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ABSTRACT

This research is used to develop the model of contextual behavior indicators of
employees in service industries in Indonesia. This research analyzes the impact of
organizational justice, transformational leadership, job involvement, and empowerment
of contextual behavior of employees either directly or indirectly. The indirect impacts
are job satisfaction and organizational commitment. Besides that, this research also
analyzes dimension and indicators that affects the contextual behavior of employees.
The methods that are used to analyze this research are instrumental tests such as validity
and reliability, as well as hypothesis tests using structural equation model (SEM) that
uses the programs SPSS and AMOS. This research has been ongoing for three years. In
the first year, the dimension and indicators that affects the contextual behavioral of
employee were analyzed. In the second year, the model of contextual behavioral
indicators of employees were applied, focusing on the banking industry of Indonesia.
As for the third year, the research was implicated on Indonesian universities.

Keywords: Contextual Behavior, Banking Industry, Indonesia.

1. INTRODUCTION
Research on contextual behavior or organizational citizenship behavior (OCB) has been
widely carried out, especially in developing countries. According to the Organ (1988),
Robbins (2001), Athanasou and King (2002), OCB has a significantly positive effect on
the success of the organization. OCB is a behavior which is free and is not part of the
formal role of employees, but contributes to the functioning of the organization.
Contextual behavior itself is not self-standing, but there are factors that make it up,
namely transformational leadership (Padmasantini, 2014), organizational justice
(Podsakooff et al., 2000; Kurniawati 2012; Sweeta and Seirang 2010; Najafi et al.,
2011), empowerment (Bagheri et al., 2011; Najafi et al., 2011; Padmasantini and
Gengeswari, 2014), job involvement (Sweeta and Seirang 2010; Paille, 2010), job
satisfaction (Podsakooff et al., 2000; Applebaum et al., 2004 ; Foote and Tang, 2008;
Kurniawati 2012; Sweeta and Seirang 2010; Najafi et al., 2011), and organizational
commitment (Paille, 2010; Sweeta and Seirang 2010; Najafi et al., 2011; Sci, 2013).
Research shows that each of these factors influence each other. For example,
according to Najafi et al. (2011): (1) organizational justice has a positive effect on job
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satisfaction and empowerment, (2) empowering positive effect on job satisfaction, (3)
job satisfaction has positive influence on organizational commitment, and (4)
empowerment mediates the influence of organizational justice on OCB. According Sci
(2013), organizational commitment mediates the influence of organizational justice on
OCB. Meanwhile, according to Chuotai (2008), organizational commitment mediates
the effects of job involvement on OCB. In this case, Sani (2013) found: (1) procedural
justice and organizational commitment influence OCB, (2) Job satisfaction does not
affect the OCB.

Based on this background, the research problems can be formulated as follows: How
does organizational justice consisting of distributive justice, procedural justice, and
interactional justice; transformational leadership; job involvement and empowerment
directly influence the contextual behavior of employees or indirectly through job
satisfaction and organizational commitment of employees in the service industry in
Indonesia?

2. LITERATURE REVIEW AND HYPOTHESES

2.1 Organizational Justice

Organizational justice refers to the treatment received by employees in the workplace.
This includes the process of procurement of labor, training and career development,
remuneration, performance appraisal, the company's attention to labor relations,
occupational safety and health, as well as the termination of employment.
Organizational justice is composed of distributive justice, procedural justice and
interactional justice (Conlon and Milner, 1999; Sci and Saima, 2013; Ibrahim and Perez,
2014).

Distributive justice is a form of justice that relates to the awards (outcomes) accepted
by employees. A criteria important to distributive justice is equity/equality; belief that
their income (what they earn) is equal to that obtained by other employees who provide
a similar contribution in the same organization or different organizations (Usmani,
2013). Procedural justice refers to the perceived fairness of the policies or procedures
that are used to determine the value or compensation of employees (Greenberg, 1990;
Sci and Saima, 2013; lbrahim and Perez, 2014). In this case, Brockner and Wiesenfed
(1996) suggested that perceptions of procedural justice has three principles, that each
procedure is said to be normal if implemented: (1) a consistent basis, (2) not for
personal interest, (3) based on accurate information, (4) as an opportunity to correct the
decision, (5) to represent the interests of all stakeholders, and (6) to follow the standards
of morals and ethics.

