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ABSTRACT

This research aims to provide empirical evidence of the factors that can mitigate and encourage budgetary slack. The occurrence of budgetary slack in an organization is mostly done by the managers of production, marketing, and development. This research is based on self determination theory and social learning theory to elaborate the acts that result in budgetary slack. According to self determination theory of autonomous regulation, an individual will act in accordance with the norms that they believe. The norms are reflected in the subordinate’s affective organizational commitment in an organization. On the other hand, social learning theory states that the subordinates will reflect to the supervisors (upper level managers) based on their leadership styles. In this research, leadership style is manipulated becomes relationship-oriented and task-oriented. Thus, through subordinate’s affective organizational commitment in the organization and the supervisor’sleadership style, the subordinate can decide whether to encourage or mitigate the budgetary slack. 
The design of this research employs 2 x 2 experiments. The participants of this research are 64 executive class’s students of master of management (MM) Gadjah Mada University (UGM). The result of this study indicates that the subordinates with high affective organizational commitment create smaller budgetary slack than the subordinates with low affective organizational commitment. However, there is no evidence of an interactional effect between the affective organizational commitment and leadership style on the budgetary slack.
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INTRODUCTION 
Budgetary slack is occurred when the subordinates deliberately lower their capability or the capability of a business unit in budgetary (Hobson et al., 2011). Maiga & Jacobs (2008) state that little attention is given to companies that suffer losses, particularly those related to suboptimal allocation of resources, which there is a misrepresentation of information within the firm through the occurrence of budgetary slack. The occurrence of budgetary slack in an organization is mostly done by the managers of production, marketing, and development. They do it because of the pressure that comes from the top managers who assigns them to achieve the budget goals or as a support of uncertainty.
Steven (2002) & Hobson et al. (2011) find that some individuals actually believe that budgetary slack is an unethical act. In accordance with their research, Maiga & Jacobs (2008) argue that the opportunity of private information usage, for example, creating budgetary slack is an ethical issue because it is inconsistent with the norms and traits desired by professional managers and accountants. In the perspective of accountancy, an organization should prevent or reduce the budgetary slack because of its dangerous consequence towards the future profit or higher costs, harming the resource that belongs to the supervisors because of the transfer to the subordinates, and losing trust between the supervisors and subordinates (Huang and Chen, 2010; Kung et al., 2013; Hobson et al., 2011; Gago-Rodriguez & Naranjo-Gil, 2016). Thus, a research of budgetary slack is needed for an organization because budgetary slack is a harmful act for the organization.
Unethical acts, specifically budgetary slack, have been investigated by some researchers or academicians. The researches are conducted to contribute theoretically or practically in mitigating budgetary slack with various factors, for instance, participative budgetary and ethical assessment in the form of moral equity, contractualism, and relativism (Maiga and Jacobs, 2008); affective organizational commitment and participative budgetary (Nouri & Parker, 1996); perception of justice in participative budgetary (Wentzel, 2002; Maiga & Jacobs, 2007); pay schemes as well as personal values (Hobson et al., 2011); top-down (TD) and bottom-up (BU) orientation in budgetary process (Hartmann & Kramer, 2014); participation in strategic planning (Baerdemaeker & Bruggeman, 2015); the combination of normative commitment and instrumental commitment through comparison between individuals and groups (Nouri & Kyj, 2015); leader’s reputation (Chong & Loy, 2015); and the effects of trust and distrust on the supervisor (Gago-Rodriguez & Naranjo-Gil, 2016). On a similar note, there are some researches that investigate driving factors that encourage budgetary slack in contrast to the researches of factors that can mitigate budgetary slack. Davis et al. (2006) find that the subordinates’ pressure to obey the supervisors can cause budgetary slack. Nikias et al. (2010) find that the biggest budgetary slack is occurred on aggregate (AGG), and then the delay (DEL), and in sequence (SEQ) of budgeting regulation.
Apart from the researches that have been mentioned above, there are some other factors that should be taken into consideration by the organization because they have possibility to mitigate or encourage budgetary slack. Specifically, this research is conducted because of several reasons. Firstly, there is a need of further examination of research on the area of budgetary slack related to affective organizational commitment. Nouri & Parker (1996) find that the subordinates with high affective organizational commitment will employ participative budgetary to decrease budgetary slack, otherwise the subordinates with low affective organizational commitment will employ participative budgetary to increase budgetary slack. Baerdemaeker & Bruggeman (2015) find that high affective organizational commitment can decrease the occurrence of budgetary slack. Thus, the researchers believe that commitment is an important part of the organization which should be examined deeper because commitment of the organization’s members affects the organization’s achievements. 
Meyer et al. (2002) state that affective organizational commitment is the best predictor of working criteria compare to continuance and normative commitment. The argument is in accordance with the research from Nouri & Parker (1996), Lau & Moser (2008), Lerroy et al. (2012), and Baerdemaeker & Bruggeman (2015) that employ affective organizational commitment variables on their research. With this result, the researchers only employ affective organizational commitment in this research.
Secondly, the previous researches in the area of accountancy with leadership style do not investigate empirically the factors of leadership style in budgetary slack area. The following are the researches of accounting area that investigates leadership style, some of them investigate the leadership towards the budgeting (Brownell, 1983; Kyj & Parker, 2008); choices of control system design (Abernethy et al., 2010); the working attitude, such as clear vision and fair assessment (Hartmann et al., 2010); fair procedure and fair distribution through participative budgetary and organizational commitment (Kohlmeyer et al., 2014). Social learning theory states that the subordinates tend to reflect to their supervisors (Bandura, 1971). Booms et al. (2017) state that leadership is the largest research area related to the organizational behavior because it is an important implication that contributes to individual, team and organization’s performance. Kleine & Weißenberger (2014) find that leadership style is one of the driving factors that encourage subordinates’ organizational commitment. Stogdill & Coons’ (1957) in Abernethy et al. (2010) propose two types leadership styles. They are consideration style of leadership (relationship-oriented) and initiating style of leadership (task-oriented). Task-oriented and relationship-oriented behavior leadership styles represent daily behavior of a supervisor among all the types of supervisors (Holtz & Harold, 2013). 
Holtz & Harold (2013) examine the effect of task-oriented and relationship-oriented leadership toward the unproductive working behavior. They find that the supervisor with high level of task-oriented and low level of relationship-oriented cause unproductive behavior among the workers. They also state that unproductive behavior is dangerous to the organization because they deviate from the organizational norms. Unproductive working behavior included stealing, disobedience, verbal abuse, physical assault, and secrecy. They state that the further research can investigate other unproductive working behavior such as personal data stealing, disobedience, and formal loss.

