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Abstract 

The most important thing in an organization is performance. Performance is the goal of the 

organization. Performance is a measure of the success of an organization in carrying out 

business processes. In this article we have developed the influence of Organizational Justice, 

Trust in Boss and Job Satisfaction with Performance From relevant theories and research 

conducted by several researchers about the relationship between these variables in previous 

studies, we argue that Organizational Justice has a significant effect on Satisfaction Work. 

Significant Trust in Bosses for Job Satisfaction. Organizational Justice has a significant effect on 

performance. Trust in bosses is significant for performance. Job Satisfaction has a significant 

effect on performance. 
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Introduction 
Performance is the result of work that is successful in the assignments given, assignments given on 

skills, experience and sincerity with time (Hasibuan, 2012: 94). Company performance measurement is 

designed to assess how activities improve performance and the final results achieved.This Research. 

improving performance is an important part of a company because performance is a measure of the 

success of a company. As one of the part of measure of the success company, performances must be 

improve. Related to increase performance, the problem is how to increase performances. 

Phenomena related to research occur at PT. PLN (Persero) Main Unit of West Sumatra Region. Based 

on performance and interviews with several employees of PT. PLN (Persero) The Main Unit of the West 

Sumatra Region has decreased. For example in 2015 – 2016 , the performance of PT. PLN (Persero) The 

Main Unit of the West Sumatra Region has decreased. Seen in the results of employee performance 

evaluations conducted by PLN in sequence in 2015 to 2016 in all aspects was 74% and 71.5%. 

Based on the results of PLN's internal assessment, building performance is important thing and to 

build it is not an easy thing because there are so many factors that influence performance including 

organizational justice, trust in superiors and job satisfaction. 

Based on this phenomenon, The Researcher interest to research with tittle “  Effect of Organizational 

Justice, Trust in Bosses and Job Satisfaction on Employee Performance at PT. PLN (Persero) Main Unit of 

West Sumatra Region” 

The Objective of the research : 

1. to determine the influence of organizational justice on job satisfaction of employees of PT. PLN 

(Persero) Main Unit of West Sumatra Region. 

2.  to determine the influence of trust in Boss on job satisfaction of employees of PT. PLN (Persero) 

Main Unit of West Sumatra Region. 

3.  to determine the effect of organizational justice on the performance of employees of PT. PLN 

(Persero) Main Unit of West Sumatra Region. 

4. to determine the influence of trust in superiors on the performance of employees of PT. PLN 

(Persero) Main Unit of West Sumatra Region. 
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5.  to determine the effect of job satisfaction on the performance of employees of PT. PLN (Persero) 

Main Unit of West Sumatra Region. 

 

Theoretical Review 

Performance 

Performance is the ability achieved and desired from the behavior of employees in carrying out work 

which is the responsibility of individuals or groups. Sinambela's opinion (2016: 480) regarding 

performance is the ability of employees to do certain skills and how far their ability to carry out tasks 

assigned to them. Moeheriono (2014: 95) expressed the opinion of performance as the level of 

achievement of an activity program or policy in realizing the goals, objectives, vision and mission of the 

organization as outlined through the organization's strategic planning. 

Mangkunegara Statement (2014: 9), regarding employee performance is the work result in the quality 

and quantity achieved by an employee in carrying out his duties in accordance with the responsibilities 

given to him. Sari, et al (2016) argue that performance as a result of the work process at a certain time and 

place in a planned manner carried out by employees and organizations concerned. 

Employee performance is employee behavior or actions related to the goals or objectives of the 

organization concerned (Qatmeemalmarhoon, et al, 2017). Employee performance is the result of work in 

quality and quantity achieved by an employee in carrying out his duties in accordance with the 

responsibilities given to him. 

According to Armstrong and Baron (2005: 9) individual performance is influenced by personal factors 

(skills, self-confidence, motivation and commitment), leadership factors (quality manager / group leader 

in providing encouragement, guidance and support), team factors (co-worker quality support ), systemic 

factors (work systems and facilities provided by the organization), and situational factors (changes and 

pressures from the internal and external environment). 

