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Abstract

Procedural justice, distributive justice, job satisfaction and organizasional commitmen has proven influence
the incidence of extra-role behavior in a public organization. This research presents the correlation of
procedural justice, distributive justice, job satisfacion, and organization’s commitment to organizational
citizenship behavior variables. The population in this research directly sampled with a total 71 peoples
ranging from leaders to the staff level within the Region Secretary of Pariaman. The research method is
quantitative with data collection through questionnaire. Furthermore, the data obtained were processed using
SPSS version 17. From the analysis, we can conclude that there are positive and significant effects of
procedural justice and organizational commitment on organizational citizenship behavior on Regional
Secretariat of Pariaman. The results showed that the independent variables of the political perception of
59,7%, the balance of 40,3% determined by other variables that not studied. Suggestions that writers can
conveys, in order to enhance distributive justice, procedural justice, job satisfaction and organizational
commitment can be acquired through commitment, consistency, intense communication, discussion, work
culture, performance and reward; and it also necessary to develop and increase self-employees through
formal education, technical training, structural and functional, seminars, discussions, lectures, and
procurement of books relating to the implementation of tasks in order to achieve its objectives effectively
and efficiently.

Keywords: Procedural justice; Distributive justice; Job satisfaction; Organizational commitment;
Organizational citizenship behavior.

1. Introduction

Human resources (HR) are the most important factor in achieving success. Human resources in
Indonesia generally are still considered have low quality, especially those who working in
Goverment Agencies. The number of indisciplinary cases that occurred in government agencies is
evidence of poor quality of human resources in Indonesia, especially on the issue of mentality and
work culture. The indisciplinary action will give an impact on the organization, where it might
decrease the organization performance. This current era of globalization demands high
organizational performance in order to be able to survive in the midst of a very tight competition
between organizations. Its need to make any changes in Internal of the organization in order to
compensate to the external changes that occours. The willingness of employees to participate in
the organization usually depending on the goals that they want to achieves by joining the
organization. Employee contributions to the organization will be higher if the organization can
provide the wishes of the employees. The willingness of employees to contribute to the workplace
is strongly influenced by the organization's ability to meet the goal of employee expectations.
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Organizational Citizenship behavior (OCB) is a term that is used to identify the behavior of the
employee so that he can be called as a "good member" [32]. This behavior tends to see employees
as social beings that are not selfish. This behavior may appear as a member of the organization is
satisfied if they can do something more for the organization. Members that feel satisfied when
doing more contribution for the organization only occur if employees have a positive perception to
the organization. OCB In other words is the behavior of employees who voluntarily carry out or
assist a job outside of their main tasks. Practically, OCB is important to improve the efficiency,
effectiveness, and creativity of the organization through its contribution in the transformation of
resources, innovation, and adaptability [36]. Some examples of the importance of OCB in an
organization include: the emergence of measures aimed to protecting the organization and its
assets; the emergence of constructive suggestions aimed to the improvement of the organization;
the appearance of willingness to make informal personal training which will increase the
additional responsibility, the creation of a good climate within the organization and with the
environment surrounding the organization and also the emergence of activities of mutual
assistance [6]. The OCB appears on the organization caused by the influence of the variables of
procedural justice, distributive justice, job satisfaction and organizational commitment. From
these variables can be seen clearly, concisely and precisely some influence OCB in Organization,
so that the variables that become the formation of OCB can be known comprehensively and can do
further research. Procedural justice is a justice that is capable evidenced by officials in the
implementation of procedures established by the organization consistently and continuously [39].
The concept of organizational justice where the individual was treated fairly in the workplace is a
distributive justice; it’s a kind of justice that perceived fairness of how the award and the resources
are distributed across the organization. This concept relates to compensation and a close relation to
justice. Job satisfaction is an emotional state that is happy or positive emotions derived from the
assessment of a person's job or work experience [23]. A positive emotional state may arise when
employees appreciated in implementing programs and activities that have been planned in the
budget year and have positive thinking towards the tasks given by the organization and have a high
sense of responsibility to the organization. Satisfaction in carrying out the work, especially the
results obtained have meaning and significance to the employee individual satisfaction.
Organizational commitment is a concept that uses to determine the employee commitment toward
the organization and it also can be called as work commitment which always gets attention by the
manager; loyalty is crucial and expected of any self-employees. Work commitment or
organizational commitment is a condition that is felt by employees that can lead to a strong
positive behavior towards the organization of its work. Luthans in [23] defined organizational
commitment as a strong desire to maintain a certain organization members, a strong will to
maintain the organization's name and the confidence and acceptance of the values and goals of the
organization.
This research aimed to identify factors that could be expected to affect the Organizational
Citizenship Behavior (OCB) at the Regional Secretariat of Pariaman. From the identification of the
problems, it could be define that the problem of this study can be formulated in the form of
guestions as follows:
a. How does the influence of procedural justice to organizational citizenship behavior on
Regional Secretariat of Pariaman?
b. How does the influence of distributive justice on organizational citizenship behavior in the
Regional Secretariat of Pariaman?
c. How does the influence of job satisfaction on organizational citizenship behavior in the
Regional Secretariat of Pariaman?
d. How does the influence of organizational commitment on organizational citizenship behavior
in the Regional Secretariat of Pariaman?
Based on the description of the background studies, this paper presents the effect of procedural
justice, distributive justice, job satisfaction and organizational commitment to organizational
citizenship behavior in pariaman, west sumatera, Indonesia.
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The rest of this paper is organized as follow. Section 2 describes analysis on existing works.
Section 3 describes proposed methodology. Section 4 presents results and following by discussion.
Finally, the conclusion of this work is presented in Section 5.

