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This research aims to investigate the job satisfaction of the doctors with psychological meaningful-
ness and work engagement as antecedent variables, in Java, Indonesia. The sampling technique used
in this research was convenience sampling method and snowball sampling method. To analyze the
data, this research used the SEM program, assisted with AMOS 23. The results of this study indicate
that psychological meaningfulness effect on work engagement. However, no effect on job satisfac-
tion. While the work engagement has an effect on job satisfaction. The work engagement is signifi-
cant as intervening variable in the influence of psychological meaningfulness toward job satisfaction.
These results support the work situation of doctors in Indonesia who have high workloads but can
still feel job satisfaction. High work engagement will make the doctors feel enthusiasm and dedica-
tion even though the workload is high with abnormal work hours. These results support the work
situation of doctors in Indonesia who have high workloads but can still feel job satisfaction.

Kepuasan Kerja para Dokter dengan Efek Kebermaknaan Psikologis
dan Keterikatan Kerja

Abstrak

Penelitian ini bertujuan untuk menyelidiki kepuasan kerja para dokter dengan kebermaknaan
psikologis dan keterikatan kerja sebagai variabel anteseden, di Jawa, Indonesia. Teknik pengam-
bilan sampel yang digunakan dalam penelitian ini adalah metode convenience sampling dan
metode snowball sampling. Untuk menganalisis data, penelitian ini menggunakan program
SEM, dengan AMOS 23. Hasil penelitian imenunjukkan bahwa kebermaknaan psikologis
berpengaruh pada keterikatan kerja. Namun, tidak berpengaruh pada kepuasan kerja. Sedan-
gkan keterikatan kerja berpengaruh terhadap kepuasan kerja. Keterikatan kerja berpengaruh
signifikan sebagai variabel mediasi dalam pengaruh kebermaknaan psikologis terhadap kepua-
san kerja. Tingginya keterikatan kerja akan membuat para dokter merasa lebih antusias dan
berdedikasi meskipun tekanan pekerjaan tinggi dengan jam kerja diluar dari normal. Hasil ini
mendukung bahwa situasi kerja para dokter di Indonesia, meskipun dengan beban kerja yang
tinggi mereka masih dapat merasakan kepuasan kerja.
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INTRODUCTION

Baharuddin et al. (2017) writes the “Re-
gulatory Ethics Review of Doctor Working
Hours in Indonesia” it causes of the excessive
workload of physicians that result in longer doc-
tor work hours. A Comparison of doctors with
the Indonesian population is still quite unideal,
making the ratio between patients and doctors
unbalanced. In addition, the impact of the ex-
cessive workload will hurt the health of the phy-
sician and affect the patient’s safety.

The organization needs to maintain the
health workforce, especially doctors with regard
to physician’s job satisfaction through regulato-
ry policy and facility provision. One of the poli-
cies that can be made for doctors is the doctors’
working hours, because the issues raised about
the number of hours of doctor work is excessive.

In Indonesia cases, there is no specific re-
gulation of doctor’s working hours. But in rea-
lity, the rules of labor hours have been written
in the Indonesian Law in Article 77 paragraph
(2) of Law no. 13 of 2003 on employment, that
a worker’s work hours are seven hours a day (for
six working days of the week) or eight hours a
day (for five working days per week). However,
doctors usually practice in three places at once
owned by the government, private or priva-
te practice in accordance with the Minister of
Health RI regulation number 512/MENKES/
PER.IV.2007 about Practice License and Imple-
mentation of Medical Practice. A doctor often
works longer than the rule. If doctors work too
long work and then the performance of doctors
will be reduced, and will give a side effects, such
as the level of error in taking of medical action,
as a higher misdiagnosis of patients to the risk of
accidents on the way back home after work.

