IMMERSIVE 2025 ‘

International Management Conference and Progressive Paper ”‘

IMMERS

Supervisor's Interactional Justice, the
Psychological Contract, and OCB: A Review
and Proposed Reciprocal Model

Didit Darmawan'*, Rahayu Mardikaningsih?

I 2Department of Management, Faculty of Economics, Universitas Sunan Giri
Surabaya

Abstract

This study investigates the relationship between Supervisor's Interactional Justice,
Psychological Contract, and Organizational Citizenship Behavior (OCB) in the
modern work environment. Through a quantitative analysis involving 100
respondents, it was found that fair treatment from supervisors significantly
contributes to employees' perceptions of their psychological contracts and
motivates them to exhibit voluntary behaviors beneficial to the organization. The
analysis results revealed a strong positive correlation among the three variables.
These findings underscore the importance of interactional justice in fostering a
productive work environment, where employees feel valued and motivated to
contribute more. Implications for human resource management include the
necessity for leadership development programs focused on interactional justice and
effective communication. This research provides new insights into the dynamics of
the relationships among the three variables and emphasizes the urgency of
addressing issues of justice and psychological contracts within organizational
settings. Further research is needed to explore other factors that may influence these
relationships in the future.
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INTRODUCTION
In the modern workplace, the increasing focus on proactive employee

behaviors, such as Organizational Citizenship Behavior (OCB), has become a
major concern. OCB is voluntary behavior that goes beyond formal job
demands and significantly contributes to organizational effectiveness (Vargas-
Hernandez et al., 2025). However, although OCB is recognized as a key
element for success, many organizations face challenges in encouraging this
behavior. This phenomenon indicates that certain factors influence employee
motivation to demonstrate OCB, which are not yet fully understood, making it
important to explore the relationship between perceived supervisor justice,
psychological contract, and OCB (Yang, 2023).
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One component that potentially influences OCB is Supervisor's
Interactional Justice (SIJ), which encompasses how superiors treat
subordinates in daily interactions. SIJ encompasses fair, respectful, and
transparent treatment, which can shape employees' perceptions of their work
environment (Dai & Xie, 2016). However, many employees feel they are not
being treated fairly by their superiors, which can lead to decreased motivation
and commitment (Hariani et al., 2025). This dissatisfaction can worsen the
relationship between superiors and subordinates, which in turn influences the
emergence of OCB among employees (Pham et al., 2024). This relationship
requires further research to understand the dynamics that occur.

Furthermore, the psychological contract , which encompasses mutual
expectations and obligations between employees and the organization, also
plays a crucial role (Ghaffaripour, 2023). When SIJ is perceived to be high,
employees tend to have positive perceptions of their psychological contract
(Kazmi et al., 2023). However, many organizations fail to meet employee
expectations regarding this psychological contract, which can lead to breaches
and dissatisfaction (Chapman & Rai, 2023). Employees who perceive their
psychological contract to be violated may become less motivated to
demonstrate OCB, creating a negative cycle (Ouyang, 2017). Therefore, it is
important to explore the relationship between SIJ and the psychological
contract in depth.

From a broader perspective, this phenomenon of dissatisfaction can have
significant impacts on organizations. Employees who feel unfairly treated not
only tend to reduce their OCB but can also experience a decline in overall
performance. Disharmony in superior-subordinate relationships can lead to
increased employee turnover, which is a serious problem for organizations.
High turnover rates have the potential to incur high costs in training and
recruitment, and can disrupt overall team productivity (De Clercq &
Belausteguigoitia, 2021). This suggests that issues of interactional justice and
the psychological contract need to be addressed seriously.

The lack of understanding regarding the relationship between SIJ,
psychological contract, and OCB creates a gap in the literature. Most previous
research has focused on one aspect without considering the interaction between
these three elements. The absence of an integrative model explaining the
interrelationships among these three variables results in an incomplete
understanding of the dynamics that occur in the workplace. This presents a
challenge for researchers and practitioners in formulating effective
interventions to enhance OCB. Further research is needed to provide a clearer
picture of this relationship.

