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Abstract: This study aims to test the effect of employee engagement and organization trust on organization citizenship
behaviour and its impact on organization Effectiveness. The object of this research is the government organization of
Pidie Jaya with Echelon IV Officers as a respondent. The number of sample is determined by using proportional
sampling technique and Slovin equation, and it provides 171 respondents. Data is analyzed using the path analysis with
the SPSS program assistance. The findings describes that employee engagement, organization trust, organization
citizenship behaviour and organization Effectiveness have been going well. For the verification test of direct effect
provides : employee engagement effects organization citizenship behaviour; organization trust effects organization
citizenship behaviour significantly; employee engagement effects organization Effectiveness significantly; organization
trust effects organization effectiveness significantly, and; organization citizenship behaviour effects organization
Effectiveness significantly. These all findings proves that the previous theories are still applicable, and these also apply
in Goverment organization of Pidie Jaya District. The originality of this research is in its novelty in term of the object,
time, and statistic approach. This result contributes to academic and research area in order to develop the next model and
method. For the practical, this has verified that the variables in this research need more attention from the managers

especially in organization related.
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I. INTRODUCTION

The level of success of an organization in
achieving the goals set in an organization is a measure
of the degree of organization, Burke and Fiksenbaum,
2006) in (Kataria, Garg and Rastogi, 2013) states that
achieving organization Effectiveness is the main focus
and goal of any organization, which for that requires
great effort by maximizing task efficiency, commitment
and maintaining employee motivation to work well.

The fact, to make the effectiveness in much
organizations are not easy. Goverment as a bureaucratic
organization with lots of inflexibility makes them
difficult to achieve the effectiveness performance. In
Government of Pidie Jaya as an organization, there is
still a tendency for employees to carry out
indisciplinary actions, one of which is related to the
submission of reports or data. There are numbers of
employees who cannot complete the tasks given based
on the time limit, and they are not be able to achieve the

high quality of work determined by their superiors. This
happens because the level of ability of employees in
carrying out their duties and functions has not been
evenly distributed in each work unit (SKPD). Most are
in Echelon IV level as a first level of technical
managers. The organization's ability to achieve its
objectives is an indicator to see the success of an
organization. employee behavior greatly influences
effectiveness in the organization, because employees
are the main resource for all organizations.
Effectiveness in organizations is an accumulation of
effectiveness that exists in individual employees and
groups. Individual effectiveness focuses on carrying out
the duties and responsibilities of individuals as workers
in an organization, while group effectiveness
emphasizes on the performance produced by the work
group as a team work. Effectiveness is a basis in seeing
or measuring the level of success achieved by the
organization for its intended purpose. An organization
is said to be effective if the organization tends to
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produce more and more, and adaptable in solving
problems (Kataria, Garg and Rastogi, 2013). (Daft,
1995) in (Zheng, Yang and McLean, 2010) defines
organization Effectiveness as the level that an
organization has in realizing its goals. (Mott, 1972) in
(Kataria, Garg and Rastogi, 2013), defines organization
effectiveness as the ability of organizations to mobilize
all abilities for action, production and adaptation.
According to (Lewin and Minton, 1986) in (Eydi,
2015), organization Effectiveness measurements are
carried out through competing value approaches, that
are : 1) Open System, which is the flexibility and ability
to get resources; 2) Rational Goals, namely the
existence of certain plans or objectives and high
productivity and efficiency; 3) Internal Process, which
emphasizes on humans and control and information
dissemination and stability and tranquility in assessing
organization effectiveness, and; 4) Human Relations,
namely the existence of an integrated / cohesive and
skilled workforce.

In an effort to achieve an optimal of
organization Effectiveness, this cannot be separated
from the influence of employee engagement. This is
consistent with the facts stated by (Welch, 2011) in
(Kataria, Garg and Rastogi, 2013) that among
optimism, trust and attachment, leaders and managers
throughout the world recognize employee engagement
as an important component that can influence the level
of organization Effectiveness. This is why the latest
efforts to improve organization performance have
begun to embed positive organization concepts such as
optimism, trust and attachment. Many research
concludes that bound employees are more committed to
helping organizations in achieving goals. Besides that
they also have a greater possibility to provide input or
ideas for the good of the organization in the future.
(Saks, 2008) states that bound employees are more
likely to do things in an effort to improve organization
Effectiveness, because they have a large sense of
attachment (Engaged) with their work and organization
(Schaufeli and Bakker, 2004).

