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ABSTRACT

	Objective: This study aims to analyze the influence of Organizational Justice and Quality of Work Life on Organizational Citizenship Behavior (OCB) with Organizational Commitment as a Mediation Variable, using the Education Office of Ciamis Regency, West Java, Indonesia, West Java, Indonesia as a case study.
Study Design:  This research uses a quantitative approach with data collection using questionnaires. All of these research items were measured using a likert scale of 1 to 5. This study uses saturated sampling techniques.
Place of Study: The population of this study is members of the Education Office of Ciamis Regency, West Java, Indonesia, West Java, Indonesia.
Methodology: This study used saturated sampling so that the sample totaled 105. Data processing uses the SmartPLS 4 application with the Structural Equation Modeling-Partial Least Square (SEM-PLS) technique. Data analysis was carried out using loading factors, validity test and reliability test, Discriminant Validity: Fornell-Larcker, deep model with R-Square and hypothesis test.
Results: The findings of the study show that Organizational Justice, Quality of Work, and Organizational Commitment have a significant positive effect on Organizational Citizenship Behavior. Meanwhile, Organizational Commitment that mediates Organizational Justice has a negative effect on Organizational Citizenship Behavior. Then the Organizational Commitment mediates the Quality of Work Life which has a positive effect on the Organization's Citizenship Behavior.
Conclusion: These results show that when employees are treated fairly and have a good quality of life, they tend to exhibit extra-role behaviors that are beneficial to the organization. In addition, organizational commitment has been proven to mediate the influence of QWL on OCB, but it does not play a mediator in the relationship between organizational justice and OCB.
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1. INTRODUCTION

