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Abstract: This study aims to measure and analyze the effects of organizational trust and

Article History organizational justice on Organizational Citizenship Behavior (OCB), mediated by job

iigg"’tee‘(jj{ 11*;-%3-22%22% satisfaction. To gather the data, questionnaires were distributed to all 120 civil servants
PuinZhecj' 2104 2020 at the Integrated Service Implementation Unit of Teacher Quality Development Center,

T Aceh Province, Indonesia, thus using the census technique. Based on the Structural
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Besides, job satisfaction is found to partially mediate the influence of organizational trust
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organizational trust and organizational justice.
|
- Keywords: Organizational citizenship behavior, Job satisfaction, Organizational trust,
E :l:gl Organizational justice.

Copyright @ 2020: This is an open-access article distributed under the terms of the Creative Commons Attribution license which permits unrestricted
use, distribution, and reproduction in any medium for non-commercial use (Non-Commercial or CC-BY-NC) provided the original author and source
are credited.

INTRODUCTION Fachreza et al,, 201'8). With QCBS affairs, each employee
can help each other in completing work that can be done to

The Integrated Service Implementation Unit of provide the best for the organization.

Teacher Quality Development Center, Aceh Province,
Indonesia is an institution registered by the Education Office,
which plays an important role in the delivery of public
services in the field of education in Aceh province, Indonesia.
The agency has four missions. Firstly, to realize a system of
education and training services for educators and professional
education staff based on scientific progress, Islamic character,

Previous studies found that some factors that
influence OCB include job satisfaction, organizational trust,
and organizational justice. Job satisfaction felt by employees
is related to the satisfaction or dissatisfaction of the heart at
all work done. Satisfaction possessed by employees
» g determines the great attitude of the OCB of employees. The
and .cgmpetltlven'ess. Secondl'y,. to reahz'e a sy§tem of higher the satisfaction of the employee, the higher the OCB
prowdn}g educghqq 'and tralnn}g j[hat 18 creauYe and value would be. Munyon et al., (2010), in their study on the
innovative by ppontlzmg the. application of 1nformat19n and relationship between these two variables provide empirical
technology. Thirdly, to realize structured and continuous evidence about what is in favor of differences.
professional training of educators and education personnel.
Finally, to realize the development of creativity and learning

.7 . . Noting the importance of OCB among employees
creativity to increase teacher professionalism.

in each organization, the management needs to implement
and bring up the policy of the employee. OCB can be
improved by enhancing awareness and mutual assistance in
employees related to job assistance. Assistance to coworkers,
help complete additional work beyond workload, keep away
from conflict, discuss differences and overcome those at
work and take advantage of the time that may be an OCB
(Robbins, 2016).

To realize its missions, the office needs to improve
its efforts in carrying out operational activities optimally.
However, support for performance improvement is
inseparable from the support of all existing employees. In its
application, the office hopes that employees would improve
behavior that leads to the improvement of the organizational
performance, so-called the Organizational Citizenship
Behaviour (OCB). OCB is the desire and behavior of
employees to help colleagues who get awards from the
institution but do not have a direct relationship with
employee performance (Purba and Seniati, 2010; and

Furthermore, the fulfillment of organizational
commitment to employees falls into the category of
organizational trust. To build a relationship between
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employees and their organizations can be started by building
trust between the two, which ultimately creates feelings of
attachment between employees and organizations. In the end,
organizational trust does not only increase employee
commitment to the organization, but also has an impact on
their behavior in the workplace, especially OCB (Suwandi
and Indriantoro, 1999).

Organizational justice is a sense of fairness given
by the organization to its employees where there are two
types of justice namely distributive justice and procedural
justice (Kristanto, 2015). Employees who feel organizational
justice will tend to have better work behaviors such as the
emergence of work behavior helping each other in the
workplace, volunteering to provide the best for the
organization and so on. The overall behavior is called
organizational citizenship behavior (OCB).

