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Abstract

Introduction: This study examines whether job boredom, cyberloafing, and
perceived organizational justice are associated with in-role performance among
Generation Y (Millennial) employees in Indonesia’s logistics sector and whether
organizational commitment mediates these relationships. Novelty: Prior Indonesian
logistics studies have largely focused on younger cohorts and have rarely tested
boredom, cyberloafing, and fairness simultaneously. This study tests the
commitment-based mediation mechanism in a large multi-firm sample and
evaluates competing interpretations of cyberloafing (withdrawal vs. short recovery).
Methods: A cross-sectional survey was administered at the end of 2024 to non-
managerial Generation Y employees (born 1981-1996) in eight logistics
companies in Jakarta (n = 623). Measures used 5-point scales. Structural equation
modeling (AMOS 23) was used to test direct and indirect effects. Results: Job
boredom was negatively associated with organizational commitment and
performance. Perceived organizational justice was positively associated with
organizational commitment and showed a positive indirect association with
performance through commitment. Cyberloafing (measured as frequency of non-
work online activity at work) was not significantly associated with commitment or
performance in the tested model. Organizational commitment was positively
associated with performance and mediated the boredom-performance and
justice-performance relationships. Conclusion: The results suggest that, in this
setting, commitment is a more reliable pathway linking workplace experience to
performance than cyberloafing. Practical implications should be interpreted
cautiously given the cross-sectional and self-reported design.

KEYWORDS

job boredom; cyberloafing; perceived organizational justice; organizational commitment;
employee performance.

Introduction

Generational cohort differences can shape how employees interpret work demands,
manage attention, and engage with digital technology during working hours (Research,
2024). In this study, Generation Y refers to Millennials—employees born between 1981
and 1996—who are now a substantial segment of the workforce and are often described
as valuing development opportunities, work-life balance, flexibility, and frequent
communication in the workplace (Dimock, 2019; Lyons & Kuron, 2014; Myers &
Sadaghiani, 2010; Ng et al., 2010). These expectations matter in digitally connected
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workplaces because they can influence how employees
respond to routine tasks, evaluate organizational treatment,
and regulate personal internet use at work. The issue is
salient in logistics firms, where individual performance
supports operational reliability and organizational outcomes,
and small lapses in attention can accumulate into delays,
errors, and coordination failures (Nyathi & Kekwaletswe,
2023). Logistics work is also characterized by time pressure
and interdependence alongside repetitive routines, creating
conditions in which boredom may emerge, fairness
perceptions may become especially salient, and internet
access may enable short non-work online activities during
idle moments.

Personal internet access at work has become
increasingly common in Indonesia. The Indonesian Internet
Service Providers Association (APJIl) reports that a large
share of internet users are workers and that online activity is
dominated by social media, news access, public services, and
online transactions (Indonesian Internet Service Providers
Association, 2024). Some of these activities can be work-
relevant in logistics (e.g., customer updates or information
search); therefore, this study follows the cyberloafing
literature in defining cyberloafing as non-work-related
personal internet use during working hours (Blanchard &
Henle, 2008; Lim, 2002). Employee performance remains
critical because it reflects role-consistent behavior that
supports organizational effectiveness. Research has shown
that job boredom—often driven by routine work and low
challenge—can disrupt work functioning and reduce
performance (Avci & Cetin, 2023). In contrast, perceived
organizational justice tends to support work outcomes by
fostering fair procedures and respectful interpersonal
treatment (Hyder et al.,, 2022). Many studies also identify
organizational commitment as a key attitudinal mechanism
linking employees’ work experience to performance, because
committed employees tend to persist toward goals and are
less inclined to withdraw (Meyer and Allen, 1991; Lee et al.,
2023).

Evidence on cyberloafing, however, remains mixed in
ways that matter for managerial decision making.
Cyberloafing has been framed as counterproductive behavior
that can harm performance and should be controlled (Kamila
& Muafi, 2023). In contrast, other work conceptualizes some
cyberloafing as a brief coping or recovery activity (e.g., micro-
breaks) that can provide short mental detachment without
necessarily undermining output (Andel et al., 2019;
Sonnentag & Fritz, 2007). These competing interpretations
suggest that the performance implications of cyberloafing
may be contingent on intensity, work design, and monitoring
practices (Henle, 2024).

