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Abstract Keywords

Organizational justice is a very important aspect in human Qrggngtnopal J.USI_'CE’
resource management and is also a topic that is widely discussed ~ distributive justice; procedural
in various management literature. One of the interesting studies Justice; social capital;
related to organizational justice is the research by Tjahjono et al.  satisfaction; organizational
(2019) regarding the role of organizational justice which consists commitment

of distributive justice and procedural justice in increasing y
organizational satisfaction and commitment as well as the P
moderating effect of social capital on higher education institutions.

This study aims to review and provide notes on the research by

Tjahjono et al. (2019) which is uploaded to Int. J. Business
Excellence, 17(3), 336-360. This study is qualitative research with

a literature review method. The results show that there are several

notes related to the research of Tjahjono et al (2019) which are

grouped into three aspects, namely conceptual, method and
development of research results. Future studies are important to

conduct a more in-depth and broader review related to
organizational justice and social capital both in the education

industry and other industries.

l. Introduction

Research by Tjahjono et al. (2019) divides organizational justice into two types,
namely distributive justice and procedural justice. Tjahjono et al. (2019) analyzes the
moderating role of social capital in the relationship between distributive justice and
procedural justice on satisfaction and commitment. From the results of this study, it was
found that distributive justice and procedural justice have an important role in elaborating
organizational satisfaction and commitment. The results also show that social capital is
able to significantly moderate the relationship between distributive justice and
organizational commitment and satisfaction. The results also state that social capital is able
to significantly moderate the relationship between procedural justice and organizational
commitment, but the relationship between procedural justice and satisfaction is not
significantly moderated by social capital.

The concept used in the research of Tjahjono et al. (2019) focuses on distributive
justice and procedural justice which are also widely carried out by other studies such as
Raja et al. (2018; Tjahjono, 2011; Surianti & Soejoto, 2018; Lucas et al. 2018; Bagis,
2018). Whereas research related to organizational justice has grown to three types by
adding interactional justice (Ashraf et al. 2018; Dong & Phuong, 2018; Bahri & Bilgihan,
2017) and four types by adding informational justice (Badawi et al. 2021; Pandita, 2017). ;
Scheller & Harrison, 2018). Even Akram et al. (2016) use five types of organizational
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justice including distributive justice, procedural justice, interactional justice, temporal
justice and spatial justice.

Research by Tjahjono et al. (2019) using an experimental method involving 247
respondents. The interesting thing about this research is that it categorizes research
subjects into two groups, namely low social capital and high social capital. Research by
Tjahjono et al. (2019) tested four hypotheses, namely social capital moderates the
relationship between distributive justice and satisfaction, social capital moderates the
relationship between procedural justice and organizational commitment, social capital
moderates the relationship between distributive justice and satisfaction and social capital
moderates the relationship between procedural justice and organizational commitment. The
hypothesis in the research of Tjahjono et al. (2019) was analyzed using the ANOVA test as
suggested by Kuehl (2000).

Tjahjono et al. (2019) provides an update in his research regarding the moderating
role of social capital and the division of social capital into two groups, namely low social
capital and high social capital. Research by Tjahjono et al. (2019) has also been reviewed
by Utomo (2022) which states that contextual aspects, such as distributive justice,
procedural justice, and social capital, play a major role in elaborating organizational
satisfaction and commitment. This study will provide a review of different aspects, namely
conceptual, method and development of research results.

1. Research Method

2.1 Organisational Justice

Organizational justice is one of the main factors in creating employee happiness.
Organizational justice creates a balance between work and personal life because they have
the support of the organization. Research related to organizational justice has developed
into three types by adding interactional justice (Ashraf et al. 2018; Dong & Phuong, 2018;
Bahri & Bilgihan, 2017) and four types by adding informational justice (Badawi et al.
2021; Pandita, 2017; Scheller & Harrison, 2018; Palupi & Tjahjono, 2016). Even Akram et
al. (2016) uses five types of organizational justice including distributive justice, procedural
justice, interactional justice, temporal justice and spatial justice. Organization must have a
goal to be achieved by the organizational members (Niati et al., 2021). The success of
leadership is partly determined by the ability of leaders to develop their organizational
culture. (Arif, 2019).

