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Abstract 
This study was conducted to examine the effect dimensions of Organizational Justice (distributive justice, procedural 

justice, and interactional justice) on Organizational Commitment to employees of PT. Bakrie Sumatera Plantations Tbk. 

The population in this study were all head office employees of PT. Bakrie Sumatera Plantations Tbk by saturated 

sample of 102 people. primary Data collected by questionnaire, The analysis method used is multiple linear analysis 

technique using SPPS 26. The results of this study found that distributive justice And interactional justice have a 

positive and significant on organizational commitment. while Procedural justice has no effect on organizational 

commitment.  Based on the coefficient analysis determination, the R value is 0.788, which shows that the relationship 

between all dimensions of organizational justice and organizational commitment is quite strong. The R Square value is 

0.620 which indicates that 62% of the organizational commitment variable can be explained by organizational justice. 
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Introduction 
Human resources have an important role to achieve organizational goals that have been planned. 
One of the success of organizational goals lies in how the organization manages its human 
resources. Employees are the most important human resource or asset in achieving the vision, 
mission and goals of the organization. Studying the behavior of employees in an organization is 
important, because fostering and retaining employees, especially potential employees, is not an 
easy matter. One of the company's strategies to retain its employees is to continue to increase 
employee commitment to the organization. 

Robbis and Judge (2013) stated that organizational commitment is the extent to which an 
employee identifies with an organization with the goals and desire for primary membership in the 
organization. Employees with a high level of organizational commitment will be more compatible, 
satisfied and productive, and work with a greater sense of loyalty and responsibility. The greater 
the number, the less the costs incurred by the organization for employees(Nurcahyani, 2016). To 
form a commitment to employees, then one of the factors that can be done by the company is to 
provide justice in every policy within the company. Nurcahyani (2016) stated that in order to 
maintain satisfied, committed and loyal employees, organizations must pay attention to systems 
related to employee perceptions of fairness. Which justice relates to the results that employees 
receive for the work they have done. 

PT. Bakrie Sumatera Plantations Tbk is company which engages in the field of plantation.The 
company opened its first rubber plantation in 1911 in Kisaran, North Sumatra, and is the oldest 
natural rubber producer in Indonesia. The company produces a complete range of natural rubber 
products from latex to Block Skim Rubber (BSR) and until recently, PT. Bakrie Sumatera 
Plantations Tbk is one of the largest latex producers and the best quality cenex (centrifuge latex) 
producer in Indonesia. 

The 2021 annual report says that the company's attention to employees is seen in the company's 
efforts to build a competitive wage and remuneration system. PT. Bakrie Sumatera Plantations Tbk 
determines remuneration according to government regulations, including the regional government 
and the agreement between Badan Kerjasama Perusahaan Perkebunan Sumatera (BKS-PPS) and 
Pengurus Daerah Federasi Serikat Pekerja (PD-FSP), and Pengurus Pusat Serikat Pekerja Seluruh 
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 Indonesia (PP-SPSI). Where the standard wage limit that is enforced meets the provincial/regency 
minimum wage limit (UMP or UMK) and is in accordance with the wage standard in the 
plantation sector. Included in the standard wages, companies provide annual bonuses (according 
to individual performance and company capabilities), meal allowances, mandah money (money 
for moving jobs between plantations), overtime pay, religious day allowances, social security such 
as BPJS Employment and BPJS Health and other social assistance to employees. 
(bakriesumatera.com) 

However, in practice, these standard rules are not implemented properly by the company. In 
the past few years, there have been many demonstrations and strikes by employees related to 
organizational justice. such as overtime,non-payment of bonuses and wages according to the 
agreed date of the agreement, to the extent that the company's treatment is considered outside the 
labor regulations. 

