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Abstract
This study examines the impact of organizational justice on organizational citizenship

behavior (OCB) through the mediating role of organizational commitment. The participants were
135 employees from the Kudus Regency Culture and Tourism Office (Disbudpar Kudus). Data was
collected using a Likert scale questionnaire, and convenience sampling was employed to select 65
respondents based on the Slovin formula. The data was analyzed using Structural Equation
Modeling (SEM) with SmartPLS 3.3. The findings reveal that in the context of the local
government, organizational justice indirectly influences OCB through organizational commitment.
Additionally, a direct relationship between organizational justice and OCB was observed. To
enhance future research, it is suggested to include participants with longer service tenure, involve
multiple agencies for broader generalization, and incorporate additional variables like
organizational satisfaction and trust in leadership when investigating OCB.

Keywords: Organizational Citizenship Behavior, Organizational Justice, Organizational
Commitment

Abstrak
Penelitian ini bertujuan untuk menambah bukti empiris mengenai pengaruh keadilan

organisasi terhadap perilaku kewarganegaraan organisasi melalui komitmen organisasi. Populasi
dalam penelitian ini adalah 135 karyawan Dinas Kebudayaan dan Pariwisata Kabupaten Kudus
(Disbudpar Kudus). Metode pengumpulan data menggunakan kuesioner yang diukur dengan skala
Likert. Teknik pengambilan sampel menggunakan convenience sampling. Sampel ditentukan
sebanyak 65 responden berdasarkan formula Slovin. Teknik analisis data menggunakan SEM
dengan bantuan SmartPLS 3.3. Hasil penelitian ini menunjukkan bahwa organisasi publik dalam
konteks pemerintah setempat di Disbudpar Kudus menemukan adanya pengaruh tidak langsung
dari keadilan organisasi terhadap perilaku kewarganegaraan organisasi yang dimediasi oleh
komitmen organisasi. Juga ditemukan adanya pengaruh langsung dari keadilan organisasi
terhadap perilaku kewarganegaraan organisasi. Saran dari penelitian ini adalah penelitian di
masa depan sebaiknya memilih objek dengan masa kerja yang lebih lama, melibatkan objek dari
beberapa lembaga agar hasil penelitian dapat digeneralisasi secara lebih luas, dan menggunakan
variabel-variabel yang berbeda untuk pengembangan penelitian mengenai perilaku
kewarganegaraan organisasi seperti kepuasan organisasi dan kepercayaan pada pimpinan.

Kata Kunci: Perilaku Kewarganegaraan Organisasi, Keadilan Organisasi, Komitmen
Organisasi
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Human resources are one of the positive elements for an organization to face
challenges in the work environment which can improve organizational performance (Sari
& Wahyuni, 2019). An organization can run well if there is a good human resource role
in it. Human resources are an asset in an organization that has the function of maintaining
and developing the quality of the organization to make it better.

The success of an organization is strongly influenced by individual performance
within it, and every organization will always try to improve employee performance
results to achieve its goals (Kataria et al., 2019). Erdianza et al. (2020) stated that every
employee in an organization who is trying to achieve optimal work results will make a
positive contribution to the success of the organization.

Kataria et al. (2019) stated that quality human resources are one of the important
aspects in an organization that can provide encouragement to achieve goals with high
effectiveness. One of the things that supports organizations to be more effective is
organizational citizenship behavior (OCB).

Ariasti and Wulansari (2017) stated that organizational citizenship behavior is free
and voluntary because this behavior is not contained in the job description demands on
the contract with the organization, but is a personal choice of each. Organizational
citizenship behavior can be in the form of contributions by employees to exceed the
demands of roles in the workplace. Organizational citizenship behavior can also involve
several behaviors such as helping others, volunteering for extra tasks, complying with
workplace rules and procedures. Many organizations want to have employees who apply
organizational citizenship behavior, this also applies to public organizations, especially in
the context of local government.

Based on a literature review, there are factors that can influence organizational
citizenship behavior, one of which is employee perceptions of justice in the workplace or
more popularly known as organizational justice which is known as one of the crucial
variables in influencing organizational citizenship behavior (Gan & Yusof, 2018).
Employee perceptions about whether or not an organization treats employees fairly will
influence employee behavior in the future, so it is important for an organization to treat
all employees fairly. This description is in accordance with previous research literature
which consistently shows that perceptions of the level of fairness in organizations are one
of the main factors influencing the attitudes and behavior of employees in organizations
(Jehanzeb & Mohanty, 2019).