The effectiveness and performance of a team in any organization is determined by the ability of team members to work in a team (Novianti, 2021). In reality, not everyone is able to work in a team, as it requires the individual's ability to communicate openly, honestly, cooperate with others, and be able to resolve conflicts (Widodo et al., 2023). However, the existence of a work team is not only seen as an organizational demand so that employees are able to carry out their duties together, but the work team is basically an organizational need to support the smooth operation of the institution as a whole.
Education has an important role in the progress of a nation (Muhtar & Wahyudi, 2024). Education plays a role in developing skills, shaping character, and creating a dignified nation's civilization to educate the nation's life and form individuals who have faith, piety, noble character, intelligence, independence, creativity, and responsibility as democratic citizens (Perdani et al., 2024). Based on this, the government through the Education Office at the national, provincial, and district/city levels continues to play a role in making contributions, including in overcoming the problems of education personnel and educational facilities (Handayani et al., 2024). 
Human resources are an important element for an organization because the success or effectiveness of an organization depends heavily on the quality and performance of its human resources (Sara et al., 2023). Therefore, it is important for organizations to be able to manage employees as human resources well and wisely. 
The Education Office of Ciamis Regency, West Java, Indonesia as one of the government institutions that plays an important role in carrying out strategic responsibilities in the implementation of education. Public perception of the services provided by  the Education Office of Ciamis Regency, West Java, Indonesia is greatly influenced by public satisfaction with the good or bad services provided. This is a challenge in carrying out services to the community that demands excellent service. So that the quality of human resources is an aspect that must be considered
Today, a new view is developing that sees employees not only as resources, but also as valuable assets or capital of the organization that need to be managed and developed (Nurjanah et al., 2020). Good human resource management in an organization will make it easier for the organization to achieve its goals. An organization's ability to achieve its goals is determined not only by the employee's behavior in carrying out his duties according to his job description, but also by the extra behavior of the employee's role outside of his or her primary duties (Rimatanti & Darmawan, 2023). 
Organizational Citizenship Behavior (OCB) is an individual's behavior that is independent and not directly related to the main task, but can contribute to improving organizational performance (Hermawan et al., 2024). In other words, OCB is one of the important aspects that support the effectiveness and productivity of the organization. OCB characteristics reflect positive employee behaviors that go beyond the tasks, roles, and job descriptions that the organization requires (Nurjanah et al., 2020). Employees who have OCB behaviors will demonstrate exceptional dedication, drive, and insight, exceeding the tasks necessary for the benefit of the organization (Asgari et al., 2020). 
The Low OCB behavior in local government employees can be the focus of this study. Low-level phenomena Organizational Citizenship Behavior (OCB) in local government institutions can be caused by several factors, such as the low desire of employees to help each other in the work environment or because each employee feels able to complete his or her own tasks without the need for the help of colleagues. If this trend continues, it could be that the work culture in the office environment emphasizes more on individualism than teamwork. Therefore, it is necessary to further examine the factors that affect low OCB, whether it comes from Organizational Justice which builds perceptions in managing employees, work systems, or individual factors of each employee.  that are fixed. A low willingness of employees to play an extra role can negatively impact relationships between employees, increase non-compliance with organizational rules, trigger jealousy towards colleagues, lead to delays in task completion, decrease organizational stability, and reduce individual and organizational performance (Zahra & Siregar, 2023). 
In an organization, OCB can be influenced by Organizational Justice (Romadhona & Prawitowati, 2024). Organizational Justice is an employee's perception of the Justice received in an organization (Manihuruk, 2023). If an organization has a high level of Justice, then the planning and execution of the decision-making process and the results will be done fairly (Lim & Setyawan, 2023). By showing a fair and equitable nature, employees will tend to work according to what is expected when carrying out their work (Kamil & Rivai, 2021). Research from Bastyant et al., (2024), Kamil and Rivai (2021), Lim and Setyawan (2023), Romadhona and Prawitowati (2024), Syafriyanti and Anisah (2021) revealed that organizational Justice has a positive and significant effect on OCB. The existence of equal treatment between employees is necessary to foster the desire to improve OCB's behavior (Kamil & Rivai, 2021). While research from Nurhafni et al., (2022) shows that organizational justice has no effect on OCB.
Moreover Quality of Working Life (QWL) is also a factor that can affect OCB (Rimatanti & Darmawan, 2023). QWL is an overview of the extent to which human needs are met in the work environment (Agustina et al., 2022). QWL also refers to the overall well-being of employees in the workplace. Optimally designed QWL will be able to have a positive impact on employees and the organization. Quite a few studies have linked its influence Organizational Justice and QWL against Organizational Citizenship Behavior (OCB), but there are still differences in the results of the research. For example, research from Bastyant et al., (2024), Kamil and Rivai (2021), Lim and Setyawan (2023), Romadhona and Prawitowati (2024), Syafriyanti and Anisah (2021) reveals that Organizational Justice has a positive and significant effect on OCB. The existence of equal treatment between employees is necessary in fostering the desire to improve OCB's behavior (Kamil & Rivai, 2021). While research from Nurhafni et al., (2022) shows that Organizational Justice has no effect on OCB. Research from Purwanto et al., (2021, 2023), Rimatanti and Darmawan (2023), Widodo et al. (2023), (Sumarsi & Rizal, 2021) showed that QWL had a positive and significant effect on OCB. Prioritizing QWL will also benefit employees and the organization as a whole (Mehra, 2023). However, there is research from Hidayah and Hendarsjah (2021) which indicates that OCB levels cannot be affected by QWL.
From the explanation above, it can be seen that there are still inconsistencies between the relationships Organizational Justice and QWL against OCB. The researcher tries to provide a solution to the research gap by adding a mediation variable. Organizational commitment considered to be able to mediate the relationship between Organizational Justice and QWL against OCB. Organizational commitment can form the value of positive attitudes from employees so that it can strengthen the relationship between Justice in the organization and the quality of life of employees to be able to show extra role behavior. Research from Firmansyah et al., (2022), Hermawanto et al., (2022), Nurjanah et al., (2020), and Widodo et al., (2023) shows that the sense of commitment from employees to the organization is able to improve OCB behavior in employees. Employees with levels Organizational commitment those who are tall tend to exhibit high OCB behavior Purwanto et al., (2023) Research from  Rato and Rahmat, (2020) explains that Organizational Justice Affect Organizational commitment, in addition to research from  Astuti & Soliha (2021) Resulting in quality of working life affects Organizational commitment.
Previous research by (Romadhona & Prawitowati, 2024) show Organizational commitment able to act as a mediator of organizational Justice and quality of work life. while research according to Ulum et al., (2024) explain Organizational commitment can mediate the influence of QWL on OCB.
Current research builds on research findings from Putri and Nurmayanti (2024) However, this study is unique in that it explores organizational commitment as a mediating variable. The researcher added Organizational commitment as a mediator. Previous research examined consulting services in hotel and housing design projects (PT Eka Dana Consultant located in the city of Mataram, West Nusa Tenggara, Indonesia. Meanwhile, this study research researched government institutions, namely the Education Office of Ciamis Regency, West Java, Indonesia. In addition, the researcher developed research findings from (Kamil & Rivai, 2021) regarding the quality of work life as a variable independent. The research examined PT Telekomunikasi Indonesia (TELKOM) Padang City, West Sumatra, Indonesia.
This study is the first comprehensive study that examines the relationship between Organizational Justice and Quality of Work Life as a pushing of Organizational Behavior Citizenship (OCB): The Mediating Influence of Organizational Commitment. Therefore, this study comprehensively examines the relationship between Organizational Justice and Quality of Work Life as a pushing of Organizational Citizenship Behavior (OCB): The Mediating Influence of Organizational Commitment.

