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A R T I C L E I N F OA B S T R A C T

The increasing use of contract labor has triggered job insecurity
resulting in a decline in organizational commitment. It is a challenge
for the management of human resources to keep the committed
employees by providing good treatments, for example, by giving
a sense of justice of the organization. The study aims to analyze
whether organizational justice moderates the negative in�luence of
job insecurity on organizational employee commitment. The study
involves 30 students of regular2; the data are obtained by �illing
in a self-rating questionnaire. The data are analyzed by using
hierarchical regression model by using SPSS. The results show that
job insecurity affects negatively and signi�icantly on organizational
employee commitment, while organizational justice affects positively
and signi�icantly on organizational employee commitment.
Organizational justice has not been proven to moderate the
in�luence of job insecurity on organizational employee commitment.
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INTRODUCTION
Companies in Indonesia have an increasing
tendency to use outsourced employment
(outsourcing). The use of contract labor has
increased since the economic and monetary
crisis hit Indonesia. The contract work system
is usually applied to the type of supporting work

that is not directly related to the core business
of the company; the position levels are usually
the lower staff levels. In practice the use of contract
labor occurs almost in every type of work, not
only in non-core or supporting jobs but also on
permanent and core occupations, such as the
work of doctors or nurses in hospitals, university
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lecturers, tellers in banking, and the practice of
using contract labor for permanent employment
in the company (Maryono, 2009). Based on
observations, some employees have the contracts
extended system over and over which indicates
that their jobs are required by the company on
a continuous basis rather than temporary. This
is in accordance with the results of research
Tjandraningsih et al (2010) that companies extend
the contract labor 2.5 times but based on their
research they found that the contracts are
extended more than 3 times. In Riau Islands
there are workers contracted up to 9 times, in
West Java up to 15 times and in East Java up to
11 times.

Maryono (2009) states that the use of contract
labor is an organizational strategy to cut costs. It
is said that the contractual and outsourced work
system on the one hand opens employment
opportunities, and is considered better than
unemployment. Tjandraningsih et al (2010) has
�indings that the practice of contractual and
outsourced employment re�lects the essence of
labor outsourcing practices that require more
serious handling because there are still multiple
interpretations of the existing provisions.

Committed employees will do their jobs in
best, and become organizational capital to gain
competitive advantage. Mathew and Zajac
(1990) state that if employees have a high
commitment, then the company will get positive
impacts such as increasing productivity, work
quality and employee satisfaction as well as
decreasing levels of delay, absence and turn
over. In order to achieve maximum employee
commitment, a company should ful�ill employees'
rights so that they can possess high loyalty
and commitment. Employee commitment is a
condition that characterizes relationships
between employees and organizations having
implications for individual decisions to stay or
leave the organization. Decent salary in
accordance with the burden / job responsibilities,
job security, recognition of achievement, and
opportunities to grow are some examples of the
employees’ rights. Furthermore, the ful�illment of

these rights will lead to job satisfaction.

The results of the study by U� nsal-Akbıyık et al.
(2012) show that non-permanent employees
have higher job insecurity and affective
commitment to a lower organization than
permanent employees. The result of the research
about work attitude of contract and outsourcing
employees by Widodo (2010) shows that job
insecurity of contract employee actually have
a positive and signi�icant effect on employee
performance. Clark (2005) provides the temporary
workers and permanent workers; temporary
workers are differentiated as workers' own
choice, and because of having no choice. Workers
who choose to work temporarily have positive
work results and do not differ signi�icantly from
permanent workers.

Irene (2008), reveals several factors that may
affect the job insecurity are demographic
characteristics (age, gender, length of service,
marital status, and level of education), job
characteristics, environmental conditions,
ambiguity of roles, locus of control, and job
value. It also discloses that vulnerable workers
experiencing job insecurity include incompetent
permanent employees, freelancers and contract
workers, new employees who are on probation,
and work from a secondary labor market,
unskilled workers, seasonal workers and
employees from contracting service providers.
Job insecurity gives negative effects on both
psychological and non-psychological aspects.
Among the psychological aspects that arise
include the decrease in job satisfaction, decreased
creativity, feelings of gloom and guilt, anxiety and
even anger. Manuaba & Astiti (2014) reveals the
signi�icant relationship between job insecurity
and organizational commitment and performance
of contract employees. Job insecurity is negatively
related to the performance of contract employees.
Caballer and Peiró (2010) stated that job
insecurity relates negatively to job satisfaction
and organizational commitment and positively
to intention to leave.