2. Literatur Review

Organizational citizenship behavior (OCB) is included in the individual contributions exceeds the
demands of the role in the workplace and in-reward by the acquisition of task performance. OCB
involves some behaviors include help others, to volunteer for extra duties, adherence to the rules
and procedures in the workplace. These behaviors describe the “value-added of employee” and are
one of prosocial behavior, which is a positive social behavior, constructive and meaningful help
[1] OCB's basic personality reflects the characteristics/traits predisposing employee as cooperative,
helpful, caring, and sincere. The Basic attitudes indicating that, employees are involved in OCB in
order to reply organizational action. Although OCB is often not detected by the award system, but
there is evidence that showed an individual that indicated OCB has a better performance and
received a higher performance evaluation [23].

From the definitions above it can be concluded that the organizational citizenship behavior (OCB)
is a kind of voluntary behavior, it is not an act that is forced by other, and it’s done merely for
organization needs. And the individual’s behavior as a kind of satisfaction is based on
performance, not instructed formally. And it do not relate directly and openly with the formal
reward system.

2.1. Organizational Citizenship Behavior (OCB) Dimentions

The OCB term was first proposed by Organ [36] which suggests five primary dimensions of OCB,
namely altruism, civic virtue, conscientinousness, courtesy, dan sportmanship. Altruism is
behavior helped other employees without any coercion on the task that is closely related to
organizational activity. Civic virtue, show voluntary participation and support for organizational
functions both professionally and social nature. Its mean, the employee acts as a support to all
activities of the organization without being forced and not in under pressure, but they did it just as
a professional employee. Conscientinousness contains about the performance of the prerequisite
role that exceed minimum standards. Courtesy is the behavior that relieves or helps in finding
problems solution relating to the work that is faced by colleagues, and do good and respectful to
others. Sportmanship, it emphasis on how to be a positive minded employee, that could construct a
positive attitude toward the problems in the workspace, such as not to stick on a small and trivial
problems and not would like to sound a causeless protest.

2.2. Organizationonal Justice

Organizational justice related to the fairness and ethic on screening of individuals within the
organization [44]. Morrison and Robinson [28] stated that justice will affect employee perceptions.
They explained that based on the employee work assessment, it found that employee performance
will quite influenced by his perception about how the organization they they working at treat them.
Bruckner [8] explains that people expect a justice because they will affect people, and social
identity/psychological needs. Perceptions about good justice will bring more confidence to the
people. Literature on organizational justice defines justice as essentially consists of three
components: Division of justice, procedural justice and interactional justice.

2.3. Procedural Justice

Procedural fairness related to justice procedures used to make a decision [23]. Procedural Justice is
a justice that can be evidenced by officials in the implementation of procedures that was
established by the organization consistently and continuously. The main points that need to be
focused in this case is how to ensure the procedural justice could be established and provide space
or opportunity for officials to make a decision about the employee [39]. A procedure may be
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accepted as justice if the warring parties in making a decision are given the opportunity to give
them the impression that decisions will be taken based on the involvement of all employees in
making the provision of alternative actions.

