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ABSTRACT

This study examines the relationship between person-job fit and employee engagement with mediator
meaningful work of regional bank employees in Indonesia. A survey questionnaire was administered
to employees in bank regions across different departments, with 205 respondents comprising 164 men,
80%, and 41 women, or 20%. Statistical techniques with a partial least square structural equation
model (PLS-SEM 3.3.3) will be used to analyze the relationships and test the mediation effect of

Meaningful Work on the relationships between Person Job Fit and Work Engagement. The study's
findings demonstrated that Job Person Fit, which is the suitability of self-value with each job given,
employees understanding the goals to be achieved in their work, and demand-abilities fit, including
knowledge, skills, and personalities, were responsible for specific variations in work-related outcomes.
Work engagement can be directly impacted by Job-person fit and indirectly by Meaningful work.
Understanding these linkages may help employers design jobs and responsibilities that better fit their
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Performance workforce's skills, preferences, and values, eventually resulting in a happier and more engaged
workforce.
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Introduction

In today's fast-paced and competitive business landscape, regional bank organizations in Indonesia constantly seek ways to maximize
performance, productivity, and overall success. Amidst these pursuits, a concept that has gained significant attention is work
engagement. Work engagement is a concept that involves the psychological aspects of an employee's relationship with their work.
Employees who are engaged at work are not only emotionally invested in their roles but also exhibit high levels of energy and
dedication. Positive relationships exist between work engagement and individual and organizational performance (Christian et al.,
2014). Additionally, open-minded individuals are more likely to innovate and start their businesses since they are more creative
thinkers (Gawke et al., 2017; Orth & Volmer, 2017).

Additionally, to these results on individual performance, studies have revealed that motivated employees are more likely to lend a
hand to their coworkers. Engagement in teamwork has been demonstrated to correlate positively with team performance at the team
level (Costa et al., 2015; Tims et al., 2013). In teams, engagement spreads from one person to the next and has critical ripple effects
(Bakker et al., 2011; Gutermann et al., 2017; van Mierlo & Bakker, 2018). A positive, affective-motivational state of intense energy
is called work engagement—high dedication levels and a strong focus on work (Albrecht, 2013).

Factors that affect work engagement can be categorized into different areas. Bakker et al. (2011) recommended that person-job fit,
such as needs—supplies fit and demands—abilities fit, should be considered in future research on work engagement to ascertain whether
engaged versus non-engaged employees are more inclined to improve their person-job fit. Multiple studies have found that a better
person-job fit positively relates to work engagement (Cai et al., 2018; Huang et al., 2019; Lu et al., 2014; Guo & Hou, 2022). When
employees feel that their skills, abilities, and values align with the requirements and expectations of their job, they are more likely to
be engaged and motivated in their work. This alignment creates a sense of fulfillment, satisfaction, and purpose, leading to higher
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work engagement. Additionally, person-job fit has been found to mediate the relationship between other factors, such as empowering
and transformational leadership and work engagement (Bui et al., 2017).

Person-job fit theory is a concept in organizational psychology that postulates that an individual's personality traits will reveal insight
into their adaptability within an organization. According to Cable & DeRue (2002), who developed the theory of person-job fit, it is
a condition that displays the compatibility between employee abilities with job demands, individual needs, and what the job can
provide to employees. The psychological processes assumed to underlie the relationship between work resources, personal resources,
and work engagement have not been fully explored and tested extensively (Albrecht, 2013; Bakker et al., 2011; Bakker & Albrecht,
2018).

Work engagement is crucial in determining an organization's productivity and success. There is a higher likelihood of work
engagement, motivation, and productivity. At work, they are leading to improved business outcomes. However, many bank
organizations have struggled with low employee engagement at work levels, which may lead to worse performance, increased
turnover rates, and an overall negative impact on the work environment. Employees may not be engaged in their work due to a lack
of meaningfulness (Albrecht, 2021). Employees who do not find their work meaningful are less likely to be engaged. Meaningful
experiences at work psychologically drive attitudes, behaviors, and attachment to work, ultimately becoming the most critical drivers
for work engagement (Albrecht, 2013; Shuck & Rose, 2013). For this reason, the author places meaningful work as a mediator. Work
meaningfulness has been identified as a mediator between person-job fit and work engagement (Unal, 2017; James, 2021). Mediators
are essential in research because they help to explain the relationship between two variables. They are intervening variables that
account for the relationship between the predictor and outcome variables.

