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ABSTRACT
	Aims: This study aims to examine the effects of Motivation and Organizational Justice on Employee Performance, with Organizational Citizenship Behavior as a mediating variable.
Study design:  The research employed a quantitative approach using survey-based method.
Place and Duration of Study: The study was conducted at PT KAI (Persero) Daop V Purwokerto, Central Java, Indonesia, from September 2025 to November 2025.
Methodology: Data were collected from 113 employees who had worked for more than one year, and analyzed using Structural Equation Modeling-Partial Least Squares (SEM-PLS).
Results: Motivation has a positive and significant effect on both Employee Performance and OCB. Organizational Justice does not directly influence Employee Performance, yet it has a positive and significant effect on OCB. Furthermore, OCB has a positive and significant effect on Employee Performance. Mediation testing confirms that OCB significantly mediates the relationship between Organizational Justice and Employee Performance, but does not mediate the relationship between Motivation and Employee Performance. The adjusted R² value of 0.681 for OCB indicates a moderate explanatory power, while the adjusted R² value of 0.759 for Employee Performance indicates substantial explanatory power.
Conclusion: OCB serves as a key behavioral mechanism that strengthens the impact of Organizational Justice on Employee Performance. Although Organizational Justice does not directly influence performance, its effect becomes significant through the presence of OCB. Theoretically, this study contributes by integrating the Resource-Based View (RBV) and Social Exchange Theory (SET), demonstrating how organizational resources and reciprocal exchange mechanisms jointly explain employee performance through OCB. These findings emphasize the importance of fostering positive extra-role behaviors to enhance employee performance.
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1. INTRODUCTION

