
56

CHAPTER V

CONCLUSION

5.1.Introduction

In this chapter, the conclusion of the data analysis, discussion in the previous

chapter, an analysis of the result as well as the managerial implication will be

presented. Lastly, the limitations of this study and suggestions on improving this

study in the future are presented.

5.2. Research Conclusion

Based on this study findings it can be concluded that distributive justice as

dimensions of organizational justice has a positive effect on employee well-being.

In other words, when perceived justice on this dimension increased the employee

well-being will also increase. Moreover, from the descriptive analysis result, it can

be concluded that at Grand Senyum Hotel Yogyakarta the front-line employees'

perceived justice on this dimension can be categorized as high.

Looking at this study's findings, procedural justice as dimensions of

organizational justice has a positive effect on employee well-being. When

perceived justice on procedural justice increased positively it will also be increasing

employee well-being. Moreover, from descriptive analysis result, it can be

concluded that the front-line employees at Grand Senyum Hotel Yogyakarta have

high perceived of justice on procedural justice
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Regarding this study's findings, interpersonal justice as dimensions of

organizational justice has a positive effect on employee well-being. When

perceived justice on this dimension increasing the employee well-being will also

increase. Moreover, from descriptive analysis results, it can be concluded that the

front-line employees at Grand Snyum Hotel Yogyakarta have a high perceived of

justice on this dimension.

This study findings also show that there is no effect between informational

justice as dimensions of organizational justice and employee well-being. However,

based on descriptive analysis results it can be concluded that the front-line

employees at Grand Senyum Hotel Yogyakarta have a high perceived of justice on

informational justice. This study also revealed the dimensions which have a

stronger and weaker effect on employee well-being. Interpersonal justice has a

stronger effect on employee well-being followed by procedural justice and

distributive justice has a weaker effect on employee well-being compared to those

two variables.

5.3.Managerial Implications

As explained before the employee well-being is one of an important factor

especially front-line employees on hotel. Because front-line employees is type of

employee who working at 24/7 and face the customer directly, they are also the

pivotal factor for the hotel and can be a competitive advantge for them.

Maintaining the front-line employees well-being to achieve exceptional employee

services is one of the biggest challenges for the organization. By knowing the factor
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that can affect the employee well-being, a related department manager can

formulate the most effective program or decision that can increase overall employee

well-being. By improving their overall employee well-being the hotel can gain a

competitive advantage from employee services over its competitor.

There are many factors that can affect employee well-being. One of them is

organizational justice. An employee who has a high level of employee well-being

tends to have a low level of absenteeism and a high level of performance. The high

perception of organizational justice that employees feel can increase their level of

employee well-being. However, if an employee has a low perception of

organizational justice it will lead to decreasing their level of well-being.

For Grand Senyum Hotel Yogyakarta, this study revealed that the three

dimensions of organizational justice (distributive, procedural, and interpersonal

justice) has a positive effect on employee well-being. Moreover, based on the

descriptive analysis of each variable of organizational justice on the front-line

employee at Grand Senyum Hotel reveal that each of organizational justice

(distributive, procedural, interpersonal, and informational justice) have categorized

at a high level. This indicates that in general, there is an implication of high

organizational justice practices at Grand Senyum Hotel Yogyakarta. The higher the

level of perceptions that front-line employees feel about organizational justice the

higher their level of well-being. Grand Senyum Hotel should maintain its high

organizational justice practices.
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Looking at the descriptive analysis results of each item on four organizational

justice dimensions, the lowest mean score of the item in distributive justice

compared to the others item on respective dimension is the question number 5 (refer

to table. 8, page. 45) which mention whether the outcomes of front-line employees

are justified given by their performance. To increasing on this aspect, the related

department at Grand Senyum Hotel needs to overview the current outcome formula

based on the performance given by their front-line employees. For items in

procedural justice dimensions that have the lowest mean value compared to other

items in the respective dimension is question number 4 which mentions whether the

procedure has free of bias or not (refer to the table. 9, page. 46-47). To improving

on this sector, the related department at Grand Senyum Hotel should avoid a certain

bias when formulating a procedure. They can use feedback from the front-line

employee to formulating a new procedure or reviewing the current procedure.

For items in interpersonal justice dimensions that have the lowest mean result

compared to the other items in the respective dimension is question number three

which mentions whether the supervisor/manager treated the front-line employees

with respect or not. To improving on this aspect, the supervisor/manager should

treat the front-line employees with more respect. They can demonstrate certain

actions to show that the front-line employees are respected at the workplace such

as: encourage them to express their idea, praising them more frequently, use their

ideas/opinion and let them know that their ideas/opinions are implemented on new

policy or current policy. The item from informational justice which has the lowest

mean result compared to the other items in the respective dimensions is question
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number one which mentions whether the supervisor/manager candid their

communication to the front-line employees or not (refer to the table. 11, page. 48-

49). To improve on this sector, The supervisor/manager at Grand Senyum Hotel

should candid their communication more often when talking to their front-line

employees.

Interesting result also arises in this study, beside the high level of perceived

justice on informational justice dimension the content of the information itself and

how the supervisor communicate that information perhaps did not matter to the

front-line employees, this result can be seen from the regression result which

showed that this dimension does not have any significant effect on employee well-

being. This finding is different from previous research. Also, this phenomenon

needs further investigation to find the root of the problem, whether this problem

comes from any statistical error or not.

5.4.Limitations

In this study, the design and execution are not perfect. Several limitations are

found in this study after reviewing the research methodology and the results of the

research itself.

1. Because the data is gathered in one time it is possible that there is a common

bias

2. The study is conducted at Grand Senyum Hotel Yogyakarta so it cannot be

said that the results of this study can be generally applied in any other

company, organization or even tourism/hotel industry
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3. Because the majority of respondents have a years of service below 1 years

it is possible that there is a bias regarding to how respondent comperhend

the jsutice practice in the hotel

4. The sample size relatively small

5.5.Suggestion for Future Research

Looking at the study limitations, there are few suggestions to improve future

research regarding to this topic.

1. The data should be collected in a different time to improve the

generalization and reduce the sampling bias

2. Conduct a study on multiple organization to improve the generalization of

the effect of organizational justice toward employee well-being in a bigger

picture

3. Additional screening and demographic profiling should be used, to explore

why there is no significant effect of informational justice toward employee

well-being

4. Use specific respondent which have minimum 3 years of of service to reduce

a certain bias regarding to how employee comprehend the justice practices

in the organization



62

REFERENCES

Adams, J. S. (1965). Inequity in social exchange. In L. Berkowitz (Ed.), Advances
in experimental social psychology (pp. 267–229). New York: Academic
Press.

Alkhadher, O., & Gadelrab, H. F. (2016). Organizational justice dimensions:
Validation of an Arabic measure. International Journal of Selection and
Assessment, 24(4), 337-351.

Ambrose, M. L., Seabright, M. A., & Schminke, M. (2002). Sabotage in the
workplace: The role of organizational justice. Organizational Behavior and
Human Decision Processes, 89, 947–965

Ambrose, M. L., & Arnaud, A. (2005). Distributive and procedural justice:
Construct distinctiveness, construct interdependence, and overall justice,
(Ed.). Mahwah, NJ: Lawrence Erlbaum Associates, Inc.

Ambrose, M. L., & Schminke, M. (2007). Examining justice climate: Issues of fit,
simplicity, and content. In Multi-level issues in organizations and time (pp.
397-413). Emerald Group Publishing Limited.

Antonio Sebastiano, Valeria Belvedere, Alberto Grando, Antonio Giangreco, The
effect of capacity management strategies on employees' well-being: A
quantitative investigation into the long-term healthcare industry, European
Management Journal, Volume 35, Issue 4, 2017, Pages 563-573, ISSN
0263-2373, https://doi.org/10.1016/j.emj.2016.12.001.

