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ABSTRACT

Background: Work engagement is the antecedent of various outcomes, for instance, performance and well-being.
Employees can deeply involve when they have an excellent level of work engagement at work. They become more
productive that impacts the organization's benefits and has a positive effect on them. Our study tested whether stress
relates negatively to work engagement and if a relationship would be mediated by meaningful work. Method: The
research design was a cross-sectional study; 203 participants were included, who work as civil servants and private
employees with a minimum education at the undergraduate level. They filled out the scales distributed online. The model
was tested used a structural equation model. Result: The result shows a direct negative association between perceived
stress and work engagement, a direct negative association between perceived stress and meaningful work, meanwhile a
direct positive relationship between meaningful work and work engagement. Henceforward, the structural equation
model reveals that meaningful work partially mediated a negative association between perceived stress and work
engagement. Conclusion: The study has proved that the empirical evidence of how perceived stress can contribute to

work engagement, and in this study, the relationship between the two variables can interfere with meaningful work.
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1. INTRODUCTION

In recent years, rapidly global competition has led
many organizations to boost their employees'
productivity by increasing their high performance in
Indonesia. High performance can be predicted by work
engagement. Work engagement shows a direct and
positive relationship to performance (Bakker &
Demerouti, 2008). Work engagement is an active and
positive state of work demonstrated by dedication, high
enthusiasm, and a deep interest in job assignments.
Dedication refers to full involvement in his work and
experiences a significant, enthusiastic, and challenging
experience. High enthusiasm refers to a great level of
stamina and resilience at work. Simultaneously, deep
interest in work refers to a heightened focus and feeling
happy as if lured into his work so that the time goes so
fast (Schaufeli & Bakker, 2004).

Work engagement is a salient concept nowadays.
On searches on Google Scholar alone, work engagement
shows more than 3.9 million search results. It is different
from job satisfaction. Job satisfaction is a more passive
formula of employee well-being. It likewise differs from
a work-related flow, which functions in performance
episodes, which are created by a performance that can
even end in an hour or not. Work engagement also differs
from a more apparent motivation for dedication to work.

Work  engagement is  better in
performance (Bakker, 2011).

There are at least four explanations why engaged
people show better performance than those who are not.
First, engaged employees frequently feel encouraging
emotions, including gratitude, joy, and enthusiasm. This
positive emotion will affect the thoughts and actions that
have implications for the employee to work regularly
using their resources. Second, engaged employees are
healthier to focus well and dedicate all the skills and
energy at work. Third, employees who are engaged will
build their own personal and work resources. Fourth,
engaged employees will transmit their engagement to
others (Xanthopoulou, Bakker, Demerouti, & Schaufeli,
2009). Prior studies show that work engagement has a
positive association with quality of life (Mache,
Vitzthum, Klapp, & Danzer, 2014; Selahattin & Omer,
2012), job satisfaction (Alarcon & Lyons, 2011;
Karanika-Murray, Duncan, Pontes, & Griffiths, 2015;
Mache et al., 2014; Yeh, 2013), happiness (Rodriguez-
Mufioz, Sanz-Vergel, Demerouti, & Bakker, 2014), life
satisfaction (Shimazu & Schaufeli, 2009). On the
contrary, work engagement has a negative relationship
with ill health (Shimazu & Schaufeli, 2009). Generally,
work engagement relates to better well-being (Panthee,
Shimazu, & Kawakami, 2014; Scott, Moore, & Miceli,

predicting
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1997; Shimazu, Schaufeli, Kamiyama, & Kawakami,
2015; Shimazu, Schaufeli, Kubota, & Kawakami, 2012).

Indonesia is incessantly cheering the essence of
work. With the fourth industrial revolution, Indonesia
need immediately catch up with other countries.
Therefore, work engagement needs to be studied in
Indonesia so that the work engagement antecedent could
be investigated more and the positive outcome of work
engagement of Indonesian employees could be
cultivated. A study conducted by Halim (Ayu, Maarif, &
Sukmawati, 2015) illustrates that only 36% are highly
engaged, 17% feel unengaged, which poses a risk to
performance and productivity. The finding exhibits that
work engagement among Indonesian employees requires
to be improved. So that, The antecedence of work
engagement needs to be investigated among Indonesian
employees.

There are personal and organizational factors that
can affect work engagement. One of the personal features
associated with work engagement is stress. The previous
studies revealed that stress is negatively related to work
engagement (Fiabane, Giorgi, Sguazzin, & Argentero,
2013; Padula et al., 2012). Besides, stress can affect the
negative outcome that the organization does not expect,
such as an intention to leave the job, absenteeism rate,
withdrawal from work (McKee, Markham, & Scott,
2004) and can cause an impact on employee's mental and
physical health (Ganster & Rosen, 2013). According to
Cohen, stress is the gradation to conditions in a person's
life are considered demanding. Perceived Stress consists
of perceived helplessness and perceived inefficacy
(Oriicti & Demir, 2009). Perceived stress prospectively
forecasts psychological symptoms, physical symptoms,
and health behavior. Individuals consider circumstances
in their lives as stressful (Cohen, 1986).