Dale & Fox (2008) state that leadership style plays important roles in increasing or decreasing the effect of stressful working situation and determining subordinates’ commitment towards the organization. Thus, this research aims to provide empirical evidence of factors that can mitigate and encourage budgetary slack. Specifically, this research examines the effects of leadership style and organizational commitment of subordinates on the act of budgetary slack. 
This research gives several contributions as follows. Firstly, this research contributes theoretically by successfully finding supportive evidence that an individual with high affective organizational commitment will create smaller budgetary slack than an individual with low affective organizational commitment. The difference between this research and the previous research is that this research successfully proves causality between affective organizational commitment and budgetary slack through the experimental method. Secondly, it contributes practically to the companies by suggesting the companies to pay more attention to the employees’ commitment. It is hoped that the companies create systematic procedures of employees’ recruitment and resource management in order to lessen unethical working behavior and the occurrence of budgetary slack is one of them. Thirdly, it contributes academically as the result of the study provides references for the further research related to budgetary slack.
This part has explained the issues, problems, motivations and the aims of the research. The following part will explain background of the research, theories of budgetary slack, affective organizational commitment, supervisor’s leadership style, and the logic that serves as the basis of hypothesis formulation. Then, the experiment procedures will be explained to test the hypothesis of this research and followed by discussion of the results. Finally, the last part will provide conclusion of the research, limitation of the research, and recommendations for further research. 
LITERATURE REVIEW
1. Budgetary Slack
Budgetary slack is occurred when managers decline to invest any effort during the participation in budgetary process. They tend to focus on the budget that requires minimum effort to achieve the compensation based on their budget (Gago-Rodriguez & Naranjo-Gil, 2016). The research of budgetary slack is initially conducted by Merchant. Merchant (1985) states that the managers’ opportunities are lower in creating budgetary slack when they actively participate in budgetary, especially when the technology can be predicted relatively. However, budgetary slack tends to increase if the budgetary system in a company is tight budget.
Some of the researchers employ theory of agency to explain the existence or the occurrence of budgetary slack (Merchant, 1985; Young, 1985; Chow et al., 1988; Chow et al., 1991; Fisher et al., 2002a, 2002b). They find that agents tend to ignore the organization’s interests and favor their personal interests. Various researches related to the budgetary slack in the area of behavioral accountancy have been conducted to mitigate the budgetary slack. Hobson et al. (2011) conduct a research with moral content. They find that when the participants control the budget based on the induction of slack pay scheme, they will evaluate that budgetary slack is an unethical act. In addition, they also state that personal values are very crucial in determining for individual to evaluate whether an act is categorized as ethical or unethical. The subordinates’ trust towards the supervisors is also an important factor that must be taken into consideration by the supervisors. Gago-Rodriguez & Naranjo-Gil (2016) find that the mid level managers, who have large trust to the upper level managers, will attempt a budget proposal. This indicates that they tend to decrease the budgetary slack compare to mid level managers that have little trust to the upper level managers. The potential research related to behavior for the sake of the organization can be expanded into various contexts. The researchers employ factors of commitment and leadership style to discover whether the budgetary slack is existed in the organization.  
2. Organizational Commitment
Organizational commitment is defined as individual’s relative strength to take part in an organization (Porter et al., 1974; Kleine & Weißenberger, 2014). It can be seen at least by three factors, namely 1) strong believe about the organization’s purposes and values; 2) willingness to make adequate effort for the sake of the organization; and 3) strong motivation to maintain the membership of the organization (Mowday et al., 1979; Kleine & Weißenberger, 2014). This implies that commitment is an important factor that needs to be taken into consideration for the success of organization 
There are three components of organization, namely affective, continuance, and normative commitment (Meyer & Allen, 1991; Ketchand & Strawser, 2001; Wong-On-Wing et al., 2010; Wallace et al., 2011, 2013). Firstly, affective commitment that includes employees’ emotions, identification, and participation in the organization (commitment that based on individual’s willingness to do something). High level of affective commitment can be characterized by participation, pride, and loyalty to the organization (Rousseau & Aubé, 2010). Secondly, continuance commitment which possessed by the employees based on their calculation if they leave the organization (cost based commitment). Thirdly, normative commitment which is showed by the employees to stay at the organization because they think they oblige to.