These issues are particularly consequential in Indonesian
logistics firms, where internet access is readily available and
many non-managerial roles involve repetitive routines. At the
same time, perceived fairness in workloads, rewards, and
decision processes can shape whether employees view the
organizational system as reliable and worthy of discretionary
effort. Millennials’ work expectations may amplify these
dynamics by increasing sensitivity to monotonous work and
inconsistent treatment, thereby shaping their attachment to
the organization and their performance.

Although Indonesian research on boredom, justice, and
cyberloafing is growing, evidence in logistics settings remains
limited. A closely related study by Turnip et al. (2025)
examined the same constructs among Generation Z logistics
employees. This leaves an open question about whether the
same pattern holds for Millennials (Generation Y), who differ
from Generation Z in career stage, organizational tenure, and
work expectations (Ali & Purwandi, 2016). Moreover, prior
studies often examine these predictors in isolation, leaving
unclear how boredom, fairness, and cyberloafing jointly relate
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to commitment and modeled
simultaneously.

Accordingly, this study examines whether job boredom,
cyberloafing, and perceived organizational justice are
associated with employee performance among non-
managerial Generation Y employees in Indonesia’s logistics
sector and assesses whether organizational commitment
mediates these relationships. (S. K. Kim & Jeong, 2021) The
research question is: Do job boredom, cyberloafing, and
perceived organizational justice relate to Generation Y
employee performance, and does organizational commitment
mediate these relationships? To address this question, we test
a structural equation model that estimates direct paths from
boredom, cyberloafing, and justice to organizational
commitment and performance, as well as indirect paths
through commitment (Guzeller & Celiker, 2020).

By focusing on an operational setting where routine work
and digital access coexist, the study contributes in three ways.
First, it provides evidence from a large, multi-firm Indonesian
logistics sample of Millennials, complementing recent Gen Z
evidence. Second, it tests organizational commitment as a
mechanism linking boredom and fairness to performance
while evaluating whether cyberloafing adds explanatory power
once boredom and justice are considered. Third, it speaks to
ongoing debate about cyberloafing as withdrawal versus short
recovery by interpreting null findings in light of measurement
scope and boundary conditions.

performance  when

Theoretical Background and Hypothesis
Job boredom, Organizational Commitment, and Performance
Job boredom is a negative, low-arousal state characterized
by a perceived lack of stimulation and difficulty sustaining
attention at work, often arising when tasks are repetitive or
provide limited challenge. Self-determination theory (SDT)
suggests that when work environments fail to satisfy basic
psychological needs (autonomy, competence, and
relatedness), employees experience reduced intrinsic
motivation and disengagement (Deci & Ryan, 2000). In
operational roles with limited task variety, boredom can
therefore signal unmet needs for competence development
and autonomy, lowering attentional focus and persistence
(Tang et al., 2018). Reduced attention and lower persistence
are likely to translate into poorer in-role performance,
particularly in logistics where accuracy and timeliness are
central. Beyond performance, boredom can also shape
employees’ psychological attachment to the organization.
Repeated boredom experiences may indicate that the
organization does not provide meaningful work or growth
opportunities, undermining affective attachment and
willingness to invest in the relationship. Thus, boredom is
expected to relate negatively to organizational commitment.
Therefore, we propose:
H1: Job boredom is negatively associated with employee
performance.
H2: Job boredom is negatively associated with organizational
commitment.

