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Abstract  

This study aims to analyze the effect of organizational justice, emotional intelligence, and self-

esteem on counterproductive work behavior mediated by employee work stress at the Ministry of 

Religion West Nusa Tenggara Province. This type of research is associative quantitative research. The 

data  collection  method  carried  out  by  researchers  is  the  census  method  involving  114 employees. 

The data collection tool used in this study was a questionnaire. The data analysis uses SEM-PLS analysis. 

The results showed that (1) Organizational Justice negatively and significantly affected counterproductive 

work behavior. (2) Emotional Intelligence has a negative and significant effect on counterproductive work 

behavior. (3) Self-Esteem has a negative and significant effect on counterproductive work behavior. (4) 

Organizational justice negatively and significantly affects work stress. (5) Emotional intelligence 

negatively and significantly affects work stress. (6) Self- esteem has a negative  and significant  effect  on  

work  stress.  (7)  Job stress positively and significantly affects  counter productive work behavior. (8)  

Job stress mediates organizational justice's negative and significant effect on counterproductive work 

behavior. (9) Job stress mediates emotional intelligence's negative and significant influence on 

counterproductive work behavior. (10) Job stress mediates self-esteem's negative and significant effect on 

counterproductive work behavior. 

Keywords: Organizational Justice; Emotional Intelligence; Self-Esteem; Work Stress; 

Counterproductive Work Behavior 

 
Introduction 

Every organization generally evaluates employee performance, including the causes for the 

decrease or increase in the employee's work results. The reasons are divided into two streams, on the 

one hand, the flow that pays attention to the interests of others or practical actions that have the potential 

to increase the organizational value, which is commonly called organizational citizenship behavior 

(OCB), and on the other hand, belongs to the flow that acts destructively or disrupts so that it can 

injure colleagues. Work or organization is commonly called counterproductive work behavior 

(Rachmawati, Putra, and Hayuningtyas, 2021). Counterproductive work behavior (CWB) creates high 

economic costs for the organization and psychological and social fees (Mansour and Shehadeh, 2020). In 
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addition, counterproductive work behavior concerns researchers because such behavior can lead to 

negative consequences and endanger the company's productivity (Sunargo and Hastuti, 2019). 

Suroso, Gal, and Anggraeni (2020) define counterproductive work behavior as behavior carried 

out by employees to harm the organization and the people in it, either directly or indirectly. One of the 

main factors is organizational justice. Sturdy et al. (2021) proved that perception of fairness is negatively 

related to CWB. Therefore, Tolga (2020) points out that it is necessary to take steps such  as  increasing  

organizational  justice  to  reduce  and  eliminate  CWB.  Meanwhile, Rachmawati, Putra, and 

Hayuningtyas (2021) found that distributive, procedural, interpersonal, and informational injustice did not 

affect CWB. 

In addition to organizational justice, emotional intelligence is also seen as influencing 

counterproductive work behavior (CWB). Emotional intelligence plays a vital  role in  shaping 

individual  performance  in  the  workplace.  If employees'  dynamic  intelligence  increases,  their deviant 

behavior will significantly reduce (Samanta and Kallou, 2020).StudyMiao, Humphrey, and Qian (2020) 

show that emotional intelligence affects CWB. Riaz, Mahmood, and Shabbir (2020) also support the 

relationship between emotional intelligence and CWB. Meanwhile, Farrastama, Asmony, and Hermanto 

(2019) showed that emotional intelligence had a negative and insignificant effect on counterproductive 

work behavior. Finally, Samanta and Kallou (2020) explain that employees' emotional intelligence level 

does not affect CWB status. 

Self Esteem also plays a vital role in predicting employee behavior. Self Esteem is a sense of 

self-worth with the average feeling about themselves in various social situations (Bai, Lin, and Wang, 

2016). Bae and Kim (2018) found that Self Esteem affects counterproductive work behavior. Bai, Lin, 

and Wang (2016) show that Self Esteem is negatively correlated with counterproductive work behavior. 