At first, research on procedural fairness already contained elements of interactional
justice (Greenberg, 1993; Sci and Saima, 2013; lbrahim and Perez, 2014). Then,
subsequent researchers began to distinguish the two (Conlon and Miner, 1999). The
researchers found that procedural justice relates to the fairness of the procedure used in
the distribution of awards or allocation of resources. On the other hand, interactional
justice relates to the quality of the treatment received by the employee during the
decision-making process (Tyler and Bies, 1990). Bies and Moag (1986) argued that fair
treatment is characterized by honesty, decency, respect for the rights of others, not
prejudice, and can give a plausible reason for any decision made in a clear and
complete. Furthermore, Grenberg (1993) suggests that the negative reaction to the
injustice of the distribution will be reduced, if procedural justice and interactional
justice exist.
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2.2 Leadership

Published research relating to leadership theory consists of transactional and
transformational leadership. Transactional leadership emphasizes the benefits and costs
(Robbins and Coulter, 2007). According Tale (2010) transactional leadership has three
(3) dimensions, consisting of contingent rewards, active management by exception, and
passive management by exception. Meanwhile, transformational leadership is
characterized as a leader who wants to develop the full potential of his followers (Bass
and Avolio, 1994). According to Bass and Avolio, (1994); Avolio et al., (1999); Ismail
et al., (2010) transformational leadership has four important features: (1) intellectual
simulation, (2) individual consideration, (3) idealized influence, and (4) inspirational
motivation.

2.3 Job Involvement

Rabinowitz and Hall (1977) state that job involvement is be defined as the presence of
(1) an introduction to the work itself, (2) active participation in carrying out a job, and
(3) Assuming that the performance is important for self-esteem. Furthermore, Elloy et
al. (1995) suggested that employees who have involvement will know the work very
well and will earnestly finish their job. Cumming (2003) suggested that the increased
involvement of the work can be described as the increased number of input in decision
making and job involvement can improve performance, because the employee has (1)
power, (2) information, (3) knowledge, and (4) awarded. The four elements are
interrelated in job involvement. If the employee is given more power and authority, but
do not have the information or knowledge to make good decisions, then this is not a
meaningful involvement. Furthermore, even if the employee has the power, information
or knowledge and skills to make good decisions, but is not granted an award, the job
involvement is also still can result in reduced motivation to improve organizational
performance.

Earlier researches have found that job involvement influences OCB. Then
Panggabean (2006) suggested the involvement of influential work on (1) the satisfaction
of a job, affective commitment and ongoing commitment, (2) job satisfaction, which has
significant and positive effects on affective commitment, but not significant effects on
sustainable commitments and job involvement significant positive effect on affective
commitment and sustained commitment.

2.4 Empowerment

Empowerment is the granting of autonomy to employees to make decisions about how
to carry out their work every day. Empowerment is taking place if there is presence of
expertise, courage in action, work ethics, communicative skills, thinking, and
experience gaining. Najafi et al. (2011) found empowerment is influenced by
organizational justice and influences OCB through job satisfaction and organizational
commitment. Furthermore, Padmasantini and Gengeswari (2014) found the
empowerment of working directly influence the OCB.

2.5 Job Satisfaction

In general, a person feels satisfied if what is obtained is as expected. In this case, Locke
(1976) found that job satisfaction occurs when an employee declares positive emotional
responses based on an assessment of the work or experiences in the workplace. Aspects
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of job satisfaction consists of satisfaction with salary, promotion, supervision, co-
workers, and working conditions.

In connection with the consequences Lok and Crawford (2004) suggested that job
satisfaction and organizational commitment influence the intention to move the work
and performance. In this case, David and Tang (2008); Lee and Ahmad (2009) argued
about the effect of job satisfaction to organizational commitment. Another researcher,
Ibrahim and Perez (2014); Ahmad (2010) argued that the influence of job satisfaction
on a weak performance, organizational commitment has a significant effect on work
performance; the attitude toward work has a positive effect on job satisfaction, influence
job satisfaction, organizational commitment and work ethic no significant effect on
performance. Kaplan (2012) suggested the job satisfaction has positive influence on
affective commitment and normative commitment, but does not affect the commitment
to sustainability.

2.6 Organizational Commitment

This concept is multi-dimensional, consisted of affective commitment, continuance
commitment and normative commitment (Allen and Meyer, 1990; Meyer and Allen,
1991). Affective commitment is defined as a strong desire or commitment of a person to
keep working on the organization because he felt fit and willing to do so. The
continuance commitment is a strong desire for someone to keep working on an
organization because he was not able to do otherwise, he desperately needs the job.
While the normative commitment is the strength of someone's desire to keep working
on an organization because he felt obligated, morally obliged to keep working on it.

In other words, Allen and Meyer (1990), argued that organizational commitment is
an attachment to someone to keep working in an organization and that attachment
occurs for different reasons, namely because (1) he wants to keep working there
(affective commitment), (2) he is forced to keep working there (continuance
commitment), or because he feels that he should continue working there (normative
commitment).