Cyberloafing, Organizational Commitment, and Performance
Cyberloafing refers to employees’ non-work-related use of
the internet or digital devices during working hours (Lim, 2002).
The cyberloafing literature distinguishes minor/short activities
(e.g., brief social media checks) from more serious or prolonged
behaviors (Blanchard & Henle, 2008). Two competing
perspectives are relevant. First, a
withdrawal/counterproductive perspective views cyberloafing
as time theft and disengagement that can reduce performance
and signal weaker attachment. From this view, frequent
cyberloafing may reflect lower commitment and should relate
negatively to in-role performance (Y. Kim et al., 2021). Second,
a recovery/coping perspective suggests that some cyberloafing
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functions as a micro-break that provides short
psychological detachment and restores self-regulatory
resources, potentially yielding neutral or even beneficial
effects under certain conditions (Andel et al.,, 2019;
Sonnentag & Fritz, 2007). Because the present study does not
distinguish duration or motives, we follow the dominant
organizational-control framing in formulating directional
hypotheses while acknowledging that the empirical
association may be contingent on intensity and context
(Henle, 2024).
Thus, we hypothesize:
H3: Cyberloafing is negatively associated with employee
performance.
H4: Cyberloafing is negatively associated with organizational
commitment.

Perceived Organizational
Commitment, and Performance
Perceived organizational justice refers to employees’
perceptions that outcomes (distributive justice), procedures
(procedural  justice), and interpersonal treatment
(interactional justice) are fair (Colquitt, 2001). Social
exchange theory posits that employees reciprocate favorable
treatment with positive attitudes and behaviors (Blau, 1964).
When employees perceive the organization as fair, they are
more likely to develop trust and a sense of obligation to
reciprocate, strengthening commitment and encouraging
reliable performance (Syed et al., 2025). Justice perceptions
can be especially consequential in logistics work, where
coordination and workload allocation are salient and where
employees’ acceptance of demanding schedules depends
partly on beliefs that decision processes are consistent and
respectful. Accordingly, perceived organizational justice is
expected to relate positively to both organizational
commitment and employee performance (Jehanzeb &
Mohanty, 2020).
Therefore, we propose:
H5: Perceived organizational justice is positively associated
with employee performance.
H6: Perceived organizational justice is positively associated
with organizational commitment.

Justice, Organizational

Organizational Commitment and Employee Performance
Organizational commitment reflects a psychological
bond that increases employees’ willingness to remain with
and invest effort in the organization (Meyer and Allen, 1991).
Committed employees tend to internalize organizational
goals, persist under operational pressure, and maintain
performance standards. In logistics settings, these behaviors
are likely to translate into higher in-role performance.
Thus, we hypothesize:
H7: Organizational commitment is positively associated with
employee performance.

The Mediating Role of Organizational Commitment

Integrating SDT and social exchange theory implies that
workplace experiences shape performance partly through
their influence on employees’ attachment to the organization.
Boredom may undermine commitment by signaling low need
satisfaction, which then reduces effortful performance
(Mohammad et al., 2019). Conversely, justice may strengthen
commitment through reciprocity processes, which then
promotes performance. Cyberloafing may also relate to
performance through commitment if it reflects withdrawal, but
the coping perspective suggests that this pathway may be
weak or absent.

Accordingly,
hypotheses:
H8: Organizational commitment mediates the association
between job boredom and employee performance.

we propose the following mediation
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H9: Organizational commitment mediates the association
between cyberloafing and employee performance.

H10: Organizational commitment mediates the association
between perceived organizational justice and employee
performance.

Methods

Research Type

This study employed a quantitative approach using a cross-
sectional survey design. The unit of analysis was non-
managerial Generation Y (Millennial) employees in the logistics
sector in Jakarta, Indonesia. Data were collected at the end of
2024 using a structured questionnaire and analyzed using
structural equation modeling (SEM) in AMOS 23 to estimate
the proposed model and test direct and indirect (mediation)
effects.

