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Abstract - The research aimed to look at the
factors that significantly influence the teacher’s
engagement, especially the factors of organizational
trust and distributive justice. In addition, the research
was to see the moderating effect of psychological
empowerment in the influence of organizational
trust on employee involvement and between
distributive justice on employee engagement using the
hierarchical regression analysis method. The research
implemented simple random sampling technique
and obtained 150 respondents, who were teachers at
Muhammadiyah schools spread across five schools in
Kotagede District, Yogyakarta, Indonesia. The results
show that organizational trust has a significant effect
on employee engagement, while distributive justice
does not significantly affect employee engagement. In
addition to these factors, psychological empowerment
is shown to have a quasi-moderating effect in the effect
of organizational trust on employee engagement. Since
the analysis is limited to only five Muhammadiyah
schools in Kotagede, Yogyakarta, the results cannot
generalized. In addition, the COVID-19 pandemic
only makes the questionnaires possible via online.
Since younger teachers start to dominate, future
research is suggested to have a further analysis on
different generations (X, Y, and Z).

Keywords: employee engagement, organizational
trust, distributive justice, psychological empowerment,
school teachers
[. INTRODUCTION
The education sector is one of the strategic

areas in Muhamadiyah's efforts to increase the benefit
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of the people. The founder, K. H. Ahmad Dahlan
hopes that in the Muhammadiyah organization
every cadre sincerely fights for the organization
and participates in developing the Muhammadiyah
Organization as one of the largest organizations in
Indonesia. In other words, employees in institutions
under the Muhammadiyah Organization are expected
not only to go to work and go home, but also to have
engagement with the institutions and the development
of the Muhammadiyah Organization.

Muhammadiyah encounters many challenges
including: (1) The flow of secularism-materialism is
a temptation for Muhammadiyah cadres to be able
to uphold their commitment to Muhammadiyah; (2)
The impact of global capitalism on development
and life orientation towards profit, exploitation and
worship of material and worldly pleasures; (3) Must
accommodate all levels of society including those
from the less fortunate; (4) For younger generation
who prefers to become civil servants considered more
promising in terms of income, eventually working in
a Muhammadiyah charity is the umpteenth choice; (5)
Regeneration of cadres is not as fast as the increasing
need for human resources makes the organisation,
Amal Usaha Muhammadiyah (AUM), has to be open
to human resources from outside the organization who
are not necessarily familiar with Muhammadiyah's.

In the midst of ongoing challenges, the
implementation of organizational values and culture
that the founders have sown is not always easy due
to the organizations need for highly engaged human
resources. Teacher involvement is the main driver
of student participation. It is more likely to say that
students who engage have 2,5 times chance to get
good grades and do well in school. Besides, they are
4,5 times more likely to have future expectations than
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actively disengaged peers are (Gallup, 2016).

In Southeast Asia, Indonesia is in the lowest
position in the achievement of Employee Engagement,
which is only 8%. Meanwhile 77% is classified as not
engaged and the remaining 15% is actively disengaged.
Furthermore, 49% of Indonesia's youth are generation
Y or familiarly called millennials (born in 1980-1996).
This also includes the formation of teachers, which
are mostly filled by this generation. Millennials have
a tendency of idealistic characters, drivers of change
and does not quite have strong bonds. Only 29% of
millennials are engaged with the workplace, whereas
55% tend to be ambivalent or not engaged compared
to the older generation (Gallup, 2016).

It is considered interesting to conduct a research
on the employee engagement of teachers in school
institutions under the auspices of the Muhammadiyah
Branch Leadership Education Council Kotagede
(Pimpinan Cabang Muhammadiyah/PCM Kotagede).
Given the historical record, PCM Kotagede developed
a role in the early days of Muhammadiyah in
Yogyakarta. PCM Kotagede is the first branch of
Muhammadiyah. In addition, PCM Kotagede is one
of the Muhammadiyah branch leaders that are active
and advanced, both in the social, health, economic and
educational fields.