The problem of physician working hours
that work more than eight hours so that the abi-
lity to analyze the disease or prescription drugs
can be reduced. Discussing the hours of specia-
list doctors cannot be equated with civil servants’
working hours. This article discusses the hours
doctors work cannot be the same as civil servants
who can go home and come on time according to
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the applicable hours. A doctor cannot refuse a pa-
tient, especially a patient who needs surgery. By
looking at the issues regarding the doctor’s wor-
king hours above, this study will discuss whether
doctors can still feel satisfaction in their work?

There are several ways that can be done to
improve job satisfaction for employees, such as
make jobs fun, pay people fairly, match people
to jobs that fit their interests, and last avoid bo-
ring, repetitive jobs (Greenburg & Baron, 2003).
A doctor needs to enjoy their work, because his
work is quite challenging and need seriousness
in working. In addition there are some points
that “match people to jobs that fit their interests”
which means matching people with work that
suits to them. When a person working as a physi-
cian is expected to fit their intentions, realize the
profession of a doctor is a profession that deals
with the health and condition of one’s individual.

Psychological meaningfulness of work is a
psychological understanding for someone who
is living in his profession (Oliver & Rothman,
2007). The doctors realize that their work is very
useful for many people if done right. Saving in-
dividual lives from illness is not easy and has a
great responsibility for doctors. When a person
finds the meaning of a job beneficial to many and
brings a positive impact around it, he will feel
more emotionally attached to his work, making
his work something fun (Albrecht et al,, 2015)

When a worker feels engaged to his work,
it will improve organizational performance in a
positive way (Karatepe & Demir, 2013; Daley,
2017), which is one of the key indicators of the
company'’s success as it affects job satisfaction,
turnover intention, and customer satisfaction
(Yin, 2018). From the description, work enga-
gement very interesting to the inquisitive, that
is knowing how much emotional bond the doc-
tors to where he worked and his own work.

The job satisfaction of a doctor from seve-
ral previous studies is known to be influenced by
various factors. One study in China stated work
family conflicts and good relations between pa-
tients and doctors had a significant influence on
job satisfaction (Deng et al, 2018). Another stu-
dy in China (Yu et al., 2018) stated that doctor job
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satisfaction is very related especially to work itself
besides the work environment. This is also relevant
to the results of the survey in Nigeria (Martins et
al, 2016), the doctor’s job satisfaction is high for
work itself and low for remuneration. This means
that doctors still feel job satisfaction with their
work despite being underpaid. While in Indonesia
research shows that the organizational commit-
ment of doctors is relatively low and they usually
work in more than one organization, in carrying
out his profession (Setyowati et al., 2017).

This research has a novelty from the
doctor’s perception of their job satisfaction. Itis
about how they love their work and this makes
them engaged. It is assumed they have a work
engagement that makes them satisfied at work.
As stated earlier that loving a job has a psycho-
logical meaning that presents job satisfaction.
Therefore in Indonesia doctors often work in
several hospitals and clinics. This is certainly not
recommended even though there are quite a lot
of patients served. They seek income from seve-
ral workplaces. However, do they feel job satis-
faction with their work?

Hypothesis Development
Relationship between Psychological Mea-
ningfulness and Work Engagement.

As part of the meaning in life, the concept
of meaningfulness is divided into two aspects,
namely (1) meaningful work, and (2) psycho-
logical meaningfulness. Meaningful work (Ste-
ger et al,, 2012) as a working relationship with
people. Meaningful work as the degree to which
employees experience the work as something
that is generally valuable, meaningful, and re-
warding (Geldenhuys et al, 2014). Psycholo-
gical meaningfulness as a value of the goal or
purpose of the work as well as a value of the
individual’s own standards (May et al., 2004).
The lack of meaning in work can reduce the sen-
se of work engagement.