Nouri & Parker (1996) also Baerdemaeker & Bruggeman (2015) state that the managers with high affective organizational commitment are be able to decrease budgetary slack, otherwise the managers with low affective organizational commitment tend favor their personal interests and increasing the budgetary slack. Therefore, referring to the research, the researchers believe that the subordinates with high affective organizational commitment will act accordingly to the organization’s norms that in line with their personal norms. They also tend to be loyal to the organization in which they work. Their loyalty makes them to retreat from doing unethical acts such as creating budgetary slack. On the other hand, the subordinates with low affective organizational commitment tend to be less loyal; moreover they have bigger possibility to do unethical acts such as creating budgetary slack.
3. Task-Oriented and Relationship-Oriented Leadership Style 
Leadership style is a key factor to encourage the development of the subordinates’ organizational commitment (Kleine & Weißenberger, 2014). The subordinates’ behavior reflects their supervisors’ behavior (Anthony & Govindarajan, 2007). The supervisors have various leadership styles. The researchers employ two types of leadership styles from the research of Ohio State University, namely consideration leadership style (task-oriented) and initiating leadership style (relationship-oriented). 
Relationship-oriented leadership style represents how far the supervisors involve the subordinates in the decision making, considering their opinions, and caring for their well being (Stogdill & Coons’ 1957 in Abernethy et al., 2010). The supervisors with relationship-oriented leadership style act in friendly manner, encouraging, and caring for the subordinates’ needs and feelings (Yukl, 2010). Offering help to the subordinates, spending time to listen to their problems, defending them, consulting with them in an important matter, accepting their suggestions, and treating them fairly are the examples of the supervisors with relationship-oriented leadership style. Fernandez (2008) find that the supervisors with relationship-oriented leadership style have positive correlation with  job satisfaction and job performance. The possible explanation for this is because the supervisors with relationship-oriented leadership style successfully maintain good communication and team work among the subordinates. The supervisors with this type of leadership are able to encourage the subordinates in budgetary controlling (Kyj & Parker, 2008).

On the other hand, task-oriented leadership style represents how far the supervisors organize the working environment by implementing uniformity procedure and determining the roles and tasks (Stogdill & Coons’ 1957 in Abernethy et al., 2010). The supervisors with task-oriented leadership style define and coordinate their roles as well as the subordinates’ roles in completing the tasks (Yukl, 2010). Assigning the work to the subordinates, maintaining the exact standard of performance, asking the subordinates to follow standard operational procedures, highlighting the importance of deadlines, criticizing  unsatisfactory work, and coordinating different kinds of activities of the subordinates are the examples of  the supervisors with task-oriented leadership style. Fernandez (2008) finds that the supervisors with task-oriented leadership style are correlated positively with performance of each of working unit. However, it does not correlate with job satisfaction. This happens because the supervisors with task-oriented leadership style seems too impersonal, dictator, and direct. This perception leads the decreasing of job satisfaction and morality. In line with Holtz & Harold (2013), they find that the supervisors with high level of task-oriented but low level of relationship-oriented leadership style caused unproductive behavior among the employees.