[bookmark: _Hlk216108597]The transportation and railway industry in Indonesia has shown very dynamic growth over the past three years, marked by increased demand for services and operational expansion that has had a direct impact on employee performance. Annual report data shows that the number of passengers increased significantly from 284,448,804 passengers in 2022 to 388,776,604 passengers in 2023 and rose again to 453,343,189 passengers in 2024. In line with this, the frequency of train trips also increased from 608,761 trips in 2022 to 768,990 trips in 2024 (annual report, 2024), indicating an increasingly high intensity of work in operational and service units. In addition to passenger transportation, freight volume also increased from 58 million tons in 2022 to 69.20 million tons in 2024 (PT KAI, 2024), thereby expanding the complexity of employee workloads.
Improvements in all of these operational indicators require employees to consistently, deliver fast, and accurate performance, especially in meeting strategic KPIs such as on-time performance. This condition shows that the company's success in achieving operational targets is highly dependent on the quality of its human resources (Mangkunegara, 2019), both in terms of technical skills, motivation, organizational justice, and extra-role behaviors such as Organizational Citizenship Behavior (OCB). Thus, the increasing workload and operational complexity from year to year create an urgency for companies to understand the factors that influence employee performance, so that companies are able to maintain productivity and operational effectiveness amid increasingly high demands.
[bookmark: _Hlk217921671]Operational Area (Daop) V Purwokerto is a crucial component of PT Kereta Api Indonesia (Persero)'s organizational framework, significantly contributing to the efficient operation of railway services in western Central Java. Daop V Purwokerto serves as a vital nexus linking the northern and southern corridors of Java, thereby playing a critical role in facilitating the efficient movement of individuals and the distribution of commodities. The effectivenes of firm operations is significantly contingent upon the caliber of human resources, which are the primary determinant of service efficiency, travel safety, and the attainment of operational objectives (Romadona, 2022).
Human resources (HR) is a key factor in achieving company goals because they play a major role in determining the success of an organization. Mathis & Jackson (2006) emphasize that HR management is not only about managing the workforce, but also about optimizing employee competence, motivation, and commitment to create a sustainable competitive advantage.  Therefore, attention to HRD is essential for companies that need employees with optimal performance to support their performance, especially in public transportation services. Employee performance itself is defined as the level of achievement of individual tasks and responsibilities (Robbins & Judge, 2019), which reflects abilities, skills, and work attitudes and is measured through productivity, service quality, compliance with rules, and achievement of organizational targets (Prasetyo, H., & Handayani, 2025; Wardhana & Pudjiati, 2024).
Although the company continues to record growth in terms of revenue, challenges in employee performance still need attention. Employee performance assessments at PT KAI Daop V Purwokerto show dynamics and potential fluctuations, especially during periods with a surge in service volume that requires additional train trips and adjustments to the operational schedule. These conditions increase the workload of employees and require high technical readiness and coordination to maintain punctuality and service quality, especially when passenger occupancy exceeds the basic service capacity (ANTARA News, 2025). In an organization, employee performance improvement can be influenced by a number of factors, including work motivation and the perspective of Organizational Justice (Zeng et al., 2022; Hermanto & Simulyani, 2022).
[bookmark: _Hlk216108769]A number of studies show that work motivation plays an important role in increasing employee productivity, engagement, and commitment to the organization (Sapna et al., 2023). Motivation is a determining factor in performance because it affects consistency, timeliness, and the quality of services provided to the community. Sunyoto, (2024) defines motivation as internal and external drives that motivate individuals to act to achieve certain goals. Several studies also confirm that motivation, both intrinsic and extrinsic, plays a strategic role in encouraging optimal employee performance (Liaquat et al., 2024; Wulansari & Mundakir, 2025).
Strong employee motivation will foster positive attitudes and behaviors towards the organization. Work motivation indicators are often measured through physiological needs, safety, social needs, esteem, and self-actualization, as described by Maslow's hierarchy of needs theory (Maslow, 1943). Previous studies have shown that motivation has a positive and significant effect on employee performance (Lango et al., 2024; Sihite et al., 2024; Zeng et al., 2022). Meanwhile, other studies have found that motivation does not directly affect performance but is influenced by the mediating variable of job satisfaction (Nordin et al., 2024; Riski & Rino, 2024). In addition to organizational motivation, employee performance can also be driven by organizational justice.
Colquitt (2001), argues that organizational justice plays an important role in shaping positive attitudes and improving employee performance. Perceptions of justice are a determining factor in performance because they influence job satisfaction, commitment, and employee behavior in carrying out their duties. Greenberg (1987), defines organizational justice as employees' perceptions of the extent to which they are treated fairly in the organization, including the outcomes they receive, the decision-making process, and the interactions in the work environment. Various empirical studies confirm that employees who perceive organizational justice tend to work with positive feelings and demonstrate more optimal performance (Donal Mon & Jennifer, 2022; Hermanto & Srimulyani, 2022; Lee & Rhee, 2023).
Perceived organizational justice encourages employees to develop constructive attitudes and behaviors toward the organization. Organizational justice encompasses distributive, procedural, and interactional justice, which collectively influence how employees perceive the organization's treatment of them (Greenberg, 1987). Previous studies have shown that organizational justice has a positive and significant effect on employee performance (Dewi et al., 2024; Sudewa et al., 2022; Yulian et al., 2022; Zulkarnaen Zulkarnaen & Budiarta, 2025). However, several other studies have found that organizational justice does not have a positive and significant effect on employee performance (Lestari et al., 2025; Mayasari et al., 2022). These differing findings indicate the possible role of other variables, such as Organizational Citizenship Behavior (OCB), in explaining the relationship between organizational justice and employee performance.. 
Organizational Citizenship Behavior (OCB) is voluntary behavior by employees that goes beyond their formal duties (extra-role), is not directly regulated by the formal compensation system, but greatly supports the smooth running and effectiveness of the organization (Sridadi et al., 2024). This concept was first introduced by Organ (1988), who proposed five main dimensions: altruism, civic virtue, sportsmanship, courtesy, and conscientiousness. In its development, OCB is often divided into two types based on the target of the behavior, namely OCBI (Organizational Citizenship Behavior Individual), which refers to helpful actions, and OCBO (Organizational Citizenship Behavior-Organization), which is more oriented towards the interests of the organization (Hermanto & Srimulyani, 2022), such as maintaining facilities, complying with rules even without supervision, and proposing improvements for the advancement of the organization (Changaranchola & Samantara, 2024).
[bookmark: _Hlk217925617]Increased perceptions of injustice and decreased workplace motivation can negatively impact employee morale, thereby affecting performance (Hermanto & Srimulyani, 2022). Conversely, when Justice is felt and Motivation is present, employees tend to engage in commendable behavior that goes beyond their official duties.  This behavior is exemplified by OCB, which includes voluntary actions such as helping coworkers, strengthening team cohesion, and demonstrating initiative to support the organization's success (Sridadi et al., 2024). Organizations that promote fairness and encourage productivity will foster the emergence of organizational citizenship behavior among employees (Hermanto & Srimulyani, 2022). This is in line with the research by Jufrizen & Hutasuhut, (2022) and Engdaw & Kebede, (2024), which describes that OCB functions as an efficient mediator in the interaction between Organizational Justice, Motivation, and Employee Performance. 