Badrinarayan, S. P. (2016). Workplace spirituality and employee well-being: An
empirical examination. Employee Relations, 38(6), 975-994.
doi:http://dx.doi.org/10.1108/ER-11-2015-0215

Bericat E. (2016) The Subjective Well-Being of Working Women in Europe. In:
Connerley M., Wu J. (eds) Handbook on Well-Being of Working Women.
International Handbooks of Quality-of-Life. Springer, Dordrecht

Burke, W. W. (2017). Organization change: Theory and practice. Sage
Publications.

Bies, R. J., & Moag, J. F. (1986). Interactional justice: Communication criteria of
fairness. In R. J. Lewicki, B. H. Sheppard, & M. H. Bazerman (Eds.),
Research on negotiations in organizations (Vol. 1, pp. 43–55). Greenwich,
CT: JAI Press.

Bies, R. J., & Shapiro, D. L. (1987). Interactional fairness judgments: The influence
of causal accounts. Social Justice Research, 1(2), 199–219.

Bies, R. J., & Shapiro, D. L. (1988). Voice and justification: Their influence on
procedural fairness judgments. Academy of Management Journal, 31, 676–
685.

Bies, R.J., 2001. Interactional (in)justice: the sacred and the profane. In: Greenberg,
J., Cropanzano, R. (Eds.), Advances in Organizational Justice. Stanford



63

University Press, Stanford, pp. 89–118.

Cassar, V. and Buttigieg, S.C. (2015), “Psychological contract breach,
organizational justice and emotional well-being”, Personnel Review, Vol.
44 No. 2, pp. 217-235.

Cohen A. (2015) Organizational Justice. In: Fairness in the Workplace. Palgrave
Macmillan, London

Chughtai, A., Byrne, M. & Flood, B. J Bus Ethics (2015) 128: 653.
https://doi.org/10.1007/s10551-014-2126-7

Colquitt, J. A. (2001). On the dimensionality of organizational justice: A construct
validation of a measure. Journal of applied psychology, 86(3), 386.

Colquitt, J.A., Conlon, D.E., Wesson, M.J., Porter, O.L.H., Ng, K.Y. (2001). Justice
at the millennium:  A Meta analytic review of 25 years of organizational
justice research. Journal of Applied Psychology 2001. Vol. 86, No:3, 425-
445.

Colquitt, J. A., & Rodell, J. B. (2011). Justice, trust, and trustworthiness: A
longitudinal analysis integrating three theoretical perspectives. Academy of
Management Journal, 54(6), 1183-1206.

Colquitt, J. A., & Rodell, J. B. (2015). Measuring justice and fairness. Oxford
handbook of justice in the workplace, 187, 202.

Cropanzano, Russell and Marshall, Schminke (2001). Using social justice to build
effective groups, in Groups at work: Theory and research, Mahwah, New
Jersey; Lawrence Erlbaum Associates, 271-302, In Deconinck,
James(2003). The impact of a corporate code of ethics and organizational
justice on sales managers’ ethical judgmentsand reaction to unethical
behavior.  Marketing Management Journal, vol. 13, issue 1, p. 23-31.

Cropanzano, R., Prehar, C. A., & Chen, P. Y. (2002). Using social exchange

theory to distinguish procedural justice from interactional justice. Group
and Organizational Management, 27, 324–351.

Cropanzano, R., & Molina, A. (2015). Organizational Justice. International
Encyclopedia of the Social & Behavioral Sciences: Second Edition (Second
Edi, Vol. 17). Elsevier. https://doi.org/10.1016/B978-0-08-097086-
8.22033-3

Cugueró-Escofet, N., Fortin, M., 2014. One justice or two? A model of
reconciliation of normative justice theories and empirical research on
organizational justice. Journal of Business Ethics 124, 435–451

DeConinck, James (2003). The impact of a corporate code of ethics and
organizational justice on sales managers’ ethical judgments and reaction to
unethical behavior. Marketing Management Journal, vol. 13, issue 1, pp. 23-
31.

Dinas Pariwisata Daerah Istimewa Yogyakarta. (2017). Statistik Kepariwisataan



64

Yogyakarta 2017.

Dpr.go.id. (2003). Undang-Undang Republik Indonesia Tentang Ketenagakerjaan
No.13 Tahun 2003. [online] Available at:
http://www.dpr.go.id/dokjdih/document/uu/196.pdf [Accessed 10 Maret.
2019].

Deutsch, M. (1975). Equity, equality and need: What determines which value will
be used as the basis of distributive justice? Journal of Social Issues, 31, 137–
149.

Deutsch, M. (1985). Distributive justice: A social-psychological perspective. New
Haven, CT: Yale University Press.

Ellis, K. M., Reus, T. H., & Lamont, B. T. (2009). The effects of procedural and
informational justice in the integration of related acquisitions. Strategic
Management Journal, 30(2), 137–161. doi:10.1002/smj.728

Enoksen, E. (2015). Examining the dimensionality of Colquitt's Organizational
Justice Scale in a public health sector context. Psychological reports,
116(3), 723-737.

Folger, R. (1977). Distributive and procedural justice: Combined impact of “voice”
and improvement on experienced inequity. Journal of Personality and
Social Psychology, 35, 108–119.

Folger, R., & Stein, C. (2017). Expanding the concept. Organizational Justice:
International perspectives and conceptual advances, 15.

Gamage, P. N. (n.d.). Organizational Justice and Organizational Commitment of
Employees in Star Class Hotels in Sri Lanka : A Dimensional Perspective,
(1980).

Grant, A., Christianson, M. and Price, R. (2007).‘Happiness, health, or
relationships? Managerial practicesand employee well-being
tradeoffs’.Academy of Management Executive, 21: 1, 51–63

Greenberg, J. (1987). A taxonomy of organizational justice theories. Academy of
Management review, 12(1), 9-22.

Greenberg, J. (1990). Organizational justice: Yesterday, today, and tomorrow.
Journal of Management, 16, 399–432. In Elovainio et. al. (2005), Combined
effects of uncertainty and organizational justice on employee health: Testing
the uncertainty management model of fairness judgments among Finnish
public sector employees. Social Science and Medicine 61 (2005) 2501–
2512

Greenberg J (1993) The social side of fairness: interpersonal and informational
classes of organizational justice. In: Cropanzano R (ed) Justice in the
workplace: approaching fairness in human resource management. Lawrence
Erlbaum Associates, Hillsdale, pp 79–103

Greenberg, Jerald (2005). Managing Behavior in Organizations. Fourth Edition,
Copyright © 2005 by Pearson Education, Inc. Published by Prentice Hall,



65

pp. 38-39

Guest, D. E. (2017). Human resource management and employee well-being:
towards a new analytic framework. Human Resource Management Journal,
27(1), 22–38. doi:10.1111/1748-8583.12139

Guglielmi, D., Mazzetti, G., Villano, P., & Topa Cantisano, G. (2018). The impact
of perceived effort–reward imbalance on workplace bullying: also a matter
of organizational identification. Psychology, health & medicine, 23(5), 511-
516.

Hsu, F. S., Liu, Y. A., & Tsaur, S. H. (2019). The impact of workplace bullying on
hotel employees’ well-being: Do organizational justice and friendship
matter?. International Journal of Contemporary Hospitality Management,
31(4), 1702-1719.

Herr, R.M., Bosch, J.A., Loerbroks, A., Genser, B., Almer, C., van Vianen, A.E.M.
and Fischer, J.E. (2018), “Organizational justice, justice climate, and
somatic complaints: a multilevel investigation”, Journal of Psychosomatic
Research, Vol. 111, pp. 15-21.