2. Literature Review

2.1 Social Exchange Theory

[bookmark: _Hlk197025307][bookmark: _Hlk197025439]Social Exchange Theory (SET) is the basis for explaining the relationship between independent variables and OCB in this study. SET highlights the nature of interpersonal relationships and social interactions, in which a person who receives a good influence or perception is expected to show gratitude and reciprocate it when the opportunity arises (Blau, 1964). When employees have a relatively positive influence or perception, they tend to reply in a practical and effective way (Rimatanti & Darmawan, 2023). In addition, employees who feel that the organization cares about their well-being and engage in responsible social activities, employees will exhibit a positive attitude and extra role behavior (Liaquat & Mehmood, 2017). Based on this explanation, it can be said that when employees feel support, Justice, and Justice from the organization and its leaders, they are more likely to exhibit extra-role behaviors that support the effectiveness of the organization. This results in an understanding that the relationship between employees and the organization is based on a reciprocal aspect, where the nature of this mutually beneficial relationship can determine the behavior of employees towards their organization (Liaquat & Mehmood, 2017). 
Organizational Citizenship Behavior (OCB) is sourced from the framework Social Exchange Theory (Hermanto et al., 2024). Therefore, the SET can be the basis for explaining the relationship between independent variables and OCB in this study. SET highlights the nature of interpersonal relationships and social interactions, in which a person who receives a good influence or perception is expected to show gratitude and reciprocate it when the opportunity arises (Blau, 1964). When employees have a relatively positive influence or perception, they tend to reply in a practical and effective way (Rimatanti & Darmawan, 2023). In addition, employees who feel that the organization is fair and cares about welfare as well as engaging in responsible social activities, employees will exhibit a positive attitude and extra role behavior (Liaquat & Mehmood, 2017). Based on this explanation, it can be said that when employees feel support, Justice, and attention from their organization, they are more likely to exhibit extra-role behaviors that support the effectiveness of the organization.

2.2 Organizational Citizenship Behavior

Organizational Citizenship Behavior (OCB) is defined as voluntary behavior that involves the actions of more employees to support the progress of their organization (Novianti, 2021). OCB can be described as an out-of-role behavior that employees voluntarily perform, which goes beyond their formal duties, but contributes to the effectiveness and efficiency of the organization in achieving its goals Widodo et al., (2023). OCB also refers to an individual's social behavior in the workplace that exceeds expectations, such as voluntarily helping a coworker during breaks or outside of work hours (Hermawan et al., 2024). OCB can be measured using several indicators from Podsakoff et al., (2000) which includes mutually helpful behavior, sportsmanship, loyalty to the organization, obedience to the organization, individual initiative, good citizenship, and self-development.
The basis that distinguishes OCB from other activities is that they are voluntary or based on personal choice, where they are outside the job description and have a positive impact on the organization (Rimatanti & Darmawan, 2023). Employees with a high OCB level will later show improved performance, a friendlier and more sociable attitude, and accept assigned tasks without complaints or debates (Purwanto, 2022).

2.3 Organizational Justice and Organizational Citizenship Behavior

Organizational Justice is defined as the equal and fair treatment that a person receives at his or her workplace (Lim & Setyawan, 2023). The existence of equal treatment between employees is necessary in fostering the desire to improve OCB's behavior (Kamil & Rivai, 2021). Individuals who feel that there is justice in the organization tend to have a positive attitude towards the organization, including OCB's behavior (Lim & Setyawan, 2023).
Organizational Justice have an important role when the award given is in accordance with the field of work and is worthy of acceptance by employees in the work environment (Bastyant et al., 2024). According to Flint et al., (2012), Organizational Justice It can be measured for 4 dimensions including distributive justice, interpersonal justice, procedural justice, and information justice. By showing an equal and fair nature, employees will tend to work according to what is expected when carrying out their work (Kamil & Rivai, 2021). Research from Bastyant et al., (2024), Kamil and Rivai (2021), Lim and Setyawan (2023), Romadhona and Prawitowati (2024), Syafriyanti & Anisah (2021) (C. S. Ulfa & Siwi, 2021). reveals that Organizational Justice has a positive and significant effect on OCB. The existence of equal treatment between employees is necessary in fostering the desire to improve OCB's behavior (Kamil & Rivai, 2021).