Social Learning Theory states that the subordinates tend to behave according to their supervisors (Bandura, 1971). It represents that supervisor’s leadership style can affect the subordinates’ behavior to act in positive or negative way. Therefore, the supervisor with high level of task-oriented leadership style might be considered as having low level of relationship-oriented by the subordinates. They are seen as hindrance that limits the subordinates’ autonomy and pressuring them in achieving the goal the way they want. Otherwise, the supervisors who value relationship-oriented highly, even their assigned tasks will be seen as supporting system that will be useful in managing the subordinates. 

4. Hypothesis Formulation
Organizational Commitment and Budgetary Slack
Self Determination Theory (SDT) is an approach to identify person’s motivation and personality in doing something (Ryan & Deci, 2000). SDT differentiates among autonomous motivation and control, and extrinsic and intrinsic motivation. Meyer & Maltin (2010) state that affective organizational commitment is similar to the form of  autonomous regulation. Meyer & Maltin (2010) state that satisfaction from someone’s needs is the prerequisite to experience autonomous regulation. Autonomous regulation means that the individual is free to participate in the activities consistently with their values (Ryan & Deci, 2000).

High affective commitment is indicated by participation, pride, and loyalty to the organization (Rousseau & Aubé, 2010). Nouri & Parker (1996) also Baerdemaeker & Bruggeman (2015) state that the managers with high affective organizational commitment be able to decrease the budgetary slack, otherwise the managers with low affective organizational more likely to focus on their ambitions that tend to create budgetary slack. The budgetary slack is unethical act that disadvantages the organization (Steven, 2002; Hobson et al., 2011; Gago-Rodriguez & Naranjo-Gil, 2016). The budgetary slack is unethical and disadvantages the organization because the subordinates tend to intentionally lessen their effort to achieve the target budget (Gago-Rodriguez & Naranjo-Gil, 2016).