In the opinion of Mangkuprawira and Hubeis (2007: 153), the factors that influence employee 

performance consist of: Intrinsic factors, among others, Personal or individual factors, namely 

knowledge, skills (skills), ability, confidence, motivation, job satisfaction and commitment owned by each 

individual employee in the organization. 

 

Organizational Justice 
Organizational justice is the perception of fair treatment obtained by employees of the organization. 

Robbins (2015: 145) states that organizational justice is a general description of the perceptions or 

thoughts about justice that apply where they work. 

Another definition says that organizational justice is an individual's perception of justice from decisions 

made by his superiors (Kristanto, 2015). Gibson, et al. (2012) define organizational justice as a level at 

which an individual feels treated equally in the organization where he works. Another definition says 

that organizational justice is a fair perception of a person towards decisions taken by him (Colquitt et al., 

2009). 

Organizational justice is a perception where employees feel treated fairly in work (Retno et al., 2014). 

In line with that view, Mahdani, et al (2017) define organizational justice as employees' perceptions of 

their treatment in fair and honest organizations. So, organizational justice concerns how employees see 

justice at work. According to Siti and Tri (2013: 95) salaries are payments received by employees monthly, 

weekly, or every hour as a result of their work. Whereas according to Suwatno and Priansa (2013: 232), 

salary is a substitute for services that have been provided by workers in their jobs. 

Al-Zu’bi's research (2010) says that organizational justice indicators include: 

1. Distributive justice refers to the justice felt by respondents based on the results they receive from the 

organization. 
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2. Procedural justice refers to the justice felt by respondents from a rule and procedure that regulates a 

process within an organization. 

3. Interactional justice refers to the justice felt by employees towards the treatment of leaders to 

employees such as when leaders treat employees with respect and dignity. 

 

Trust in Boss 

Trust becomes a very important thing because it has implications for the performance of employees 

who lead them to do the work they want in accordance with certain objectives set first. Organizing trust 

is important because this will help regulate complexity, develop action capacity, enhance collaboration 

and improve organizational learning capabilities. According to Robbins and Judge (2014: 388) trust is the 

main attribute associated with leadership, ignoring it can cause serious side effects on group 

performance. Mahdi (2008: 160) states, trust in superiors is an attitude of not hesitating from an employee 

to his boss over the policies made by the boss. 

Hajar et al (2018) argue that trust is a belief in a person's integrity, ability, character or something. 

Another opinion, Becerra et al (2011) trust is an assessment of a person's relationship with another person 

who makes a particular transaction. Opinion of Krot and Lewicka (2012) trust is an important part of 

professional relations between coworkers, between managers and employees, or between employees and 

managers. Trust is an invaluable intangible asset in the organization to produce high performance. 

Another opinion regarding trust, Orebiyi (2011) regarding trust in superiors shows the extent to which 

subordinates react to the support provided by leaders. 

Yulianti (2015: 287) defines trust as a feeling of self-confidence possessed by employees or employees 

that at times when facing uncertain or risk situations the leadership's behavior and words show 

consistency and are very helpful. Robbins and Judge (2014: 99) have the idea that working at a boss must 

have honesty. This is needed to convince employees / subordinates that their boss are indeed worthy to 

be made leaders and deserve to gain trust 

From the opinions above, it can be concluded that trust in boss is the attitude of trust possessed by 

employees of their boss with the assumption that their superiors have high honesty and are worthy of 

being made as a leader in the company. 

 

Job Satisfaction 

Kreitner and Kinicki (2014: 169) define job satisfaction as an affective or emotional response to various 

aspects of one's work. There are consequences when employees like their jobs, and there are 

consequences when employees don't like their jobs. The definition of job satisfaction shows two related 

concepts, namely the tendency of an employee to be satisfied or less satisfied with the results of his work 

which consists of self-employment, salary, recognition, conditions, colleagues, organizational politics 

(Maria, 2012). 

