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ABSTRACT 

This study explores the impact of Organizational Justice and 

Inclusive Leadership on Organizational Commitment. Using 

data from 127 respondents, multiple regression analysis was 

conducted to assess the relationships between these variables. 

The findings indicate a positive but weak correlation between 

Organizational Justice, Inclusive Leadership, and Organizational 

Commitment. While the combined effect of both variables is 

statistically significant, their individual impacts are not 

significant. The coefficient of determination (R²) reveals that 

only 6.1% of the variation in Organizational Commitment can 

be explained by Organizational Justice and Inclusive 

Leadership. These results suggest that other factors not 

included in the study may contribute to Organizational 

Commitment. The study highlights the importance of 

leadership and justice in organizations, but also calls for further 

research to explore additional variables that may influence 

employee commitment. 
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INTRODUCTION 

Human resources (HR) are a key element in supporting an organization's activities to 

achieve its defined objectives. Sinambela (2016, p. 8) explains that, "Human resource 

management is the process of handling various issues within the scope of employees, laborers, 

managers, and other workers to support organizational activities in achieving established goals." 

Another important factor influencing organizational success is organizational justice. 

According to Alfian et al. (2021, pp. 24–25), "Organizational justice refers to how individuals 

perceive the fairness of outcomes they receive and how they are treated within the company, in 

accordance with moral and ethical standards expected, applied to investigate various behaviors 

relevant to the organization." 
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The success of HR management is also heavily influenced by the leadership style 

implemented in the organization. Nembhard & Edmondson, as cited in Ghafar (2023, p. 17), 

explain that: "Inclusive leadership refers to the expressions and behaviors of a leader that show 

appreciation for the contributions made by others/employees. Inclusive leadership also greatly 

values ideas or suggestions from others. In other words, an inclusive leader should involve 

others/underlings in discussions and decision-making while paying attention to their voices and 

perspectives." 

Meanwhile, organizational commitment is a critical factor in maintaining organizational 

stability. Mathis & Jackson (2016, p. 605) state, "Organizational commitment is the extent to 

which employees believe in the organization, accept its goals, and have the desire to stay with 

the organization. This relates to employees' ability to identify with the values, rules, and goals of 

the organization, which includes loyalty to the company and involvement in their work. 

Organizational commitment is also related to leadership practices within the company or 

organization." 

PT Mitra Aneka Rezeki (PT MAR) is a palm oil processing mill located in Dusun Natai Raja, 

Desa Ambawang, Kecamatan Kubu, Kabupaten Kubu Raya, West Kalimantan. The mill was 

established in 2009 and began operations in 2011 with a processing capacity of 45 tons of Fresh 

Fruit Bunches (FFB). PT MAR manages three palm oil plantations: Ambawang Air Putih Estate 

(AAPE), Kampung Baru Estate (KBE), and Arus Sei Deras Estate (ASDE). The harvested crops from 

these plantations are transported to the mill to be processed into Crude Palm Oil (CPO). PT MAR 

plays an important role in meeting the domestic demand for palm oil. 

 

Table 1 Crude Palm Oil Production Quantity (2021–2023)   

Year CPO (Tons) 

2021 40,874 

2022 35,457 

2023 41,161 

| Percentage Change (%) | -13.25 | +16.09 |  

Source: PT Mitra Aneka Rezeki, 2024 

 

Based on Table 1, the annual CPO production at PT Mitra Aneka Rezeki fluctuates. In 2022, 

production decreased by 13.25%, while in 2023, it increased by 16.09%. PT Mitra Aneka Rezeki 

employs 137 employees across various work divisions in the factory. The following table 

presents the number of employees at PT Mitra Aneka Rezeki in 2024: 

 

Table 2 Number Of Employees By Division In 2024 

No Division Name Permanent Non-Permanent Total 

1 Mill Manager 1 - 1 

2 Head of Administration 1 - 1 

3 Assistant Head 1 - 1 

4 Payroll Clerk 1 - 1 

5 Production Clerk 1 - 1 

6 Cashier 1 - 1 

7 Document Control Staff 1 - 1 

8 Weighbridge Operator 2 1 3 

9 Warehouse Staff 1 - 1 

10 Human Resources / General Affairs 1 1 2 

11 Security (Satpam) 10 - 10 
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No Division Name Permanent Non-Permanent Total 