According to the theory, the subordinates with high affective organizational commitment will act consistently and in accordance with their values. They are loyal to the organization. Therefore, the subordinates with high affective organizational commitment will carry out action that prosper the organization, and vice versa. Thus, the hypothesis of the research is as follows. 
H1:
The subordinates with high affective organizational commitment create smaller budgetary slack than the subordinates with low affective organizational commitment.
Organizational Commitment, Leadership Style, and Budgetary Slack
A leader is a process in which the supervisors affect the commitment and subordinates’ obedience towards the assignment by supervising the target of the assignment, strategizing, and facilitating the groups’ or organization’s activities (Yukl, 1989; Kleine & Weißenberger, 2014). According to Social Learning Theory, the subordinates tend to reflect to their supervisors (Bandura, 1971). It represents that supervisor’s leadership style can affect the subordinates’ behavior either in positive or negative way.  
Literature of management has indicated that the behavior of leadership style connects the commitment between mid level managers and upper level managers in the organization (Kleine & Weißenberger, 2014). A supervisor with relationship-oriented can improve the subordinates’ emotional needs and the development of social participation (Dale & Fox, 2008). In this way, the internalization process of organization’s values by the subordinates probably occurs so that they are willing to participate in developing the organization. Kyj & Parker (2008) find that the supervisors with relationship-oriented can encourage the subordinates in controlling the budget. Other researches also state that the supervisors with relationship-oriented can establish a relationship with the subordinates based on beneficial trust, caring, and support (Fleishman & Harris, 1962; Kyj & Parker, 2008). Gago-Rodriguez & Naranjo-Gil (2016) find that the more the mid level managers trust the upper level managers, the more effort is spent in implementing the budgetary proposal that result in decreasing budgetary slack compare to the mid level managers who have a little trust to their supervisors. De Vries et al. (2010) state that relationship-oriented supervisor is more communicative. Hartmann & Kramer (2014) state that a communicative supervisor will strengthen social exchange between the subordinates and supervisors to improve the performance. Holtz & Harold (2013) state that relationship-oriented supervisor can develop pleasant working environment. Meanwhile, a supervisor that shows no relationship-oriented tends to act superior, ignorant and treat people in unpleasant manner (rude). The behavior possibly makes the subordinates to act harshly, breaking the rules and being unproductive (Holtz & Harold, 2013). This indicates that a trusted supervisor is a must to build the commitment in determining the next action. 
Neubert et al. (2008) state that a task-oriented supervisor has negative correlation with unproductive behavior. The management that maintains the control over the tight budget has probability to decrease the act of budgetary slack (Van der Stade, 2000; Hartmann & Kramer, 2014). Dale & Fox (2008) find that both task-oriented or relationship-oriented   leadership style have positive correlation with the organizational commitment. According to their statement, the subordinates believe that a supervisor with high level of task-oriented provides more rules and formal procedures for them to proceed. With that result, the subordinates finally feel highly responsible and have higher affective organizational commitment. However, the positive perspective towards task-oriented supervisors’ is not fully supported. The previous research by Fleishman & Harris (1962) find that the employees’ complaint increases when they were lead by the supervisor with high level of task-oriented, unless the supervisor did not display high level of relationship-oriented leadership style. This statement is supported by the research of Holtz & Harold (2013) that state unproductive behavior is at its peak when the supervisors have high level of task-oriented and low level of relationship-oriented leadership style.
Ketchand & Strawser (2001) find that task-oriented leadership style is one of antecedents in developing the organizational commitment which possessed by the subordinates and its effects to the organization. Dale & Fox (2008) state that leadership style important roles in both increasing and decreasing the effect of stressful working environment and determining the subordinates’ commitment towards the organization. Meyer & Maltin (2010) state that a committed individual will potentially benefit the organization although in some condition the subordinates’ commitment is susceptible to work stress. They also state that when this thing happens, the tension that felt by subordinates with high level of affective organizational commitment is not as high as subordinates with low level of affective organizational commitment. 
The social learning theory implicates that leadership style employed by the supervisors determines the subordinates’ commitment and eventually affects the forthcoming actions. Therefore, the relationship-oriented upper level managers will possibly be seen as guardians by the subordinates. Finally, they will be motivated to improve their commitment and support the success of the organization. On the other hand, the task-oriented upper level managers will be seen as threat and restrict the subordinates. It is because the upper level managers tend to prioritize achievement of the target and pressure the subordinates in developing their potential. Thus, the hypothesis of this research as follows.
H2:
Leadership style moderates affective organizational commitment with budgetary slack. 
Specifically, if the interaction hypothesis is significantly supported, then there will be follow-up test. So, it is hypothesized as follows.
H2a:
The subordinates with high level of affective organizational commitment create less budgetary slack when their supervisor implements relationship-oriented as opposed to task oriented leadership style.
H2b: The subordinates with low affective organizational management create less budgetary slack when their supervisor implements relationship-oriented as opposed to task oriented leadership style.
5. Research Model
According to the literature review and hypothesis development, the researchers build the research model to visualize the effect of both leadership style and affective organizational commitment to budgetary slack. The visualization of the research model is as follows. 



Figure 1. Research Model
RESEARCH METHODOLOGY
1. Research Design and Participants 
This research employs true experimental research with 2 x 2 among the subjects. The researchers employ true experimental research because the independent variable can be manipulated and the manipulation can be done randomly to the subjects’ groups to improve homogeneity among the groups (Nahartyo, 2013). The subjects of the research are the executive class’s students of master of management (MM) Gadjah Mada University (UGM).  The researchers choose the executive class’s students of master management (MM) UGM because business students are suitable to represent behavioral research, especially in an observation that involves the process of human information and decision making (Ashton & Kramer, 1980; Chong & Loy, 2015). In this research, the participants act as production managers of PT. ARITMATIKA. They are in charge of making target production. The subjects of this research consist of 84 participants, and 20 of them do not pass manipulation checking. Thus, the subjects that pass manipulation checking are 64 participants (76,2%). The subjects are either having work experience or currently working. 
The instrument employed in this research is adapted and modified from Chow (1983) and Chong and Loy (2015). The researchers hold group discussion with the students of Master of Accounting Science FEB (Faculty of Economic and Business) UGM to get recommendation and criticism to the instrument of the research. In addition, the researchers do pilot test to 46 regular class’s students of master management (MM) UGM to understand the quality as well as the effectiveness of the manipulation technique (Nahartyo & Utami, 2016).