There are at least two elemantary schools, one
junior high school and two senior high school under
the auspices of PCM Kotagede. There are at least 233
teachers spread across the five schools under the PCM
Kotagede. Along with the increasing years and the
growing need for schools for teachers, the existence of
senior teachers who were none other than part of the
pioneers was slowly being replaced by young workers.

Based on the data, 71% of the teaching staff are
young workers (aged <40 years). These young workers
come from various heterogeneous backgrounds,
not only from cadres or with Muhammadiyah
backgrounds, but also from general public. It is the
duty of the Muhammadiyah leadership, especially the
Dikdasmen (primary and secondary education) council
to continue to instill Muhammadiyah values in teachers
in the Muhammadiyah autonomous organization
environment none other than Muhammadiyah da'wah
cadres. This adds to the interest in researching
involvement, with the hope that it can contribute
to improving the quality of education under PCM
Kotagede Primary Education Council in particular.

Employee engagement has a positive
relationship with productivity (Moletsane, Tefera, &
Migiro, 2019). Employees who have high involvement
with the working organization will carry out their work
with all their heart and mind. In fact, sometimes it might
exceed the main task assigned to them. In other words,
employee involvement is a psychological condition in
which employees feel an interest in the company or
organization they work for. Consequently, they tend to
be motivated in improving their performance to a level
beyond job requirements. Employee engagement rates
are related to school outcomes, student retention and
student achievement (Gallup, 2016).
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Employee involvement allows them to have
strong loyalty to the company or organization
(Niranjan & Thomas, 2018). Helping the contribution
of teachers as Muhammadiyah cadres in the success
of the organization, it is necessary to recognize the
significant factors in increasing employee involvement
both internally and externally. Several weight variables
are affected.

Employee trust in the organization has been
widely studied to have a positive influence on
employee involvement (Hough, Green, & Plumlee,
2016; Jena, Pradhan, & Panigrahy, 2017). Building
trust in the organization will increase employee
willingness to take risks and lead to greater creativity
and job involvement. This is in line with what has been
described that trustin superiors is shown to be positively
correlated with subordinate’s work involvement. By
increasing employee involvement in the organization,
it will indirectly build up their trust in the organization
(McManus & Mosca, 2015). Trust is a condition that
determines the success of the empowerment process.
An indicator that makes a big contribution in building
trust in leader is the employees’ view towards their
supervisors who can be trusted since they often act
for the benefit of employees and never took a chance
for himself (Yulianti, 2016). The higher the level of
empowerment and trust in employees, the greater
the commitment to the organization (Kosar & Naqvi,
2016).

The success, effectiveness and efficiency of
an organization largely depends on the trust between
employees in the organization. If the relationship in
the work environment is well maintained, performance
will be more efficient. However, it is impossible for
a job to run successfully if there is distrust of one
another (Bastug et al., 2016).

H,: Organizational trust has a significant positive
effect on employee engagement.

Tjahjono et al. (2019) point that contextual
aspects, such as distributive justice, procedural justice,
and social capital, play a large role in elaborating
satisfaction =~ and  organisational = commitment.
Moreover, organization must improve distributive,
procedural, and interactional justice during the process
of determining policy and after the implementation
of policy due to the positive consequences on pay
satisfaction, ethical decision, job satisfaction, affective
communication, intention to join and commitment to
keep working (Hadi, Tjahjono & Palupi, 2020).

Distributive justice is the main determinant
in predicting employee job satisfaction. Employees
who are satisfied with what is obtained from the
organization will provide more than what is expected
and continue to improve their performance. Conversely,
if employees are not satisfied, they tend to see work as
tedious and boring. As a result they will work forcibly,
even carelessly. Distributive justice and interactional
justice positively correlate with four facets of job
satisfaction namely, supervision, co-worker, pay, and
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promotion. They did not have correlation with nature
of job as a facet of job satisfaction (Dong & Phuong,
2018). There are correlation between the components
of organisational justice and those of job satisfaction
varies. Out of the components of organisational
justice, only distributive justice has the capability of
predicting all components of job satisfaction (Firoozi,
Kazemi, & Sayadi, 2017).