Furthermore, changes in the work environment due to the global
pandemic have further complicated this issue. Many organizations are now
implementing hybrid and remote work models, which are changing the
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dynamics of interactions between superiors and subordinates (Darden et al.,
2025). Interactional justice becomes increasingly difficult to achieve, as limited
face-to-face interactions can lead to misunderstandings (Santos et al., 2023).
The inability to maintain fairness in interactions can exacerbate negative
employee perceptions, potentially reducing OCB (Tayyab et al., 2023).
Therefore, more attention is needed to examine how these environments
influence the relationship between S1J, psychological contracts, and OCB.

From an organizational perspective, the challenge of creating a just work
environment is becoming increasingly pressing. Many leaders fail to recognize
the importance of interactional justice in building employee commitment
(Seifert et al., 2016). Without understanding how SIJ impacts OCB,
organizations risk losing the best potential of their employees. Prolonged
dissatisfaction can create a negative work culture, where employees feel
unappreciated and reluctant to contribute more (dos Santos et al., 2023). This
reinforces the urgency of exploring the relationship between these three
variables.

The link between OCB and organizational performance is also a
significant concern. Employees who actively demonstrate OCB can contribute
to increased productivity and innovation in the workplace (Alzayed et al.,
2017). However, if OCB declines, the impact is not only felt at the individual
level but can also reduce overall team performance (Hart et al., 2016).
Organizations that fail to understand the factors influencing OCB risk losing
competitiveness in the marketplace (Mohanty, 2023). Therefore, research on
the relationship between SIJ, psychological contracts, and OCB is highly
relevant for organizational development.

Overall, it is crucial to delve deeper into this relationship to identify
underlying issues. A better understanding of how SIJ influences psychological
contracts and OCB can provide new insights for management. Without
comprehensive research, organizations will continue to face challenges in
creating a work environment that supports employee engagement and
performance. Therefore, this study is expected to provide a clearer picture of
the dynamics of the relationship between these three variables, as well as the
urgency of addressing these issues.

This study aims to investigate the relationship between Supervisor's
Interactional Justice and Psychological Contract, and its impact on
Organizational Citizenship Behavior (OCB). We wanted to understand
whether there is a significant correlation between the way supervisors treat
subordinates, known as interactional justice, and employees' perceptions of
their psychological contracts. The psychological contract reflects the mutual
expectations and obligations between employees and the organization.

Furthermore, this study will also explore whether the psychological
contract itself is correlated with OCB, which is voluntary behavior that occurs
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outside of formal job demands. OCB is important because it can increase team
effectiveness and add value to the organization. In this regard, we will
investigate the extent to which psychological contract fulfillment motivates
employees to behave proactively and contribute more at work.

Finally, this study will analyze whether OCB correlates with Supervisor's
Interactional Justice . In other words, we want to understand whether positive
behaviors demonstrated by employees through OCB can influence supervisors'
perceptions of interactional justice. Through this study, it is hoped that the
reciprocal relationship between these three variables will be revealed,
providing new insights into the dynamics of workplace interactions that can be
useful for the development of human resource management theory and practice

LITERATURE REVIEW
Supervisor's Interactional Justice

Supervisor's Interactional Justice (SIJ) refers to how supervisors interact with
their subordinates, including how they provide explanations, show respect, and
treat subordinates fairly (Dai & Xie, 2016). The quality of these interactions
significantly influences employees' perceptions of fairness (Karthick, 2024).
According to Bies and Moag (1986), SIJ consists of two main components:
interpersonal justice (behaviors that demonstrate respect and consideration)
and informational justice (how well information is conveyed). Understanding
these two components is crucial for creating a fair and supportive work
environment (Wiseman & Stillwell, 2022). Indicators of SIJ include clear
communication, fair treatment, and respect in daily interactions (Fouquereau et
al., 2020). These indicators contribute to increased job satisfaction and
employee motivation (Wiseman, J.A., & Stillwell, A. (2022). Research by
Colquitt (2001) shows that SIJ can influence employee job satisfaction and
commitment, which in turn impacts their behavior in the workplace. A positive
relationship between SIJ and employee behavior is crucial for organizational
success (Otto & Mamatoglu, 2015).

