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Abstract
This study aims to determine the relationship between job characteristics toward work engagement
through the mediating psychological meaningfulness. Subjects in this study were a primary school teacher
in Yogyakarta who totaled 132 (N=132) of teachers. Our data was collected using the work engagement
scale (vigor, dedication, and absorption), job characteristics scale (skill variety, task identity, task
significance, autonomy, and feedback), and psychological meaningfulness scale (meaningful work, others
around the work environment, the work context, and spiritual life) — the methods of data analysis used
path analysis techniques developed from regression analysis. Results of path analysis indicated that indirect
effect was significant (p2 0.332 x 0.332 = 0.110) and the direct effect of 0511. Therefore, the total effect
of the work engagement is direct and indirect effect that is 0.511 + 0.110 = 0.621 (62.1%). This means
that hypotheses were accepted, there is a correlation between job characteristics toward work engagement
through psychological meaningfulness as a mediator, where the suitability of job characteristics will
improve work engagement through psychological meaningfulness as a mediator, where the suitability of
job characteristics will improve work engagement through psychological meaningfulness that also higher
on the teacher.
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Introduction
Job attachment is the motivation and
center of positive thoughts that are linked to
work that is characterized by many aspects,
such as spirit and energy (vigor), dedication or
pride, commitment to a job (dedication), and
also appreciation (absorption) (Schaufeli &
Bakker, 2004). According to Smulders (in
Hadi & Indriyanti, 2012), some of the jobs
that demand high job attachment are educator, manager, entrepreneur, actor, doctor, and
nurse. These jobs have something in common, which is involving quality of service as
the primary capital.
Workers with a high job attachment
tend to show their best performance, give
their maximum, and exceed what has been
targeted by the organization. This is because
they enjoy the work that they do (Bakker,
2010). Robbins (2011) states that a teacher
who has a good job attachment can influence
the achievement of organization goals because

he/she will side and care about the field of
work that he/she does.
The reality today shows that as we face
globalization, some teachers tend to have low
job attachment. The problem that often arises
in an organization is that some teachers commit interdisciplinary violations, such as absence in an organization, lack of spirit in
teaching, and low dedication at work or the
profession as a teacher, which indicate low
job attachment in doing their job (Schaufeli &
Bakker, 2009).
Low job attachment in teachers can also
be found in a public elementary school in
Balikpapan. This is seen from the behavior of
teachers that lacks discipline at work, such as
coming into class much later than the schedule, leaving school before the class is over,
leaving school without following the applicable rule and procedures, and also lacking
passion in teaching which cause ineffectiveness in achieving the school’s organization
goals (Rusnawati, 2013).
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The National Ministry of Education
(MoE) quotes that 40% of teachers who pass
the certification have a standard score below
five points. This means that in many cases,
the quality stays the same despite teachers receiving educator profession allowance (TPP)
granted by the certification. ‘Only 29.6 percent increase is seen in teacher’s competence
after certification and TPP allocation,’ says
Salamun. The percentage of success in completing the teacher’s certification for increased
quality is only 50%. Meanwhile, the number
of the teacher’s welfare is 60% (www.republika.co.id). A person’s competence in the workplace is strongly linked to that person’s job
attachment; the lower the competence, the
lower the spirit to work and bad work quality
is an indicator of low job attachment (Bakker
& Leiter, 2010).
A member of Education Care Community Forum (Formas Pepak), Abdul Muslih,
mentions (in Suara Merdeka, 26 November
2013) that the teacher’s certification is completed by all means to claim the allowance
every month. Sometimes they even choose to
leave their students during school time to take
care of certification requirements, teaching
matters which happen to be their primary responsibilities are not completed well. Their
performance and competence are inferior to
private teachers who are paid below the regency minimum wage (or Upah Minimum Kabupaten - UMK) (www.suaramerdeka.com).
In the JD-R (job demands-resources
model), it is explained that Job resource is one
of the factors of job attachment that shows
that several things are behind the understanding of job attachment, one of which is job
characteristic. This is consistent with the researches conducted by Shaufeli and Bakker
(2003) and Rothman (2010) which show that
one of the factors influencing job attachment
is job characteristic. A job characteristic that
fits the worker can affect the meaningfulness
felt by the worker, thus altering job attachment of their roles.
The above arguments are further supported by research done by Hackman and
Oldham (1990), which explains the factor job
characteristic that is related to psychological
condition and worker’s interests. Job charac-