Meanwhile, Ojo (2017) found no significant difference between employees with high and low self-

esteem on employee work behavior. 

The relationship between organizational justice, emotional intelligence, and Self Esteem 

with CWB can be mediated by job stress. Stress is a form of emotional and physical reaction that arises 

in response to demands from within or outside the organization. Emotional Intelligence can be 

controlled and create a fair organizational environment, so it can minimize work stress so that if work 

stress is low, the possibility of employees doing CWB will be low (Farrastama, Asmony, and Hermanto, 

2019). Bae and Kim (2018) found that higher Self Esteem tends to reduce work stress, thus avoiding 

counterproductive work behavior. Meanwhile, Supriyati et al. (2020) said that work stress had no 

significant effect on counterproductive work behavior. 

The existence of a research gap from the results of previous studies motivates researchers to 

research the effect of organizational justice, emotional intelligence, and Self Esteemto Counterproductive 

work behavior (CWB) with mediated work stress. This research was conducted at the Ministry of 

Religion West Nusa Tenggara Province. 

 

Literature Review  

Counterproductive Work Behavior 

Organizational behavior is a field of study that invests in the influence of individuals, 

groups, and structures on behavior within organizations to apply knowledge to increase organizational 

effectiveness (Robbins and Judge, 2017). For example, counterproductive Work Behavior (CWB) is a 

behavior that endangers employees and the company (Kreitner and Kinicki, 2014:176). 
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CWB is defined as behavior that is contrary to the organization's interests, is illegitimate, and 

has the potential to harm individuals and organizations (Suyasa et al., 2020). Interpersonal 

counterproductive work behavior is a person's work behavior with other people at work that violates 

written or unwritten rules and norms so that it has the potential to harm members and the organization in 

achieving goals (Supriadi, 2020). 

The factors that influence counterproductive work behavior (Siagian, 2014: 54) include genetic 

factors, environmental factors, education factors, experience factors. Indicators of Counterproductive 

Work Behaviors follow (Anderson, 2005:147): property deviation, production deviation, political 

deviance, personal aggression, 

Justice 

Equity theory is a theory better known as the balance theory or justice theory developed by Stacy 

Adam. Equity theory states that individuals will compare the inputs and outcomes of work with  others,  

then  respond  to  eliminate  injustice.  Organizational  injustice  can  lead  to  deviant workplace behavior 

(Robbins and Judge, 2017:245). According to Thomas Hobbes, justice is an act that can be considered fair 

if it has been based on an agreed agreement. Therefore, justice or a new sense of justice can be achieved 

when there is an agreement between the two parties who promise (Nasution, 2017). 

The theory of justice was developed to explain employee attitudes and behavior. It leads to a 

research area called organizational justice (Kreitner and Kinicki, 2014). Therefore, organizational justice 

in an agency is fundamental to avoiding counterproductive work behavior (CWB) by employees. 

Organizational fairness reflects a person's acceptance of being treated fairly at work (Kreitner and  

Kinicki, 2014).  However, Suyasa  et  al.  (2020) argue  that  individuals  may feel mistreated, even 

though  the individual is present in the decision-making process and gets the appropriate value. 

The feeling of being mistreated can occur because the decision-making authority rejects the 

individual's opinion, and the individual feels that they do not get an explanation for the refusal. 

According to Greenberg and Colquitt (2013), organizational justice is center on the impact of managerial 

decision-making, perceived quality, effects of justice, and the relationship between individual and 

situational factors. It explains individual perceptions of fairness in organizations. 

Gibson et al. (2012:179) define organizational justice as the degree to which an individual feels 

treated equally in the organization where he works. The indicators of organizational justice used are as 

follows (Kreitner and Kinicki, 2014): 

a.Distributive justice, perceived justice in terms of the distribution of resources and rewards. 

b.Procedural fairness, perceived fairness in the processes and procedures used to make distribution 

decisions. 

c.Interactional justice includes people who feel treated as not fair when procedures are 

implemented. 