Heery, E., & Noon, M. (2008). A Dictionary of Human Resource Management. :
Oxford University Press,. Retrieved 10 Jun. 2019, from
https://www.oxfordreference.com/view/10.1093/acref/9780199298761.00
1.0001/acref-9780199298761

Huta, V., & Ryan, R. M. (2010). Pursuing pleasure or virtue: The differential and
over-lapping well-being benefits of hedonic and eudaimonic
motives.Journal of HappinessStudies, 11(6), 735–
762.http://dx.doi.org/10.1007/s10902-009-9171-4

Helliwell, J. F., & Huang, H. (2014). New measures of the costs of unemployment:
Evidence from the subjective well-being of 3.3 million Americans.
Economic Inquiry,52(4), 1485–1502.

Heponiemi, T., Kuusio, H., Sinervo, T. and Elovainio, M. (2011), “Job attitudes
and well-being among public vs private physicians: organizational justice
and job control as mediators”, European Journal of Public Health, Vol. 21
No. 4, pp. 520-525.

Huong, Le; Zheng, Connie; Fujimoto, Yuka. (2016). “Inclusion, organisational
justice and employee well-being”, International Journal of Manpower;
Bradford Vol. 37, Iss. 6, (2016): 945-964.

Ilies, R., Plutt, H. and Aw, S.S.Y. (2015b), “Studying employee well-being: moving
forward”European Journal of Work and Organizational Psychology, Vol.
24 No. 6, pp. 848-852.

Jackson, Nicholas. Organizational Justice in Mergers and Acquisitions Antecedents
and Outcomes. Palgrave Macmillan, 2019.

Judge, T. A., & Colquitt, J. A. (2004). Organizational justice and stress: the
mediating role of work-family conflict. Journal of applied psychology,



66

89(3), 395.

Johnson, S., Robertson, I., & Cooper, C. L. (2017). For Individuals. WELL-BEING,
3–13. doi:10.1007/978-3-319-62548-5_1

Kara, D., Uysal, M., Sirgy, M. J., & Lee, G. (2013). The effects of leadership style
on employee well-being in hospitality. International Journal of Hospitality
Management, 34, 9–18. doi:10.1016/j.ijhm.2013.02.001

Karina Nielsen, Morten B. Nielsen, Chidiebere Ogbonnaya, Marja Känsälä,
Eveliina Saari & Kerstin Isaksson (2017) Workplace resources to improve
both employee well-being and performance: A systematic review and meta-
analysis, Work & Stress, 31:2, 101-120,
DOI:10.1080/02678373.2017.1304463

Kay Smith, M., & Diekmann, A. (2017). Tourism and wellbeing.Annals of
TourismResearch, 66(Supplement C), 1–13.
https://doi.org/10.1016/j.annals.2017.05.006

Kerwin, S., Jordan, J. S., & Turner, B. A. (2015). Organizational justice and
conflict: Do perceptions of fairness influence disagreement? Sport
Management Review, 18(3), 384–395. doi:10.1016/j.smr.2014.10.005

Keyes, C.L.M. (2002), “The mental health continuum: from languishing to
flourishing in life”, Journal of Social Health Research, Vol. 43, June, pp.
207-222.

Kickul, J., Lester, S. W., & Finkl, J. (2002). Promise breaking during
radicalorganizational change: Do justice interventions make a difference?
Journal of Organizational Behavior, 23(Special Issue S1), 469–488.

Kim, H.J., Shin, K.H., Umbreit, W.T., 2007. Hotel job burnout: the role of
personality characteristics. International Journal of Hospitality
Management 26 (2), 421–434.

Kurian, D. (2018). Organizational justice: Why does it matter for HRD. Journal of
Organizational Psychology, 18(2), 11-22. Retrieved from
https://search.proquest.com/docview/2116437560?accountid=44396

Kundaragi, P. B., & Kadakol, A. M. (2015). Work stress of employee: A literature
review. International Journal of Humanities and Social Science
Research, 1(1), 4-7.

Lawson, K. J., Noblet, A. J., & Rodwell, J. J. (2009). Promoting employee
wellbeing: the relevance of work characteristics and organizational justice.
Health Promotion International, 24(3), 223-233.

Lai Wan, H. (2016). Organisational Justice and Citizenship Behaviour in Malaysia.
Governance and Citizenship in Asia. doi:10.1007/978-981-10-0030-0

Lee, J., & Wei, F. (2017). The moderating effect of leadership on perceived
organizational justice and affective commitment: a study in China. The
International Journal of Human Resource Management, 28(5), 679-702.



67

Leventhal, G. S. (1976). The distribution of rewards and resources in groupsand
organizations. In L. Berkowitz & E. Walster (Eds.), Advances in
experimental social psychology (Vol.9). New York: Academic Press.

Leventhal, G. S. (1980). What should be done with equity theory? New approaches
to the study of fairness in social relationships. In K. J. Gergen, M. S.
Greenberg, & R. H. Willis (Eds.), Social exchange, advances in theory and
research (pp. 27–55). New York: Plenum.

Leventhal, G., Karuža, J., & Fry, W. (1980). Beyond fairness: A theory of allocation
preferences. Justice and Social Interaction, 5(1), 167-218.

Lilly J.D. (2016) Organizational Justice. In: Farazmand A. (eds) Global
Encyclopedia of Public Administration, Public Policy, and Governance.
Springer, Cham

Moliner, C., Martínez-Tur, V., Ramos, J., Peiró, J. M., & Cropanzano, R. (2008).
Organizational justice and extrarole customer service: The mediating role
of well-being at work. European Journal of Work and Organizational
Psychology, 17(3), 327–348. doi:10.1080/13594320701743616

Niemiec C.P. (2014) Eudaimonic Well-Being. In: Michalos A.C. (eds)
Encyclopedia of Quality of Life and Well-Being Research. Springer,
Dordrecht

Nöhammer, E., Stummer, H., & Schusterschitz, C. (2011). Improving employee
well-being through worksite health promotion? The employees’
perspective. Journal of Public Health, 19(2), 121-129.

OECD Better Life Initiative. (2013). OECD Guidelines on Measuring Subjective
Well-Being OECD.

O’Neill, J. W., & Davis, K. (2011). Work stress and well-being in the hotel industry.
International Journal of Hospitality Management, 30(2), 385–390.

Oya Erdil, Öznur Gülen Ertosun, The Relationship between Social Climate and
Loneliness in the Workplace and Effects on Employee Well-Being,
Procedia - Social and Behavioral Sciences, Volume 24, 2011, Pages 505-
525, ISSN 1877-0428, https://doi.org/10.1016/j.sbspro.2011.09.091.

Page K.M., Vella-Brodrick D.A. (2012) From Non malfeasance to Beneficence:
Key Criteria, Approaches, and Ethical Issues Relating to Positive Employee
Health and Well-Being. In: Reilly N., Sirgy M., Gorman C. (eds) Work and
Quality of Life. International Handbooks of Quality-of-Life. Springer,
Dordrecht

Pérez-Rodríguez, V., Topa, G., & Beléndez, M. (2019). Organizational justice and
work stress: The mediating role of negative, but not positive, emotions.
Personality and Individual Differences. doi:10.1016/j.paid.2019.04.047

Pérez-Arechaederra, D., Briones, E., Lind, A., & García-Ortiz, L. (2014). Perceived
Organizational Justice in Care Services: Creation and multi-sample
validation of a measure. Social Science & Medicine, 102, 26-32.