2.7 Contextual Behavior

OCB (organizational citizenships behavior) is defined as a contextual behavior. Citing
the opinion of Organ (1988), the researchers reported in the OCB (Najafi, 2011;
Ajgaonkar et al., 2012; Batool, 2013) suggested that OCB is a behavior which is free,
not part of a formal role that must be done by the employees, but making the
organization function more effectively and efficiently. According to Organ (1988),
those who have a contextual behavior can be categorized as employees’ altruism,
sportsmanship, courtesy, and civic virtue. Altruism is defined as a concern for the
welfare of others. Sportsmanship is defined as a willingness of employees to accept the
shortcomings of the company, without complaining. Courtesy defined by giving
something to others with sincerity. Lastly, civic virtue is defined as a person’s
responsibility for participating or concerning about the future of the company.

3. CONCEPTUAL FRAMEWORK

From the results of these studies, showed that organizational justice (distributive justice,
procedural justice, and interactional justice), transformational leadership, job
involvement and empowerment give a direct effect on contextual behavior or indirectly
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through job satisfaction and organizational commitment. For clarity, the results of the
literature reviews are poured into a conceptual framework of the following chart.

Figure 1 Conceptual Framework

Empowerment

Organizational
Justice

Contextual
Behavior

Organizational
Commitment

Transformasional
Leadership

Job Involvement

4. METHODOLOGY

4.1 Research Method

This study is aimed to test the hypothesis of organizational justice, transformational
leadership, job involvement and empowerment as the direct cause of contextual
behavior or indirectly through job satisfaction and organizational commitment. The unit
of analysis are bank employees in Jakarta. Meanwhile, the data is collected by using a
survey method with cross-sectional data which is done in a certain period of time.

4.2 Instrument Test

The research instrument is questionnaire. The researchers assessed instrument for each
statement to check the measurement reliability and validity by using SPSS version 17.0
for Windows.

Table 1 Measurement

Variable KMO Anti- Cronbach’s
Image Alpha

Organizational Justice
Distributive Justice 0.792 0.886
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| am rewarded for my work 0.814

Rewards are fair and fit with my previous work 0.860

experience

| am rewarded fairly for what | did for the 0.814
organization

Variable KMO Anti- Cronbach’s
Image Alpha

The performance evaluations reflect my job 0.730
responsibilities

The performance evaluations reflect my job 0.741

difficulties

Procedural Justice 0.804 0.813
The evaluation is fair regardless of social 0.860

networks related to education and location

The performance evaluation fairly reflects what 0.843

employees had performed

The external pressure does not influence 0.753
performance evaluations

Standard criteria are used for evaluations 0.779

Employees and supervisors communicate during 0.834

the evaluation period

Interactional Justice 0.787 0.826
My supervisor respects my opinion 0.764

My supervisor avoids personal prejudice 0.741

My supervisor treats me kindly 0.789

My supervisor respects my rights as a 0.812

subordinate

My supervisor tries to be honest with me 0.802
Transformational Leadership

Idealized Influence 0.853 0.888
Supervisors instill pride in myself 0.839

Supervisors always prioritize organizational 0.849

interest more than personal interest

Supervisors encouraged me to be able to thrive 0.893

in doing the job

Supervisors show appreciation in my work 0.876

Supervisors are always talking about the 0.855

importance of values and beliefs in doing the job

Supervisors demonstrate the importance of 0.835

having a strong sense of achieving the goal in

doing the job

Supervisors always consider the moral and 0.860

ethical consequences in making decisions

Supervisors point out the importance of making 0.821

decisions together on an issue

Inspirational Motivation 0.783 0.806
Supervisors always speak with optimism about 0.914
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the future

Supervisors always speak passionately about 0.765

what needs to be done

Supervisors always give the future vision of the 0.775

company

Variable KMO Anti-  Cronbach’s
Image Alpha

Supervisors always assured me that the 0.777

company's goals will be achieved

Intellectual Stimulation 0.780 0.846
Some of the supervisors ideas make me rethink 0.764

that my idea is better

Supervisors encouraged me to see from different 0.711
perspectives in solving problems

Supervisors encouraged me to look at a problem 0.833

from different sides

Supervisors showed me new ways to finish the 0.919

job

Empowerment 0.730 0.815
| have the authority to deal with customers 0.679

problem

| am encouraged to handle customer problems 0.658

by myself

| don’t have to get management’s approval in 0.744

handling customers problem

| am allowed to do almost everything to solve 0.839

the customers problem

| have control over how to solve the customers 0.752

problem

Job Involvement 0.787 0.887
The most important thing for me is the 0.808
involvement of employees