Meaningfulness or meaningful work refers to
work experience, specifically by someone who
significantly holds more positive meaning (Rosso,
Dekas, & Wrzesniewski, 2011). Steger, Dik, & Duffy
(2012) posit a concept of meaningful work consisting of
three dimensions, i.e., positive meaning, meaning-
making through work, and greater good motivation.
Positive meaning is a direct reflection of psychological
meaningfulness. Meaning-making through Work, Work
is a crucial basis of meaning in life as a whole.
Meaningful work can help individuals develop their
consideration of themselves and the world around them,
enabling their personal development. This aspect helps
capture people's work’s broader life context (Steger &
Dik, 2009). The third aspect of meaningful work is
greater good motivation, and the aspiration to flourish a
positive influence on the greater virtuous is constantly
associated with meaningful work experiences.
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As a mediator, meaningful work has been studied
by several scholars. Ahmed et al. (2018) examined how
Meaningful work moderately mediating the association
between career growth occasions and work engagement.
Pradhan & Pradhan (2016) studied that meaningful work
moderately mediating the association between
transformational leadership and affective organizational
commitment and contextual performance. Arnold,
Turner, Barling, Kelloway, & McKee (2007) examined
The association between transformational leadership and
psychological well-being fully mediated after controlling
for humanistic work beliefs. However, so far, there is no
research on meaningful work as a mediator between
stress and work engagement. Regarding the previous
explanation, this study studied the effect of mediating
meaningful work in the association between stress and
work engagement.

2. METHOD
Sample and Procedure

A quantitative, cross-sectional study was
conducted. Two hundred thirty-five employees work in
Indonesia's private and public sector and filled out the
scale and informed consent distributed online through a
social media platform. Only 203 respondents who work
more than two years were eligible for the study.
Employees who have a part-time job and occupy the
highest ~management position were excluded.
Respondents also received information about the study,
including how data was collected, stored and
confidentiality guarantees before agreeing to informed
consent.

Measures

Utrecht Work Engagement Scale (UWES) short
version (9 items) was used to measure Work
Engagement. Work engagement dimensions are vigor,
dedication, and absorption. The Scale of UWES was
recorded on a 5-point Likert scale ranging from 1
("never™) to 5 (always"). The UWES has been validated
by Rahmadani, Schaufeli, lvanova, & Osin (2019) in the
Indonesian context with Cronbach alpha 0.87. the
Cronbach alpha for this research was 0.890.

Perceived Stress Scale (PSS; Cohen & Janicki-
Deverts, 2012) was used to assess individuals who sensed
stress at work. There is ten items. Respondents answered
on a 5-point Likert-type scale alternating from never to
very often. Saraswati, (2017) translated the PSS. For this
research, the reliability coefficient was 0.910, but no item
was eliminated.

The research used the Indonesian version of The
Work and Meaning Inventory (WAMI) (Steger et al.,
2012) to measure how respondents felt their work is
meaningful. Three dimensions of meaningful work are
positive meaning, meaning-making, and greater good
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motivations. Participants answered on a 5-point,
alternating from 1 (absolutely untrue) to 5 (absolutely
true). The researchers adapted the scale; the Cronbach's
alpha for this research was 0.893.

Data Analysis

Descriptive data denote respondents'
sociodemographic, like gender, age, tenure, while the
Standard deviation and Mean were depicted. Correlation
between variables was tested using Pearson Correlation.
Furthermore, the data analysis used SEM, with work
engagement as the independent variable, perceived stress
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as a dependent variable, and meaningful work as a
mediator. The data were tested using Lisrel 8.80.

3. RESULTS

Regarding table 1, it can be seen that from 203
research respondents, there were relatively equal
numbers of men and women, but women were slightly
more than men. Most respondents were in the age range
less than 35 years, followed by the age range 36-45 years,
whereas based on education at most at the undergraduate
level, followed by postgraduate. The details can be
shown in table 1.

Tabel 1. The characteristic demographic profile of respondents (N=203)

Variable N %

Gender

Male 93 45.81

Female 110 54.19
Age

Less Than 35 94 46.31

36-45 89 43.84

46 and over 20 9.85
Education

Undergraduate 129 63.55

Postgraduate 74 36.45
Length of Work

Less Than five year 43 21.18

Less Than ten year 59 29.06

Less Than 15 year 60 29.56

Less Than 20 year 25 12.32

20 years and over 16 7.88
Employee Status

Civil Servant 76 37.44

Private Employee 127 62.56

Note: n= 203

Regarding the length of the work, most have
worked for a period of 11-15 years, as many as 60 people
or 29.56%, followed by a range of 6-10 years, 59 people
or 29.06, less than five years, 43 people or 21.18%, a
range of 16- 20 years as many as 25 people or 12.32%.

Furthermore, regarding employee status, 127 people are
not non-civil servants or 62.56%. The descriptive statistic
results showed in table 2 that the work engagement
means of 3.83 is the same as meaningful work, and
perceived stress has a mean of 2.55.