Population and Sample/Informants

The study population consisted of non-managerial
Generation Y employees working in eight logistics companies
in Jakarta, Indonesia, operating in freight transportation and
warehousing. Respondents were included based on two
criteria: they were classified as Generation Y (born 1997 -
2012) and held non-managerial positions in the participating
firms. Questionnaires were distributed through the
participating companies to employees at the non-managerial
level, yielding 623 completed responses (Table 1). The sample
included 359 men (57.62%) and 264 women (42.38%).
Respondents were drawn from a broad range of functions in
logistics firms, including Operations (n = 137; 21.99%),
Marketing (n = 130; 20.87%), Finance (n = 95; 15.25%),
Human Resources (n = 91; 14.61%), IT (n = 39; 6.26%), Audit
(n = 5; 0.80%), and other departments (n = 126; 20.22%)
(Renwick et al.,, 2013). This functional spread captures
perspectives from both frontline execution and supporting
administrative  roles across the logistics workflow.
Respondents also represented different career stages. Tenure
ranged from 2-<4 years (n = 213) and 4-<6 years (n = 112)
to 6-<8 years (n = 87) and eight years or more (n = 211). This
range allows the study to reflect both newer employees and
long-serving staff. In terms of education, most respondents
held an undergraduate degree (n = 455), followed by an
associate degree (n = 109) and a master’s degree (n = 58),
with one PhD holder (n = 1). Overall, the educational profile
indicates a workforce with relatively strong formal
qualifications across roles in the participating logistics firms.

Table 1. Respondent Demographics

Variable Category Amount Percentage
Gender Man 359 57.62
Female 264 42.38
Total 623 100.00
Department Operation 137 21.99
Marketing 130 20.87
Finance 95 15.25
Human 91 14.61
Resources
IT 39 6.26
Audit 5 0.80
Others 126 20.22
Total 623 100.00
Years of 2 - <4 years 213 34.19
Service
4 - <6 years 112 17.98
6 - <8 years 87 13.97
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Variable Category Amount Percentage
8 years and 211 33.87
older
Total 623 100.00

. Associate 109 17.50

Education
Degree
Undergradu 455 73.03
ate
Master 58 9.31
PhD 1 0.16
Total 623 100.00

Source: Data Processing Results

Research Location

The study was conducted in Jakarta, Indonesia, involving
eight logistics companies operating in freight transportation
and warehousing. Jakarta was chosen because it is a major
logistics hub, providing a relevant setting to examine
employee behavior and performance in the logistics sector.

Instrumentation or Tools

Data were collected using a structured questionnaire. The
instrument included measurement items for job boredom,
cyberloafing, perceived organizational justice, organizational
commitment, and employee performance, with all items rated
on a 5-point Likert scale. The questionnaire also contained
demographic questions (gender, department, years of service,
and education).

Data Collection Procedures

Data were collected through a cross-sectional survey
administered via the participating logistics companies in
Jakarta (Silva et al., 2023). Questionnaires were distributed to
non-managerial Generation Y employees, who completed the
survey and provided demographic information. A total of 623
completed responses were collected and used for analysis
(Purba, 2019).

Data Analysis

SEM was conducted in AMOS (version 23) in three stages.
First, the measurement model was evaluated by examining
standardized factor loadings and construct quality; reliability
and convergent validity were assessed using commonly
applied criteria (e.g., CR > 0.70 and AVE > 0.50) (Fornell &
Larcker, 1981; Hair et al., 2010; Kline, 2016). Discriminant
validity was assessed using the Fornell-Larcker criterion
(Fornell & Larcker, 1981). Second, overall model fit was
evaluated using widely reported indices, with commonly used
cut-offs such as CFland TLI = 0.90, RMSEA and SRMR < 0.08,
and x2/df < 3.00 (Byrne, 2016; Hu & Bentler, 1999; Kline,
2016). Third, hypotheses were tested based on standardized
path estimates and statistical significance (p < 0.05) (Kline,
2016), and mediation was assessed by examining indirect

10.61194/ijjm.v7i2.2149

bootstrapped confidence intervals where
(MacKinnon et al., 2004; Preacher & Hayes, 2008).

applicable

Ethical Approval

This study followed standard ethical principles for survey
research. Participation was voluntary, and respondents were
informed about the study's purpose and their right to stop at
any time. Informed consent was obtained before data
collection. No personally identifying information was collected,
and all responses were kept confidential and used only for
academic purposes. The dataset was stored securely and
accessed only by the researchers.

Result and Discussion

The results section summarizes the SEM findings for both
direct effects (Table 2; Figure 1) and indirect effects through
organizational commitment (Table 3). The analysis tests the
proposed relationships among job boredom, cyberloafing,
perceived organizational justice, organizational commitment,
and employee performance, and identifies which hypotheses
are supported based on the estimated path coefficients and
significance levels (Sharma & Agarwal, 2021).