Distributive ~ justice  affects  perceived
organizational support, which has an impact on
engagement. Therefore to ensure that employees are
optimally engaged with their work, organizations must
ensure policies and practices that reinforce employee
perceptions of fairness. Tanoto and Sugiharto (2018)
show that perceived organizational support becomes
the most significant factor for turnover intention, and
distributive justice has higher influence on perceived
organizational support compared with turnover
intention. Hassan et al. (2017) and Tariq, Ilyas, and
Abdul (2017) also show that distributive justice
has a positive effect on engagement. It is important
for the organization to get fairness from the income
received by employees to reduce turnover. Pratiwi
and Syahrizal (2019) state that justice is distributed
positively and significantly on employee engagement.
When the company shortens the fair organization in
the distribution of results, it will increase employee
engagement. A sense of satisfaction will arise in the
employee over the distributive welfare provided by
the organization, thus employees are encouraged to
provide a higher level of involvement. This also seems
to apply in the field of education, as evidenced by
Septiani and Arwiyah (2018) who conducted research
at SMP Muhammadiyah 6 Bandung. They prove that
organizational justice has a positive effect on employee
engagement. One of the components of distributive
justice in the form of compensation is proven to have
an effect on employee engagement and performance
(Pandita & Musoli, 2019). Based on the results of
previous research, a hypothesis is formulated.

H,: Distributive justice has a significant positive
effect on employee engagement

Based on the ancient work-resource model of
work interactions, psychological empowerment can
be seen as a resource that enables a person to become
involved in work. Psychological empowerment and
organizational trust have influence upon affective
commitment. Mollamohammadrafie (2019) indicates
that the psychological empowerment dimensions,
meaning and competence, and the organizational trust
dimensions, competency, consistency and loyalty,
have significant and positive influence upon affective
commitment.

Psychological empowerment is shown to have
a significant contribution to employee engagement
(Sharma & Singh, 2018; Abdulrab et al., 2017; Azlan
& Wahab, 2020). Meng and Sun (2019) shows that
the relationship between organizational trust and
psychological empowerment is mutually influencing,

allowing employees to increase self-efficacy and to
determine their destiny. Ugwu, Onyishi, and Sanchez
(2013) adds that employee trust and psychological
empowerment in the organization contribute to
forming engagement. Employees who receive good
organizational trust and psychological empowerment
will show a higher level of interaction than those who do
not. The positive relationship between organizational
trust and job involvement is stronger for workers who
have poor perceptions of psychological empowerment
than for those who obtain great empowerment.

Research has shown that psychological
empowerment moderates relationships between
organizational variables such as social exchange
relationships and positive employment outcomes. For
example, Kimpah, Ibrahim, and Raudeliuniene (2017)
find that psychological empowerment moderates the
relationship between developmental experience and
perceived organizational support. Kirrane, Kilroy and
O’Connor (2019) point out that team psychological
empowerment moderates the negative relationship
between abusive supervision and engagement
(vigour and dedication components). Thus this
research argues that psychological empowerment
moderates the relationship between organizational
trust and employee interactions in such a way that
the relationship between trust and interaction is more
pronounced when empowerment is poor. Therefore
hypothesis are formulated:

H,: Psychological empowerment moderates the
relationship between organizational trust and
employee engagement

H,: Psychological empowerment moderates the
relationship between distributive justice and
employee engagement

