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Abstract

This study aims to examine the effect of  work environment ethics, organizational 
justice, and organizational trust on work engagement as well as examine the medi-
ating effect of  organizational trust on the relationship between work environment 
ethics and organizational justice on work engagement. The object of  this research 
is a health center in Magelang Regency. The sample used in this study was 119 
respondents with a total sampling technique. The analysis used is descriptive and 
statistical analysis using SmartPLS 3.0 software. The results of  the study show that 
work environment ethics has a significant effect on work engagement, organization-
al justice and organizational trust have no significant effect on work engagement. In 
addition, organizational trust did not succeed in mediating the relationship between 
work environment ethics and organizational justice on work engagement. Sugges-
tions for health centers to maintain and continue to improve work engagement with 
health workers by conducting routine behavioral audits of  health workers, improv-
ing work environment facilities, and building supportive working conditions, espe-
cially health workers who work on night shifts.
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INTRODUCTION

The increasingly advanced economic de-
velopment in Indonesia requires organizations to 
continue to develop in order to be able to compete 
in increasingly competitive business competition. 
To increase the competitive advantage of  an or-
ganization, of  course, high organizational perfor-
mance and productivity are needed (Mohanty & 
Choudhury, 2018). One of  the important aspects 
that can be developed by organizations in order 
to increase the competitive advantage is the quali-
ty of  Human Resources (HR).

To increase the competitive advantage of  
organizations, various studies related to HR are 
always developed by researchers, especially the 
influence of  employee work engagement (WE) 
(Mohanty & Choudhury, 2018; Boikanyo & Hey-
ns, 2019). From previous research it was found 
that employee work engagement has a positive 

influence on employee performance and produc-
tivity (Mohanty & Choudhury, 2018). In additi-
on, employees who have high work engagement 
will be enthusiastic, enthusiastic, and able to con-
centrate fully on their work (Boikanyo & Heyns, 
2019).

Although it has begun to be known about 
the importance of  work engagement in the orga-
nization. The level of  work engagement of  Indo-
nesian employees is 15% while the average level 
of  work engagement of  countries in Southeast 
Asia is 19%. This shows that Indonesia still has 
a level of  work engagement below the average for 
countries in Southeast Asia. In addition, based 
on the results of  the BPJS Employment report, 
data on employees who accessed the Old Age 
Security (JHT) in 2019 showed that more emplo-
yees resigned than were fired. Based on this data, 
the Coordinating Secretary for the Indonesian 
Economy stated that as many as 285,000 emp-
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loyees were laid off  and 1.3 million employees 
resigned in 2019.

One of  the factors that influence employee 
work engagement is ethics in the work environ-
ment (EE). According to Mitonga-Monga & Cil-
liers (2015)Ethical Climate Questionnaire (ECQ 
when employees perceive that their work environ-
ment is capable of  providing appropriate cultural 
values ​​and ethical standards they are more likely 
to exhibit positive attitudes and behaviors, are 
emotionally attached and connected effectively 
with the organization and are less likely to leave 
the company. Subsequent research also found that 
work environment ethics had a significant effect 
on employee work engagement (Mitonga-Monga 
et al., 2016)the Ethical Corporate Virtue model 
(ECV. When employees feel that their work en-
vironment is in accordance with their ethical and 
moral standards, employees will be more comfor-
table and attached to their organization.

Apart from work environment ethics, anot-
her factor that influences work engagement is or-
ganizational justice (OJ). According to Agarwal 
(2014) The effect of  organizational justice on work 
engagement is obtained when the organization 
provides fair treatment to employees, employees 
will repay the treatment with an increase in their 
work. This opinion is also supported by other stu-
dies which show that organizational justice has a 
positive and significant effect on work engagement 
(Gupta & Kumar, 2015). However, when emplo-
yees perceive that the treatment given by the orga-
nization is unfair, employees will react to decisions 
made by the organization, decreasing motivation 
and work quality (Özer et al., 2017; Sarti, 2019).

Another factor that influences work enga-
gement is organizational trust (OT). Employees 
who believe in their organization will have a po-
sitive influence by increasing employee commit-
ment and engagement to their work(Yilmaz & 
Altinkurt, 2012). According toGülbahar (2017) 
individuals with high organizational trust have 
higher levels of  engagement with their jobs. The 
effect of  organizational trust is explained through 
social exchange theory where when employees 
feel that the organization can be trusted, they will 
reciprocate that trust by being more attached to 
the organization (Ugwu et al., 2014).