De Witte (2005) stated that it is important that
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companies give interventions aimed at improving
control, for example by improving communication
or participation in organizational decision
making. This is necessary because it is likely
to reduce job insecurity and the negative
consequences of job insecurity on employees’
behavior. Study by Rath (2011) showed that
perceived procedural justice was a signi�icant
moderator in the relationship between the role
stressors and general health. Results also show
a direct relationship of justice perceptions with
strains. The important of organizational justice
as a moderator variable also found by Shahid
et al. (2018), which their research indicated
that organizational justice signi�icantly moderate
on the relationship of emotional exhaustion
and job related outcomes (teachers learning,
organizational commitment, and organizational
loyalty).

Based on the previous statement, this research
problems are : 1) Does job insecurity perceptions
affect organizational employee commitment? 2)
Does organizational justice affect organizational
employee commitment? 3) Does organizational
justice moderate the effect of job insecurity
perceptions on organizational commitment?

When human resource policies have been
established, related to contractual and outsourced
employees, efforts should be taken to ensure
that effectiveness can be achieved. The
recommendations from the results of this study
are expected to optimize the effectiveness of
the companies implementing policies of contract
and outsourcing system, especially addressing
the negative impacts of job insecurity.

LITERATURE REVIEW
Job Insecurity
Job insecurity or the threat of unemployment
is de�ined in various ways in the literature.
Greenhalgh and Rosenblatt (1984) de�ine job
insecurity as the perceived powerlessness to
maintain the desired continuity in a threatened
job situation. Smithson and Lewis (2000) de�ines
job insecurity as the psychological condition of
an employee who has insecurity due to perceived

impermanence. This condition arises because
of the many types of work that are temporary or
contract based work. The increasing number of
jobs with temporary or non-permanent duration,
causing more employees to experience job
insecurity. De Witte (2005) made a conclusion
that the job insecurity of employee makes
consequences the feelings of helplessness to the
desired job continuity.

Dimensions of Job Insecurity
Some opinions about job insecurity dimensions,
as de�ined by Greenhalgh and Rosenblatt (1984)
divide job insecurity into two dimensions, affective
and cognitive. Affective means the employees’
perception of job insecurity because of the fear
of losing job. Cognitive means the employees’
perception of job insecurity because of the fear
that there is a risk of losing job.

Measurement of Job Insecurity
The measurement of job inscurity used in this
study refers to the questionnaire developed by
Elst el al. (2014) consisting of three questions
to measure affective job insecurity and three
questions for measuring cognitive job insecurity.
Questions are prepared with multiple choice
answers with Likert scale, scale 1 (strongly
disagree) up to 5 (strongly agree).

Organizational Commitment
Meyer et al. (1997) de�ine organizational
commitment as a psychological condition that
characterizes employee relationships with
organizations, and furthermore, it has implications
for their decision to continue or terminate their
membership from the organization. In other
words, they consider employees committed as
people staying with organizations either in
favorable or unfavorable conditions, they remain
to work regularly and put themselves fully into
achieving shared goals, values, and mission of the
organization. Organizational commitment gains
popularity in the �ield of organizational behavior
and industrial and organizational psychology
as it represents both affective (attitudes) and
sustainable behavior in organizations (Allen and
Meyer, 1990, Allen and Meyer 1993).
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Organizational Commitment Dimension
Allen and Meyer (1993) propose three models
of organizational commitment and they are
re�lected in three main areas: 1) Affective
commitment is the desire to work for a company
because employees agree to the organization's
goals and there is a desire to do it. 2) Continuance
commitment is the desire to keep working on
companies because they do not want to lose
something related to their work. 3) Normative
commitment is the desire to work for a company
because of pressure from other parties.