2.4. Distributif Justice

Distributif Justice is the belief that one should "get what is worth obtainment” [23]. Distributive
justice is the perceived fairness of how resources and rewards are distributed throughout the
organization, for example the employees to make a judgment on the fairness of the amount of the
increase in their salaries. Distributif justice is a concept that focuses on how people respond to
unfair treatment from the organization, or the unjust distribution of the gifts and resources. Jasso in
Rivai [37] states that distributive justice is the development of sociological theory as a theory to
explain the nature of social comparison. The logic of the theory of distributive justice is derived
from the functional relationship between the results and the contribution of input compared to
some standard of comparison.

2.5. Job Satisfaction

Job satisfaction is defined as the general attitude of individuals towards work [38], while Locke in
Luthan [23] provides a comprehensive definition of job satisfaction include reaction or attitude of
cognitive, affective, and evaluative and he stated that job satisfaction is an emotional state that is
happy or positive emotions derived from the assessment of a person's job or work experience. Job
satisfaction is a result of the employee’s perception of how good a job they give to the items that
considered important and frequently studied.

2.6. Organizational Commitment

Luthans [23] interpreted organizational commitment as a strong desire to remain as members of
any particular organization; the desire to strive suit the organization; and certain beliefs, and
acceptance of the values and goals of the organization. In other words, this is an attitude that
reflects the employee loyalty towards the organization and ongoing process in which the members
of the organization expressed their interest for the organization, its success and sustainable
progress. Organization's Commitment Attitude is determined by variables of age, position in the
organization, and disposition such as the effectiveness of the positive or negative, or attribution of
internal or external control; as well as the organizational variables job design, value, support, and
leadership styles.

3. Hypothesis Development and Methodology

To be able to formulate the hypothesis in this research, it first needs to put forward theoretical
framework that is mainly derived from the results of previous studies.

3.1. Procedural Justice and OCB

Alotaibi [2] found that there is a positive relationship between procedural justice with OCB
behaviors. If the consideration that made by an employee about the justice procedures have meet
the wishes of employees, such as the decision who receives a promotion, how salary increases to
be provided, and how the payment of allowances to be allocated, then the OCB in employee
behavior is likely to be present it self. Other studies also showed a positive relationship between
procedural justice to all dimensions of OCB developed by Menguc in [27]. Based on the research
results as mentioned earlier, it can be argued a hypothesis as follows:

| H1: procedural justice positive significant effect on OCB employee Regional Secretariat of Pariaman |
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3.2. Distributive Justice and OCB

Research by Farh et al. [12] found a positive relationship between organizational justice
(procedural and distributive) with OCB behaviors. They use detailed classifications to look at the
relationship of organizational justice and OCB, OCB behaviors that appear more powerful impact
for male employees than female employees. Alotaibi (2001) [2] have examined the relationship
between the variables in distributive justice and OCB. The research found a positive relationship
between the variables in distributive justice and OCB. If the organization has put the resources and
rewards according to the proportion, then allow the emergence of a significant OCB defining
behavior as well. Organ in http://english.amikom.ac.id [17] theoretical basis of the relationship
between distributive justice and OCB by using equity theory and Blau's distinction (1964
http://english.amikom.ac.id) in the form economic exchange and social exchange. The better the
quality of the relationship, then both sides will be satisfied there by increasing the OCB. This
shows that distributive justice is closely related to employee satisfaction. In other words, if the
economic exchange would impact on satisfaction with the external aspects of the work, the social
exchange will have an impact on the general aspects of job satisfaction. Based on these opinions, it
can be argued hypothesis is as follows:

| H2: distributive justice positive significant effect on OCB employee Regional Secretariat of Pariaman |

3.3. Job Satisfaction and OCB

In the study done by Dana in [10] suggests the relationship between job satisfaction and OCB
employee showed a significant positive correlation, meaning that the higher the value of an
employee satisfaction will be better the OCB employee. This relationship can be explained that the
behavior of employees will carry out duties in excess of the prescribed formal obligations, if he
gets a sense of satisfaction in this work. In Alotaibi study [2] also found a positive effect between
the variables on job satisfaction and OCB behavior, so I can put forward a hypothesis as follows:

| H3: Job Satisfaction positive effect on employee OCB Regional Secretariat of Pariaman |