Increasing organizational commitment can create a perception of fairness that will affect the 
quality of employees at work, which will be directly related to the effectiveness of employee goals 
and the efficiency of the organization's budget, and will determine how the organization is 
sustainable in an increasingly competitive business environment. Justice felt by employees in the 
organization in the form of distributive justice, namely the balance of the distribution of 
organizational results in the form of salaries, benefits and bonuses, Procedural justice, namely the 
processes and procedures used to allocate decisions within the organization and Interactional 
Justice, in the form of the degree to which employees are treated with dignity, care and respect by 
his boss. Based on the description above, the researcher is interested and has the goal of obtaining 
empirical evidence regarding the effect of organizational justice on organizational commitment. 
Therefore, researchers want to conduct research with the title: "The Effect of Organizational Justice 
on Organizational Commitment at PT. Bakrie Sumatera Plantations Tbk.” 
 

Materials & Methods 
This research was conducted at PT. Bakrie Sumatera Plantations Tbk. The population in this study 
amounted to 102 employees. determination of the sample using nonprobability sampling with 
saturated sampling technique. The data analysis technique uses multiple linear regression analysis 
with the IMB SPSS 26 tool. 
 

Location and Research Object 
This research was conducted at PT. Bakrie Sumatera Plantations Tbk. which is located at Jl. H. 
Juanda, Kelurahan Kisaran Timur, Kota Kisaran Timur District, Asahan Regency, North Sumatra, 
21202. The objects of this research were Head Office employees at PT. Bakrie Sumatera Plantations 
Tbk. 
 
Population and Sample 
Population is the total number of units or individuals whose characteristics are to be studied. 
According to Sugiyono (2019), population is a generalized area consisting of objects or subjects that 
have certain qualities and characteristics set by researchers to study and then draw conclusions. 
The population in this study were all Head Office employees of PT. Bakrie Sumatera Plantations 
Tbk, with a total of 102 employees. The research population can be seen in the following table. 
 

Table 1. Total Employees of PT. Bakrie Sumatera Plantations Tbk. 

No. Part Amount 

1 Human Resources Department 64 People 

2 Finance 25 People 

3 OPC 7 People 

4 Procurement 5 People 

5 Verification and Control 1 person 

Total Employees 102 People 

Source: PT. Bakrie Sumatera Plantations Tbk, 2022 
 

 

According to Sugiyono (2019), the sample is part of the number and characteristics of the 
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population, the sample taken must be representative or representative of the population. The 
sample is a subset of the population, consisting of several members of the population who are used 
as representatives of the population. In this study the determination of the sample using 
nonprobability sampling with saturated sampling technique or often called total sampling. 
According to Sugiyono (2012), Saturated Sampling is a sampling technique when the entire total 
population is sampled. Another term for saturated sample is census. In this study the samples 
taken were all Head Office employees of PT. Bakrie Sumatera Plantations Tbk, totaling 102 people. 
 
Data collection technique 
Based on the type of data source required, the data collection techniques used in this study are as 
follows: 
1. Primary data 

a. Observation 
Data collection techniques by observation are used when research deals with human 

behavior, work processes, natural phenomena and if the respondents observed are not too 
large (Sugiyono, 2019). In terms of the process of carrying out data collection, observations can 
be divided into participating observations and non-participant observations (Sugiyono, 2019). 
In this study, the authors made non-participant observations where the authors were not 
directly involved with the work activities of employees of PT. Bakrie Sumatera Plantations Tbk. 
The author is only an independent observer, who records, analyzes and can then draw 
conclusions from the various behaviors exhibited by employees during the work process. 
b. Questionnaire 

is a data collection tool in the form of a series of questions submitted in writing to the 
subject to obtain answers about the influence of organizational justice on organizational 
commitment to employees of PT. Bakrie Sumatera Plantations Tbk. Where questionnaires 
distributed to employees who have been taken as a research sample of 102 employees. 
Preparation of questionnaires in this study using a Likert scale. Sugiyono (2019) explains that 
the Likert scale is used to measure attitudes, opinions, and perceptions of a person or group of 
people about social phenomena. With a Likert scale, the variables to be measured are translated 
into variable indicators. In the Likert scale, each instrument item has a gradation. The index 
used in this study is 5, starting with a gradation of values as presented in the following table: 

 
Table 2. Likert scale 

Alternative Answers Explanation Score 

STS Strongly disagree 1 

TS Don't agree 2 

N Neutral 3 

S Agree 4 

SS Strongly agree 5 

 

2. Secondary Data 
a. Library Method (Library Research) 

Library Researchis data collection carried out through books, articles, and previous research 
journals that are relevant to the variables to be studied. 

