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Abstract 

This study aims to examine how the effect of engagement on organizational justice that can lead to employee 
willingness to help other employees without coercion so as to make good cooperation and produce good performance. 
The research method used is the explanatory survey method. Sampling was carried out using Accidental Sampling 
with a minimum sample size of 220 respondents from the population in the public sector at rural credit banks in 
Lampung Province. The quality of the data obtained using the instrument was tested using validity, reliability, construct 
reliability and variance extracted. Before the data were analyzed, the Liliefors normal requirements, homogeneity, 
linearity and regression significance were tested. The data analysis technique used Structural Equation Modeling. 
The results of this study found that engagement has a direct positive effect on altruism, organizational justice has a 
direct positive effect on altruism, and engagement has a direct positive effect on organizational justice. 

Keywords: engagement, organizational justice, and altruism 

 

 

Introduction 

Research on organizational citizenship behavior (OCB), has 
been discussed by (Çavuş & Develi, 2017); (Dong & Phuong, 
2018); Eisenberg et al. (2018) as well as several other 
researchers.  They say that the OCB construct can increase 
employee knowledge about the organization which in turn can 
create organizational justice and job satisfaction. The discussion 
about OCB is carried out based on the overall construct and no 
one has discussed it more specifically.  

In contrast to previous studies, the construct of altruism in 
OCB will be discussed in depth in this study. Because indicators 
of altruism exist in the personality of an employee, it can be used 
to improve overall organizational performance (Jiang et 
al.,2017; Klotz et al., 2018). Another study conducted by Yang 
& Wei (2018); Luu (2019) said that leadership and workplace 
ostracism have a significant effect on organizational citizenship 
behavior (OCB). Because the attitude of a leader who is in the 
company organization is very influential on organizational 
citizenship behavior (OCB).  

It is said by Hermaningsih & Kasuri (2018); Gerpott et al. 
(2019); Levy & Littmann (2017), that the engagement of an 
employee has a positive effect on altruism. This finding explains 
that not only engagement has a positive effect on altruism, but 
there is a mediating organizational justice variable that will 
indirectly affect the construct of organizational citizenship 
behavior (OCB).  

This study examines the behavioral relationships created by 
organizations, namely engagement with organizational justice, 

organizational justice against altruism, and engagement with 
altruism. This study is based on research conducted by Farid, et 
al. (2019);Deery et al. (2017)which states that employees are 
interested in organizational relationships and the sense of 
fairness that employees get towards altruism.  

Discussions on the effect of engagement on altruism (Han & 
Yan, 2019) and organizational justice on altruism have some 
specific differences, but there are also some similarities (Moon, 
2017; Carr & Maxwell, 2018; Rubino et al., 2018). However, in 
this case, we assume that employees who are related to the 
organization and are unable to create good relationships 
between fellow employees and leaders will hurt the attitudes or 
behavior of employees to help each other.  

The relationship between fellow employees and the 
relationship with the leadership will have a significant impact on 
the attitude or behavior of employees to help each other without 
any coercion or orders (Barik & Kochhar, 2017). Another factor 
that has a negative impact or lack of willingness of employees 
to help each other is the perception of employees who feel there 
is a lack of justice in the organization. 

Based on employee perceptions of justice obtained in the 
organization, if an employee feels that there is justice in the 
organization, it will create an attitude of employee willingness to 
help fellow employees to achieve organizational goals which will 
then create good teamwork (Dong & Phuong, 2018; Balven et 
al., 2018; Akram et al., 2020).  

Altruism can be interpreted as an attitude taken by an 
employee to help each other without any coercion. This attitude 
of altruism will have a very good impact on the organization. The 
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attitude of mutual assistance possessed by employees without 
coercion will result in good cooperation between employees so 
that organizational goals can be achieved. According to 
(Tambe,2014; Miao et al., 2018), altruism is a behavior to help 
fellow employees voluntarily. Another opinion says that altruism 
is a person's willingness to help or help others of their own 
accord (Trong Tuan, 2017).  