3.4. Organizational Commitment and OCB

Based on regression analysis of the correlation coefficient between organizational commitment
and organizational citizenship behavior conducted by Dana [10] showed a positive relationship.
Meaning that the higher the value of the organization's commitment of an employee, the higher the
value of the employee organizational citizenship behavior, although the magnitude of the effective
contribution of the organization's commitment to organizational citizenship behavior of employees
is small. In the research Alotaibi [2] states that there is a positive influence between the variables
on organizational commitment and OCB behaviors, so the authors propose the following
hypothesis:

| H4: Organizational Commitment positive effect on employee OCB Regional Secretariat of Pariaman |

Figure 1 presents proposed research framework. This research is a case study, in which
generalizations limited to environmental organizations that studied object of this research is the
Regional Secretariat Pariaman employees totaled 71 people conducted quantitatively. The primary
data obtained directly from respondents or data source. Ways to obtain primary data that is through
a questionnaire conducted by distributing a list of questions about the matter to be investigated to
employees. The list of questions contains questions about the subject matter of research is
Organizational Citizenship Behavior (OCB), procedural justice, distributive justive, job
satisfaction and organizational commitment. This study secondary data obtained from reference
books, the book list of personnel, and other sources that are relevant to this study.
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Figure 1: Research Framework
3.5. Variables Measurement

3.5.1. Organisational Citizenship Behavior

The OCB is the behavior of the extra role of employees outside their respective sectors (intra-role)
with dimensions of altruism (behavior helped other employees without any coercion on the tasks
that are closely related to the operations of organizational), civic vitue (voluntary participation and
support for the functions of the organization, both professionally and social nature),
conscientiousness (the performance of the prerequisite role that exceeds the minimum standard),
courtesy (alleviate behavioral problems related to employment faced by others), Sportsmanship
(taboos make relieve or issues that damage despite feeling annoyed with less than ideal work
situation). Employees who have high OCB is employees at every opportunity tends to help
colleagues and do things that are best for the organization voluntarily without regard to the formal
reward. Measuring instrument used for this variable is by using a questionnaire developed by
Morrison (1994), which consists of 18 items of questions, each item receipts scale of 5 (five)
alternative answers i.e. Strongly Agree (value 5), Agree (4 points), Neutral (value 3), Disagree
(score 2), and Strongly Disagree (score 1)

3.5.2. Procedural Justice

Procedural justice (procedural justice) is a justice that is capable evidenced by officials in the
implementation of procedures established by the organization consistently and continuously. This
theory was developed by Lund and Tyler (1988) in Ivancevich, Konopaske and Matteson (2006:
161). Measuring tool used is a questionnaire developed by Tang, Li-Ping, and Pinda J. Sarsfield
Baldwin (1996) ¥ consisting of 6 items of questions, each item receipts scale of 5 (five)
alternative answers i.e. Strongly Agree (value 5), Agree (value 4), Neutral (value 3), Disagree
(score 2), and Strongly Disagree (score 1).

3.5.3. Distributive Justice

Distributive justice (distributive justice) is the perceived fairness of how resources and rewards are
distributed throughout the organization. Digunaka measurement tool is a questionnaire developed
by Tang, Li-Ping, and Pinda J. Sarsfield Baldwin (1996) ¥, which consists of 5 items of
questions, each item receipts scale of 5 (five) alternative answers i.e. Strongly Agree (value 5),
Agree (value 4), Neutral (value 3), Disagree (score 2), and Strongly Disagree (score 1).

3.5.4. Job Satisfaction

Job Satisfaction is defined as the satisfaction derived by an employee on the job he has done. How
big is the job satisfaction of employees to be based on how satisfied employees are satisfied with
the few items of questions questionnaire developed by Brayfield and Rothe [7], which consists of
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19 items of questions, each item receipts scale of 5 (five) alternative answers i.e. Strongly Agree
(value 5), Agree (value 4), Neutral (value 3), Disagree (value 2), and Strongly Disagree (score 1).

3.5.5. Organization Commitment

Organizational commitment is a reflection of how a person identifies himself with the organization
and bound by its objectives. Organizational commitment consists of the affective component
(desire), kontinuans (benefit considerations) and normative (liabilities). Measuring instrument used
for this variable is by using a questionnaire developed by O'Reilly and Chatman [33], which
consists of 12 items of questions, each item receipts scale of 5 (five) alternative answers i.e.
Strongly Agree (value 5), Agree (value 4), Neutral (value 3), Disagree (score 2), and Strongly
Disagree (score 1)

3.6. Analysis

3.6.1. Validitas Test

This research uses convergent validity. Valid question whether an item is tested by calculating the
coefficient of correlation of each item with the total score of all items of questions. An item is said
to be a valid question if the item has a correlation coefficient of at least 0.3 [41].