; Hs / .Psychological \
L Empowerment
[ Organizational H. 5
Trust " —

H. Employee
Engagement

H-

Distributive
Justice

Figure 1 Conceptual Model

II. METHODS

The research applies a simple random sampling
technique, in which each element of the population
has an equal chance of being selected as a sample
or research subject (Turner, 2019). The respondents
are teachers at five Muhammadiyah schools spread
across Kotagede District, Yogyakarta, Indonesia.
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Measurements are made using a five-point Likert
scale (1 = strongly disagree; 2 = disagree; 3 = neutral;
4 = agree; and 5 = strongly agree). The scale used
for the employee engagement variable uses a scale
validated by Schaufeli et al. (2002) which consists of
12 statement items. Organizational trust variables are
measured using a scale made by Shockley-Zalabak,
Ellis, and Cesaria (1999) in accordance with the
Organizational Trust Index (OTI) of 29 statement
items. Meanwhile, the distributive justice variable is
measured using a scale which consists of 4 question
items related to outcomes (Leventhal, 1976 in Tjahjono,
2007). The psychological empowerment variable uses
a scale which includes the four dimensions, namely
meaning, competence, self-determination and impact
(Spreitzer, 2007). Based on the Slovin formula, the
minimum sample that can represent 233 members of
the population is 147 samples, but the research obtains
150 respondents. The data analysis technique uses the
Hierarchical Regression Analysis through the SPSS
25.0. This method is to see the influence between the
independent and dependent variables and to see the
interaction effect or moderation effect.

Table 1 Demographic Data of Respondent

Category Frequency %
Gender
Male 62 41,3 %
Female 88 58,7 %
Age
Less than 25 years 14 9,3 %
25 to 40 years 92 61,3 %
More than 40 years 44 29,3 %
Experience
Less than 1 year 5 33%
1 to 2 years 29 19,3 %
2 to 3 years 11 7.3 %
More than 3 years 105 70,0 %

Table 1 shows that the majority of respondents
are female (58,7%). Considering the age, the majority
of respondents are 25 to 40 years (61,3%). In terms of
experience, most of the employees have worked for
more than 3 years (29,3%). The data show that they
are a very experienced workforce.

III. RESULTS AND DISCUSSIONS

To test the feasibility of each statement item
or question posed in the research questionnaire, it is
necessary to test the validity, as presented in Table 2.
This test is done by comparing the calculated r value
with r table with df =n-2 and a significance level of 5%.
This test is carried out on each item of the statement. If
the value of r table <r count then it is declared valid. In
other words the question or statement posed is feasible
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in defining a predetermined variable. The research has
150 respondents, so the value of df = 150-2 = 148 and
o = 0,5, hence the value of r table is 0,1348.

Moreover, a reliability test is conducted.
All variables have to construct reliability values of
more than 0,7 (Ghozali, 2018), which means that the
constructs are reliable, as seen in Table 3. Before the
data is analyzed using hierarchical regression analysis
method, it must be ensured that the data meet the
classical assumptions. The normality test for data
above 50 uses the Kolmogorov-Smirnov test. Based
on the research data, the Sig. is 0,082 (Table 4). This
value is greater than the value of a = 0,05, so the
decision is to reject H,. This means that the data is
normally distributed. In other words, the data fulfills
the assumption of normality.

The heteroscedasticity test serves to test
whether the regression model has an inequality of
variance from the residuals of one observation to
another. If the variance is the same or constant, it is
called homoscedasticity. This can be seen from the
residual scaterplot formed from the observation data
points, as shown in Figure 2. If the dots spread out
and do not form a certain pattern, it can be stated
that the data meets the homoscedasticity assumption.
The data are spread, so it fulfills the assumption of
homoscedasticity.

Scatterplot
Dependent Variable: EE

-

. r,
L o'
DL of ¥ . .

. . -'-.-..’0.'.1... * » .'. .

Regression Standardized Residual

Regression Standardized Predicted Value

Figure 2 Scaterplot of Residuals Data

A good regression model should not have
correlation between independent variables. If there is
a correlation, the result shows that it is not orthogonal
or there is a similarity. Orthogonal variables are
independent variables whose correlation value
between independent variables is 0. Multicollinearity
test is used to detect any correlation between variables
(Table 5). The independent variable is said not to occur
multicollinearity if the tolerancy value is >0,1 and the
Variance Inflation Factor (VIF) <10.