Allen and Meyer (1993) argue that each
component has a different basis, namely: 1)
Affective components associated with emotional,
identi�ication and employee involvement within
an organization. 2) The continuance component
means a component based on the work's
perception of the losses that will be faced if
leaving the organization. 3) The normative
component is the employees’ feelings about the
obligations that must be given to the organization.
hhn

Employees with high affective components still
join the organization because of the desire to
remain to be members of the organization.
Meanwhile, employees with high continuance
components still join the organization because
they need the organization. Employees with high
normative components remain to be members
of the organization because they have to do it.
Every employee has a different base and behavior
depending on his organizational commitment.
Employees with an organizational commitment
on an affective basis have different behaviors
with employees based on continuance. Employees
who wish to be members will have a desire to
use the same effort as the organization's goal.
Conversely, those who are forced to become
members will avoid �inancial losses and other
losses, so they may not do their best. Meanwhile,
the normative component that develops as a
result of the socialization experience, depends
on to which the extent employees feel the
obligation. The normative component creates
a sense of duty to the employees to pay what

they have received from the organization. This
research uses the concept of organizational
commitment as a multidimensional concept
advocated by Allen and Meyer (1990).

Organizational Justice
Organizational justice refers to the perceived
fairness of the exchanges taking place in an
organization, be they social or economic and,
involving the individual, in his or her relations
with superiors, subordinates, peers; and the
organization as a social system (Beugre, 1998).
Organizational justice generally consists of three
subdimensions: distributive justice, procedural
justice, and interactional justice. Distributive
justice is concerned with outcomes, such as
salaries, rewards, and promotions (Colquitt,
2012).

Dimensions of Organizational Justice
The dimensions of organizational justice
variables are 1) Distributive Justice; Distributive
justice deals with the personal advantage of
allocating resources within an organization.
The period between the 1950s and 1970s, most
organizational justice studies focused on
distributive justice, based on the theory of social
exchange (Colquitt, 2012). Homans (1961)
suggests that individuals expect fair exchanges,
and such perceptions depend on the objects of
individual reference. In particular,

Adams (1965) uses equity theory to measure
individuals' work motivation and satisfaction
under three conditions under-reward, over-
reward, or fair rewards. Individuals who feel
injustice based on comparisons with others
are not on objective criteria. Empirical research
has examined how people respond to the results
of resource allocation decisions as a perceived
function of justice. Individuals who are overpaid
will feel guilty, while less-paid individuals will
feel angry (Colquitt, 2012). Distributive justice
comes from two types of comparison;
comparisons of own outcomes and incomes
(intrapersonal), and social comparison with
others. As a consequence of perceived injustice,
anger and aggression against the organization
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can be a cause for integrating distributive justice
with procedural justice.

The rewards, especially the respect for one's
status, are re�lected in the treatment, especially
of the powerful person, of the group members.
Issues about wise and respectful treatment,
respect for rights are parts of the rewards.
The better the quality of treatment of groups
or authorities to their members, the fairer the
interaction is. The treatment that shows respect
for others can be in the form of words, attitudes,
or actions. Positive forms of appreciation include
quick responses to questions or issues raised,
appreciation of the work of others, helping,
praising right actions or good results, and so
on. In contrast, cursing, yelling, abandoning,
humiliating, threatening, and deceiving are forms
of behaviors that are contrary to respect (Donovan
et al., In Faturochman, 2002).

Previous Researches
Various studies indicated the important of
organizational commitment because its positive
and signi�icant impact on employee performance
as Kristiwardhana (2011), Suharto et al. (2019)
and Azlan et al. (2017). Nevertheless, the
phenomenon of contract employees raises
concerns about their commitment to the
organization; several studies have shown that
contract employees experience job insecurity
as Adeugba and Oteyono (2012), Clark and
Postel-Vinay (2005).

Anwar et al. (2011) stated that to retain their
employees it is advisable to provide them with
job security. The results of the study are supported
by Dawson et al. (2014), Shakir and Zia (2014)
stated that job stress is experienced by contract-
based teachers. Research results by Nugraha
(2010) showed that job insecurity variables
negatively affect employee performance.

Research conducted by Guest and Clinton (2006)
contradicts expectations, temporary contract
workers report that they get better welfare,
better public health, have more positive attitude
toward work and better work behavior than

their peers. A possible explanation lies in the
decline value of permanent employment. Many
workers continue to report high levels of
workload, relatively high levels of irritation,
anxiety and depression as well as a strong
disruption of work to life at home. Temporary
work may have disadvantages; but for many
people, permanent workers turn out to have more
negative things. Results of research by Wijaya
(2010) state that job insecurity has a negative
and signi�icant impact on job satisfaction. The
negative effects of job insecurity also found by
Soelton et al. (2019) which their research found
that there is a joint effect between job insecurity,
work stress and work family con�lict variables
on employee burnout.