This study comprehensively examines the relationships among motivation, organizational justice, organizational citizenship behavior, and employee performance, and the role of organizational citizenship behavior as a mediating variable in these relationships. This study expands on the research by Forson et al., (2021) by adding organizational justice as an independent variable and OCB as a mediator of employee performance. The role of OCB in mediating Motivation and Organizational Justice has rarely been studied, making it a novelty in this context. The contribution of this research can be applied by PT KAI (Persero) to improve human resource performance by identifying factors that can influence employee performance and to serve as advice for company leaders in policy-making. Based on the phenomena described in the background above, the researcher attempted to conduct a study titled "The Mediating Role of Organizational Citizenship Behavior between Motivation and Organizational Justice on Employee Performance."
[bookmark: _Hlk215512397]2. LITERATURE REVIEW AND HYPOTHESES 
[bookmark: _Hlk213799494]2.1 Resource-Based View Theory
[bookmark: _Hlk216109029][bookmark: _Hlk213799700]The Resource-Based View (RBV) was first proposed by Wernerfelt (1984), in his article “A Resource-Based View of the Firm,” which states that a company's competitive advantage is determined by its ownership and management of valuable internal resources, such as managerial capabilities, expertise, technological assets, reputation, and organizational relationships. Subsequently, Barney (1991) systematically developed the RBV concept through the VRIN criteria (valuable, rare, inimitable, and non-substitutable) as the main requirements for resources to generate sustainable competitive advantage. These resources include tangible and intangible assets, particularly employees' skills, knowledge, and competencies as part of human capital (Teece et al., 1997). In the context of modern organizations, RBV remains relevant in explaining the strategic role of human resources as the foundation of long-term competitive advantage (Engdaw & Kebede, 2024; Hermanto & Srimulyani, 2022).
Within the Resource-Based View framework, employee performance is seen as the result of an organization's ability to manage human resources as strategic assets. Organizational justice and motivation serve as human capital strategies that encourage employee commitment and loyalty and optimize the utilization of their abilities, knowledge, and skills. Fair treatment and effective motivation make employees willing to exert their full potential in supporting the achievement of organizational goals, thereby directly improving employee performance. Researchers Engdaw & Kebede (2024) and Hermanto & Srimulyani (2022) emphasize that Organizational Justice and Motivation significantly strengthen employee performance and organizational competitive advantage, in line with the RBV perspective.
2.2 Social Exchange Theory
Social Exchange Theory (SET) was first proposed by Blau (1964), who explained that relationships between individuals and organizations are based on the principle of reciprocity, whereby individuals tend to make positive contributions when they feel they are being treated fairly and receiving adequate support. In the organizational context, SET emphasizes that employee attitudes and behaviors are inseparable from their perceptions of organizational treatment, including fairness in decision-making and organizational efforts to motivate and support employee development. When employees feel the organization treats them fairly and cares for them, they will form mutually beneficial, sustainable social relationships.
Within the framework of Social Exchange Theory, organizational justice and motivation serve as the primary stimuli that encourage reciprocal employee behavior in the form of Organizational Citizenship Behavior (OCB). Fair treatment and effective motivation foster a sense of moral obligation, trust, and employee attachment to the organization, thereby encouraging them to exhibit voluntary behavior beyond the formal demands of their job. Such behavior ultimately contributes to improved Employee Performance. Research by Rahman et al., (2022) supports this view, finding that Organizational Justice and Motivation improve performance through extra behaviors such as work engagement and OCB. Similar findings were also presented by Engdaw (2024), who emphasized that OCB emerges as a form of reciprocity for fair treatment by the organization and significantly strengthens employee outcomes. Thus, SET provides a strong psychological basis for understanding the role of OCB as a mediating variable in the relationships among organizational justice, motivation, and employee performance.
Contemporary research findings reinforce this view. Jufrizen & Hutasuhut (2022) found that motivation can improve employee performance through extra behavioral mechanisms such as OCB. Furthermore, Engdaw (2024) emphasizes that OCB emerges as a form of reciprocity for fair organizational treatment, thereby significantly improving employee outcomes. Thus, SET provides a psychological explanation for why OCB acts as a mediator between organizational justice and motivation on Employee Performance in this study.
2.3 Performance
[bookmark: _Hlk216109119][bookmark: _Hlk214334717]Employee performance is the result of the work individuals achieve in carrying out their assigned tasks and responsibilities, both in terms of quality and quantity (Mangkunegara, 2021). Robbins & Judge (2019) define performance as the level of task achievement that reflects how well a person performs their job in accordance with established standards. In line with this, Wardhana et al., (2024) state that performance is a manifestation of employees' abilities, skills, and attitudes, reflected in work results that provide added value to the organization.
In the context of human resource management, employee performance reflects the extent to which an individual's potential is optimally utilized to support the achievement of organizational goals. Mangkunegara (2021), argues that employee performance can be measured through several indicators, namely work quality, work quantity, timeliness, cost-effectiveness, independence, and work commitment. These indicators reflect employees' ability to complete work effectively, efficiently, and responsibly, making them relevant for assessing employee performance in service organizations.
2.4 Motivation has a Positive and Significant Influence on Employee Performance
Motivation is an internal and external drive that maintains the intensity, direction, and persistence of a person's energy in achieving goals (Robbins & Judge, 2019). Highly motivated employees generally perform better at work. From a Resource-Based View (RBV) perspective, motivation is seen as an intangible resource that plays a strategic role in creating competitive advantage, initiative, and optimizing one's potential in achieving organizational targets (Le et al., 2024) 
Previous studies demonstrate that job motivation positively and significantly impacts employee performance, as motivated workers tend to expend increased effort, sustain closer attention, and display enhanced productivity (Ibrahim et al., 2022; Mardianty et al., 2023; Fetriah & Herminingsih, 2023; Basyid, 2024; Shefani & Jaya, 2024; Nusraningrum et al., 2024; Liaquat et al., 2024; Wulansari et al., 2025). Consequently, increased employee work motivation correlates with enhanced performance outcomes.
H1: Motivation has a positive and significant effect on Employee Performance
2.5 Organizational Justice has a Positive and Significant Influence on Employee Performance
Organizational Justice pertains to employees' perceptions of the equity of an organization's treatment, including profit allocation, decision-making processes, and interpersonal dynamics (Colquitt, 2001). From the standpoint of the Resource-Based View (RBV), organizational justice is a significant intangible asset because it fosters a supportive work environment, enhances mutual trust, and reinforces employee dedication and loyalty. This circumstance enables people to use their abilities and energy efficiently to improve performance (Hermanto & Srimulyani, 2022).
Prior research indicates that workplace fairness contributes significantly to improved employee performance. A sense of equitable treatment and just organizational policies typically exhibit enhanced commitment, satisfaction, and productivity (Yulian et al., 2022; Sudewa et al., 2022; Cao et al., 2023; Lee & Rhee, 2023; Shrestha et al., 2024; Dewi et al., 2024; Zulkarnaen & Budiarta, 2025; Rachmaningtyas et al., 2025). Consequently, an elevated impression of corporate fairness among employees correlates with enhanced performance. 
H2: Organizational Justice has a positive and significant effect on Employee Performance
2.6 Motivation has a Positive and Significant Influence on Organizational Citizenship Behavior
[bookmark: _Hlk216109228]Motivation is an intrinsic and extrinsic force that sustains the magnitude, orientation, and continuity of a person's endeavor in achieving goals. Highly motivated employees typically exhibit superior performance in the workplace (Robbins & Judge, 2019). Social Exchange Theory (SET) posits that when employees feel appreciated and treated fairly, they are motivated to return this positive treatment through enhanced behaviors, including OCB. Employee motivation fosters greater commitment, proactivity, and a voluntary willingness to assist colleagues or the organization, aligning with the reciprocity principle in Social Exchange Theory (Blau, 1964). Numerous empirical investigations substantiate the affirmative correlation between Motivation and Organizational Citizenship Behavior (Astuti et al., 2025; Hidayat et al., 2024; Laihad & Suhardi, 2023; Virnanda & Armanu, 2023). Consequently, increased employee motivation correlates with enhanced performance.
H3: Motivation has a positive and significant effect on Organizational Citizenship Behavior