The research has two independent variables,
namely organizational trust and distributive justice.
The tolerance value for the two variables is 0,642.
This value is more than 0,1. Likewise, the VIF value
that is more than 1,557 is less than 10. It can be
concluded that there is no multicollinearity in the two
independent variables.
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Table 2 Validity Test of Instruments

Indicator roo Decision  Indicator roo Decision  Indicator roo Decision
Employee Engagement Organizational Trust Organizational Trust
EEl 0,602 Valid OT1 0,680 Valid 0T23 0,748 Valid
EE2 0,681 Valid 0T2 0,611 Valid 0T24 0,755 Valid
EE3 0,538 Valid OT3 0,674 Valid 0T25 0,570 Valid
EE4 0,559 Valid 0oT4 0,622 Valid 0T26 0,619 Valid
EES 0,691 Valid OT5 0,481 Valid oT27 0,693 Valid
EE6 0,661 Valid oT6 0,484 Valid 0T28 0,618 Valid
EE7 0,649 Valid oT7 0,497 Valid 0T29 0,662 Valid
EES8 0,640 Valid OT8 0,669 Valid
EE9 0,698 Valid 0T9 0,662 Valid
EE10 0,658 Valid OT10 0,677 Valid Psychological Empowerment
EEIl1 0,674 Valid OT11 0,702 Valid PE1 0,593 Valid
EE12 0,198 Valid OTI12 0,711 Valid PE2 0,706 Valid
EE13 0,548 Valid OT13 0,686 Valid PE3 0,651 Valid
EE14 0,633 Valid OT14 0,689 Valid PE4 0,674 Valid
EEI15 0,613 Valid OT15 0,666 Valid PE5 0,709 Valid
EEl6 0,645 Valid OT16 0,756 Valid PE6 0,625 Valid
EE17 0,706 Valid OT17 0,647 Valid PE7 0,648 Valid
Distributive Justice OT18 0,719 Valid PES 0,634 Valid
DJ1 0,784 Valid OT19 0,744 Valid PE9 0,608 Valid
DJ2 0,860 Valid 0T20 0,672 Valid PE10 0,550 Valid
DJ3 0,861 Valid 0oT21 0,706 Valid PE11 0,551 Valid
DJ4 0,829 Valid 0T22 0,700 Valid PE12 0,614 Valid
Table 3 Reliability Test
Variable Cronbach’s Alpha Conclusion
Employee Engagement (Y) 0,915 Reliable
Organizational Trust (X,) 0,959 Reliable
Distributive Justice (X,) 0,928 Reliable
Psychological Empowerment (M) 0,901 Reliable
Table 4 The Normality Test
Kolmogorov-Smirnov
Statistic df Sig.
Unstandardized Residual 0,068 150 0,082
Table 5 Multicollinearity Test
Unstandardized Standardized . . . .
Model Coefficients Coefficients t Sig. Collinearity Statistics Decision
B Std. Error Beta Tolerance VIF
(Constant) 24,092 3,831 6,288 0,000
oT 0,371 0,042 0,676 8,820 0,000 0,642 1,557 No multicollinearity
DJ -0,042 0,220 -0,015 -0,192 0,848 0,642 1,557 No multicollinearity
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This descriptive analysis is used to see the
characteristics description of the respondents’ response
to each statement item from the questionnaire. The
analysis uses the average value and a percentage of
the score of respondents' answers, which are grouped
based on interval calculations. The research uses a
Likert scale consisting of five scales. The respondents
data on each statement item will be grouped into five
categories with a scale range of 0,8, namely very
low, low, medium, high, and very high. Based on the
results of the respondent’s answers, the average value
of all indicators for each variable is calculated, and
the high categories are obtained for the four variables.
The average value of the four variables is in the range
of 3,41 — 4,20, so all falls into the high category (see
Table 6).