The inconsistency of the results of the study
may be explained by the Selenko & Paul (2011)
focuses on the relationship between job insecurity
and self-reported performance. They proposed
that the relationship is U-shaped and mediated
by forces in the workplace. Overall, the results
show that the quadratic effect adds to the
understanding of the relationship between job
insecurity and self-reported work performance.

The existence of the role of the moderating
variable of the in�luence of job insecurity on
employee commitment is shown by the research
of Noviarini (2013), that by including variabel
locus of control in job insecurity relationship
with organizational commitment and employee
satisfaction hence group of employees with
external locus of control in high job insecurity
environment have commitment with the lowest
job satisfaction compared to employees who
have internal locus of control. The research by
Winarsih and Riyanto (2020) showed that
organizational justice had positive and signi�icant
impacts on positive behaviors, organizational
commitment and signi�icant organizational
citizenship behaviors.

Study by Rath (2011) showed that perceived
procedural justice was a signi�icant moderator
in the relationship between the role stressors
and general health. Results also show a direct



- 182 -

International Journal of Business Studies Vol. 5 No. 3 (October 2021)

relationship of justice perceptions with strains.
Results of Shahid et al. (2018) indicated that
organizational justice signi�icantly moderate
on the relationship of emotional exhaustion
and job related outcomes (teachers learning,
organizational commitment, and organizational
loyalty).

Based on previous theoretical and research
review, this research uses job insecurity variable
as independent variable (X1), and trust of
organizational equity as moderating variable
(X2). Organizational commitment as a dependent
variable (Y). The framework of research can be
described as Figure 1.

Research Hypotheses
1. Job insecurity has a signi�icant effect on

organizational employee commitment.
2. Organizational justice has signi�icant effect

on organizational commitment.
3. Organizational justice moderates the

in�luence of job insecurity on organizational
commitment.

RESEARCHMETHODS
The research design that the researcher uses
is explanatory research, a research which aims
to explain the causal relationship between
variables through hypothesis testing. This design
is commonly referred to as the causal design
or hypothesis testing design, i.e. studies that
include explaining certain relationships or
determining the differences between groups
or the independence of two or more factors in
a situation (Sekaran, and Bougie, 2016).

The variables of this research consist of an
independent variable (job insecurity), a dependent
variable (organizational commitment), and
a moderation variable (organizational justice).

Job insecurity is measured by employees’
perceptions of their job insecurity, measured
by two dimensions, affective dimension and
cognitive dimension. Each dimension consists of
4 multiple choice questions with scores on
the respondents’ answers. Organizational justice
is the perceptions of respondents about the
treatment of justice received by respondents
from the management, consisting of three
dimensions of measurement namely the
dimension of distributive justice, procedural
justice and interactional justice. Organizational
commitment is employees’ perception of their
attachment to the company in which they work
today. Organizational commitment is measured
by using 3 dimensions, namely affective
commitment, continuance commitment and
normative commitment. Each dimension consists
of 5 questions.

The study uses primary data, obtained directly
from the employees, who are the respondents
of the study. The primary data in this study are
obtained through questionnaires distributed
to employees to be �illed out by self-rating. The
data collection technique in this study is survey
method, by questionnaires.

The study population refers to the unit of
analysis, i.e. individual employees. The research
population is the student of the Magister
Management program at Mercu Buana University
in Jakarta Classes. The sampling technique is
class sampling, i.e. �ive classes are selected
randomly with the consideration that it will be
obtained 125 samples.

The data collection uses questionnaires so they
need to be tested the validity and reliability.
Validity is measured by a correlation test between
the questionnaire scores with the total score of
constructs or variables. The score of each question
item is considered valid or not, based on statistical
criteria as follows: 1) If r-count> r-table and
is positive, then the variable is valid. 2) If r-count
<r-table, then the variable is invalid. 3) If r-count
>r-table but it is marked negative, then the
indicator is also considered invalid.
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The reliability of a question can be seen from
the output of SPSS in the table with the title
reliability statistics. A reliability test is a tool
to measure a questionnaire that has indicators
of variables or constructs. A questionnaire is
considered reliable if one's response to a
statement is consistent or stable over time. As
Taherdoost, (2016) assessment of the reliability
of each question item can be seen from the value
of Cronbach's Alpha on each item. A question
is said to be reliable when Cronbach's Alpha
value is greater than 0.6.