Psychological Contract

A psychological contract is a mutual perception between employees and
organizations regarding their respective expectations and obligations (Guest &
Rodrigues, 2024). A clear understanding of the psychological contract can
influence positive work relationships (Sohel-Uz-Zaman et al., 2025). Rousseau
(1995) defined a psychological contract as an unspoken agreement involving
employee expectations of what the organization will provide, and vice versa.
This agreement creates the foundation for mutually beneficial interactions
between employees and the organization. Indicators of a psychological contract
include job-related expectations, career development, and job security. These
indicators are crucial for maintaining employee engagement and commitment
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(Jangra & Sandhu, 2024). Research by Conway and Briner (2005) shows that
breaches of the psychological contract can lead to dissatisfaction, reduced
motivation, and even detrimental behavior within an organization. These
violations can damage trust and good relations between employees and the
organization (Singh & Dhan, 2023). Therefore, understanding the
psychological contract is crucial for encouraging positive behaviors such as
Organizational Citizenship Behavior (OCB). Awareness of the psychological
contract can improve employee performance and commitment in achieving
organizational goals.

Organizational Citizenship Behavior (OCB)

Organizational Citizenship Behavior (OCB) is voluntary behavior that is not
included in an employee's formal duties but contributes to organizational
effectiveness (Vargas-Hernandez & Gonzalez-Avila, 2025). This behavior
reflects an employee's commitment to the success of the team and the
organization as a whole (Pickford & Joy, 2016). Organ and Ryan (1995) define
OCB as behaviors that include altruism, conscientiousness, sportsmanship,
courtesy, and civic virtue. These types of behaviors demonstrate an employee's
dedication to creating a positive work environment (Pandya, 2025). Indicators
of OCB include willingness to help coworkers, maintaining a positive attitude
at work, and participating in organizational activities outside of official duties
(Azmi et al., 2016). These indicators are important for building a collaborative
and supportive work culture. Research by Podsakoff et al. (2000) shows that
OCB contributes significantly to team and organizational performance, as well
as increasing job satisfaction among employees. The contribution of OCB to
performance and job satisfaction shows how important voluntary behavior is
in achieving organizational goals (Organ, 2015).

RESEARCH METHOD
This study uses an associative quantitative approach to analyze the

relationship between Supervisor's Interactional Justice, Psychological
Contract, and Organizational Citizenship Behavior (OCB). The study
population consists of students of Sunan Giri University Surabaya who also
have employee status. Respondents were selected using a purposive sampling
technique, with the main criteria being students who actively participate in
academic activities while working. This study will involve 100 respondents
who meet these criteria, and is expected to provide a representative picture of
the interaction between the three variables in this perspective.

Data collection was conducted through a questionnaire consisting of
several sections. The questionnaire was designed to measure respondents'
perceptions regarding S1J, psychological contracts, and OCB. Each section of
the questionnaire used a Likert scale from 1 to 5, where 1 indicates strongly
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disagree and 5 indicates strongly agree. Prior to questionnaire distribution, a
pilot test was conducted to ensure the validity and reliability of the measuring
instrument. The validity test used factor analysis, while the reliability test was

conducted using Cronbach's alpha. The results of this pilot test will ensure that
the questionnaire can measure variables accurately and consistently.

Table 1.