The continuous development of  research 
related to work engagement is always followed 
by suggestions for further research for work en-
gagement variables. In the previous study, it was 
proposed to re-examine the variable of  organiza-
tional trust as a mediator between work environ-
ment ethics and work engagement (Hough et al., 
2015). When employees perceive that their work 

environment is ethical and in accordance with 
moral standards, it will increase employee trust 
in the organization and their co-workers and will 
be followed by an increase in their work engage-
ment. In addition, other studies also suggest exa-
mining the effect of  mediation on the relationship 
between organizational justice and work engage-
ment (Sahoo & Sahoo, 2019).

The object of  this research is an inpatient 
health center in the northern part of  Magelang 
Regency. Puskesmas has the most important role 
in increasing the level of  public health, especially 
in the Magelang Regency area. This is because 
the Magelang Regency area which has 21 sub-
districts only has 4 hospitals and these hospitals 
are only located in 2 sub-districts while 19 other 
sub-districts in Magelang Regency rely on puskes-
mas as the main health facilities in their respecti-
ve regions. As a primary health facility, of  cour-
se, it requires high employee engagement (health 
workers) so that health workers feel passionate 
about work, full of  dedication and focus on work.

The standard ratio of  health workers has 
not been achieved, it will cause employees to find 
it difficult to concentrate on their work because it 
is not in accordance with the standard work that 
should be. Reduced concentration on work will 
cause employees not to be absorbed in their work 
and will reduce the level of  work attachment to 
employees which can lead to decreased perfor-
mance, work stress, and burn out. In addition, this 
inappropriate ratio can cause health workers to feel 
that their organization is unfair because the work 
they receive is not up to the standard they should 
be. Therefore, it takes health workers with enthusi-
asm, dedication and high job absorption to avoid 
work stress, intention to change jobs, and burn out.

Apart from the incompatibility of  the ratio 
of  health workers to the population in Magelang 
Regency. The Puskesmas as a health facility is one 
of  the agencies most affected by the COVID-19 
pandemic. The following is data on COVID-19 
cases in Magelang Regency as of  September 24, 
2020 which is available in Table 1.

Table 1. Total COVID-19 Cases in Magelang 
Regency as of  September 24, 2020

Region
Death 
Cases

Covid 
Cases

Mortal-
ity Rate

Salaman 3 37 8.11%

Borobudur 3 29 10.34%

Ngluwar 2 10 20.00%

Salam 4 9 44.44%
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Srumbung 1 13 7.69%

Dukun 3 21 14.29%

Sawangan 2 16 12.50%

Muntilan 6 27 22.22%

Mungkid 10 39 25.64%

Mertoyudan 4 65 6.15%

Tempuran 2 24 8.33%

Kajoran 1 19 5.26%

Kaliangkrik 1 13 7.69%

Bandongan 5 26 19.23%

Candimulyo 0 20 0.00%

Pakis 0 12 0.00%

Ngablak 1 9 11.11%

Grabag 6 36 16.67%

Tegalrejo 3 26 11.54%

Secang 4 66 6.06%

Windusari 1 12 8.33%

Kab. Magel-
ang

62 529 11.72%

Global 31.425.029 967.164 3.08%

Indonesia 252.928 5.049 3.89%

Based on table 1, it is known that the death 
ratio due to the COVID-19 pandemic in Mage-
lang Regency is higher than the Indonesian and 
Global mortality ratio where Indonesia is 3.89% 
and Global is 3.08% while in Magelang Regency 
it is 11.72% where 3 times higher than the global 
death rate. This certainly affects the organizatio-
nal environment, especially health facilities such 
as Puskesmas where health workers have to deal 
with the pandemic.

The high ratio of  deaths due to the CO-
VID-19 pandemic has led to changes in organiza-
tional environmental conditions where there is an 
increase in psychological pressure for health wor-
kers such as fear, suspicion, and insecurity while 
in their work environment. The unfavorable en-
vironmental conditions will cause a decrease in 
work engagement (Mohd et al., 2016). In additi-
on to a decrease in the level of  work engagement, 
environmental changes that cause an increase in 
the risk of  the work of  health workers will also 
reduce the ethical behavior of  health workers 
where when making decisions that have dangero-
us risks, they will tend to make non-ethical decisi-
ons (Tannert et al., 2007).