Sunyoto (2012: 26) defines job satisfaction as a pleasant or unpleasant emotional state in which 

employees see work. Job satisfaction reflects a person's feelings for his job. according to Sopiah (2008: 170) 

states job satisfaction is a person's emotional response to situation and working conditions. Emotional 

responses can be feelings of satisfaction or dissatisfaction. 

Priansa (2014: 291) job satisfaction is the feeling of employees on their work, whether happy or like, 

not happy or dislike as a result of employee interaction with their work environment or as a perception of 

mental attitude, also as a result of employee assessment of their work. Bakhshi et al. (2009) stated that job 

satisfaction is one of the most widely used variables in organizational justice research. Adigun et al. 

(2017) state that job satisfaction is very important because its absence often causes lethargy and reduces 

organizational commitment. 
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The Effect of Organizational Justice on Job Satisfaction 
Sutrisna and Rahyuda (2014) state that justice is able to reflect individual appreciation for work and its 

existence in the organization and from justice will also foster a sense of job satisfaction in the individual. 

In line with Naeem et al. (2014), it is of the view that every employee wants justice in the work 

environment, such as fair procedures used in terms of stipulating rewards, sharing benefits and 

interacting with superiors will make them more satisfied. 

Research conducted by Fatimah et al (2011) found that there was a positive and significant effect of 

organizational justice on job satisfaction. Sethi et al (2013) stated that organizational justice has a positive 

effect on job satisfaction. The results of this study were also supported by Susanj and Jakopec (2012). The 

higher the justice felt by employees of the organization, the higher their satisfaction with their work will 

be. 

H1: organizational justice has a significant effect on employment outcomes. 

 

The Effect of Trust in Boss on Job Satisfaction 
Leaders should care about the level of job satisfaction in their organizations for at least three reasons, 

namely there is clear evidence that unsatisfied employees often skip work and are more likely to resign, 

the second has been demonstrated that satisfied employees have better health and age longer, and the 

third is job satisfaction (Robbins, 2014). 

Research Siddiqi and Kharshiing (2015) shows that when employees trust their organization, they are 

more satisfied with their work. Trust is important for employee empowerment which in turn results in 

greater job satisfaction. In line with the research findings of Meral et al (2016), it was stated that trust 

positively influences job satisfaction. 

H2: Boss Trust has a significant effect on job satisfaction. 

 
The Effect of Organizational Justice on Performance 

Organizational justice has been seen as an important variable that plays a major role in improving 

employee performance of an organization. Because various studies have shown, if employees are not 

treated fairly, the results will reduce the output of employees as a natural response to unfair treatment 

(Iqbal et al., 2017). 

In contrast to Iqbal, 2017 found by Mahdani, et al. (2017) organizational justice has a significant effect 

on the mediating variables of job satisfaction, but does not affect employee performance variables. 

H3: Organizational Justice has a significant effect on employee performance. 

 

The Effect of Trust in Boss on Performance 

The attitude of the leader can influence his subordinates, for example on trust, job satisfaction, 

performance and others. It is realized that there is no single best leadership style that is universally 

applicable to all situations or environments, so the situational / contingency approach in choosing an 

effective leadership model is the best alternative answer (Handoko, 2011). Trust in leadership has been 

linked to high task performance, more citizenship behavior, and positive attitudes towards their work 

and organization (Colquitt, L 2009). 

The research findings of Widjajani, et al (2017) state that trust has a significant influence on Employee 

Performance. But deferences with  Arief, et al (2018) which states that trust in leadership does not have a 

significant effect on employee performance. 

H4: Trust in Boss has a significant effect on performance. 
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The Effect of Job Satisfaction on Performance 
Employee performance greatly impacts the maximum performance of the company. That is what 

causes employee job satisfaction is considered very important especially to support the company's 

performance in competition in this era of globalization (Wijaya & Sutanto, 2014: .2). Robbins and Judge 

(2014: 113) states that organizations that have more satisfied employees tend to be more effective than 

organizations that have employees who are less satisfied. Whereas according to the same thing also 

stated by Davis and Newstroom in Sinambela (2016), suggesting that some managers assume that high 

job satisfaction will forever lead to high achievement. 