68

Pettigrew, T. F. (1967). Social evaluation theory: Convergence and applications.In
D. Levine (Ed.), Nebraska symposium on motivation (Vol. 15, pp. 241–
315). Lincoln, NE: University of Nebraska Press.

Piyali Ghosh, Alka Rai, Apsha Sinha, (2014) "Organizational justice and employee
engagement: Exploring the linkage in public sector banks in
India", Personnel Review, Vol. 43 Issue: 4, pp.628-
652, https://doi.org/10.1108/PR-08-2013-0148

Rahmani, K., Gnoth, J., & Mather, D. (2018). Hedonic and eudaimonic well-being:
A psycholinguistic view. Tourism Management, 69, 155–166.
doi:10.1016/j.tourman.2018.06.008

Rahimnia, F., & Sharifirad, M. S. (2014). Authentic Leadership and Employee
Well-Being: The Mediating Role of Attachment Insecurity. Journal of
Business Ethics, 132(2), 363–377. doi:10.1007/s10551-014-2318-1

Rai, S. (2015). Organizational justice and employee mental health's moderating
roles in organizational identification. South Asian Journal of Global
Business Research, 4(1), 68-84. Retrieved from
https://search.proquest.com/docview/1655514363?accountid=44396

Rani, R., Garg, P. and Rastogi, R. (2018), “Organizational justice and psychological
wellbeing of police employees: a relationship study”, International Journal
of Advances in Management and Economics, Vol. 1 No. 5, pp. 183-194.

Rogers, K. M., & Ashforth, B. E. (2014). Respect in Organizations: Feeling Valued
as “We” and “Me.” Journal of Management, 43(5), 1578–1608.
doi:10.1177/0149206314557159

Ryan, R. M., Huta, V., & Deci, E. L. (2008). Living well: A self-determination
theory perspective on eudaimonia. Journal of Happiness Studies, 9, 139–
170.

Ryan, R. M., & Deci, E. L. (2001). On Happiness and Human Potentials: A Review
of Research on Hedonic and Eudaimonic Well-Being. Annual Review of
Psychology, 52(1), 141–166. doi:10.1146/annurev.psych.52.1.141

Ryff, C. D. (2013). Psychological well-being revisited: Advances in the science and
practice of eudaimonia. Psychotherapy and Psychosomatics,83(1), 10–28

Schminke, M., Arnaud, A., & Taylor, R. (2015). Ethics, values, and organizational
justice: Individuals, organizations, and beyond. Journal of Business Ethics,
130(3), 727-736.

Schweiger, D. M., Ivancevich, J. M., & Power, F. R. (1987). Executive actionsfor
managing human resources before and after acquisitions. Academy
ofManagement Executive, 1, 127–137

Sert, A., Elçi, M., Uslu, T., & Şener, İ. (2014). The Effects of Organizational  Justice
and Ethical Climate on Perceived Work Related Stress. Procedia - Social and

Behavioral Sciences, 150, 1187–1198.
https://doi.org/10.1016/j.sbspro.2014.09.134



69

Sekaran, U., & Bougie, R. (2016). Research Method for Business: A Skill-building

Approach (7th ed.). Chichester, West Sussex: John Wiley & Sons.

Shaw, J.C., Wild, E., Colquitt, J.A., 2003. To justify or excuse?: a meta-analytic
review of the effects of explanations. Journal of Applied Psychology 88 (2),
444–458.

Shani, A., & Pizam, A. (2009). Work-related depression among hotel employees.

Cornell Hospitality Quarterly, 50(4), 446-459.

Sharifirad, M.S. Glob Bus Perspect (2013) 1: 198. https://doi.org/10.1007/s40196-
013-0019-2

Singh, T., & Choudhary, S. (2018). Organisational justice, experiencing
interpersonal conflict and employee engagement: A moderated mediation
analysis. Journal of Organisation and Human Behaviour, 7(1), 1-10.

Simorangkir, E. (2018,February,01). Pariwisata Jadi Andalan Penyumbang Devisa
US$ 20 Miliar. Detik Finance, p. 1. Retrieved from
https://finance.detik.com/berita-ekonomi-bisnis/d-3844660/pariwisata-jadi-
andalan-penyumbang-devisa-us-20-miliar

Singh, S., Singh, A. K., & Singh, A. P. (2013). Does justice perception matter for
psychological well-being of executives. Journal of Psychosocial Research,

8(2), 243-251. Retrieved from
https://search.proquest.com/docview/1542685011?accountid=44396

Spagnoli, P., Farnese, M. L., D’Olimpio, F., Millefiorini, A., & Scafuri Kovalchuk,
L. (2017). Psychometric properties of the Italian version of Colquitt’s
Organizational Justice Scale (OJS). International Journal of Organizational

Analysis, 25(5), 861-874.

Steptoe, A., Deaton, A., & Stone, A. A. (2015). Subjective wellbeing, health, and
ageing. The Lancet,385(9968), 640–648.

Stewart-Brown, S., & Janmohamed, K. (2008). Warwick-Edinburgh Mental Well-
being Scale (WEMWBS) User Guide Version 1. Warwick Medical School,

University of Warwick.

Stouffer, S. A., Suchman, E. A., DeVinney, L. C., Star, S. A., & Williams, R. M.
(1949). The American soldier: Adjustment during army life (Vol. 1). Princeton,
NJ: Princeton University Press.

Sweeney, P. D., & McFarlin, D. B. (1993). Workers evaluation’ of the “ends” and
the “means”: An examination of four models of distributive and procedural
justice. Organizational Behavior and Human Decision Processes, 55,23–



70

40.

Tennant, R., Hiller, L., Fishwick, R., Platt, S., Joseph, S., Weich, S., et al. (2007).
The Warwick-Edinburgh mental well-being scale (WEMWBS):
Development and UK validation. Health Qual Life Outcomes, 5(1), 63–75.

The Jakarta Post. (2018, February 1). BPS records 14.04 million tourist arrivals in
2017. Https://www.thejakartapost.com. Retrieved March 3, 2019, from
https://www.thejakartapost.com/news/2018/02/01/bps-records-14-04-
million-tourist-arrivals-in-2017.html

Thibaut, J., & Walker, L. (1975). Procedural justice: A psychological analysis.
Hillsdale, NJ: Erlbaum.

Tsaur, S.-H., & Tang, Y.-Y. (2012). Job stress and well-being of female employees
in hospitality: The role of regulatory leisure coping styles. International
Journal of Hospitality Management, 31(4), 1038–1044.

Uzelac, B., Bauer, F., Matzler, K., & Waschak, M. (2016). The moderating effects
of decision-making preferences on M&A integration speed and
performance. The International Journal of Human Resource Management,
27(20), 2436-2460.

Yean, T. F., & Yusof, A. A. (2016). Organizational Justice: A Conceptual
Discussion. Procedia - Social and Behavioral Sciences, 219, 798–803.
https://doi.org/10.1016/j.sbspro.2016.05.082

Ybema, J. F., & Van den Bos, K. (2010). Effects of organizational justice on
depressive symptoms and sickness absence: a longitudinal perspective.
Social science & medicine, 70(10), 1609-1617.

Warr, P. (1987).Work, Unemployment and Mental Health, Oxford: Clarendon
Press

Weiss, H. M., Suckow, K., & Cropanzano, R. (1999). Effects of justice conditions
on discrete emotions. Journal of Applied Psychology, 84, 786–794.

Wilson, M.G., DeJoy, D.M., Vandenberg, R.J., Richardson, H.A. and McGrath,
A.L. (2004), “Work characteristics and employee health and well-being: test
of a model of healthy work organization”, Journal of Occupational and
Organizational Psychology, Vol. 77, pp. 565-588.