Psychological meaningfulness at work is
to make contribution optimally to the organiza-
tion (Steger & Duffy, 2012; Ugwu & Onyishi,
2018; Cai et al,, 2018). Work experience to
achieve the purpose of life becomes the basis
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for explaining the meaning of work to everyo-
ne. Psychological meaningfulness is the unity
between personal goals, the value of life, social
relationships and the various activities that are
subjected to one’s life (Albrecht et al., 2015).
Therefore, it is necessary to balance the di-
mensions of the self (mental, physical, emotio-
nal, and spiritual) to meet the achievement of
psychological meaningfulness.

Psychological meaningfulness is related
to the achievement of goals, the fulfillment of
the value of life, the achievement of self efficacy,
and self-esteem (Abbas et al., 2014). It involves
many areas of life, including work. A person
who feels meaningful if they can be useful and
valuable to his organization.

There are three dimensions (Steger et al,
2012) of psychological meaningfulness, (1) po-
sitive meaning, which reflects the subjective expe-
rience to captures how one views of the meaning
and meaning of its work; (2) meaning, which is
related to how one looks at its work, but how one
tries to shape its work according to its purpose and
value of life; (3) high motivation, which explains
how individual has a spirit to do something.

Engagement means being involved, com-
mitted, passion, enthusiasm, focus on effort and
energy (Imperatori, 2017). There are studies
that reveal, work engagement is an association
of higher levels of performance and producti-
vity (Banihani et al., 2013; Asiwe et al., 2014).
Work engagement is the synergy of a positive,
but indicates that it is also a different concept of
being tied to a work characterized by enthusiasm
and dissolution in work (Schaufeli et al., 2002).
when employees feel tied to their jobs, they will
be encouraged to try more optimally. Work enga-
gement reflects to the energy which employees
brought in their work (Byrne et al., 2017).

There are three dimensions (Lockwood,
2007) of work engagement, (1) vigor; (2) de-
dication and; (3) absorption. Passion means
devoting energy and mental during work and
facing difficult problems keep the spirit. Dedi-
cation is associated with enthusiasm, inspiration
given to work, and the latter absorption means
concentrating fully in doing the work. Meaning-
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ful work have benefits for organizations and
lead to positive work outcomes such as satisfied,
engaged and committed employees, individual
and organizational fulfilment, productivity, re-
tention and loyalty (Kahn, 1990; Asiwe et al.,
2017). Psychological meaningfulness contri-
buted to work engagement (Imperatori, 2017).
Individuals are likely to be motivated to invest
themselves more fully into a given work role
activity when they feel personally meaningful
(Geldenhuys et al., 2014).

H1: Psychological meaningfulness has positi-

ve effect on work engagement.

Relationship between Psychological Mea-
ningfulness and Job Satisfaction

A cross-sectional survey was conducted
by Sartono and Ardhani (2015) explains the
relationships between three job characteristics
constructs, namely work engagement, intrin-
sic motivation and job satisfaction in a workp-
lace. Implications of the study are that human
resource interventions are required in order to
deal with enhancing work engagement, intrinsic
motivation and job satisfaction. Furthermore,
the results indicate that intrinsic motivation and
work engagement can improve job satisfaction.

Job satisfaction is closely related to the
attitudes of employees to their own work,
work situation, cooperation between leaders
with fellow employees (Fadlallh, 2015). It can
be concluded that the attitudes employed by
employees on their work are influenced by the
factors generated in their work. Job satisfaction
is a positive feeling about work, which is resul-
ting from an evaluation of its characteristics
(Sawang, 2012). Job satisfaction is a positive
emotional state that results from the evaluation
of one’s work experience towards his work as a
result of employee perceptions of his job.

Employees will develop a positive affecti-
on to the organization, if the expected outcomes
are met (Sartono & Ardhani, 2015). This invol-
ves employees’” appraisal of how well their jobs
provide things that are viewed as important
usually influenced by an employee’s unique ex-
periences, needs, values and expectations. It is
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important to note that, job satisfaction is a mul-
tifaceted construct that comprises both intrinsic
and extrinsic job elements (De Witte & Buiten-
dach, 2015). Furthermore, meaningful work
leads to employees functioning better and hence
to increased levels of engagement and commit-
ment (Steger & Dik, 2009; Steger et al., 2012).