Relying on this background, this present study
intends to empirically explore and analyze the influence of
organizational trust and organizational justice on
organizational citizenship behaviour, mediated by job
satisfaction of the employees at the Integrated Service
Implementation Unit of Teacher Quality Development
Center, Aceh Province, Indonesia. The findings of this study
are hoped to provide a constructive recommendation for
promoting job satisfaction and OCB of the public
organization.

The rest of this study proceeds to review selected
relevant literature in Section 2, followed by providing the
empirical framework and data used in the study. Section 4
discusses the findings and their implications, and finally,
Section 5 concludes the paper.

LITERATURE REVIEW

Effect of Organizational Trust on Job Satisfaction

Trust in an organization can have an impact on
the job satisfaction of members of the organization. In
his research, Tezi (2002) proves that employee job
satisfaction can be accessed from the trust they have.
The success of an organization can increase in line with
the increase of employees' trust in their organization.
Therefore, it can be concluded that the confidence of
employees in the organization is needed for the
development of the organization (Tezi, 2002). Referring
to the description above, it is clear that job satisfaction
is the result of employee confidence in his organization.
High job satisfaction results from high trust in an
organization. Vice versa, when satisfaction decreases,
trust in the organization will also decrease.

Effect of Organizational Justice on Job Satisfaction
The perception that organizational justice is
within the authority of decision-makers, then everyone
can have a high level of satisfaction. Kristanto (2015)
said that an increase in the perception of employee
justice can be obtained through the attitude of
distributive justice and procedural justice implemented
by organizations. Several studies have proven that

procedural fairness reacts positively and significantly to
employee job satisfaction. In his study, Pareke (2012),
in his research, proved that all organizational reactions
to comments and suggestions from employees can
increase their sense of fairness in themselves which will
ultimately affect employee attitudes. The effect of OCB
is an attitude based on prejudice based on instincts and
facts. OCB attitudes and behavior can be formed and
influenced by the trust of members of the organization
(Lubis, 2010).

Fulfillment of commitment can affect
employees' trust in organizations where this trust also
reflects the organization's ability to organize its
employees. According to Suwandi and Indriantoro
(1999), building trust in employees of their
organizations is the initial stage in building a sense of
the relationship between the two, which in turn creates a
sense of belonging within the employee. In the end,
organizational trust can not only increase employee
commitment to the organization, but also have an
impact on their behavior in the workplace.

Effect of Organizational Justice on OCB

Evaluation of distribution rules on rights
according to fairness and fairness is the meaning of
distributed justice (Gilliland, 2013). It is believed that
everything related to profit or reward from an
organization must be distributed according to one's level
is the meaning of equity theory (Cowherd and Levine,
2012). The existence of equality between input from
employees and the output they get is called distributive
justice. So if the input given by employees is in
accordance with the results or outputs they receive,
there will be a sense of fairness in them (Cowherd and
Levine, 2012).

An employee will change his attitude, loyalty,
and opinion towards an organization when he gets
unfair treatment, such as the gap between the inputs
given to the organization against the output it gets
(Gilliland, 2013). The perception of organizational
justice can encourage the emergence of OCB work
behavior in employees. Conversely, inequality will
reduce or even eliminate loyal attitudes towards the
organization by showing behavior that does not benefit
the organization and even leaves the organization
(Cowherd and Levine, 2012).

Effect of Job Satisfaction on OCB

The happiness of an employee has greatly
influenced his attitude and character where this will also
affect his satisfaction with the organization (Tang and
Ibrahim, 1998). In other words, the role of
organizational psychology is to be a bridge between the
organization and members of the organization. One of
the things needed in an organization is the job
satisfaction of its members because of this satisfaction
that will result in good performance and OCB (Lavy et
al.,, 2017). Additional attitudes needed are
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organizational citizenship behavior (presence
citizenship behavior), presence, and satisfaction in life.
In his research, Iaffaldano and Bowling (2015) stated
that a long-term study was needed to assess the
relationship between job satisfaction and employee
performance.  Appreciation, self-confidence, and
pressure are also links between performance and job

Organizational
Trust
(ORGTRUST)

Organizational
Justice
(ORGJUST)

Satisfaction
(JOBSAST)

satisfaction. In the end, job satisfaction triggers life
satisfaction, performance, OCB, and attendance of
employees or members of the organization.