The statistical analysis technique is hierarchical
regression analysis with the SPSS 25 application. In
step one, based on the simultaneous test results, the
ANOVA calculation results are obtained, where F
count is 59,025 and Sig 0,000. That way the model is
simultaneously significant. However, in partial testing,
the variable distributive justice obtained a Sig value
of 0,848, which is greater than the predetermined
significance level of 0,05. It can be concluded that
the variable distributive justice does not significantly
affect employee engagement. Furthermore, regression
analysis is carried out without including the variable
distributive justice and the ¥, , model is proven to be
significant. This means that there is a positive influence
from the organizational trust variable on employee
engagement with a coefficient of 0,667. This shows that
higher organizational trust will certainly also increase

employee engagement of teachers in Muhammadiyah
schools within the PCM Kotagede scope.

The second step is the test that involves two
equation models. The model contains independent
variables organizational trust and distributive justice
by adding moderating variable (psychological
empowerment) into the equation. The test results show
that both equations are significant since the Sig value
for the moderating variable in both equations is 0,000,
less than o = 5%. The resulting R-squared also has an
increase when compared to the test in the previous
stage.

The third step is to test whether there is a
moderating effect of the psychological empowerment
variable on the effect of the independent variable
(organizational trust) on the dependent variable
(employee engagement) as well as distributive
justice towards employee engagement. An analysis is
carried out by adding the interactions between each
independent variable and the moderating variable
(X,*M and X,*M) as the independent variables.

Based on the results of regression analysis
shown in Table 7, it can be denied to answer H, that
organizational trust has a significant positive effect
on employee engagement. This shows that more
organizational trust of teachers in school organizations
will increase the employee engagement of teachers.
The decreasing organizational trust of teacher can
reduce the involvement of teaching staff employees.

Organizational trust consists of five dimensions,
namely: 1) competence, 2) openness and honesty,
3) concern for employees, 4) reliability, and 5)
identification. The results show that the dimensions of

Table 6 Mean Score Based on Variables and Age Generation

Mean by generation

Variable Mean Category
Gen Z (>25) Gen Y (25-40) Gen X (>40)
Employee Engagement (Y) 3,98 High 3,82 High 3,97 High 4,06 High
Organizational Trust (X,) 3,85 High 3,64 High 3,82 High 3,99 High
Distributive Justice (X,) 3,72 High 321 Medium 3,68 High 3,99 High
Psychological Empowerment (M) 3,99 High 3,81 High 4,00 High 4,00 High
Table 7 Hierarchical Regression Results and Test of Moderation
. R? ANOVA Sig.
Step Model Equation 2 -
change F Sig. X, X, M  X*M
1 A“ =0,676 X,- 0,015X, 0,445 0,000 59,025 0,000 0,000 0,848 -
Yu: 0,667 X, 0,445 0,000 118,786 0,000 0,000 - -
2 AZ,I =0,386 X,+ 0,480 M 0,597 0,152 108,727 0,000 0,000 - 0,000
AH =0,412 X,+ 0,652 M 0,516 0,071 78,506 0,000 - 0,023 0,000
3 A3’2= LA X, + 1,447 M+ 1,854 X, M 0,625 0,028 80,964 0,000 0,000 0,000 0,001
Yw: 0,543 X,+ 0,910 M- 0,554 X,M 0,519 0,003 52,582 0,000 - 0,212 0,002 0,352
Note:

X,: Organizational Trust
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X,: Distributive Justice

M: Psychological Empowerment
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competence and openness and honesty are proven to be
significant in influencing employee engagement. The
competency dimension is related to the confidence of
teachers in seeing how effective their colleagues and
leaders are, as well as the organization as a whole. This
dimension is also a measure of how strong teachers
believe in the organization's ability to compete and
survive in the market. In addition, the dimension of
openness and honesty is proven to significantly affect
employee engagement. Organizations that are able to
provide accurate information and provide sufficient
information so as not to raise suspicion can certainly
achieve the trust of teachers in the organization. One
of the products is the high loyalty associated with
teachers to the organization.