For direct effects (Table 2), H1 was supported because job
boredom negatively affected employee performance (Estimate
= -0.407, C.R. = =5.235, p < 0.001). Higher boredom is
associated with lower performance among Generation Y
employees in logistics firms. H2 was supported because job
boredom negatively affected organizational commitment
(Estimate = -0.380, C.R. = -5.517, p < 0.001). Job boredom is
linked to weaker employee attachment to the organization. H3
was not supported because cyberloafing did not significantly
affect employee performance (Estimate = -0.046, C.R. =
-1.106, p = 0.135) (Senevirathne & HKularathne, 2021).
Personal internet use during work does not meaningfully
explain performance differences in this sample. H4 was not
supported because cyberloafing did not significantly affect
organizational commitment (Estimate = 0.050, C.R. = 1.324, p
= 0.093). Cyberloafing is not strongly related to employees’
sense of commitment. H5 was supported because perceived
organizational  justice positively  affected employee
performance (Estimate = 0.088, C.R. = 1.749, p = 0.040).
Greater perceived fairness is associated with better
performance. H6 was supported because perceived
organizational justice positively affected organizational
commitment (Estimate = 0.424, C.R. = 7.508, p < 0.001).
Perceived fairness strongly predicts employee commitment in
the logistics context. H7 was supported because organizational
commitment positively affected employee performance
(Estimate = 0.229, C.R. = 3.759, p < 0.001). Stronger
commitment is associated with higher employee performance.

effects through  organizational commitment  using
Table 2. Testing Direct Effect Hypotheses
Hypothesis Estimate C.R. p-value 95% Cl Conclusion
Ha. Job Boredom > Employee -0.407 5,235 0.000 [-0.559, -0.255] Supported
Performance
22' Job Boredom -3 Organizational -0.380 5.517 0.000 [-0.515, -0.245] Supported
ommitment
Hs. Cyberloafing = Employee 0.046 -1.106 0.135 [0.128, 0.036] Unsupported
Performance
Ha. Cyberloafing = Organizational 0.05 1.324 0.093 [:0.024, 0.124] Unsupported
Commitment
Hs. Perceived Organizational Justice 0.088 1.749 0.040 [0.011, 0.187] Supported

- Employee Performance
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Hypothesis Estimate C.R. p-value 95% Cl Conclusion
He. Perceived Organizational Justice
- Organizational Commitment 0.424 7.508 0.000 [0.313, 0.535] Supported
H7. Organizational Commitment > 0.229 3.759 0.000 [0.110, 0.348] Supported
Employee Performance
Note: B = unstandardized regression weight; Cl = normal-approximation 95% confidence interval.
Figure 1. Path Diagram of Hypothesis Testing Output Results
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Table 3. Testing Indirect Effect Hypotheses
Hypothesis Estimate p-value 95% MC CI Conclusion
Hs. Job Boredom = Organizational Commitment 2 Employee 20.0870  0.00044042 [-0.148, -0.037] Supported
Performance
Ho. Cyberloafing = Organizational Commitment 2 Employee 0.0114 0.21433714 [-0.005, 0.032] Unsupported
Performance
H1o. Perceived Organizational Justice = Organizational 0.097 0.00076998 [0.044, 0.158] Supported

Commitment = Employee Performance

Source: Results of Indirect Effect Hypothesis Testing with Sobel Test

For indirect effects (Table 3), H8 was supported because
organizational commitment mediated the effect of job
boredom on employee performance (Indirect effect
-0.0870, p 0.00044042). The indirect coefficient is
consistent with the product of the relevant paths (-0.380 x
0.229), indicating that increased boredom lowers
commitment and subsequently reduces performance, while
the remaining direct path suggests partial mediation
(Clemons, 2020). H9 was not supported because
organizational commitment did not mediate the effect of
cyberloafing on employee performance (Indirect effect =
0.0114, p = 0.21433714). Although the indirect estimate is
positive and aligns with the product of the paths (0.050 x
0.229), the effect is not statistically significant, indicating that
cyberloafing does not translate into meaningful performance
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differences through commitment. H10 was supported because
organizational commitment mediated the effect of perceived
organizational justice on employee performance (Indirect effect
=0.0970, p=0.00076998). The indirect coefficient follows the
expected pathway (0.424 x 0.229), showing that higher
perceived justice strengthens commitment and, in turn,
improves performance; the continued presence of a direct
effect is consistent with partial mediation.