2.7 Organizational Justice has a Positive and Significant influence on Organizational Citizenship Behavior
Organizational Justice pertains to employees' attitudes on the fairness of processes, interactions, and outcomes within the business, as well as the respect for their rights.  Organizational justice consists of three fundamental dimensions: distributive, procedural, and interactional (Colquitt, 2001). Social Exchange Theory (SET) posits that when employees see equal treatment and value inside the firm, they are motivated to reciprocate through discretionary behaviors, such as OCB, which, although not explicitly outlined in formal job descriptions, enhance organizational success. Research by (Hermanto & Srimulyani, 2022) demonstrates that organizational justice significantly enhances both OCBI and OCBO, thereby affecting performance. Additional research further substantiates the affirmative correlation between Justice and OCB (Moorman & Byrne, 2013; Widjajani et al., 2021 and Rinanto et al., 2025). A hypothesis is formulated based on this rationale:
H4: Organizational Justice has a positive and significant effect on Organizational Citizenship Behavior

2.8 Organizational Citizenship Behavior Positive and Significant Influences Employee Performance
OCB denotes voluntary behaviors demonstrated by employees that are not formally required by the company, yet substantially enhance the achievement of organizational goals, including job efficiency, collaboration, and a positive work environment (Mohamed & Ali, 2023). Supriyadi & Aryaningtyas (2022) found that organizational citizenship behavior significantly influences employee performance in manufacturing companies. Research by Dewani & Swatantra (2024) demonstrates that all characteristics of Organizational Citizenship Behavior (excluding conscientiousness) positively influence employee performance. From this elucidation, the subsequent hypothesis is posited:
H5: Organizational Citizenship Behavior positively and significantly influences Employee Performance.
2.9 Organizational Citizenship Behavior Mediates the Impact of Motivation on Employee Performance
OCB is voluntary behaviors performed by workers that, while not technically required by the company, substantially enhance the achievement of corporate goals (Organ, 1988). According to Social Exchange Theory (Blau, 1964), the relationship between employees and organizations is reciprocal; employees who experience intrinsic or extrinsic motivation will demonstrate extra-role conduct to reciprocate organizational support. Elevated motivation fosters employee collaboration, loyalty, and proactive engagement beyond their prescribed responsibilities. This conduct enhances the efficacy and productivity of individuals and organizations. Research by Jufrizen & Hutasuhut (2022) demonstrates that OCB mediates the relationship between motivation and employee performance, such that heightened motivation increases employees' likelihood of displaying OCB, thereby positively impacting performance outcomes.
H6: Organizational Citizenship Behavior become a mediator The Influence of Motivation on Employee Performance
2.10 Organizational Citizenship Behavior Mediates the Impact of Organizational Justice on Employee Performance
A deep sense of justice fosters belief and emotional engagement, motivating employees to augment their contributions to the organization. As stated in Social Exchange Theory (SET), workers who receive equitable treatment are more likely to exhibit good behavior, such as voluntarily adhering to norms. Research conducted by Hermanto & Srimulyani (2022) illustrates that OCB mediates the relationship between organizational justice and performance.  Thus, OCB functions as a psychological mechanism linking the effects of motivation and organizational justice to improved performance.  Based on this reasoning, the following hypothesis is suggested:
H7: Organizational Citizenship Behavior become a mediator The Influence of Organizational Justice on Employee Performance
[bookmark: _Hlk216109401]Based on the above description, the conceptual model of this research is presented on Fig 1. 
[image: ][image: ]Conceptual Framework
[bookmark: _Hlk213800441]
Figure 1, illustrates the conceptual framework of this study, which examines the relationships among motivation, organizational justice, organizational citizenship behavior, and employee performance. Motivation and organizational justice are positioned as exogenous variables that are hypothesized to directly influence employee performance. In addition, both variables are proposed to affect employee performance indirectly through organizational citizenship behavior, which functions as a mediating variable.
3. RESEARCH METHOD
[bookmark: _Hlk216109468][bookmark: _Hlk215667831]The current study employs a quantitative design aimed at elucidating causal connections among variables through hypothesis testing. According to Sugiyono (2021), the quantitative approach is grounded in positivism and aims to test hypotheses by measuring variables using numerical data and objective statistical analysis.
[bookmark: _Hlk216109538]The study population comprised all 149 employees of PT KAI (Persero) Daop V Purwokerto. The sample was selected using purposive sampling, requiring respondents to have at least 1 year of experience to ensure they had sufficient understanding of Motivation, Organizational Justice, and OCB in the workplace. Purposive sampling is a sample method that employs certain criteria established by the researcher (Sugiyono, 2021).
The sample size met the minimum requirements for Structural Equation Modeling-Partial Least Squares (SEM_PLS) analysis, as outlined by Hair et al. (2014), which suggests using 5 to 10 respondents per indicator in the research instrument. The sample formula is written as follows.
Nminimum = Number of Indicators x 5
Nideal = Number of Indicators x 10
With a total of 19 indicators, the minimum sample size requirement is 19 x 5 = 95 respondents, while the ideal sample size is 19 x 10 = 190 respondents. This study successfully collected 113 respondents from the total population, thereby exceeding the minimum sample requirement and being deemed adequate for analysis using PLS-SEM according to the guidelines of Hair et al. (2014).
Data were collected by the direct dissemination of questionnaires.  The study instrument was developed using a five-point Likert scale, with answer possibilities ranging from (1) strongly disagree to (5) strongly agree.  Each variable was evaluated using indicators adapted from validated earlier studies, making them suitable for further research. The measurement of the Employee Performance variable employed six indicators derived from Mangkunegara (2019), covering job quality, job quantity, timeliness, effectiveness, independence, and work commitment. The Motivation variable was measured across five aspects of needs according to Maslow's hierarchy of needs theory: physiological needs, safety, social, esteem, and self-actualization (Maslow, 1943). The Organizational Justice variable was measured using three dimensions of justice, as defined by Greenberg (1987), distributive justice, procedural justice, and interactional justice. Meanwhile, the OCB variable was measured across five main dimensions, as defined by Organ (1988), altruism, civic virtue, sportsmanship, courtesy, and conscientiousness.
This study employed Partial Least Squares Structural Equation Modeling (PLS-SEM) using SmartPLS (Ringle et al., 2015) for data processing. The evaluation covered both the outer model—through analyses of convergent validity, discriminant validity, and construct reliability—and the inner model, which assessed the magnitude and significance of variable relationships using R², t-tests, and path coefficients. Furthermore, the research explored direct, indirect, and mediation pathways involving OCB in linking Motivation and Organizational Justice to Employee Performance, in accordance with updated PLS-SEM analytical guidelines (Hair et al., 2014).
4. RESULTS AND DISCUSSION
4.1 Result
[bookmark: _Hlk216110263][bookmark: _Hlk213801737]4.1.1 Characteristics of Respondents
[bookmark: _Hlk216110240]This study involved 113 respondents who completed the questionnaire and met the criteria. Based on demographic characteristics, the respondents were predominantly male employees, namely 83 people (73.5%), while women numbered 30 (26.5%). The age distribution shows that the majority of respondents were in the 31–35 age group, totaling 32 people (28.3%), indicating that most employees were in their productive age phase with an optimal level of work experience maturity. Regarding marital status, 90 respondents (79.6%) were married, indicating social stability and personal responsibility that can contribute to consistent performance. Based on length of service, the group with more than 10 years of work experience is the largest, namely 53 people (46.9%), indicating a high level of loyalty, retention, and understanding of the organization's work mechanisms. In terms of education, most respondents are high school graduates, namely 64 people (56.6%), reflecting the dominance of secondary-educated workers who are generally in operational positions. Overall, these characteristics indicate that the research respondents are employees with high personal and professional stability and adequate work experience to support the implementation of organizational tasks.
4.1.2 Structural Model Assessment 
This study uses convergent validity criteria, with factor loadings exceeding 0.60 (Ghozali, 2021). Based on the outer-loading test results, all indicators in each construct have values above 0.60, indicating convergent validity and suitability for use in the next testing stage. The outer loadings for the Motivation (X1) construct range from 0.760 to 0.838, while those for the Organizational Justice (X2) construct range from 0.621 to 0.887. Furthermore, in the Organizational Citizenship Behavior (Z) construct, the outer loadings ranged from 0.775 to 0.878. The indicators in the Employee Performance (Y) construct showed strong outer loadings, ranging from 0.815 to 0.901. Thus, all indicators in the final model were declared convergent valid and suitable for further analysis.
[bookmark: _Hlk215513028]Outer loading test results
	Variables
	Result