Based on the above delineation, this study proposed the
following research model to be estimated.

oce
Behaviour
(OCBBEHV)

Figurel. The Proposed Research Model

RESEARCH METHODS

The population of this study is all 120 civil
servants at the Integrated Service Implementation Unit
of Teacher Quality Development Center, Aceh Province,
Indonesia, thus this study using the census technique.
To gather the data, the questionnaires were distributed
to all respondents. This study examined two exogenous
variables (i.e., organizational trust and organizational
justice), one endogenous variable (i.e., OCB), and one
mediating variable [i.c., job satisfaction). In this study,
the variables are measured using the Likert scale of 1 to
5 and based on indicators proposed by previous studies.

To empirically explore the direct effects of
organizational trust and organizational justice on job
satisfaction and OCB; and the indirect effect of
organizational trust and organizational justice on OCB
via job satisfaction, the following Structural Equation
Modeling (SEM) equations are estimated:

JOBSAST= y,;ORGTRUST + y,,0RGJUST + {1 M
OCBBEHV = ,JORGTRUST + y,0RGIJUST + y:JOBSAST + (2 -
2

Where JOBSAST is the job satisfaction,
ORGTRUST is the organizational trust, ORGJUST is
the organizational justice, OCBBEHV is the
organizational citizenship behavior, v; are the estimated

loading factors for each variable and (; are the
structured error terms.

Before reporting and analyzing the findings of
SEM estimates, the tests comprising validity and
reliability will be performed first, followed by the tests
of goodness of fit indices to ensure the suitability of the
model to provide answers for the objectives of the
study.

FINDINGS AND DISCUSSION

Before reporting and analyzing the findings of
the SEM estimates, the characteristics of respondents
are firstly reported. These characteristics consist of
gender, age, marital status, and education level. As
reported in Table 1, of 120 respondents, 59 of them
(49.2%) were male, while 61 of them (50.8%) were
women. They have different age levels. 3 employees
were under 30 years old (2.5%), 40 employees (33.3%)
with ages ranged from 30 to 39 years old and 56
employees (46.7%) with ages ranging from 40 - 49
years old. Furthermore, employees with relatively old
age starting from 50 years were 20 employees (16.7%).
In view of the age level, most employees were married
(113 employees or 94.20%). The remaining 7
employees (5.80%) were single, and none of them was a
widow/widower.

© East African Scholars Publisher, Kenya

391



Hamdi Harmen et al., East African Scholars J Econ Bus Manag; Vol-3, Iss- 4 (Apr, 2020): 389-395

Tablel. Characteristics of Respondents

No. Item Frequency Percentage
Gender:

1. Male 59 49.20
Female 61 50.80
Age:
20 — 29 years old 3 2.50

2. 30 — 39 years old 40 33.30
40 — 49 years old 57 47.50
50 — 59 years old 20 16.70
Marital Status:

3 Single 5.80

' Married 113 94.20

Widow/Widower 0 0.00
Education Level:
Senior high school 3 2.50

4. Diploma degree 8 6.70
Bachelor degree 102 85.00
Master degree 7 5.80

The final characteristic of respondents is the
level of education. As shown in Table 1, the employees
with the latest senior high school education level were 3
people (2.5%), employees with Diploma degree were 8
people (6.7%), employees with Bachelor degree was
102 people (85%), 7 people (5.8%) employees with
Master degree.

Before we estimate the proposed SEM

equations to investigate the interrelationships between
factors, validity and reliability tests were performed
first to determine the precision and consistency of the
indicators that measure the variables. The study found
that all indicators were valid and reliable, indicated by
the critical value of the product-moment correlation and
the values of Cronbach Alpha of greater than 0.50
(Malhotra et al.,, 2006).