The effect of job satisfaction on performance is stated by Fadlallh (2015) stating that there is a positive 

and significant effect of job satisfaction on employee performance. Adigun Research, et al (2017) state that 

job satisfaction has a significant influence on employee performance. 

H5: Significant Job Satisfaction with Performance. 

 

Methods 
This study focused on employees of PT. PLN (Persero) Main Unit of West Sumatra Region. This study 

aims to analyze the influence of exogenous variables, these variables among them Organizational Justice 

(X1), Trust in Boss (X2), Job Satisfaction (X3) on endogenous Variabel Performance (Y) employees of PT. 

PLN (Persero) Main Unit of West Sumatra Region. 

The sample in this study uses sample determination using the proportionate stratified random sampling 

technique because the population has members that are not homogeneous and proportionately 

structured. 

Table 1 The Sample of Research 

Num. Division Sample Total 

Sample 

1 Human Resource Division 53/218x141 = 34 

2 Financial Division 33/218x141 = 21 

3 Business Division 32/218x141 = 21 

4 Distribution Division 36/218x141 = 23 

5 Planning Division 25/218x141 = 16 

6 Safety Work Division 16/218x141 = 10 

7 Procurement Executor Division 16/218x141 = 10 

8 Procurement Planning Division 7/218x141 = 5 

Total 218 141 

 

Data analysis in this study was carried out using the SPSS 16.0 application. This application was 

chosen because it is in accordance with the needs of the researcher as well as the ease in the procedures 

for operating it. Data analysis in this study began with descriptive analysis, analysis requirements test, 

and hypothesis testing using regression analysis. 

 

Results and Discussion 
In this study path analysis is divided into two sub-structures, namely: (1) Substructure I analyze the 

influence of organizational justice and trust in superiors as exogenous variables on job satisfaction as 

endogenous variables. (2) Substructure II analyzes the influence of organizational justice, trust in 

superiors and job satisfaction as exogenous variables on employee performance as endogenous variables. 
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Figure 1 Substruktur I 

 

 

 

 
Figure 2 Substructur II 

 

 

Based on analysis of substructure I and substructure II, a chart of path analysis results can be drawn 

drawn as follows: 

 

 
Figure 3 Result Path Analysist 
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Tabel 2 Result of the Effects of Direct and Indirect Variable 

Numb Variabel Sifat 

Pengaruh 

Pengaruh 

(%) 

Total 

pengaruh 

(%) 

1 Organizational 

Justice  

→ Job 

Satisfaction 

Direct 3,9% 

86,8 % 

2 Trust in Boss  → Job 

Satisfaction 

Direct 34,6% 

3 Organizational 

Justice  

→ Performance Direct 2,1% 

4 Trust in Boss → Performance Direct 3,7% 

5 Job Satisfaction → Performance Direct 42,5% 

6 Organizational Justice → Job 

Satisfaction → Performance 

Indirect 1,8% 

9,2 % 
7 Trust in Boss → Job Satisfaction → 

Performance 

Indirect 7,4% 

 Total Effect Research Variable   96% 

 Effect Another Variable  4% 

 Total  100% 

 

Based on figure 3 the percentage of direct and indirect effects of the above research variables on 

employee performance is presented in Table 2. the direct effect has a total effect of 86.8 % from 96% total 

effect and direct effect just has a 9.2 % effect and another variable has 4 % effect. 
 

