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Abstract—Organizational Citizenship Behavior (OCB) is an 

important behavior possessed by teachers. This research aims to 

analyses the impact of organizational justice and job satisfaction 

on teacher’s OCB. This study was conducted using a sequential 

explanatory method. The population and sample of this research 

were Islamic school teachers in Tenjolaya District, Bogor, West 

Java. Data was directly collected from the participants using 

questionnaires. The results show that both organizational justice 

and job satisfaction positively affected teacher’s OCB. 

Organizational justice shows significant correlation on teacher’s 

OCB. Job satisfaction also found do positive correlation with 

teacher’s OCB. Significant correlation also found between 

organizational justice and job satisfaction. Further, other factors 

are identified can improve teacher’s OCB, including 

transformational leadership, organizational commitment, 

organizational culture, and teacher motivation. 

Keywords: organizational justice, job satisfaction, 

organizational citizenship behavior 

I.  INTRODUCTION  

The basic nature of professional teacher obligations is to 
carry out tasks and responbilities beyond their main tasks and 
functions. Anyone who can do that can have an Organizational 
Citizenship Behavior (OCB). A teacher's OCB can consist of 
helping co-workers, co-workers who are absent, helping 
colleagues whose work are overloaded. OCB is very important 
for organizational progress because it has many beneficial 
results for the organization and has been considered social 
capital [1]. OCB agreed by the teachers will make a positive 
contribution to the efficiency and performance of the school. 
Teachers with high OCB can contribute maximally to the 
school [1].  

In Indonesian school, teachers with OCB are urgently 
needed. All-deprived schools need OCB teachers, for example 
helping schools to carry out extracurricular activities and 
helping students outside peak hours. In connection with the 
reality of OCB on teachers, this study will discuss about OCB 
teachers. This study describes the factors that influence OCB 
teachers. Many factors influence OCB, while this research 

focuses on organizational justice and job satisfaction as 
independent variables. 

Organizational Citizenship Behavior (OCB) is the behavior 
of the extra role of individuals in an organization that is 
voluntary, free and works beyond the core tasks and explicitly 
not officially given so as a whole can improve organizational 
effectiveness, OCB Indicators are: 1). Altruism, 2). 
conscientiousness, 3). Sportsmanship, 4). Manners, 5). virtue of 
citizenship [2]. OCB defines as voluntary employee activities 
at work that may or may not be valued but this OCB's behavior 
contributes to the organization [3]. Lim and Loosemore states 
that OCB indicators are as follows: a) doing good work for the 
organization and its customers, not asking for anything in 
return b) motivation to continue to improve skills, c) building a 
climate with high quality performance, trying to improve 
productivity, and production quality [4]. 

Behavior in which the lecturer performs his duties and 
functions beyond what has been described in his work (extra 
role) on his own awareness to help universities achieve goals 
with indicators of altruism, sportsmanship, virtue of 
citizenship, and organizational promoters in education and 
teaching, research and community service [5]. OCB is 
voluntary positive behavior that is exhibited by people outside 
of formal work, and is not related to rewards through the 
formal system in which organizations are carried out to help 
organizations towards productivity higher [6]. OCB 
dimensions include: 1). Altruism 2). Conscientiousness 3). 
Sportsmanship 4). Civic virtue 5). Tribute. OCB behavior is a 
behavior carried out by an employee, will greatly help an 
organization, especially in an educational organization to 
continue to develop and run well. The scope of OCB behavior 
carried out by teachers in a school organization includes three 
behaviors [7]. Based on the theoretical study that has been 
presented above, it can be synthesized that Organizational 
Citizenship Behavior (OCB) is good behavior that is done 
voluntarily by an employee in an organization outside of his 
main duties without expecting compensation. The indicators 
are 1). Altruism (Helping co-workers), 2). Sportsmanship 
(Tolerance to conditions that are less than ideal), 3). Civic 
virtue (Supports all organizational activities more than personal 
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activities). 4). Conscientiousness (Responsible) 5). Boosterism 
(Promoting organizations). 

Organizational justice is that employees compare their 
efforts and rewards with others with similar work situations. 
There are four indicators of organizational justice, namely: 
person, comparison of others, input, and result [8]. 
Organizational justice includes aspects such as: 1). distributive 
justice, 2). procedural justice and 3). interactional justice. The 
two most important dimensions of organizational justice that 
affect organizational conditions are procedural and 
interactional justice. Procedural justice is more focused on the 
decision making of an organization as a whole. While the 
dimension of interactional justice is a combination of a 
subordinate's trust in superiors [9]. 

Organizational justice can be known by measuring three 
things, namely (1) Justice relating to the reasonableness of 
Organizational resource allocation; (2) Justice in the decision-
making process; (3) Fairness in the perception of fairness over 
maintaining interpersonal relationships [10]. Organizational 
justice is influenced by: (1) additional work; (2) the reward I 
receive; (3) work schedule; (4) decisions at work; and (5) 
recognition of hard work [11]. 