Interpretation of Key Findings

The findings indicate that job boredom is a meaningful work
condition in this context (Putri & Warsindah, 2021). In routine
logistics roles with limited task variety, boredom reflects a
misalignment between employees’ need for stimulation and
the nature of daily work. Consistent with self-determination
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theory, such misalignment may signal unmet needs for
autonomy and competence, which can reduce intrinsic
motivation and attentional engagement (Deci & Ryan, 2000).
Over time, reduced attentional engagement can lower
persistence on repetitive tasks and weaken vigilance in
execution—capabilities that are critical in logistics operations
where performance depends on accuracy and timing. This
interpretation aligns with the observed negative association
between job boredom and in-role performance.

The results also show that boredom is negatively
associated with  organizational commitment. When
employees repeatedly experience boredom, they may be less
likely to feel emotionally attached to the organization or to
perceive their work as worth long-term investment. This can
foster psychological withdrawal and lower willingness to
sustain extra effort (Sadida & Fitria, 2019). The significant
indirect effect through organizational commitment indicates
that boredom undermines performance partly by weakening
employees’ attachment to the organization, while the
remaining direct effect suggests additional performance-
relevant mechanisms (e.g., attentional lapses) beyond
commitment alone.

Perceived organizational justice emerged as a strong
correlate of organizational commitment. From a social
exchange perspective, fair outcomes, fair procedures, and
respectful interpersonal treatment signal that the
organization is trustworthy and that effort will be recognized
appropriately (Blau, 1964; (Colquitt et al., 2001). In
operational environments where tasks are interdependent
and workloads fluctuate, fairness can also shape whether
employees accept demanding assignments without
resentment. In the present model, justice related to
performance primarily through commitment: the indirect
effect was positive and statistically significant, whereas the
direct justice-performance path was small and not
statistically significant once boredom, cyberloafing, and
commitment were modeled simultaneously. This pattern
suggests that, in this setting, fairness translates into
performance  mainly by strengthening employees’
psychological bond with the organization.

Cyberloafing was not significantly associated with either
organizational commitment or performance in this
sample/model. One plausible interpretation is that the
observed cyberloafing reflects brief and relatively low-
intensity online checks that occur between tasks (i.e., “minor”
cyberloafing), which may function as micro-breaks rather than
sustained disengagement. Importantly, the cyberloafing
measure captures frequency but not duration, intensity, or
motives; therefore, the study cannot distinguish recovery-
oriented micro-breaks from more serious forms of
cyberloafing. This measurement scope provides a plausible
explanation for the null associations and underscores the
likelihood of boundary conditions (e.g., workload intensity,
monitoring, autonomy) that determine when cyberloafing
becomes harmful versus neutral (Henle, 2024).

Overall, the results clarify organizational commitment as
a central pathway linking workplace experiences to
performance (Polls, 2022). Job boredom and perceived
organizational justice—conditions that shape employees’
evaluation of the job and the organization—were meaningfully
associated with commitment, which in turn was associated
with performance. In contrast, cyberloafing, measured
broadly as frequency of non-work internet use, showed limited
explanatory power for commitment or performance in this
operational context.

Comparison with Previous Studies

The negative association between job boredom and
performance is consistent with prior research linking boredom
to poorer work outcomes in monotonous jobs (Avci & Cetin,
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2023, Wihler et al, 2022). The negative boredom-
commitment association also aligns with work describing
boredom as a condition that encourages withdrawal and
reduces attachment to the organization (Reijseger et al., 2013).
The current study extends this evidence to a logistics setting
and to a Generation Y workforce in Indonesia, where repetitive
routines can intensify boredom responses.