12 Dock Workers 15 2 17 

13 Acting Processing Assistant 5 - 5 

14 Processing 54 - 54 

15 Maintenance Staff 5 1 6 

16 Electrician 25 - 25 

17 Quality Control & Laboratory 1 3 4 

Total  128 9 137 

Source: PT Mitra Aneka Rezeki, 2024 

 

From Table 2, it can be observed that most of the permanent employees at PT Mitra Aneka 

Rezeki work in the Processing division, accounting for 50% of the total workforce, while non-

permanent employees are predominantly in the Quality Control & Laboratory division, making 

up 33.33% of the non- permanent workforce. 

Working Hours Regulations at PT Mitra Aneka Rezeki Based on the Collective Labor Agreement 

(PKB).  

 

Table 3 Employee Working Hours In 2024 

Day Working Hours Break Time 

Monday–Friday    07:00–11:00 WIB & 13:00–

16:00 WIB    
11:00–13:00 WIB 

Saturday 07:00–11:00 WIB & 12:00–

13:00 WIB    

11:00–12:00 WIB 

Source: PT Mitra Aneka Rezeki, 2024 

 

The table above shows the standard working hours for all employees, except for security 

(Satpam), dock workers, electricians, and quality control & laboratory staff. These divisions 

operate in three shifts, as follows: 

1. First Shift: 07:00–16:00 WIB 

2. Second Shift: 16:00–23:00 WIB 

3. Third Shift: 23:00–07:00 WIB 

 

Working hours are managed by each department head according to operational needs 

and company policies, including break times and meal breaks, without violating the 8-hour daily 

or 48-hour weekly work limit. Employees who have worked six consecutive days are entitled to 

one day of weekly rest. 

If an employee requests leave for personal reasons, the leave will be deducted from the 12 

days of annual leave. If the leave exceeds the allocated annual leave, employees must 

compensate with unpaid overtime hours. 

The absent rate fluctuated over the three years. In 2022, absent increased by 32.14%, 

followed by a decrease of 8.11% in 2023. Despite the decrease, the number of employees who 

were sick, requested permission, or were absent without explanation remains relatively high. 

According to Lestari & Ginting (2023), organizational justice negatively and significantly 

affects absenteeism. Research by Suhardi (2022) shows that leadership also has a negative and 

significant impact on absenteeism. Similarly, Huzna (2018) found that stronger organizational 

commitment results in lower absenteeism rates. 

During an interview with Mr. Antonius Anwar Vares, Human Resources/General Affairs, he 

noted that absenteeism is still relatively high due to family matters and a lack of motivation 

among some employees. 
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According to Saraswati & Ribek (2018), organizational justice has a negative and significant 

influence on turnover intention. This study indicates that the lower the perceived justice in an 

organization, the higher the intention of employees to leave or resign. 

Iskandar (2015) also found a negative and significant relationship between inclusive 

leadership and employees' turnover intention. Furthermore, labor turnover can also be 

influenced by organizational commitment. This is supported by Kharismawati & Dewi (2016), 

who stated that organizational commitment negatively and significantly affects turnover. Higher 

organizational commitment leads to lower labor turnover. This finding aligns with Khan et al. 

(2014), who also reported that organizational commitment negatively affects turnover. 

According to Nurhayati & Supriyadi (2018), organizational justice has a positive and 

significant effect on work discipline, meaning that better organizational justice contributes to 

improved employee discipline. Muslimah & Bima (2024) also found that inclusive leadership 

positively and significantly influences work discipline. Additionally, Surito et al. (2019) stated that 

organizational commitment has a positive and significant impact on work discipline. 

 In an interview with Mr. Antonius Anwar Vares, Human Resources/General Affairs, it was 

revealed that long-serving employees are often involved in decision-making processes. These 

employees tend to participate more frequently in decision-making compared to newer 

employees, who are expected to actively contribute and provide input in the future. 