 
Multiple Linear Regression Analysis 
Multiple linear regression analysis was used to determine the relationship between the 
independent variables and the dependent variable, namely between distributive justice (X1), 
procedural justice (X2), interactional justice (X3) to variable (Y). Multiple linear regression equation 
as follows: 

   Y =b0 + b1X1 + b2X2 + b3X3 + e    (1) 

Information: 
 Y = Organizational Commitment 
 b0 = Constant Coefficient 
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  b1 = Distributive Justice Regression Coefficient 
 b2 = Regression Coefficient of Procedural Justice 
 b3 = Regression Coefficient of Interactional Justice 
 X1 = Distributive Justice 
 X2 = Procedural Justice 
 X3 = Interactional Justice 

 e = Error 

Results and Discussion 
Validity test 
To find out the validity of each statement in the research instrument, it can be seen through the 
rcount and rtable columns, the statement can be declared valid. The rtable value with df = n – 2 is 
102 - 2 = 100, so the rtable at a significant level of 5% is 0.195. Validity test can be shown in the 
following table. 

Table 3. Validity Test Results 
No. Indicator rcount rtable Explanation 

1. Distributive Justice (X1)  

0.195 

 
 X1.1 0.792 Valid 
 X1.2 0.836 Valid 
 X1.3 0.841 Valid 
 X1.4 0.758 Valid 
 X1.5 0.770 Valid 

2. Procedural Justice (X2)  

0.195 

 

 X2.1 0.868 Valid 

 X2.2 0.719 Valid 

 X2.3 0.809 Valid 

 X2.4 0.833 Valid 

 X2.5 0.852 Valid 

 X2.6 0.805 Valid 
3. Interactional Justice (X3)  

0.195 

 

 X3.1 0.854 Valid 

 X3.2 0.870 Valid 

 X3.3 0.875 Valid 

4. Organizational Commitment (Y)  

0.195 

 
 Y1 0.770 Valid 
 Y2 0.813 Valid 
 Y3 0.718 Valid 
 Y4 0.769 Valid 
 Y5 0.743 Valid 
 Y6 0.730 Valid 
 Y7 0.719 Valid 
 Y8 0.747 Valid 
 Y9 0.687 Valid 

           Source: Source: Primary Data Regression, 2022 

Based on Table 3, it is known that the rcount value of all variable indicator statements is greater 
than rtable. Thus it can be concluded that all statements are declared valid. 
 
Reliability Test 
The reliability test was carried out to measure a questionnaire which is an indicator of the variable. 
A questionnaire is said to be reliable if the respondents' answers to the statements are consistent 
from time to time. The indicator for the reliability test is cornbach's alpha (ralpha). If it has a 
reliability coefficient value of ≥ 0.6, it indicates that the instrument used is reliable. 
 
 
 

Table 4. Reliability Test Results 

Variable Cronbach's Alpha N of Items Explanation 

Distributive Justice (X1) 0.859 5 Reliable 
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Procedural Justice (X2) 0.894 6 Reliable 
Interactional Justice (X3) 0.830 3 Reliable 
Organizational Commitment (Y) 0.896 9 Reliable 

   Source: Primary Data Regression, 2022 
 

Based on table 4, it can be seen that the Cronbach's alpha value of each variable is greater than 0.6. 
Thus it can be concluded that all statements in each of the variables studied can be trusted or 
reliable. 
 
Normality test 
The normality test used in this study was measured using the PP Plot graphical analysis test 
approach and the Kolmogorov-Smirnov test to compare two observations with a distribution close 
to the normal distribution using the IMB SPSS 26 program. The measurement results of this 
approach are explained as follows. 
 