The research questions will be answered through
a regression approach. The regression equation
must meet the classical assumption, so it needs
normality test, multicollinearity test, and
heteroscedasticity test.

The multiple linear regression equation with the
moderation variable is as follows:
Y = a + b₁X₁ + b₂X₂+b3X₁X₂ + e
Dimana :
Y = Organizational Commitment
a = Constanta
b1 = Regression coef�icient for job insecurity
b2 = Regression coef�icient for organizational
justice
b3 = Coef�icient of moderation variables
X1 = Job insecurity
X2 = Justice of the organization
X1X2 = Job Insecurity Interaction with
Organizational Justice
e = residual value

Model Accuracy
The accuracy of the model is tested through F
(goodness of �it) test:
Ho: Accepted if F-count < F-table
Ha: Accepted if F-count > F-table
If the value of F-count is greater than F-table, the
model of regression equation has good goodness
of �it.

Testing the in�luence of independent variables
Hipotesis 1
Ho : b1 = 0: There is no effect of job insecurity on

organizational commitment.

Ha : b1 ≠ 0: There is an effect of job insecurity on
organizational commitment.

Criteria:
Ho accepted if t-count ≤ t-table or �> 0,05
Ha accepted if t-count> t-table or �� 0,05

Hipotesis 2
Ho :b2 = 0: There is no effect of organizational

justice on organizational commitment.
Ha :b2 ≠ 0: There is an effect of organizational

justice on organizational commitment.
Criteria:
Ho accepted if t-count ≤ t-table or �> 0,05
Ha accepted if t-count > t-table or �� 0,05

Hipotesis 3
Ho :b3 = 0: Organizational justice does not

moderate the in�luence of job insecurity on
organizational commitment.

Ha :b3 � 0: Organizational justice moderates the
effect of job insecurity on organizational
commitment.

Ho accepted if t-count ≤ t-table or �> 0,05
Ha accepted if t-count > t-table or �� 0,05

RESULTS AND DISCUSSION
The statistics of respondents' answers are
used to know the condition of job insecurity,
organizational justice and organizational
commitment based on the respondents’
perceptions. The statistics of respondents'
answers presented in Table 2 shows that job
insecurity is included in the low category with
an average score of 2.385. This explains that
most of the respondents are employees who have
been settled in their work considering that the
samples are regular 2 students of Mercu Buana
University in the Magister Management program.

Organizational commitment is at a fairly good
level, with an average score of 3.6466.
Organizational commitment still needs to be
improved because the score 4 indicates the
respondents agree and the score 5 indicates the
respondents strongly agree with the statements
that measure organizational commitment.

Organizational justice is also perceived by the
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respondents quite well, seen from the average
score of organizational justice of 3.6876.
Organizational justice is in a condition that still
needs to be improved, given the score 4 indicates
the respondents agree and the score 5 indicates
the respondents strongly agree with the
statements that measure organizational justice.

The testing the validity uses the criteria of
correlation of each dimension with the total
score of the overall dimensions on each variable.
The result of the calculation using SPSS
program is presented in Table 2. It shows that
all dimensions have positive and signi�icant
correlation value and have greater value than
the value of r-table. Based on these criteria, the
overall dimensions used to measure the research
variables are valid.

The result of reliability test of measuring the
research instrument conducted with the criterion
value of Cronbach's Alpha is bigger than 0,6.
The result of the calculation of Cronbach's Alpha
values are presented in Table 2. It shows that
the value is greater than 0.6. This means that
the overall research instruments of the study are
valid so that they can be used to measure the
research variables.

The classical assumption test is performed on
regression analysis stage 2, in which job insecurity
and organizational justice variables are included
as independent variables. The results of the
classical assumption test are presented below.
Test results with P-P Plots of standardized residual
with dependent variable i.e. organizational
commitment are presented in Figure 2. The graph
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shows that the dots are a combination of
standatdized residual with organizational
commitment variable following diagonal line,
so that normality assumption is ful�illed.

The multicollinearity test results presented in
Table 3 show that the overall tolerance value is
greater than 0.10 and the overall VIF value is less
than 10. Based on that, the research regression
model meets the multicollinearity assumption.