  

Literature Review 

Engagement is the behavior of employees towards the 
organization regarding the relationship between employees and 
the organization. Engagement can be interpreted as employee 
involvement expressed in physical, mental, and emotional 
relationships with the organization where they work (Stoyanova 
& Iliev, 2017; Rasool et al., 2021). Within the organization, an 
employee can interact with other employees and create a 
climate of cooperation so that each employee can provide good 
performance to the organization.  

According to Al Shehri et al., (2017) explaining the notion of 
engagement is employee engagement as a new work context 
that describes a positive emotional and cognitive relationship by 
an employee to the output of their organization. Engagement 
can also mean employee involvement personified by a person's 
degree of positive thinking about the organization, and how 
proactive employees are when it comes to achieving 
organizational goals (Lapoint & Liprie-Spence, 2017; Li et 
al.,2021). 

Organizational justice has an understanding, namely how an 
employee can be treated fairly in the organization. 
Organizational fairness is defined as employees' perception of 
whether or not they are treated fairly in an organization (Terzi et 
al., 2017; Unterhitze Berger & Bryde, 2019). This organizational 
justice is considered very important for employees so that 
employees will feel more compelled to complete their work 
because they feel fair in the organization. According to Sarfraz 
et al. (2018); Justice organization is defined as the distribution 
of rewards, resources, and information.  

Employees must be treated fairly so that employees feel 
comfortable when doing their duties and work so that there are 
no obstacles to achieving organizational goals. Organizational 
justice can also be interpreted as a perception of something that 
is felt to be fair or unfair about the management's treatment of 
employees. This will affect employee behavior, namely the 
desire to leave work, employee job satisfaction, commitment to 
work, and involvement in work (Karam et al., 2019).  

Altruism is one indicator of organizational citizenship 
behavior (OCB) which is defined as the willingness of individuals 
to help, help others without orders that require the individual to 
take action (Soeharto & Andriansyah, 2019). A simple definition 
of altruism is an attitude that refers to an individual helping 
others. This behavior refers to all voluntary behavior shown by 
an employee to help other workers who have just started work 
or help coworkers who have problems with work without 
anticipation ((Çavuş & Develi, 2017); Massoudiet al., 2020).  

According to Organ (2018); Newman et al., (2017), mentions 
that altruism is behavior that supports people without having to 
function closely related to company operations. Altruism is a 
voluntary behavior in which An employee assists an individual 
with a specific problem in his/her duties under exceptional 
circumstances. Altruism consists of all voluntary behavior, 
specifically aimed at helping others in organizationally relevant 
issues or related to problems within the organization (Eisenberg 

et al., 2018). 

 

Engagement and Altruism 

Engagement is employee engagement stems from feeling 
that they are properly compensated for what they have done for 
the organization (Hoque et al., 2018; Sun & 
Bunchapattanasakda, 2019). Altruism is something related to 
activities to help and cooperate with friends or colleagues when 
someone is doing their job (Getahun, 2018). 

H1: There is a positive direct effect of engagement on 
altruism 

 

organizational justice and altruism 

organizational justice refers to individuals' perceptions of 
justice in organizations and also their behavior responses to 
these perceptions (Chegini et al., 2019; Kim & Chung 2019; 
Jang et al., 2021). Altruism is defined as individuals who engage 
in altruistic behavior having the ultimate intention to gain the 
interests of others at the expense of their interests (Yin et al., 
2018). 

H2: There is a direct influence positive organizational justice 
against altruism 

  

Engagement and Justice Organization 

Engagement is the ability and willingness of employees to 
contribute to the success of the organization, particularly their 
willingness to give effort discretion, beyond what is normally 
required in their position to make the organization succeed 
(Vorina et al., 2017; Lee et al., 2020). Organizational justice is 
defined as the employee's perception of fairness that occurs in 
a certain place in the organization. Justice is shown when there 
is dedication and action from the management side of the view 
of employees through high morality by way of ethics, religion, or 
legal standards (Imamoglu et al., 2019; Cugueró-Escofet et al., 
2019) 

H3: There is a direct positive influence on engagement on 
organizational justice 

 

