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ABSTRACT
Objective: This study aims to analyze the level of job engagement among park maintenance workers within government institutions through a multidimensional review encompassing physical, cognitive, and emotional aspects.
Methodology: The research employs a descriptive qualitative approach. Data were gathered through structured interviews with key informants knowledgeable about park workers' engagement issues. The measurement of job engagement adapts the frameworks of Kahn (1990) and Rich et al. (2010), comprising 12 primary indicators. Data analysis utilized simple descriptive statistical techniques to determine achievement scores for each dimension.
Findings: The results indicate that physical engagement recorded the highest score (86.25/Excellent), followed by cognitive engagement (85.00/Very Good) and emotional engagement (84.75/Very Good). The synergy of these three dimensions creates strong work resilience, where organizational pride and role clarity serve as the primary drivers of workers' physical vitality in the field.
Implications: Management needs to maintain organizational identity and social support to sustain the motivation of contract workers. This research contributes to the human resource management literature regarding job engagement within the blue-collar workforce sector.
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INTRODUCTION
In the era of modern human resource management, organizational success no longer relies solely on financial capital or technology but increasingly depends on the extent to which organizational members demonstrate high levels of job engagement (Albrecht et al., 2015). Job engagement is defined as a psychological state in which employees simultaneously invest physical, cognitive, and emotional energy into their role performance (Rich et al., 2010). This phenomenon is particularly crucial for public sector and educational organizations that demand sustained environmental quality and aesthetic excellence.
In the context of campus facility management, the role of groundskeepers or garden workers is often perceived as a low-level operational task (blue-collar workers). Strategically, however, they serve as the "guardians of the image" for the institution. Maintaining environmental sustainability is vital (Tidball & Krasny, 2011), and this task is a core component of the garden workers' role. Well-maintained and organized landscapes represent a visual manifestation of organizational professionalism. The challenges faced by these workers are complex, ranging from physical risks due to climate change and demands for reliability amidst contractual employment status to the necessity for solid team coordination. An organization's inability to manage job engagement within this group can lead to a decline in environmental quality, ultimately degrading the institution's comfort and reputation.
Although literature on job engagement has grown rapidly over the last two decades, most studies remain focused on professional or managerial staff (white-collar workers) (Bakker et al., 2011). Consequently, a significant research gap persists regarding how physical, cognitive, and emotional dimensions manifest in manual laborers who face high physical workloads but often receive limited organizational recognition. While Schaufeli et al. (2002) emphasized the importance of vigor and dedication, how these aspects interact among operational workers in government agencies—especially within environments possessing strong institutional identities, such as the Ministry of Defense—requires further exploration.
This study aims to bridge this gap by providing an in-depth analysis of job engagement among garden workers through a multidimensional approach. By understanding how role perception (cognitive), organizational pride (emotional), and physical stamina (physical) are formed, this research is expected to contribute theoretically to job engagement models within the operational sector. Practically, the findings serve as a guide for organizational management in formulating affirmative policies to enhance the retention and productivity of contract workers through the reinforcement of psychological aspects and physical well-being.

LITERATURE REVIEW
1. The Concept of Job Engagement
Job engagement is a multidimensional construct that extends beyond job satisfaction or organizational commitment. Kahn (1990) defined engagement as the harnessing of organization members' selves to their work roles; in engagement, people employ and express themselves physically, cognitively, and emotionally during role performances. Similarly, Rich et al. (2010) asserted that job engagement represents a comprehensive self-investment of an individual's entire energy into their tasks, distinguishing it from narrower constructs such as intrinsic motivation or task involvement.
2. Physical Engagement Dimension
Physical engagement pertains to the exertion of bodily energy in executing operational tasks. According to Schaufeli et al. (2002), this aspect is reflected through vigor, characterized by high energy levels and mental resilience while working. For blue-collar workers, physical engagement transcends mere attendance; it involves the intensity of effort and persistence against demanding task requirements (Christian et al., 2011). Consequently, physical stamina and responsiveness serve as key indicators that a worker is actively "present" within their role.
3. Cognitive Engagement Dimension
The cognitive dimension refers to employees' beliefs and intellectual focus regarding the organization and its leadership. This encompasses role clarity and an understanding of how individual contributions align with the organization’s strategic objectives—a concept known as Line of Sight (Boswell, 2006). Robust cognitive engagement enables workers to maintain focus and consistency despite environmental or social distractions. Furthermore, trust in leadership competence constitutes a vital cognitive element, validating that the effort expended by workers is guided by appropriate direction (Dirks & Ferrin, 2002).
4. Emotional Engagement Dimension
Emotional engagement involves a sense of belonging and an affective connection to colleagues and the organization. It is closely linked to psychological safety, where individuals feel comfortable expressing themselves without fear of negative consequences to their self-image or career (Kahn, 1990). Additionally, organizational identification and pride serve as potent emotional drivers, particularly within reputable institutions. Emotionally engaged workers are more likely to exhibit organizational citizenship behavior (OCB) and demonstrate higher retention rates (Albrecht et al., 2015).
5. Inter-dimensional Relationships in Operational Performance
Theoretically, these three dimensions are not mutually exclusive but rather interact synergistically (Rich et al., 2010). A clear cognitive understanding of tasks triggers emotional attachment through a sense of meaningfulness, which in turn motivates greater physical energy exertion. For workers in the environmental maintenance sector, this synergy is crucial for achieving performance that exceeds minimum standards, especially when confronting unpredictable field challenges.


