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Abstract

This literature study aims to explore an importsuibjectivity aspect for elaborating the relatiopshi
between organizational justice and its positiveconte (affective commitment), as well as its
negative outcome (dysfunctional behavior). Therealot of studies resulting universal perspective
about the impact of justice on the outcome whicdbfully acquire the empirical support (Colquitt
et al, 2001; Tjahjono, 2011). This phenomenon makes dihigiective perspective substantial.
Indonesia consists of religious society which rdgahe issues of indigenous religiosity as impdrtan

Thus, the study about indigenous religiosity wél dubstantial.

Keywords: religiosity, organizational justice, affiwe commitment, and dysfunctional behavior.

Background

This study aims to explore the organizational dysfional side that is misbehavior intention
in organization. The conceptual framework of thisdy consists of some predictor variables which
includes misbehavior intention in organization @npasses external and internal variables of an
individual). This is in line with the main theoryf social cognitive and Lewin’s approach that
external and internal aspects of individual caerimtt in instituting attitude and behavior (Woods &
Bandura, 1989; Denison, 1996). Lewin’s perspecisveonvenient with interaction perspective in
organizational behavior study, that behavior is theult of interplay between personality and

situation (Greenberg, 2011).

Furthermore, conceptual framework is built basedtlom relevant theory in the literature
review which covers the theories of dysfunctiontiitides and behavior of the employees, the
theories of justice and personality (in this subjaatter are the proxies of religiosity theorieEhe
theories of dysfunctional behavior are many takemfa number of studies (Vardi, 2001; Vardi &
Weitz, 2004; Skarlicky & Folger, 1997; Tjahjono,d) O’Leary-Kellyet al., 2010). These theories

are not many elaborated in comprehensive study.
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Conceptual Study Empirical Study Result

1. Dysfunctional behavior in work place 1. Dysfunctional behavior in work place.
(Robinson & Bennet, 1995; Vardi & 2. Noncompliant  behavior  (Puffer
Weitz, 2004). 1987).

2. Organizational commitment (Porter & 3. Workplace deviance (Robinson &
Lawler in Kreitner & Kinicki 2004; Bennet, 1995).

Allen & Meyer, 1990; Meyer et al. 4. Workplace aggresion (Baron &
1991). Neuman, 1996).

3. Organizational justice theoriep 5. Organization-motivated aggresion
(Adam, in Saunders, 2003; (Kelly et al., 1996).

Greenberg, 1990; Colquitt, 2001, 6. Anti-social behavior (Giacalone &
Colquitt et al., 2001). Greenberg, 1997).

4. Religiosity (Hirschman, 1983 7. Organizational retaliation behavigr
Ghozali, 2002; Jianfeng et al., 200p; (Skarlicky & Folger, 1997; Tjahjono
Alport & Ross, in Molfalet et al., 2008).

2010; Neyrinck et al., 2010). 8. Working-strike intention (Mustafa
2006).
THEORY TESTING AND THEORY TESTING AND
DEVELOPMENT DEVELOPMENT
v
PROPOSITION

Figure 1. Proposition-M aking Framewor k

Commitment theories being the issue in the litemataview encompass the uni-dimensional
organizational commitment theory as stated by P&teawler in Meyeret al. (1993), and multi-
dimensional organizational commitment as statedln & Meyer (1990) and Meyeat al. (1993).
The studies discuss affective commitment typolodyictv specifically elaborate the individual's
personal interest with the organization based enrésemblance of the values and the individual
emotional relation with the organization and comiince commitment which specifically elaborate
the individual's personal interest with the orgamian based on calculative and opportunistic

consideration.