Research by Tjahjono et al. (2019) divides organizational justice into two types,
namely distributive justice and procedural justice. Distributive justice is justice in terms of
the process of distributing the results of activities (outcomes) and rewards (rewards) to
members of the organization (Tjahjono et al. 2019). Distributive justice refers to the
perception that outstanding organizational outcomes (for example, salaries, benefits, shift
assignments, job evaluations, position assignments, promotions, and work discipline) are
fair and equitable (Lambert et al. 2019).

Procedural justice is justice that is judged based on rules or policies and procedures
in decision making in organizations (Saima, 2013). Procedural justice focuses more on the
company's operational policies, the level of fairness in the organizational policy process
will affect the level of member satisfaction (Tjahjono et al. 2019). Another opinion states
that procedural justice refers to the perception that the processes and procedures used by
organizations to achieve outstanding results are fair and equitable (Lambert et al. 2019).
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Tjahjono et al. (2019) emphasizes the relationship between distributive justice,
procedural justice and social capital. It is emphasized that from the point of view of
distributive justice, people with low social capitalization are more focused on their short-
term needs, namely financial. They will get angry easily if the immediate results are not as
good as they expected. Thus, changes in the perception of distributive justice will get a
more sensitive response in the form of changes in satisfaction.

Likewise in procedural justice, people with low social capital will try to protect their
interests by the procedures of a policy, such as a performance appraisal policy. This
phenomenon is described in the self-interest model that people will be more concerned
with procedural justice because the procedure accommodates their interests. If the
procedure is considered unfair, people with low social capital will be more sensitive in
terms of changes in satisfaction levels because they focus on the financial aspect.

Research related to organizational justice that can be used as a comparison for
research by Tjahjono et al. (2019) is a study by Palupi & Tjahjono (2016) which also
analyzes organizational justice but combines it with religiosity and dysfunctional behavior.
Palupi & Tjahjono (2016) emphasized that religiosity is a good predictor of organizational
justice and commitment. On the other hand, in the research of Tjahjono et al. (2019) puts
more emphasis on the social capital aspect.

2.2 Social Capital

Tjahjono et al. (2019) includes several definitions related to social capital, including
the definition by Akdere (2005) which states that social capital is an individual's ability to
mobilize potential through a network of friends, groups or organizations. In this definition,
individual abilities are determined for a long period of time, so that social capital is a
private property that is determined by a person and not on social interaction. Another
definition cited states that social capital is the ability of individuals to mobilize their
potential through a network of groups or organizations (Kostova & Roth, 2003).

Recent studies related to social capital provide different definitions such as McCann
et al. (2021) which states that social capital is an organizational feature in social and
economic life that has the potential to generate benefits for organizations that come from
collective associations. The organizational features referred to in the definition are trust,
norms and reciprocal networks.

The findings of various literatures emphasize that social capital is an ability that is
able to make a major contribution in overcoming several economic problems in
organizations (Saukani & Ismail, 2019). Levdokimov et al. (2020) states that social capital
is a collective asset in the form of norms, values, beliefs, trust, networks, social relations
and shared institutions that foster cooperation and collective action for mutual benefit.

Social capital has several forms, namely bonding social capital, bridging social
capital and linking social capital (Ansari et al. 2012; McCann et al. 2021; Kyne & Aldrich,
2020). Bonding social capital refers to shared beliefs and norms that enable social cohesion
within a generally homogeneous group of individuals, or those with similar backgrounds in
the same community. Bridging social capital enables relationships between diverse social
groups: these groups are often formed in horizontal networks, based on relationships
between groups with similar characteristics such as life experience and social status.
Furthermore, linking social capital refers to vertical relationships in which people develop
alliances with sympathetic individuals in positions of power to take advantage of
resources, ideas and information from formal institutions.
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2.3 Job Satisfaction

Job satisfaction or employee satisfaction (also called morale) is one of the most
widely used variables in organizational behavior. This is a response or reaction to the
attitudes of workers in the organization (Tjahjono et al. 2019). Job satisfaction can also be
interpreted as a feeling of pleasure and love for his work which is reflected in work
enthusiasm, discipline and work performance (Aziri, 2011).