The most important thing for me is to always 0.861

carry out the work

The work shows who | am 0.814

| have always been involved in carrying out my 0.726

own work

My work is an essential part of my life 0.732

Job Satisfaction 0.692 0.776
| am satisfied with my current job 0.698

My work environment is pleasant 0.731

| am glad that I chose this company to work for, 0.658

over other companies

Organizational Commitment

Affective Commitment 0.761 0.795
| do not feel like a part of the family in the 0.819

company
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The company has a great deal of personal 0.711

meaning for me

| do not feel emotionally attached to the 0.818

company

| feel a strong sense of belonging to the company 0.747

Variabl e KMO Anti- Cronbach’s
Image Alpha

Continuance Commitment 0.802 0.884
It would be very hard for me to leave the 0.826

company right now, even if | want to

| do not have any reason to leave the company 0.863

One of the serious consequences of leaving this 0.839

company would be the scarcity of any available

alternatives

One of the major reasons why I continue to work 0.743

for this company is because leaving would

require my personal sacrifice

Staying with my company is a matter of 0.752

necessity and also desire

Normative Commitment 0.692 0.776
Moving from one company to another company 0.698

does not seem to be unethical to me

| do not think that an employee must always be 0.731

loyal to his or her company

| think that employees these days move from one 0.658

company to another company too often

Contextual Behavior

Altruism 0.500 0.651
| am willing to help my colleagues to solve 0.500

problems related to the job

I am willing to help the work of my colleagues 0.500

when necessary

Sportsmanship 0.711 0.780
| do not hesitate to coordinate and communicate 0.715

with co-workers

| work seriously and rarely make mistakes 0.747

| often arrive early and start working 0.705
immediately

| follow the rules and procedures of the company 0.683

even when no one is looking and no evidence

can be shown

Courtesy 0.791 0.831
| avoid actions that can harm my co-workers 0.886

| avoid things that are detrimental to the rights of 0.837

others

| do not take action before consulting with other 0.738
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co-workers who may be affected by my actions
I do not want to create problems for my co- 0.764
workers

Anti- Cronbach’s

Variable KMO
Image Alpha
Civic Virtue 0.790 0.810
I am happy to tell other people about the 0.854
company's success story
I am trying to protect the reputation of my 0.782
company
I am actively attending meetings at my company 0.752
I do not mind taking a new task which is difficult 0.801
| give constructive suggestions that can improve 0.771

the company's activities

*The whole answered is measured by using likert scale 5 points: 1 = very disagree to 5
= Very agree.

4.3 Data Collection

Collecting data in this study is conducted by distributing questionnaires to banks in
Jakarta. The population is bank employees in Indonesia. Samples were taken from 150
respondents consist of bank employees in Jakarta. The sampling method that is used is
purposive sampling which is one of the non-probability sampling techniques, that the
researchers chose members of the sample is based on certainty (Malhotra, 2006).

4.4 Data Analysis Method

Data that has been collected was processed by using Structural Equation
Modeling (SEM). This method is used with the consideration relationships between
variables that occur simultaneously. SEM is used to change one dependent variable to
an independent variable for the next relations. SEM is a similar method to a
combination data processing, using factor analysis and multiple regression analysis.
Furthermore, by using SEM all of the hypotheses can be processed together.

5. FINDING AND RESULT

The results showed that from the 15 hypothesis (Table 2), it turns out there are three
hypotheses that are not supported. This relates to the hypothesis 6 (H6) which says job
involvement has no effect on job satisfaction and hypothesis 7 (H7) which says job
involvement has no effect on organizational commitment. In the absence of job
involvement influencing job satisfaction, there is an impact on the absence of job
satisfaction effect on the contextual behavior (H14 is not supported). The variables that
directly affecting contextual behavior consist of organizational justice, empowerment
and job involvement. Transformational leadership influences contextual behavior which
has to go through job satisfaction and organizational commitment. Contextual behavior
is also affected indirectly by organizational justice and empowerment through job
satisfaction and organizational commitment. The result of the following research is
organizational justice, through empowerment, can affect job satisfaction, organizational
commitment and contextual behavior.
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Table 2 Testing Hypothesis

Hypothesized path Estimate p- Decision
value
H1: There is a positive impact of 0.304 0.000 H1 Supported
organizational justice towards contextual
behavior
H2: There is a positive impact of 0.296 0.000 H2 Supported

organizational justice towards job

satisfaction

H3: There is a positive impact of 0.588 0.000 H3 Supported
organizational justice towards

organizational commitment

H4: There is a positive impact of 0.307 0.000 H4 Supported
transformational leadership towards job

satisfaction

H5: There is a positive impact of 0.257 0.000 H5 Supported
transformational leadership towards

organizational commitment

H6: There is a positive impact of job 0.076 0.150 H6 Not
involvement towards job satisfaction Supported
H7: There is a positive impact of job -0.001 0.270 H7 Not
involvement towards organizational Supported
commitment