Emotional Intelligence 

Emotional intelligence is the ability to engage in relationships maturely and constructively 

(Kreitner and Kinicki, 2014). Meanwhile, according to Robbins and Judge (2017), Emotional intelligence 

is a person's ability to assess emotions in oneself and others, understand the meaning of emotions, and 

regulate one's emotions regularly in a pilot model. Therefore, people who know their own emotions and 

are good at reading emotional cues, such as knowing why they are angry and how to express themselves 

without breaking the norm, are more effective. 
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Mubayidh (2006) states that emotional intelligence as social intelligence is related to the 

individual's ability to monitor both his own emotions and the emotions of others. This ability is used to 

direct the pattern of thought and behavior. Shapiro (2003) defines emotional intelligence as a set of 

mental functions that involve the ability to monitor the intensity of feelings of oneself and others. 

Goleman (2021:56)  reveals  five  indicators  of  emotional  intelligence  that  can  guide 

individuals  to  achieve  success: self-awareness,  self-regulation,  motivation, recognizing  other people's 

emotions, and social skills. 

Self Esteem 

Self Esteem believes in overcoming life's challenges (Branden, 2011). Self Esteem is the overall 

assessment of ourselves (Engels, 2011). Meanwhile, according to Branden (2021), self- esteem is a strong 

force within us. It includes more than an innate sense of self-worth which may be a human right but 

seeking to cooperate with us. Dariuszky (2004) suggests Self Esteem is a person's assessment that he can 

face life's challenges and find happiness. 

Mapiarre (2006) associates Self Esteem with a person's self-concept depending on himself and 

how he views his life. People with healthy Self Esteem are usually able to respect themselves and   

control   their   behavior   in   the   work   environment   to   minimize the occurrence of counterproductive 

work behavior. 

Dariyo (2007) suggests that the Self Esteem of each individual generally includes 3 (three) 

aspects, namely:  

a. Physically Self Esteem the attitude of a person to be able to respect himself based on his 

assessment of the characteristics of his body. 

b. Performance Self Esteem the attitude of a person can appreciate the experience of past work 

performance. 

c. Social Self EsteemIt is a person's attitude to be able to respect the assessment of others towards 

him. 

Work Stress 

Stress can negatively impact organizational behavior and employee health (Kreitner and Kinicki, 

2014).  According to Robbins and  Judge  (2017), Stress  is  a  condition  of confronting opportunities, 

demands, or resources that individuals want with uncertainty. In addition, Mangkunegara (2013) suggests 

that Stress is a feeling of pressure experienced by employees in dealing with work. 

Hasibuan (2013) states that work stress is a condition of tension that affects a person's emotions, 

thought processes, and requirements. Gibson et al. (2012) define job stress as an adjustment response 

mediated by individual differences resulting from each action. According to Robbins and Judge (2017), 

factors that affect work stress are environmental, organizational, and personal characteristics. According 

to (Hasibuan, 2013), work stress has five indicators: conflict, communication, working time, leadership 

attitude, and workload. 

Conceptual Framework 

The conceptual framework in this study is described as follows: 
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Figure 1. Conceptual Framework 

Based on the conceptual framework above, the researcher proposes the following hypothesis: 

H1: Organizational justice impacts on counterproductive work behavior (CWB). H2: Emotional 

intelligence impacts on counterproductive work behavior (CWB). H3: Self-esteem impacts on 

counterproductive work behavior (CWB). 

H4: Organizational justice impacts on work stress.  

H5: Emotional intelligence impacts work stress. H6: Self-esteem impact on work stress. 

H7: Job stress significantly affects counterproductive work behavior (CWB). 

H8: Work Stress mediates the effect of organizational justice on counterproductive work behavior(CWB). 

H9: Work Stress mediates the influence of emotional intelligence on counterproductive work behavior 

(CWB). 