Several other definitions of job satisfaction theory state that job satisfaction is an
individual's emotional relationship with the work environment (Vroom, 1964).
Specifically, Locke suggests that job satisfaction is a happy or positive emotional state
resulting from job evaluation or work experience” (Locke, 1976). Gupta & Singh (2020)
define job satisfaction as a person's feelings about the rewards they receive in their work.

Tjahjono et al. (2019) states that distributive justice has a greater influence on
employee satisfaction than procedural justice. Conceptually, it is due to distributive justice,
which is related to the outcomes that employees get from the organization (Folger &
Konovsky, 1989). Several researchers support the positive influence of organizational
justice and its dimensions on employee satisfaction (Ozel & Bayraktar, 2017; Christie et al.
2015). Other studies that support the effect of organizational justice on employee
satisfaction are Gupta & Singh (2020; Lambert et al. 2019; Tran, 2020).

2.4 Organisational Commitment

Tjahjono et al. (2019) cites several definitions related to organizational commitment
including Steers & Spencer (1977) defining organizational commitment as an individual's
relative strength towards identification and involvement in a particular organization.
Mowday et al. (1979) defines organizational commitment as an affective response
indicated by the level of loyalty of a person in the organization.

Commitment is one of the identification systems for employee conditions that help
certain organizations and their goals and objectives in maintaining organizational
membership (Novitasari et al. 2020). Organizational commitment has implications for
accepting the organization's direction and goals, including a strong desire to be part of the
organization (Kreitner & Kinicki, 2014).

In social exchange theory, the relationship between organizational justice and
organizational commitment is one of the most studied relationships in the management
literature. Referring to social exchange theory, reciprocal rules predict that workers can
reciprocate good or fair treatment with the organization or its managers by committing to
the organization (Jameel et al, 2020).

Porter et al. (1974) suggested three factors related to organizational commitment,
namely a strong belief in the goals and values of the organization, a willingness to exert
considerable effort for the organization and a strong desire to maintain membership in the
organization. Several studies support the role of organizational justice on organizational
commitment such as Novitasari et al. (2020; Jameel et al. 2020; Suhardi et al. 2020).

I11. Research Method

Research by Tjahjono et al. (2019) using an experimental method involving 247
respondents. The interesting thing about this research is that it categorizes research
subjects into two groups, namely low social capital and high social capital. Research by
Tjahjono et al. (2019) tested four hypotheses, namely social capital moderates the
relationship between distributive justice and satisfaction, social capital moderates the
relationship between procedural justice and organizational commitment, social capital
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moderates the relationship between distributive justice and satisfaction and social capital
moderates the relationship between procedural justice and organizational commitment. The
hypothesis in the research of Tjahjono et al. (2019) was analyzed using the ANOVA test as
suggested by Kuehl (2000).

Regarding the measurement of variables, research by Tjahjono et al. (2019) uses
several references, namely on the distributive justice variable, the measurement is carried
out by modifying the four items developed by Laventhal (1980) which are also used
(Colquitt, 2001) after exploring it. For procedural justice variables, the measurement is
carried out using seven items developed by (Colquitt, 2001). The measurement of social
capital is based on Chua (2002) who developed a measurement of social capital at the
individual level. Measurement of satisfaction is carried out using eight items developed by
Robert and Reed (1996) and measurement of organizational commitment developed by
Meyer and Allen (1991) and then modified by Al-Kilani Hani (2017). This measurement
consists of six items.

1V. Result and Discussion

Conceptually, research by Tjahjono et al. (2019) has provided a good schematic
analysis. However, if you refer to the literature more broadly, the concept of organizational
justice can be developed further with broader dimensions such as research by Akram et al.
(2016) use five types of organizational justice including distributive justice, procedural
justice, interactional justice, temporal justice and spatial justice.