P-Plot Graphic Analysis Test 
 

 
 
 
 
 
 
 
 
 

 
 
 
 
 

 

Based on figure 1, it can be seen that the graph shows the normal probability plot tends to follow 
the diagonal line. So, it can be concluded that the data distribution is normal and in accordance 
with the normality test assumptions. 
 
Kolmogorov-Smirnov Test 
The Kolmogorov-Smirnov test is used to determine whether the data distribution is normal. If the 
value obtained is > 0.05, it can be said that the data distribution is normal. If the significant value 
<0.05 then the data distribution is not normal. Following are the results of the Kolmogorov-
Smirnov test: 

Table 5. Kolmogorov-Smirnov Normality Test 

One-Sample Kolmogorov-Smirnov Test 

 Unstandardized Residual 

N 102 

Normal Parametersa,b Mean .0000000 

Std. Deviation 4.25892874 
Most Extreme Differences Absolute .084 

Positive .043 
Negative -.084 

Test Statistic .084 
Asymp. Sig. (2-tailed) .072c 

Source: Primary Data Regression, 2022 
 

Based on table 5, it can be seen that the value of the Kolmogorov-Smirnov normality test results is 
0.072, which is greater than 0.05. So it can be concluded that the values are normally distributed 
and meet the assumptions of normality. 

Figure 1. P-Plot Graph 

Source: Primary Data Regression, 2022 
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Multicollinearity Test 
The multicollinearity test aims to test whether the regression model found a correlation between 
the independent variables. A good regression model does not experience a correlation between the 
independent variables. The multicollinearity test uses the tolerance value and variance inflation 
factor (VIF). If the tolerance value is > 0.10 and the VIF value is < 10, it can be said that there is no 
multicollinearity. The following are the results of the multicollinearity test: 
 

Table 6. Multicollinearity Test Results 

Model 
Collinearity Statistics 

Tolerance VIF 

1 (Constant)   

Keadilan Distributif .395 2.529 

Keadilan Prosedural .253 3.959 

Keadilan Interaksional .478 2.090 

Source: Primary Data Regression, 2022 
 

Based on table 6, the tolerance value for distributive justice is 0.395 with a VIF of 2.529. Procedural 
justice has a tolerance value of 0.253 with a VIF of 3.959. And interactional justice has a tolerance 
value of 0.48 with a VIF of 2.090. The results above show that the tolerance value is > 0.10, which 
means there is no correlation between the independent variables. The VIF value calculation results 
also show the same thing, the VIF value <10. This means that one variable with another variable 
does not overlap so that the data can be analyzed further. 
 
Heteroscedasticity Test 
The heteroscedasticity test aims to test whether in the regression model there is an inequality of 
variance from the residuals of one observation to another. 

 
 
 
 
 
 
 

 
 

 
 
 
 

Figure 2. Heteroscedasticity Test 

Source: Primary Data Regression, 2022 
 

Based on Figure 2. it can be seen that the points on the scatter plot graph spread randomly both 
below and above the number 0 on the Y axis without forming a clear pattern. So it can be 
concluded that there is no heteroscedasticity in the regression model. 
 

Results of Data Analysis 
Multiple Linear Regression Analysis 
Multiple linear regression analysis in this study was conducted to determine how much influence 
the independent variables, namely distributive justice (X1), procedural justice (X2), and 
interactional justice (X3), have on the dependent variable, namely organizational commitment (Y) 
on employees of PT. Bakrie Sumatera Plantations Tbk. The results of this analysis were measured 
using the IMB SPSS 26 program, following the results of multiple linear regression analysis: 
 

Table 7. Multiple Linear Regression Results 

Model 
Unstandardized 

Coefficients 
Standardized 
Coefficients 

t Sig. 
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 B 
std. 