H10: Work Stress mediates the effect of self-esteem on counterproductive work behavior (CWB)State 

Civil Apparatus (ASN). 

 

Methods 

This type of research  is descriptive and quantitative. The descriptive analysis  seeks  to 

describe  research  activities  to  systematically  explain  the  parts  and  phenomena  and  their 

relationships using mathematical models, theories, and hypotheses related to research (Sugiyono, 

2019). Respondents in this study were all State Civil Apparatus at the Ministry of Religion West Nusa 

Tenggara Province, as many as 114 people. The research sample was conducted using a saturated 

sampling technique. Sugiyono (2019) says that saturated sampling is a sampling technique when all 

population members are used as samples. Data collection tool with Questionnaire. The Questionnaire 

used to measure the CWB of the State Civil Apparatus the Ministry of Religion West Nusa Tenggara 

Province was sourced from Anderson (2005). measurement of organizational justice comes from Kreitner 

and Kinicki (2014). The measure of emotional intelligence comes from Goleman (2021). The measure of 

Self Esteem comes from Dariyo (2007). Measurement of Work Stress comes from Robbins and Judge 

(2017). 

This study uses the Partial Least Squares (PLS) method for data analysis. The PLS method aims 

to estimate and analyze the dependent variable from the independent variables. In this case, PLS reduces 

the dimensions of the independent variables by forming new, linear combinations of independent 

variables with smaller sizes (Abdi, 2010). PLS analysis is used following the problems studied; the 

Organizational 
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condition of the number of samples is not significant and does not require normality requirements and 

other conditions that are strict following various parameters and statistical approaches (Ghozali, 2011). 

 
Results  

Partial Least Square SEM Analysis 

Referring to the criteria set by Hair et al. (2013) in Ibrahim (2017), indicators with a loading 

value of less than 0.5 will drop from the analysis. 

 

Figure 2. Modeling Path Diagram and Outer Loading Values 

Based on the external loadings table above, it can see that the items from the Variables of 

Organizational Justice, Emotional Intelligence, Self Esteem, Job Stress, and Counterproductive 

Work Behavior have a loading value of more than 0.5. Therefore, it shows that all indicators used are 

valid. 

Composite Reliability Test 

The composite reliability test can see from the Cronbach's Alpha and Composite Reliability 

values. A construct is said to be reliable if it has a Cronbach's Alpha value > 0.60 and a Composite 

Reliability value > 0.70. The results of the composite reliability test can see in the following table: 
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Table 1. Construct Realiability Test Results 

Variable Cronbach's Alpha 
Composite 

Reliability 
Information 

Organizational Justice (X1) 0.905 0.922 Reliable 

Emotional Intelligence (X2) 0.937 0.945 Reliable 

Self Esteem (X3) 0.893 0.913 Reliable 

Counterproductive Work 

Behavior (Y) 
0.967 0.970 Reliable 

Work Stress ( Z ) 0.926 0.938 Reliable 

The table above shows that the Cronbach's Alpha value is > 0.60, and the Composite Reliability 

value for each research variable is > 0.70. So it concluded that the overall variables in the study are 

organizational Justice, Emotional Intelligence, Self Esteem, Job Stress, and Counterproductive Work 

Behavior Are Reliable. 

Predictive Relevance 

Predictive relevance, namely measuring how well the observed values are generated by the model 

and also the parameter estimates. 

Table 2. R Square 

Dependent Variable                        R Square 
Counterproductive Work Behavior (Y)                 0.643 

Work Stress ( Z )                                                   0.456 

 

Based on the value of R Square above, the value of Q Square (Q 2 ) can be calculated. Q- Square 

predictive relevance for structural models, measuring how well the conservation values are generated by 

the model and also the estimated parameters. Q-square value > 0 indicates the model has predictive 

relevance; conversely, if the value of Q-Square 0 shows the model lacks predictive relevance (Hair et al., 

2013). The formula does the q-Square calculation: 

Q2  = 1 – ( 1 – R1
2) ( 1 – R2

2) ... ( 1- Rp 2  ) 

With R1
2, R2

2, Rp
2... R is the R-square of the endogenous variable in the equation model. The 

value of determination (Q2) generated as a result of the evaluation of this research model is 0.806, eaning 

that the diversity of data can be explained by the model of the Effect of Organizational Justice, Emotional 

Intelligence, and Self-Esteem on Counterproductive Work Behavior Mediated by Work Stress at the 

Ministry of Religion West Nusa Tenggara Province was 80.6%. While the rest is explained by other 

variables from outside the model that was not included in this research model. 