The theories of organizational justice are viewsnnf four dimensions, such as distributive
justice, procedural justice, interpersonal justiaed informational justice. It is explained thae th
development of justice concept at first focusesr@sult or then on distributive justice, and then
developed on the improvement of procedure and lkaspects (Adams in Saunders, 2002;
Greenberg, 1990; Colquitt, 2001; Colquitial., 2001).
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The theory of personality related to religiosithieh figures the level of one’s religiosity
reflects on the relationship pattern between huar@hGod as well as the relationship with people in
the community. The religiosity level is individusisubjective perspective of which will impact on
the individual's subjective perspective to beha\port & Ross in Molfaletet al., (2010) supports
that religiosity is applied in various aspects ifé.I This is in line withakhlak (Islamic character)
concept in the perspective of Imam Al Ghazali, hma Anis and Abdul Karim Zaidan in Yunahar
llyas (2009) thatakhlak is closely related to religious values which arneiltbin soul and
spontaneously expressed with action. Some litexaeriews are explaining subjective behavior are
Feather (1994), Skarlicky, Folger & Tesluk, (1998)ez & Judge (2001), Denison (1996) and then
specifically explaining on the religiosity level employees are Hirschman in Jianfegl. (2009),
Jianfenget al. (2009), Ghozali (2002), and Neyrinekal. (2010).

Based on theoretical and empirical studies, extexsigect in this study which explains the
negative misbehavior intention in organization igamizational justice aspect (distributive justice,
procedural justice, interpersonal justice, andrim@tional justice). On the other hand, internaleasp
in this study which explains the misbehavior ini@mtin organization is the level of religiosity.
However, the relationship pattern of those prediatariables on the misbehavior intention is
potentially mediated by the level of employeeskafive commitment which means on how strong

the bond of emotional and values among employegshenorganization.

Proposition
Distributive Justice and Procedural Justice as Predictors of Dysfunctional Behavior in Work Place

The basic theory of the antecedent of dysfunctidmethavior in work place is social
exchange theory explained by Greenberg (1990),utbl001) and Colquitét al. (2001). It covers
the aspects of justice related to the exchangedsetwan organization and its employees regarding to
their work. The substantial antecedent in the stoflgmployees’ behavior in organization is the
concept of justice. Various theories elaboraternipact of justice perception on employees’ behavior

within an organization.

Colquitt (2001) explains that there are four suttsdh types of justice in organizational
research, such as distributive justice, procedjustice, interpersonal justice, and informational

justice. Those types of justice have role in expiaj the employees’ behavior in work place.

In the perspective of Greenberg in Colquitt (20@itanizational justice can be classified
into two aspects, such as structural and soci@aspThe structural aspect includes distributive a

procedural aspects.

On the aspect of structural justice, distributiustice and procedural justice have positive
effect on the employees’ attitude and behavior etgitby the organization. Otherwise, they have

negative effect on the negative or dysfunctiondlavéor within an organization, particularly in work
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place (Skarlicky & Folger, 1997; Tjahjono, 2008;Iupa 2013; Palupiet al., 2014). Thus,
distributive and procedural justice have substarie in elaborating dysfunctional behavior in wor
place. Specifically, the improvement of justiceqagation of distributive and procedural justice has

role to decrease the dysfunctional behavior of egg#s in work place.

P1: Distributive justice negatively impacts on thefunctional behavior in work place
P2: Procedural justice negatively impacts on thefuhctional behavior in work place

Interpersonal Justice and Informational Justice as Predictors of Dysfunctional Behavior in Work
Place

In the aspect of social justice, there are two $ypé justice, such as interpersonal and
informational justice. Both interpersonal justicadainformational justice positively impact in
explaining the employees’ behavior expected byotiganization. Otherwise, the interpersonal justice
and informational justice have a role | explainthg dysfunctional behavior in the work place. The
more equitable interpersonal and informational pi#tdict the reduction of dysfunctional behavior in

the work place.

P3: Interpersonal Justice negatively impacts offuthggional behavior in work place

P4: Informational Justice negatively impacts onfaiystional behavior in work place

Religiosity and Dysfunctional Behavior in Work Place

Martin (1976) and Rokeach (1968) explain that refigy is a form of one’s personality
which becomes an essential factor in explainingabign in organization or the employees’ attitude.
Religiosity directs on the quality of one’s appegitin and life attitude, based on the religiosity
values Ghozali (2002). Specifically, Jianfeagal. (2009) explains that religiosity refers to the
systems of beliefs, practices, various rituals @&gchbols which are designed to facilitate the
transcendental relationship to God and maintaittiegrelationship and responsibility to others i@ th
community. This is in line with the concept lsiblumminallah (person’s relation with God) and
hablumminannas (person’s relation with mankind) in Islamic studiablumminallah covers Allah’s
commands to mankind to serve and pray to Him, widldumminannas refers to Allah’s commands
to mankind to do well and get along with otherslaAlteaches Moslem to pay attention on two
human relationships, such as the relationship tahAlnd to other human being. Those two

relationships should be properly maintained as #reypart of Islamic principles.