Error 
Betas 

1 (Constant) 1972 2,508  .786 .434 
Distributive Justice .575 .158 .359 3,632 .000 
Procedural Justice 075 .172 054 .435 .665 
Interactional Justice 1,512 .274 .497 5,528 .000 

      Source: Primary Data Regression, 2022 
 

Based on table 7, these results when written in standardized form of the multiple regression 
equation are as follows: 

Y = 1.972 + 0.575X1 + 0.075X2 + 1.512X3 + e   (2) 
From the equation above, it can be seen that the constant value is 1.972. Shows that if the 
independent variables, namely distributive justice (X1), procedural justice (X2), and interactional 
justice (X3) experience a change (equal to zero), then the level of organizational commitment is 
1.972. The coefficient of distributive justice (X1) is 0.575 indicating that if there is an increase in 
distributive justice, organizational commitment will also increase by 0.575. 
 
The procedural fairness coefficient value (X2) is 0.075. This shows that if there is an increase in 
procedural justice, organizational commitment will also increase by 0.075. The value of the 
interactional justice coefficient (X3) is 1.512. This shows that if there is an increase in interactional 
justice, it will also increase organizational commitment by 1.512 for employees at PT. Bakrie 
Sumatera Plantations Tbk. 
 
Partial Test (T Test) 
Partial test (T test) was conducted to determine partially from the variables distributive justice (X1), 
procedural justice (X2), and interactional justice (X3) on organizational commitment (Y) whether 
they have a significant effect or not. The following are the results of the t test with the following 
decision-making criteria: 

1. Ha is accepted if the tcount > ttable value or sig value <0.05 at α = 5% 
2. Ho is rejected if the tcount <ttable value or sig value <0.05 at α = 5% 

Error rate (α) = 5% and degrees of freedom (df) = (nk) 
n = number of samples 
k = number of variables used, k = 4 
Degrees of freedom (df) = n – k = 102 – 4 = 98 
Then the ttable used is t(5%)(98) or t 0.05 (98) = 1.660 

 
Table 8. Partial Test Results (T Test) 

Model 
Unstandardized Coefficients 

Standardized 
Coefficients t Sig. 

B std. Error Betas 

1 (Constant) 1972 2,508  .786 .434 

Distributive Justice .575 .158 .359 3,632 .000 

Procedural Justice 075 .172 054 .435 .665 

Interactional Justice 1,512 .274 .497 5,528 .000 

  Source: Primary Data Regression, 2022 
 

Based on table 8, it can be concluded that: 
1. The test results with SPSS for the distributive justice variable (X1) on organizational 

commitment (Y) obtained a tcount of 3.632 > 1.660 with a significant level of 0.00 <0.05 and a 
positive regression coefficient of 0.575. This means that the distributive justice variable (X1) 
has a positive and significant effect on organizational commitment (Y). then it can be 
concluded that H1 is accepted. 

2. The results of testing with SPSS for procedural justice variable (X2) on organizational 
commitment (Y) obtained a tcount of 0.435 <1.660 with a significant level of 0.665 > 0.05 and 
a positive regression coefficient of 0.075. This means that procedural justice variable (X2) has 
no effect on organizational commitment (Y). it can be concluded that H2 is rejected. 
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 3. The test results with SPSS for the interactional justice variable (X3) on organizational 
commitment (Y) obtained a tcount of 5.528 > 1.660 with a significant level of 0.00 <0.05 and a 
positive regression coefficient of 1.512. This means that the interactional justice variable (X1) 
has a positive and significant effect on organizational commitment (Y). it can be concluded 
that H3 is accepted. 
 

Determination Test (R2) 
The coefficient of determination (R2) shows the magnitude of the independent variables in 
influencing the dependent variable. R2 values range from 0 to 1 (0 ≤ R2 ≤1). The greater the R 
value, the greater the dependent variable which can be explained by variations in the independent 
variables. Conversely, the smaller the R value, the smaller the variation in the dependent variable 
that can be explained by the variation in the independent variables. If R2 is 0, it means that there is 
no relationship between the independent variables and the dependent variable. 