In the Governement of Pidie Jaya, based on
observation of authors shows that there is still low
employee engagement happened. The phenomenon
occured is the low commitment of employees to help
the organization in achieving its goals, including the
tendency of some employees to show an inaction
attitude toward the difficulties experienced by the
organization, being passive in providing input or ideas
for their organization. Employee engagement has a
positive relationship with organization Effectiveness,
therefore employee engagement is currently the main
focus of various organizations (Kataria, Garg and
Rastogi, 2013). (Kahn, 1990) defines employee
engagement as a form of effort to bind themselves to
members of the organization with their role in the
organization. (Saks, 2006) cites several opinions stating
that employee engagement is a form of commitment to

the organization.  (Shuck and Wollard, 2010) in
(Kataria, Garg and Rastogi, 2013) defines employee
engagement as the cognitive, emotional and behavioral
conditions of each individual employee who focuses on
the desired results. (Albrecht, 2010), defines employee
engagement as a commitment from individual
employees to their organizations that are able to move
employees to show the best in improving performance.
In addition to employee engagement, organization trust
is another factor that can influence the organization
efforts to achieve organization Effectiveness (Kataria,
Garg and Rastogi, 2013).

Other than that, trust is a very important aspect
to be applied in an organization. With the establishment
of trust there will be an advantage in the internal
organization which of course will have a huge impact
on the organization. This is supported by the statement
from (Altuntas and Baykal, 2010), that trust is
something important in establishing relationships in an
organization, especially the relationship between
employees and leaders. In (Kataria, Garg and Rastogi,
2013) explains that the dimensions of employee
engagement measurements are: 1) Vigor, which is a
behavior characterized by high outpouring of positive
energy and strong mentality in completing a job and
diligent in resolving the difficulties encountered during
work; 2) Dedication, which is the feeling of strong
emotional involvement between employees and their
jobs; 3) Absorption, which is a behavior in which
employees enjoy and are happy in working with full
concentration and seriousness.

In the Government organization of Pidie Jaya
district, trust is in the low level of satisfaction or
happiness. Toward the organization, the employees
feeling treated unfairly and honestly, and the attitude of
organizations that are less concerned about their
employees. The level of employee confidence
maintaining its commitment also affects the trust of
employees towards their organization. Trust is an
important element in establishing a relationship, in
business management and organization communication
the emphasis is on relationships between managers and
between managers and subordinates (Paine, 2003).
(Rousseau et al., 2012) in (Robbins and Judge, 2012)
states that trust is a psychological state of an individual
who has a positive expectation of something.
(Schoorman, Mayer and Davis, 2007) in (Lin, 2010),
states that organization trust is trust in an organization
that involves the willingness of employees to be
vulnerable to actions or their organization's policies.
This willingness can only be given when an
organization communicates clearly what actions or
organization policies have on employees formally and
informally (Tan and LIM, 2009). According to
(Bromiley and Cummings, 1992) in (Altuntas and
Baykal, 2010) states that organization trust is trust that
arises from individuals and groups as a whole, that
individuals or organizations will mobilize all abilities

© East African Scholars Publisher, Kenya

474



Irfan Jafri et al., East African Scholars J Econ Bus Manag; Vol-2, Iss-9 (Sept, 2019): 473-479

with good intentions and commitments without hidden
ill intentions. (Katou, 2013) explains that organization
trust can be measured through three dimensions,
namely: 1) Integrity, which is a form of belief that the
organization will be fair and honest; 2) Competence,
which is an attitude that shows confidence in the ability
of the organization; 3) Dependability, which is an
attitude that shows confidence in the organization's
commitment to itself.

This certainly can trigger employees desire to
move from one agency to another even though there is
no increase in position / echelon due to loss of trust in
the organization, decreases work motivation and loss of
employee  willingness to display organization
citizenship behaviour. In the study of (Donghwan
Yoon, Jichul Jang, 2016) states that organization trust
affects the willingness of employees to display
organization citizenship behaviour. This is because
when employees consider their organization to be
trustworthy, they will willingly display work behavior
beyond their employment contract. Chiang and (Hsieh,
2012) in (Donghwan Yoon, Jichul Jang, 2016)
describes that organization trust is the driving force for
the emergence of significant organization citizenship
behaviour because it is able to motivate employees' own
behavior starting from themselves. And this will
ultimately give a bad influence to the organization in an
effort to achieve organization Effectiveness. In (Kataria,
Garg and Rastogi, 2013) notes that organization
citizenship behaviour has an influence and make a very
meaningful contribution to the organization, because it
can increase the effectiveness, efficiency and overall
performance of the organization by lubricating the
social machinery of the organization, reducing friction
and increasing efficiency. The fact occurred in
government organization of Pidie Jaya district is the
reluctance of employees to take the initiative