RESEARCH METHODOLOGY

Research Design
This study employs a quantitative descriptive design to provide a systematic overview of job engagement levels among the subjects. This approach was selected to evaluate the phenomenon of engagement through the measurement of numerical data across physical, cognitive, and emotional dimensions. The research informants consist of park workers and groundskeepers within the organizational environment of the Faculty of Military Logistics Vocational Studies, Belu, East Timor, Indonesia.

Research Instrument
The researcher serves as the primary instrument, focusing on aspects developed based on the job engagement dimensions proposed by Rich et al. (2010), which include:
1. Physical Dimension: Work intensity, stamina persistence, responsiveness, and active presence.
2. Cognitive Dimension: Role clarity, focus/concentration, strategic awareness, and trust in leadership.
3. Emotional Dimension: Meaningful connections, interpersonal relationships, organizational pride, and psychological safety.
Data Analysis Technique
Data are analyzed using descriptive statistics to calculate the mean values of each indicator. The calculation results are then categorized based on the score ranges adapted from Arikunto (2013) as follows:
· 86 – 100: Excellent
· 76 – 85: Very Good
· 66 – 75: Good
· < 65: Fair/Poor
The instrument's validity and reliability were tested beforehand to ensure that the items effectively measure the job engagement construct consistently.
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RESULTS AND DISCUSSION
The findings focus on how employees fully "present themselves" at work, referencing the following three aspects:

Physical Engagement
Physical engagement represents the manifestation of employees' bodily energy and vitality in executing operational tasks. Based on the data in Table 1, the average achievement for physical engagement reached a score of 86.25, categorized as "Excellent."

Table 1. Distribution of Physical Engagement Achievement
	No
	Aspect
	Score
	Category

	1
	Work Intensity
	85
	Very Good

	2
	Stamina (Vigor)
	88
	Excellent

	3
	Responsiveness
	86
	Excellent

	4
	Active Presence
	86
	Excellent

	Average
	
	86.25
	Excellent




1. Work Intensity
The work intensity component achieved a score of 85 (Very Good). This indicates that the groundskeepers do not merely show up physically but exert maximum effort beyond minimum speed standards. Collective work experience of four to five years has fostered operational efficiency, enabling them to optimize organizational land maintenance. Referring to the concept by Rich et al. (2010), physical engagement involves the allocation of biological resources to achieve role goals. This high intensity reflects intrinsic motivation, where workers feel a moral responsibility to provide the best results for the organization's environmental aesthetics.

2. Stamina and Vigor
The stamina aspect recorded a score of 88 (Excellent). The demographic profile, dominated by younger workers, serves as a determinant factor in their energy stability. Despite facing extreme climate challenges—such as the risk of influenza during the rainy season and heat strain during the dry season—the workers demonstrate high physical resilience. In the Work Engagement theory by Schaufeli and Bakker (2004), the vigor component is characterized by high energy levels and mental resilience while working. Maintained stamina ensures consistent productivity from the beginning to the end of operational hours, regardless of physical environmental pressures.

3. Responsiveness
A score of 86 (Excellent) in the responsiveness component indicates the workers' ability to perform swift corrective actions in emergency situations, such as landslide mitigation. The collaborative nature of responding to field incidents and coordinating the use of heavy equipment reflects behavioral agility. According to Christian et al. (2011), high physical engagement correlates positively with organizational citizenship behavior (OCB), where employees voluntarily provide rapid responses beyond routine duties for the organization's benefit. This reaction speed prevents the escalation of problems that could disrupt institutional land functions.

4. Active Presence
Active presence obtained a score of 86 (Excellent). This dimension transcends administrative physical attendance; workers are actively involved in technical discussions and contribute insights based on field experience. Management's provision of access for workers to offer suggestions, even if not always adopted, creates a sense of empowerment. Theoretically, physical engagement coupled with active participation in problem-solving indicates a deep level of absorption (Kahn, 1990). This proves that the groundskeepers perceive themselves as strategic partners in environmental asset maintenance, rather than mere executors of instructions.

Cognitive Engagement
The subsequent analysis focuses on the cognitive engagement dimension, which represents the analytical aspects and intellectual beliefs of employees regarding their roles within the organization. Based on the data in Table 2, the overall average achievement for cognitive engagement is 85, categorized as "Very Good."