H1: Organizational Justice Has a Positive and Significant Effect on Organizational Citizenship Behavior

2.4 Quality of Work Life and Organizational Citizenship Behavior

Quality of Working Life (QWL) is a management system approach in an organization that aims to improve the quality of life of employees in the work environment simultaneously and sustainably (Hermanto et al., 2024). If employees do not get a good quality of work life, such as. appropriate compensation and conducive work environment, they will not be motivated or have the opportunity to grow, which will hinder the formation of positive OCB (Sumarsi & Rizal, 2021). QWL is an overview of the extent to which human needs are met in the work environment (Agustina et al., 2022). Sirgy et al., (2001) revealed that QWL can be measured with several dimensions of measurement such as safety and health needs, social, family and economic needs, rewards and recognition, self-actualization, creativity, and self-development. Optimally designed QWL is expected to have a positive impact on employees and the organization (Hermanto et al., 2024). Research from Purwanto et al., (2021, 2023), Rimatanti and Darmawan (2023), Widodo et al., (2023)and (Sumarsi & Rizal, 2021). showed that QWL had a positive and significant effect on OCB. Prioritizing QWL will also benefit employees and the organization as a whole (Mehra, 2023).

H2: Quality of Work Life Has a Positive and Significant Effect on Organizational Citizenship Behavior



2.5 Organizational Commitment and Organizational Citizenship Behavior

Organizational commitment is the willingness of individuals to bond and show loyalty to the organization because they feel involved in various organizational activities (Rimatanti & Darmawan, 2023). Organizational commitment It is also defined as the employee's level of trust in the organization and its goals, along with the desire to remain part of the organization, which reflects an attitude of loyalty to the organization (Nurjanah et al., 2020). Organizational commitment can be measured by Meyer and Allen (1991) Three-Component Commitment Model which includes Affective, Continuation and Regulations. 
Organizational commitment demonstrated by employees has a positive impact on OCB's behavior. When employees show a sense of belonging and loyalty as a form of their commitment to the organization, it tends to improve OCB behavior, which is reflected in the positive actions employees show towards the organization Firmansyah et al., (2022). The explanation shows that strong commitment can encourage employees to be more proactive in supporting the achievement of organizational goals through the contribution of extra roles. Research from Firmansyah et al., (2022), Hermawanto et al., (2022), Nurjanah et al., (2020), Purwanto (2022), and Widodo et al., (2023) shows that Organizational commitment has a positive and significant effect on OCB. Employees with a strong level of commitment tend to exhibit good organizational family behavior, and the higher the employee's commitment, the higher the OCB level shown (Hermawan et al., 2024).

H3: Organizational commitment has a positive and significant effect on Organizational Citizenship Behavior

2.6 The Mediating Role of Organizational Commitment 

Employees who feel that policies, resource distribution, and treatment in the workplace are given fairly, they tend to have a higher level of commitment to the organization (Kamil & Rivai, 2021). This strong commitment then encourages them to exhibit extra role behaviors, such as helping colleagues, adhering to organizational rules, and contributing more than their primary duties (Romadhona & Prawitowati, 2024). So that Organizational Justice not only has a direct impact on improving OCB, but also indirectly through increasing employee commitment to the organization. Previous research from Kamil and Rivai (2021), Lim and Setyawan (2023), Romadhona and Prawitowati (2024), Syafriyanti and Anisah (2021) states that Organizational commitment able to strengthen the relationship between Organizational Justice and OCB. When individuals feel they are treated fairly, they tend to retaliate with positive attitudes and behaviors that benefit the organization in the form of OCB (Syafriyanti & Anisah, 2021).

H4: Organizational Commitment mediates the influence  of Organizational Justice on Organizational Citizenship Behavior

Quality of working life (QWL) is a management viewpoint that focuses on employees, jobs, and organizations to improve organizational effectiveness (Ulfa et al., 2021). This attachment is then reflected in the increase Organizational commitment, which can ultimately encourage them to exhibit extra role behaviors, such as helping colleagues, working more than just primary responsibilities, and volunteering to support organizational goals (Ulum et al., 2024).
Previous research from Ulfa et al., (2021) and Ulum et al., (2024) shows that Organizational commitment can strengthen relationships Quality of Working Life towards Organizational Citizenship Behavior. This shows that a good QWL not only has a direct impact on OCB, but can also increase employee commitment which in turn encourages them to contribute more to the organization. In other words, employees who feel comfortable, valued, and have opportunities to grow will have a high level of commitment, so they are more motivated to demonstrate OCB behavior in the workplace (Ulfa et al., 2021).