From 46 participants in the pilot test, only 37 participants pass manipulation check. Group discussion and pilot test are executed before the researchers conduct the experiment.
2. Research Procedure
There are three sessions in conducting the main experiment. The first session consists of three stages, namely assignment overview, exercise, and assignment implementation. The purposes of the first session are to build participants’ performance and to get used to the assignment. On the stage of assignment overview, participants are explained about the roles they will carry during the experiment (research). They are asked to act as production managers at PT. ARITMATIKA. The production managers are assigned to make solutions to math question that will be appeared as math guidebook. They are rewarded with performance point for every correct answer. The points are intended to regulate the target production that will be proposed to their supervisor, Mr. Antonio. After the participants understand the assignment overview, they exercise in two minutes to get used to the next assignment. On this stage, they answer two questions as the exercise. They have to make solutions by coding several letters and translated them into numbers based on the code guidance and calculate them manually. The participants will be rewarded from every correct answer. There are two types of reward points, namely I and II in Roman numeral. Type I in Roman numeral consists of four letters that will be matched with two numbers. While Type II in Roman numeral, consists of four letters that will be matched with three numbers. If the participants answer a question of type I in Roman numeral correctly, they will get 25 points. However, if they answer a question of type II in Roman numeral correctly, they will get 75 points. These points represent their performance and will be utilized as the basis in controlling their target production. On the third stage, the assignment, the participants are asked to make the math solutions in three minutes. The procedure is the same as the one in the exercise. On this stage, they are given ten questions with the same proportion of type I and type II in Roman numeral questions. The participants have two sessions of assignment. They total the points they get after each session finished. The highest point will be set as the participants’ best estimation of the assignment. 
The second session is the internalization of pay scheme. In this session, the participants are explained the induction of slack pay scheme. The researchers employ the induction of slack pay scheme because it generally motivates the subordinates in creating budgetary slack by bonus payment that exceeds the target budget (Stevens, 2002; Hobson et al., 2011). The induction of slack pay scheme is elaborated as follows. 
	P = Rp 100.000,00 if A ≤ B
	(1)

	P = Rp 100.000,00 + Rp 5.000,00 (A – B) if A > B
	(2)


A is the actual performance (the best performance), and B is the target production (total budget). The first equation illustrates pay scheme with salary of Rp. 100.000,00. The payment is done to the subordinates with the actual performance (A) is less than or same as the target production (B) proposed to the supervisor. Meanwhile, the second equation illustrates the salary plus bonus payment. The payment is done to the subordinates with actual work (A) is more than the production target (B) proposed to the supervisor. These schemes are only in the research context and translated in the form of doorprize coupons for the participants with eight highest points on assignment 1 or 2 and answer two questions of manipulation check correctly. 
In the third session, the participants are explained about their commitment to the organization and their supervisors’ daily behavior in the organization. Four scenarios are designed to illustrate the subordinates’ behavior with high and low affective organizational commitment as well as the supervisors with task-oriented and relationship-oriented leadership style. The participants with high affective organizational commitment are characterized as having pride and loyalty, being in accordance with the organization’s vision, mission, and purposes, having desire to always give the best to the organization, and always achieving the target production with the best effort. On the other hand, the participants with low affective organizational commitment are illustrated as not being loyal to the vision, mission, and purposes of the organization because those are not in the accordance with their values, and completing organization’s assignments with the best effort is not on their priorities.
The participants with relationship-oriented leadership style are informed that the supervisor take good care of them, listen to their opinions, and treat them fairly. On the other hand, the participants with relationship-oriented leadership style are informed that the supervisor value the target achievement, emphasize the deadline, and criticize the subordinates’ work that does not achieve the target. Also, all the important decisions are made by the supervisor. Then, the participants are asked to outline target production that will be proposed to the supervisor after finishing the three sessions by considering three aspects, namely their best performance points (best estimation), pay schemes, and their characteristics as well as their supervisors’ (upper level managers) characteristics in the organization. 
In this experiment, the private information is under the researchers’ control. In a private setting, the participants are told that their supervisor do not receive information related to their production capacity. Therefore, the supervisor cannot possibly have information related to their work performance. 