 
Table 9. Determination Coefficient Test (R2) 

Summary model b 

Model R 
R 

Square 
Adjusted R 
Square 

std. Error of the 
Estimate 

1 .788a .620 .609 4,324 

      Source: Primary Data Regression, 2022 
 
Based on table 9, the regression coefficient results above obtain an R value of 0.788 and are 

close to 1, so the relationship between variables is considered quite strong. R Square (R2) of 0.620. 
This means that 62% of organizational commitment to employees of PT. Bakrie Sumatera 
Plantations Tbk. Influenced by organizational justice (distributive justice, procedural justice, and 
interactional justice) while the remaining 38% is influenced by other variables not included in this 
study. 
 
Discussion 
The Effect of Distributive Justice on Organizational Commitment 

Based on the test results in this study, it was found that partially distributive justice (X1) 
has a positive and significant effect on organizational commitment (Y). The results of this study are 
supported by previous research conducted by Karem et al., (2019) which stated that distributive 
justice has a positive effect on organizational commitment. Another study conducted by Karasneh 
and Ghani (2021) also states that there is a significant effect of distributive justice on organizational 
commitment. 
 
The Effect of Procedural Justice on Organizational Commitment 

Based on the test results in this study, it was found that procedural justice (X2) partially had 
no effect on organizational commitment (Y). This is different from research conducted by Karasneh 
and Ghani (2021), which states that procedural justice has a positive and significant effect on 
organizational commitment. However, this is in line with research conducted by Wibowo (2019), 
which states that procedural justice does not partially affect organizational commitment. Also 
supported by Safitri's research (2019), which states that there is no significant contribution of 
procedural justice variables to organizational commitment to employees. 
 
Effect of Interactional Justice on Organizational Commitment 

Based on the test results in this study, it was found that partially the interactional justice 
variable (X3) had a positive and significant effect on organizational commitment (Y). The results of 
this study are supported by previous research conducted by Karem et al., (2019) which stated that 
interactional justice has a positive effect on organizational commitment. Another study conducted 
by Wibowo (2019), also states that interactional justice has a partial effect on organizational 
commitment. 
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Conclusion 
Based on the results of research on "The Effect of Organizational Justice on Organizational 
Commitment (A Case Study at PT. Bakrie Sumatra Plantations Tbk.)" the following conclusions 
can be drawn: 

1. The distributive justice variable has a partially positive and significant effect on 
organizational commitment at PT. Bakrie Sumatera Plantations Tbk. Then H1 which states 
that there is an influence of distributive justice on organizational commitment is accepted. 

2. The variable of procedural justice has no partial effect on organizational commitment at PT. 
Bakrie Sumatera Plantations Tbk. Then H2 which states that there is an influence of 
distributive justice on organizational commitment is rejected. 

3. The interactional justice variable has a partially positive and significant effect on 
organizational commitment at PT. Bakrie Sumatera Plantations Tbk. Then H3 which states 
that there is an influence of interactional justice on organizational commitment is accepted. 
 

Suggestion 
Based on the results of research that has been done. Researchers would like to convey some 
suggestions related to research, namely as follows: 
 
For Companies 
Based on the analysis conducted by the researcher, it is known that the variables of distributive 
justice and interactional justice partially affect the organizational commitment of employees of PT. 
Bakrie Sumatera Plantations Tbk. For this reason, companies should pay more attention to the 
distribution of income received by employees with the workload they face. This is done to achieve 
distributive justice, so that employees are able to work optimally for the company. In addition, the 
company must also treat each of its employees well, pay attention to the rights that should be 
received, convey all information and procedures in making decisions to achieve interactional 
justice and increase employee organizational commitment. 
 
For Further Researchers. 
Future researchers can expand the scope of future research to obtain a wider population and 
sample so that research is accurate and results are better for future study. Future researchers can 
add other variables that affect organizational commitment such as organizational characteristics, 
work environment and leadership behavior. 
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