In addition, based on Table 1, the sub-
district with the most cases is Secang District in 
the northern part of  Magelang Regency with a 

total of  70 cases out of  a total of  529 cases. As the 
sub-district with the highest number of  confirmed 
cases in Magelang Regency, this study focuses on 
health workers from puskesmas with inpatient fa-
cilities located in the northern part of  Magelang 
Regency which includes Windusari, Secang, Gra-
bag, Pakis, Kaliangkrik, Bandongan, Kajoran, 
and Tegalrejo sub-districts with outpatient health 
centers. The inpatient unit used as the research 
site consisted of  the Grabag 1, Pakis, and Win-
dusari Health Centers. The employees of  the pus-
kesmas as the sample studied in this study were 
health workers (tenakes) consisting of  doctors, 
nurses, midwives, health analysts, radiographers, 
electromedics, nutrition, health promotion, envi-
ronmental health, and medical records. 

The purpose of  this study is to examine the 
effect of  work environment ethics, organizational 
justice, and organizational trust on work engage-
ment as well as examine the mediating effect of  or-
ganizational trust on the relationship between work 
environment ethics and organizational justice on 
work engagement. The research novelty is elaborate 
organizational context in Coronavirus Pandemic.

Hypotheses Development
The Influence of Work Environment Ethics on 
Organizational Trust

Lamsa and Pucetaite (2006) assume that 
when work ethic in a society is low, organiza-
tional trust will also be low, and in the case of  
high work ethic, organizational trust will also be 
higher. When employees feel the risk of  negati-
ve and incorrect behavior in the work environ-
ment is low, employees will increase their trust in 
the organization. Another opinion by Rossouw 
(2002) also states that ethical behavior in coope-
ration can have a significant effect on the level of  
trust in the organization.

Although several theoretical approaches 
related to the influence of  work environment et-
hics and organizational trust have been carried 
out (Rossouw, 2002; Lamsa & Pucetaite, 2006) 
but empirical research related to the relationship 
of  these variables has not been widely studied 
(Hough et al., 2015). In research from Hough et 
al., (2015) it was found that work environment 
ethics has a positive and significant influence 
where employees’ views on ethical and unethi-
cal behavior in the work environment affect the 
employee’s trust. Based on theoretical and empi-
rical studies related to the influence of  work en-
vironment ethics and organizational trust above, 
it can be concluded that an organization that pro-
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vides a work environment that is in accordance 
with norms and ethics will give employees re-
ciprocity by trusting the organization.
H1:	Work environment ethics have a significant 

effect on organizational trust
The Effect of Organizational Justice on Orga-
nizational Trust

Employees’ perceptions of  organizatio-
nal justice are arguably one of  the most impor-
tant determinants of  their attitudes and behavior 
towards an organization (Yilmaz & Altinkurt, 
2012). Based on research from Yilmaz and Al-
tinkurt (2012), organizational justice has a posi-
tive influence on employee behavior, especially 
on organizational trust. Organizational justice 
increases employee trust in co-workers and trust 
in stakeholders in the organization (Yilmaz & 
Altinkurt, 2012). In addition, other studies also 
show that organizational justice which consists 
of  procedural justice, distributive justice, and pro-
cedural justice has an influence on organizational 
trust (Wong et al., 2006).

Research conducted by Agarwal (2014) 
states that when employees realize that their or-
ganization has been able to fulfill the promised 
policies, it will generate organizational trust. Ac-
cording to (Chen et al., 2015) the three indicators 
of  organizational justice have a positive influence 
on organizational trust where the highest influen-
ce is obtained from interactional justice. Thus, 
it can be concluded that when the organization 
provides fair treatment to employees, the emplo-
yee will give feedback in the form of  trust in the 
organization.
H2:	Organizational Justice has a significant effect 

on organizational trust

The Influence of Work Environment Ethics on 
Work Engagement

Employees who perceive their work en-
vironment as capable of  providing appropriate 
cultural values ​​and ethical standards will be more 
likely to exhibit positive attitudes and behaviors, 
be emotionally attached and connect effectively 
with the organization (Mitonga-Monga & Cilli-
ers, 2015). In the study it was found that if  the 
organization provides an environment in accor-
dance with the culture, morals and ethical stan-
dards of  employees, it will increase employee 
engagement. Further research related to ethics in 
the work environment also shows that work envi-
ronment ethics has a positive influence on work 
engagement (Mitonga-Monga et al., 2016).