Furthermore, discussions with several employees highlighted differences in their understanding 

of salary policies. This presents an opportunity for the company to strengthen communication, 

ensuring that there is a shared and clear understanding of salary policies. 

Based on these observations, the author is interested in conducting research titled "The 

Influence of Organizational Justice and Inclusive Leadership on Organizational Commitment 

Among Employees at PT MAR, Kubu Raya Regency." The research aims to address the question 

of whether Organizational Justice and Inclusive Leadership influence Organizational 

Commitment among employees at PT MAR, Kubu Raya Regency. To ensure the focus of the 

study, three main variables will be examined. First, the Organizational Justice variable will be 

assessed through three dimensions: Distributive Justice, Procedural Justice, and Interactional 

Justice. Second, the Inclusive Leadership variable will explore the behaviors and expressions of 

leaders that demonstrate appreciation for employee contributions, value the ideas of others, 

involve subordinates in decision- making while considering their perspectives, provide 

opportunities for employees to express opinions, implement new ideas, offer fair opportunities 

for influence, and foster a supportive and objective environment for all members. Finally, the 

Organizational Commitment variable will be analyzed through three dimensions: Affective 

Commitment, Continuance Commitment, and Normative Commitment. 
 

LITERATURE REVIEW 

The literature review serves as the theoretical foundation of an article. In this section, we 

will discuss the purpose of a literature review, the process of finding appropriate literature to 

base it on, and how to manage the gathered information. Additionally, we will address four 

common questions that first- time researchers often face when compiling a literature review. 

According to Alfian et al. (2021, p. 24), "Organizational justice emphasizes decisions, 

perceived equality, justice itself, and the relationship between individuals and their work 

environment, reflecting an individual's perception of justice in the workplace." Robbins & Judge, 

as cited in Alfian (2021, pp. 25-27), identified three dimensions of organizational justice. 

Distributive justice refers to the perception of fairness in the distribution of rewards or outcomes 

among individuals or employees. It concerns how fair employees perceive the outcomes they 

receive within the organization. Procedural justice is the perception of fairness regarding the 

decision-making process used to determine outcomes or rewards. It pertains to employees' 

views on the fairness of the rules, procedures, and policies in place within the organization. 
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Interactional justice reflects employees' perceptions of fairness in interactions, which are not 

captured by procedural justice. It includes actions within the company that demonstrate social 

sensitivity, such as supervisors treating subordinates with respect and dignity. 

According to Nembhard & Edmonson, as cited in Ghafar (2023, p. 17), "Inclusive leadership 

provides opportunities for everyone by offering fair chances to influence decisions, 

implementation, and policies." Ghafar & Imtihanah (2023, pp. 18-21) identified several indicators 

of inclusive leadership. Leaders express behaviors that demonstrate appreciation for employees' 

contributions. They value the ideas and opinions of others and involve subordinates in 

discussions and decision-making, considering their voices and perspectives. Employees have the 

opportunity to voice their opinions, and leaders implement new ideas. Inclusive leaders provide 

fair opportunities for everyone to influence decisions, execution, and policies, and they create an 

objective and supportive environment for all members. 

Mathis R.L & Jackson (2016, p. 605) define organizational commitment as "the degree to 

which employees believe in the organization, accept its goals, and desire to remain with the 

organization." Allen & Meyer (1996), as cited in Mathis R.L & Jackson (2016, pp. 608-609), 

presented three types of organizational commitment. Affective commitment refers to 

identification, involvement, and emotional attachment to the organization. Employees with 

strong affective commitment remain with the organization because they want to. Continuance 

commitment refers to the perceived costs (financial or otherwise) of leaving the organization. 

Normative commitment refers to the sense of obligation employees feel to remain with the 

organization as a way of reciprocating what they have received from it. 

A study by Rato & Leda (2020), titled The Influence of Organizational Justice on 

Organizational Commitment with Job Satisfaction as a Mediating Variable, showed that 

organizational justice has a positive and significant effect on organizational commitment. 

Similarly, Purnomo (2018), in his study Inclusive Leadership and Organizational Commitment, 

found that inclusive leadership positively and significantly affects organizational commitment, 

implying that good leadership enhances organizational commitment. 