3. Budgetary Slack Measurement
Budgetary slack is measured by subtracting the target budget with the best estimation (Anthony & Govindarajan, 2007). In this research, the best estimation is seen as actual performance (A) while target budget is seen as proposed target production (B).
FINDINGS AND DISCUSSIONS
Prior the hypothesis testing, the researchers conduct introductory tests that consist of random sampling test, subjects’ characteristics demography, and time lapse experiment test. Random sampling test is conducted by utilizing Chi-square. The results reveal that there is no subjects’ characteristics difference among the groups. (Pearson (2 age = 3,566; gender = 6,609; group’s study programs = 1,060; semester = 4,001; GPA (Grade Point Average) = 8,310; courses = 6,047; work experience = 6,577; monthly income = 7,271). The results also show that placement of the participants into the experiment group or control group is successfully done in random way without considering the factors that belong to the participants. The next test examines the effect of subjects’ characteristics to budget and time lapse experiment test. The result of one way ANOVA indicates that either the increasing or decreasing budgetary slack does not affected by subjects’ characteristics demography, and time lapse experiment test (F age = 1,555; gender = 0,506; study program = 0,835; semester = 0,770; GPA = 1,638; courses = 0,047; work experience = 0,220; monthly income = 0,067; time = 0,354).
1. Descriptive Statistics
Table 1 shows that the subordinates with high affective organizational commitment create smaller budgetary slack with the average (standard deviation) 14,8438 (77,99384) than the subordinates with low affective organizational commitment 57,9688 (90,78386).
Tabel 1. Descriptive Statistics of Budgetary Slack
	Affective Organizational Commitment
	Leadership Style of Management
	Total
	

	
	 Relationship-oriented
	Task-oriented
	
	

	
	
	
	
	

	
	
	
	N= 32
	

	High
	Group 1 (N= 16)
	Group 2 (N= 16)
	Mean= 14,8438
	

	
	Mean= 10,9375
	Mean= 18,7500
	Std= 77,99384
	

	
	
	
	
	

	
	Std= 94,41431
	Std= 60,20797
	
	

	
	
	
	N= 32
	

	Low
	Group 3 (N= 17)
	Group 4 (N= 15)
	Mean= 57,9688
	

	
	Mean= 39,7059
	Mean= 78,6667
	Std= 90,78386
	

	
	
	
	
	

	
	Std= 85,26559
	Std= 95,27154
	
	

	
	N= 33
	N= 31
	N= 64
	

	Total
	Mean= 25,7576
	Mean= 47,7419
	Mean= 36,4063
	

	
	Std= 89,59214
	Std= 83,51486
	Std= 86,72374
	

	
	
	
	
	

	
	
	
	
	


2. Hypothesis Testing 
The data is analyzed by utilizing Two Way ANOVA to express the effect of each and every variable to the dependent variable. The researchers utilize ANOVA with several reasons, 1) examining asymmetrical relationship, 2) testing one dependent variable in metric scale (ratio) and some independent variables in non-metric scale by considering variance that exist in each and every category (Gudono, 2015).

Table 2 provides the results of two-way ANOVA.  H1 states that the subordinates with high affective organizational commitment create smaller budgetary slack than the subordinates with low affective organizational commitment. The result of the test proves significant support statistically to H1 (F= 4,366; p= 0,041) so that H1 is supported. The result of this research shows that there is a main effect of affective organizational commitment to budgetary slack.
H2 predicts the effect of affective organizational commitment and leadership style to budgetary slack. The results of the test do not provide significant statistical support to H2 (F = 0,539; p = 0,466) so that H2 is not supported. The results show that there is no interaction effect of both leadership style and affective organizational commitment toward budgetary slack. Simple effect of H2a and H2b need not to be tested because H2 is not supported.  
Table 2. The Results of Hypothesis Test Two-Way Anova 2 X 2 Between Subjects
	Sources
	Df
	Mean Square
	F
	Sig

	Corrected Model
	3
	14113,546
	1,963
	0,129

	Intercept
	1
	87515,513
	12,170
	0,001

	X1 (Leadership Style of Management )
	1
	8733,835
	1,214
	0,275

	X2 (Affective Organizational Commitment)
	
	
	
	

	
	1
	31398,586
	4,366
	0,041**

	X1*X2
	1
	3873,268
	0,539
	0,466

	Error
	60
	7191,380
	
	

	Total
	64
	
	
	

	Corrected Total
	63
	
	
	



a. R Squared = .089 (Adjusted R Squared = .044)