	Motivation 

	0.760

	
	0.838

	
	0.824

	
	0.817

	
	0.797

	Organizational Justice

	0.834

	
	0.833

	
	0.786

	
	0.864

	
	0.785

	
	0.871

	
	0.830

	
	0.836

	
	0.865

	
	0.621

	
	0.803

	
	0.801

	
	0.818

	
	0.835

	
	0.846

	
	0.887

	
	0.874

	
	0.772

	[bookmark: _Hlk212814692]Organizational Citizenship Behavior

	0.860

	
	0.829

	
	0.775

	
	0.878

	Employee Performance

	0.899

	
	0.889

	
	0.901

	
	0.815

	
	0.891

	
	0.844

	
	0.816



[bookmark: _Hlk213802038]4.1.3 Cronbach’s Alpha, Composite Reliability, and AVE
Convergent validity and construct reliability tests were conducted to ensure that each indicator consistently and accurately explained the latent variables. These test result are summarized in Table 2 below.

[bookmark: _Hlk213947142] Results of Convergent Validity and Construct Reliability Tests
	 
	Cronbach's Alpha
	rho_A
	Composite Reliability
	Average Variance Extracted (AVE)

	Employee Performance
	0.944
	0.945
	0.954
	0.749

	Motivation
	0.869
	0.887
	0.904
	0.652

	OCB
	0.857
	0.869
	0.903
	0.700

	Organizational Justice
	0.971
	0.974
	0.974
	0.676



[bookmark: _Hlk215172917][bookmark: _Hlk215159864]Based on these results, the AVEs for all constructs exceed 0.50, indicating that convergent validity is met (Ghozali, 2021). In addition, reliability is confirmed for all constructs since both Composite Reliability and Cronbach’s Alpha exceed the minimum acceptable value of 0.70. The Cronbach's Alpha range of 0.857-0.971 and the Composite Reliability range of 0.903-0.974 indicate that the constructs in this study have excellent internal consistency. Thus, all indicators and constructs used have been proven to be valid and reliable, so they can proceed to the structural model analysis stage.
4.1.4 Discriminant Validity
Discriminant validity was evaluated to demonstrate that the constructs possess clear empirical distinctions. Following the Fornell–Larcker guideline, discriminant validity is achieved when the square root of a construct’s AVE exceeds the correlations it has with other constructs (Ghozali, 2021; Hair et al., 2014). The outcomes are displayed in Table 3 below.

[bookmark: _Hlk215173009]Discriminating Validity Test (Kriteria Fornell-Larcker)
	 
	Employee Performance
	Motivation
	OCB
	Organizational Justice

	Employee Performance
	0.862
	
	
	

	Motivation
	0.735
	0.830
	
	

	OCB
	0.827
	0.683
	0.836
	

	Organizational Justice
	0.796
	0.753
	0.801
	0.837



In the initial stage of data processing, several indicators failed to meet the discriminant validity criteria, leading to potential overlap among constructs. These indicators were EP2, OCB5, and M2. Therefore, these indicators were removed, and the model was re-estimated. After re-modeling, all constructs showed AVE square root values higher than the correlations between other constructs in the same column and row. This confirms that all constructs in the final model meet the criteria for discriminant validity, allowing structural model testing to proceed.
4.1.5 R-Square Analysis
R-Square testing was conducted to assess the predictive ability of exogenous variables on endogenous variables within the structural model. According to Ghozali (2021), R-Square values can be interpreted using the criteria of 0.75 (strong), 0.50 (moderate), and 0.25 (weak). The R-Square and Adjusted R-Square values for each endogenous variable are presented in Table 4 below.

Inner Model Value
	[bookmark: _Hlk213817986]Variables
	R Square
	R Square Adjusted

	Employee Performance
	0.765
	0.759

	OCB
	0.686
	0.681



According to the test outcomes, the Adjusted R-Square value for the Employee Performance (EP) variable is 0.759, indicating that Motivation, Organizational Justice, and OCB explain 75.9% of employee performance and fall into the strong category. Furthermore, the OCB variable shows an Adjusted R-Square value of 0.681, which means that the variables of Motivation and Organizational Justice are able to explain 68.1% of the variance in OCB and, based on the criteria, are still in the moderate category, but are at a high level in that category because they are close to the strong value limit (moderate-strong). Thus, the exogenous variables are shown to make a significant and positive contribution to shaping extra-role behavior, which, in turn, improves employee performance. Consequently, the structural model in this research demonstrates strong predictive capability.
4.1.6 Hypothesis Test
[bookmark: _Hlk216110626]Hypothesis testing was conducted using the bootstrapping method in PLS-SEM to determine the significance of the influence between the research variables. The testing criteria were based on t-statistic values>1.96 and p-values <0.05 to accept hypotheses at a 5% significance level (0.05). The complete results of the hypothesis testing are shown in Table 5 below.
[bookmark: _Hlk214054313]Hypothesis Test Results
	 
	Original Sample (O)
	T Statistics (|O/STDEV|)
	P Values
	Result

	Motivation -> Employee Performance
	0.336
	2.504
	0.013
	Accepted

	Organizational Justice -> Employee Performance
	0.206
	1.671
	0.095
	Rejected

	
Motivation -> OCB

	0.314
	2.405
	0.017
	Accepted

	
Organizational Justice -> OCB

	0.556
	4.356
	0.000
	Accepted

	
OCB -> Employee Performance
	0.402
	3.960
	0.000
	Accepted

	Motivation -> OCB -> Employee Performance
	0.126
	1.888
	0.060
	Rejected

	Organizational Justice -> OCB -> Employee Performance
	0.223
	3.106
	0.002
	Accepted



[bookmark: _Hlk215669457]Based on Table 5, Motivation has a positive and significant effect on Employee Performance (T = 2.504; P = 0.013), supporting the first hypothesis. Furthermore, Organizational Justice does not have a significant effect on Employee Performance (T = 1.671; P = 0.095), so the second hypothesis is rejected. Furthermore, Motivation has a positive and significant effect on OCB (T = 2.405; P = 0.017), thereby supporting the third hypothesis. Similarly, Organizational Justice is also found to have a positive and significant effect on OCB (T = 4.356; P = 0.000), thereby supporting the fourth hypothesis. In addition, OCB had a positive and significant effect on Employee Performance (T = 3.960; P = 0.000), thus accepting the fifth hypothesis.