Wildes, V.J., 2007. Attracting and retaining food servers: how internal service
quality moderates occupational stigma. International Journal of Hospitality
Management 26 (1), 4–19.

World Health Organization (WHO) (1946).Preamble to the Constitution of the



71

World Health Organization,New York: WHO.

World Travel & Tourism Council (2018), “Travel & Toursim Economic Impact
2018 Indonesia” available at: https://www.wttc.org/-
/media/files/reports/economic-impact-research/countries-
2018/indonesia2018.pdf

Wildes, V.J., 2007. Attracting and retaining food servers: how internal service
quality moderates occupational stigma. International Journal of Hospitality
Management 26 (1), 4–19.

Zhang JH., Lee JH. (2019) Beyond the Hawthorne Research: Relationship Between
IT Company Employees’ Perceived Physical Work Environment and
Creative Behavior. In: Lee R. (eds) Software Engineering Research,
Management and Applications. SERA 2019. Studies in Computational
Intelligence, vol 845. Springer

Zopiatis, A., Constanti, P., & Theocharous, A. L. (2014). Job involvement,
commitment, satisfaction and turnover: Evidence from hotel employees in
Cyprus. Tourism Management, 41, 129-140.



72

APPENDIX

Years of Service

Frequency Percent Valid Percent

Cumulative

Percent

Valid <1 26 52.0 52.0 52.0

1-<3 24 48.0 48.0 100.0

Total 50 100.0 100.0
Appendix 1 Years of Service: Frequency result

Age

Frequency Percent Valid Percent

Cumulative

Percent

Valid <20 11 22.0 22.0 22.0

20-<25 17 34.0 34.0 56.0

30-<35 9 18.0 18.0 74.0

35-<40 8 16.0 16.0 90.0

>=40 5 10.0 10.0 100.0

Total 50 100.0 100.0
Appendix 2 Age: Frequency result

Gender

Frequency Percent Valid Percent

Cumulative

Percent

Valid Male 22 44.0 44.0 44.0

Female 28 56.0 56.0 100.0

Total 50 100.0 100.0
Appendix 3 Gender: Frequency result

Education

Frequency Percent Valid Percent

Cumulative

Percent

Valid SMA/Sederajat 24 48.0 48.0 48.0

D3/D1/Sederajat 25 50.0 50.0 98.0

S1 1 2.0 2.0 100.0

Total 50 100.0 100.0
Appendix 4 Education: Frequency result
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Position

Frequency Percent Valid Percent

Cumulative

Percent

Valid Housekeeping 14 28.0 28.0 28.0

Waiter/Waitress 6 12.0 12.0 40.0

Receptionist 10 20.0 20.0 60.0

Bell Driver 10 20.0 20.0 80.0

Therapist 4 8.0 8.0 88.0

Security 6 12.0 12.0 100.0

Total 50 100.0 100.0
Appendix 5 Position: Frequency result

Descriptive Statistics
N Minimum Maximum Mean Std. Deviation

Distributive_Justice 50 1.50 4.75 3.9050 .79039

Procedural_Justice 50 1.57 4.86 3.9116 .88581

Interpersonal_Justice 50 1.25 4.75 3.9100 .94728

Informational_Justice 50 1.40 5.00 4.0240 .96268

Psychological_WB 50 1.50 5.00 4.0538 .95240

Valid N (listwise) 50
Appendix 6 Scale descriptive

Reliability Statistics

Cronbach's Alpha

Cronbach's Alpha

Based on

Standardized

Items N of Items

.717 .717 4
Appendix 7 Distributive Justice: Reliability Test

Descriptive Statistics
N Minimum Maximum Mean Std. Deviation

Distri1 50 1 5 3.86 1.125

DIstri2 50 2 5 4.06 .843
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Distri3 50 1 5 3.96 1.087

Distri4 50 1 5 3.74 1.209

Valid N (listwise) 50
Appendix 8 Distributive Justice: Item Statistic

Item-Total Statistics

Scale Mean if

Item Deleted

Scale Variance if

Item Deleted

Corrected Item-

Total Correlation

Squared Multiple

Correlation

Cronbach's

Alpha if Item

Deleted

Distri1 11.76 5.615 .584 .435 .604

DIstri2 11.56 7.558 .373 .184 .724

Distri3 11.66 5.413 .672 .503 .547

Distri4 11.88 6.026 .422 .185 .714
Appendix 9 Distiributive Justice: Validity Test

Reliability Statistics

Cronbach's Alpha

Cronbach's Alpha

Based on

Standardized

Items N of Items

.913 .913 7
Appendix 10 Procedural Justice: Reliability Test

Item-Total Statistics

Scale Mean if

Item Deleted

Scale Variance if

Item Deleted

Corrected Item-

Total Correlation

Squared Multiple

Correlation

Cronbach's

Alpha if Item

Deleted

Proce1 23.50 29.480 .709 .530 .902

Proce2 23.46 27.682 .802 .716 .892

Proce3 23.48 28.581 .791 .638 .894

Proce4 23.54 28.335 .745 .571 .899

Proce5 23.44 27.925 .801 .684 .892

Proce6 23.38 29.098 .677 .518 .906

Proce7 23.48 29.275 .629 .480 .911
Appendix 11 Procedural Justice: Validity Test

Descriptive Statistics
N Minimum Maximum Mean Std. Deviation

Proce1 50 1 5 3.88 1.023
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Proce2 50 1 5 3.92 1.122

Proce3 50 1 5 3.90 1.035

Proce4 50 1 5 3.84 1.113

Proce5 50 1 5 3.94 1.096

Proce6 50 1 5 4.00 1.107

Proce7 50 1 5 3.90 1.147

Valid N (listwise) 50
Appendix 12 Procedural Justice: Item Statistic

Reliability Statistics

Cronbach's Alpha

Cronbach's Alpha

Based on

Standardized

Items N of Items

.870 .870 4
Appendix 13 Interpersonal Justice: Reliability Test

Item-Total Statistics

Scale Mean if

Item Deleted

Scale Variance if

Item Deleted

Corrected Item-

Total Correlation

Squared Multiple

Correlation

Cronbach's

Alpha if Item

Deleted

Interpe1 11.70 8.378 .667 .503 .859

Interpe2 11.74 9.666 .618 .454 .874

Interpe3 11.76 7.941 .800 .654 .802

Interpe4 11.72 7.716 .824 .689 .791
Appendix 14 Interpersonal Justice: Validity Test

Descriptive Statistics
N Minimum Maximum Mean Std. Deviation

Interpe1 50 1 5 3.94 1.185

Interpe2 50 2 5 3.90 .974

Interpe3 50 1 5 3.88 1.136

Interpe4 50 1 5 3.92 1.158

Valid N (listwise) 50
Appendix 15 Interpersonal Justice: Item Statistic
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Reliability Statistics

Cronbach's Alpha

Cronbach's Alpha

Based on

Standardized

Items N of Items

.936 .936 5
Appendix 16 Informational Justice: Reliability Test

Descriptive Statistics
N Minimum Maximum Mean Std. Deviation

Informa1 50 1 5 3.96 1.106

Informa2 50 1 5 4.00 1.010

Informa3 50 1 5 4.02 1.078

Informa4 50 1 5 4.02 1.116

Informa5 50 1 5 4.12 1.081

Valid N (listwise) 50
Appendix 17 Informational Justice: Item Statistic

Item-Total Statistics

Scale Mean if

Item Deleted

Scale Variance if

Item Deleted

Corrected Item-

Total Correlation

Squared Multiple

Correlation

Cronbach's

Alpha if Item

Deleted

Informa1 16.16 14.913 .824 .689 .922

Informa2 16.12 15.659 .812 .674 .925

Informa3 16.10 14.827 .865 .754 .915

Informa4 16.10 14.908 .814 .674 .924

Informa5 16.00 15.020 .833 .706 .921
Appendix 18 Informational Justice: Validity Test