Other research related to ethics in organi-
zations such as a leader who manages his emplo-
yees or subordinates by prioritizing moral ethics 

will increase employee work engagement. This 
research shows that the ethical behavior of  or-
ganizational members can affect the work enga-
gement of  employees regarding how they com-
municate and treat each other. Based on several 
previous studies, it can be concluded that work 
environment ethics has a significant influence on 
work engagement.
H3:	Environmental ethics have a significant effect 

on work engagement

The Effect of Organizational Justice on Work 
Engagement

Based on research from Sarti (2019), the 
dimensions of  organizational justice have a po-
sitive and significant effect on work engagement. 
This opinion is supported by previous research 
which shows that organizational justice has a po-
sitive and significant effect on work engagement 
(Gupta & Kumar, 2015). According to Agarwal 
(2014) when organizations provide fair treatment 
to their employees, these employees will give back 
with work engagement. When employees per-
ceive their organization to be unfair such as the 
distribution of  rewards that are not appropriate, 
discriminating individuals based on race, ethnici-
ty and others will lead to a decrease in employee 
motivation and a decrease in the level of  emplo-
yee engagement (Özer et al., 2017).

Organizational justice will make emplo-
yees feel they have an obligation to be fair to the 
organization by carrying out their roles and cont-
ributing more through work engagement. In a 
study conducted by Sari and Husna (2019) regar-
ding the effect of  organizational justice on work 
engagement, it shows that organizational justice 
has a positive and significant effect on work enga-
gement. Based on previous studies, it can be con-
cluded that organizational justice has a positive 
influence on work engagement.
H4:	Organizational Justice has a significant effect 

on work engagement

The Effect of Organizational Trust on Work 
Engagement

Employee trust in the organization can af-
fect employee performance positively by increa-
sing the level of  employee commitment and work 
engagement. Based on social exchange theory, 
when employees feel that the organization can 
be trusted, employees return the trust they have 
gained by increasing work engagement. Previo-
us research related to organizational trust also 
shows that individuals with high organizational 
trust will have high work engagement and conver-
sely individuals with low organizational trust will 
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have low work engagement (Gülbahar, 2017).
According to Agarwal (2014) when emp-

loyees believe in the organization, employees will 
be able to focus their energy and commitment 
to work. Other research that has shown that or-
ganizational trust has a positive influence is by 
(Sari & Husna, 2019). Although several previous 
studies have shown that organizational trust has 
a significant influence, Organizational trust had 
no significant effect on work engagement. Thus, 
organizational trust has a positive influence on 
work engagement, with employees trusting the 
organization they will be willing to give their ener-
gy, time, and commitment to the organization.
H5:	Organizational trust has a significant effect 

on work engagement

The Influence of Work Environment Ethics on 
Work Engagement by Mediated Organizational 
Trust

Work environment ethics is an antecedent 
of  organizational trust (Hough et al., 2015). Some 
researchers argue that when organizations apply 
principles that are in accordance with ethics and 
morals, in their environment it will increase emp-
loyee confidence in their organization (Rossouw, 
2002). The result of  increasing employee trust in 
the organization will make employees give back 
by increasing their work engagement (Agarwal, 
2014; Hough et al., 2015). From this opinion, the 
influence of  work environment ethics on work 
engagement can be through the variable of  orga-
nizational trust.

Research conducted by Hough et al. (2015) 
found that ethics in the work environment did not 
directly affect work engagement but through me-
diation of  organizational trust. From the study 
it was also found that organizational trust fully 
mediates the relationship of  work environment 
ethics with work engagement.
H6:	Work environment ethics have a significant 

effect on work engagement through organi-
zational trust

The Effect of Organizational Justice on Job 
Engagement by Mediated Organizational Trust

Previous research related to organizational 
justice and work engagement suggested adding 
an organizational trust variable to the relation-
ship (Gupta & Kumar, 2015). When employees 
perceive that their organization has fulfilled the 
promised policies, employees will assume that 
the organization can be trusted (Agarwal, 2014). 
The increase in organizational trust caused by 
organizational justice will have an influence on 

work engagement where when employees feel the 
organization can be trusted, they will give time, 
and commitment to the organization (Agarwal, 
2014).

In a study conducted by Gupta and Kumar 
(2015) found that organizational trust partially 
mediates the relationship of  organizational justice 
and work engagement. In this study, it was found 
that organizational justice and cooperative enga-
gement have an effect on work engagement. Anot-
her study conducted by Agarwal (2014) also shows 
that organizational trust mediates the relationship 
of  organizational justice and work engagement.
H7: Organizational justice has a significant effect 

on work engagement through organizational 
trust.