In testing the mediating effect, it was found that Motivation did not have a significant effect on Employee Performance through OCB (T = 1.888; P = 0.060). Thus, OCB does not mediate the relationship between Motivation and Employee Performance, so the sixth hypothesis is rejected. In contrast to these results, Organizational Justice has a significant effect on Employee Performance through OCB (T = 3.106; P = 0.002), indicating that OCB mediates the relationship between Organizational Justice and Employee Performance, and the seventh hypothesis is accepted.
4.2 Discussion
[bookmark: _Hlk213062748]4.2.1 First Hypotheses Testing Results
The results indicate that motivation has a positive and significant effect on employee performance, thereby supporting H1. Based on the Resource-Based View Theory (Barney 1991), which views motivation as a strategic internal resource in creating competitive advantage. In the context of PT KAI Daop V, work motivation is an important factor considering the demands of punctuality, operational safety, and quality of public services. Highly motivated employees tend to maintain consistent performance even under increased workloads and operational targets. These results are in line with research Ibrahim et al., (2022); Mardianty et al., (2023); Fetriah & Herminingsih, (2023); Basyid, (2024); Shefani & Jaya, (2024); Nusraningrum et al., (2024); Liaquat et al., (2024); Wulansari et al., (2025) which state that motivation can improve performance.
4.2.2 Second Hypotheses Testing Results
The results show that Organizational Justice does not have a significant effect on Employee Performance, so H2 is rejected. Based on Resource-Based View Theory (Barney 1991), Organizational Justice remains an important intangible resource because it can build trust, reduce conflict, and strengthen cooperation. This impact plays a more indirect role in work effectiveness and performance sustainability. These findings indicate that although procedural, distributive, and interactional justice are perceived by PT KAI Daop 5 employees, this is not sufficient to directly encourage performance improvement. For some employees, justice is seen as an organizational standard that must exist, not as a performance trigger. These results are in line with the research by Moges & Amentie, (2022); Syaifuddin et al., (2023), which state that Organizational Justice has no significantly effect on Employee Performance.
4.2.3 Third Hypotheses Testing Results
The results show that Motivation has a positive and significant effect on OCB, thus accepting H3. These results are consistent with Social Exchange Theory (SET), which posits that employees respond to positive treatment from the organization with positive behavior, including OCB. When employees feel motivated and appreciated, they are more likely to contribute. In the context of PT. KAI Daop V, employees with high motivation tend to exhibit voluntary behavior, such as helping colleagues, maintaining a positive attitude, and taking the initiative to improve work processes, even though such behavior is not included in their formal duties. These findings are also in line with research by (Astuti et al., 2025; Hidayat et al., 2024; Laihad & Suhardi, 2023; Virnanda & Armanu, 2023), which states that Motivation has a positive and significant effect on Employee Performance.
4.2.4 Fourth Hypotheses Testing Results
The results show that Organizational Justice has a positive and significant effect on OCB, thus accepting H4. These results align with Social Exchange Theory (SET), which emphasizes the principle of reciprocity: fair treatment from the organization is reciprocated by employees through positive behavior that exceeds the formal demands of the job. These findings indicate that when PT KAI Daop 5 employees feel fairness in the reward system, work procedures, and interpersonal treatment, they tend to exhibit extra-role behaviors such as helping colleagues, providing constructive ideas, and maintaining the organization's image. This study is also in line with the research by Hermanto & Srimulyani (2022); Widjajani et al., (2021). Amran et al., (2022; Soraya et al., (2023) and Rinanto et al., 2025, state that Organizational Justice has a positive and significant effect on OCB.
4.2.5 Fifth Hypotheses Testing Results
The results of the study indicate that OCB has a positive and significant effect on Employee Performance, thus accepting H5. From the Resource-Based View (RBV) perspective, OCB is a human resource capability that increases organizational productivity, while in Social Exchange Theory (SET), OCB reflects the positive results of social exchange between employees and the organization. In the context of PT KAI Daop V, employees who voluntarily demonstrate cooperative, responsible, and sportsmanlike behavior tend to perform better. OCB serves as a behavioral mechanism linking Motivation and Organizational Justice to Employee Performance. These findings are in line with the results of research by Dewani & Swatantra, (2024); Supriyadi & Aryaningtyas, (2022); Suswanti, (2022); Tamara et al., (2024) has a positive and significant effect on Employee Performance.
4.2.6 Sixth Hypotheses Testing Results 
The results show that OCB does not mediate the relationship between Motivation and Employee Performance, thus rejecting H6. From a Resource-Based View (RBV) perspective, these findings indicate that motivation has not yet developed into a voluntary behavioral capability that indirectly strengthens performance. In line with Social Exchange Theory (SET), OCB generally emerges when the reciprocal relationship between employees and the organization is perceived as strong; however, these results indicate that the appreciation received is insufficient to encourage reciprocity in the form of extra-role behavior. These findings indicate that at PT KAI Daop V, employee motivation has a direct effect on performance, but not through increased voluntary behavior, such as OCB. In other words, employees' motivation is more focused on fulfilling formal tasks and achieving measurable work targets than on extra contributions beyond the job description. This study aligns with the research by Syahrial et al. (2025) dan Figo, (2025), which found that OCB does not mediate the relationship between Motivation and Employee Performance.
4.2.7 Seventh Hypotheses Testing Results
[bookmark: _Hlk214345834]The results show that OCB can mediate the relationship between Organizational Justice and Employee Performance, thus accepting H7. This finding aligns with Social Exchange Theory (SET), which emphasizes the principle of reciprocity, whereby fair treatment from the organization is reciprocated by employees through extra contributions in the form of OCB. From a Resource-Based View (RBV) perspective, Organizational Justice is an intangible asset that strengthens trust and loyalty, while OCB is a manifestation of behavior that improves Performance. In the context of PT KAI Daop V, perceptions of justice do not directly improve performance; rather, they first encourage voluntary behaviors such as helping colleagues, maintaining team harmony, and taking the initiative to improve work efficiency, which ultimately strengthen employee performance. These results are supported by research by Hermanto & Srimulyani, (2022); Engdaw & Kebede, (2024), which indicates that OCB mediates the relationship between Organizational Justice and Employee Performance.
5. CONCLUSION AND RECOMENDATIONS
[bookmark: _Hlk213803237]5.1 Conclusion
The results show that Motivation has a positive and significant effect on Employee Performance and OCB. Meanwhile, Organizational Justice does not have a direct effect on Employee Performance but does have a positive and significant effect on OCB. Furthermore, OCB is unable to mediate the relationship between Motivation and Employee Performance, but it is proven to mediate the relationship between Organizational Justice and Employee Performance.
The insignificant direct effect of Organizational Justice on Employee Performance suggests that perceptions of justice within the organization are insufficient to improve performance unless they are manifested in positive behaviors such as OCB. In addition, the results of the mediation test on the relationship between Motivation and Employee Performance show that although motivation can directly improve performance, this encouragement is insufficient to drive the emergence of extra-role behavior as a path to performance improvement. Thus, employee motivation in this study tends to be oriented towards fulfilling core tasks rather than voluntary contributions.
In general, the findings of this study support Social Exchange Theory (SET), specifically that perceptions of justice encourage voluntary behavior (OCB), thereby improving employee performance. In addition, this study provides partial support for the Resource-Based View (RBV), indicating that Motivation and Organizational Justice are important internal resources for achieving performance and sustainable excellence. However, this support is not uniform across all relationship pathways, given the absence of a direct effect of Organizational Justice on Employee Performance and the insignificant mediating role of OCB in the relationship between Motivation and Employee Performance. Theoretically, this study expands understanding of OCB as a behavioral mechanism that mediates relationships between psychological factors and performance, while practically emphasizing the importance of developing positive employee behavior as a driver of organizational work effectiveness.