 Research Methods 

This research uses a quantitative approach, with a 
descriptive design. The research method used is an explanatory 
survey method, which aims to collect data on field objects by 
taking samples from the population in the public sector at Rural 
Banks in Lampung Province. The author chose the Rural Bank 
(BPR) industry, because this industry is the place where BPR 
Banks were founded which have the largest assets throughout 
Indonesia (Chou & Buchdadi, 2016; Sofyan, 2019). 
Questionnaires were used as the main data collection tool. 
Sampling was carried out using Accidental Sampling, namely 
sampling that was not guided by clear characteristics (Etika & 
Bala, 2017). The minimum number of samples is 220 
respondents. The statistical study technique used an instrument 
requirements experiment using validity tests & reliability and 
continued usingrequirements analysis testing and hypothesis 
testing Structural Equation Modeling (SEM). 
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Results And Discussion 

Testing Requirements Analysis of 

Normality Test. 

The data normality test has the aim of knowing the 
distribution of data that is normally distributed or not normally 
distributed. 

 

Variable Value Value of Sig. Conclusion 

ξ1 0.05 0.050 Normal 

η1 0.05 0.157 Normal 

η2 0.05 0.062 Normal 

Table 1. Results of Normality Test for 
 
Based on the table above, each value of the research 

variable, namely engagement (ξ1) has a significance value of 
0.050, organizational justice (η1) has a significance value of 
0.157, and altruism (η2) has a significance value of 0.062. From 
the research variables, the entire significance value of each 
variable is > 0.05, meaning that the data obtained are normally 

distributed. 

Homogeneity testing 

To find out the sampled population has homogeneous or 
heterogeneous data, homogeneity testing is needed. 

 

Variable Value Value of Sig. Conclusion 

η1 on ξ1 0.05 0.071 Homogeneous 

η2 aboveξ1 0.05 0.078 Homogeneous 

η2 on η1 0.05 0.068 Homogeneous 

Table 2. Result of Homogeneity Test of 

 

Linearity Testing and Regression 

The requirement to be able to proceed to the linearity and 

regression testing phase which aims to determine the 
relationship between variables, it must be known that the 
variables form a linear line and the regression is significant or 
not. 

 

Variable 
Sig. Regression The 

significance of 
regression 

Lin's.regression 
Linearity 
Regression 

fvalue ftable tvalue ttable 

η1 on ξ1 
1.37 3.04 Significant 4.03 1.65 

Linear 

η2 on ξ1 
0.72 3.04 Significant 9.24 1.65 

Linear 

η2 above1 
0.95 3.04 Significant 6.30 1.65 

Linear  

Table 3. Linearity Test Results and regression 

 

Test Construct Reliability and Variance 
Extracted (ξ1) 

The manifest variable test was conducted to determine the 
construct's ability to variables measure exogenous latent(ξ1). 

Exogenous variables are variables that affect or are the cause 
of changes and the emergence of the dependent variable 
(endogenous), either positively or negatively. In this study, there 
is one exogenous variable, namely, (ξ1) is the engagement 
variable. 

 

Indicators StdLoading 
loading² 
std 

Error CR VE 

X1 0.77 0.59 0.41 

0.59 0.85 

X2 0.84 0.71 0.30 

X3 0, 84 0.71 0.29 

X4 0.61 0.37 0.63 

Total 3.06 2.38 1.63 

Table 4. Calculation of Construct Reliability and Variance Extracted (ξ1) 
 
Based on the results of the calculations in the table above, it 

can be seen that the value of the reliability construct is 0.59 less 
than 0.70 (CR < 0.70) and the mean value of the extracted 
variance was 0.85 which was greater than 0.50 (VE > 0.50) this  

 

means that the four manifest variables have consistency in 
measuring the variable1. 
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Test Construct Reliability and Variance 
Extracted (η1) 

Testing of the manifest variables was conducted to 
determine the ability of the construct to measure endogenous 
latent variables (η1). 