Indicator Table as the Basis of the Questionnaire

Variables and

Explanation of Each

Example Questions

Indicat
Origin Theory ndicator Indicator (Likert Scale)
izational . .
O.r gamzaflona Voluntary  behavior is "I volunteer to help my
Citizenship .
. . helping other coworkers coworkers who are
Behavior Altruism . . . . . .
who are facing difficulties having difficulties in
(OCB) (Theory: . . "
or excessive workload. their work.
Organ, 2015)
Work behav1or. . that "I often work beyond
exceeds the minimum ..
the minimum
Awareness expected standards, such
. .. standards set by the
as time discipline and S
. organization.
work quality.
A positive attitude in
tolerating less than ideal "I tend not to complain
Sportsmanship  working conditions or about small problems
changes without that occur at work."
complaining.
Proactive behavior to
I always try to tell my
prevent problems from .
.. . coworkers if my
Courtesy arising by consulting or

Civic Virtue

Psychological
;J];llz)rac.t Organizational
" Obligations
Rousseau,
1995)
Employee
Obligations
Fulfillment of
Promises

providing information to
colleagues.

Active and responsible
participation in
organizational activities,
such as meetings and
discussions for mutual
progress.

Employee  perceptions
regarding the promises or
obligations  that  the
organization must give to
him.

An employee's perception
of the promises or
obligations he or she must
make to the organization
in return.

The extent to which
employees feel that the
organization has fulfilled
the promises it has made
to them.

actions will affect their
work."

"I actively follow
developments and
participate in
organizational
activities."

"I believe this

organization promises
to provide me with
career  development
opportunities."

"I feel obligated to
work beyond my job
description for the

success of the
organization."

"So far, the
organization has

fulfilled most of the
promises it made to
me."
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The level of trust and

emotional attachment that "I have high
Trust & grows from the reciprocal confidence that the
Commitment  relationship between organization will treat
employees and  the me fairly."
organization.

Supervisor's . .
p The perception that the "My supervisor treats

Interactional . .
Justice Interpersonal supervisor treats me with respect and
. Justice subordinates with respect, maintains my dignity
(Theory: Bies & dignity, and empath as an individual."
Moag, 1986) gy pathy: '
The perception that the .
pereep . "My boss provides a
. supervisor provides .
Informational reasonable explanation
. honest, adequate, and .
Justice . for every important
transparent  explanations .. "
. .. decision he makes.
regarding decisions.
Note:

Source: Author(s) work

After data collection, analysis was conducted using statistical software to
test the established hypotheses. Correlational analysis was applied to determine
the relationship between SIJ, psychological contract, and OCB. Pearson's
correlation test was used to evaluate the strength and direction of the
relationship between the variables. Thus, this study is expected to provide
insight into the interactions between variables and their respective
contributions to the behavior of employees who simultaneously pursue
academic and professional lives.

FINDINGS AND DISCUSSION
This analysis aims to test the strength and direction of the relationship

between three main variables, namely Supervisor's Interactional Justice ,
Psychological Contract , and Organizational Citizenship Behavior (OCB) .
Data were obtained from a survey completed by 100 respondents using a Likert
scale (1-5). The Pearson correlation test was used to evaluate the hypothesis
that there is a positive relationship between these variables.

Before testing the correlation, the data was processed using descriptive
statistics. The following table shows the mean and standard deviation for the
total score for each variable. The mean score is above the midpoint of the scale
(3.0), indicating that respondents generally have a fairly positive perception of
the three variables (Table 2).

Table 2.
Statistik Deskriptif Variabel Penelitian
Variables N | Mean Star.lda}rd Information
Deviation
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Supew1§or S . 100 | 3.95 0.88 Supervisors percepthns of fairness
Interactional Justice tend to be high.
Psychological Perceptions of psychological
Contract 1007 3.8 0.82 contract fulfillment tend to be good.
O.rgamzat.lonal . 100 | 4.05 0.75 The levels of OCB report.ed by
Citizenship Behavior employees tend to be high.