Employees consider an unfair decision-making process in an organization to have
an impact on employee contributions to organizational citizenship behavior (Lim &
Loosemore, 2017). Jehanzeb and Mohanty (2019) revealed, when employees feel treated
unfairly by the organization, employees will assume that social exchanges have been
violated. If the employee feels the sacrifice to survive is greater than the benefits, then
slowly the employee will withdraw from the relationship. Decreased performance,
increased absenteeism percentage, decreased affective commitment, and decreased
organizational citizenship behavior are examples of employee withdrawal due to unfair
treatment by the organization. Conversely, when organizations treat employees fairly,
employees tend to show organizational citizenship behavior (Gan & Yusof, 2018). This
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shows that a fair work environment has a positive influence on increasing organizational
citizenship behavior.

Harumi and Riana's (2019) research on 40 employees of the Princess Keisha Hotel
in Denpasar and Nanang et al. (2021) on 205 nurses at the Tuban General Hospital in
Indonesia, found that organizational justice has a positive and significant effect on
organizational citizenship behavior. The results of this study are in line with the
perspective of social exchange theory (SET), which states that when employees are
treated well, one of which is through organizational justice, then they will be motivated to
repay this treatment by carrying out organizational citizenship behavior (Tripathi &
Ghosh, 2018). However, different results were found by Jehanzeb and Mohanty (2019)
for bank employees in Pakistan and Obedgiu et al. (2020) on civil servants in Uganda.
The results of this study indicate a positive and insignificant relationship with the
influence of organizational justice on organizational citizenship behavior.

Based on previous studies that have been described, it can be seen that there are
still inconsistencies in research results regarding the relationship between organizational
justice and organizational citizenship behavior. Therefore, the authors suspect that there
is a need for a mediating variable in the relationship between organizational justice and
organizational citizenship behavior. The effect of organizational justice on organizational
citizenship behavior can be mediated by organizational commitment (Zayed et al., 2021).
Laela (2019) revealed that high organizational commitment is one of the most important
factors in shaping organizational citizenship behavior among employees. Saputra and
Riana (2021) found that organizational commitment is an attitude that shows employee
loyalty in the process of continuing their work, organizational members pay attention to
the success and sustainable progress of the organization. McBey et al. (2017) explained
that organizational commitment describes a situation in which an individual identifies
with an organization and its goals accompanied by a desire to maintain membership in
order to achieve these goals.

Organizations cannot achieve success without organizational commitment from
employees, this is because organizational commitment can affect individual behavior
(Zayed et al., 2021). Koirala and Charoensukmongkol (2020) argue that employees who
are committed are willing to continue to contribute and work with the organization, and
have loyalty and attachment to the organization. Employees who show organizational
commitment will have high performance, excellent attendance, and perform
organizational citizenship behavior (Zayas-ortiz et al., 2015). From this statement it can
be seen that in order to improve organizational citizenship behavior, it is necessary to feel
the employee's attachment to the organization which is manifested in the organizational
commitment variable. Therefore, the organizational commitment variable is considered a
good mediating variable on the influence of organizational justice on organizational
citizenship behavior.

Based on social exchange theory (SET), employees who see fair treatment in an
organization will try to develop an attitude of organizational commitment to the
organization (Zayed et al., 2021). Research by Mahmoudi et al. (2017) on bank
employees in Pakistan and Zayed et al. (2021) on non-managerial ministry employees in
Kuwait, supporting this theory with the finding that organizational justice has a positive
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and significant effect on organizational commitment. In contrast to the results of research
by Ariasti and Wulansari (2017) on elementary school teachers in East Semarang, who
found that organizational justice had a positive and insignificant relationship to
organizational commitment. Social exchange theory (SET) also suggests that when
employees feel fairly treated in an organization, they feel happier and more emotionally
attached to the organization. As a result, they can show more helpful, polite, avoid
complaining, and responsible behaviors that can benefit the organization (Zayed et al.,
2021). This description is supported by research conducted by Jehanzeb and Mohanty
(2019) on bank employees in Pakistan and Obedgiu et al. (2020) on civil servants in
Uganda who found that organizational commitment has a positive and significant
relationship to organizational citizenship behavior. However, the results of Sambung's
(2014) research on civil servants at the University of Palangka Raya found different
results, namely that there was a positive and insignificant relationship between
organizational commitment and organizational citizenship behavior.