This study identifies and examines the essential factors contributing to employee work engagement. By understanding these factors,
organizations can develop targeted ways to increase work engagement and foster a more positive and productive work environment
to identify the research findings and explain the importance of using performance map analysis (IPMA) to identify low- or high-level
constructs necessary for target construction (attitudes and behaviors for engagement). This study examines variables that influence
the work engagement of Bank regional employees in Indonesia.

Literature Review

Work engagement

Work engagement was first proposed by Kahn (1990), who argued that engaged employees are physically, cognitively, and
emotionally connected to their work and others. Recent studies have started investigating more distal predictors of work engagement,
which may predict job and personal resources and indirectly influence engagement. Several factors can influence employees to
engage in their work and contribute to a more engaged workforce. Work engagement is widespread because it predicts important
employee, team, and organizational outcomes. Researchers use the Utrecht Work Engagement Scale (UWES) to measure work
engagement. It was developed by Schaufeli et al. (2002) and assessed energy levels. Mental resilience while working. A sense of
significance, inspiration, pride, challenge, and concentration in work. Therefore, many studies have a great deal of interest in work
engagement because work engagement can drive performance and organizational outcomes (Macey & Schneider, 2008; Huang et
al., 2022; De Carlo et al., 2020).

Person job fit.

Person-job fit can be defined as the alignment of a person's aptitude with the requirements of their position (Edwards, 1991).
According to the theory of person-job fit, the suitability between job/task characteristics and individual ability to perform the task
will strengthen employees' engagement with their work; the employee will be more committed to the job (Meyer & Allen, 1997). A
person's job fit can be defined as the suitability of employees required to do a job. Regarding self-concept job fit (Scroggins, 2008),
employees try to adapt themselves to fit their requirements. Robbins et al. (2013) stated that the theory of person-job fit is based on
the idea of suitability between the characteristics of an individual and their work environment. Achieving this fit requires two types
of suitability: the suitability of individual knowledge, expertise, and skills with work/tasks and suitability between individual
personalities, for example, their needs, interests, and values embraced by the firm's climate. According to Kristof-Brown & Jansen
(2007), person-job fit is the fit between individuals and the work they do in the workplace, which includes the fit based on the
employee's needs and job equipment available to meet those needs, as well as job demand and the ability of employees to meet the
demand.

Meaningful Work.

The theory of Hackman & Oldham (1976) identifies conditions for people to be intrinsically motivated and perform well at work.
Hackman and Oldham defined meaningful work as a critical psychological dimension leading to higher job satisfaction and
performance. Stege (2012) proposed that meaningful work is any work or occupational role that individuals fulfill, and they judge
that to possess meaning, purpose, or significance. It relates to the meaning workers believe their work has and is connected to their
values and close relationships.
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Steger (2012) suggested that meaningful work includes three dimensions: psychological meaning, making meaning through work,
and good motivations. Several studies have demonstrated that meaningful work increases satisfaction, motivation, and performance.
Hulshof et al. (2020) stated that job crafting was related to task performance via meaningful work and work engagement. Ldpez de
Letona et al. (2021) showed that job crafting is linked to work engagement in a good way through meaning in work.

Hypothesis Development
Person job fit to work engagement.

For the first time, Laschinger & Finegan (2005) connected person-job congruence to work engagement. They explore the
empowerment process in six stages of employees' working lives and show that employees report higher levels of job control
(autonomy) when empowered, indicating congruence between their expectations and their actual job situation; this results in work
engagement. Multiple studies have found that a better person-job fit is positively related to work engagement (Lu et al., 2014); (Cai
et al., 2018); (Huang et al., 2019); (Guo & Hou, 2022). Employee Motivation and engagement are more likely in their work when
they believe that their talents, abilities, and beliefs connect with the demands and expectations of their positions. This alignment
creates a sense of fulfillment, satisfaction, and purpose, leading to higher work engagement.