The following table presents the main results of the correlation analysis.
It shows the correlation coefficient (r) and significance level (p-value) for each
pair of variables.

Supervisor's Psychological Organizational
Variables P . y g Citizenship
Interactional Justice Contract .
Behavior
Supervisor's . .
Interactional Justice ! 648 72
Psychological 6487+ 1 681%*
Contract
Organizational
Citizenship ST72%% .681%* 1
Behavior

Note: **Significant correlation at the 0.01 level (p < 0.01); The numbers in the table are the
Pearson correlation coefficient (r) values.
Source: Author(s) work

Based on these results it can be stated that:
1. The Relationship between Supervisor Justice and Psychological Contract
There 1s a strong positive correlation between Supervisor's
Interactional Justice and Psychological Contract (r=.648, p<.01). This
means that the more employees perceive fair and respectful treatment from
their supervisors, the stronger their belief that the organization's promises
have been fulfilled and their working relationship is positive.
2. The Relationship between Supervisory Justice and OCB
There is a strong positive correlation between Supervisor's
Interactional Justice and Organizational Citizenship Behavior (r=.572,
p<.01). This means that employees who feel treated fairly by their superiors
are significantly more likely to exhibit extra-curricular behaviors (OCB),
such as helping coworkers and contributing more to the organization.
3. The Relationship between Psychological Contract and OCB
There is a strong positive correlation between Psychological Contract
and Organizational Citizenship Behavior (r=.681, p<.01). This is the
strongest correlation in this analysis. This suggests that when employees
perceive the organization's promises have been fulfilled (a healthy
psychological contract), they are highly motivated to reciprocate by
exhibiting high levels of OCB behavior.
Thus, based on these results, it can be stated that the three variables are
positively and significantly related to each other. Supervisor's Interactional
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Justice appears to be an important foundation that influences the perception of
Psychological Contract, and both together contribute strongly to the emergence
of Organizational Citizenship Behavior (Figure 1).

Figure 1.
Conceptual Model of the Relationship between Main Variables.

Psychological
Contract

Supervisor’s
Interactional
Justice

Source: Author(s) work

The finding of a strong positive correlation between Supervisor's
Interactional Justice and Psychological Contract aligns with established
theoretical frameworks and is supported by substantial empirical evidence.
This relationship can be explained through Social Exchange Theory (SET),
pioneered by Blau (1964). This theory states that social relationships, including
those in the workplace, are based on a reciprocal exchange process. When a
supervisor (acting as an organizational agent) treats employees with respect,
dignity, and provides transparent information (interactional justice), employees
interpret this as a form of social investment and support from the organization
(Mehdi & Ali, 2023). This positive treatment creates a felt obligation in
employees to reciprocate, further strengthening their perception that the
organization will fulfill its promises, thus forming a healthy and positive
psychological contract (Shen, 2022).

More specifically, both dimensions of interactional justice play a crucial
role. Interpersonal justice (courteous and respectful treatment) directly
maintains the relational aspect of the psychological contract, which includes
trust, loyalty, and emotional support. On the other hand, informational justice
(honest and adequate explanations) strengthens the transactional and relational
aspects by reducing uncertainty and building trust. When supervisors openly
explain the reasons behind a decision, even if it is unpleasant, employees are
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more likely to feel valued and understand the context, thus preventing the
perception of psychological contract breach ( Griep et al., 2024). Research by
Coyle-Shapiro and Conway (2005) confirmed that the quality of the social
exchange relationship between leaders and subordinates (LMX) significantly
influences employees' perceptions of the fulfillment of organizational
obligations.

The theoretical implication of these findings is the strengthening of the
supervisor's role as the personification of the organization in the process of
forming and maintaining psychological contracts. These findings emphasize
that psychological contracts are not simply shaped by formal policies or
promises made during recruitment, but are dynamically negotiated and
interpreted through daily interactions with direct supervisors. This contributes
to the literature by demonstrating that interactional justice is not simply a
passive antecedent, but rather an active mechanism through which employees
"measure" organizational goodwill and commitment. Therefore, theoretical
models of psychological contracts need to explicitly integrate the quality of
supervisor interactions as a primary predictor, rather than simply as a
contextual factor.