 

Indicator 
Std 

Loading 
Std 

Loading² 
Error CR VE 

Y1 0.82 0.67 0.33 

0.66 0.89 

Y2 0.82 0.67 0.33 

Y3 0, 82 0.67 0.33 

Y4 0.80 0.64 0.36 

Total 3.26 2.66 1.35 

 
Based on the test results in the table above, it can be seen 

that the construction reliability value is 0.66, smaller than 0.70 
(CR < 0.70), and the average value of the extracted variance is 
0.89 which is greater than 0. 50 (VE > 0.50) which means that 
the four dominant variables are in consistency in measuring 
variable 1. 

Test Construct Reliability and Variance 
Extracted (η2) 

Testing manifest variables were conducted to determine the 
ability of the construct to measure endogenous latent variables 
(η2). 

 

Indicator 
Std 
Loading 

std 
loading² 

Error CR VE 

Y5 0.81 0.66 0.34 

0.61 0.86 

Y6 0.83 0.69 0.31 

Y7 0, 77 0.59 0.41 

Y8 0.72 0.52 0.48 

Total 3.13 2.46 1.54 

Table 6. Calculation of Construct Reliability and Variance Extracted (η2) 
 
Based on the test results in the table above, it can be seen 

that the value of the reliability construct is 0.61 less than 0. 70 
(CR < 0.70) and the mean value of the extracted variance was 
0.86 which was greater than 0.50 (VE > 0.50) this means that 
the four manifest variables have consistency in measuring the 
variable1. 

T-value Coefficient Calculation Results 

After analysis of test requirements, the next step is to 
calculate and test each path coefficient as shown in the following 
table: 

 

No. Variable 
Path coefficient (ξ1 and η) 

of of Conclusion 
SLF * tvalue 

1 η1 on ξ1 0.55 7.33 H0 is rejected Significant 

2 η2 on ξ1 0.57 6.81 H0 is rejected Significant 

3 η2 above η1 0.20 2.54 H0 is rejected Significant 

Table 7. Path Coefficient Results 

 

coefficient sub-structure Line 1 

model path coefficient analysis was found, namely, the sub-

structure 1 is expressed in equation form η1 = γ11ξ1 + ζ1. This 
test will give the decision to test hypothesis 1. 

 
Figure 1. The coefficient of Sub-Structure Line 1 
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Based on test results from a sub-structure 1, the path 
coefficient obtained (γη1ξ1)of 0.55 and a value of tvalue = 7.33 
> table (0.05: 220) = 1.65, then Ho is rejected and the path 
coefficientγη1ξ1significantly. 

Coefficient of Sub-Structure Line 2 

model path coefficient analysis was found, namely, the sub-
structure 1 is expressed in equation form η2 = γ21ξ1+ β21η1 + 
ζ2. This test will give a decision for testing hypotheses 2 and 3. 

 
Figure 2. Coefficient of Sub-Structure Line 2 

 
Based on test results from a sub-structure 2, the path 

coefficient obtained (γη2ξ1)of 0.57 and a value of tvalue = 6, 
81>table (0.05: 220) = 1.65, then Ho is rejected and the path 
coefficientγη2ξ1significantly. The path coefficient (βη2η1)of 
0.20 and a value of tvalue = 2.54> ttable (0.05: 220) = 1.65, then 
Ho is rejected and the path coefficientβη2η1 significantly. 

Based on the results of the calculation of the path coefficient 
and tvalue for hypothesis testing purposes, it shows that the 
standardized loading factor value of all path coefficients is 
greater than 0.05 and the tvalue is 1.65, so Ho is rejected and 
three lines are significant. The diagram standardized solution for 
each variable can be shown in Figure 3, as follows: 

 

 
Figure 3. Path Diagram Standardized Solution 

 
According to Figure 3, the standard solution of the path 

diagram, in addition to the direct effect, has a summation 
(indirect effect). between exogenous variables (ξ1) and 
endogenous variables (η). The output of the linear structural 
relationship based on the total standard effect, shows that: (1) 
The effect value of 1 and 1 is the same as the effect value of 

each variable because it is not influenced by the variable . Other 
variables (intermediary variable), (2) (indirect indirect effect) 1 
to2 to1 is 0.55 x 0.20 = 0.11, because the other variable 
(intermediate variable) is 10.20, and the total effect is 0 .11 + 
0.20 = 0.31. 
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Figure 4. T-value Path Diagram of the 