Hypothesis Test 

It tests the research hypothesis by looking at the path coefficient and p-value with a 95% 

confidence level (alpha 5%). If the p-value is lower than alpha 5%/0.05, it states that the hypothesis is 

acceptable. 
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Table 3. Structural Model 

Relationship Between Variables 
Path 

Coefficient 

T-

Statistics 

P- 

Values 
Hypothesis 

Organizational Justice (X1)  Counterproductive 

Work Behavior (Y) 
-0.139 2.129 0.034 Received 

Organizational Justice (X1)  Job Stress (Z) -0.228 2.312 0.021 Received 

Emotional Intelligence (X2)  Counterproductive 

Work Behavior (Y) 
-0.120 2.045 0.041 Received 

Emotional Intelligence (X2)  Work Stress (Z) -0.229 2.435 0.015 Received 

Self Esteem (X3)  Counterproductive Work 

Behavior (Y) 
-0.220 2.656 0.008 Received 

Self Esteem (X3)  Work Stress (Z) -0.311 2.739 0.006 Received 

Job Stress (Z)  Counterproductive Work 

Behavior (Y) 
0.452 3.969 0.000 Received 

Organizational Justice (X1)  Job Stress (Z)  

Counterproductive Work Behavior (Y) 
-0.103 1.991 0.047 Received 

Emotional Intelligence (X2) Job Stress (Z)  

Counterproductive Work Behavior (Y) 
-0.103 2.046 0.041 Received 

Self Esteem (X3)  Job Stress (Z)  

Counterproductive Work Behavior (Y) 
-0.141 2.118 0.035 Received 

 

The first to tenth hypotheses are entirely acceptable. It is because every p-value for each 

relationship between variables is below the value of = 0.05. 

 

Discussion 

The Effect of Organizational Justice on Counterproductive Work Behavior 

The   results   show   that   organizational   justice   negatively   and   significantly affects 

counterproductive work behavior at the Ministry of Religion West Nusa Tenggara Province. It 

means that the higher the organizational justice perceived by the employee at the Ministry of 

Religion West Nusa Tenggara Province, the lower the employee's counterproductive work behavior. On 

the other hand, the lower the organizational justice of employees at the Ministry of Religion West 

Nusa Tenggara Province, the higher their counterproductive work behavior. 

This finding is in line with the theory of justice put forward by Rachmawati, Putra, and 

Hayuningtyas (2021), which explains that organizational justice is needed so that employees receive fair 

treatment  in  the workplace to  produce  good  work  results  for organizational  performance. Likewise, 

appropriate procedures in organizations make future resource achievements more predictable and 

consistent, thereby providing time and energy for employees for personal or community life (Mehmood, 

Nadarajah, and Akhtar, 2021). 

This study's results align with the research results of Carpenter, Whitman, and Amrhein (2021), 

which prove that organizational justice is negatively related to CWB. Likewise, the results of Tolga's 

research (2020) show that increasing organizational justice can reduce and eliminate CWB. Finally, 

Sunargo and Hastuti (2019) also show that the injustice of political organizations has a positive and 

significant effect on counterproductive work behavior. 
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The Effect of Emotional Intelligence on Counterproductive Work Behavior 

The results show that emotional intelligence negatively and significantly affects 

counterproductive work behavior at the Ministry of Religion West Nusa Tenggara Province. It means that 

the higher the emotional intelligence felt by the employee at the Ministry of Religion West Nusa 

Tenggara Province, the lower the employee's counterproductive work behavior. On the other hand, the 

lower the emotional intelligence of employees at the Ministry of Religion West Nusa Tenggara Province, 

the higher their counterproductive work behavior. 