3.6.2. Reliabilitas Test

The research used a technique in which a reliable internal consistency reliability failure of a
istrumen viewed through the extent to which items the question is homogeneous and reflect the
same underlying construct. Hermawan [16] stated that Alpha Crobach as a reliability test technique
is widely used. Hair et al. [14] stated that the reliability of the minimum acceptable Cronbach
Alpha ranged from 0.6 to 0.7.

3.6.3. Normality Test

The research used the Kolmogorov-Smirnov test to see if the data from each of the variables has a
distribution close to normal distribution. HO which states that the distribution of the study variables
do not follow a normal distribution is rejected if the significance value/calculated value is greater
than the value of Alpha.

3.6.4. Test Hypothesis

This research uses multiple linear regression analysis. This analysis is to determine how much
influence the independent variable on the dependent variable using the equation proposed as
follows:

Y=a+ b1X1 + ngz + b3X3 + b4X4 +e.

where

Y = Organization Citizenship Behavior
a = Constanta

X1 = Procedural Justice

X, = Ditributive Justice

X3 = Job Satisfaction

X4 = Organization Commitment
b, = Coefficient regresi dari X;
b, = Coefficient regresi dari X,
b; = Coefficient regresi dari X3
by = Coefficient regresi dari X,
e = error
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4. Results and Discussions

4.1. Respondent

Description of survey respondents is about the characteristics of survey respondents to determine
the identity of respondents in greater depth and to know the average answer given to assist in the
analysis of quantitative data and discussion. Civil Servants are grouped by age can be seen in
Table 1 below:

Table 1: Respondent Distibution

No Age Amount of Employee Percentage
Genital Status:

1 male 46 64,7
Female 25 35,3
age:
<25 14 19,7

2 26-35 27 38,1
36-45 16 22,5
>46 14 19,7
Marital Status :

3 marriage 53 74,6
Not marriage 18 25,4
Numbers of children:

0 29 40,8

4 1 6 8,5
2 20 28,2
>2 16 22,5
Educational Baground:

5 Senior Hight School 29 40,8
Diploma 8 11,3
College 34 47,9
Working Period:

0-5 years 42 59,1

6 6-10 years 7 9,9
11-20 years 4 5,6
>20 years 18 25,4
Amount of Monthly Salary:
> 1 million 2 2,8

7 1-1,5 million 14 19,7
1,5-2 million 27 38,1
>2 million 28 39,4

Quantity 1 100

The demographics of the respondents indicate that most respondents are young and productive.
This period is a period of self-development for someone to show its potential. Then in terms of
marriage, most of the respondents were married. Such status will also increase the sense of
responsibility in carrying out the duties and workload. In terms of education, most respondents of
this study is a scholar. Judging from the quality of the existing resources of sufficient quality in
carrying out the work, but in terms longtime majority of respondents ranged from 1 to 5 years.
This indicates that most respondents to the Regional Secretariat of Pariaman have little work
experience disbandingkan with respondents who have long served.
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4.2. Validity Test
Table 2: Validitas Test

Variable Number of question Valid Item
ocCB 18 16
Procedural Justice 6 6
Distributive Justice 5 5
Job Satisfaction 19 13
s E u

From Table 2 above, the data processing can be seen that there are three variables that grain item
question Invalid variable OCB 2 item item questions the grains of items 10 and 11, the variable job
satisfaction 6 item questions the grain item 4, 7, 9, 11, 12, 17 and variable “Organizational
Commitment” 1 item questions the grain item 1. Item question is invalid because it has the value
of r < 0.3 (r is the correlation between the question items in total). As for variable “Procedural
Justice and Distributive Justice” valids question all of the grain item.

4.3. Reliabilitas Test
Table 3: Reliability Test

Variable Cronbach Alpha Description
oCB 0.870 Reliable
Procedural Justice 0.832 Reliable
Distributive Justice 0.904 Reliable
Job Satisfaction 0.855 Reliable
Organization Commitement 0.731 Reliable

If we refer to Table 3 above, it appears that all the variables have a value of Cronbach's Alpha
greater than 0.6. This means that all of the variables i.e. procedural justice, distributive justice, job
satisfaction, organizational commitment and OCB are reliable. So that all of the variables feasible
hypothesis testing.