H2: Psychological meaningfulness has a posi-

tive effect on job satisfaction.

Relationship between Psychological Mea-
ningfulness and Work Engagement towards
Job Satisfaction

Job satisfaction becomes central and crucial
to management (Adio & Popoola, 2010). Having
an effective and efficient acquisition and great
resources, after all, is the overall purpose of mana-
gement. Human resources are the most important
and yet the most unpredictable of all the resources.
Job satisfaction is concerned with feelings one has
towards the job, motivation or the motivator.

There is close relationship between job
satisfaction and psychological well-being (Ta-
nujaya, 2014; Lu et al,, 2016). In this study, a
dimension that is used to measure the psycho-
logical well-being is the autonomy, personal
growth, positive relation with others, purpo-
se in life and self-acceptance. In dimension
of purpose in life, individuals are intended to
have specific goals in life and have control over
their selves, feel the meaning of life (past and
present), and also have an direction to achieve
the purpose of life (Zhong et al., 2016; Noblet
et al, 2017; Walden et al.,, 2017; Ko et al,,
2017). We extend this as psychological mea-
ningfulness.

In summary, this study focuses on the im-
portance of how meaningful work contributes
towards satisfaction. It highlights the importan-
ce of employees experiencing meaningfulness,
and hence being positively engaged, and promo-
ting satisfaction at work.

H3: Work engagement has a positive effect on
job satisfaction.

H4: Work engagement as a mediating variab-

le in the influence of psychological mea-

ningfulness toward job satisfaction.
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This research framework of this study is
shown in Figure 1.

Work
Engagement

Job
Satisfaction

Psychological
Meaningfulness

Figure 1. The Research Framework
METHOD

This research is a quantitative research,
by obtaining data through questionnaires. Eit-
her distributed online (Gform) or directly. The
data obtained as many as 150 doctors, which the
following characteristics of respondents (Table
1). The object of this study is the profession of
doctors working in hospitals and clinics. Doctor
respondents who work in the hospital as much
as 72% and who work in the clinic by 28%. In ac-
cordance with the specialization of the physician
field, the study is divided into three types of me-
dical fields; general practitioners, specialists and
dentists. Most doctors who fill the data of this stu-
dy are general practitioners with 66% of the total
respondents, 18% specialists and 16% of dentists.
Based on sex (gender) is divided into two, name-
ly women and men. More women who fill this re-
search data with the number of 90 people or 58%
of the total respondents and men as much as 65
people or 42% of the total respondents.

Table 1. Characteristics Respondents

Workplace

Hospital 72%
Clinic 28%
Specialization

General practitioners 66%
Specialists 18%
Dentists 16%
Gender

Women 58%
Men 42%
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Characteristics of respondents by age di-
vided into four age groups. The first group aged
24-34 years with the number of respondents 97
people. The second age group is over 34-44 years
with 25 respondents. The third age group is over
44-54 years with the number of respondents 22
people and last over 54 years as many as 6 people,
with the oldest age is 83 years as many as one per-
son. The last respondent’s characteristic is based
on the length of work of the doctor in his work-
place. Divided into three groups, the first with a
vulnerable time of 1-5 years with the number of
respondents as many as 85 people. The second
group is over 5-10 years with the number of re-
spondents as many as 30 people and the last is a
doctor who has worked in the workplace more
than 10 years, as many as 35 people. From the ac-
quisition of respondents’ answers responses in to
the questionnaire, this study processed data using
the program of AMOS 20.

Result of mean score and estimation test
shows that the overall mean score psychological
meaningfulness of 4.81 wich fall into the High
category (Table 2). All doctors feel a high work-
span. It can be seen that the overall mean score
of engagement to employment is 4.67, which
means doctors have a high sense of engagement
to work. Finally, it can be seen that the overall
mean score of job satisfaction perceived by res-
pondents amounted to 4.44 which means the
doctors have a high job satisfaction.