Based on the above theories, it can be synthesized that 
organizational justice is the perception of conformity between 
task and work and between work and what it gets with 
indicators: (1) promotion opportunities, (2) application of rules 
(3) performance appraisal (4) attitudes of superiors, (5) 
recognition of hard work. 

Satisfaction is a subjective condition, while the indicators 
are: (1) the job itself, (2) salary, (3) promotion, (4) coworkers 
[12]. Job satisfaction is one of the psychological aspects that 
reflects a person's feelings towards his job, a sense of 
satisfaction with the suitability between abilities, skills, and 
expectations with the work he faces [13]. 

 Job satisfaction is an internal factor that can be considered 
as an emotional adaptation to work and working conditions. So, 
if the work is fun for someone, he is satisfied with the work. 
Conversely, if a person is not fulfilled the job satisfaction he 
wants, he will not enjoy his work and want to change his job 
1). Needs, what level of fulfillment is expected, 2). Individual 
aspirations, 3). Justice, 4). Genetic component: behavior, 
attitude, belief in work organization [14].  

Job satisfaction is a pleasant or emotionally positive 
condition that comes from a person's assessment of his work or 
work experience. The indicators are 1) Pay (salary); financial 
amount received; 2) Job (working conditions); how far the 
work gives interesting tasks, 3). Promotion Opportunities 
(promotional opportunities); possibility to advance in 
organization; 4) Supervisor (supervisor supervision), 5) Co-
Workers (coworkers) [15]. 

Based on the theories above, it can be synthesized that what 
is meant by job satisfaction is an employee's attitude towards 
his work that shows pleasant or unpleasant feelings based on 
perception, evaluation, and experience. The indicators of job 

satisfaction are 1). The work itself, 2). Salary, 3). Promotion, 
4). Supervision of school principals, 5) Co-workers. 

II. METHODS 

This research uses mixed methods, which is a combination 
research method in order to obtain more comprehensive, valid, 
reliable and objective data [16], with the Sequential 
Explanatory model, which combines quantitative with 
qualitative. Quantitative Stage 1). Field facts and data 
collection, 2). Preliminary Study 3). Problem identification and 
formulation 4). The foundation of theory, hypothesis, and 
making research instruments 5). Data collection and analysis 
6). Quantitative research results. While the Qualitative stages 
are: 1). The focus of qualitative research 2). Facts and data in 
the field 3). Interview instruments, and FGD. 4). Data 
collection and analysis 5). Qualitative data analysis. 

The research was conducted on a sample of 104 permanent 
teachers of the MI Private Sector Foundation (GTY) in 
Tenjolaya Sub-District, Bogor Regency with a significance 
level of research of 0.05. Based on the method above, this 
study describes several things that were formulated in the 
formulation of the research problem, namely: 1). Is there a 
relationship between organizational justice and Organizational 
Citizenship Behavior (OCB)? 2). Is there a relationship 
between job satisfaction with Organizational Citizenship 
Behavior (OCB)? 3). Is there a relationship between 
organizational justice and job satisfaction together with 
Organizational Citizenship Behavior (OCB)? 4). Is one 
variable higher / dominant than the other? 5). Are there other 
factors beyond job satisfaction, organizational justice related to 
Organizational Citizenship Behavior (OCB) in MI in Tenjolaya 
sub-districts? 

III. RESULTS AND DISCUSSION 

A. Relationship Between Organizational Justice and 

Organizational Citizenship Behavior (OCB) 

The results of the study showed that there was a positive 
relationship between organizational justice and Organizational 
Citizenship Behavior (OCB), meaning that in an organization, 
organizational justice was perceived well by the members of 
the organization, the Organizational Citizenship Behavior 
(OCB) of the members of the organization would be high. The 
strength of the relationship between organizational justice and 
Organizational Citizenship Behavior (OCB) is reflected in the 
correlation coefficient (ry1) of 0.505 with a regression equation 
Ŷ = 68,800 + 0.549 X1. Diversity in Organizational 
Citizenship Behavior (OCB) which is closely related to 
organizational justice is reflected in the coefficient of 
determination (r2) of 0.255, which is interpreted as 25.5%. 
Diversity in Organizational Citizenship Behavior (OCB) can be 
explained by organizational justice while the remaining 74.5% 
is influenced by other factors. 