Based on the description above, a research 
model can be described in Figure 1.

Work
Environmen

t Ethics
(EE)

Organizati
onal Justice

(OJ)

Organization
al Trust (OT)

Work
Engagemen

t (WE)

Figure 1. Research Model

METHOD

This study examines work engagement 
with health workers at the Grabag I, Pakis, and 
Windusari Health Centers. The sample used 
in this study were 132 respondents with a total 
sampling technique. Of  the 132 questionnaires 
distributed, 9 questionnaires did not return and 4 
questionnaires were damaged.

The data in this study were tested using 
SEM analysis. The instrument was tested with 
validity and reliability tests with composite reli-
ability values ​​0.70 and Cronbach’s Alpha 0.70. 
Hypothesis testing was carried out using the 
original sample value and t-statistics through 
SmartPlS 3.0.

The work environment ethic variable 
in this study was measured using 8 indicators 
from(Captain, 2008), organizational justice is 
measured using 3 indicators (Cropanzano et 
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al., 2007; Sari & Husna, 2019), Organizational 
trust is measured using 3 indicators of  (Rawlins, 
2006), and work engagement was measured using 
3 indicators (Schaufeli et al., 2006).

RESULTS AND DISCUSSION

Figure 2. PLS test results

Direct Influence

Table 2.Direct Effect Test Results

Original 
Sample

T 
Statistics

P Values

EEOT 0.614 7.400 0.000

EEWE 0.502 2.523 0.006

OJOT 0.298 3.146 0.001

OJWE 0.140 0.926 0.178

OTWE 0.074 0.518 0.302

The direct influence hypotheses of  the va-
riable is used to test the effect of  the independent 
variable on the dependent variable. The results of  
the SmartPLS output on the direct influence ana-
lysis can be seen in table 2. Based on table 2, it 
can be concluded as follows:

The Influence of Work Environment Ethics on 
Organizational Trust

Work environment ethics (EE) has a posi-
tive influence on organizational trust (OT), with 

an original sample value of  0.614 and a t-statistic 
of  7.400 > 1.658 (0.000 < 0.050), it can be in-
terpreted that the better the perception of  health 
workers on ethics in the work environment, the 
better will increase trust in the organization. 
Based on these results, it can be concluded that 
H1: Work environment ethics has a significant in-
fluence on organizational trust received.

The significant influence of  work environ-
ment ethics on organizational trust is supported 
by theoretical opinion by Lamsa and Pucetaite 
(2006) where when employees assume that when 
the work ethic in a society is low, organizatio-
nal trust will be low, and conversely when the 
work ethic is high, organizational trust will also 
be higher. In addition, the results of  research by 
Rossouw (2002) also stated that ethical behavior 
in cooperation can have a significant effect on the 
level of  organizational trust.

The Influence of Work Environment Ethics on 
Work Engagement

Work environment ethics (EE) has a po-
sitive and significant effect on work engagement 
(WE) where the value of  the Original sample is 
0.502 and the t-statistic is 2.523 > 1.658 (0.006 
< 0.050). From this value, it can be interpreted 
that the better the perception of  health workers 
on ethics in the work environment, the higher the 
work engagement of  health workers, H3: ethics 
in the work environment has a significant effect 
on accepted work engagement.

The significant effect of  work environment 
ethics on work engagement is in accordance with 
the results of  previous studies. Previous research 
found that employees who perceive their work en-
vironment to be capable of  providing appropriate 
cultural values ​​and ethical standards will tend to 
exhibit positive attitudes and behaviors, be emo-
tionally attached and connect effectively with the 
organization (Mitonga-Monga et al., 2016; Mi-
tonga-Monga & Cilliers, 2015) Ethical Climate 
Questionnaire (ECQ).

The Effect of Organizational Justice on Orga-
nizational Trust

Organizational justice (OJ) has a positive 
effect on organizational trust (OT). The original 
sample value of  0.298 and the t-statistic of  3.146 
> 1.658 (0.001 < 0.050) can be interpreted that 
the higher the assessment of  health workers on 
fairness in the organization, the higher the trust 
of  health workers in the organization. Thus H2: 
organizational justice has a significant effect on 
organizational trust received.