In Islamic studies, the good relationship betweemm&n and Allah should reflect the
appreciation into the relationship to other humaimgp and to life. Allah explains that the pleasofe
Allah depends on the contentment of our parentghvhieans that human cannot only maintain their
relation to Allah as the Creator, but also to ott@mnan being, or even with other creation of Allah.

The relation of Moslem to Allah also reflects thegtationship to others. It is conceived by
Allah in QS An-Nisa verse 36: “Worship Allah and dot associate Him with other thing. And do
well to your parents, relatives, orphans, the poeighbors, friends, people in trip, and your setva

Actually Allah does not like arrogant people whabbthemselves.”
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Thus, religiosity figures the substantial aspetdtesl to the human relation with the God
and human relation with other human being. Religiodrives to appreciative attitude on noble
values of religion, even if they are in the diffetreeligion forum and tend to avoid excessive ielig
formalism (Hidayat, 1998). In this context, religity has different meaning with spirituality
proposed by Mohameet al. (2001) which has meaning that the values of mligibeliefs which is
universal “benevolence”. Thus, person with a higligiosity tend to have good self-control in
attitude and behavior. The higher one’s religigditye lower his negative behavior in work placd wil
be.

P5: employees’ religiosity negatively impacts osfiyctional behavior in work place
Affective Commitment and Continuance Commitment as Mediation Variable

Based on the multi-dimensional commitment concdgtiwvis developed by Allen & Meyer
(1990), there are three commitment concept dimessiolhe affective commitment is the
entanglement between employees and the organizabiaitt by the same visions, values, and
emotional of both parties. This indicates the exise of harmony in the organization personality
with employees. Affective commitment is preferregt the organization as it is a form of
entanglement built based on the compatible perggmdlindividual and the organization. Otherwise,
the continuance commitment explains pragmatic apgodunistic attitude and behavior of the

employees within an organization.

As mediating variables, affective and continuanemmitments become the consequence
variables taken from a number of antecedents, schlistributive justice, procedural justice,
interpersonal justice, informational justice, aneligiosity. In the model, the affective and

continuance commitment are the predictor variablysfunctional behavior in work place.

From the transactional aspect between organizadiah employees, the organizational
justice of performance assessment impact on affeetnd continuance commitment. Thus, all of the
models of distributive justice, procedural justideterpersonal justice, and informational justice

positively impact on affective and continuance catnrant.

From the perspective of social exchange theory,l@mps concerns to build long-term
relationship with the organization. When the ecoitoexchange transaction of organization and
employees are perceived as fair, the comfort fgedind togetherness will be stronger. The social
identity theory also explains that the employeed s more important part in the organization and

are proud in identifying themselves as the patheforganization.

P6: Distributive justice positively impacts on affiee commitment
P7: Procedural justice positively impacts on affectcommitment
P8: Interpersonal justice positively impacts oreetifve commitment

P9: Informational justice positively impacts oneafive commitment
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Based on the theory perspective of economic anidlsexchange, people may have feelings
such as opportunistic, self-interest, and calowgatio the study about a number of organizational

policies has impact on calculative and opportunistaction of employees.
P10: Distributive justice positively impacts on tionance commitment
P11: Procedural justice positively impacts on aqardince commitment
P12: Interpersonal justice positively impacts ontomance commitment
P13: Informational justice positively impacts omtinuance commitment

Beside the external aspects such as practical getrep of performance assessment in
organization, and personality aspect which is suitstl to consider in predicting the employees’
attitude and behavior such as affective and coatioe affective. The social cognitive theory
explains the environmental and personality intéoastin predicting the attitude and behavior. This
is in line with the interaction perspective propb&y Greenberg (2011) that personality has a role i

explaining attitude and behavior.