Data from the results of qualitative research shows that 
principals have an open attitude when determining teachers to 
take part in training outside of school, that is by providing 
information openly to teachers. Both on social media and at a 
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meeting with the teacher council. Teachers who have the desire 
to attend training will register with the principal, if more than 
the specified quota the principal will directly appoint the 
teacher who will be included by selecting teachers, who have 
not or rarely participated in training. Making the rules carried 
out by deliberation at the beginning of the year which was 
attended by foundations, committees, school staff and the 
teacher council. Rules that are made as much as possible do not 
harm and benefit one party, but must be neutral. 

The principal gives the workload to the teachers seeing 
from the performance of the previous year. If the performance 
is good, then the principal will provide the same workload in 
the previous year or exceed the previous year. Vice versa, if the 
performance is not good, then the principal might reduce the 
work of the teacher. The principal treats the teachers well, seen 
when there is an issue the principal often uses free time, for 
example during coffee breaks or lunchtime, to interact with 
subordinates. When interacting, the principal asks the teacher's 
condition, and the problems that he is facing. Teachers will be 
more freely to tell their superiors the problems they are facing, 
so that problems will be easy to overcome. 

 This treatment is done to all teachers consistently. The 
words and good behavior of a principal, often felt a good 
appreciation by the teachers, when the teachers finished doing 
a job. A teacher who is treated fairly by the school in terms of 
performance appraisal, management policies and treatment 
with respect and dignity, will certainly encourage a teacher to 
maximize his work by working beyond the established 
requirements. In addition, the headmaster who treats teachers 
well will increase the teacher's confidence in the organization 
so that his subordinates will have a tolerance attitude towards 
the school towards less than ideal conditions. Schools that are 
fair in determining policies will make teachers more 
responsible for their assignments and will support all activities 
in the school. Thus, the organizational reliability of qualitative 
research in the field has the same tendency with the 
organizational expertise in qualitative research. 

Based on the description above, organizational justice is 
one of the determining factors in improving Organizational 
Citizenship Behavior (OCB). 

B. Relationship Between Job Satisfaction with Organizational 

Citizenship Behavior (OCB) 

The results of the study showed that there was a positive 
relationship between job satisfaction with Organizational 
Citizenship Behavior (OCB), meaning that in an organization 
job satisfaction was perceived well by organizational members, 
Organizational Citizenship Behavior (OCB) of the members of 
the organization would be high. The strength of the relationship 
between job satisfaction with Organizational Citizenship 
Behavior (OCB) is reflected in the correlation coefficient (ry2) 
of 0.437 with a regression equation Ŷ = 84.807 + 0.436X2. 
Diversity in Organizational Citizenship Behavior (OCB) which 
is closely related to job satisfaction is reflected in the 
coefficient of determination (r2) of 0.191 which is interpreted 
as 19.1%. Diversity in Organizational Citizenship Behavior 

(OCB) can be explained by job satisfaction while the remaining 
80.9% is influenced by other factors. 

Data from the results of qualitative research show that 
principals prioritize mutual agreement between teachers, 
regarding the distribution of teaching schedules, so that 
teachers will choose the schedule and class based on the ability 
of the teacher. Financially, Madrasah Ibtidaiyah only relies on 
BOS funds (School Operational Assistance), which is the time 
scale for receiving BOS funds, which is three months. 
Responding to this the principal with various efforts so that the 
provision of permanent teacher salaries once a month, in a 
timely manner. Madrasa teachers are known for their 
"SAJUTA", honest and honest patience. Although salaries are 
not in accordance with the workload, the lives and finances of 
teachers are always blessed. As much as possible the school 
principal completes the facilities and infrastructure for the 
achievement of learning objectives.  

The teacher sees the leader support and give direction to the 
teachers in learning activities, by discussing in person the 
problems of the teachers when teaching in class. In general, in 
a team that is in school, each member always puts the interests 
of the school over personal interests, this can be seen from the 
efforts of cooperation that support each other. Satisfaction built 
by the principal through good communication provides support 
to teachers in creating good relations between the principal and 
the teacher and between the teacher and his colleagues in the 
school, this good relationship will create an attitude of help to 
help fellow colleagues (Altruism).  

Job satisfaction that is built by superiors (principals) by 
providing good financial services or by providing excellent 
service, will make teachers support all activities in the school, 
even teachers will prioritize the interests of the school above 
other interests. Determination of work in accordance with the 
potential of the teacher will creat the teacher like his work and 
make the teacher more responsible. 

Thus, job satisfaction in qualitative research in the field has 
the same tendency with job satisfaction in qualitative research. 