Hypothesis 1: There is a relation between a person's Job Fit and Work Engagement
Person Job Fit to Meaningful Work

The term person-job fit describes the alignment of a person's preferences, talents, and abilities with the needs and specifications of a
specific work. Higher work satisfaction, better performance, and lower turnover rates are typically associated with a person's
employment and personality. Higher work satisfaction, better performance, and lower turnover rates are typically associated with a
person's employment and personality. According to the theory of person-job fit, the suitability between job/task characteristics and
individual ability to perform the task will strengthen employees' meaningful work experiences (Sulistiowati et al., 2018). Person-job
fit is an essential factor contributing to meaningful work experience. The person-job fit approach to meaningful work has been
proposed and found to be a significant antecedent of meaningful work (Scroggins, 2008). Employees who feel that their skills,
interests, and values align with their job tasks and responsibilities are likelier to experience meaningful work. Self-concept-job fit is
a type of person-job fit positively related to meaningful work.

Hypothesis 2: There is a relation between a person's Job Fit to meaningful work.
Meaningful Work to Work Engagement.

Employee passion, dedication, and involvement are referred to as work engagement. It is characterized by high energy, focus, and
dedication to one's duties and responsibilities at work. Work engagement is significantly boosted by meaningful work. The search
findings reveal that meaningful work influences work engagement in several ways, directly and indirectly (Ahmed et al., 2016);
(Geldenhuys & Laba, n.d.). Employees are more likely to be involved if they have meaningful things to do. Work resources like
autonomy, social support, and feedback can strengthen the link between meaningful work and engagement. Meaningfulness of work
is a significant component that affects work engagement (Albrecht, 2021). Employees are more likely to be involved if they have
meaningful things to do. Work resources, employment qualities, and work meaning all affect the relationship between meaningful
work and work engagement. Organizations may increase work engagement and promote employee well-being by establishing work
environments with Meaningful work, employment resources, and job qualities that match individuals' abilities, interests, and values.

Hypothesis 3: There is a relationship between Meaningful Work and Engagement.
Person Job Fit to Work Engagement via Meaningful Work as Mediator.

Employees engaged in their work are crucial to organizational success, affecting retention, job satisfaction, and productivity. The
idea of meaningful work, which entails people considering their activities as applicable, purposeful, and in line with their personal
beliefs, is one of the primary contributors to work engagement. However, a knowledge gap exists about how meaningful work as a
mediator of person-job fit promotes an individual's engagement. Person-job fit aligns an individual's skills, abilities, and preferences
with their employment needs. Based on the search results, evidence suggests that person-job fit is related to work engagement via
meaningful work as a mediator; person-job fit gives employees higher work enthusiasm and engagement (Guo & Hou, 2022).
Meaningful work and work engagement have been found to mediate the negative relationship between job crafting and intent to leave
(Oprea et al., 2022). Over the past few years, organizational research and practice have been increasingly interested in meaningful
work and work engagement. Over the past few years, organizational research and practice have been increasingly interested in
meaningful work and work engagement (Albrecht et al., 2021). The search results suggest that person-job fit relates to work
engagement via meaningful work as a mediator. Engaged employees craft their work to create a better person-job fit. Meaningful
work and work engagement are serial mediators of the relationship between job crafting and intent to leave. Organizations can
enhance work engagement and improve employee well-being by creating work environments with meaningful work, job resources,
and characteristics aligning with employees' skills, interests, and values.

Hypothesis 4: There is a relation between a Person's Job Fit and Work Engagement via Meaningful Work as a Mediator
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Figure 1: The framework of the research

Research and Methods

Sampling and Data Collection

This study will utilize a quantitative research approach. A survey questionnaire will be administered to employees in bank regions
across different departments, with 205 respondents comprising 164 men, 80%, and 41 women, or 20%. Based on statistical power,
the sample size was determined using G*Power. This sample's statistical power value was 0.95, exceeding the necessary threshold
of 0.8. (Carranza et al., 2020); (Hair, Page, et al., 2019a). As a result, the study's sample size is appropriate. The questionnaire uses
the Likert scale from 1 (strongly disagree) to 5 (strongly agree).