5.2 Limitations and Implications
This study has several limitations that need to be considered when interpreting the results. First, the relatively small number of respondents, who were only from PT KAI (Persero) Daop V Purwokerto, limits the generalizability of the results to all PT KAI units or other public transportation sectors. Second, the use of a self-report questionnaire can introduce bias into respondents' perceptions. Third, the cross-sectional research design was unable to capture the dynamics of long-term changes in motivation, organizational justice, OCB, and employee performance. In addition, this study focused only on the variables of Motivation, Organizational Justice, and OCB, so other factors such as leadership, workload, or organizational culture were not included in the research model.
Nevertheless, this study provides important theoretical and practical insights. Theoretically, the findings refine Social Exchange Theory (SET) and Resource-Based View (RBV) by showing that Motivation does not directly influence employee performance, while Organizational Justice positively affects OCB but does not mediate performance, highlighting the boundaries of these theories and the need to explore alternative mechanisms. Practically, the results suggest that improving employee performance requires not only attention to motivation but also fostering organizational justice to encourage discretionary behaviors. For managers at PT KAI (Persero) Daop V Purwokerto, this implies enhancing transparency in reward systems, clarifying work procedures, and improving leader-employee interactions to sustain teamwork, loyalty, and extra-role contributions, while also considering contextual factors that may influence performance outcomes.
DISCLAIMER (ARTIFICIAL INTELLEGENCE)
Author(s) hereby declare that NO generative AI technologies such as Large Language Models (ChatGPT, COPILOT, etc.) and text-to-image generators have been used during the writing or editing of this manuscript.
COMPETITING INTERESTS
Authors have declared that no competing interests exist,
REFERENCES
Amran, A., Faizal, E. A., Komalasari, Y., Rahayu, Y. S., Drajat, D. Y., & Putriyandari, R. (2022). The Role of Perceived Organizational Support and Organizational Citizenship Behavior in Building Employee Performance. Journal of International Conference Proceedings, 5(3), 160–170. https://doi.org/10.32535/jicp.v5i3.1817
ANTARA News. (2025). KAI perpanjang operasional KA tambahan dari Daop 5 Purwokerto. ANTARA News. https://www.antaranews.com/berita/4762545/kai-perpanjang-operasional-ka-tambahan-dari-daop-5-purwokerto
Astuti, D., Prahiawan, W., & Imron, A. (2025). Effect of perceived organizational support and intrinsic motivation on employee performance with organizational citizenship behavior as an intervening variable at the regional financial and asset management agency of serang city. Journal of Production, Operations Management and Economics, 51, 93–104. https://doi.org/10.55529/jpome.51.93.104
Barney, J. (1991). Firm Resources and Sustained Competitive Advantage. Journal of Management, 17(1), 99–120.
Basyid, A. (2024). Pengaruh Motivasi Kerja Terhadap Kinerja Karyawan. Manajerial Dan Bisnis Tanjungpinang, 7(1), 39–43. https://doi.org/10.52624/manajerial.v7i1.2430
Blau, P. M. (1964). Exchange and Power in Social Life. Schlüsselwerke Für Die Strategische Kommunikationsforschung. https://doi.org/10.4324/9780203792643
Cao, S., Yao, H., & Zhang, M. (2023). CSR gap and firm performance: An organizational justice perspective. Journal of Business Research, 158, 113692. https://doi.org/10.1016/j.jbusres.2023.113692
Changaranchola, M. N., & Samantara, R. (2024). Organizational justice and organizational citizenship behavior: exploring the mediating role of psychological well-being at work. Rajagiri Management Journal, 18(3), 233–250. https://doi.org/10.1108/ramj-07-2023-0199
Colquitt, J. A. (2001). On the Dimensionality of Organizational Justice: A Construct Validation of a Measure. Journal of Applied Psychology, 86(3), 386–400. https://doi.org/10.1037/0021-9010.86.3.386
Dewani, S. L., & Swatantra, G. Y. (2024). The Effect Analysis of Organizational Citizenship Behavior on Employee Performance. Journal of Economics, Business and Management Issues, 2(1), 1–17. https://doi.org/10.47134/jebmi.v2i1.126
Dewi, S. R., Gentari, R. E., Soeumaro, & Marshilfi, E. (2024). The Influence of Organizational Justice, and Teamwork towards the Employee Performance with Intrinsic Motivation as an Intervening Variable. International Journal of Science and Society, 6(1), 491–498. https://doi.org/10.54783/ijsoc.v6i1.1035
Donal Mon, M., & Jennifer. (2022). Published By STIE Amkop Makassar Analisis Pengaruh Kecerdasan Emosional, Motivasi dan Keadilan Organisasi terhadap Kinerja Karyawan dengan Organizational Citizenship sebagai Variabel Mediasi. Jurnal Mirai Manajemen, 7(1), 113–126.
Engdaw, B., & Kebede, M. (2024). The impact of organizational justices on organizational success: the mediating role of organizational citizenship behavior. Cogent Social Sciences, 10(1). https://doi.org/10.1080/23311886.2024.2401207
Fetriah, D., & Hermaningsih, A. (2023). The Effect of Perceived Organizational Support, Work Motivation, and Competence on Employee Performance Mediated by Employee Engagement. Dinanti International Journal of Management Science (DIJMS), 5(1), 1–11. https://doi.org/https://doi.org/10.31933/dijms.v5il
Figo, J. (2025). Pengaruh Kepuasan Kerja Dan Motivasi Kerja Terhadap Kinerja Dengan Organizational Citizenship Behavior ( Ocb ) Sebagai Variabel Mediasi Pada Lpp Rri Padang. 2(1), 1902–1911.
Forson, J. A., Ofosu-Dwamena, E., Opoku, R. A., & Adjavon, S. E. (2021). Employee motivation and job performance: a study of basic school teachers in Ghana. Future Business Journal, 7(1), 1–12. https://doi.org/10.1186/s43093-021-00077-6
Ghozali. (2021). Partial Least Square Konsep, Teknik dan Aplikasi menggunakan Program Smartpls 3.2.9 Untuk Penelitian Empiris.
Greenberg, J. (1987). A taxonomy of organizational justice theories. Academy of Management Review, 12(1), 9–22.
Hair, J. F., Hult, G. T. M., Ringle, C. M., & Sarstedt, M. (2014). A Primer on Partial Least Squares Structural Equation Modeling (PLS-SEM). 1st Edition. Sage Publications Inc. https://us.sagepub.com/en-us/nam/a-primer-on-partial-least-squares-structural-equation-modeling-pls-sem/book241842
Hayati, R., Mardianty, D., Agia, L. N., & Denny, P. (2023). Pengaruh Motivasi Intrinsik Dan Motivasi Ekstrinsik Terhadap Kinerja Karyawan Pada CV. Riho Mandiri. Journal of Economic, Bussines and Accounting (COSTING), 7(1), 252–259. https://doi.org/10.31539/costing.v7i1.6056
Hermanto, Y. B., & Srimulyani, V. A. (2022). The Effects of Organizational Justice on Employee Performance Using Dimension of Organizational Citizenship Behavior as Mediation. Sustainability (Switzerland), 14(20), 1–19. https://doi.org/10.3390/su142013322
Hidayat, M., Subiyanto, D., & Kusuma, N. T. (2024). Pengaruh Budaya Organisasi, Motivasi Intrinsik, dan Keadilan Prosedural terhadap Organizational Citizenship Behavior CV. Mustika Jaya Engineering di Gunungkidul, Yogyakarta. Indonesian Journal of Economics, Business, Accounting, and Management (IJEBAM), 2(3), 1–12. https://doi.org/10.63901/ijebam.v2i3.56
Ibrahim, M., Karollah, B., Juned, V., & Yunus, M. (2022). The Effect of Transformational Leadership, Work Motivation and Culture on Millennial Generation Employees Performance of the Manufacturing Industry in the Digital Era. Frontiers in Psychology, 13(908966), 1–5. https://doi.org/10.3389/fpsyg.2022.908966
Jufrizen, J., & Hutasuhut, M. R. (2022). The Role of Mediation Behavior Organizational Citizenship on the Effect of Work Motivation and Job Satisfaction on Employee Performance. Journal of International Conference Proceedings (JICP), 5(2), 162–183. https://doi.org/10.32535/jicp.v5i2.1682
Laihad, G. H., & Suhardi, E. (2023). The Influence of Work Motivation and Knowledge on Organizational Citizenship Behavior of Kindergarten Teachers in Bogor City. Neo Journal of Economy and Social Humanities, 2(1), 51–58. https://doi.org/10.56403/nejesh.v2i1.90
Lango, R. K., Sopiah, & Syihabudhin. (2024). The Influence of Transformational Leadership Style on Employee Performance Through Work Motivation and Organizational Culture as Mediating Variables. JMKSP (Jurnal Manajemen, Kepemimpinan, Dan Supervisi Pendidikan), 9(2), 973–986.
Le, A. T. T., Tran, T. V., Tran, T. M., & Phan, T. H. (2024). Intrinsic and Extrinsic Factors as Motivation Roles in Scientific Research Activities of Professors at Several Vietnamese Universities. SAGE Open, 14(1), 1–12. https://doi.org/10.1177/21582440241230838
Lee, H. W., & Rhee, D. Y. (2023). Effects of Organizational Justice on Employee Satisfaction: Integrating the Exchange and the Value-Based Perspectives. Sustainability (Switzerland), 15(7). https://doi.org/10.3390/su15075993
Lestari, I., Sulaksono, H., & Hidayah, T. (2025). The Influence of Leadership Style , Organizational Culture and Organizational Justice on Employee Performance at the Regional Representative Office of Bank Indonesia Jember. International Journal of Economics , Commerce , and Management, 2(3), 13–22. https://doi.org/https://doi.org/10.62951/ijecm.v2i3.670
Liaquat, M., Ahmed, G., Ismail, H., Ain, Q. U., Irshad, S., Izhar, S. S., & Mughal, M. T. (2024). Impact of motivational factors and green behaviors on employee environmental performance. Research in Globalization, 8, 1–12. https://doi.org/10.1016/j.resglo.2023.100180