The strong positive justice-commitment association is
consistent with organizational justice scholarship and meta-
analytic evidence showing that fairness perceptions relate
robustly to attitudinal outcomes, including commitment-related
constructs (Colquitt et al., 2001). The magnitude observed here
may reflect contextual amplification in logistics environments,
where coordination and workload interdependence make
fairness signals especially consequential for employees’
willingness to remain psychologically invested.

The non-significant cyberloafing paths are compatible
with research portraying cyberloafing effects as context
dependent and potentially neutral when online activity occurs
as brief micro-breaks under operational constraints (Andel et
al., 2019; Henle, 2024). The result is also broadly consistent
with Turnip et al. (2025), who reported weak or non-significant
cyberloafing associations in an Indonesian logistics sample of
Generation Z employees. Taken together, these findings
suggest that, in Indonesian logistics operations, boredom and
fairness may be more reliable predictors of commitment and
performance than cyberloafing frequency measured broadly
(Cruz-Santiago et al., 2020).

Limitations and Cautions

Several limitations should be acknowledged. First, the
cross-sectional design restricts causal interpretation; the
results indicate associations rather than definitive causal
effects. Second, the study relies on self-reported survey data,
which can introduce common method variance and social
desirability bias, particularly for cyberloafing and self-rated
performance. Third, the sample was drawn from eight logistics
companies in Jakarta; generalizability to other regions,
industries, or organizational contexts should be made
cautiously (Susanto, 2023). Fourth, cyberloafing was measured
as frequency of non-work online activity, without capturing
duration, intensity, or motives; this limits the ability to test the
withdrawal versus recovery interpretations directly.

Recommendations for Future Research

Future research should use longjitudinal or time-lagged
designs and incorporate supervisor-rated or objective
performance indicators (e.g., productivity metrics, operational
error rates) to strengthen causal inference and reduce common
method bias (Story & Castanheira, 2019). Cyberloafing
research would benefit from differentiating minor versus
serious cyberloafing and measuring intensity (duration) and
motives (recovery vs. avoidance) (Qamar et al., 2023). Testable
boundary conditions include workload intensity, perceived
monitoring, job autonomy, and normative climates regarding
internet use (Banos et al., 2020). Finally, comparative designs
that directly contrast Generation Y and Generation Z within the
same sector would clarify whether cohort differences moderate
boredom, justice, and cyberloafing pathways to commitment
and performance.

Conclusion

This study examined the relationships among job
boredom, cyberloafing, and perceived organizational justice
and Generation Y (Millennial) employee performance in
Indonesia’s logistics sector, with organizational commitment
as a mediating mechanism (Sivapragasam & Raya, 2018). In
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this sample of non-managerial employees from eight
logistics firms in Jakarta, job boredom was negatively
associated with commitment and performance, perceived
organizational justice was positively associated with
commitment and indirectly related to performance through
commitment, and cyberloafing frequency was not
significantly associated with either commitment or
performance in the tested model (Raza et al., 2021).

From a theoretical standpoint, the findings support the
view that boredom operates as an indicator of unmet
psychological needs in monotonous operational work,
consistent with self-determination theory, and that justice
functions as a reciprocal signal that strengthens
commitment, consistent with social exchange theory.
Importantly, the study clarifies that organizational
commitment is a more consistent explanatory pathway
linking workplace experience to performance than
cyberloafing frequency in this operational context.

From a managerial standpoint, the results suggest that
logistics firms seeking to improve Millennial employee
performance should prioritize job design practices that
reduce boredom (e.g., task rotation, job enrichment,
opportunities for skill use) and fairness-enhancing practices
(e.g., transparent workload allocation, consistent
procedures, respectful communication) (Al Samman &
Mohammed, 2021). Because the study is cross-sectional
and performance is self-reported, these implications should
be interpreted as suggestive rather than as evidence of
causal interventions (Aboramadan & Kundi, 2020). In
addition, the non-significant cyberloafing paths should not
be interpreted as proof of “no harm”; instead, they indicate
that this study did not detect a direct association between
cyberloafing frequency and performance or commitment
once boredom and justice were considered. Future
longitudinal or experimental research is needed to test the
performance impact of specific internet-use policies
(Tuncer, 2019).
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