teristic determines the suitability of a person
with a particular field of work and allowing
this person to be more successful in the area
of work that he/she pursues.
Job characteristic is an internal aspect
of a job that refers to the contents and conditions of a job. Efforts to identify characteristics of the tasks in the job, how these characteristics are combined to create a different
position, become interesting and also create
meaning in workers. Job characteristic according to Oldham (1990) consists of five aspects,
namely variety of skills, task identity, the
meaning of task, autonomy, and feedback; the
achievement of which also influence psychological condition such as psychological meaningfulness.
Psychological meaningfulness is a condition that is felt by a person when he/she
feels useful and content, the feeling of being
given power over a specific task that is in line
with his/her goals. The results of this research
explain that the condition can appear when a
person has a clear understanding of his/herself, knowing the hopes and desires from a
particular job, as well as how to achieve success in the work environment (Bains, 2010;
Steger & Dik, 2009; Steger & Dik, 2010).
Job attachment is affected by several aspects: spirit, strength or energy (vigor), dedication or pride toward job (dedication), commitment and difficulty in leaving job (absorption) (Schaufeli, Salanova, Gonzales-Roma, &
Bakker, 2002; May, Gilson & Harter, 2004;
Cook, 2008; Bakker, Schaufeli, Leiter, &
Taris, 2008).
Research by Indidjastuti (2011) finds
that a person whose job involves skill variation, job identity, and task significance will
consider his/her job meaningful. A high level
of autonomy will create a bigger responsibility, and when sufficient feedback is given, the
employee will develop an understanding that
he/she is functioning, obtaining meaning and
motivated and content. When a worker has
characteristics that match the job’s, then psychological meaningfulness that is felt will be
felt greater. Consequently, when an employee
is content and meaningful regarding his/her
career, then he/she will have a better attachment to the job.
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Based on the afore-mentioned explanation, the hypothesis in this research is that
there is a relationship between job characteristic and job attachment, that is mediated by
psychological meaningfulness. Job characteristic that is in line with the worker will increase
job attachment through psychological meaningfulness that is also higher. Meanwhile, a
mismatch in job characteristic will lower job
attachment through psychological meaningfulness that is even lower.
Method
Research Subject
The population selected in this research
is the civil servants teaching staff of a public
elementary school in Yogyakarta. Based on a
table by Krejcie and Morgan (in Sekaran,
1992), with a population of 288 and a technique of cluster random sampling, the number of the sample needed is 165 people.
Data Collection Method
Measurement was done using three
scales with answer options of Strongly Agree
(SA), Agree (A), Neutral (N), Disagree (D),
and Strongly Disagree (SD), with those scales
having both favorable and unfavorable statements. The first scale consists of 24 items that
refer to job attachment of Schaufeli, Salanova,
Gonzales-Roma, and Bakker (2002), including
spirit, strength or energy (vigor), dedication or
pride toward work (dedication), commitment,
and difficulty leaving job (absorption). The second scale consists of 40 items that refer to
job aspects proposed by Hackman and
Oldham (1990), including: skill variation, task
identity, task significance, autonomy and feedback. The third scale is psychological meaningfulness that has 32 items, referring to aspects of psychological meaningfulness by
Rosso, Dekas, and Wrzesniewski (2010), including: meaningful job, people around the
workplace, job context and spiritual life.
Data Analysis Method
Data analysis used in the study was path
analysis. This method was chosen to test the
effect of the mediating variable on the cau-

sality between the variables that are previously
determined by theory (Ghozali, 2011). The
formula is as follows:
2 3 = 3 2 22 + 22 32 + 2 2 32
To calculate the t-value, the formula used is:
=
2 3
2 3
Description:
Sp : Standard error of the coefficient indirect
effect
P2 : Path between mediator and independent
variable (X)
P3 : Path between mediator and dependent
variable (Y)
t : t-value of the mediating effect.