H5: Organizational Commitment mediates the influence  of  Quality of Work Life on Organizational Citizenship Behavior
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Figure 1 Frame of mind


This research is expected to provide useful information in solving problems practically in the field. This research was conducted because there is a gap between the results of the previous research and the phenomenon that occurs in the work environment. Therefore, the aim of this study is to further analyze how the influence of organizational Justice and quality of work life on organizational Citizenship behavior can be mediated by organizational commitment.

2.7  Research Methods

This study aims to make the findings widely applicable to population members, so that a representation of population characteristics in a suitable sample is needed (Scott, 2018). A total sample of 105 respondents was obtained using saturated sampling techniques. Saturated sampling is a sampling technique in which all members of the population are used as samples (Scott, 2018) 




Table 1. Population Size
Source : Primary Data 2024

	Number of Employees
	Total Population

	105 People
	100%



This research is a quantitative research. Data was obtained through questionnaires that were distributed to all employees Education Office of Ciamis Regency, West Java, Indonesia, except for the head of the Education Office of Ciamis Regency, West Java, Indonesia which totals 105 employees. The likert scale is used for measurement, which utilizes variable indicators presented in the form of statements or questions on questionnaire items (Scott, 2018).
The data analysis in this study involves statistical and descriptive analysis for PLS-SEM. Descriptive analysis is intended to describe respondents' responses and identify respondents' patterns. To test the system Structural Equation Modeling (SEM), using the SmartPLS 4 testing program. SEM analysis was chosen for its ability to provide a direct representation of variable relationships and perform path analysis (Hair et al., 2017). Process Needed Two stages: the first stage is to evaluate the assessment model Outdoor Models, while the second stage involves the evaluation of structural models (Inner Model) to test hypotheses and explain variable relationships. Convergent validity is confirmed with a loading value exceeding 0.6 and an AVE value above 0.5 (Ghozali, 2014). The discriminant validity was assessed to have cross-loading and Fornell-Larcker values, and the reliability of the indicators was validated with Cronbach's alpha values and Composite Reliability >0.70 (Hair et al., 2017).

3. Results and Discussion

[bookmark: _Hlk199938062]3.1 Characteristics of Respondents  

[bookmark: _Hlk199882620]The first analysis in this study is the Demographic Analysis listed in Table 1. Demographic analysis aims to provide additional information to future readers or researchers.

Table 2. Demographic Analysis
Source: Primary Data, 2024
	Not.
	Group
	Frequency
	%

	1.
	
Gender

Man
Woman
Entire
	
73
32
105
	
69.5%
30.5%
100%

	2.
	Age
≤ 20 years old
30 – 40 years old
41 – 50 years old
≥ 50 years20 – 25 years
26 – 30 years old
31 – 35 years old
36 – 40 years old
≥ 40 years old
Entire
	
1
5
16
18
13
52
105
	
1.0%
4.8%
15.2%
17.1%

12.4%
49.5%
100%

	3.
	Marital Status
Marry
Unmarried
Entire
	
97
8
105
	
92.4%
7.6%
100%

	4.
	Education
JUNIOR
SMA
Diploma
S1
S2
Entire
	
2
25
3
53
22
105
	
             1.9%
23.8%
2.9%
50.5%
21.0%
100%

	5.
	Part
Secretariat of the Division of Workforce Development
Early Childhood Development Field
Primary School Development Field
Junior High School Coaching Field
Junior High School Supervision Field
Office Kids
Entire
	
37
11
14
13
13
11
6
105
	
35.2%
10.5%
13.3%
12.4%
12.4%
10.5%
5.7%
100%

	6.
	Long Time Working
≤ 1 year
1 – 3 years
4 – 5 years
6 – 7 years
8 – 10 years
≥ 10 years
Entire
	
13
16
11
5
8
52
105
	
12.4%
15.2%
10.5%
4.8%
7.6%
49.5%
100%





Demographic analysis of respondents showed that the majority of respondents were male (69.5%), while female respondents were as many as (30.5%), with the dominant age group being over 40 years old (49.5%). Most of the respondents had a S1 educational background (50.5%), and (49.5%) had more than 10 years of work experience, indicating that employees with high work experience and high educational backgrounds were more involved in the study.