For H,, the result shows that distributive justice
does not significantly affect employee engagement.
This is in line with Tjahjono & Palupi (2017) pointing
out distributive justice has no effect on affective
commitment, while procedural justice has a positive
effect on affective commitment. Data analysis shows
that the loyalty of teachers as a product of engagement
is not solely influenced by the material received. There
are other factors that are more dominant in influencing
on how strong the perceived engagement is, so that it
can increase involvement and loyalty in working and
joining Muhammadiyah. That way the concept that is
taught and always implanted in all Muhammadiyah
cadres, especially in the school of Muhammadiyah
PCM Kotagede scope, can be said to be successful.

In H,, psychological empowerment variables
are sufficient evidence as a quasi moderator in the
influence of organizational trust variables on employee
engagement. Quasi moderator or pseudo moderation
is a variable that moderates the relationship between
the independent variable (organizational trust) and
the dependent variable (employee engagement) as
well as being the independent variable. This means
that in addition to influencing employee engagement,
psychological empowerment can also strengthen
the influence of organizational trust on employee
engagement.

According to Spreitzer (2007), there are four
dimensions of psychological empowerment, namely
meaning, competence, self-determination, and impact.
The research shows that three of the dimensions
are proven to significantly influence employee
engagement, where the amount of contribution is
based on the dimensions of competence, meaning, and
impact.

Competence refers to self-efficacy that is
specific to a job. Teacher’s confidence in their skills and
abilities can motivate them to do a good performance.
Meanwhile, dimension of meaning refers to the
conformity between a person's job role needs and a
person's beliefs, values and behavior. The impact
dimension is a description of the extent to which
teaching staff can influence strategy, administration,
or work results. In this dimension, there is more to
the contribution of the involvement of teachers to the
organization.

Lastly, for H,, there is no moderating effect
of psychological empowerment on the effect of
distributive justice on employee engagement.
Simultaneous distributive justice together with the
organizational trust variable is not proven to have an
effect on employee engagement, so the possibility of a
moderating effect is not proven.

Organizational trust between superiors and
subordinates, as well as between colleagues, is
essential. Everything that the leader does is able to
represent the organization, so it is important for a
leader to have integrity in what is said and done. In
addition, good leaders are able to communicate openly,
participate in carrying out control functions wisely,
solve misunderstandings with fabayyun (clarify), and
provide correct information. Therefore, the teaching
staffs’ trust will be well-established, and it certainly
will also increase teachers’ engagement with the
organization.

Schools that are under the auspices of the
Muhammadiyah Kotagede Branch Leadership
Dikdasmen have a pure source of funds from student
payment income. There is no financial support from the
Muhammadiyah foundation, so that Muhammadiyah
schools must be smart in allocating their income for all
forms of expenditure. One of them is in the allocation
of salaries for teaching staff and also for their education
personnel.

So far, the average salary of teaching staff and
also education personnel is below the city minimum
wage limit. However, based on research data, the
variable of distributive justice is descriptively high.
This shows that although their salary does not reach
the city minimum wage limit, they are able to achieve
justice.

Data analysis shows that the loyalty of teachers
as a product of their involvement is not merely a
source of the material received. There are other factors
that are more dominant in influencing the perceived
influence so that it can increase interaction and loyalty
in working and joining Muhammadiyah.

That way the concept of sincerity in
Muhammadiyah which is taught and instilled in all
Muhammadiyah cadres, especially in Kotagede’s
school can be said to be successful. However, even
though distributive justice proved insignificant in
influencing the Involvement of Teachers, it does not
mean that Muhammadiyah Branch and/or School
Leaders neglect fairness of distribution, especially in
the distribution of payroll. The variables provided are
very sensitive in the world of work.