In this research, the independent variables are Organizational Justice (X1) and Inclusive 

Leadership (X2), while the dependent variable is Organizational Commitment. 
 

METHODS 

This study adopts a quantitative approach to explore the relationship between 

Organizational Justice, Inclusive Leadership, and Organizational Commitment. According to Perry 

et al. (2003, p. 661), the methods section is designed to outline the steps followed in executing 

the study while providing sufficient justification for the chosen research methods. The 

methodology provides a clear framework to evaluate the reliability and validity of the study's 

findings, and the detailed information ensures that other researchers can replicate the study 

(American Psychological Association, 2001, p. 17). 

The target population of this study consists of all employees of PT. Mitra Aneka Rezeki in 

Kubu Raya District, excluding company leadership, totaling 127 employees in 2024. As defined by 

Siregar (2020, p. 56), the sample refers to a selected portion of the population for the study. The 

sampling technique used is saturated sampling, meaning all employees, excluding leadership, 

were included in the study. This approach provides a comprehensive analysis of the employee 

group at the company. 

Data for this research were collected through interviews and questionnaires. Interviews 

were conducted with the Human Resources/General Affairs department of PT. Mitra Aneka 

Rezeki to obtain qualitative insights. Additionally, a structured questionnaire was distributed to 

permanent employees to gather quantitative data. As described by Sugiyono (2020, p. 199), 

questionnaires allow researchers to collect data by providing a set of written questions for the 

respondents to answer. 
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To measure the variables in this study, a Likert scale was utilized, which is commonly used 

to assess attitudes, opinions, and perceptions of individuals or groups toward a social 

phenomenon. The Likert scale used in this study includes five response categories, ranging from 

"Strongly Agree" to "Strongly Disagree," with scores assigned to each response. This approach 

ensures that responses are quantifiable and allow for statistical analysis. 

Instrument testing for this study includes validity and reliability tests. According to Siregar 

(2020, p. 75), validity refers to the accuracy of the measurement tool in capturing the intended 

construct, and this was assessed using the product moment correlation technique. Reliability 

was assessed to ensure consistency in measurement, with instruments considered reliable if 

their reliability coefficient exceeds 0.6 (Siregar, 2020, p. 87). The classical assumption tests, 

including normality and linearity tests, were also applied to ensure the data met the necessary 

assumptions for statistical analysis.  

RESULTS  

Table 4 Normality Test 

 

The table above shows that the Asymp. Sig (2-tailed) value is 0.200 < 0.05, which means 

that all residual values are normally distributed. 

 

Linearity Test 

The linearity test is used to determine whether the model specification is correct. The 

results of the linearity test for the Organizational Support variable are shown in the following 

table X1 

 

Table 5 X1 Linearity Test 

 
 

The linearity test result shows a deviation from linearity significance value of 0.076 > 0.05. 

It can be concluded that there is a linear relationship between Organizational Commitment and 

organizational justice. 
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Table X2  

 
 

The linearity test result shows a deviation from linearity significance value of 0.732 > 0.05. 

It can be concluded that there is a linear relationship between Organizational Commitment and 

Inclusive Leadership. 

 

Table 6 Multicollinearity 

 
 

The multicollinearity test is performed to analyze the correlation between independent 

variables. To determine if a model exhibits multicollinearity, we look at the Variance Inflation 

Factor (VIF) and tolerance levels. If the tolerance value is > 0.10 or VIF < 10, there is no 

multicollinearity between the independent variables. Conversely, if these conditions are not met, 

multicollinearity exists. The results of the multicollinearity test indicate no multicollinearity 

between the independent variables in the regression model. This is marked by tolerance values 

greater than 0.10 and VIF values less than 10. 