Testing of heteroscedasticity assumption is done
by scatter plot method, in which the results are
presented in Figure 2. The test results show that
the result is spread and does not form a certain
pattern. It means the model ful�ills the assumption
of heteroscedasticity.

Hierarchical Regression Analysis
To test the hypotheses in this study, the
hierarchical regression analysis method is used.
It consists of simple linear regression and
moderation test. Before testing the hypotheses,
the Goodness of Fit test is tested.

Goodness of Fit Test
This test is performed to see the �it of the
research model by looking at the signi�icant
value of the overall model, i.e. by using the F
test and the signi�icance level is less than 0.05.
If the value of signi�icance is less than .5 then
the model is feasible for use in the study.
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In Table 4, there are three types of models,
namely model 1, model 2, and model 3, each of
which has different predictors coming in the
regression. When Model 1 (which contains job
insecurity only), the predictor contribution of
21.0% (see R-square). The value of F is 7,171 (p =
0.012; p <0.05). This means that job insecurity
can predict organizational commitment negatively
and signi�icantly.

Model 2 has incorporated organizational fairness
variables in the regression model. It turns out
that organizational justice is also able to predict
organizational commitment well, as proven from
its contribution increasing from 21.0% to 42.3%.
This contribution is signi�icant as seen from the
signi�icant change of F or F-Change = 9,597 (p =
0.005; p <0.01).

Model 3 is a model by including the interaction
between job insecurity with organizational justice.
It turns out that the addition of interaction
variables only slightly increases the R-square
value from 42.3% to 43.6% in which the change

also occurs in the value F-count from 0.005 to
0, 449. Based on it, model 3 is not better than
model 2.

Hypothesis testing
To test the effect of job insecurity on
organizational commitment (hypothesis 1),
the simple linear regression is used. While to
examine the effect of organizational justice as
a moderating variable on the in�luence of job
insecurity toward organizational commitment,
the multiple linear regression analysis model
with t-test criteria of job insecurity variable
interaction with organizational justice is used.
The test results are presented in Table 5.

As presented in Table 5, in model 1 it can be
concluded that job insecurity has a negative and
signi�icant effect on organizational commitment.
The more insecure employees feel at work,
the lower the employee commitment to the
organization is. Model 2 is done by incorporating
organizational justice into the model. The test
result with model 2 shows the in�luence of job
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insecurity on organizational commitment is not
signi�icant while the in�luence of organizational
justice toward organizational commitment is
positive and signi�icant. It means that the more
fairly employees are treated, the higher the
organizational employee commitment is.

Testing with model 3 incorporates an interaction
variable. Interaction variable is a variable
formed by multiplying job insecurity variable
with organizational justice variable. The result
of the regression by entering the interaction
variable into the regression model gives the
t-count value for the three variables is not
signi�icant. Based on the above, it can be concluded
that organizational justice is not proven to be a
variable that moderates the in�luence of job
insecurity on organizational commitment.

The results show that organizational justice is
a more important factor affecting organizational
employee commitment, as indicated by positive
and greater regression coef�icients than the
negative effects of job insecurity. This is in
accordance with the results of the previous
research by Mahrani et al. (2015), Aküzüm
(2014), Turgut et al. (2012), Malik and Naeem
(2011), Jawad et al. (2012), Hassan (2002),
Leow and Khong (2009), Akanbi and Ofoegbu
(2013), Raza et al. (2013), and Gayipov and

Bedük (2014) which state that organizational
justice is an important factor in shaping
organizational employee commitment. But this
research did not support Rath (2011) and
Shahid et al. (2018), which organizational justice
moderate the relatonship between negative
perception on employee outcome behaviors.

CONCLUSION AND RECOMMENDATION
The conclusion of this study is job insecurity has a
negative and signi�icant effect on organizational
employee commitment, 2) organizational justice
has a positive and signi�icant impact on
organizational employee commitment and 3)
organizational justice is not proven to moderate
the in�luence of job insecurity perception on
organizational employee commitment.

Based on the results of the research, the
organizational justice is not proven to moderate
the in�luence of job insecurity to organizational
employee commitment. However, the results of
the study show that organizational justice has
a positive and signi�icant effect on organizational
employee commitment. The recommendation
that can be given to management to increase
organizational commitment is to provide a sense
of justice to employees. It is expected to reduce
the negative effects of job insecurity felt by
employees on their organizational commitment.
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