Findings and Discussion
Findings
Subject Description
Based on the subject categorization on
the scale of job attachment, it is identified that
none of the subjects fall under the ‘very low’,
‘low’, and ‘medium’ categories (0%), 56 subjects (42.4%) have high job attachment, and
76 (57.6%) have very high job attachment.
Therefore, it can be concluded that public elementary school students in Yogyakarta have a
very high job attachment, which is 57.6%,
especially those with the civil servant status.
Categorization of subjects on the scale
of job characteristic yields 0% subjects with
‘very low’ and ‘low,’ four subjects (3.03%)
with ‘medium.’ Furthermore, 63 subjects
(47.73%) have ‘high’ job attachment, and 65
subjects (49.24%) have ‘very high’ job characteristic. Therefore, it indicates that elementary
school teachers in Yogyakarta have very high
job characteristic, which is 49.24%, especially
those with the civil servant status.
Subject categorization on the psychological meaningfulness scale shows that no
subjects (0%) are categorized as having ‘low’
and ‘very low’ psychological meaningfulness,
six subjects (4.54%) have ‘medium’ psychological meaningfulness. Moreover, 71 subjects
(53.79%) have ‘high’ psychological meaningfulness, and 55 subjects (41.67%) have ‘very
high’ psychological meaningfulness. Thus, it
indicates that public elementary school teach-
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ers in Yogyakarta have a very high psychological meaningfulness, at 53.79%, particularly
those with the civil servant status.
Assumption Testing Results
The data analysis from the normality
distribution testing in this research used
Kolmogrov Smirnov analysis technique using
SPSS 16.0 for Windows, which shows that job
attachment is distributed normally with a KSZ score of 0.871 (p>0.05), job characteristic
has a KS-Z score of 1.302 (p>0.05) and psychological meaningfulness achieved a score of
KS-Z = 0.874 (p>0.05). Linearity testing uses
test for linearity yielding F=16.525 (p<0.05)
for the linearity of job characteristic – psychological meaningfulness, a score of F=42.782
(p<0.05) for the linearity of psychological
meaningfulness – job attachment, and a score
of F=84.634 (p<0.05) for the linearity of job
characteristic – job attachment.
Hypothesis Test Results
Data analysis results indicate that job
characteristic has direct influence on the endogenous variable job attachment of 0.511
(p<0.05) and indirect effect of 0.110 (p<0.05).
Furthermore, it is understood that the effect
of job characteristic on psychological meaningfulness is 11% and psychological meaningfulness contributes 48.3% toward job attachment. Moreover, the total effect of 62.1%
indicates that job characteristic and psychological meaningfulness play a big role toward
increasing teacher job attachment, therefore

the proposed hypothesis is accepted. This
shows that there is a significant positive relationship between job characteristic and job
attachment, mediated by psychological meaningfulness. The higher the job characteristic
that is felt by the teacher, the higher the job
attachment will be, through psychological
meaningfulness. The model based on path
analysis results can be seen in the diagram
presented in Figure 1.
Discussion
Research results on public elementary
school teachers in Yogyakarta reveal that
there is a relationship between job characteristic and job attachment through psychological meaningfulness, and it is significant. This
is shown by the path analysis results of indirect effect coefficient of 0.110 (p<0.05),
which means that the confidence level is 5%.
The consequence is that psychological meaningfulness can mediate the relationship between job characteristic and job attachment.
There is a significant mediating effect shown
by psychological meaningfulness on the relationship between job characteristic and job
attachment.
An effect of 62.1% indicates that job
characteristic and psychological meaningfulness play a significant role in increasing job attachment of teachers. Furthermore, the other
37.9% is the effect of other variables outside
of job characteristic and psychological meaningfulness.