Observed in the descriptive analysis, the mean
score at Z generation indicates different categories. In
Z generation, it is included in the medium category,
while the generation above it is in the high category,
even though the existence of Z generation will
continue to grow and shift previous generations. This
allows for a shift in the perception of the distributive
justice of teachers.

The increasing demands of life and the soaring
dreams can have an impact on the shaky loyalty

Improving Employee Engagement.... (Cut Rifatmi Fadhilaini, et al.) 119



of the teaching staff, creating a young perception
that distributive justice is not optimally achieved,
especially when the teaching staff comes from a
general background, not from Muhammadiyah.
Besides, young age is also one of the reasons for
being able to try several ways in other workplaces
that offer a more attractive employment system. This
is a challenge for Muhammadiyah schools to get
quality teachers. Given the role of teachers is very
important in creating a nation. It is not uncommon for
Muhammadiyah schools to lose teachers who prefer to
become civil servants or work in other schools that can
provide more salaries.

In addition, teachers who have fulfilled their
daily needs tend to be of a higher quality at work.
Teachers do not need to bother looking for additional
income by doing a side business to make ends meet.
By doing a side business, it certainly will take your
time, energy, and thoughts. This has an impact on
minimal learning time. They do not have more time
to read books and tend to self-develop, and explores
effective and creative learning methods in educating
students. In other words, if the teachers are prosperous,
they ideally can focus more on learning in school.

On the other hand, exhaustion is also a factor
in the emergence of unstable emotions. In fact,
teachers are required to be able to provide excellent
service in educating students. Teachers feel more
tired and bored, since they try to give maximum
performance only to get minimal appreciation. This
certainly has an impact on the products of education in
Muhammadiyah schools. For this reason, in an effort
to achieve positive performance, schools must create
a work environment that can be trusted and be capable
of achieving psychological empowerment and justice.

IV. CONCLUSIONS

The research aims to analyze the effect
of organizational trust, distributive justice, and
psychologicalempowermentonemployeeengagement.
Based on the results of data analysis through SPSS
25.0 and hierarchical regression analysis, there are four
conclusions. First, organizational trust has a positive
and significant effect on employee engagement.
Second, there is not significant effect of distributive
justice on employee engagement. Third, psychological
empowerment is significant as a quasi moderator in the
influence of organizational trust variables on employee
engagement. Lastly, psychological empowerment
does not have a moderating effect on the effect of
distributive justice on employee engagement.

The research findings show that organizational
trust, distributive justice, and psychological
empowerment have an essential role in improving
employee engagement. The results can be valuable
information for schools management and Majelis
Dikdasmen Muhammadiyah in making policies that
can encourage employee engagement improvement.
First, it can be a concern in achieving loyalty and
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involvement of teachers in organizations. Given the
importance and magnitude of influence on student
success as the main product of the school, employee
engagement needs to be one of the goals that must be
achieved by schools. Second, Schools can prioritize
achieving the confidence of their teachers in the
organization. Third, even though distributive justice
is not proven to significantly affect the employee
engagement of teachers, it does not mean that the
Muhammadiyah organization and school leaders
of Muhammadiyah ignore distributive justice,
especially in remuneration. Given this variable is very
sensitive in the world of work. Last, psychological
empowerment contributes to the achievement of
employee engagement. As a leader, he can create
a work environment that can foster motivation and
attachment to work so that it can generate engagement.

The research has limitations that need to be
considered for further research. First, the research
object is only limited to five schools in Kotagede
District of Yogyakarta, Indonesia, so these results
cannot be generalized. Second, sampling is carried
out during the pandemic, so it is only possible with
an online questionnaire without direct meetings. This
allows for misunderstandings in comprehending the
contents of the statements in the questionnaire. Third,
seeing the phenomenon of the shift in senior and
younger teachers who are increasingly dominating, it is
necessary to conduct a more in-depth analysis to see if
there are differences between generations (X, Y and Z).
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