Based on social exchange theory (SET), when employees realize that the
organization is fair, this will increase organizational commitment which can then support
and strengthen employee organizational citizenship behavior (Zayed et al., 2021). Pan et
al., (2018) concluded that the direct effect of organizational justice on employee
organizational citizenship behavior is smaller than the indirect effect. This statement is in
line with research conducted by Kharismasyah and Bagis (2019) on bank employees in
Kebumen and Zayed et al. (2021) on non-managerial ministry employees in Kuwait, who
found that organizational commitment was able to mediate the relationship between
organizational justice and organizational citizenship behavior in a positive and significant
way. However, Sanhaji et al. (2016) found that organizational commitment had a
negative and insignificant effect on the relationship between organizational justice and
organizational citizenship behavior. This research was conducted on employees of PT.
Pos Indonesia.

Hypothesis Development
Organizational justice is the employee's perception that there is fair treatment

received by individuals in the organization, which then creates a reaction or behavior in
acting within the organization. Someone who gets fair treatment by their organization
will show beneficial behavior as a reaction to what they feel in the organization.
Kharismasyah and Bagis (2019) revealed that employee organizational citizenship
behavior will increase if they are treated fairly in the organization and the leadership has
a good relationship with them. Thus, employees who get the distribution of justice either
from the organization or the leader's treatment, they will tend to be involved in mutually
beneficial social relations.

Garg et al. (2013) describe organizational justice as employee responses that can
lead to beneficial actions that result in organizational citizenship behavior. When
employees feel that they have been treated unfairly, the level of organizational citizenship
behavior will be affected which then leads to a decrease in organizational effectiveness
and threatens the survival of the organization (Alzayed et al., 2017). Conversely, if the
employee feels that he is being treated fairly, he will show superior and better
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performance. Thus, organizations that focus on justice can be used to predict
organizational citizenship behavior. Employees will personally evaluate the
organizational decisions they feel, bearing in mind that organizational citizenship
behavior is an activity outside of formal duties, organizational justice will greatly affect
this. A number of studies have shown that organizational justice has a positive effect on
organizational citizenship behavior (Zayed et al., 2021; Kharismasyah & Bagis, 2019;
Mahmodi et al., 2016; Alzayed et al., 2017).

H1: Organizational justice has a positive and significant effect on organizational
citizenship behavior.

Perceptions of fairness affect the psychological perception of the organization by
its members, and thus serve as a critical mechanism for the formation of members' work
attitudes (Tziner et al., 2015). Fairness strengthens the involvement of individuals in their
tasks and organizations, in accordance with the explanation of organizational
commitment, which is a psychological state that describes the relationship between
employees and their organizations and reduces the possibility that employees will leave
the organization (Allen & Meyer, 1990). Therefore, by obtaining organizational justice by
employees, it will shape their psychological perception to be involved in the organization
by forming organizational commitment and maintaining membership. Fatima et al. (2012)
in his study explained that fair behavior towards employees by organizations leads to
higher commitment to the organization and organizational citizenship behavior.
Furthermore, it is more likely that people who perceive injustice will leave the
organization or show a low level of organizational commitment, they may even begin to
behave in abnormal ways such as taking revenge. That is, organizational justice plays an
important role in improving employee organizational commitment.

A number of studies have shown that organizational justice has a positive effect on
organizational commitment, for example Mohammad et al. (2016) explained that
procedural justice and interactional justice affect organizational commitment through
employee perceptions of the dimensions of distributive justice. Veress and Gavreliuc
(2018) tested the dimensions of organizational justice (distributive justice, informational
justice, and procedural justice) that directly or indirectly affect all dimensions of
organizational commitment (continuance commitment, normative commitment, and
affective commitment).

H2: Organizational justice has a positive and significant effect on organizational
commitment.

Bakhshi (2011) explains that organizational commitment is the willingness of an
employee to try to achieve organizational goals, acceptance of goals, and main values
with the desire to maintain organizational membership. Employees who have high
organizational commitment will voluntarily do work to achieve organizational goals. This
is because employees who have a high commitment to an organization will be loyal to
their organization, so that it will encourage behavior that benefits the organization and
involve themselves in voluntary actions such as organizational citizenship behavior.
Organizational commitment is also known to have an influence on organizational
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behavior, especially in improving employee performance, extra-role, morale, and job
satisfaction (Mayer & Schoorman, 1998). The positive impact of organizational
commitment is an increase in higher performance, this will then result in organizational
citizenship behavior as a form of their commitment to the organization. However, on the
contrary if employees have low organizational commitment then they will perform lower
which then increases absenteeism. Thus, organizational commitment influences
individual behavior, because commitment indicates an individual's sense of identity and
dependence on the organization.