Table 1: The Distribution of Study Participants

Frequency Percentage

Gender Men 1. 164 3. 80
Women 2. 41 4, 20

Research instrument and measurement

Instruments and measurements refer to the tools and techniques used to collect data from participants or sources to test or respond to
research inquiries. These instruments can range from surveys and questionnaires to observation protocols and physiological
measurements. With seventeen items, the Utrecht Work Engagement Scale (UWES) is widely used to assess work engagement
(Schaufeli et al., 2002). For meaningful work, the scale from Steger (Steger et al., 2012), called the Work and Meaning Inventory
(WAMI), is a commonly used instrument to measure meaningful work, assesses the degree to which work is experienced as
meaningful and fulfilling, and consists of ten items that measure four dimensions of meaningful work: purpose, values, efficacy, and
self-worth. The dimension of person-job fit was initiated by Cable & DeRue (2002), which consists of demand-abilities fit, which
means the compatibility of employees in the form of knowledge and abilities with the skills the job must possess. Need-supplies fit
is a condition in which the needs of the job and what is expected by employees are achieved when they work (personal satisfaction
due to work of these). In its implementation and development, the dimension of person-job fit was redesigned by Sulistiowati et al.
(2018) into two, namely: Supply-value fit, which is the suitability of self-value with each job given, and employees understand the
goals to be achieved in their Work; Demand-abilities fit, including knowledge, skills, skills, and personalities possessed by employees
to see as well as whether employees can complete their tasks or jobs exist seven items.

Data Analysis

The questionnaire will include validated scales to measure person-job fit, perceptions of meaningful work, and levels of work
engagement. Statistical techniques with a partial least square structural equation model (PLS-SEM 3.3.3) will be used to analyze the
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relationships and test the mediation effect of meaningful work on the relationship between person-job fit and work engagement.
Following the PLS-SEM 3.3.3, 2023 analysis literature, a two-step procedure was developed to assess the structural and measurement
models (Hair, Page et al., 2019). Reflective frameworks' validity and reliability were used to evaluate the measurement model, and
R2, f2, Q2, and path coefficients were used to evaluate the structural model (Hair, Page et al., 2019a). The IPMA aimed to evaluate
each independent construct's performance and identify those most strongly associated with the dependent construct (Ringle &
Sarstedt, 2016). Also, test MGA or Multigroup analysis in SEM-PLS is a technique used to compare the structural relationships
between two or more groups. It is to test whether parameters, such as path coefficients, differ significantly between groups (Matthews,
2017)

Results and Discussion

Measurement model

First, the measurement model was evaluated by examining the validity of the measuring scale for each concept. The loadings of the
indicators with their respective constructs were looked at to determine the individual reliability of the item. The loadings must be
higher than 0.708 (Hair, Risher, et al., 2019a). Not all the items, in this case, meet the threshold for significance; three items in the
meaningful work variable and one item in the work engagement variable, both with a threshold of 0.708. As a result, it is essential
to check the outcomes of other measurement indices to construct these items (Hair, Page, et al., 2019a). Composite reliability (CR)
and Dijkstra-rho Henseler's (A) were computed to determine each construct's unique dependability. For every composite, the CR
value is more than 0.7. (Nunnally & Bernstein, 1994). However, Dijkstra-Henseler rho (A) is consistently more than 0.7,
demonstrating its dependability (Hair, Page, et al., 2019a). Each construct's high level of internal consistency is displayed in Table
2.

Table 2: The result of the measurement model

Indicator Loading (>0.60) Cronbach alpha Dijkstra-Henseler's CR AVE
rho (pA)
MW1 0,739 0.889 0.890 0.913 0.599
MW10 0,795
MWwW2 0,765
MwW4 0,803
MW5 0,802
MW6 0,760
MW8 0,754
PJF1 0,767 0.917 0.921 0.934 0.669
PJF2 0,861
PJF3 0,765
PJF4 0,853
PJF5 0,830
PJF6 0,848
PJF7 0,797
WE 1 0,883 0.972 0.973 0.974 0.705
WE 10 0,818
WE 11 0,823
WE 12 0,791
WE 14 0,833
WE 15 0,907
WE 16 0,812
WE 17 0,790
WE 2 0,868
WE 3 0,828
WE 4 0,780
WE 5 0,821
WE 6 0,762
WE 7 0,890
WE 8 0,914
WE 9 0,893

Source: Research data processed using SmartPLS 3.3 Software, 2023
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Based on Table 2, the value of Cronbach's Alpha of all variables is more significant than 0.70. The Composite Reliability value of
all varies is more significant than 0.70. Based on the calculation results of Construct Reliability (Cronbach's Alpha and Composite
Reliability). In the calculation of Cronbach's Alpha, all variables meet the criteria, and the calculation results of Outer loading, AVE,
and Composite Reliability all meet the criteria.