The significant effect of  organizational 
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justice on organizational trust is also supported 
by previous studies (Agarwal, 2014; Chen et al., 
2015; Wong et al., 2006) it was found that simply 
increasing the salary is not the best method to re-
solve the problem of  lacking nursing staff; it is ne-
cessary to focus on the impact of  non-monetary 
factors. The delicate relationship between orga-
nizational justice, organizational trust, organiza-
tional identification, and organizational commit-
ment requires investigation and clarification from 
more studies if  application in nursing practice is 
to be expected. Therefore, this study was to inves-
tigate how the organizational justice perception 
could affect nurses’ organizational trust and or-
ganizational identification, and whether the or-
ganizational trust and organizational identifica-
tion could encourage nurses to willingly remain 
in their jobs and commit themselves to the hospi-
tals. Methods: A cross-sectional design was used. 
Questionnaires were distributed in 2013 to a con-
venience sample of  400 registered nurses in one 
teaching hospital in Taiwan: 392 were retrieved. 
Of  these, 386 questionnaires were valid, which 
was a 96.5 % response rate. The SPSS 17.0 and 
Amos 17.0 (structural equation modelingwhich 
states that organizational justice which includes 
distributive justice, procedural justice, and inter-
actional justice has a positive effect on employee 
trust in the organization because when emplo-
yees feel they have been treated fairly, it will give 
feedback in the form of  trust in the organization.

The Effect of Organizational Justice on Work 
Engagement

Organizational justice (OJ) has a positive 
effect on work engagement (WE) where the value 
of  the original sample is 0.140 but not significant 
because the value of  the t-statistic is 0.926 < 1.658 
(0.178 > 0.050). These results can be interpreted 
that the better the perception of  health workers 
on organizational justice will not necessarily in-
crease the work engagement of  health workers. 
Based on these results, it can be concluded H4: 
Organizational justice has a significant effect on 
work engagement is rejected.

The insignificant effect of  organizational 
justice on work engagement because puskesmas 
as a state-owned upt causes regulations related to 
compensation, schedules, workload, and career 
paths of  health workers to be regulated by the go-
vernment. Due to several rules which are inclu-
ded in the indicators of  distributive justice such 
as time and compensation are regulated by the 
government resulting in equal treatment and at 
the level of  position or class of  each health wor-
ker. The same treatment resulted in the absence 

of  comparisons related to procedural justice so 
that it did not significantly affect the engagement 
of  health workers.

In addition, based on previous research, it 
was found that procedural justice has no signifi-
cant effect on work engagement (Alvi & Abbasi, 
2012). With 2 out of  3 indicators having no sig-
nificant effect, the overall effect of  organizational 
justice is not too high on work engagement. Alt-
hough organizational justice can affect the enga-
gement of  health workers, the increase received is 
only 0.140 or 14%.

The Effect of Organizational Trust on Work 
Engagement

Organizational trust (OT) has a positive 
effect on work engagement (WE) but is not sig-
nificant where the increase in trust in the organi-
zation by health workers will not necessarily in-
crease work engagement of  health workers. This 
is assessed from the original sample 0.074 and 
t-statistic 0.518 < 1.658 (0.302 > 0.050). Thus, 
H5: organizational trust has a significant effect 
on work engagement is rejected.

The insignificant effect of  organizational 
trust on work engagement is because some health 
workers, namely village midwives, spend more 
of  their working hours in the village where they 
are placed. The village midwives who are not pla-
ced in the organizational environment cause the 
effect generated by organizational trust on their 
work engagement is not significant because there 
are not many perceptions and interactions of  vil-
lage midwives on the competence, integrity, and 
goodwill of  the organization.

The difference with the results from pre-
vious studies that produce a significant effect on 
the relationship because the object of  the study 
is an employee who works full time in an orga-
nizational environment such as teachers, factory 
employees, banking (Agarwal, 2014; Gupta & 
Kumar, 2015; Ugwu et al., 2014). Thus it can be 
concluded that the influence of  organizational 
trust on work engagement is not always signifi-
cant where there are other factors that influence 
the relationship.