 

Multiple Regression 

Multiple linear regression analysis was conducted to assess the effect of independent 

variables on the dependent variable using data from 127 respondents. The following is the 

Multiple Linear Regression Analysis Table: 

 

Table 7 Multiple Regression 

 
 

From the multiple linear regression equation, the formula is as follows: Y = 16.458 + 0.108 

X1 + 0.108X2 This equation can be interpreted as follows: a. The constant value is 16.458. This 

means that if both Organizational Justice and Inclusive Leadership are 0, then Organizational 

Commitment will have a value of 16.458. b. The regression coefficient for variable X1 is positive 
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at 0.108, meaning that if X1 increases, Y will also increase, and vice versa. c. The regression 

coefficient for variable X2 is positive at 0.108, meaning that if X2 increases, Y will also increase, 

and vice versa. 

 

Table 7 Coefisien korelasi 

 
 

The correlation value (R) obtained is 0.275, which lies between 0.500 and 0.700, indicating 

that there is a moderate to strong relationship between Organizational Justice (X1), Inclusive 

Leadership (X2), and Organizational Commitment (Y). 

 

Coefficient of Determination (R²) 

This test is used to determine the contribution of variable X to variable Y. The results of the 

Coefficient of Determination (R²) test show a value of 0.061, which means that 6.1% of the 

variation in Organizational Commitment is explained by Organizational Justice and Inclusive 

Leadership, while the remaining 93.9% is explained by other variables not included in the study. 

 

Table 8 Uji f 

 
 

The F-test shows that the independent variables significantly affect the dependent 

variable. This is evident from the probability value (Sig.) of 0.008 < 0.05, meaning that both 

Organizational Justice and Inclusive Leadership have a simultaneous effect on Organizational 

Commitment. 

 

Table 9 Uji t 
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The T-test is conducted to determine the partial effect of each independent variable 

(Organizational Justice and Inclusive Leadership) on the dependent variable (Organizational 

Commitment). The results of the partial test (T-test) are as follows: 

  

a. The significance level for Organizational Justice (X1) is 0.40 > 0.05. This means that the 

Organizational Justice variable does not have a significant partial effect on Organizational 

Commitment (Y), so H0 is accepted, and Ha is rejected. 

b. The significance level for Inclusive Leadership (X2) is 0.59 > 0.05. This means that the Inclusive 

Leadership variable does not have a significant partial effect on Organizational Commitment 

(Y), so H0 is accepted, and Ha is rejected. 

 

DISCUSSION 

Normality Test 

The normality test results show that the Asymp. Sig (2-tailed) value is 0.200, which is 

greater than the significance threshold of 0.05. This suggests that the residual values are 

normally distributed, indicating that the assumptions of normality have been met. The data can, 

therefore, be considered suitable for further statistical analysis, as normal distribution is a key 

assumption in regression analysis. 

 

Linearity Test 

The linearity tests for both variables (Organizational Justice and Inclusive Leadership) show 

that the deviation from linearity significance values are 0.76 and 0.732, both greater than 0.05. 

This indicates that there is a linear relationship between Organizational Commitment and both 

Organizational Justice (X1) and Inclusive Leadership (X2). Therefore, the assumption of linearity in 

the regression model is satisfied. These results confirm that both independent variables are 

related in a linear manner to the dependent variable, Organizational Commitment. 

 

Multicollinearity 

The multicollinearity test results reveal that there is no multicollinearity between the 

independent variables. This is indicated by the tolerance values being greater than 0.10 and VIF 

values being less than 10. Multicollinearity occurs when independent variables are highly 

correlated, which can distort regression estimates. Since no multicollinearity is detected, it can 

be concluded that the independent variables (Organizational Justice and Inclusive Leadership) 

are not highly correlated, and the regression analysis results are reliable. 

 

Multiple Regression 

The multiple regression analysis provides the equation Y = 16.458 + 0.108 X1 + 0.108 X2. 

The positive regression coefficients for both X1 (Organizational Justice) and X2 (Inclusive 

Leadership) suggest that increases in either variable lead to an increase in Organizational 

Commitment. The constant value of 16.458 implies that when both Organizational Justice and 

Inclusive Leadership are zero, Organizational Commitment will have a value of 16.458. These 

results indicate a positive relationship between both independent variables and Organizational 

Commitment, which aligns with the theory that organizational justice and inclusive leadership 

can enhance employee commitment. 