themselves to help or take over the work of their co-
workers who are having difficulties in completing their
tasks or excessively voluntarily without being asked by
their supervisor to help. There is a lack of employee
awareness of the development of the organization and
in providing encouragement or motivation to other
coworkers. According to (Popescu, Deaconu and
Popescu, 2015), the dimensions of measurement of
organization citizenship behaviour are : 1). Altruism,
which is initiative behavior from employees in helping
coworkers in one organization; 2) Courtesy, namely the
behavior of avoiding problems due to work by giving
advice and input and appreciating what they need; 3)
Sportsmanship, namely behavior that shows tolerance
to the organization; 4) Civic Virtue, is an attitude that
shows concern for the survival of the organization and
wants to participate or be involved in organization
activities, and ; 5) Conscientiousness, which is to do
things that have a positive and beneficial impact on the
organization. organization citizenship behaviour is the
choice of behavior of individual employees without any
element of coercion that can benefit the organization in
increasing productivity (Sharma, Bajpai and Holani,
2010) In (Nyoman, Suwandewi and Sintaasih, 2016).
organization citizenship behaviour can also be
interpreted as a mutually helpful attitude between
fellow members of the organization that is positive and
builds both for employees and their organizations
(Steers, Porter and Bigley, 1996) in (Purba and Seniati,
2004). According to Purba and Nina (2004),
organization citizenship behaviour is behavior that is
the initiative and choice of individuals because it has no
relationship with the organization's formal reward
system but is able to boost effectiveness in an
organization. organization citizenship behaviour is not a
formal obligation of employees, so that if they are not
shown they will not get sanctions.

Based On The Above Theories And Problems, Then It Can Be Conclude The Research Paradigm As Follows.

Ere e s rrnssar
e Y

e E=and ==k aoansil
CHrimenship =
Bethenrior O E Ly ]

L e e ar f alrl  tee B
Eifbc Efverasss

A Ermra i B r T ey
FFsr

2y

Figure 1. Research Paradigm

From the figure 1, it concludes that the hypothesis
research which is formulated :

H1: employee engagement effects organization
citizenship behaviour;

H2: organization trust effects organization citizenship
behaviour significantly;

H3: employee engagement effects organization
Effectiveness significantly;
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H4:  organization  trust effects  organization
Effectiveness significantly

H5: organization citizenship  behaviour effects
organization Effectiveness significantly

II. METHOD

This research type is a verification research.
This verifiies the causality of the variables based on the
theoiries. Pidie Jaya Regency is as the place to conduct
the study, which is in its all SKPD (unit of executors)
within. The population is employees in level of echelon
IV, that is as a first level of technical managers, as
much as 297 people. Then the sampling technique used
is proportional sampling, and Slovin equation is used to
calculate the number of samples with an error or error
of 5% (Nadeak, 2018), which is as follows.

n: Number of samples used
N: Total population, which is 297 people
e: 5% error limit

And by Slovin equation it provides 171
respondents as the sample. The data is analyzed using
path analysis with SPSS as a statistics application. And
the path equation can be figured as follows.

Sub Structure 1: Y = PYX; + PYX, + g
Sub Structure 2: Z = PZX; + PZX, + PZY + ¢,

Z = organization effectiveness

X1= employee engagement

X2= organization trust

Y = organization citizenship behaviour
P = path coeffficient

gl= Structural error

€2 = Structural error

N
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Figure 2. Path Analysis Test Result

The hypothesis test result explains as follows:

Table 1. The Effect Of Employee Engagement And Organization Trust On Organization Citizenship Behaviour

Unstandardized Standardized
Nama Variabel Coef. Coef. Teount Sig
B Beta

Constant 2.891
Employee engagement (X;) 0.164 0.525 5.001 0.000
Organization trust (X,) 0.117 0.315 2.996 0.004
R =0.706 Feount =26.328
Rsquare =0.498 Frable =3.049

Sig. = 0.000

Hypothesis 1 (accepted)

Employee engagement has a positive and
significant effect on organization citizenship behaviour,
with a significant value of 0.000 < 0.05 and the Beta

Coefficient value of 0.525. This illustrates that if the
employee engagement increases 1 unit, it will increase
organization citizenship behaviour 0.525 unit.
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Hypothesis 2 (accepted)

Organization trust has a positive and
significant effect on organization citizenship behaviour,
with the significant value of 0.004 < 0.05 and the Beta
Coefficient value of 0.315. This indicates that if the
organization trust increases 1 unit, it will increase
organization citizenship behaviour 0.315 unit.