Table2. The goodness of Fit Indices

Indices Finding Cut-off-value Remark
x* Chi-square 169.676 3xpected to be small ~ Best fit
Probability > 0.05 0.364 Best fit
CMIN/DF < 2.00 1.035 Best fit
RMSEA < 0.08 0.017 Best fit
AGFI > 0.90 0917 Best fit
TLI > 0.95 0.995 Best fit
CFI > 0.95 0.996 Best fit

Furthermore, to ensure the goodness of the
proposed model, the study tested the goodness of fit
indices of the estimated SEM. As shown in Table 2, the
study found that all the goodness of fit indices
comprising X*-Chi-Square Statistics, Root Mean Square
Error of Approximation (RMSEA), Goodness of Fit
Index (GFI), Augmented Goodness of Fit Index (AGFI),
Tucker-Lewis Index (TLI), and Comparative Fit Index
(CFI) were a better fit. The estimated value of the
goodness of fit indices was above the cut-off value,
indicating that the overall estimated SEM models better
fit to provide the answer for the objectives of the study.

The Direct Effect of Organizational Trust and
Justice on Job Satisfaction and OCB Behaviour
Table 3 reports the findings of the direct effect
of organizational trust and justice on job satisfaction
and OCB. As illustrated in Table 3, the organizational
trust and organizational justice are found to have a
significant positive effect on job satisfaction with the
estimated coefficient of 0.293 and 0.210 at the 1% and
5% levels of significance, respectively. This shows that
increases in one unit in the organizational trust and
organizational justice have contributed to an
improvement in job satisfaction by 0.293 and 0.210
units on the Likert scale, respectively. This further
indicates the importance of organizational trust and
organizational justice to  job satisfaction.
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Tabel3. Findings of the Direct Effect of Organizational Trust and Justice on Job Satisfaction and OCB

Behaviour
Interactions of variables Estimate Critical ratio P-value
JOBSAST <--- ORGTRUST  0.293™ 3.992 0.000
JOBSAST <---  ORGJUST 0.210" 1.987 0.022
OCBBEHV  <--- JOBSAST 0.375"" 5.163 0.000
OCBBEHV < ORGJUST 0.273™ 4.009 0.001
OCBBEHV  <--- ORGTRUST  0.370™ 4.250 0.000

Note:  indicates significance at the 1% level.

The employees who trusted the organization
due to the organizational justice would be confident that
in all activities, the organization would do the best in
favour of employees that, in turn, increased job
satisfaction. Employees who feel that organizational
policy and regulation that is fair and just to their official
duties and it is mandated for the organization to
implement it as well as it has been the right of
employees to be treated fairly and justly would cause
their job satisfaction increase.

Table 3 reports also show the direct significant
effect of organizational trust, organizational justice, and
job satisfaction on OCB at the 1% level of significance.
As illustrated in Table 3, the organizational trust,
organizational justice, and job satisfaction are found to
have a significant positive effect on OCB with the
estimated coefficient of 0.370, 0.273, and 0.375,
respectively. This shows that increases in one unit in the
organizational trust, organizational justice, and job
satisfaction have contributed to an improvement in
OCB by 0.370, 0.273, and 0.375 units on the Likert
scale on the Likert scale.

This further implies the importance of these
variables to the improvement of OCB. Employees that
view and enjoy organizational justice would trust more
their organization that leads to increase job satisfaction
and finally enhance their OCB. These findings show the
importance of human resource management to provide
policies and regulations that are fair and are trusted by

JOBSAST

[0.293;
0.000]

ORGTRUST

Figurela. Effect of Organizational Trust on OCB via

Job Satisfaction

Furthermore, the job satisfaction is also found
to have a significant positive mediated effect of
organizational justice on OCB with the estimated

their employees to promote their job satisfaction. When
the office is believed to provide more benefits to the
employees, thus it caused employees to work harder for
realizing the mission of the organization. Employees
feel that they are an important part of the organization.