Tabel 2. Descriptive statistics of measured variables

Variables Mean SD 1 2 3
1. Perceived Stress 2.55 0.60
2. Meaningful Work ~ 3.83  0.59  .0.344**
3. Work Engagement  3.83  0.60 .0.402** 0.640**
Note: **p<0.05 level
The Pearson correlation results show a significant meaningful work and a significant and negative

and negative association between perceived stress and

association between perceived stress and work
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engagement. Meanwhile, a positive and significant
association exists between meaningful work and work
engagement.
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Fig.1. Perceived stress and work engagement as mediated by meaningful work.

Figure 1 demonstrates the model of the
relationship between perceived stress and work
engagement partially mediated by meaningful work.

There is still a negative and significant association
between perceived stress and Work engagement when
meaningful work functions as a mediator.

Table 3. The mediating Testing of the Variable

The Mediating Testing Value Conclusion
Perceived Stress-Work Engagement -2.02>-196  Negative and significant
Meaningful Work-Work Engagement ~ 10.47 > 1.96 Positive and significant
Perceived Stress-Work Engagement -5.12>-196  Negative and significant

The following result of data processing is the
model fit test. Regarding several indicators of the existing
model fit, it can be said that the measuring instrument is

fit because the results of 11 current indicators are already
ten indicators that have been met. The results are as
follows in table 4.

Table 4. The Goodness of Fit Test Index

The goodness of Fit Test Conclusion
Normal Theory Weighted Least Squares Chi-Square = 36.08 (P = 0.002) No Fit
RMSEA = 0.079 Medium Fit
NFIl =0.97 Good Fit
CFI =0.98 Good Fit
IFI =0.98 Good Fit
RFI =0.95 Good Fit
Standardized RMR = 0.042 Good Fit
AGFI =0.90 Good Fit

4. DISCUSSION

Regarding the result, organizations have to pay
attention to employee's meaningful work. When
employees feel stressed, their meaningful work will
mediate their work engagement, and meaningful work is

essential as a mediator function, how employees assess
situations and conditions that make them feel stressed
impacts their meaningful work, followed by work
engagement as an outcome. Therefore, meaningful work
shows the role that partially affects the association
between perceived stress and work engagement. How
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meaningful work mediates the relation between
perceived stress and work engagement of the employees
depicted in figure 1. The mediating testing of the
structural model is explained in table 3.

The study shows an association between stress
and work engagement and meaningful work mediating
the relationship between the variables. As projected, the
straight correlation between perceived stress and work
engagement was proven. This finding shows that the
lower a person's stress, the higher their work engagement.
Vice versa It also demonstrated that how the employee
perceived stress relates to work engagement. This finding
is aligned with the previous studies that stress is
negatively linked with work engagement. The survey
conducted by Fiabane, Giorgi, Sguazzin, & Argentero
(2013) shows the same results in Indonesia. Occupational
stress related to work engagement in professional
healthcare groups also indicates that organizational and
personal factors also play a role in predicting work
engagement. The sample of the cross-sectional study was
198 hospital staff. The data gathered by self-report
questionnaires. The research shows the highest levels of
occupational stress and  disengagement  of
physiotherapists. At the same time, nurse assistants with
positive perceived of the work environment were the
most work-engaged and job-satisfied. Padula et al. (2012)
led research that investigated the association between
occupational stress and work engagement. The
respondents were 457 male and female employees of the
metallurgical industry. The study showed a correlation
between occupational stress and work engagement. The
mode individuals deal with their frustrations or work
engagement is associated with occupational stress.

This finding also identified that perceived stress
creates meaningful work, and meaningful work also
predicts work engagement. This study is aligned with
some researches which sets meaningful work as a
mediator. Ahmed et al. (2018) led a survey of 320
employees occupied in the four retail banks in Perlis,
Kedah, Penang, Perak, and Terengganu proved
meaningful work has the role of mediator in the
association between career growth opportunities and
work engagement. Pradhan & Pradhan (2016)
investigated meaningful work roles included a sample of
480 IT professionals in India. The study revealed the
association between transformational leadership and
organizational commitment and contextual performance
partially mediated by meaningful work. Affective

One limitation of the study is that all variables of
this study are measured by self-report. The measurement
can impact social desirability biases and response
distortion due to the faking good of the respondent. On
the other hand, the study's respondents varied from
various provinces and organizations in Indonesia, from
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private and government organizations. Future research
can be studied in specific organizations. It can be
investigated in gender-based on stress and meaningful
work, and the impact on work engagement.

5. CONCLUSIONS

In conclusion, this study has provided empirical
evidence for the concept of how perceived stress can
contribute to work engagement and how meaningful
work can interfere. The study's implication suggests that
the organization should be concerned about their
employees' stress levels because high-stress levels can
affect work engagement. Meanwhile, meaningful work
can interfere with the relation, and the employer should
develop it to reduce the contribution of stress to work
engagement.
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