3.2 Outer Model Test

3.2.1 Outer Loading
 
In this Outer loading test process, the researcher conducted three tests. In the first test, there were several variable statement items with a value of <0.60 so that values below 0.60 were corrected by removing items from the model. Then in the second test, the researcher eliminated several variables that caused the AVE value to be below 0.5, so that when conducting the 3rd run test, the AVE value could meet the requirements above 0.5.  Details can be seen in the images of the Outer load test results before the model and after they are removed from the model.
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Figure 2 Outdoor Model 1 Walk 
Source: Primary Data, 2025
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Figure 3 Outdoor Model After  the 2nd Run
Source: Primary Data, 2025
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Figure 4 Outdoor Model After 3rd Run 
Source: Primary Data, 2025


From the output of the Outer load, it can be seen that before it was repaired, there were several statement items that had an Outer loading value of <0.60, namely QWL 2 and OCB 2,3,10 items which meant invalid. Then in the 2nd run, there were several items removed, namely QWL 1, Commitment 4, 10, and OCB 2.3 10. because the AVE value is <0.50. Then in the 3rd run there are several items that must be deleted again, namely, QWL 2,3,7 and Commitment 6,9 and OCB 1. From these results, all Outher Loading have an AVE value of >0.50 and it can be considered that the statement of each of these variables is declared valid (Ghozali, 2014)



3.3 Measurement Model Analysis

This stage of measurement model evaluation includes testing for convergent validity, reliability, and discriminant validity. Table 3 shows the results of the converged validity and reliability.



Table 3 Validity and Reliability
Source: Primary Data, 2025
	Variable
	Alpha Cronbach
	Composite Reliability
	Average Variance Extracted (AVE)

	Organizational Justice
	0.902
	0.919
	0.531

	Organizational Commitment
	0.819
	0.869
	0.526

	Organizational Citizenship Behavior
	0.816
	0.867
	0.522

	Quality of Working Life
	0.811
	0.864
	0.516



Convergent validity is achieved with the value Loading Factor > 0.6 and AVE > 0.5 (Ghozali, 2014). After evaluating and sorting out a number of indicators that have a value Loading Factor <0.6, the rest of the indicator has a > value of 0.6 so that it can be declared valid. In addition, all Composite Reliability and Cronbach alpha values are at > 0.70, indicating good reliability for each variable




Table 4 Differentiating Validity: Fornell-Larcker
Source: Primary Data, 2025
	Variable
	OJ
	OC
	OCB
	QWL

	Organizational Justice
	0.729
	
	
	

	Organizational Commitment
	0.616
	0.726
	
	

	Organizational Citizenship Behavior
	0.696
	0.690
	0.723
	

	Quality of Working Life
	0.750
	0.679
	0.702
	0.718




Table 4 shows that the Fornell-Larcker criteria have been well met, which is characterized by a higher value of the square root of AVE on the diagonal than with any other value for each variable. the reliability of Cronbach alpha and the actual composite, not just >0.70.



3.4 Structural Model Analysis

The purpose of structural model evaluation is to analyze the relationships between variables, assess significance values, and determine the R-square value of the research model. The initial step in the evaluation of the structural model is to review the R-squared values of each dependent variable, as described in Table 5.



Table 5 R-Square
Source: Primary Data, 2025
	Variable
	R-Square

	Organizational Commitment
	0.487

	Organizational Citizenship Behavior
	0.616



The R-square assessment in Table 5 shows good results. An R-squared value of 0.616 for organizational Citizenship behavior suggests that 61.6% of these variables can be explained by independent variables in the study, while others are influenced by other factors outside the study. This shows that this study has a good prediction.