The result from Equation Structural Mode-
ling analysis using AMOS is shown in Figure 2.

Figure 2. Equation Structural Modeling Analysis
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Table 2. Mean Score, Estimation, and Reliability Test

Indicators Mean Estimate Overall Estimate  Reliability Test
1(\1/{;;2%5 Making Through ¢ p s epm 871 WE€PM 806 PM = 0.86
Positive Meaning (PosM) 4.9 Pm2 €< PM .879 JS€PM  .092 WE =0.82
S;;;f:tiz‘z‘é M) 48  Pml€DPM .696 JSEWE 675 1S =091
Overall Means Score PM 4.8

Vigor (Vi) 4.7 Wel € WE .857

Dedication (De) 4.9 We2 €WE .825

Absorption (Ab) 4.4 We3 €WE .651

Overall Means Score WE 4.7

Motivation Factors (Mov) 4.5 Js2 €S 762

Hygiene Factors (He) 4.4 Js1 €S 1.018

Overall Means Score ]S 4.4

The validity test used is the convergent vali-
dity test. Based on the results can be seen all valid
data (Table 3), because all sthe loading factor in
addition > 0.5 Based on the estimation test ('Tab-
le 2), the following data are obtained. It can be
seen that there is no influence between psycho-
logical meaningfulness with job satisfaction, but
psychological meaningfulness has influence to
work engagement equal to 0.806 and work enga-
gement to job satisfaction equal to 0.675.

Table 3. Validity Test

Estimate
WE <--- PM .806
JS <---WE .675
JS <---PM .092
Pm3 <---PM 871
Pm2 <---PM .879
Pml <---PM .696
Wel <---WE .857
We2 <--- WE 828
We3 <---WE .651
Js2 <---]S 762
Js1 <---]S 1.018

Reliability test used is construct reliability
test with value > 0.70. It can be seen on Table 2.
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that all CR values on each indicator has a value
> 0.70 then it can be said all indicators meet the
criteria of this test of reliability, but probability
level will decrease. However, in this study using
the Maximum Likelihood (ML) technique that
is no affected (robust) against multivariate nor-
mality deviation (Ghozali, 2009). Thus, the data
that used in this study is the primary data ob-
tained directly from the various respondents,
making it difficult to obtain data that follows the
normal distribution perfectly.

Goodness of Fit

Goodness of fit test is conducted to as-
sess if the research model is acceptable or re-
jected. Using some conformity index and cut
off the 15 criteria of goodness of fit there are
three criteria that are less good, namely chi-
square, probability and Hoelter. The rest, such
as CM2 of 2,213, GFI 0.941, NFI 0.951, TFI
0.972 and CFI 0.972 are included in good fit
category. So this research is said to be good fit.
According Ghozali (2009) if two or more of
all criteria of goodness of fit used has shown a
good model (good fit) then the model can be
said to be good or fit. From the above data, it
can be seen that this research model is in good
fit because 12 of 15 criteria included in the ca-
tegory of good fit or marginal fit that is still ac-
ceptable.
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Table 4. Hypothesis Result

Estimate S.E. C.R. P Conclusions
WE <PM 794 .082 9.649 o Hypothesis accepted
JS < WE .635 137 4.546 x Hypothesis accepted
IS < PM  .089 124 .692 489 Hypothesis rejected

From the primary data that have been ob-
tained by giving questionnaires to 150 doctors
spread in Java Island, then performed some tests,
such as validity test, reliability test, normality test,
goodness of fit test, and structural model test. Va-
lidity test result was valid. For reliability test, all
indicators such as psychological meaningfulness,
work engagement and job satisfaction are reliab-
le. Normality test results there is one abnormal
construct, that is where two or dedication. This
is still acceptable, because this research is the pri-
mary data obtained directly from the various res-
pondents, making it difficult to obtain data that
follows the normal distribution perfectly. For
goodness of fit test this research model can be said
good fit, because 12 of 15 criteria model obtained
the following results: psychological meaningful-
ness has a significant effect on work engagement
enter in good fit category or marginal fit. Ttest of
the structural, as well as work engagement that af-
fect the job satisfaction.