C. Relationship Between Organizational Justice and Job 

satisfaction with Organizational Citizenship Behavior 

(OCB) 

The results of the study showed that there was a positive 
relationship between organizational justice and job satisfaction 
with Organizational Citizenship Behavior (OCB), meaning that 
in an organization, organizational justice and job satisfaction 
were perceived well by organizational members, 
Organizational Citizenship Behavior (OCB) of the members of 
the organization would be high. The strength of the relationship 
between organizational justice and job satisfaction with 
Organizational Citizenship Behavior (OCB) is reflected in the 
correlation coefficient (ry12) of 0.572 with a regression 
equation Ŷ = 44.526 + 0.289x1 + 0.289x2. Diversity in 
Organizational Citizenship Behavior (OCB) is closely related 
to Organizational justice and job satisfaction is reflected in the 
coefficient of determination (r2) of 0.327, which means 32.7% 
of diversity in Organizational Citizenship Behavior (OCB) can 
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be explained by organizational justice and job satisfaction 
while the remaining 67.3% is influenced by other factors 

 Based on the FGD with teachers obtained from the three 
schools it can be concluded that other factors that also 
influence the Organizational Citizenship Behavior (OCB) are: 
a). transformational leadership, b). organizational commitment, 
c). organizational culture, d). teacher motivation 

This current study can be an alternative input for principals 
and permanent teachers of the foundation (GTY) MI, 
Tenjolaya District. The order of suggestions for improvement 
includes: 1). Application of the rules, Principals and 
organizational management should be fair and consistent in 
making and implementing an agreed rule. Rules that are made 
should not be partial or burdensome for some teachers. In the 
implementation of the principal should not be selective when 
giving punishment to violating teachers. Rewarding must also 
be done by the principal for teachers who have high discipline 
in carrying out a rule. In addition, the headmaster should have a 
professional nature and take advantage of the opportunity to 
foster and guide teachers in understanding the school code of 
conduct, finding and finding new ideas by communicating with 
teachers, to support the creation of an orderly school 
environment. 2). Supervision of school principals, principals 
should conduct supervision activities in schools consistently by 
making programmatic planning to help the planning planning 
process. Supervision activities are not an interrogation activity 
for teachers, but principals should supervise when teachers 
supervise and guide teachers if there are problems or 
deficiencies in teachers. So that supervision activities are more 
efficient and effective. 

The results of supervising the headmaster should be 
transparent, so that the teacher knows his weaknesses and 
strengths. 

In addition, the supervision activities improved the quality 
of teacher. Principals should make activities such as classroom 
teacher / subject teacher meetings, internal workshops, and 
assigning teachers to take part in workshops and educational 
seminars held by external parties. 

IV. CONCLUSION 

According to the results, it can be concluded that: 1). There 
is a significant positive relationship between organizational 
justice and Organizational Citizenship Behavior with a 
correlation coefficient (ry1) of 0.505 with a regression equation 
Ŷ = 68,800 + 0.549 X1. The coefficient of determination of 
0.255 which means 25.5% diversity in Organizational 
Citizenship Behavior (OCB) can be explained by 
organizational justice. While the remaining 74.5% is influenced 
by other factors, the results of qualitative research indicate 
there is a tendency for the same data between quantitative 
research and qualitative research. 2). There is a significant 
positive relationship between job satisfaction with 
Organizational Citizenship Behavior with a correlation 
coefficient (ry2) of 0.437 with a regression equation Ŷ = 
84.807 + 0.436X2. Detremination coefficient of 0.191 which 
means 19.1% diversity in Organizational Citizenship Behavior 

(OCB) can be explained by job satisfaction. While the 
remaining 80.9% is influenced by other factors. 

The results of qualitative research indicate there is a 
tendency for the same data between quantitative research and 
qualitative research. 3). There is a significant positive 
relationship between organizational justice and job satisfaction 
with Organizational Citizenship Behavior with a correlation 
coefficient (ry12) of 0.572 with a regression equation Ŷ = 
44.526 + 0.289x1 + 0.289x2. Determination coefficient of 
0.327, which means 32.7% diversity in Organizational 
Citizenship Behavior (OCB) can be explained by 
organizational justice and job satisfaction while the remaining 
67.3% is influenced by other factors. The results of qualitative 
research indicate there is a tendency for the same data between 
quantitative research and qualitative research. 4). The results of 
quantitative and qualitative research show that organizational 
justice variables are more dominant influential on increasing 
Organizational Citizenship Behavior (OCB) with a correlation 
coefficient (ry1) of 0.505 with a regression equation Ŷ = 
68,800 + 0.549 X1. The coefficient of determination of 0.255 
means 25.5%. While job satisfaction variables influence the 
increase in Organizational Citizenship Behavior (OCB) with 
correlation coefficient (ry2) of 0.437 with a regression equation 
Ŷ = 84.807 + 0.436X2. Determination coefficient of 0.191 
which interpreted 19.1% diversity in Organizational 
Citizenship Behavior (OCB). 5). The results of qualitative 
research indicate that there are other factors that also influence 
or are related to the improvement of Organizational Citizenship 
Behavior (OCB) including: a). transformational leadership, b). 
organizational commitment, c). organizational culture, d). 
teacher motivation. 
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