Mangkunegara, A. A. A. P. (2019). Manajemen Sumber Daya Manusia Perusahaan. PT Remaja Rosdakarya.
Maslow, A. H. (1943). A Theory of Human Motivation. Psychological Review.
Mathis, R. ., & Jackson, J. H. (2006). Human Resources Management (Tenth Edit). Jakarta: Selemba Empat.
Mayasari, E., Pardiman, & Budiar. (2022). The Influence of Job Environment and Organizational Justice on Employee Performance mediated by Employee Engagement in Hospital Employees. Budapest International Research and Crities Institute Journal (BIRCI-Journal), 5(3), 19963–19977. https://doi.org/https://doi.org/10.33258/birci.v5i3.6015
Moges, A., & Amentie, C. (2022). Effect of Organizational Justice on Organizational Performance with Mediating Variables of Job Satisfaction and Organizational Commitment- Systematic Article Review Study. Applied Journal of Economics, Management and Social Sciences, 3(3), 1–9. https://doi.org/10.53790/ajmss.v3i3.58
Mohamed, E. A., & Ali, R. M. N. (2023). Organizational Cynicism and its effect on Staff Nurses Job Embeddedness and Organizational Citizenship Behaviors. Biomedicine and Nursing, 9(2), 1–14. https://doi.org/10.7537/marsbnj090123.01.
Moorman, R. H., & Byrne, Z. S. (2013). How does organizational justice affect organizational citizenship behavior? In Handbook of Organizational Justice (pp. 355–380). Psychology Press.
Nordin, W. N. A. W. M., Kamil, N. L. M., & Govindaraju, V. G. R. C. (2024). Multilevel study of transformational leadership and work behavior: job autonomy matters in public service. Management Research Review, 47(10), 1684–1701. https://doi.org/10.1108/MRR-08-2023-0596
Nusraningrum, D., Rahmawati, A., Wider, W., Jiang, L., & Udang, L. N. (2024). Enhancing employee performance through motivation: the mediating roles of green work environments and engagement in Jakarta’s logistics sector. Frontiers in Sociology, 9(May), 1–8. https://doi.org/10.3389/fsoc.2024.1392229
Organ, D. W. (1988). Organizational Citizenship Behavior: The Good Soldier Syndrome.
Prasetyo, H., & Handayani, M. (2025). Employee performance in digital era: A study of service sector in Indonesia. Journal of Asian Business and Economic Studies, 32(2), 177–190. https://doi.org/https://doi.org/10.1108/JABES-02-2025-0048
PT Kereta Api Indonesia (Persero). (2024). Annual Report PT Kereta Api Indonesia (Persero) 2024.
Rachmaningtyas, Yunitarini Siti, A. (2025). Pengaruh Keadilan Organisasi, Persepsi Dukungan Organisasi, dan Komitmen Organisasi terhadap Kinerja Karyawan BTM Pekalongan. Journal of Accounting and Management’s Student (JAM’S), 3(1), 1–11.
Rahman, M. H. A., & Karim, D. N. (2022). Organizational justice and organizational citizenship behavior: the mediating role of work engagement. Heliyon, 8(5), 1–13. https://doi.org/10.1016/j.heliyon.2022.e09450
Ratnasari, S. L., Wulandari, S., & Hadi, M. A. (2022). Pengaruh Perceived Organizational Support, Human Relation, Kompetensi, Dan Disiplin Kerja Terhadap Kinerja Karyawan. Jurnal Dimensi, 11(1), 115–126. https://doi.org/10.33373/dms.v11i1.3958
Rinanto, R., Kharismasyah, A. Y., Darmawan, A., & Muchammad Agung Miftahuddin. (2025). Keadilan Organisasi dan Kualitas Kehidupan Kerja sebagai Pendorong Perilaku Kewarganegaraan Organisasi (OCB): Efek Mediasi Komitmen Organisasi. Jurnal Ekonomi, Manajemen Dan Perdagangan, 31(7), 107–122. https://doi.org/10.9734/jemt/2025/v31i71315
Ringle, C. M., Wende, S., & Becker, J.-M. (2015). SmartPLS 3. SmartPLS GmbH. https://www.smartpls.com
Riski, A., & Rino. (2024). The Effect of Digital Leadership Style , Motivation , and Work Ability on Employee Performance After the Covid-19 Pandemic. 5(1), 424–441. https://doi.org/https://doi.org/10.51276/edu.v5i1.647
Robbins, S. P., & Judge, T. A. (2019). Organizational Behavior (18th ed.). Pearson Education. https://www.pearson.com/en-us/subject-catalog/p/organizational-behavior/P200000006036/9780136879619
Romadona, N. (2022). Manejemen Sumber Daya Manusia Dalam Peningkatan Kinerja Karyawan Pada PT Kereta Api Indonesia (Persero) Daerah Operasi (DAOP) V Purwokerto. Universitas Islam negeri Prof. K.H. Saifuddin Zuhri.
Sapna, S., Halin, H., & Veronica, M. (2023). Pengaruh Pelatihan dan Motivasi Kerja terhadap Kinerja Pegawai pada Dinas Kebudayaan dan Pariwisata Provinsi Sumatera Selatan. Eksis: Jurnal Ilmiah Ekonomi Dan Bisnis, 14(1), 84. https://doi.org/10.33087/eksis.v14i1.339
Shefani, A. N., & Jaya, R. C. (2024). Pengaruh Pelatihan Kerja, Motivasi Kerja, dan Komunikasi Terhadap Kinerja Pegawai ASN Jabatan Fungsional Dinas Ketahanan Pangan dan Pertanian Kota Bandung. Jurnal Ekonomi Bisnis, Manajemen Dan Akuntansi (JEBMA), 4(2), 862–872. https://doi.org/10.47709/jebma.v4i2.4013
Shrestha, P., Parajuli, D., & Thapa, M. (2024). Employee Insights into Organizational Justice and Job Performance: The Case of Insurance Companies. Journal of Comprehensive Business Administration Research, 00(00), 1–12. https://doi.org/10.47852/bonviewjcbar42023984
Sihite, M., Soegiarto, I., Ilmi, M., & Ilham. (2024). The Impact of Leadership Style , Employee Motivation , and Organizational Culture on Job Performance of Start-Up Employee. International Journal of Business Law and Education, 5(2), 1736–1749.
Soraya, M., Arman, S. A. F., Ahri, R. A., Alwi, M. K., & Samsualam. (2023). Pengaruh Organizational Citizenship Behavior (OCB) terhadap Kinerja Pegawai Klinik Kecantikan Marwayanti. Jurnal Ilmiah Permas: Jurnal Ilmiah STIKES Kendal, 13(4), 1359–1370.
Sridadi, A. R., Pratama, A. S., Eliyana, A., Gunawan, D. R., & Yazid, Z. (2024). Fostering Organizational Citizenship Behavior: The Role of Proactive Personality, Job Satisfaction, and Affective Commitment. SAGE Open, 14(3), 1–19. https://doi.org/10.1177/21582440241268848
Sudewa, I. G. M. H., Landra, N., Sudja, I. N., & Wijana, I. M. D. (2022). The Influence of Organizational Justice And Leadership On Job Satisfaction And Their Impact On Employee Performance. American Journal of Humanities and Social Sciences Research, 6(7), 273–285. www.ajhssr.com
Sugiharjo, R. J. (2020). Influence of Leadership and Organizational Citizenship Behaviour ( OCB ) on Employee Performance. Journal of Resource Development and Management, 62, 42–50.
Sugiyono. (2021). Metode Penelitian Kuantitatif, Kualitatif, dan R&D. Alfabeta.
Sunyoto, D. (2012). Manajemen Sumber Daya Manusia. CAPS (Center for Academic Publishing Service).
Supriyadi, A., & Aryaningtyas, A. T. (2022). Influence Of Organizational Citizenship Behavior To Employee Performance With Employee Competences And Job Satisfaction As Predictors. Matrik : Jurnal Manajemen, Strategi Bisnis Dan Kewirausahaan, 16(2), 271–280. https://doi.org/10.24843/matrik:jmbk.2022.v16.i02.p07
Suswanti, E. (2022). Performance. Organizational Citizenship Behavior (OCB): Based On Employee Competence and ITS Effect on Employee Performance. Journal of Applied Management (JAM), 20(2), 388–397.
Syahrial, Tampubolon, D., & Handayani, R. (2025). Pengaruh Motivasi Kerja terhadap Kinerja dengan Mediasi Organizational Citizenship Behavior (OCB) pada Perangkat Desa. Baseline: Jurnal Mahasiswa Magister Manajemen, 2(2), 277–292.
Syaifuddin, Efendi, B., Novirsari, E., Lubis, Y., & Nasib. (2023). Organizational Justice and Corporate Social Responsibility on Employee Performance: The Mediating Role of Job Satisfaction. Journal of Logistics, Informatics and Service Science, 10(3), 151–165. https://doi.org/10.33168/JLISS.2023.0312
Tamara, T., Salsabila, W., & Sulistiyowati, L. H. (2024). The Influence of Organizational Culture , OCB , Work Ethics on Employee Performance in PDAM Tirta Giri Nata Cirebon City. International Journal of Entrepreneurship and Business Depelopment (IJEBD), 07(02), 326–344.
Teece, D. J., Pisano, G., & Shuen, A. (1997). Dynamic capabilities and strategic management. Strategic Management Journal, 18(7), 509–553.
Virnanda, F. A., & Armanu, A. (2023). Pengaruh Lingkungan Kerja Dan Motivasi Kerja Terhadap Organizational Citizenship Behavior (OCB). Jurnal Kewirausahaan Dan Inovasi, 2(1), 91–100. https://doi.org/http://dx.doi.org/10.21776/jki.2023.02.1.09.
Wardhana, M. A., & Pudjiati, P. (2024). Indonesian Qualification Frameworks: Developing Research Perspectives. In Media Bina Ilmiah (Vol. 18, Issue 11). https://doi.org/10.38043/jimb.v9i2.5674
Wernerfelt, B. (1984). A resource-based view of the firm. Strategic Management Journal, 5(2), 171–180.
Wulansari, Diny, & Mundakir. (2025). The influence of intrinsic and extrinsic motivation on the performance of employees. International Journal of Health Science (IJHS), 7(2), 102. https://doi.org/10.62951/ijhsb.v2i3.487
Yulian, F., Bachri, N., Bahri, S., & Hakim, A. (2022). Organizational Justice and Job Satisfaction: Impact on Employee Commitment and Performance. Jurnal Ekonomi Manajemen Dan Bisnis, 23(1), 101–107. https://doi.org/10.29103/e-mabis.v23i1.799
Zeng, D., Takada, N., Hara, Y., Sugiyama, S., Ito, Y., Nihei, Y., & Asakura, K. (2022). Impact of Intrinsic and Extrinsic Motivation on Work Engagement: A Cross-Sectional Study of Nurses Working in Long-Term Care Facilities. International Journal of Environmental Research and Public Health, 19(3). https://doi.org/10.3390/ijerph19031284
Zulkarnaen Zulkarnaen, & Budiarta, K. (2025). Pengaruh Human Capital dan Organizational Justice Terhadap Kinerja Karyawan Bisnis dan Syariah PT. Bank Sumut Kantor Pusat. Jurnal Ilmu Manajemen, Ekonomi Dan Kewirausahaan, 5(1), 128–143. https://doi.org/10.55606/jimek.v5i1.5916


image1.png
Motivation IS~

\ \\*\_ H1+

Employee
Performance

Organizational
Citizenship Behavior

/ ‘_,/‘ H2+

Organizational
Justice





image2.png
\
N T H1+

H3+ s

Employee

Performance

Organizational /—/’/
Citizenship Behavior