Table 6 Hypothesis Test
Source: Primary Data, 2025
	Hypothesis
	
	Path Coefficient (β) / Original Sample
	Statistics T
	P value 
	Conclusion

	I → OCB
	H1
	0.305
	2.555
	0.005
	Accepted

	QWL → OCB
	H2
	0.245
	2.254
	0.012
	Accepted

	OC → OCB
	H3
	0.337
	3.355
	0.000
	Accepted

	I → OC → OCB
	H4
	0.082
	1.634
	0.051
	Rejected

	QWL → OC → OCB
	H5
	0.167
	3.141
	0.001
	Accepted



Hypothesis testing assumes the influence of independent variables on bound variables if the statistical T value > 1.960 and  the P value  is less than 0.05. The results of this test are shown in Table 5 which shows that all variable relationships have a positive path coefficient (β). However, hypothesis 4 in this study was rejected because it had a statistical T value and a P value  that did not meet the requirements
.
4. Discussion

4.1 The Influence  of Organizational Justice on Organizational Citizenship Behavior

The research findings show that organizational Justice has a positive and significant impact on the organization's Citizenship behavior or H1 acceptance. This means that the higher the level of Justice perceived by employees in the organization, the more likely they are to exhibit OCB behaviors, such as assisting coworkers, working outside of formal responsibilities, and supporting the interests of the organization. This suggests that the perception of Justice in an organization can increase employee motivation to contribute more than just their primary task.
These findings are in line with Social Exchange Theory, which outlines that the relationship between individuals and organizations is based on the principle of reciprocity. When employees feel they are treated fairly, they tend to retaliate by exhibiting positive behavior that benefits the organization. The trust and loyalty formed through organizational Justice encourages employees to voluntarily participate in activities that support the organization's goals. Therefore, organizational Justice can be a key factor in creating extra engagement and contributions from employees.
The results of this study are also in line with the findings of the Bastyant et al., (2024), Kamil and Rivai (2021), Lim and Setyawan (2023), Romadhona and Prawitowati (2024), Syafriyanti and Anisah (2021), which states that Organizational Justice play a role in increasing employee OCB. When employees feel transparency and Justice in decision-making and resource distribution, they tend to be more motivated to take actions that benefit the organization. It confirms that creating a fair system within the organization not only increases job satisfaction, but also forms a more collaborative and proactive work culture.

4.2 The Influence of Quality  of Working Life on Organizational Citizenship Behavior

The findings of the study show that the quality of work life has a positive and significant impact on the behavior of organizational citizenship or H2 acceptance. This shows that the better the quality of work life that employees feel, the more likely they are to exhibit OCB behaviors, such as helping colleagues, taking initiative at work, and showing loyalty to the organization. The high quality of work life reflects comfortable working conditions, work-life balance, and organizational support, which ultimately improves OCB's behavior.
These findings are in line with Social Exchange Theory, which states that the relationship between employees and organizations is based on the principle of reciprocity. When an organization provides a supportive work environment and well-being for employees, employees are likely to reciprocate by exhibiting positive behaviors that benefit the organization. In other words, employees who feel valued and comfortable in their jobs will be more motivated to contribute more than just their main tasks. 
The results of this study are also in line with the findings of the Purwanto et al., (2021, 2023), Rimatanti and Darmawan (2023), Widodo et al., (2023),Sumarsi and Rizal, (2021) which states that the quality of work life plays a role in improving the OCB of employees. Employees who have positive work experience, including work-life balance, a conducive work environment, and decent rewards, are more likely to engage in voluntary organizational behavior. This reinforces that organizations that invest in improving the quality of their employees' working lives not only improve individual well-being, but also build a more collaborative and productive work culture.


4.3 The Influence of Organizational Commitment on Organizational Citizenship Behavior

The findings of the study revealed that organizational commitment has a positive and significant influence on the organization's Citizenship behavior or H3 received. These findings suggest that the higher the employee's commitment to the organization, the more likely they are to exhibit OCB behaviors, such as helping colleagues, being loyal to the organization's policies, and contributing more than just their primary duties. Therefore, increasing organizational commitment can be an important strategy to build a more harmonious and productive work environment.
These findings are in line with Social Exchange Theory, which explains that the relationship between employees and organizations is reciprocal. When employees feel they have a strong bond with the organization and have a positive work experience, they are likely to reciprocate by exhibiting behaviors that are beneficial to the organization. High commitment makes employees feel responsible to contribute more, including in the form of OCB.
The results of this study are also in line with the findings of the Firmansyah et al., (2022) Hermawanto et al., (2022), Nurjanah et al., (2020), and Widodo et al., (2023), who found that Organizational commitment play a role in increasing employee OCB. Employees who have a high level of commitment are more likely to exhibit extra role behaviors because they feel that they are an important part of the organization. This shows that organizations that are able to build and maintain employee commitment, whether through inspirational leadership, an inclusive work culture, or policies that support employee well-being, will find it easier to create a productive, team-oriented work environment.