Based on Table 1 it is known that
simultaneously the variables of organization trust and
employee engagement have a significant effect on
organization citizenship behaviour, this is indicated by
the value of Feount >  Frape (26.328 > 3.049) at the
significance level of 0,000.

Table 2. The Effect Of Employee Engagement And Organization Trust On Organization Effectiveness

Unstandardized | Standardized
Nama Variabel Coef. Coef. Teount Sig
B Beta

Constant 2.651
Employee engagement (X,) 0.164 0.335 2.660 0.010
Organization trust (X,) 0.175 0.301 2.395 0.020
R =0.528 Feount =10.241
Rsquare =0.279 Fiaple =3.049

Sig. =0.000

Hypothesis 3 (accepted)

Employee engagement has a positive and
significant effect on organization Effectiveness, with
the significant value of 0.010 < 0.05 and the Beta
Coefficient value of 0.335. This figures that if the
employee engagement increases 1 unit, it will increase
organization effectiveness 0.335 unit.

Hypothesis 4 (accepted)
Organization trust has a positive and
significant effect on organization Effectiveness, with

the significant value of 0.020 < 0.05 and a Beta
Coefficient of 0.301. This means that if the employee
organization trust increases 1 unit, it will increase
organization effectiveness 0.301 unit.

Based on Table 2 it is known that
simultaneously the variables of organization trust and
employee engagement have a significant effect on
organization Effectiveness, this is indicated by the value
of Feount > Franie (10.241 > 3.049) at the significance
level of 0.000.

Table 3. The Effect Of Organization Citizenship Behaviour On Organization Effectiveness

Unstandardiz Standardized
Nama Variabel ed Coef. Coef. Teount Sig
Beta
Constant 2.064
Organization Citizenship Behaviour 0.471 0.735 7.964 0.000
(Y)
R =0.735 Feount =63.424
Rsquare = 0.540 Frable =3.049
Sig. = 0.000
Hypothesis 5 (accepted) causality relationships. This has an implication to
Organization citizenship behaviour has a academic and science that this is an update of theories

positive and significant effect on organization
Effectiveness, with a significant value of 0.000 < 0.05
and Beta Keofisien value of 0.735. This describes that if
the organization citizenship behaviour increases 1 unit,
it will increase organization effectiveness 0.735 unit.

From Table 3 it is known that simultaneously
the organization citizenship behaviour variable has a
significant effect on organization Effectiveness, with
the value of Feount > Franle (63.424 > 3.049) at the
Significance level of 0.000.

From all findings we can see all tests are
verified in line with the previous theories, that the
causality tests in the variables of this research have

and to enrich the realm of science. And also for the real
practice, the government of Pidie Jaya can use this
findings as a reference to increase the organization
engagement, organization trust, and organization
citizenship behaviour in the level of echelon IV to
enhance its organization effectiveness. This can be
operate by formulating the right policies and
implementing it in the organization. This also can be a
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V. CONCLUSION

The result shows that descriptively the
employee engagement, organization trust, organization
citizenship behaviour and organization Effectiveness
have been going well. For the verification test of direct
effect provides employee engagement effects
organization citizenship behaviour; organization trust
effects organization citizenship behaviour significantly;
employee engagement effects organization
Effectiveness significantly; organization trust effects
organization  Effectiveness  significantly,  and;
organization citizenship behaviour effects organization
Effectiveness significantly.. These all findings proves
that the previous theories are still applicable, and these
also apply in Goverment organization of Pidie Jaya
District. The originality of this research is in its novelty
in term of the object, time, and statistic approach. This
result contributes to academic and research area in order
to develop the next model and method. This research
model also can enrich the realm of knowledge and
science. For the practical, this has verified that the
variables in this research need more attention from the
managers especially in organization related. All
causality relationships among variables is very
necessary to be maintained with managerial skills of the
policy makers.
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