Additional information **= significant rate 5%.
3. Discussions 
The purpose of this research is to examine factors that can mitigate and encourage the occurrence of budgetary slack. It successfully find supporting evidence that an individual with high affective organizational commitment create smaller budgetary slack than an individual with low affective organizational commitment. The result of this research is in consistency with the previous research that person with high affective organizational commitment can mitigate the occurrence of budgetary slack (Nouri & Parker, 1996; Baerdemaeker & Bruggeman, 2015). The difference of this research with another research is that this research successfully proves causal relationship between affective organizational commitment and budgetary slack through experimental method.
This research is in accordance with Self Determination Theory (SDT) in the form of autonomous regulation. The commitment possessed by individual regulates their whole actions so that they are in line with the commitment. An individual with high affective organizational commitment tend to be more loyal compare to an individual with low affective organizational commitment (Rousseau & Aubé, 2010). The higher affective organizational commitment means the lesser possibility in creating budgetary slack. In contrast, the lower affective organizational commitment means the bigger possibility in creating budgetary slack.
According to the literature, the researchers initially assume that leadership style can moderate the relationship between affective organizational commitment and budgetary slack. However, the researchers do not find significant effects of interaction between leadership style and affective organizational commitment on bugetary slack. 
There are some potential explanations of why leadership style does not moderate the relationship between affective organizational commitment and budgetary slack. Firstly, leadership style factors employed in this research are relationship-oriented and task-oriented and both of them are important in the organization. The organization cannot separate the orientation (preferences) from the supervisor. Kreitner & Kinicki (2008) state that neither relationship-oriented nor task-oriented leadership style is the best because both of them are equally important for supervisors’ behavior. This statement is in accordance with the findings from Dale and Fox (2008) that leadership style has positive correlation with affective organizational commitment either it is relationship-oriented or task-oriented. Secondly, a task-oriented supervisor is rarely manipulated in an experiment because of its inconsistency results (Yukl, 2010). This explains why the subordinates with high affective organizational commitment led by task-oriented supervisors do not tempted to increase or even create budgetary slack. It can be seen from Table 1 that participants who get high manipulation on affective organizational commitment with relationship-oriented supervisors have average of (10,93). Meanwhile, the participants who get high manipulation on affective organizational commitment with task-oriented supervisors have average of (18,75). The slack between the two averages is 7,82, there is no significant differences. The explanation is supported by Meyer & Maltin (2010) that state the subordinates are susceptible to work stress. However, the pressure experienced by the subordinates with high affective organizational commitment is lower than the subordinates with low affective organizational commitment. Thirdly, Holtz & Harold (2013) find that task-oriented supervisors affect unproductive behavior among the subordinates unless they have low level of relationship-oriented leadership style. This enlighten that a supervisor has both orientation in various levels. Kreitner & Kinicki (2008) illustrate four leadership style, namely 1) high relationship-oriented and low task-oriented, 2) high relationship-oriented and high task-oriented, 3) low relationship-oriented and low task-oriented, and 4) low relationship-oriented and high task-oriented.
CONCLUSION, LIMITATION, AND RECOMMENDATIONS
This research finds the effects of affective organizational commitment to the occurrence of budgetary slack. An individual with high affective organizational commitment is able to mitigate the occurrence of budgetary slack, otherwise an individual with low affective organizational commitment create bigger budgetary slack. The results are in accordance with   Self Determination Theory (SDT) in the form of autonomous regulation that states people will act based on the values they possess in the organization. However, this research does not find the effects of interaction between affective organizational commitment and leadership style on budgetary slack. 
This research has inevitable limitation. Firstly, there are several different guides in this research so there is possibility that participants get different explanations. The differences result in low treatment reliability. The further research can utilize recorded instructions as the guide so the treatment reliability becomes high. Secondly, the utilization of leadership style in this research does not consider high level or low level structure of both relationship-oriented and task-oriented leadership style. In reality, the supervisor is possible to employ both leadership styles in various levels. The further research can employ four types of leadership style from Ohio State that suggested by Kreitner & Kinicki (2008), namely 1) high relationship-oriented and low task-oriented, 2) high relationship-oriented and high task-oriented, 3) low relationship-oriented and low task-oriented, and 4) low relationship-oriented and high task-oriented. Thirdly, this research mainly focuses on affective organizational commitment. According to Meyer & Allen (1991) organizational commitment consists of three components, namely affective organizational commitment, normative and continuance. The forthcoming research can examine the effects of other commitment to the creation of budgetary slack. They are normative commitment and continuance. Fourthly, this research does not examine the factors that precede individual’s commitment in the organization. In reality, individual’s commitment is preceded by several factors such as personal characteristics, occupational roles, work characteristics or work experience, leader’s and group’s relationship, organizational characteristics, and cost that has to spend when an individual departs from an organization (cost of departure). Ketchand & Strawser (2001) state that those factors can be antecedent variable from commitment variable. The upcoming research can examine factors that can be antecedent from suggested commitment by Ketchand & Strawser (2001).
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