 

Overall Model 

Based on the results of the SEM test with LISREL, the results 

of the test Fit of the goodness of fit in Structural Equation 
Modeling (SEM) can be seen in the following table: 

 

No Index Result Recommended 
Value 

Conclusion 

1 Probability X2 0.00094 <0.05 Marginal Fit 

2 X2/df 1.73 <5 Good fit 

3 RMSEA 0.058 <0.08 Good fit 

4 AGFI 0.90 <0, 90 Good fit 

5 GFI 0.94 >0.90 Good fit 

6 CFI 0.99 >0.90 Good fit 

7 NFI 0.97 >0.90 Good fit 

8 NNFI 0.98 >0.90 Good fit 

9 IFI 0 .99 > 0.90 Good fit 

10 RFI 0.96 0.90 Good fit 

11 ECVI 0.65 <5 Good fit 

Table 8. Summary of Goodness of Fit Test Results ) 
 
From Lisrel's output, the overall fit model using test 2 (chi-

square) gives a weighted least squared chi-square value of 
141.65 and a p-value of 0.00094 <0.05, so it can be said that 
the 2 test results are consistent with suitable. Furthermore, the 
value of 2 is compared with the degrees of freedom (χ2/df) as 
88.23/51 = 1.73 <0.05, so it can be said that by controlling for 
the variable (represented by the number of degrees of freedom 
pressure), the model has a good fit. this is good. The next test 
is that the RMSEA shows less than 0.08, so that a suitable 
model can be obtained. In addition, the test results of AGFI, GFI, 
CFI, NFI, NNFI, IFI, RFI and ECVI can all exceed 0.90, so the 
model has a good fit. 

Positive Direct Effect of Variable ξ1 on Variable η1 

Hypothesis 1 has a positive direct effect of  ξ1 on η1. The 
results of this study indicate that there is a direct positive effect 
of variable ξ1 on variable η1 with a value of tvalue>t table i.e. 
7.33> 1.65, it can be concluded that hypothesis 1 is accepted. 

Positive Direct Effect of Variable ξ1 on Variable η2 

Hypothesis 2 There is a direct positive effect of ξ1 on η2. The 

results of this study indicate that there is a direct positive effect 
of variable ξ1 on variable η2 with tvalue>ttable ie 6.81> 1.65, it 
can be concluded that hypothesis 2 is accepted. 

Positive Direct Effect of Variable η1 on Variable η2 

Hypothesis 3 There is a direct positive effect of η1 on η2. 
The results of this study indicate that there is a direct positive 
effect of variable η1 on variable η2 with tvalue>ttable ie 2.54> 
1.65, then it can be concluded that hypothesis 3 is accepted. 

 

Conclusions  

After analyzing the research, it can be concluded that 
engagement has a positive direct effect on organizational 
justice. The study's findings may mean that if each of the 
individuals do who exist in the organization can maintain a 
significant relationship with the organization, and are committed 
to the goals of the organization, then the attitude that will arise 
within each employee is a matter which is owned by the 
employees tend to be fair when treating other employees. A fair 
attitude when giving various decisions related to the progress of 
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the organization, at the same time will create an agreement to 
jointly achieve organizational goals. Organizational justice has a 
direct positive effect on altruism. The results of this study explain 
that if the distribution of rewards, resources, and sharing of 
information in the decision-making process is accepted fairly by 
employees, it is hoped that a caring attitude will arise in each 
employee's self to jointly complete organizational tasks. The 
desire to help voluntarily fellow employees will arise which in 
turn will benefit the organization as a whole. 

The engagement has a direct positive effect on Altruism. 
This conclusion means that if employees' behavior towards the 
organization can form mental and emotional attachments as well 
as in the form of physical relationships, then the desire to act 
and help each other towards other employees will arise. Various 
obstacles that may occur in the decision-making process, can 
be resolved together without management intervention. Under 
these conditions, organizational goals will be achieved through 
collective strength and will improve the overall performance of 
the organization. 
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