The higher level of employees’ religiosity, theostger employees’ self-control will be.
Employees with a strong self-control can incredmelével of their affective commitment, because
they have flexibility, are learners, and adaptiidis makes them be able to adapt with the
organizational values. Hence, the higher religjogtie higher commitment level in the organization
will be. Religiosity also effects on the continuarmommitment in the lower level than the affective

commitment.
P14: Employees’ religiosity positively impacts dfeative commitment

P15: Employees’ religiosity positively impacts antnuance commitment

The Consequence of Affective Commitment and Continuance Commitment

Various research show that affective commitmena isonsequence of justice perception
(Tjahjono, 2014; Tjahjonet al., 2015; Colquittet al., 2001) and affective commitment impacts on
attitude and behavior in the organization. Blawardi & Weitz (2004) states that commitment level
may impacts on the employees’ negative behavioe. affective commitment is a form of emotional
entanglement between employees and organizatiom.efiployees subjectively feel the suitability
between themselves and the organization. This rfiagte on how they behave to the organization.
The negative dysfunctional behavior in work plasetlie low consequence of commitment in the
work place. Based on the perspective of Blau indva Weitz (2004), the higher affective

commitment, the lower dysfunctional behavior in Wk place will be.

On the other side, continuance commitment is thécutaive and opportunistic
entanglement between employees and the organizafitimee employees assume that they receive

more benefit from the organization, they will dextd remain in the organization. Based on the study
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conducted by Blau in Vardi & Weitz (2004), contimga commitment also impacts on the negative
attitude and behavior. Thus, the level of contimgamommitment should have more sensitive

negative effect in predicting dysfunctional behawiowork place.
P16: Affective commitment negatively impact on dysftional behavior in work place

P17: Continuance commitment negatively impact asfutyctional behavior in work place

The Grand Theory: Social Cognitive Theory

The social cognitive theory elaborates a developmmdel by exploring religiosity as the

proxy of organizational personality and justice.

The exchange between
Social and Economicsin | The Proxy of Justice | Social Cognitive Theory
the organization

Eeligiosity

Distnbutive
Justice

Affective
Commitmert

Procedural
Justice

Continuance

Commitrrsrt

Interpersonal
Justice

Drysfurctional
Behavior

Informational

Jastice

Figure 2. The Model of the Impact of Religiosity and Organizational Justice on the
Dysfunctional Behavior in Work Place with Affective and Continuance Commitment asthe
Intervening Variables

Discussion and Conclusion

There are several types of organizational justiEesm formal aspect, organizational justice

consists of distributive justice and proceduratiggs while the social aspect of justice consists of
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interpersonal justice and interactional justicel #fes of organizational justices have positive

relationship to the positive outcomes and have thageelationship with the negative outcomes.

Previous researches on organizational justicdtamdlation to the outcomes which have not
been fully acquired empirical support need to bgtudied. This phenomenon showed that it is
important to consider other variables that are niedévzidual subjective assessment in nature related
to the relationship among organizational justicealdes. Theoretically, justice heuristics explaine
that the people in the organization did not haveugh information in evaluating justice caused the
people to do cognitive “shortcut” in conducting teealuation on the justice phenomenon in the
organization. The perspective role of individuabjsative assessment emerged in explaining the

assessment phenomenon and attitude towards theizatian policies.

This study adds religiosity as it has been a suibisi subject matter in the society, hence
studying it becomes important. This study propdeeslaborate the impact of organizational justice
and religiosity on the employees’ commitment andfdyctional behavior. The model of this study
proposes that: distributive justice, proceduratifes interpersonal justice, and informational ibest
negatively impact on the dysfunctional behavioriark place; employees’ religiosity negatively
impacts on dysfunctional behavior in work placetrtbutive justice, procedural justice, interper@on
justice, and informational Justice positively imfgaon affective commitment and continuance
commitment; employees’ religiosity positively impgamn affective commitment and continuance
commitment; affective commitment negatively impantdysfunctional behavior in work place; and

continuance commitment negatively impact on dydfonal behavior in work place.
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