The next phase involved utilizing the Fornell-Larcker criterion to analyze discriminant validity. Each AVE construct value must have
a square root greater than its connection with other latent variables (Fornell & Larcker, 1981). The outcome demonstrates that the
AVE construct value is more significant. Heterotrait-monotrait (HTMT) evaluation was also used to analyze discriminant validity.
When the number is less than 0.90, the measure has discriminant validity, which calculates the ratio between the heterotrait and
monotrait correlation (Henseler et al., 2015). The number is below 0.85 due to other factors (Hair Jr et al., 2017). This study's value
remains below the cut-off point, demonstrating strong validity and reliability (see Table 3).

Table 3: Fornell-Larcker Criterion

MW PJF WE
MW 0,774
PJF 0,626 0,818
WE 0,685 0,816 0,840
Heterotrait-Monotrait Ratio (HTMT)

MW PJF WE
MW
PJF 0,682
WE 0,730 0,858

Source: Research data processed using SmartPLS 3.3 Software, 2023.
Structural model

Collinearity should be examined before structural correlations to ensure that the regression results are impartial. Ideally, the variation
inflation factor (VIF) number needs to be less than 3 (Hair, Risher, et al., 2019a). The next step of testing was assessing the structural
model. The importance of the path coefficients and indicators was assessed using a bootstrap approach with 5,000 iterations (Chin et
al., 2014).

Calculating each path model's effect size will reveal its size. f2 by the criteria of 0.02 (minor), 0.15 (medium), and 0.35 (large) (Hair,
Risher, et al., 2019b). The coefficient of determination (R?) tools measures the accuracy of predictions (estimations). In general, an
R2 value of 0.75 is considered to have a considerable estimation accuracy, an R2 of 0.50 has a medium accuracy estimation, and an
R2 value of 0.25 has a low estimation accuracy (Joseph F Hair et al., 2017)

The current study investigates the predictive usefulness of the model utilizing Stone-Q2he Geisser's effect size for each path model
to round out the evaluation of the structural model. The value of Q2 is obtained using the blindfolding procedure. As a relative
measurement of predictive relevance, a value of 0.02 has little predictive relevance, 0.15 has moderate predictive relevance, and 0.35
has great predictive relevance (Joseph F Hair et al., 2017).

Table 4: Structural model Evaluation

R? R? Adjusted Q? Confidence P Value VIF
interval
MW 0.391 0.388 0.227 0.175 0.000 1.643
PJF 0.642 0.000 1.000
MW 0.716 0.713 0.496 0.872 0.000 1.643

Source: Research data processed using SmartPLS 3.3.3 software in 2023.

Based on Table 4, the following information shows that the VVIF value in each construct variable is smaller than 3.0 (<3.0); thus, the
calculation results state that all variables do not have symptoms of multicollinearity and can be used in subsequent analysis.

Other calculations illustrate the coefficient of determination (R2). Table 4 identifies that the estimation accuracy of the R2 meaningful
work model is 0.391, which shows moderate accuracy; in other words, Meaningful Work affects 39.1%, while other factors outside
the model influence the remaining 60.9%. Then, for estimating the accuracy of the R2 work engagement model, 0.716. Based on this
value, it has a robust accuracy estimation. In other words, meaningful work and person job fit affect 71.6%, while the remaining
28.4% are influenced by factors other than the research model.
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The Q2 value of predictive relevance for the constructive model of the work engagement variable is influenced by meaningful work,
and the person-job fit is 0.496. It is classified as having great predictive relevance—the Q2 value of predictive relevance for
constructive models. The meaningful work variable is influenced by Person Job Fit of 0.227, classified as having moderate predictive
relevance.

F2 is used to evaluate the R2 values among all endogenous factors. f2 is more particular than R2, which is how they differ from one
another. to each exogenous variable. Generally, a value of 0.02 is considered to have a negligible effect size, 0.15 has a medium
effect size, and 0.35 has a significant effect size (Joseph F Hair et al., 2017). Here is a Table of 2 values.

Table 5: Affect size nilai >

Variable Laten MW PJF WE
MW 0,175

PJF 0,643 0.872
WE

Source: Research data processed using SmartPLS 3.3.3 software in 2023
Based on the test results above, shown in Table 5, information can be obtained as follows:

i The value of f2 affects the size of the constructive model of the meaningful work variable by 0.175 and is classified as having
a moderate estimation value.

ii. The value of f2 affects the size of the constructive model. The person job fit variable affects the meaningful work variable
by 0.643 and is classified as having an enormous estimation value.

iii. The value of f2 affects the size of the constructive model. The person job fit variable affects the work engagement variable
by 0.872 and is classified as having a significant estimation value.