The study results follow the theoretical concept put forward by Miao, Humphrey, and Qian 

(2020), which states that people with high emotional intelligence are good at understanding and managing 

their emotions so that counterproductive work behavior can be avoided. 

The results of this study are also in line with the results of research by Riaz, Mahmood, and 

Shabbir (2020); Miao, Humphrey, and Qian (2020); Ehigie and Hameed (2020); Susanti and Alwansyah 

(2021), who showed that emotional intelligence affected CWB. 

The Effect of Self Esteem on Counterproductive Work Behavior 

The study's results showed that Self Esteem significantly affected counterproductive work 

behavior. That is, the higher the Self Esteem perceived by employees at the Ministry of Religion West 

Nusa Tenggara Province, the lower the employee's counterproductive work behavior. On the other hand,  

the  lower  the  Self  Esteem  of  Employees  at  the  Ministry of  Religion  West  Nusa Tenggara 

Province, the higher their counterproductive work behavior. 

The results of this study are in line with the theory that explains that Self Esteem or self- esteem 

plays a vital role in predicting employee attitudes and behavior. Self-esteem refers to self- respect and 

worth. Therefore, individuals with solid self-esteem have positive attitudes towards life (Riaz, Mahmood, 

and Shabbir, 2020). 

This study's results align with the results of research by Bae and Kim (2018), which found that 

higher  Self  Esteem  tends  to  reduce  work  stress,  thus  avoiding  counterproductive  work behavior. 

The Effect of Organizational Justice on Work Stress 

The results showed that organizational justice negatively and significantly affects work stress. 

That is, the higher the organizational justice perceived by the employee, the lower the employee's work 

stress. On the other hand, the lower the organizational justice of the employees, the higher their work 

stress. 

The results of this study follow the theory put forward by Robbins and Judge (2017:429), which 

states that one of the causes of work stress is the desire for organizational justice. So, if a fair corporate 

environment is created in an agency, it can minimize the work stress experienced by employees 

(Farrastama, Asmony, and Hermanto, 2019). 

In work adjustment theory, the individual's adjustment to the work environment can be described 

as mutual responsiveness. To conclude a state of correspondence, it is necessary to describe the individual 

and the environment fairly. The level of work stress at a specific time will be determined by the 

discrepancy between the employee's perspective and his work environment, namely his direct supervisor, 

as a case of injustice (Tziner and Sharoni, 2014). 

This study's results align with Lambert et al. (2019) and Top and Tekingunduz (2018), who found 

that organizational justice affects work stress. 
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The Effect of Emotional Intelligence on Work Stress 

The study results show that emotional intelligence negatively and significantly affects work stress 

at the Ministry of Religion West Nusa Tenggara Province. The higher the emotional intelligence the 

employee feels, the lower the employee's work stress. On the other hand, the lower the emotional 

intelligence of employees, the higher their work stress. 

This study's results align with the theory put forward by Miao, Humphrey, and Qian (2020); they 

said that understanding and managing one's emotions and the feelings of other workers would certainly 

reduce work stress levels and consequently would lead to smooth. This study considers emotional 

intelligence a trait that helps minimize individual stress (Shukla and Srivastava, 2016). When emotional 

intelligence can be controlled, it can reduce work stress to be low (Farrastama, Asmony, and Hermanto, 

2019). 

This study's results align with the research of Farrastama, Asmony, and Hermanto (2019), which 

states that emotional intelligence affects work stress. In addition, Rakhshani, Motlagh, Beigi, 

Rahimkhanli, and Rashki (2018) show that emotional intelligence affects work stress. 