Reliability Statistics

Cronbach's Alpha

Cronbach's Alpha

Based on

Standardized

Items N of Items

.972 .972 14
Appendix 19 Psychological Well-Being: Reliability Test
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Item-Total Statistics

Scale Mean if

Item Deleted

Scale Variance if

Item Deleted

Corrected Item-

Total Correlation

Squared Multiple

Correlation

Cronbach's

Alpha if Item

Deleted

Psycho1 52.64 154.766 .830 .793 .970

Psycho2 52.66 154.025 .789 .770 .970

Psycho3 52.80 153.551 .784 .730 .970

Psycho4 52.78 149.889 .885 .856 .968

Psycho5 52.68 156.426 .775 .779 .970

Psycho6 52.72 153.308 .850 .798 .969

Psycho7 52.68 149.896 .908 .884 .968

Psycho8 52.72 154.165 .832 .767 .969

Psycho9 52.68 152.957 .836 .782 .969

Psycho10 52.60 154.204 .840 .793 .969

Psycho11 52.74 153.543 .865 .845 .969

Psycho12 52.72 153.634 .853 .843 .969

Psycho13 52.72 154.451 .821 .844 .970

Psycho14 52.74 156.400 .751 .747 .971
Appendix 20 Psychological Well-Being: Validity Test

Descriptive Statistics
N Minimum Maximum Mean Std. Deviation

Psycho1 50 1 5 4.12 1.062

Psycho2 50 1 5 4.10 1.147

Psycho3 50 1 5 3.96 1.177

Psycho4 50 1 5 3.98 1.220

Psycho5 50 1 5 4.08 1.047

Psycho6 50 1 5 4.04 1.106

Psycho7 50 1 5 4.08 1.192

Psycho8 50 1 5 4.04 1.087

Psycho9 50 1 5 4.08 1.140

Psycho10 50 1 5 4.16 1.076

Psycho11 50 1 5 4.02 1.078

Psycho12 50 1 5 4.04 1.087

Psycho13 50 1 5 4.04 1.087

Psycho14 50 1 5 4.02 1.078

Valid N (listwise) 50
Appendix 21 Psychological Well-Being: Item Statistic
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Model Summary

Model R R Square

Adjusted R

Square

Std. Error of the

Estimate

1 .937a .878 .867 4.86275

a. Predictors: (Constant), Informational_Justice, Distributive_Justice,

Procedural_Justice, Interpersonal_Justice
Appendix 22 Regression: Goodness of Fit

ANOVAa

Model Sum of Squares df Mean Square F Sig.

1 Regression 39.025 4 9.756 80.986 .000b

Residual 5.421 45 .120

Total 44.447 49

a. Dependent Variable: Psychological_WB_X5

b. Predictors: (Constant), Informational_Justice_X4, Distributive_Justice_X1,

Procedural_Justice_X2, Interpersonal_Justice_X3
Appendix 23 Regression: F-test

Coefficientsa

Model

Unstandardized Coefficients

Standardized

Coefficients

t Sig.B Std. Error Beta

1 (Constant) -1.922 3.571 -.538 .593

Distributive_Justice 1.151 .422 .273 2.730 .009

Procedural_Justice .847 .297 .394 2.853 .007

Interpersonal_Justice 1.329 .538 .378 2.469 .017

Informational_Justice -.162 .441 -.059 -.368 .715

a. Dependent Variable: Psychological_Well_Being
Appendix 24 Regression: Coefficient
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ID Age Years_of_S
ervice

Gen
der

Educa
tion

Posit
ion

Distr
i 1

DIstr
i 2

Distr
i 3

Distr
i 4

1 2 2 1 4 4 4 4 4 4
2 4 1 2 3 6 4 4 4 4
3 3 2 2 3 1 4 3 3 4
4 3 2 2 2 6 4 5 4 4
5 2 2 2 2 6 4 4 4 4
6 5 2 2 2 6 4 4 4 4
7 3 1 1 2 6 4 4 4 4
8 2 2 1 2 6 5 5 5 1
9 2 2 2 3 1 5 4 4 4
10 2 1 2 3 1 4 3 3 3
11 2 1 2 3 1 4 4 4 3
12 1 1 2 2 1 2 2 2 1
13 4 1 1 3 1 4 3 5 1
14 3 2 1 3 3 4 2 4 5
15 2 2 1 3 4 4 4 4 4
16 2 1 1 3 4 3 4 3 4
17 4 2 1 2 4 4 4 4 4
18 2 2 2 2 3 4 3 1 4
19 1 1 1 2 3 5 3 4 5
20 2 2 2 2 1 4 5 4 4

Appendix 25 Questionnaire Data

ID Proce 1 Proce 2 Proce 3 Proce 4 Proce 5 Proce 6 Proce 7
1 5 3 4 4 3 4 4
2 4 4 4 4 4 5 5
3 4 4 4 4 3 4 4
4 5 3 4 3 4 4 5
5 4 4 4 4 4 4 4
6 4 3 4 4 4 5 4
7 3 4 4 4 5 4 4
8 3 3 4 1 4 5 5
9 3 4 4 4 4 4 4
10 4 3 4 4 4 4 4
11 4 4 3 4 4 5 2
12 4 4 4 5 5 4 4
13 4 5 3 3 2 5 1
14 4 3 3 5 4 4 4
15 5 5 5 4 4 3 3
16 3 4 4 3 4 5 1
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ID Informa
4

Informa
5

Psycho
1

Psycho
2

Psycho
3

Psycho
4

Psycho
5

1 4 4 4 5 4 5 4
2 4 4 5 5 5 4 5
3 4 3 4 4 4 4 4
4 3 4 5 5 5 5 5
5 4 3 5 4 4 5 5
6 3 4 5 4 4 5 5
7 3 4 5 4 4 5 5
8 4 4 5 4 5 4 4
9 4 4 5 5 4 4 4
10 3 4 5 4 4 4 4
11 5 5 4 5 5 3 4

17 5 4 4 5 4 3 4
18 2 1 2 2 1 2 4
19 5 5 5 4 4 5 5
20 4 4 5 5 4 5 4

ID Interpe
1

Interpe
2

Interpe
3

Interpe
4

Informa
1

Informa
2

Informa
3

1 4 4 4 4 3 4 4
2 5 4 4 4 4 4 4
3 4 4 4 4 4 4 4
4 4 3 4 4 4 3 4
5 5 3 3 4 4 4 4
6 4 5 4 4 4 4 4
7 5 4 4 4 4 4 4
8 3 5 5 5 5 5 5
9 4 4 4 4 4 4 4
10 4 4 3 4 4 4 4
11 5 4 5 5 4 5 4
12 4 3 4 2 5 4 4
13 4 3 3 3 5 4 4
14 1 5 1 2 3 3 4
15 5 4 4 4 4 5 5
16 4 4 3 3 3 4 3
17 4 5 5 3 4 5 5
18 2 2 2 3 1 2 2
19 5 4 4 5 5 4 4
20 4 5 4 5 5 4 4
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12 4 4 2 2 1 2 3
13 4 5 5 4 2 3 4
14 3 3 4 5 4 3 3
15 5 5 4 5 5 3 1
16 4 3 4 5 4 5 5
17 5 4 4 5 4 4 3
18 2 3 2 1 2 1 3
19 5 5 4 4 5 5 5
20 5 5 4 4 4 5 4