H8: There is a positive impact of job 0.184 0.000 HB8 Supported
involvement towards contextual behavior

H9: There is a positive impact of 1.161 0.000 H9 Supported
organizational justice towards

empowerment

H10: There is a positive impact of 0.252 0.000 H10 Supported
empowerment towards contextual

behavior

H11: There is a positive impact of 0.253 0.003 H11 Supported
empowerment towards job satisfaction

H12: There is a positive impact of 0.073 0.000 H12 Supported
empowerment towards organizational

commitment

H13: There is a positive impact of job 0.108 0.000 H13 Supported
satisfaction towards organizational

commitment

H14: There is a positive impact of job -0.095 0.000 H14 Not
satisfaction towards contextual behavior Supported
H15: There is a positive impact of 0.168 0.000 H15 Supported

organizational commitment towards
contextual behavior
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5.1 Contribution, Implication, and Direction of Future Researches

The results showed that organizational justice, transformational leadership, job
involvement and empowerment have a direct effect on contextual behavior and the
indirect effect comes through the job satisfaction and organizational commitment of
bank employees. Furthermore, based on the findings, it can provide information for the
bank that there are variables that need to be considered in the formation of contextual
behavior of its employees. With the contextual good behavior, it is expected that bank
employees can provide the best service to the customers of the bank. Competition in the
banking industry developed rapidly, and the results of this study can be used as a
reference for banks to understand their employees, especially with respects for the bank
employee performance. The management of the bank can do every possibility to pay
more attention to the involvement of its employees work. This needs to be done because
based on the research, job involvement has no effect on job satisfaction and
organizational commitment, while previous researches said that employment can
influence job satisfaction and organizational commitment.

5.2 Limitation

Just as other researches, this study has its limitations. First, the number of the sample is
150 respondents during the data collection. Second, the research only collect samples
from respondents in Jakarta area. Third, this study conducted on employees of banks.
Fourth, the study only includes variables such as contextual behavior, job satisfaction,
organizational commitment, empowerment, organizational justice, transformational
leadership and job involvement for which there are still other variables that can be
included.

5.3 Future Research

In the future research, the number of respondents is hoped to be more than 150
respondents. It is recommended for the research sample to include not only sample from
Jakarta, but expanded to other areas such as Bogor, Depok, Tangerang and Bekasi.
Further research can be done on other service industries that give uniqueness. Moreover,
future researchers can add a preference variable to strengthen the contextual behavior.

REFERENCES

[1] Abraham, Rebecca, (1999), “The relationship between differential inequity, job
satisfaction, intention to turnover, and self-esteem”, The Journal of Psychology,
v133, i2, p205 (1).

[2] Agarwal, Sanjeev and Sridhar N. Ramaswami, (1993), “Affective Organizational
Commitment of Salesperson: An Expanded Model”, Journal of Personal Selling
and Sales management, 13(2) (Spring), 49-70.

[3] Agho, A. O. Mueller, C. W. and Price, J. L. (1993), “Determinants of employee
job satisfaction an empirical test of a causal model”, Human relations, Vol. 46,
1007-1027.

[4] Allen, Natalie J. and. Meyer, J. P. (1990), “The measurement and antecedent of
affective, continuance and normative commitment to the organization”, Journal of
Occupational Psychology, 63,1-8.

[5] Allen, Natalie J., and Meyer , J. P. (1996). ” Affective, continuance, and normative
commitment to the organization: An examination of construct validity”, Journal of
Vocational Behavior, 49: 252 — 278.

Copyright © 2016 GMP Press and Printing (http://buscompress.com/journal-home.html)
ISSN: 2304-1013 (Online); 2304-1269 (CDROM); 2414-6722 (Print)



Rev. Integr. Bus. Econ. Res. Vol 5(3) 243

[6]
[7]

8]

[9]

[10]

[11]

[12]

[13]

[14]

[15]

[16]

[17]

[18]

[19]

[20]

[21]

[22]

[23]

Allport, G. (1943), “Th egon contemporary psychology”, Psychological Review,
60, 757-760.

Angle, H., and Perry, J. (1981), “An empirical assessment of organizational
commitment and organizational effectiveness”, Administrative Science Quarterly,
26, 1-14.

Argyris, C. (1973), “Personality and organization revisited”, Administration
Science Quarterly Vol. 18, 141-168.