Direct Effect 

Table 3 Result the Relation between Variable 

Hipotesis Koefisien 

Path 

Probability 

H1 Organizational → Job Satisfaction Justice 0.198 0.003 

H2 Trust in Boss → Job Satisfaction 0.589 0.000 

H3 Organizational Justice → Performance 0.147 0.015 

H4 Trust In Boss → Performance 0.194 0.001 

H5 Job Satisfaction → Performance 0.652 0.000 

 

Based on Result The path coefficient of the influence of organizational justice on employee 

performance is 0.198 and is positive. This means that the higher organizational justice, the job satisfaction 

of employees will increase. This is contrary to the research conducted by Al-Zu'bi (2010) which states 

positive relationships with organizations and job satisfaction. Research conducted by Fatimah, et al (2011) 

shows a significant relationship between organizational justice and job satisfaction. 

The results of hypothesis in Table 2 testing explain that what is found in this study and the theoretical 

concepts that support research, the influence of Trust in Boss on Job Satisfaction is 0.589 an is positive,in 

line with the results of previous studies conducted by Siddiqi and Kharshiing (2015) show that when 

employees trust their organization, they are more satisfied with their work. Trust is important for 

employee empowerment which in turn results in greater job satisfaction. The research findings of Meral 

et al. (2016) state that trust positively influences job satisfaction. And so on the results of hypothesis in 

Table 2 This finding the influence of Organizational Justice on Performance is 0.147 and is positive, this 

result in line with the research conducted by Iqbal, et al (2017) stating that organizational justice has a 

Advances in Economics, Business and Management Research, volume 97

480



 

positive and significant effect on employee performance. The results of different studies found by 

Mahdani, et al (2017) organizational justice have a significant effect on the mediating variables of job 

satisfaction, but do not affect the employee performance variables. 

Research findings indicate that trust in Boss has a significant effect on the performance of employees 

of PT. PLN (Persero) Main Unit of West Sumatra Region. Based on path analysis it is known that the 

regression coefficient is positive at 0.194 with a significance level of 0.001 <0.05. The results of this study 

are in line with the results of research by Widjajani, et al (2017) stating that trust has a significant 

influence on Employee Performance. But different with research Arief, et al (2018) which states that trust 

in leadership does not have a significant effect on employee performance. 

The results of testing the fifth hypothesis in this study indicate that job satisfaction has a significant 

effect on the performance of employees of PT. PLN (Persero) Main Unit of West Sumatra Region. Based 

on path analysis obtained standardized regression coefficient of 0.652 with a significance level of 0.000 

<0.05. The results of the study are in line with the theory of Robbins and Judge (2014: 113) stating that 

organizations that have more satisfied employees tend to be more effective than organizations that have 

employees who are less satisfied. Whereas according to the same thing also stated by Davis and 

Newstroom in Sinambela (2016), suggesting that some managers assume that high job satisfaction will 

forever lead to high achievement. Employee performance greatly impacts the maximum performance of 

the company. That is what causes employee job satisfaction is considered very important specially to 

support the company's performance in competition in this era of globalization (Wijaya & Sutanto, 2014: 

.2). 

 

Indirect Effect 

Table 4 Result of Indirect Effect between variable 

Variable % Influence 

Organizational Justice → Job Satisfaction → Performance  1.8 

Trust In Boss → Job Satisfaction → Performance 7.4 

 

The effect of organizational justice on employee performance through job satisfaction as an 

intervening variable at PT. The PLN (Persero) Main Unit of the West Sumatra Region in this study was 

found to be 1.8%. Previously it was found that organizational justice directly had an influence on 

employee performance. So that in the relationship between organizational justice and employee 

performance there is job satisfaction as an intervening variable. Increasing organizational justice can 

increase job satisfaction so that employee performance increases as well. The results of this study are in 

line with the research of Atmojo and Tjahjono (2016) which states that there is a mediating role of 

satisfaction with the influence of distributive justice on paramedic performance in hospitals. Other 

research conducted by Suharyoko (2016) states that there is a complete mediation effect of employee job 

satisfaction on procedural justice and distributive justice in influencing employee performance. 

The effect of trust in Boss on employee performance through job satisfaction as an intervening variable 

at PT. The PLN (Persero) Main Unit of the West Sumatra Region in this study was found to be 7.4%. 