Indirect Influence

Table 3.Indirect Effects Test Results

T Statistics P Values

EEOTWE 0.511 0.305

OJOTWE 0.478 0.316
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The hypothesis of  the indirect effect of  
variables is used to examine the mediating effect 
of  the organizational trust variable on the effect 
of  the dependent variable and the independent 
variable. The results of  the SmartPLS output on 
the indirect effect analysis can be seen in table 3. 
Based on Table 3, it can be concluded as follows:

The Influence of Work Environment Ethics on 
Work Engagement through	 Organization-
al Trust

The mediating effect of  organizational 
trust(OT) on the relationship between work en-
vironment ethics (EE) and work engagement 
(WE) is not significant. This can be seen from the 
t-statistic value of  0.511 < 1.658 (0.305 > 0.050) 
which can be interpreted that organizational trust 
does not succeed in mediating the effect of  work 
environment ethics on work engagement. Thus, 
H6: work environment ethics has a significant ef-
fect on work engagement through organizational 
trust is rejected.

The mediating effect of  organizational 
trust was unsuccessful on the relationship bet-
ween work environment ethics and work enga-
gement because in this study the effect of  orga-
nizational trust on work engagement was not 
significant. This shows that the ethics of  the work 
environmentja has a direct influence on job en-
gagement without going through an increase in 
organizational trust.

Effect of Organizational Justice on Employ-
ment Engagement through Organizational 
Trust

The mediating effect of  organizational 
trust (OT) on the relationship between organiza-
tional justice (OJ) and work engagement (WE) 
is not significant. This can be seen from the t-
statistic value of  0.478 < 1.658 (0.316 > 0.050) 
which can be interpreted that organizational trust 
does not succeed in mediating the relationship 
of  organizational justice and work engagement. 
Thus, H7: organizational justice has a significant 
effect on work engagement through organizatio-
nal trust is rejected.

Unsuccessful mediation of  organizational 
trust on the effect of  organizational justice on 
work engagement because the effect of  organi-
zational trust is not significant on health worker 
employment engagement. Health workers’ per-
ceptions of  organizational justice have a signifi-
cant effect on organizational trust but the level of  
organizational trust does not significantly affect 

work engagement so that organizational trust 
does not mediate the relationship of  organizatio-
nal justice and work engagement.

CONCLUSIONS AND RECOMMENDATIONS

The conclusion of  this study is that work 
environment ethics has a significant effect on or-
ganizational trust and work engagement. In addi-
tion, it was also found that organizational justice 
has a significant effect on organizational trust. 
However, organizational justice and organizatio-
nal trust have no significant effect on the engage-
ment of  health workers. Organizational trust did 
not succeed in mediating the relationship on the 
effect of  work environment ethics and organiza-
tional justice on work engagement.

Suggestions for further research are ex-
pected to be able to conduct research on different 
objects but still have one linkage to government 
health services so that research results can be ge-
neralized. The findings in this study still indicate 
that research related to variables that affect work 
engagement, especially the influence of  organiza-
tional trust is still lacking, so it is hoped that furt-
her research can increase literacy related to the ef-
fect of  organizational trust on work engagement.

The suggestion for the puskesmas is to 
maintain and improve the work engagement of  
health workers, especially during the COVID-19 
pandemic. Increased work engagement can be 
improved by opening a complaint room for health 
workers, where health workers can report beha-
vior that is not in accordance with the norms and 
ethics of  other health workers. In addition, it can 
also be done by checking or periodic audits on the 
behavior of  health workers. Other support can be 
in the form of  improving facilities to support the 
activities of  health workers such as making pantri 
facilities at the puskesmas so that it will increase 
the nutritional intake and comfort of  health wor-
kers, especially those who work on night shifts.

REFERENCES

Agarwal, U.A. (2014). Linking justice, trust and inno-
vative work behavior to work engagement. Per-
sonnel Review, 43(1), 41–73. 

Alvi, A.K, & Abbasi, A.S. (2012). Impact of  organiza-
tional justice on employee engagement in the 
banking sector of  Pakistan. Middle East Journal 
of  Scientific Research, 12(5), 643–649. 

Boikanyo, DH, & Heyns, MM (2019). The effect of  
work engagement on total quality management 
practices in a petrochemical organisation. South 
African Journal of  Economic and Management Sci-
ences, 22(1), 1–13. 



Bayu Adjie Indoyo & Desti Rani Husna/Management Analysis Journal 11 (1) (2022)

38

Chen, S. Y., Wu, W. C., Chang, C. S., Lin, C. T., Kung, 
J. Y., Weng, H. C., ... & Lee, S. I. (2015). Orga-
nizational justice, trust, and identification and 
their effects on organizational commitment in 
hospital nursing staff.  BMC Health Services Re-
search, 15(1), 1-17. 