The Effect of Self-Esteem on Work Stress 

The results showed that self-esteem positively and significantly affects job stress. That is, the 

higher the Self Esteem felt by employees at the Ministry of Religion West Nusa Tenggara Province, the 

higher the employee's work stress. On the other hand, the lower the Self Esteem of Employees at the 

Ministry of Religion West Nusa Tenggara Province, the lower their work stress. 

This study's results align with the theory of Riaz, Mahmood, and Shabbir (2020), which says that 

higher Self Esteem tends to reduce work stress. High Self Esteem often involves one with positive 

behavior consistent with a positive evaluation of oneself. In turn, individuals with low self- esteem tend to 

engage in harmful behaviors related to their self-image that can increase job stress (Abas et al., 2015). 

This study's results align with Bae and Kim (2018), who state that Self Esteem affects work 

stress. Job stress can be conceptualized as a negative mental state caused by dynamic interactions between 

individuals and the work environment. Self-esteem can be increased through assessment of others, social 

comparisons, and self-attribution, so it is necessary to increase employee self-esteem by actively carrying 

out self-esteem training. 

The Effect of Job Stress on Counterproductive Work Behavior 

The results showed that Work Stress positively and significantly affects counterproductive work 

behavior. It means if the work stress is high, then the counterproductive work behavior is also high; 

otherwise, if the work stress is low, then the counterproductive work behavior will also be standard. 

This study's results align with Gibson et al. (2012). High work stress can affect the occurrence of 

counterproductive work behavior. CWB is behavior that goes beyond the boundaries of official 

employment, and it robs workers of many of the resources they need to fulfill formal jobs. As a result, 

workers have fewer resources to devote to routine tasks, which increases feelings of stress (Tziner and 

Sharoni, 2014). The results of this study are in line with Farrastama, Asmony, and Hermanto (2019), who 

stated that work stress affects counterproductive work behavior. 

The Effect of Organizational Justice on Counterproductive Work Behavior mediated by Job Stress 

The study's results indicate that organizational justice negatively and significantly affects 

counterproductive work behavior through work stress as a mediating variable. That is, the higher the work 

stress, the lower the influence of organizational justice on employee counterproductive work behavior. On 
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the other hand, the lower the work stress, the stronger the impact of organizational justice on the 

counterproductive work behavior of the Ministry of Religion West Nusa Tenggara Province. 

The results of this study are in line with equity theory which states that individuals will compare 

the inputs and results of their work with others. Then respond to eliminate injustice. HR policies and 

practices, including organizational injustice (organizational injustice), can lead to deviant workplace 

behavior (Robbins and Judge, 2017). Therefore, organizational justice is needed to control all negative 

employee behavior, one of which is minimizing work stress that can arise from unfair treatment by the 

organization. According to Wirawan (2015), when workers are given a rational and fair explanation, the 

negative effect on work stress will decrease and can indirectly reduce counterproductive work behavior. 

The results of this study are in line with those of Carpenter, Whitman, and Amrhein (2021), Tolga 

(2020), Sunargo and Hastuti (2019), and Nnaebue et al. (2020), which prove that organizational justice 

affects counterproductive work behavior. These researchers established that counterproductive work 

behavior could be reduced as the organization's justice system improved. The research findings reveal the 

organizational justice dimension's negative and significant predictive impact on counterproductive work 

behavior. Maintenance of organizational justice leads to the reduction of counterproductive work 

behavior among Employees. 

The Effect of Emotional Intelligence on Counterproductive Work Behavior mediated by Job Stress 

The results showed that Emotional Intelligence had a negative and significant effect on 

Counterproductive Work Behavior through Job Stress as a mediating variable. That is, the higher the 

work stress, the lower the influence of emotional intelligence on employee counterproductive work 

behavior. On the other hand, the lower the work stress, the stronger the impact of emotional intelligence 

on  the  counterproductive  work  behavior  of  the  Ministry  of  Religion  West  Nusa Tenggara Province. 