Previously it was found that direct trust in Boss had an influence on employee performance. So that in the 

relationship between trust in Boss and employee performance there is job satisfaction as an intervening 

variable. Increased trust in Boss can increase job satisfaction so that employee performance increases as 

well. This research is supported by the results of research by Siddiqi and Kharshiing (2015) which show 

that when employees trust their organization, they are more satisfied with their work. This result is also 

supported by Jain's research (2014) which states that trust positively influences employee performance, 

and it has an impact on job satisfaction on employee performance. 
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Conclusion 
Based on the results of research on the influence of organizational justice, trust in superiors and job 

satisfaction on the performance of employees of PT. PLN (Persero) Main Unit of West Sumatra Region, 

conclusions can be drawn as follows: 

Based on hypothesis Organizational justice has a significant effect on job satisfaction of employees of 

PT. PLN (Persero) Main Unit of West Sumatra Region. The path coefficient of the influence of 

organizational justice is 0.198 and is positive. This means that the higher organizational justice, the job 

satisfaction of employees will increase. 

Trust in Boss has a significant influence on job satisfaction of employees of PT. PLN (Persero) Main 

Unit of West Sumatra Region with a positive path coefficient of 0.589. This means that whenever there is 

an increase in trust in Boss, then it will be able to increase job satisfaction of employees of PT. PLN 

(Persero) Main Unit of West Sumatra Region. 

Organizational justice has a positive and significant direct effect on employee performance. This 

means that high organizational justice will tend to improve employee performance. The higher 

organizational justice, the employee's performance will increase. 

Trust in Boss has a positive and significant direct effect on employee performance. This means that the 

higher the trust in the boss both in terms of the competencies possessed by Boss, the virtues performed on 

employees, and the integrity of Boss at work, then it is able to contribute well to improving employee 

performance. 

Job satisfaction provides a significant and positive influence on employee performance. This means 

that the higher employee job satisfaction, the higher the employee's performance, on the contrary the 

lower the employee's job satisfaction, the lower the employee's performance. 

Then indirect effect between organizational justice on employee performance through job satisfaction 

as an intervening variable is 1.8%. So that in the relationship between organizational justice and 

employee performance there is job satisfaction as an intervening variable. This means that high 

organizational justice can improve employee job satisfaction which has an impact on employee 

performance. 

Same with organizational justice on employee performance, The influence of trust in boss on 

employee performance through job satisfaction as an intervening variable is 7.4%. So that in the 

relationship between trust in Boss and employee performance there is job satisfaction as an intervening 

variable. This means that increased trust in Boss can increase employee job satisfaction so that employee 

performance increases as well. 

 

Suggestion 
1. Improve the performance of employees of the PLN (Persero) Unit of the West Sumatra Region 

through optimization of contextual performance (contextual performance) because there are still 

employees who are unable to separate the problem of the office with personal problems, increase 

cooperation between employees in work, and be able to provide support and motivation coworkers 

who are experiencing problems. 

2. Improving organizational justice, especially in distributive justice by distributing a fair work 

schedule to all employees, adjusting payroll to positions, giving awards for employee work 

performance fairly so that employees feel valued so that employees of PT. PLN (Persero) The West 

Sumatra Region Master Unit works better. 

3. PT. PLN (Persero) Main Unit of West Sumatra Region is advised to pay more attention to supervisor 

integrity by increasing the sense of justice given by Boss, instilling values that can build employee 

performance, and increasing consistency between actions and behavior of superiors at work. 
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4. PT. PLN (Persero) West Sumatra Region Main Unit is advised to pay more attention to job 

satisfaction, especially to colleagues who support by helping employees work together, want to 

discuss work issues, and improve cooperation in work to make employee work results more 

optimal. 

5. The results of the study show that the direct effect of organizational justice variables on employee 

performance has the lowest coefficient value. For this reason, PT. PLN (Persero) The West 

Sumatra Region Master Unit pays more attention to this variable in order to improve employee 

performance. 
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