From a practical perspective, the implications for human resource
management are clear. Organizations must recognize that the greatest
investment in maintaining a healthy psychological contract lies in developing
front-line leadership. Training programs for managers and supervisors should
specifically target competencies in interactional justice, such as empathetic
communication, providing constructive feedback, and transparency in
decision-making. Furthermore, organizations can incorporate metrics on
subordinates' perceptions of fairness into supervisors' performance evaluation
systems. When organizational change occurs (such as restructuring), the
supervisor's role in providing honest information and dignified treatment
becomes crucial to preventing widespread damage to employees' psychological
contracts.

The finding of a strong positive correlation between Supervisor's
Interactional Justice and Organizational Citizenship Behavior (OCB) is one of
the most consistent relationships in the management and organizational
behavior literature. According to Chen et al. (2008), this is also rooted in Social
Exchange Theory (SET) and the norm of reciprocity. When supervisors treat
subordinates with interpersonal justice (respect and dignity) and informational
justice (honesty and transparency), employees perceive these actions as going
beyond the formal duties of a superior (Lilly, 2015). This positive treatment
creates a sense of indebtedness or moral obligation in employees to reciprocate
the kindness (Williams et al., 2002). Because OCB is voluntary and falls
outside of formal job descriptions, it provides an ideal channel for employees
to engage in this positive "reciprocity” (Organ, 1988; Burton et al., 2008).
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Specifically, fair treatment from supervisors directly influences
employees' psychological well-being, which encourages the emergence of
OCB (Yang, 2023). Interpersonal justice, for example, fosters a sense of self -
worth and a sense of being valued as an individual, which in turn increases trust
in the supervisor (Colquitt et al., 2013). This trust provides a psychological
foundation that allows employees to feel safe taking social risks by engaging
in extra-personal behaviors, such as helping coworkers (altruism) or voicing
constructive opinions (civic virtue) (Pham et al., 2024). Informational justice,
on the other hand, by providing logical and timely explanations, reduces stress
and uncertainty, and fosters the perception that the work environment is
predictable and fair (Chen et al., 2008). According to Peelle (2007), this
condition encourages employees to focus more on positive contributions and
work beyond minimum standards (conscientiousness).

The theoretical implication of these findings is the affirmation that OCB
is not solely a product of an individual's disposition or personality (e.g.,
someone being naturally helpful), but rather is strongly influenced by the social
context created by the leader. These findings reinforce relationship-centered
leadership models , such as Servant Leadership and Transformational
Leadership, which emphasize the importance of respectful treatment and
genuine communication. It also suggests that interactional justice can serve as
a "social lubricant" that transforms transactional work relationships into more
relational ones, where employees are intrinsically motivated to contribute to
the collective good, rather than solely for personal rewards.

The practical implications for organizations are significant and
actionable. First, these findings underscore that to encourage OCB,
organizations do not always need to design elaborate formal incentive systems.
Instead, investing in training supervisors to practice interactional justice can be
a far more effective and lower-cost strategy. Leadership training should include
modules on how to respectfully provide negative feedback, how to
transparently communicate difficult decisions, and the importance of active
listening. Second, in performance management systems, a supervisor's fair
behavior should be one of the evaluation criteria, for example through 360-
degree feedback from subordinates. By promoting and rewarding fair
supervisors, organizations systematically build a culture that encourages trust
and citizenship behavior.