 

Correlation Coefficient 

The correlation value (R) of 0.275 suggests a moderate to weak positive relationship 

between the independent variables (Organizational Justice and Inclusive Leadership) and the 

dependent variable (Organizational Commitment). Although the correlation is not very high, it 

still suggests that there is a notable connection between these variables. This finding indicates 
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that both organizational justice and inclusive leadership contribute to the formation of 

organizational commitment, but other factors might also play a role. 

 

Coefficient of Determination (R²) 

The coefficient of determination (R²) is 0.061, meaning that 6.1% of the variation in 

Organizational Commitment is explained by Organizational Justice and Inclusive Leadership. 

While this percentage is relatively low, it suggests that these two independent variables do have 

some influence on Organizational Commitment, but other factors not included in the study 

explain a larger portion of the variation. This implies that additional variables should be 

considered in future research to better explain organizational commitment. 

 

F-Test 

The F-test results, with a significance value of 0.008, indicate that the independent 

variables (Organizational Justice and Inclusive Leadership) jointly have a significant effect on 

Organizational Commitment. This suggests that both variables together influence Organizational 

Commitment in a meaningful way. The result supports the hypothesis that organizational justice 

and inclusive leadership play an important role in shaping employee commitment. 

 

T-Test 

The T-test results show that neither Organizational Justice (X1) nor Inclusive Leadership 

(X2) has a significant partial effect on Organizational Commitment, as both have significance 

values of 0.40 and 0.59, respectively, which are greater than 0.05. This means that, while both 

variables are important in the regression model, their individual effects on Organizational 

Commitment are not statistically significant. These findings imply that the relationship between 

each independent variable and Organizational Commitment might be influenced by other 

factors, and further analysis is needed to explore these influences more thoroughly. 

In conclusion, while organizational justice and inclusive leadership are important factors in 

the organizational commitment model, their individual effects might not be as strong as 

expected. Further research is needed to investigate additional variables that could have a more 

significant impact on organizational commitment. 

 

CONCLUSION 

This study examined the effects of Organizational Justice and Inclusive Leadership on 

Organizational Commitment. The results of the normality and linearity tests indicate that 

the data meets the assumptions required for regression analysis. The absence of 

multicollinearity further ensures the validity of the regression model. The multiple regression 

analysis reveals a positive relationship between both Organizational Justice and Inclusive 

Leadership with Organizational Commitment. However, the correlation between these variables 

is moderate, and the coefficient of determination (R²) shows that only 6.1% of the variation in 

Organizational Commitment can be explained by the independent variables. The F-test confirms 

that both variables jointly have a significant effect on Organizational Commitment, while the T-

test results suggest that the individual effects of Organizational Justice and Inclusive Leadership 

on Organizational Commitment are not statistically significant. 

In conclusion, while Organizational Justice and Inclusive Leadership play a role in shaping 

Organizational Commitment, their individual contributions are relatively weak. This implies that 

other factors not included in the study might also influence organizational commitment. Future 

research should explore additional variables and their interactions to gain a more 

comprehensive understanding of the drivers of Organizational Commitment. 
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LIMITATION 

1. Limited Scope of Variables: The study only focused on two independent variables—

Organizational Justice and Inclusive Leadership—without considering other potentially 

significant factors such as work environment, job satisfaction, and leadership style. 

2. Low Coefficient of Determination (R²): The R² value of 0.061 suggests that the independent 

variables in the model explain only a small portion of the variance in Organizational 

Commitment. This indicates that other factors not included in the study may contribute more 

significantly to Organizational Commitment. 

3. Cross-Sectional Data: The study used cross-sectional data, which provides a snapshot of the 

relationships between variables at a single point in time. Longitudinal data would offer a 

more accurate assessment of the causal relationships between the variables. 

4. Sample Size and Generalizability: Although 127 respondents were included, the sample may 

not be fully representative of all organizations or sectors. The findings may not be 

generalizable to other contexts or industries, especially those with different organizational 

cultures. 

5. Self-Report Bias: Since the data was likely self-reported by participants, there could be biases 

in the responses, particularly related to social desirability or personal perceptions of 

Organizational Justice and Inclusive Leadership. 
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