ID Psycho
6

Psycho
7

Psycho
8

Psycho
9

Psycho
10

Psycho
11

Psycho
12

1 4 4 3 4 4 3 5
2 5 4 4 4 4 5 5
3 4 4 4 4 3 4 4
4 5 5 5 5 5 5 5
5 4 5 5 5 5 5 5
6 5 5 5 5 5 5 5
7 5 5 5 5 5 5 5
8 5 5 5 5 5 5 4
9 4 4 4 4 4 4 4
10 4 4 4 3 3 3 3
11 4 4 3 5 4 2 4
12 2 3 4 5 5 3 4
13 3 4 4 3 3 3 5
14 5 3 3 5 3 4 3
15 3 4 5 4 4 4 3
16 4 5 5 4 5 4 3
17 4 3 3 4 5 5 5
18 2 1 2 2 1 2 2
19 5 4 4 5 5 5 5
20 5 4 4 4 4 4 4

ID Psycho
13

Psycho
14

1 4 4
2 5 5
3 4 4
4 5 5
5 5 5
6 5 5
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ID Age Years_of_S
ervice

Gen
der

Educa
tion

Posit
ion

Distr
i 1

DIstr
i 2

Distr
i 3

Distr
i 4

21 3 2 1 3 2 5 4 5 5
22 2 1 1 3 2 5 4 4 4
23 3 1 1 2 1 5 5 5 4
24 3 2 1 2 1 5 5 5 1
25 1 1 2 2 1 1 2 2 1
26 2 2 2 3 3 1 3 2 3
27 4 2 1 3 3 2 3 2 2
28 2 2 2 3 3 1 5 2 2
29 1 1 1 2 4 1 5 1 2
30 1 1 2 2 4 4 4 5 4
31 2 2 1 2 2 5 5 4 5
32 1 1 1 3 2 5 4 5 3
33 5 1 2 3 2 4 4 5 4
34 4 1 1 3 2 4 4 4 3
35 1 2 2 2 3 3 5 4 5
36 2 2 2 2 3 3 4 5 5
37 1 1 2 3 3 4 5 5 5
38 2 1 2 3 3 4 5 4 4
39 4 2 1 3 4 5 4 4 5
40 4 2 2 2 4 4 4 5 5
41 3 1 2 2 4 5 5 4 4
42 5 1 1 2 4 3 5 5 5
43 5 1 1 3 1 3 4 5 5
44 2 1 2 3 1 4 4 4 5
45 4 1 2 3 1 5 4 4 4

7 5 5
8 5 5
9 4 5
10 4 4
11 5 1
12 5 4
13 4 3
14 2 3
15 4 4
16 3 3
17 4 5
18 1 2
19 5 4
20 4 5
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46 1 1 2 3 1 5 4 4 4
47 3 2 2 2 5 4 5 5 4
48 1 1 2 2 5 4 5 5 4
49 1 1 1 2 5 4 4 5 5
50 5 2 2 3 5 5 5 5 4

ID Proce 1 Proce 2 Proce 3 Proce 4 Proce 5 Proce 6 Proce 7
21 4 4 5 5 5 4 4
22 5 5 4 4 5 5 4
23 4 5 4 4 5 5 5
24 4 5 5 3 5 5 4
25 2 2 1 2 1 2 1
26 1 2 2 2 2 2 2
27 2 1 1 2 2 2 2
28 2 2 2 1 2 1 2
29 2 1 2 1 2 1 2
30 5 5 4 5 5 5 5
31 5 5 5 5 4 5 5
32 4 4 5 4 4 4 4
33 4 4 4 4 5 4 5
34 5 4 5 4 5 4 5
35 4 5 5 5 5 4 5
36 4 5 5 5 5 5 4
37 4 4 4 3 4 5 5
38 5 4 4 4 5 3 4
39 5 5 4 4 4 4 4
40 4 4 5 5 4 5 5
41 3 5 4 4 5 5 5
42 3 5 4 5 5 3 5
43 4 4 5 4 5 3 4
44 3 4 5 5 4 5 4
45 3 4 4 4 3 4 4
46 4 5 3 5 3 5 4
47 5 4 5 4 4 3 3
48 5 5 4 4 4 4 4
49 5 5 4 5 5 5 5
50 5 5 3 4 5 4 5
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ID Interpe
1

Interpe
2

Interpe
3

Interpe
4

Informa
1

Informa
2

Informa
3

21 4 5 4 5 4 5 4
22 4 4 4 4 4 5 5
23 4 4 5 4 5 5 5
24 5 4 5 4 5 5 4
25 2 2 2 2 2 2 1
26 1 2 2 2 2 1 1
27 1 2 2 1 1 2 1
28 1 2 1 1 2 2 2
29 2 2 1 1 1 2 2
30 4 5 4 5 5 4 5
31 4 5 5 5 4 4 5
32 4 4 5 5 5 5 4
33 4 4 5 5 4 4 5
34 5 3 4 3 5 4 4
35 5 4 5 4 5 4 4
36 5 4 4 5 4 4 4
37 3 5 4 5 4 5 5
38 3 4 5 5 4 5 5
39 4 3 5 5 5 5 5
40 5 3 4 4 5 4 5
41 5 4 4 5 4 5 4
42 5 5 5 4 5 5 5
43 4 5 5 5 4 4 5
44 4 5 5 4 4 3 5
45 5 4 3 4 3 4 4
46 5 3 5 4 5 5 4
47 5 4 4 5 5 5 4
48 5 5 4 4 5 5 4
49 5 5 4 5 4 4 5
50 4 5 5 5 4 3 5

ID Informa
4

Informa
5

Psycho
1

Psycho
2

Psycho
3

Psycho
4

Psycho
5

21 4 5 5 4 4 5 5
22 4 5 5 5 5 4 4
23 4 4 5 5 5 4 5
24 4 5 5 5 5 4 5
25 2 2 1 2 2 2 2
26 2 1 2 1 2 1 2
27 2 1 2 2 2 1 2
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28 1 2 2 1 1 1 2
29 1 2 2 2 1 2 2
30 5 5 4 5 4 5 4
31 5 5 4 5 5 4 4
32 5 4 4 5 4 5 4
33 5 5 5 4 4 4 4
34 5 5 5 5 4 4 4
35 4 5 5 4 5 5 5
36 4 5 4 4 5 5 5
37 4 5 4 4 4 5 5
38 4 5 4 5 3 5 4
39 5 4 4 5 4 4 5
40 5 4 3 5 4 4 4
41 5 5 4 4 3 5 5
42 5 5 4 4 4 4 5
43 5 5 5 4 5 5 5
44 5 5 5 4 5 5 5
45 5 5 5 5 5 4 4
46 5 4 5 4 5 5 5
47 5 4 4 4 5 4 5
48 3 5 5 4 5 5 4
49 5 5 5 5 4 5 5
50 5 4 4 5 5 4 4

ID Psycho
6

Psycho
7

Psycho
8

Psycho
9

Psycho
10

Psycho
11

Psycho
12

21 4 5 4 4 5 5 4
22 4 4 4 4 5 5 5
23 5 5 4 5 5 4 4
24 4 4 4 5 5 5 4
25 2 1 2 2 2 1 2
26 2 1 2 1 2 2 2
27 2 1 2 1 2 2 1
28 1 2 1 1 2 2 1
29 1 2 1 2 2 2 2
30 5 5 5 5 4 5 5
31 5 4 5 5 4 5 5
32 5 4 5 4 4 4 4
33 5 5 4 4 4 4 5
34 4 4 4 4 4 4 4
35 5 5 4 5 4 4 4
36 4 4 5 4 4 4 4
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37 4 5 5 5 4 5 5
38 5 4 5 4 5 4 4
39 4 5 5 5 5 5 5
40 4 5 5 4 5 4 4
41 5 5 4 5 5 4 4
42 4 5 5 5 5 4 4
43 4 4 4 5 5 5 5
44 4 5 5 4 5 5 5
45 4 5 4 5 5 5 5
46 4 5 4 5 5 5 5
47 5 5 4 4 5 4 4
48 5 5 5 4 5 4 4
49 5 5 5 3 5 4 4
50 5 5 5 5 4 5 5