This study's results align with the theory put forward by Goleman (2021:48), which says that 

Emotional Intelligence is a person's ability to manage these emotions. If it is associated with someone 

who has good emotional intelligence, it can avoid stress on that person. Emotionally intelligent 

employees are flexibly optimistic about shifting their attention from fault-finding to conflict resolution 

(Navas and Vijayakumar, 2018). So, a person's high emotional intelligence will directly reduce work 

stress. With low work stress, an employee can also have a low level of CWB (Farrastama, Asmony, and 

Hermanto, 2019). 

The results of this study are also in line with the results of research by Riaz, Mahmood, and 

Shabbir (2020); Miao, Humphrey, and Qian (2020); Ehigie and Hameed (2020); Susanti and Alwansyah 

(2021), who showed that emotional intelligence affected CWB. The results of this study are also in line 

with Farrastama, Asmony, and Hermanto (2019), who showed that job stress successfully mediates the 

effect of emotional intelligence on counterproductive work behavior. 

The Effect of Self-Esteem on Counterproductive Work Behavior mediated by Job Stress 

The results show that Self Esteem has a negative and significant effect on counterproductive work 

behavior through work stress as a mediating variable. The higher the work stress, the lower the impact of 

Self Esteem on employee counterproductive work behavior. On the other hand, the lower the work stress, 

the higher the influence of Self Esteem on the counterproductive work behavior of the Ministry of 

Religion West Nusa Tenggara Province. 

The results of this study are in line with the theory presented by Branden (2021:8) that someone 

who has reasonably strong Self Esteem can avoid work stress because they can appreciate whatever they 

have done and have a more positive attitude towards life (Riaz, Mahmood, and Shabir, 2020). So with 
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Self Esteem that someone has, it will directly reduce work stress levels. With low work stress, an 

employee can also have a low level of CWB. 

This study's results align with Bae and Kim's (2018) research, which found that higher Self Esteem tends 

to reduce work stress and ultimately minimize counterproductive work behavior. 

 

Conclusion 

From the results of the research and discussion above, the conclusions the research that can be drawn are: 

1.Organizational justice has a negative and significant effect on counterproductive work behavior. 

2.Emotional Intelligence has a negative and significant effect on counterproductive work behavior. 

3.Self Esteem has a negative and significant effect on counterproductive work behavior. 

4.Organizational justice has a negative and significant effect on job stress. 

5.Emotional intelligence has a negative and significant effect on job stress. 

6.Self Esteem has a negative and significant effect on work stress. 

7.Job stress positively and significantly affects counterproductive work behavior. 

8.Job stress mediates organizational justice's negative and significant effect on counterproductive 

work behavior. 

9.Job stress mediates emotional intelligence's negative and significant influence on counterproductive 

work behavior. 

10.Job stress mediates the negative and significant effect of Self Esteem on counterproductive work 

behavior. 

 
Limitations and Future Research Directions 

1.Research respondents were limited to a sample of employees at the Ministry of Religion West 

Nusa Tenggara Province. This research will likely show different results if applied to agencies 

because they have different organizational cultures. Therefore, future researchers can add 

research samples to employees at the Ministry of Religion West Nusa Tenggara Province by 

adding units below it, such as at the district and city levels. 

2.The Influence of Organizational Justice, Emotional Intelligence, and Self Esteem on 

Counterproductive Work Behavior Mediated by Job Stress in the Ministry of Religion West 

Nusa Tenggara Province has a predictive relevance of 80%. This predictor variable is closely 

related to the Counterproductive Work Behavior variable. For future researchers, these predictor 

variables can be replaced, primarily associated with mediating variables. In addition, the 

mediation variable can be replaced with other variables such as job satisfaction so that a careful 

mediation direction is a direction that can reduce counterproductive work behavior. 

3.This research can be developed by adding open-ended questions for each question item on the 

questionnaire. It aims to obtain more accurate information by filling honestly, enriching research 

data on Organizational Justice, Emotional Intelligence, Self Esteem, work stress, and 

Counterproductive Work Behavior. 
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