Aryee, Samuel, and Lau Joo Heng, (1990), “A note on the applicability of an
organizational commitment model”, Work and Occupations, 17, 2, 229-239.
Babakus, Emin, David M. Cravens, Mark Johnston and William C. Moncrief
(1996), “Examining The Role Of Organizational Variables In The Sales Person
Job Satisfaction Model”, Journal Of Personal Selling And Sales Management,
16(3) (Summer), 33-46.

Ben-Bakr, K. A., Al-Shammari, I. S., Jefri, O. A., and Prasad, J. N. (1994),
”Organization commitment, satisfaction, and turnover in Saudi Organizations: A
predictive study”, Journal of Soci Economics. 23(4), 449-456.

Bhagat, R. S. (1982), “Condition under which stronger job performance — job
satisfaction relationship may be observed: A closer look at two situational
contingencies”, Academic of Management Journal, 25, 46-56.

Black, Stewart J. (1998), “Work Role Transition: A study of American Expatriate
Managers in Japan”, Journal of International Business, 1992) (Summer), 227-294.
Black, Stewart J and Hal B. Gregersen (1991), “Antecedents to Cross-Cultural
Adjustment for Expatriates in Pacific’s Rim Assignments”, Human Relations,
44(5), 497-515.

Blau and Boal (1987), “Conceptualizing how job involvement and organizational
commitment affect turnover and absenteeism”, Academy of Journal Review, 27,
19-36.

Blau, G. and Boal, K. (1989), “Using job involvement and organizational
commitment interactively to predict turnover”, Journal of Management, 15, 115-
127.

Blau, G. (1986), “Job involvement and organizational commitment as interactive
predictors of tardiness and absenteeism”, Journal of Management, 12(4), 577-581.
Blau, Gary (1999), “Testing the longitudinal impact of work variable and
performance appraisal satisfaction on subsequent overall job satisfaction”, Human
Relations, vol 52, i8, p1099 (1).

Bluedorn, Allen (1982), “A Unified Model of Turnover from Organizations”,
Human Relation, 35(2) (February), 135-153.

Bluen, Stephen D., Julian Barling and William Burns (1990), “Predicting Sales
Performance, Job Satisfaction, And Depression by Using the Achievement
Striving an Impatience-Irritability Dimensions of Type A Behavior”, Journal of
Applied Psychology, 73 (2), 127-133.

Brayfield, Arthur H., and Harold F. Rothe (1951), “An index of job satisfaction”,
Journal of Applied Psychology, Vol. 35, 5, 307-311.

Brett, Joan F., William L. Cron, and John W. Slocum, JR. (1995), “Economic
dependency on work: A moderator of the relationship between organizational
commitment and performance”, Academy of Management Journal, 38, 1, 261-271.
Brockner, J., De Witt, R. L., Grover, S. L. Dan reed, T. F. (1990), “When
specially important to explain why Factors affecting the relationship between

Copyright © 2016 GMP Press and Printing (http://buscompress.com/journal-home.html)
ISSN: 2304-1013 (Online); 2304-1269 (CDROM); 2414-6722 (Print)



Rev. Integr. Bus. Econ. Res. Vol 5(3) 244

[24]
[25]

[26]

[27]

[28]

[29]
[30]
[31]
[32]

[33]

[34]

[35]

[36]

[37]

[38]

[39]

[40]

[41]

mnager’s explanations of a layoff and survivors’ reactions to layoff”, Journal of
Experimental Social Psychology, 26, 389-407.

Brockner, J., Grover, S. L., Reed, T. F., De Witt, R. L., dan O’Malley, M. N.
(1987),

“Survivors’ reactions to job layoffs: We get by with a little help from friends”,
Administrative Science Quaterley, 32, 526-541.

Brockner, J., Wiesenfels B. m., and Martin, C. L. (1995), “Decision frame,
procedural justice, and survivors’ reactions to job layoff”, Organizational
Behavior and Human Decision, 63, 59-63.

Brooke, Paul P., Daniel W. Russell, and James L. Price (1988), “Discriminant
validation of measures of job satisfaction, job involvement, and organizational
commitment”, Journal of Applied Psychology, v73, 2, 139-145.

Brown, Stephen P. and Robert A.  Peterson (1993), “Antecedents and
Consequences of Salesperson Job Satisfaction: Meta Analysis and Assessment of
Causal effects”, Journal of Marketing research, 30(2) (February), 63-77.

Burke, R. J. (1995), “Management practices, employees’ satisfaction and
perception of quality service”, Psychological Reports, Vol. 77, 748-750.

Burke, R. J. (1996), “Sources of job satisfaction among employees of professional
Service”, Psychological Reports, Vol. 78, 23-24.

Cassar, V. (1999), “Can leader direction and eemployee participation co-exist”,
Journal of Managerial Psychology, 14 (1,2): 57-68.