Chang et al. (2011) in his research explained that organizational commitment
focuses on emotional attachment. That is, employees who are emotionally attached to
their organization tend to contribute more, and produce performance that is beneficial to
the continuity of the organization. Employees evaluate the organization's ability to keep
up with their participation and the efforts they put forth on an ongoing basis. Employees
who evaluate positively will increase their interest and motivation to participate in the
organization. Organizational commitment will further foster organizational citizenship
behavior among employees. A number of studies have shown that organizational
commitment has a positive effect on organizational citizenship behavior (Bakan et al.,
2011; Zayed et al., 2021; Tan et al., 2019). Zayed et al. (2021) revealed that all
dimensions of organizational commitment (affective commitment, normative
commitment, and continuance commitment) have a significant impact on organizational
citizenship behavior.

H3: Organizational commitment has a positive and significant effect on
organizational citizenship behavior.

Organizational justice basically assesses the extent to which individuals are treated
fairly and fairly within their organizations. The perception that arises will lead to results
in the form of employee commitment to their organization. This is because employees
who are treated fairly will build trust within themselves which will then improve their
relationship with their superiors and encourage them to carry out organizational
citizenship behavior (Kharismasyah & Bagis, 2019). This means that organizational
justice felt by employees will affect their actions in the organization. Zayed et al. (2021)
revealed that employees tend to form perceptions about how the organization treats them
fairly, then employees will respond with behavior based on their perceptions of the
organization which has an impact on commitment and satisfaction. The commitment will
identify their involvement in the organization as a guide for their actions.

Emotionally attached employees will focus on doing the morally right thing to do
their duty to the organization. The employee's emotional bond which is an organizational
commitment will then motivate employees to behave outside of their job description,
namely organizational citizenship behavior. Zayed et al. (2021) in their observations
revealed that organizational justice when mediated by organizational commitment tends
to increase organizational citizenship behavior. This means that the perception of justice
felt by employees will shape employee attachment to their organization which then
motivates them to engage in organizational citizenship behavior.
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H4: Organizational justice has a positive and significant effect on organizational
citizenship behavior through organizational commitment as a mediating variable.

Figure 1. Research Model

2. Method

This study uses a quantitative approach to examine the direct and indirect effects of
organizational justice, organizational commitment, and organizational citizenship
behavior variables. The design used in this research is descriptive method. The data
analysis method in this study is the outer model and inner model analysis using the
SmartPLS version 3.3 analysis tool.

The population of this study were 135 employees of the Kudus Regency Culture
and Tourism Office (Disbudpar Kudus). This study used the Slovin formula and obtained
the results of 57 respondents.sampling technique uses a convenience sampling technique,
which is a sampling technique by collecting market research data from the available set of
respondents (Sugiyono, 2015). Data collection techniques through questionnaires or
questionnaires. The scale used in preparing the questionnaire is the Likert Scale. But in
distributing the questionnaires, the number of questionnaires returned to the researchers
was 65 out of 80 copies. The number of questionnaires that did not return was 15
questionnaires.

The variable in this study, namely, organizational justice (X) includes three
indicators (distributive justice, procedural justice, and interactional justice).
Organizational commitment (M) with three indicators (affective commitment,
continuance commitment and normative commitment). Organizational citizenship
behavior with five indicators (altruism, courtesy, conscientiousness, sportsmanship, and
civic virtue).

3. Result and Discussion

Characteristics of Respondents
Characteristics of respondents based on age dominated the 26-30 year old category

by 40%. The characteristics of respondents based on gender were dominated by men by
55%. Respondents' characteristics based on length of service were dominated by the
category of 1-5 years of service (55%). Respondent characteristics based on last
education were dominated by senior high school (SMA/SMK) by 48%.
Outer
Convergent Validity Test
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Convergent validity is measured using the loading factor value or the average
variance extracted (AVE) value. If the loading factor of the statement item is > 0,7, the
statement item is declared valid (Chin, 1995). If the loading factor on the statement item
is < 0,7, then the statement item should be removed or replaced with another statement
item, because it has low convergent validity. Table 1. The following shows the value of
the loading factor.

