a
strong sense of discretionary behavior in the employees and they will ensure to
bring a competitive advantage to their respective firm.

Implications

Fair remuneration, promotions based on experience and performance, sound
working environment, and the supervisors' friendly and cooperative treatment
should be the areas of focus for organizations and especially for banks to up-lift
or upgrade the satisfaction level of their employees. The resulting deliverables
will include increased voluntarily behavior of the employees. By doing so, the
benefits will be in two dimensions; organizational benefits and the employees
will consider themselves an integral part of the organization. A true sense of
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organizational citizenship behavior will reduce costs and wastages, promotes
teamwork, and will help in increasing organizational efficiency and
performance.

Limitations and Future Research Directions

The study investigated only private banks in a limited geographical region of
Malakand Division, KPK, Pakistan, which might not apply to all the
organizations in other provinces. Furthermore, only four dimensions or
measures of job satisfaction are addressed in the study. The sample size is also
small i.e. 153, in comparison with the overall population chosen for the study.
In the future, a larger sample size including both private and public sector
banks can be considered to get broader findings. Furthermore, the dimensions
can be increased from four up to nine for job satisfaction which will make
implications of the findings more effective for the banks operating in
Pakistan.
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