To test the hypothesis (Table 4), two
hypotheses accepted namely the influence of
psychological meaningfulness to work engage-
ment as well as work engagement on job satis-
faction. However, psychological meaningful-
ness has no effect on work engagement.

In addition, this study examined the effect
of mediating work engagement on psychologi-
cal meaningfulness with job satisfaction. The
analysis results determine the effect of mediati-
on is as follows.

Table 5. Test of Mediation

Direct Indirect Total

Effect  Effect Effect
PM > WE .806 .000 .806
WE2>]JS .675 .000 .675
PM-2>]S .092 .544 .636
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Result of mediating variable (Table S), it
can be seen that psychological meaningfulness
(PM) has a direct influence on work engage-
ment (WE) of 80.6% (0.806) and work enga-
gement (WE) to job satisfaction (JS) of 67.5%
(0.675). While the influence of psychological
meaningfulness (PM) on job satisfaction (JS)
has no effect, it shows that the influence of
psychological meaningfulness to job satisfacti-
on is more perfect if mediated by work enga-
gement.

It can be seen from the indirect effect
column that the influence of PM to JS is
54.4% (0.544) which interprets that the in-
fluence of PM to JS is greater if not directly or
need an intermediary to be able to influence
JS variable.

RESULT AND DISCUSSION

The Influence of Psychological Meaningful-
ness on Work Engagement

Based on the results of testing the va-
lue of Critical Ratio (C.R) of 9.649 with
probability *** or close to 0.000 it can be
concluded that psychological
fulness has significant effect on work en-
gagement or hypothesis accepted. This
means that the higher the psychological sig-
nificance of a person’s work the higher the
sense of being bound to the person’s work.
When a doctor feels his work is meaningful
and has a positive impact on the environment,
then a doctor will spend more time and stri-
ve to achieve maximum results. It can be said
that he is already engaged or attached to his
work. This result supported by previous rese-
arch that psychological meaningfulness cont-
ributes to work engagement (Peral & Gelden-
huys, 2016).

meaning-
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The Influence of Work Engagement on Job
Satisfaction

In testing the second hypothesis, the influen-
ce of work engagement on job satisfaction shows
the value of C.R. 4.546 with probability *** or close
to 0.000 value can be concluded work engagement
have significant effect to job satisfaction. This shows
the more a person feels tied to his job, the more satis-
fied also with his work. When a physician feels tied
to his work, such as being passionate about his work
and despite much time to work, the doctor remains
satisfied with his work, with one of the statements
approved by the physician respondents in the study
as the statement “Ilike things at this work”.

Itis necessary to provide a lot of time becau-
se it is related to the health of human life, a doctor
still has this problem. The results of this study in
accordance with research that has been done pre-
viously by Sartono and Ardhani (2015) that work
engagement can improve one’s job satisfaction.

The Influence of Psychological Meaningful-
ness on Job Satisfaction

In the third hypothesis, the influence of
psychological meaningfulness to job satisfaction
yields the value of C.R 0.692 with probability
0.475. Value of C.R < t-table (1.96) and probabi-
lity > 0,05 hence can be concluded psychological
meaningfulness do not have significant influence
to job satisfaction or hypothesis rejected. When
a doctor realizes that his work is meaningful and
meaningless, it does not mean that a doctor can
immediately feel satisfaction with his work.