Table 1. Convergent Validity Test with Loading Factor
No Variabel Indicator Loading Factor Statement

1 X

X1
X7
X13
X14
X16
X18

0,769
0,785
0,817
0,864
0,823
0,893

Valid
Valid
Valid
Valid
Valid
Valid

2

M

M2
M7
M8
M9

0,801
0,866
0,851
0,838

Valid
Valid
Valid
Valid

3
Y

Y2
Y4
Y5
Y6

0,810
0,894
0,765
0,709

Valid
Valid
Valid
Valid

Discriminant Validity Test
Discriminant validity needs to be tested at the level of an indicator called cross

loading, the outer loading of an indicator for a construct must be greater than the outer
loading for other constructs in order to meet the discriminant validity requirements
(Santosa, 2018).

Table 2. Discriminant Validity Test with Cross Loading
X M Y Statement

X1 0,769 0,463 0,471 Valid

X7 0,785 0,501 0,576 Valid

X13
X14
X16
X18
M2
M7
M8
M9
Y2
Y4
Y5

0,817
0,864
0,823
0,893
0,617
0,623
0,455
0,496
0,606
0,683
0,453

0,576
0,626
0,498
0,587
0,801
0,866
0,851
0,838
0,546
0,674
0,357

0,626
0,613
0,599
0,577
0,549
0,554
0,490
0,556
0,810
0,894
0,765

Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid
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Y6 0,439 0,394 0,709 Valid

In addition to the loading factor, convergent validity and discriminant validity can
also be determined based on the AVE value. The square root of AVE must be greater
than the correlation between constructs and other constructs in the research model. Table
3. presents the square root of AVE.

Table 3. Square Root of AVE
No Construct AVE SR AVE

1 X 0,683 0,826

2 M 0,705 0,840

3 Y 0,636 0,797

Reliability Test
Reliability test was tested using two methods, namely the cronbach's alpha method

and the composite reliability method. The requirement to be said to be reliable is that the
cronbach's alpha must be > 0,7 and the composite reliability must be > 0,7 (Ghozali,
2014). Table 4. presents the value of Cronbach's alpha and composite reliability.

Table 4. Cronbach’s Alpha (CA) and Composite Reliability (CR)
Variable CA CR Statement

X 0,906 0,928 Reliable

M 0,861 0,905 Reliable

Y 0,812 0,874 Reliable

Based on Table 4. it is known that the value of cronbach's alpha and composite
reliability for all variables has a value of > 0,7. It can be concluded that the instruments
used in this study are consistent and accurate for measuring a construct or in other words
have good reliability.
Structural Model (Inner Model)

The coefficient of determination is one of the measurements most often used to
evaluate the structural model (inner model). This value indicates the predictive power of
the path model and is an indication of how well the model matches the data obtained
(Santosa, 2018). The coefficient of determination (R-Square) is 0,19-0,33 (weak), 0,34-
0,67 (moderate), and > 0,68 (strong). The way to find out the value of the coefficient of
determination is the value of R-Square (R²) multiplied by 100%. Table 5. presents the
results of the R-Square.

Table 5. R-Square Test Result
Variable R-Square

Organizational Commitment 0,436

Organizational Citizenship Behavior 0,550
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Table 5. shows that the R-Square (R²) when multiplied by 100%, the coefficient of
determination for organizational commitment is 43.6% and organizational citizenship
behavior is 55%. From these results, the value of the coefficient of determination can be
interpreted that 55% of the variation in the value of organizational citizenship behavior
can be explained by organizational justice and organizational commitment, while the
remaining 45% is explained by other variables outside the analysis model. Furthermore,
43,6% of the variation in the value of organizational commitment can be explained by
organizational justice, while the remaining 56,4% is explained by other variables outside
the analysis model of this study.

Hypothesis Testing
Original sample values   and t-statistics were used to evaluate direct effect tests.

Testing the indirect effect (mediation) in this study was evaluated based on the original
sample and the t-statistic on the total indirect effect. The original sample is used to see the
direction of positive or negative influence as well as the magnitude of the influence of the
independent variables on the dependent variable and the estimated value which describes
the relationship between latent variables using the bootstrapping (Ghozali, 2014). The
measurement item is said to be significant if the t-statistic is greater than 1,669 (one-
tailed) with a significance level of 5%.

Figure 2. Structural Model
Direct Effect

Table 6. Path Coefficients Results
Original Sample

(O)
T Statistic
(| O/STD |)

P Values Statement

X-M 0,660 10,494 0,000 Positive &
Significant

X-Y 0,492 3,453 0,000 Positive &
Significant

M-Y 0,318 2,085 0,019 Positive &
Signivicant

In the first hypothesis testing whether organizational justice positively influences
organizational citizenship behavior, these results indicate that the original sample of
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organizational justice is 0,660 and the t-statistic is 10,494 greater than 1,669 then the p-
value is 0,000 < 0,05. From these results, it shows that there is a significant effect
because the p-value is smaller than 0,05. Thus, H1 is supported that organizational
justice has a positive effect on organizational citizenship behavior.