Fit Model Criteria

Goodness of Fit (GoF) is a hypothesis test that aims to show how much the feasibility and accuracy of a model as a whole serve as
validation in PLS-SEM. The goodness of fit is an index Tenenhaus introduced as the GOF index. This index is done to assess a
measurement model and structural model and to predict the model using simple measurements, see Table 6.

Table 6: GOF Index

Criteria Rule of Thumb Skor Info
NIF NFI = 90 0.806 fit
SEMR SRMR < 0.08 0.060 fit
RMS theta close to zero 0.138 fit
Exact fit Test Small 1206.5 fit

Source: Research data processed using

Based on the test results in Table 6, the following information can be obtained: The research model has fulfilled all Rules of Thumb
and is declared fit.

Test Research Hypothesis

Coefficient analysis of structural models is used to test the hypothesis by knowing which relationships have a significant effect. The
relationship is significant if the p-value < a (0.05). Otherwise, if the p-value > a (0.05), then the relationship is not significant (Joseph
F Hair et al., 2017)
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Figure 2: Calculation results of the structural bootstrapping test research line; Source: Research data processed using SmartPLS
3.3.3 Software in 2023

Table 7: Test of the hypothesis of the direct influence of the Research model

Hypothesis  Path Coefficient Original Sample (O) T Statistics (|(O/STDEV|) P Values Info

H1 MW -> WE 0,286 5.094 0,000 Accept
H2 PJF -> MW 0,626 12,091 0,000 Accept
H3 PJF -> WE 0,816 30.885 0,000 Accept

Source: Research data processed using SmartPLS 3.3.3 software in 2023.
Based on Table 7, the following information can be known.

i Meaningful work-> Work Engagement has an Original Sample (O) value of 0.286 and a P-value of 0.000 less than 0.05.
Based on this value, it can be known that there is a significant favorable influence. Then, H1 is accepted. HO is rejected.

ii. Person Job Fit -> Meaningful Work has an Original Sample (O) value of 0.626 and a P-value of 0.000 less than 0.05. Based
on this value, it can be known that there is a significant favorable influence. Then H2 is accepted, and HO is rejected.

iii. Person Job Fit -> Work Engagement has an Original Sample (O) value of 0.816 and a P-value of 0.000 smaller than 0.05.
Based on this value, it can be known that there is a significant favorable influence. Then H3 is accepted, and HO is rejected.

Table 8: Test of the hypothesis of the indirect influence of the Research model

Hypothesis Path Coefficient Original Sample (O) T Statistics ((O/STDEV|) P Values Info

H4 PJF -> MW -> WE 0,179 4.426 0,000 Accept

Source: Research data processed using SmartPLS 3.3.3 software in 2023.
Based on the Table 8, the following information can be known

Person Job Fit -> Meaningful Work -> Work Engagement has an Original Sample (O) value of 0.179 and a P Value of 0.000 less
than 0.05. Based on this value, it can be known that there is a significant favorable influence. Then H4 is Accepted, and HO is rejected.

Discussion

This study proves that integrating job person fit and meaningful work into one framework can predict work engagement. Previous
studies strengthened this integration model. Guo & Hou (2022) revealed that job crafting increased tour leaders' person-job fit and
meaningfulness of work, which stimulated their work engagement.
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The study's findings demonstrated that person-job fit and meaningful work connected to work engagement were responsible for
specific variations in work-related outcomes. The study results also related to James' (2023) study, which revealed that job fit
perception positively influences employee engagement, mediated by work meaningfulness.

The most significant indicators contributing to the study were supply-value fit, which is the suitability of self-value with each job
given, employees understanding the goals to be achieved in their work, and demand-abilities fit, including knowledge, skills, and
personalities. Significant theoretical and practical ramifications flow from these findings for comprehending the function of
engagement qualities in the workplace. The explanation can be seen from the results of statistical calculations through IPMA.