ID Psycho
13

Psycho
14

21 4 5
22 4 5
23 5 4
24 4 3
25 2 2
26 2 2
27 1 2
28 2 2
29 2 2
30 5 5
31 4 5
32 4 5
33 5 5
34 4 5
35 4 5
36 4 5
37 4 4
38 4 4
39 5 4
40 5 4
41 5 4
42 5 4
43 5 4
44 5 4
45 4 5
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46 4 5
47 4 4
48 4 4
49 4 4
50 5 4
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Appendix 26 Questionnaire

Surat Pengantar Kuesioner Penelitian

Kuesioner Penelitian

Pengantar

Saya Abimanyu Damar Herdias, mahasiswa tingkat akhir Fakultas

Ekonomi dan Bisnis Universitas Atma Jaya Yogyakarta sedang

mengadakan penelitian di Grand Senyum Hotel Yogyakarta dalam

rangka penyelesaian tugas akhir/ skripsi. Penelitian saya ini berjudul:

”Pengaruh Keadilan Organisasional Terhadap Kesejahteraan

Karyawan Pada Karyawan Frontliner di Grand Senyum Hotel

Yogyakarta”.

Hasil penelitian ini nantinya diharapkan tidak hanya menambah

khasanah penelitian disiplin ilmu manajemen sumber daya manusia

di Fakultas Ekonomi dan Bisnis Universitas Atma Jaya Yogyakarta

saja, melainkan juga dapat dipergunakan oleh departemen terkait di

Grand Senyum Hotel Yogyakarta sebagai bahan masukan dan

evaluasi terhadap kebijakan perihal kesejahteraan karyawan.

Demi kelancaran proses penelitian ini, sudi kiranya Bapak/Ibu/Sdr/i

meluangkan waktu untuk mengisi pertanyaan yang ada dalam

kuesioner ini. Jawaban dari Bapak/Ibu/Sdr/i akan saya jaga

kerahasiaannya serta tidak akan mempengaruhi karir

Bapak/Ibu/Sdr/I. Oleh karena itu, saya mengharapkan kesediaan

Bapak/Ibu/Sdr/i dalam memberikan jawaban yang dianggap paling

benar dan mencerminkan kondisi Bapak/Ibu/Sdr/I saat ini. Atas

kerjasama Bapak/Ibu/Sdr/i, saya ucapkan terima kasih.

Peneliti

Abimanyu Damar Herdias

Email: abimanyudamar@protonmail.com

Hp: 087722061468
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KUESIONER UNTUK KARYAWAN

Petunjuk Pengisian

BAGIAN A

Bagian ini menanyakan data diri Bapak/Ibu yang akan membantu

peneliti untuk mengklarifikasi jawaban Anda. Berilah tanda silang

(X) dalam kotak yang paling sesuai dengan keadaan Anda.

Umur:  < 20 Tahun

 20-< 25 Tahun

 25- < 30 Tahun

 30- < 35 Tahun

 35- < 40 Tahun

 ≥  40 Tahun

Lama Bekerja:  < 1 Tahun

 1-< 3 Tahun

 3-<5 Tahun

 ≥  5 Tahun

Jenis Kelamin :  Laki-Laki

 Perempuan

Pendidikan Terakhir:  SMP/Sederajat

 SMA/Sederajat

 D3/D1/Sederajat

 S1

Posisi Pekerjaan:  Bell Driver

 Therapist

 Security

 Housekeeping

 Resepsionis

Waiter/Waitress

 Lainnya…………………... (Mohon diisi)
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BAGIAN B

Mohon Bapak/Ibu beri tanda (X) pada kolom yang tersedia sesuai

dengan keadaan Bapak/Ibu yang sebenarnya pada masing-masing

pertanyaan di bawah

Keterangan: SS: Sangat Setuju

S: Setuju

N: Netral

TS: Tidak Setuju

STS: Sangat Tidak Setuju

No Pertanyaan: STS TS N S SS
1 Penghargaan yang diberikan

mercerminkan usaha yang
sudah saya lakukan pada
pekerjaan saya

2 Penghargaan yang diberikan
sudah sepadan dengan hasil
pekerjaan yang saya kerjakan

3 Penghargaan yang diberikan
sudah sesuai dengan
performa yang saya berikan

No Pertanyaan: STS TS N S SS
4 Penghargaan yang diberikan

mencerminkan kontribusi
yang saya berikan terhadap
perushaan

5 Saya dapat memberikan
pendapat/opini terhadap
prosedur yag sudah berjalan
kepada pihak hotel

6 Saya merasa bisa
mempengruhi pengambilan
keputusan oleh pihak hotel

7 Secara umum semua
prosedur di hotel yang
dilaksanakan sudah konsisten

8 Keputusan yang diambil oleh
hotel bebas dari
prasangka/praduga

9 Keputusan yang diambil oleh
hotel sudah berdarsarkan
dengan data yang akurat

10 Adanya kesempatan uuntuk
melakukan banding terhadap
hasil kerja yang sudah sesuai
prosedur
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No Pertanyaan: STS TS N S SS
11 Prosedur yang berjalan saat

ini sudah sesuai dengan
standar moral/etika

12 Supervisor saya
memperlakukan saya dengan
sopan

13 Supervisor saya
memperlakukan saya dengan
penuh martabat

14 Supervisor saya
memperlakukan saya dengan
penuh hormat

15 Supervisor saya mampu
menahan diri dari ucapan
atau komentar yang tidak
benar

16 Supervisor saya terbukan dan
jujur ketika berkomunikasi
dengan saya

17 Dalam penjelesan suatu
prosedur Supervisor saya
menjelaskan prosedur
tersebut secara menyeluruh

18 Supervisor saya memberikan
penjelasan yang masuk akal
ketika menjelaskan suatu
prosedur

No Pertanyaan: STS TS N S SS
19 Dalam menjelaskan suatu

prosedur Supervisor saya
dapat menjelaskan secara
singkat, padat dan jelas

20 Supervisor saya
menyesuaikan gaya berbicara
berdsasrakan kebutuhan
setiap individu
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BAGIAN C

Berikut ini terdapat 14 pernyataan tentang apa yang anda pikirkan

dan rasakan. Berikan tanda silang (X) pada kolom dibawah yang

dapat mendiskripsikan pengalaman anda setidaknya dalam kurun

waktu dua minggu terakhir.

Keterangan:

1: Tidak Pernah

2: Jarang

3: Kadang-Kadang

4: Sering

5: Selalu

No Pernyataan 1 2 3 4 5

1 Saya merasa optimis tentang
masa depan saya

2 Saya merasa berguna

3 Saya merasa tenang

4 Saya merasa tertarik
berinteraksi terhadap orang
lain

No Pernyataan 1 2 3 4 5

5 Saya memiliki banyak energi
untuk disalurkan

6 Saya dapat menyelesaikan
permasalahan dengan baik.

7 Saya dapat berpikir dengan
jernih.

8 Saya merasa baik-baik saja
terhadap diri saya pribadi.

9 Saya merasa memiliki
kedekatan dengan orang lain.

10 Saya merasa percaya diri.
11 Saya yakin dengan apa yang

menjadi pendirian saya
12 Saya merasa dicintai
13 Saya tertarik dengan hal-hal

baru.
14 Saya merasa ceria

Terima kasih atas parsitipasi anda
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