Cohen, A. (1993), “Organizational Commitment and turnover: A meta-analysis”,
Academy of Management Journal, 36, 1140-1157.

Cohen, A. and Hudacek, N. (1993), “Organizational commitment-turnover
relationship across occupational groups: A meta-analysis”, Group and
Organization Management, 18: 188-213.

Cramer, D (1996), “Job satisfaction and organizational continuance commitment:
a two-wave panel study”, Journal of Organizational Behavior. Vol. 17, 389-400.
Crandall, W. R., and Pannell, J. A. (1994), “On the relationship between
propensity for participation management and intention to leave: Re-opening the
case for participation”, Mid-Atlantic Journal of Business, 30 (2): 197-209.

Cron, William J. and John W. Slocum, Jr. (1986), “The Influence of Career Stages
on Salespeoples attitude, Work Perception, and performance”, Journal of
Marketing research, 23(May), 119-129.

Cumming, Thomas G. and Worley, Chritopher G. (2001), Organization
development and change, 7" ed, USA: South- Western College Publishing.
Currivan, D. B. (1999), “The causal order of job satisfaction and organizational
commitment in model of employee turnover”, Human Resources Management
Review, vol9, 495-524.

De Cotiis, T. A. and Summers, T. P. (1987), “A Path Analysis of a model of the
antecedents and consequences of organizational commitment”, Human
Relation,40, 445-470.

Downey, H. K., Hellriegel, D. and Slocum, J. W. Jr (1975), “Congruence between
individual needs, organizational climate, job satisfaction and performance”,
Academy of Management Journal. Vol. 18, No. 1: 149-155.

Dubinsky, Alan J. and Steven J. Skinner (1984), “Impact of Job Characteristics
on retail Salespeople’s reactions to Their Jobs”, Journal Of Retailing,
2(Summer0,35-62.

Copyright © 2016 GMP Press and Printing (http://buscompress.com/journal-home.html)
ISSN: 2304-1013 (Online); 2304-1269 (CDROM); 2414-6722 (Print)



Rev. Integr. Bus. Econ. Res. Vol 5(3) 245

[42]

[43]

[44]

[45]

[46]
[47]

[48]

[49]
[50]

[51]

[52]

[53]

[54]
[55]

[56]

[57]

[58]

[59]

[60]

Farris, G. (1971), “A Predictive study of turnover”, Personnel Psychology, 24,
311-328.

Fiedlander, F. and Marguilis, N. (1969), “Multiple impacts of organizational
climate and individual value system upon job satisfaction”, Personnel Psychology.
Vol. 22, 171-183.

Gellaty, L. R. (1995), “Individual and group determinants of employee
absenteeism: Test of causal model”, Journal of Organizational Behavior, 16, 469-
485.

Glisson, Charles and Mark Durick (1988), “Predictor of Job Satisfaction
Organizational Commitment in Human Service Organizations”, Administrative
Science Quarterly, 33(1) (March), 61-81.

Greenberg, Jerald (1990), “Organizational justice: Yesterday, today, and
tomorrow”, Journal of Management, 16: 399-432.

Greenberg, Jerald (1990), “Employee theft as a reaction to underpayment inequity:
The hidden cost of pay cuts”, Journal of Applied Psychology, 75, 561-568.
Gregerson, Hal B. and J. Stewart Black (1992), “Antecedents to Commitment to
Parent Company and a Foreign Operation”, Academy of Management Journal,
33(1) February), 65-90.

Grusky, Oscar (1966), “Career mobility and organizational commitment”,
Administrative Science Quarterly, 10, 488-503.

Gurin G. Verof, J., dan Feld, S. (1960), American View their mental health, New
York: Basic Books.

Hackett, R. D., Byco, P., and Hausdoft, P. A. (1994), “Further assessments of
Meyer and Allen's (1991) three-component model of organizational commitment”,
Journal of Applied Psychology, 79, 15-23.

Hair, Joseph F. JR., Rolph E. Anderson, Ronald L. Tatham, and William C. Black
(1998), Multivariate Data Analysis, fifth edition, Prentice-Hall.

Heneman, H.G., Ill, and Schwab, D.P. (1985), “Pay satisfaction: Its
multidimensional nature and measurement”, International Journal of Psychology,
20, 129-141.

Hodson, R. (1991), “Workplace behaviors”, Work ad Occupations, 18, 271-290.
Hom, P. W., Katerberg, R., and Hulin, C. L. (1979), "Comparative examination of
three approaches to the prediction of turnover”, Journal of Applied Psychology,
64, 280-290.