Mohanty, M. M., & Choudhury, S. (2018). Employ-
ee Engagement and Productivity–Linking 
connectivity from manufacturing industry 
perspective.  International Journal of  Multidisci-
plinary, 3(9), 592-602. 

Cropanzano, R., Bowen, D. E., & Gilliland, S. W. 
(2007). The management of  organizational jus-
tice. Academy of  Management Perspectives, 21(4), 
34-48.

Gülbahar, B. (2017). The Relationship between Work 
Engagement and Organizational Trust: A 
Study of  Elementary School Teachers in Tur-
key.  Journal of  Education and Training Stud-
ies, 5(2), 149-159.

Gupta, M., & Kumar, Y. (2015). Justice and employee 
engagement: Examining the mediating role of  
trust in Indian B-schools. Asia-Pacific Journal of  
Business Administration, 7(1), 89–103. 

Hough, C., Green, K., & Plumlee, G. (2015). Impact 
of  ethics environment and organizational trust 
on employee engagement. Journal of  Legal, Ethi-
cal and Regulatory Issues, 18(3), 45–62.

Kaptein, M. (2008). Developing a measure of  unethi-
cal behavior in the Workplace: A stakeholder 
perspective. Journal of  Management, 34(5), 978–
1008. 

Lamsa, A. M., & Pucetaite, R. (2006). Development 
of  organizational trust among employees from 
a contextual perspective. Business Ethics: A Euro-
pean Review, 15(2), 130–141. 

Mitonga-Monga, J., & Cilliers, F. (2015). Ethics cul-
ture and ethics climate in relation to employee 
engagement in a developing country setting. 
Journal of  Psychology in Africa, 25(3), 242–249. 

Mitonga-Monga, J., Flotman, A., & Cilliers, F. (2016). 
Workplace ethics culture and work engage-
ment: The mediating effect of  ethical leader-
ship in a developing world context. Journal of  
Psychology in Africa, 26(4), 326–333. 

Mohd, I.H., Mohd Shah, M., & Zailan, N.S.Z. (2016). 
How Work Environment affects the Employee 
Engagement in a Telecommunication Com-

pany. 3rd International Conference on Business and 
Economics. 418–426. 

Özer, Ö., Uğurluoğlu, Ö., & Saygili, M. (2017). Effect 
of  organizational justice on work engagement 
in healthcare sector of  Turkey. Journal of  Health 
Management, 19(1), 73-83.  

Rawlins, B. (2006). Measuring the Relationship Be-
tween Organizational Transparency and Trust. 
Roles and Scopes of  Public Relations, 2(2), 1–21. 

Rossouw, G.J. (2002). A Role for Business Ethics in 
Facilitating Trustworthiness. Journal of  Business 
Ethics, 39(4), 377-390 

Sahoo, R., & Sahoo, C.K. (2019). Organizational jus-
tice, conflict management and employee rela-
tions: The mediating role of  climate of  trust. 
International Journal of  Manpower, 40(4), 783–
799. 

Sari, S. M., & Ranihusna, D. (2019). Build the Posi-
tive Work Environment with Work Engage-
ment.  Management Analysis Journal,  8(3), 340-
349.

Sarti, D. (2019). Balancing organizational justice and 
leader–member exchange to engage workforce: 
Evidence from social cooperatives in Italy. Jour-
nal of  Workplace Learning, 31(3), 231–246. 

Schaufeli, W.B, Bakker, A.B, & Salanova, M. (2006). 
The measurement of  work engagement with 
a short questionnaire: A cross-national study. 
Educational and Psychological Measurement, 66(4), 
701–716. 

Tannert, C., Elvers, H., & Jandrig, B. (2007). The ethics 
of  uncertainty. EMBO Reports, 8(10), 892–896. 

Ugwu, F. O., Onyishi, I. E., & Rodríguez-Sánchez, A. 
M. (2014). Linking organizational trust with 
employee engagement: The role of  psycho-
logical empowerment. Personnel Review, 43(3), 
377–400. 

Wong, Y. T., Ngo, H. Y., & Wong, C. S. (2006). Per-
ceived organizational justice, trust, and OCB: 
A study of  Chinese workers in joint ventures 
and state-owned enterprises.  Journal of  World 
Business, 41(4), 344-355. 

Yilmaz, K., & Altinkurt, Y. (2012). The relationship 
between organizational justice, organizational 
trust and organizational citizenship behaviors 
in secondary schools in turkey. Advances in Edu-
cational Administration, 13, 223–248. 


	_GoBack