The literature review used by Tjahjono et al. (2019) is also quite in-depth and has
elaborated various literatures from 1974 to 2019. This study provides several additions in
order to update the literature review so that it can be studied more broadly. As for the
research method, the research by Tjahjono et al. (2019) provides a good contribution,
especially in the aspect of social capital where this analysis classifies the results into two
groups, namely low social capital and high social capital.

Furthermore, related to the results of the analysis, research by Tjahjono et al. (2019)
analyzes the relationship between distributive justice, procedural justice and social capital
on organizational satisfaction and commitment. The study analyzed four hypotheses and
found three supported and one unsupported hypothesis. The first hypothesis states that
social capital significantly moderates the relationship between distributive justice and
satisfaction.

The average satisfaction of individuals with high social capital (M = 7.71) was
higher than the average of individuals with low social capital (5.50). The regression line
shows that individuals with low social capital tend to be more sensitive and more
influenced by distributive justice, so it can be said that the impact of distributive justice on
individual satisfaction is stronger in individuals with low social capital.

The second hypothesis in the research of Tjahjono et al. (2019) which states that
social capital significantly moderates the relationship between procedural justice and
satisfaction. The results of the analysis show that the second hypothesis in this study is not
supported so that there is no significant moderating effect by social capital on the
relationship between procedural justice and satisfaction.

Research by Tjahjono et al. (2019) has provided a fairly clear picture regarding the
role of social capital in strengthening or weakening the relationship between distributive
justice and procedural justice on individual satisfaction. The effect of distributive justice
on satisfaction is proven to be stronger and more sensitive to employees who have low
social capital. So that companies that have employees with low social capital should pay

20393



more attention to distributive justice in order to achieve maximum satisfaction. Meanwhile,
in the case of procedural justice, social capital does not have a significant effect.

The third and fourth hypotheses in the research of Tjahjono et al. (2019) is
empirically supported so that it is proven that social capital moderates significantly the
relationship between distributive justice and organizational commitment and the
relationship between procedural justice and organizational commitment. The results also
show that respondents with low social capital have a higher sensitivity in responding to the
influence of distributive justice and procedural justice on organizational commitment.

Research by Tjahjono et al. (2019) provides an illustration that employees with low
social capital are empirically proven to have higher sensitivity in responding to the
influence of distributive justice and procedural justice on organizational commitment. So
that when employees have high distributive justice and procedural justice, employees with
low social capital will have lower organizational commitment than employees with high
social capital.

What needs to be underlined in this study is the social capital of employees. Social
capital is an individual's ability to mobilize potential through a network of friends, groups
or organizations. Companies or institutions should encourage employees to increase social
capital. This will be very helpful in creating organizational satisfaction and commitment.

The results of this study have provided a satisfactory answer, but what needs to be
added is a detailed classification related to low social capital and high social capital. It is
necessary to add in further research the detailed measurement and criteria of employees
with low social capital and high social capital. On the other hand, this research also needs
to add a deeper analysis related to the results of the second hypothesis which is not
supported, so that it is clear why social capital has an impact on the effect of distributive
justice on satisfaction but does not have an impact on the effect of procedural justice on
satisfaction.

V. Conclusion

This study provides several reviews and notes related to the research by Tjahjono et
al. (2019) in three main aspects, namely conceptual, analytical methods and research
results development. First in conceptual, research by Tjahjono et al. (2019) has provided a
good schematic analysis. However, if you refer to the literature more broadly, the concept
of organizational justice can be developed further with broader dimensions such as
research by Akram et al. (2016) use five types of organizational justice including
distributive justice, procedural justice, interactional justice, temporal justice and spatial
justice.

Furthermore, in terms of research methods, research by Tjahjono et al. (2019)
provides a good contribution, especially in the aspect of social capital where this analysis
classifies the results into two groups, namely low social capital and high social capital. As
for the research results, this research has provided a satisfactory answer, but what needs to
be added is a detailed classification of low social capital and high social capital. It is
necessary to add in further research the detailed measurement and criteria of employees
with low social capital and high social capital. On the other hand, this study also needs to
add a deeper analysis related to the results of the second hypothesis which is not supported.
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