Hoffman, D. K., and Ingram, T. N. (1992), “Service provider job satisfaction and
customer-orientated performance”, The Journal of Service Marketing, 6, 2, 68-78
Hunt, J. W., and Saul, P. N. (1975), “The relationship of age, tenure, and job
satisfaction in males and females”, Academy of Management Journal, 18, 690-
702.

Iverson, Roderick D., and Donna M. Buttigieg (1999), “Affective, normative and
continuance commitment: can the ‘right kind’ of commitment be managed?”,
Journal of Management Studies, vol 36, i3, p307(2).

Jaros, Stephen J. (1995), “An assessment of Meyer and Allen’s (1991) three-
component model of organizational commitment and turnover intentions”,
Academy of Management Journal, Best Papers Proceedings 1995, p317.

Johnston, Mark W., A Parasuraman, Charles M Futrell, and William C. Black
(1990), “A Longitudinal Assessment of Impact of Selected organizational

Copyright © 2016 GMP Press and Printing (http://buscompress.com/journal-home.html)
ISSN: 2304-1013 (Online); 2304-1269 (CDROM); 2414-6722 (Print)



Rev. Integr. Bus. Econ. Res. Vol 5(3) 246

[61]

[62]

[63]

[64]

[65]

[66]

[67]
[68]

[69]

Influences on Salespeople’s Organizational Commitment During Early
Employment”, Journal of Marketing Research,27 August, 333-334.

Jones, Eli, Donna Massey Kantak, Charles M. Futrell and Mark W. Johnston
(1996), “Leader Behavior, Work Attitudes, and Turnover of Salespeople: An
Integrative Study”, Journal of Personnel Selling and Sales Management, 16(2)
(Spring), 13-23

Kanungo, R. (1982), Work alienation: An integrative approach, New York:
Praeger.

Knoop, Robert (1995), “Relationship among job involvement, job satisfaction, and
organizational commitment for nurses”, The Journal of Psychology, vol 129, n6,
p643(7).

Kreitner, Robert and Angelo Kinicki (1998), Organizational Behavior, Fourth
Edition, McGraw-Hill Companies.

Kurniawati (2012), “Customer Complain Handling: Perspective Service
Organizations and Customers with Dyadic Approach”, International Conference:
Eurasia Business and Economics Society Conference — Istanbul.

Lance, C. E. (1991), “Evaluation of a structural model relating job satisfaction,
organizational commitment, and precursors to voluntary turnover”, Multivariate
Behavior Research, 26, 137-162.

Lawler, E. F. and Porter, L. W. (1969). "The effect of job satisfaction on
performance”, Industrial Relations. Vol. 8, 20-28.

Hair, J. F., Black, W. C., Babin, B. J., Anderson, R.E., and Tatham, R.L. (2006),
Multivariate data analysis, 6™ edition, Pearson Prentice Hall, USA.

Robbins, S. P., and Judge, T. A. (2013). Organizational behavior, New Jersey:
Pearson Prentice Hall.

Copyright © 2016 GMP Press and Printing (http://buscompress.com/journal-home.html)
ISSN: 2304-1013 (Online); 2304-1269 (CDROM); 2414-6722 (Print)



	Kurniawati Chrisjatmiko*
	Economics and Business Faculty, Trisakti University, Indonesia
	Mutiara S. Panggabean
	Economics and Business Faculty, Trisakti University, Indonesia
	ABSTRACT
	1. INTRODUCTION
	2. LITERATURE REVIEW AND HYPOTHESES
	2.1 Organizational Justice
	2.2 Leadership
	2.3 Job Involvement
	2.4 Empowerment
	2.5 Job Satisfaction
	2.6 Organizational Commitment
	2.7 Contextual Behavior
	3. CONCEPTUAL FRAMEWORK
	Figure 1 Conceptual Framework
	4. METHODOLOGY
	4.1 Research Method
	4.2 Instrument Test
	Table 1 Measurement
	4.3 Data Collection
	4.4 Data Analysis Method
	5. FINDING AND RESULT
	Table 2 Testing Hypothesis
	5.1 Contribution, Implication, and Direction of Future Researches
	5.2 Limitation
	5.3 Future Research
	REFERENCES
	[18] Blau, Gary (1999), “Testing the longitudinal impact of work variable and performance appraisal satisfaction on subsequent overall job satisfaction”, Human Relations, vol 52, i8, p1099 (1).
	[19] Bluedorn, Allen (1982), “A Unified Model of Turnover from Organizations”, Human Relation, 35(2) (February), 135-153.
	[20] Bluen, Stephen D., Julian Barling and William Burns (1990), “Predicting Sales Performance, Job Satisfaction, And Depression by Using the Achievement Striving an Impatience-Irritability Dimensions of Type A Behavior”, Journal of Applied Psychology...