Our findings in line with previous studies, such
as Rezaiean et al, (2010), Ismail (2015), Jafari and
Bidarian (2012), Safitri et al., (2012), Dolan et al.,
(2005), Wong et al, (2006), Singh and Srivastava
(2016), Zeinabadi and Salehi (2011), and Sjahruddin
and Sudiro (2013). Overall, these studies documented
the importance of organizational justice and
organizational trust as a predictor of job satisfaction and
OCB.

The Indirect Effect of Organizational Trust and
Justice on OCB Behaviour via Job Satisfaction

Figure 1 illustrates the indirect effects of
organizational trust and organizational justice on OCB
via job satisfaction using the Sobel test bases on the
Baron and Keney's (1986) framework. As illustrated by
Figure 1a, job satisfaction is found to have a significant
positive mediated effect of organizational trust on OCB
with the estimated coefficient of 0.370 at the 1% level
of significance. This finding implies that to enhance
OCB, the focus should be given on improving job
satisfaction based on promoting organizational trust. In
other words, the enhancement of organizational trust
would increase job satisfaction, and finally could the
employees’ OCB to also improve.

JOBSAST

ORGIUST

OCBBEHV

Figurelb. Effect of Organizational Justice on OCB
via Job Satisfaction

coefficient of 0.276 at the 1% level of significance, as
illustrated by Figure 1b. This finding implies that to
enhance OCB, the focus should be given on improving
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job satisfaction based on enhancing organizational
justice. In other words, the enhancement of
organizational justice would increase job satisfaction
and finally could improve the employees' OCB.

Since the direct effects of organizational trust
and organizational justice are found to be significant
and the indirect effects of organizational trust and
organizational justice are also found to be significant
via the employees’ job satisfaction, thus the variable of
job satisfaction is found to act at the partially mediated
variable. These findings show that any efforts aimed to
promote the OCB of employees within the organization;
it should be focused on improving employees’ job
satisfaction through the enhancements of organizational
trust and organizational justice.

CONCLUSION

This measured and analyzed the effects of
organizational trust and organizational justice on
Organizational Citizenship Behavior (OCB), mediated
by job satisfaction. To gather the data, questionnaires
were distributed to all 120 civil servants at the
Integrated Service Implementation Unit of Teacher
Quality Development Center, Aceh Province, Indonesia.
Using the Structural Equation Modeling (SEM)
technique, the study found that organizational trust and
organization justice has a positive significant effect on
job satisfaction and OCB. In addition, job satisfaction is
found to partially mediate the influence of
organizational trust and organizational justice on the
OCB of the employees. These findings show that any
efforts aimed to promote the OCB of employees within
the organization; it should be focused on improving
employees’ job satisfaction through the enhancements
of organizational trust and organizational justice.

The study proposes the specific
recommendation to the Head of the Aceh Education
Office to further OCB employees by improving the
quality of service and training of teachers and education
personnel to meet the educational needs in Aceh. Head
of the Aceh Education Office should also increase job
satisfaction by paying more attention to outstanding
employees, acceptance of recognition of employee
success in working, and the existence of good
communication relationships between employees in the
work environment in the government. The
communication is not only communication between
employees and superiors, but also communication
between fellow employees and subordinates. The
employee trust in the institution should be increased.
Concrete steps that need to be taken to increase
credibility can be done by promoting honesty in
supporting employees, supporting to have good
consideration in discussing everything related to
employees. Finally, efforts to improve judicial
performance should be done on the basis of no
discrimination in assisting employees who break the
rules, and providing the same opportunity to every

employee in terms of career development.

Further studies on this topic could provide
better and comprehensive empirical findings by
considering more variables into the model of
estimation. These factors could cover both internal and
external factors affecting satisfaction and revisit the
intention of tourists. Finally, covering a broader area of
study into the analysis would also enrich the existing
empirical evidence.
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