This result does not supported by Ta-
nujaya (2014), that job satisfaction can affect
psychological well-being, although the effect is
small. By looking at the result of this research,
there is influence between work engagements
with job satisfaction, it can be assumed that
psychological meaningfulness influence to job
satisfaction by mediated by work engagement.

The Influence of Psychological Meaningful-
ness on Job Satisfaction with Work Engage-
ment as a Mediating Variable

In this study, test whether there is a sig-
nificant influence between psychological mea-
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ningfulness to job satisfaction with work enga-
gement as a mediation variable in the medical
profession. Based on the test results, it is found
that psychological meaningfulness does not
have a significant effect on job satisfaction. Ho-
wever, psychological meaningfulness has a sig-
nificant influence on job satisfaction mediated
by work engagement of 9.6% obtained from
the value of direct effect of PM (Psychological
Meaningfulness) on JS (Job Satisfaction). In
this study, work engagement as a mediating va-
riable increases the influence between psycho-
logical meaningfulness and job satisfaction of
54.4% obtained from the value of PM (Psycho-
logical Meaningfulness) indirect effect on JS
(Job Satisfaction). This shows the influence
of psychological meaningfulness to job satis-
faction will increase when mediated by work
variables engagement so that the total effect of
63.6% and the rest of 36.4% explained by other
variables.

A doctor who realizes that his or her
work is meaningful and that it does mean and
impacts on the surroundings will be more pas-
sionate and dedicated to his work as a doctor
so they will tend to feel more satisfied or ap-
pear positive feelings in his work. Doctors’ in
Indonesia, especially for the ones who cont-
ributed on this study,will likely enhance their
job satisfaction if they can engage with their
works. This study showed that the doctors al-
ready have a high feeling to psychological mea-
ningfulness and work engagement, as a result,
in their current works’ situations, they will still
feel the satisfaction.

From the results of this study it is known
that doctors will feel job satisfaction, if they
feel enthusiasm, dedication and absorption
in their work. That passion and dedication
can be driven by a sense of meaning, positi-
ve and strong motivation. The doctors in this
study were mostly young doctors, of which
65% were under 35 years old. They have high
work engagement and consider their work to
be very meaningful. Although the meaning
of the work does not directly provide job sa-
tisfaction, the sense of meaning can increase
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the perceived work engagement. With high
absorption of work, doctors work outside
of work hours and remain enthusiastic. This
happened to doctors in this study. The num-
ber of doctors and the number of Indonesian
population that is not comparable makes the
doctors have to work beyond normal working
hours. This situation can be resolved because
doctors have psychological meaningfulness to
their work. A high sense of meaning increases
the spirit of dedication that makes them want
to work with high workload demands even
though the pay is not high. Such conditions
occur in developing countries as well as in Ni-
geria (Martins et al., 2016), but not so in Chi-
na where they are satisfied with the payment
received (Yu et al., 2018). Therefore in Indo-
nesia doctors often work in several hospitals
and clinics (Setyowati et al.,, 2017). This is
certainly not recommended even though the-
re are quite a lot of patients. This can cause fa-
tigue and will have an impact on service qua-
lity. In addition, it can also affect the health of
the doctors in question.

CONCLUSION AND RECOMMENDATION

The results showed that psychological
meaningfulness of work does not directly af-
fect job satisfaction, but can increase work en-
gagement and become a mediator in increasing
job satisfaction. These results support the work
situation of doctors in Indonesia who have high
workloads but can still feel job satisfaction. With
high work engagement, doctors feel enthusi-
asm and dedication even though the workload
is high with working hours exceeding normal
work hours.

Although the doctors in this study can feel
job satisfaction because they have a psychologi-
cal meaningfulness of work and high work en-
gagement, but the government has time to think
about how the problem of lack of doctors can be
overcome. The government must also increase
the income of doctors through government reg-
ulations so that doctors can focus on working in
just one organization.
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The are two limitations of this study, first,
the samples are not random and second, the
population is not counted, so these results can-
not be generalized.
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