In the second hypothesis testing whether organizational justice has a positive effect
on organizational commitment, these results indicate that the original sample of
organizational justice is 0,492 and the t-statistic of 3,453 is greater than 1,669 then the p-
value is 0,000 < 0,05. From these results, it shows that there is a significant effect
because the p-value is smaller than 0,05. Thus, H2 is supported that organizational
justice has a positive effect on organizational commitment.

In the third hypothesis testing whether organizational commitment has a positive
effect on organizational citizenship behavior, these results indicate that the original
sample job satisfaction is 0,318 and the t-statistic of 2,085 is greater than 1,669 then the
p-value is 0,019 < 0,05. From these results, it shows that there is a significant effect
because the p-value is smaller than 0,05. Thus, H3 is supported that organizational
commitment has a positive effect on organizational citizenship behavior.
Indirect Effect

Table 6. Path Coefficients Results
Original Sample

(O)
T Statistic
(| O/STD |)

P Values Statement

X-M-Y 0,210 1,990 0,024 Positive &
Significant

In the fourth hypothesis this study examines whether organizational commitment
can mediate the relationship between organizational justice on organizational citizenship
behavior. These results indicate the value of the original sample of organizational
commitment 0,210 and the t-statistic value is 1,990, this value is greater than 1,669 with a
p-value of 0,024 < 0,05. Thus H4 is supported that organizational commitment is able to
mediate the influence of organizational justice on organizational citizenship behavior.

4. Conclusion and Recomendation

The conclusions from the results of the study proved that organizational justice has a
positive and significant influence on the organizational citizenship behavior of the
Kudus Disbudpar employees. This means that organizational justice can significantly
influence organizational citizenship behavior. Organizational justice has a positive and
significant influence on the organizational commitment of the Kudus Disbudpar
employees. This means that organizational justice can affect organizational commitment
significantly. Organizational commitment has a positive and significant influence on the
organizational citizenship behavior of the Kudus Disbudpar employees. This means that
organizational commitment can influence organizational citizenship behavior
significantly. Organizational commitment able to mediate the effect of organizational
justice on the organizational citizenship behavior of the Kudus Disbudpar employees.
This means that the organizational commitment of employees can increase the influence
of organizational justice on organizational citizenship behavior.

The practical implications of this research are given to the leadership of the Kudus
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Disbudpar to improve organizational citizenship behavior. This suggestion is more aimed
at human resource governance, especially for contract employees who dominate the
sample of this study. Furthermore, suggestions are prepared based on seven question
items that have an index value on a moderate scale. The leadership of the Kudus
Disbudpar should clarify the characteristics of the tasks, especially in terms of time so
that employees can carry out the assigned tasks more efficiently. The leadership of the
Kudus Disbudpar should provide more appropriate frequency feedback form of
suggestions, input, or material awards so that employees feel they are being treated fairly.
The leadership of the Kudus Disbudpar should involve subordinates and provide a more
detailed explanation of each decision that directly affects subordinates, with detailed
explanations it is hoped that subordinates can implicitly interpret the purpose of giving a
task, this is able to increase subordinates' trust in leaders which has an impact on
increasing employee perceptions of organizational justice. The leadership of the Kudus
Disbudpar should pay more attention to the interests and interests of employees in
carrying out their work for agencies, this can provide opportunities for employees to
develop themselves, the higher the employee's contribution to the agency, the
organizational commitment will be formed by itself. The leadership of the Kudus
Disbudpar should further build positive values   within the organization such as
carrying out social activities together, praying together before carrying out activities,
organizing joint sports activities, and so on. Building a sense of togetherness will create a
sense of community so that work in an organization is not just a formality.

The theoretical implications of this research should be that future research can
choose objects with a longer service life so that generalizations are broader. The scope
used in this research only covers one institution whose scope is less broad, so that the
research results cannot be generalized to a wider object. Future research should use
objects in several agencies so that research results can be generalized more broadly. This
research is limited to conducting research on organizational justice, organizational
commitment, and organizational citizenship behavior. Therefore, future research can use
different variables to develop research on organizational citizenship behavior such as
organizational satisfaction and trust in leaders (Podsakoff et al., 2000).
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