4.4. Normality Test
Table 4: Normality Test

Variable Asymp.Sig Alpha Description
OCB 0.377 0.05 Normal
Procedural Justice 0.242 0.05 Normal
Distributive Justice 0.128 0.05 Normal
Job Satisfaction 0.765 0.05 Normal
Organization Commitement 0.389 0.05 Normal

Table 4 above, based on testing of normality to the five variables, it is larger Asymp.Sig value of a
=5 %. For OCB variable Asymp.Sig value for 0377, this means 0377 > 0.05. It can be concluded
that the OCB variable data were normally distributed. Similarly, the variable procedural justice
(0242 > 0.05), variable distributive justice (0128 > 0.05), variable job satisfaction (0765 > 0.05)
and variable organizational commitment (0389 > 0.05) also normally distributed data.
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4.5. Hypothesis Test

Table 5: Regression Analysis

Unstandardized Standardized .
No Model Coefficients Coefficients t Sig
1. | (Constant) 22.125 8.122 2.724 0.008
2. | Procedural Justice 0.384 0.163 0.181 2.352 0.022
3. | Distributive Justice 0.250 0.291 0.124 0.857 0.395
4. | Job Satisfaction 0.116 0.179 0.087 0.651 0.517
> gggn?;:iztiﬁloe”m 0.805 0.257 0.436 3126 1 5003

From Table 5, the regression equation above shows that the variable of procedural justice berslope
generate positive regression coefficient of 0.384, which indicates that procedural justice has a
positive influence on OCB. This means that the fair procedure of an organization that will lead to
better the OCB employee Regional Secretariat of Pariaman, West Sumatera, Indonesia. For the
second independent variable, namely distributive justice are also found positive berslope
regression coefficient of 0.250, which indicates that distributive justice has a positive influence on
OCB. This means that the fair distribution of reward an organization that will lead to better the
OCB employee Regional Secretariat of Pariaman.

For three independent variables namely job satisfaction was also found positive berslope
regression coefficient value of 0,116, which indicates that job satisfaction has a positive influence
on OCB. That is the more satisfied employees to their work will lead to better the OCB employee
Regional Secretariat of Pariaman. For the fourth independent variable organizational commitment
was also found positive berslope regression coefficient of 0.805, which indicates that
organizational commitment has a positive influence on OCB. Means the better the organizational
commitment of employees will lead to better the OCB employee Regional Secretariat of Pariaman
The four independent variables analyzed in this study shown that the larger variables affect the
dependent variable (OCB) is variable organizational commitment, followed by a variable
procedural justice, distributive justice and a further variable variable job satisfaction.

46. tTest
Table 6: t Test Statistic
Variable Coefficient t-stat Sig Conclusion
Procedural Justice 0.384 2.352 0.022 Significant
Distributive Justice 0.250 0.857 0.395 Not Significant
Job Satisfaction 0.116 0.651 0.517 Not Significant
Organization Commitement 0.805 3.126 0.003 Significant

From Table 6, based on the results of hypothesis testing to 1 for variable obtained value of
procedural justice Significant 0022 with an alpha of 5% (p < 0.05) it can be concluded that Ho
refused and H1 accepted. Thus justice procedural variables significantly influence the OCB. Based
on the test results can be accepted statistical models H1.

For the second independent variable, that variable distributive justice generate positive berslope
regression koefiisien value of 0.250 indicating that the variable distributive justice positive effect
on OCB. Based on the results of hypothesis testing to 2 for the variable values obtained
distributive justice Significant 0395 with an alpha of 5% (p < 0.05), so the decision is accepted and
The hypothesis H, Ho rejected. It can be concluded that the variable distributive justice does not
affect the OCB. Thus the second hypothesis proposed in this study can not be accepted at the 95%
confidence level. For the third independent variable, that variable job satisfaction generates
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positive berslope regression koefiisien value of 0116 indicating that the variable job satisfaction
has positive influence on OCB. Based on the results of hypothesis testing to 3 for variable job
satisfaction obtained significant value 0517 with an alpha of 5% (p < 0.05), so the decision is
accepted and H3 Ho rejected. It was concluded that job satisfaction variables did not affect the
OCB. Thus the third hypothesis proposed in this study can not be accepted at the 95% confidence
level. For the fourth independent variable, that variable organizational commitment generates
positive value berslope koefiisien regression of 0.805, this indicates that the variable
organizational commitment has positive influence on OCB. Based on the results of hypothesis
testing to 4 to variable organizational commitment 0.003 Significant values obtained with alpha of
5 % (P < 0.05), so the decision was rejected and H4 Ho accepted. It was concluded that the
variables significantly influence the organizational commitment OCB. Thus the fourth hypothesis
proposed in this study can be received at the 95% confidence level.