4.4 Organizational Commitment to Mediate the Influence  of Organizational Justice on Organizational Citizenship Behavior

The results of the study show that organizational commitment does not mediate the impact  of organizational justice on the organization's Citizenship behavior or H4 is rejected. This shows that although organizational Justice has a positive effect on OCB, the effect is not through  the variables of the organization's commitment as a mediator. In other words, employees who feel that there is justice in the organization do not necessarily increase their commitment first before showing OCB behavior. These findings suggest that organizational Justice can directly encourage employees to behave positively without having to rely on their level of commitment to the organization.
These findings are not in line with the results of the study Kamil and Rivai (2021), Lim and Setyawan (2023), Romadhona and Prawitowati (2024), Syafriyanti and Anisah (2021), which states that Organizational commitment act as a mediator in the relationship between Organizational Justice and OCB. Employees who feel treated fairly tend to increase their commitment first before finally exhibiting OCB behavior (Lim & Setyawan, 2023). However, the results of this study show that in Education Office of Ciamis Regency, West Java, Indonesia, employees can respond immediately Organizational Justice with positive behavior without going through the improvement stage Organizational commitment. This can be caused by other factors, such as work culture, reward systems, or social norms in the organization that are more influential in encouraging OCB.

4.5 Organizational Commitment to Mediate the Influence of Quality  of Working Life on Organizational Citizenship Behavior

The results of the study showed that organizational commitment was able to mediate the relationship between the quality of work life and the behavior of organizational citizenship or H5 acceptance. This shows that  a good quality of work life not only directly improves OCB, but also plays a role in strengthening employees' commitment to the organization, which ultimately encourages them to contribute more voluntarily. With a comfortable work environment, work-life balance, and support from the organization, employees are likely to develop a higher sense of attachment and loyalty. This strong commitment then encourages them to exhibit extra role behaviors, such as helping colleagues and voluntarily supporting organizational goals.
These findings are in line with Social Exchange Theory, which states that the relationship between employees and organizations is reciprocal. When an organization provides a quality work environment, employees feel valued and more committed to the organization. This commitment then motivates them to show positive behaviors that benefit the organization, including OCB.
The results of this study are also in line with the findings of the Ulfa et al., (2021) and Ulum et al., (2024), which found that Organizational commitment plays an important role in connecting Quality of Working Life with OCB. Employees who feel satisfied with their work environment tend to be more committed to the organization, which ultimately encourages them to behave positively at work. This shows that organizations can improve OCB among employees, who focus not only on creating a good quality of work life but also building employee commitment as a key factor in the process.

5. CONCLUSION and SUGGESTIONS

Based on the results of the study, it was found that organizational Justice, quality of work life, and organizational commitment have a positive and significant influence on organizational citizenship behavior (OCB). These results suggest that when employees feel they are treated fairly and have a good quality of work life, they are more likely to exhibit extra role behaviors that benefit the organization. In addition, organizational commitment has been shown to mediate the influence of the quality of work life on OCB, but it does not play a mediator in the relationship between organizational justice and OCB. Thus, this study emphasizes that to improve OCB, organizations need to pay attention to aspects of justice, work welfare, and strengthen employee commitment to the organization.
The implications of the findings are First, organizations must create and implement fair, clear, and open justice systems for decision-making processes, task sharing, and performance evaluation. Additionally, it is essential for companies to create a healthy work environment that allows employees to feel valued and motivated to do more. Second, organizations should concentrate on increasing employee commitment, especially by improving the quality of work life, such as providing psychological support, career development opportunities, and greater work flexibility. This will increase OCB by increasing the emotional commitment of employees. However, because organizational Justice affects OCB directly, strategies to improve Justice must be implemented directly without relying on increased commitment. Third, organizational Justice, quality of work life, and organizational commitment are three things that company leaders must include in strategic planning and managerial policies. To consistently evaluate and improve these aspects, two-way communication forums between management and employees, manager training, and regular job satisfaction surveys can be used.
This research has a number of limitations that must be considered in future research. This study did not consider the demographic aspect of the relationship in the construction of the study, so it did not explore in more depth a number of other factors such as age that can affect OCB through a qualitative approach. Second, the method aimed at is mainly quantitative-based, so it has not explored more deeply a number of other factors that can affect OCB through a qualitative approach. Finally, in this study, it was found that organizational commitment was not able to mediate organizational Justice towards OCB. Therefore, further research can expand the scope of the sample to different sectors and combine quantitative and qualitative research methods to gain a more comprehensive understanding of the factors affecting OCB.
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