Table 2. Distribution of Cognitive Engagement Achievement
	No
	Aspect
	Score
	Category

	1
	Role Clarity
	88
	Excellent

	2
	Attention and Absorption
	85
	Very Good

	3
	Strategic Awareness
	82
	Very Good

	4
	Trust in Leadership
	85
	Very Good

	Average
	
	85
	Very Good



1. Role Clarity
The role clarity component obtained the highest score of 88 (Excellent). This indicates that workers possess very high role clarity regarding their technical responsibilities, ranging from routine maintenance to environmental risk mitigation (such as landslide handling in sloped areas during heavy rain and irrigation management during the dry season). The workers' ability to adapt to additional tasks during official visits demonstrates mature role flexibility. According to Tubre and Collins (2000), role clarity is a primary predictor of performance as it minimizes ambiguity and task conflict. Workers who understand how their seemingly "trivial" tasks contribute to the organization's overarching goals tend to possess stronger self-efficacy (Bandura, 1997). This is further stimulated by the similarity in workers' educational backgrounds, which fosters a sense of togetherness and implies higher employee engagement.

2. Attention and Absorption
A score of 85 in the attention and absorption aspect reflects a high level of absorption, where workers are capable of devoting full attention to their tasks despite potential distractions from social or family demands. The workers' awareness of balancing social obligations through formal procedures (permits or leave) reflects cognitive professionalism. Rothbard (2001) defines cognitive engagement through two components: attention and absorption. These findings prove that the groundskeepers possess a focused mental intensity, which, according to Schaufeli et al. (2002), is a core characteristic of engaged individuals, where time passes quickly due to deep concentration on the work.

3. Strategic Awareness
The strategic awareness aspect reached a score of 82 (Very Good). Workers recognize that garden cleanliness and aesthetics are not merely technical issues but crucial elements in maintaining the institutional branding under the Ministry of Defense. The understanding that the plants they cultivate today are long-term investments for campus greenery demonstrates visionary thinking. This aligns with the Line of Sight concept (Boswell, 2006), where employees understand the link between their individual contributions and the organization's strategic objectives. This awareness transforms the workers' perception from being mere "daily laborers" to "guardians of the institution's reputation."

4. Trust in Leadership
The trust in leadership component earned a score of 85 (Very Good). Positive perceptions of management's competence and integrity create a strong foundation of trust. The leader's ability to direct operations and their openness to worker input strengthens the leader-member exchange (LMX). According to Dirks and Ferrin (2002), trust in leadership is directly related to cognitive commitment and the willingness of employees to accept even firm managerial decisions. The groundskeepers perceive their supervisor's firmness not as a threat, but as organizational rationality aimed at maintaining quality standards and discipline.

Emotional Engagement
The analysis of emotional engagement in this study reflects the affective bonds and psychological attachment of the groundskeepers toward the organization. Based on the data processing results in Table 3, the average emotional engagement of the respondents reached a score of 84.75, categorized as "Very Good."

Table 3. Distribution of Emotional Engagement Achievement
	No
	Aspect
	Score
	Category

	1
	Meaningful Connection
	85
	Very Good

	2
	Interpersonal Relationships
	86
	Excellent

	3
	Organizational Pride
	88
	Excellent

	4
	Psychological Safety
	80
	Very Good

	Average
	
	84.75
	Very Good



1. Meaningful Connection
The meaningful connection component achieved a score of 85 (Very Good). This indicates that workers perceive garden maintenance tasks not merely as routine activities, but as work with substantial value for the organization. Respondents realize that the aesthetics and sustainability of the campus grounds are tangible contributions that impact the work environment's image. This finding aligns with the Meaning of Work theory by Steger et al. (2012), which states that individuals who find meaning in their work demonstrate higher dedication. Although financial aspects (salary) remain an important factor, the inner satisfaction derived from neat work results becomes an intrinsic motivator that strengthens their emotional engagement (Albrecht et al., 2015).

2. Interpersonal Relationships
A score of 86 in the interpersonal relationships aspect confirms strong social cohesion among the workers. This relationship is built through collaborative work patterns in sector division and responsibility rotation. This is consistent with findings that collaboration or togetherness strengthens worker engagement (Shipa, 2025). Besides peer support, managerial support from supervisors also plays a crucial role. Referring to the Job Demands-Resources (JD-R) Model (Bakker & Demerouti, 2017), social support from supervisors acts as a job resource that mitigates stress and enhances emotional attachment. This reinforces findings regarding the roles of supervisors, communication, and recognition in supporting employee engagement (Adamu et al., 2025). Workers feel valued and supported, which subsequently transforms professional relationships into solid emotional bonds.