4.7. Discussion

After doing research for each variable that is independent variables: procedural justice (X,),
distributive justice (X,), job satisfaction (X3) and organizational commitment (X,;) while the
dependent variable is the organizational citizenship behavior (Y), then the next will be tested the
effect of each independent variable on the dependent variable as follows:

4.7.1. The Influence of Procedural Justice on OCB

Results of testing the hypothesis 1 (H-1) showed a significant relationship between procedural
justice on OCB employee at the Regional Secretariat of Pariaman. Procedural fairness refers to the
fairness of the organization's processes and procedures used for decision making and resource
allocation. OCB person in carrying out the duties of justice is affected by an organization's
procedures. Similarly, employees of the Regional Secretariat of Pariaman, the fair procedures of an
organization, the better OCB.

4.7.2. The Influence of Distributive Justice on OCB

Results of testing the hypothesis 2 (H-2) showed no significant influence of distributive justice on
OCB employee at the Regional Secretariat of Pariaman. The estimated coefficients obtained 0.250
with a significance value equal to 0.395, not statistically significant at alpha of 0.05. Thus the
second hypothesis can not afford acceptable.

4.7.3. The Influence of Job Satisfaction on OCB

Results of testing the hypothesis 3 ( H - 3 ) showed no significant effect between job satisfaction
for the employee OCB Regional Secretariat of Pariaman. The estimated coefficients obtained
0.116 with a significance value equal to 0.517, not statistically significant at alpha of 0.05. Thus
the third hypothesis can not be accepted. Although the model is rejected job satisfaction variables
can not be eliminated because statistically it is not significant but it has meaning to the OCB.

4.7.4. The Influence of Organizational Commitment on OCB

Results of testing the hypothesis 4 (H4) showed a significant relationship between organizational
commitment to employee OCB the Regional Secretariat of Pariaman. The estimated coefficients
obtained 0,384 with significant value equal to 0.022, statistically significant at alpha of 0.05. Thus
the H1 model can be accepted. Organizational commitment is a condition in which the employees
are very interested in the goals, values, and goals of the organization. Commitment to the
organization means more than just formal membership, because it includes organizations like the
attitude and willingness to seek a high level of effort for the benefit of the organization for the
achievement of objectives. Similarly, employees of the Regional Secretariat of Pariaman, the
better the organizational commitment of employees, the better OCB her.
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5. Conclusion

This paper studied the effect of procedural justice, distributive justice, job satisfaction and
organizational commitment to organizational citizenship behavior in Pariaman, West Sumatera,
Indonesia. The conclusion of tis work is presented as follow:

a.

Based on the results of research conducted there are variables that significantly influence the
organizational citizenship behavior, namely variable procedural justice, which means that
the higher the procedural justice of an organization, the higher the OCB behaviors given
employees of the organization.

Although at this time the behavior of organizational citizenship behavior on Regional
Secretariat Pariaman already quite good but required to be improved towards better like to
consider the factors that influence the behavior of OCB on Regional Secretariat of
Pariaman. In accordance with the results of this study, factors that should be a concern for
the Regional Secretariat Pariaman is an increase in procedural justice and organizational
commitment.

In addition to the variable procedural justice, organizational commitment variables have a
significant effect on the Regional Secretariat of Pariaman, in other words the higher the
higher organizational commitment OCB which itimbulkan. The level of organizational
commitment factor is decisive for the formation of employee OCB behaviors, so it can be
used as a focus for local government to be improved so as to give rise to OCB good
behavior.

Organizational citizenship behavior of local governments is urgently needed due to the
nature of the government agencies that are basically serving the community and requires the
involvement of all employees for the success of government programs, especially at certain
moments that require employees to be ready to do whatever is ordered by the leadership.
Expected in subsequent studies further develop this research by adding other variables for
example the interaction of superiors and subordinates, personality, job embeddedness and
others so as to reduce bias the results.
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