Figure 1. Path analysis intervariable results model between variable
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May, Gilson, and Harter (2004) explain
that roles, work policies and activities that are
in line with the concept of self-individual,
have a strong relationship with psychological
meaningfulness, which will have a positive
effect on individual job attachment. Personal
meaningfulness that appears is due to job
characteristic that is consistent with goals,
hopes, and self-value, forming meaningfulness
in the individual, which leads to a better job
attachment.
The match of job characteristic can influence the meaningfulness felt by a person. A
job characteristic that goes in line with a person’s psychological condition is considered
valuable to him/her, creating a deep meaning
that sparks the spirit to work, increasing responsibility and job quality, feeling difficult to
be separate formwork. This is because the job
is already considered a part of the meaning of
life when a person feels high psychological
meaningfulness, then job attachment will increase. High spirits, feeling proud of the job,
and finding difficulties in separating himself
from work are the characteristics of someone
who has high job attachment. In line with the
research results by May, Gilson, and Harter
(2004), job characteristic (Hacman & Oldham,
1980) is related to attachment through meaningfulness. The above discussion explains that
job characteristic consists of the aspects of
skill diversity, task identity, task meaning,
autonomy, and feedback, which can increase
psychological meaningfulness.
Job attachment of teachers increases
when there is a job characteristic that is suitable with themselves, where the skills that
they have can be utilized on multiple strategies in completing tasks, having freedom in
controlling the execution and completion of a
task, also producing good quality work. As
explained by Hackman and Oldham (1990),
job characteristic determines a person’s suitability with a field of work and allows that
person to be more successful in the field of
study that he/she does. Teachers who feel
high suitability with their jobs are more excited in teaching and teaching with all their
appreciation; they also have a high dedication.
This shows that teachers have a high job
attachment (Schaufeli & Salanova 2007).

Conclusion and Recommendations
Conclusion
Based on the analysis and discussion, it
is concluded that there is a significant positive
relationship between job characteristic and
job attachment mediated by psychological
meaningfulness. The higher the job characteristic, the higher the job attachment will be,
through a higher psychological meaningfulness. Job characteristic has a direct effect on
job attachment of 0.511 (51.1%) and indirect
effect of 0.110 (11%). Furthermore, it is understood that the effective contribution of job
characteristic on psychological meaningfulness is 11% and psychological meaningfulness
contributes 48.3% to job attachment, effectively. A total score of 62.1% means that job
characteristic and psychological meaningfulness play a big role in increasing teacher job
attachment, and the other 37.9% is explained
by other variables not explained by job characteristic and psychological meaningfulness.
Recommendations
Several recommendations can be given
based on the results of this research: Firstly,
for the school as the educational institution,
since it is found in this study that job characteristic can increase job attachment through
psychological meaningfulness, then the school
needs to pay attention to the job characteristic
taken by the teacher to increase psychological
meaningfulness, that impacts how high the
job attachment is, by, for instance, giving the
teachers freedom to plan, execute, and conclude, as well as by not ignoring the rules. The
next one is about paying attention to performance feedback that teachers need. It can also
be done by building a group work system,
which demands teachers to be more committed and involved in the task completion.
Secondly, public elementary school
teachers are expected to build and observe a
positive work climate (e.g., giving help and
support for other teacher colleagues, submitting the best work to be useful for other people, providing accurate feedback to create an
impact toward job attachment that is high
through spirit, dedication, and appreciation of
work).
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Thirdly, the recommendation is addressed to future researchers. Studies on job attachment are usually linked to job satisfaction,
motivation and turnover. Thus, the researchers hope that more studies in the future review the references supporting this research
or expand it by considering other factors that
may influence job attachment or factors related to job characteristics. This research was
done on elementary school students and on
teachers who are civil servants; thus, future
research can repeat this research in other
stages of education, such as middle school
and high school and in other professions
other than teaching. Future research can also
utilize other methods such as qualitative and
experimental.
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