The finding that Psychological Contract has the strongest correlation
with Organizational Citizenship Behavior (OCB) confirms its central role as
one of the most proximal and powerful predictors of extra-voluntary behavior.
This relationship is convincingly explained by Social Exchange Theory (SET),
where psychological contract fulfillment is considered central to high-quality
social exchanges between employees and organizations (Al Samman et al.,
2022). When employees perceive that the organization has fulfilled its
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promises, both transactional (e.g., salary and bonuses) and relational (e.g.,
career support and job security), they feel obligated to reciprocate (Gardner et
al., 2021). OCB, which is voluntary and beneficial to the organization, is the
most logical and meaningful form of reciprocity, as it demonstrates that
employees are willing to provide more than what is formally required (Chahar,
2019).

The mechanisms underlying this relationship are multifaceted (Coyle-
Shapiro et al., 2016). First, fulfilling the psychological contract builds deep
trust, the belief that the organization values their contributions and cares about
their well-being. This trust reduces fear of exploitation and encourages
employees to engage in prosocial behavior without expecting immediate
rewards. Second, consistently fulfilling the psychological contract fosters
affective commitment, the employee's emotional bond with the organization.
Affectively committed employees work not just for a paycheck but because
they identify with the organization's values and goals, making them
intrinsically motivated to contribute to its success through OCB (Turnley et al.,
2003). Thus, fulfilling promises transforms the employment relationship from
a mere economic calculation to a strong socio-emotional bond (Simi¢ et al.,
2019).

The theoretical implications of these findings are significant. They
position the psychological contract as a key mediator explaining why various
human resource management practices (such as fair leadership, competitive
compensation, or development opportunities) can influence OCB. This means
that the effectiveness of these practices depends on the extent to which
employees interpret them as signals that the organization is fulfilling its
promises. These findings also highlight the importance of distinguishing
between contract fulfillment and contract breach. While fulfillment actively
encourages OCB, contract breach can drastically reduce it and even trigger
counterproductive work behavior. This confirms that the psychological
contract is the primary cognitive and affective lens through which employees
evaluate and respond to their work relationships.

The practical implication for managers and organizations is that
"managing promises" is a core competency in talent management. First,
organizations must be very careful in managing employee expectations from
the recruitment process. Overpromising (overselling the job) can backfire,
damaging trust and OCB later on. Second, line managers must be trained to
understand their role in fulfilling organizational promises, especially relational
ones such as providing feedback, recognition, and support. Third, when
contract breaches are unavoidable (e.g., due to an economic crisis), honest
communication, empathy, and adequate explanation (i.e., interactional justice)
become crucial to mitigate damage to trust and employees' willingness to
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continue demonstrating OCB. Ultimately, to foster good "citizenship,"
organizations must first be good "citizens" by keeping their promises.

CONCLUSIONS
This research has demonstrated a significant positive relationship

between Supervisor's Interactional Justice, Psychological Contract, and
Organizational Citizenship Behavior. The analysis results indicate that fair
treatment from supervisors not only influences employees' perceptions of their
psychological contracts but also motivates them to engage in voluntary
behaviors through Organizational Citizenship Behavior. Therefore,
interactional justice becomes a crucial factor in creating a productive work
environment where employees feel valued and are motivated to contribute
more.

The findings from this study provide valuable insights for human
resource management in efforts to cultivate a positive workplace culture.
Organizations need to recognize that investing in leadership training focused
on interactional justice can enhance employee satisfaction and commitment.
Furthermore, management should pay attention to their interactions with
employees to build trust and encourage higher levels of citizenship behavior.

LIMITATION & FURTHER RESEARCH
Since the research used a cross-sectional survey, it only captured

perceptions at one point in time, making it difficult to determine causal
relationships among Supervisor’s Interactional Justice, Psychological
Contract, and Organizational Citizenship Behavior (OCB). Future studies
could adopt longitudinal or experimental approaches to better understand how
these relationships evolve. The reliance on self-reported questionnaires may
also introduce bias, as participants might respond in socially desirable ways;
therefore, future research should consider multi-source data such as supervisor
or peer evaluations.
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