3. Organizational Pride
[bookmark: _GoBack]The organizational pride aspect recorded the highest score of 88 (Excellent). The organizational identity as part of an institution under the Ministry of Defense serves as a primary determinant. The use of attributes such as work uniforms functions as a symbol of social identity that boosts workers' self-esteem in public spaces. In accordance with Social Identity Theory (Tajfel & Turner, 1979), individuals tend to feel emotionally attached when they identify with a high-prestige group. Despite their status as contract workers, this sense of pride triggers advocacy behavior, where workers are willing to recommend the organization to outsiders as a prospective workplace.

4. Psychological Safety
Psychological safety obtained a score of 80 (Sangat Baik). This achievement indicates an organizational climate that allows workers to express themselves and their opinions flexibly without excessive fear. However, there is a collective awareness regarding accountability; workers understand that errors due to negligence will result in reprimands. Kahn (1990) states that psychological safety is a primary prerequisite for engagement, where individuals feel able to show their true selves without fear of negative consequences to their self-image or career. In this context, reprimands are viewed as a form of procedural justice to maintain work quality standards.

SYNTHESIS
The findings of this study demonstrate a robust synergy between the cognitive, emotional, and physical dimensions in shaping the job engagement of groundskeeping personnel. The integration of these three dimensions creates a holistic engagement model, where "Very Good" to "Excellent" achievements in each aspect mutually reinforce one another.
Theoretically, high cognitive engagement (score 85) facilitated by clear role clarity serves as the foundation for emotional engagement (score 84.75). When workers understand the strategic significance of their tasks (cognitive), a deep sense of organizational pride emerges (emotional). This aligns with the integrative model proposed by Rich et al. (2010), which states that engagement is not merely an accumulation of separate facets but a manifestation of simultaneous self-investment of physical, cognitive, and affective energies.
Furthermore, strong emotional bonds established through interpersonal relationships and psychological safety act as catalysts for exceptional physical engagement (score 86.25). The high scores in responsiveness and stamina indicate that workers possess not only the physical capability but also the psychological willingness to exert discretionary effort. Social support from supervisors and peers (emotional aspect) mitigates physical fatigue caused by extreme weather, ensuring that work intensity remains consistently maintained.
Overall, job engagement in this research context reflects a state of flourishing in the workplace. The groundskeepers integrate their minds (cognitive), hearts (emotional), and bodies (physical) into their roles. This validates Kahn’s (1990) theory that fully engaged individuals demonstrate a complete "self-presence" while performing organizational tasks. The practical contribution of this synergy is the creation of operational resilience in maintaining organizational environmental assets, despite the workers' contractual employment status.


CONCLUSION
This study concludes that job engagement among groundskeeping personnel is at a very high level, integrated through three primary dimensions: physical, cognitive, and emotional. Physical engagement recorded the highest score (86.25), driven by exceptional stamina resilience and responsiveness in facing environmental challenges. Cognitive engagement (85) indicates that role clarity and trust in leadership serve as an intellectual compass for workers in executing both routine and emergency tasks. Meanwhile, emotional engagement (84.75) acts as the driving force through a strong sense of pride in organizational identity, despite the workers' contractual employment status. The synergy of these three dimensions proves that job engagement is determined not only by financial compensation but also by the meaning of work and social support within the work environment. The groundskeepers have successfully transformed operational maintenance tasks into strategic contributions to the institutional image, ultimately strengthening the competitiveness and aesthetic sustainability of the organization's environment.

Managerial Implications
Based on the research findings, several strategic recommendations for organizational management are as follows:
1. Strengthening Organizational Identity (Branding): Given that "Pride" obtained the highest score, management should maintain identity symbols (such as uniforms and official attributes) and involve groundskeepers in organizational ceremonies. This is vital to sustain the loyalty and motivation of contract workers, ensuring they feel like an integral part of a major institution.
2. Mitigating Environmental and Health Risks: The high "Stamina" score must be protected through Occupational Health and Safety (OHS) policies. Considering extreme weather challenges, the organization is advised to provide adequate Personal Protective Equipment (PPE) and periodic health supplements to prevent a decline in physical vitality due to heat strain or seasonal changes.
3. Optimizing Communication Channels (Voice): The high "Active Presence" score indicates workers' aspirations to contribute intellectually. Management should provide regular formal and informal discussion forums to accommodate technical input from the field. This will not only improve work effectiveness but also reinforce the "Psychological Safety" of the workers.
4. Professional Development Schemes: Although groundskeeping tasks may seem repetitive, providing training on the latest landscaping technology or environmental conservation can elevate "Strategic Awareness" and "Role Clarity" to a more professional level, ensuring workers feel they have a valued competence trajectory.
5. Supportive Leadership: Maintaining an open and responsive leadership style is crucial. The established trust in leadership must be preserved through policy transparency, particularly regarding contract sustainability and the provision of rewards for outstanding performance.
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