The Goal of IPMA conduct in this research is to identify the construct that has relatively high importance for the target construct but
has relatively low performance (Ringle & Sarstedt, 2016b). Although, in psychology research, IPMA rarely runs in statistical
evaluation, researchers thought it was essential to determine what variable to develop by human resources with the IPMA test. IPMA
analysis is measured based on a structural model where importance values are obtained from the total effect received by constructs,
and performance values are obtained from latent variable scores. The IPMA is significant enough to be considered in improving a
management activity. The relationship between importance and performance in IPMA analysis is divided into four quadrants (Joseph
F Hair et al., 2017). The first table 9 shows Q1 as follows;

Table 9: Importance-Performance Map Analysis

Variable latent Total Effects LV Performances
WE JPF MW

MW 0.158 68,847

JPF 0.891 0,670 76,111

WE 74,874

Source: Research data processed using SmartPLS 3.3.3 software in 2023

Importance-Performance Maj
100 P P Importance-Performance Map
100
]
Q2 Q1 %0
e . - Q2 Q1
.
o n 0
L) a0
WORK ENGAGENENT 50 MEANNGFUL WORK 50
2 0
£ Q4 0 Q3 Q4
Q3
201 20
n 10
] - -
0 = =
00 01 02 03 04 05 08 o7 08 0% 000 005 010 015 020 025 030 035 040 045 050 055 060 085 070 0.75
Tolal Effects Total Effects
[ = vEANmGRUL WORK e PERSON JoB FIT| | PERSON JOBFIT

Figure 4: Importance-Performance Map Analysi Person Job Fit
Figure 3: Importance-Performance Map Analysi MEANINGFUL WORK

Based on the table above, the following
Information can be known:

Figure 3: Importance-Performance: Map Analysis of person jobfit in Quadrant 1 shows that these variables significantly increase
work engagement.

Figure 4: Importance-Performance: Map Analysis of person job fit being in Quadrant 1 can be concluded variables It is essential in
increasing Meaningful Work.

Multigroup Analysis (PLS-MGA)

Multigroup Analysis with Partial Least Square (MGA-PLS) is a PLS approach method used to see differences between two or more
groups by first looking for relationships between latent variables (variables that cannot be measured directly) using Structural
Equation Modeling — Partial Least Square (SEM-PLS). After knowing that all exogenous variables affect endogenous variables, the
purpose of MGA-PLS, which is to know the differences in characteristics between 2 or more groups, is to conduct a group comparison
test using a non-parametric approach. There is a significant difference if the p-value < a (0.05). MGA-PLS results are as follows
(Joseph F Hair et al., 2017).
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Table 10: MGA
PLS-MGA Total Effects-Diff (Men - P-Value Original 1-Tailed P-Value New (Men
Women) (Men Vs. Women) Vs. Women)
MW -> WE 0,057 0,369 0,737
PJF -> MW -0,258 1,000 0,000
PJS -> WE -0,003 0,557 0,885

Source: Research data processed using SmartPLS 3.3.3 software in 2023

Based on the tables 10, the following information can be known: Two of the research path coefficients have p-values greater than
0.05. Therefore, it can be said that there is no discernible difference. In the Indirect Influence Line Coefficients between male and
female respondents on Meaningful Work -> Work Engagement and Person Job Fit -> Work Engagement. However, in Person Job
Fit -> Meaningful Work, a significant difference exists between men and women, as shown by a P-value of 0.000.

Conclusion

In conclusion, work engagement—can be directly impacted by job-person fit and indirectly by meaningful work. These, in turn,
affect various workplace outcomes, such as job satisfaction, work performance, and employee well-being. Understanding these
linkages may help employers design jobs and responsibilities that better fit their workforce's skills, preferences, and values, eventually
resulting in a happier and more engaged workforce.

Organizations must gain the most from each worker in today's business context. Putting effort into fostering cooperative relationships
between the employee and the company is one approach to making this. Employees are likelier to produce their if they feel valued
and fit. Organizations pay close attention to how positions align with worker's tasks to maximize each employee's utilization. The
best employees are brand ambassadors and contribute to the bottom line business success since they are highly engaged.

The organization should pay attention and construct the proper training for employees. Valuable research by the management and
behavioral sciences shows that customer retention, productivity, and financial achievement improve when employees are engaged,
fit with their jobs, and meaningful in their work.

The factors determining Work engagement are too many. In addition, there is no explanation of how the fundamental traits of the
individuals influence the variables. As a result, the authors are eager to confirm the study's findings by extending the sample size and
the range of relevant variables. For another researcher, examining variables that appear to be other variables that will keep employees
engaged is good.
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