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Abstract
A teacher’s relationship with students can be a source of more than stress. The 
attributes of relational jobs either promote positive (e.g., work engagement) or 
inhibit negative (e.g., exhaustion) psychological states that constitute potential pre-
dictors of teachers’ general well-being (e.g., health perception). The present study 
tests hypotheses regarding the relationships between the psychological effects of 
relational job characteristics and teachers’ work-related and context-free well-being 
indicators. Preschool, primary, and secondary Brazilian school teachers (n = 2205) 
responded to a cross-sectional survey. Data were analyzed by multiple mediator 
structural equation modeling. The psychological effects of relational job charac-
teristics predicted exhaustion, engagement, and health perception. Findings sup-
port indirect effects on health perception of exhaustion and engagement. Data were 
interpreted according to the job demands-resources model, where the relational job 
characteristics constitute essential resources that foster work engagement, diminish 
burnout, and indirectly affect more generalized well-being states such as general 
health. Possible explanations for the relationships are discussed.

Keywords Relational job characteristics · Well-being · Teachers · Exhaustion · Work 
engagement

Education is key to individual and social development, and teachers play a signifi-
cant role among educational actors. Society expects teachers to effectively deliver 
quality teaching and develop a good relationship with students. Achieving these 
outcomes, however, depends on personal and contextual conditions like teach-
ers’ well-being (Duckworth et  al., 2009), motivation (Han & Yin, 2016), and job 
design (Parker, 2014), that impact their effectiveness. In this sense, well-being has 
been associated with various positive outcomes for workers (e.g., better health) 
and organizations (e.g., increased performance) (Page & Vella-Brodrick, 2009); in 
the particular case of teachers, research suggests, for example, that well-being is 
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associated with the quality of teaching, the experience of meaningful work, and even 
students’ well-being (Hascher & Waber, 2021). Moreover, job design characteristics 
have long been recognized as central factors in promoting well-being, motivation, 
and performance (Oldham & Fried, 2016). Research has recently shown that rela-
tional characteristics of a job lead to a distinguished form of motivation, namely, 
prosocial motivation, and promote positive personal and organizational outcomes 
(Grant & Parker, 2009). That is, students can be a source of more than stress for 
teachers; their job’s relational characteristics could be associated with well-being 
indicators.

A growing body of research has shown an association between relational job 
characteristics and employees’ well-being, especially in relationally-enriched profes-
sions, such as hospital nurses (Castanheira et al., 2020; Santos et al., 2018). Accord-
ingly, the present study was designed to test how relational job characteristics might 
significantly impact teachers’ well-being indicators at work and outside work. The 
present study proposes that the relationship between relational job characteristics 
and teachers’ health perception is mediated by exhaustion and work engagement.

Teachers’ Work‑Related and Context‑Free Well‑Being Indicators

Well-being can be separated into work-related and context-free indicators (follow-
ing Santos et al., 2017b). The leading work-related indicators are burnout and work 
engagement (Bakker et al., 2014), while life satisfaction and health perception pro-
vide an assessment of a more general, context-free state of well-being (Lopes & 
Chambel, 2014; Santos et  al., 2017b). This distinction is relevant because theory 
suggests that work-related well-being has a spillover effect on other domains of life 
and welfare (Bakker & Demerouti, 2013).

Health perception, our outcome variable, is a general index of health. In a theo-
retical model which specifies relationships between physical and mental health con-
cepts, the general evaluation of health is predicted by both generic components (e.g., 
distress and well-being) and specific symptoms or conditions (Ware, 1995). Such a 
model implies that adverse or favorable health, quality of life, or well-being condi-
tions should be reflected in the general health perception, underscoring this vari-
able’s usefulness as a general indication of personal well-being.

Burnout is an occupational condition developed as a response to chronic stress 
at work, characterized by exhaustion and cynicism (Maslach & Leiter, 2016). It is 
a work-related condition associated with various adverse health outcomes, such as 
psychopathological symptoms (e.g., depression, anxiety) and physical health dete-
rioration (e.g., sleep disorders, headaches, and musculoskeletal problems; Bakker 
et  al., 2014). Exhaustion, referring to emotional and physical fatigue, depression, 
psychosomatic complaints, and anxiety, is the core dimension of burnout and the 
most noted indicator of strain at work (Chambel et al., 2022; Klusmann et al., 2008; 
Van Den Broeck et  al., 2008). This stress dimension is experienced as a deple-
tion of one’s resources and results from a prolonged situation of high demands at 
work (Bakker et al., 2014; Schaufeli & Bakker, 2004). Thus, in this study, we used 
exhaustion to indicate teachers’ work-related strain.
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Work engagement is the antipode of exhaustion and can be defined as a “posi-
tive, fulfilling, work-related state of mind that is characterized by vigor, dedication, 
and absorption” (Schaufeli & Bakker, 2004, p. 295). It is a motivational compo-
nent predominantly associated with increased performance (Tripathi & Sharma, 
2016). However, some studies suggested associations of work engagement with 
self-reported health outcomes (Bakker & Leiter, 2010); even among teachers, sig-
nificant relationships were found between vigor, dedication, and self-reported health 
(Hakanen et al., 2006). Albeit many studies conceptualize engagement as a three-
factor construct, a single-factor model is also viable (Schaufeli et  al., 2006) and 
valuable when researchers test complex nomological networks. In this way, work 
engagement is used here as a single motivational component of well-being.

The Job Demands-Resources (JD-R) model defines the antecedents and con-
sequences of burnout and engagement. According to the JD-R framework, all job 
characteristics can be understood as demands and resources. Demands are aspects 
of a job that require effort (physical, emotional, or cognitive) and are associated 
with physiological and/or psychological costs (e.g., elevated pressure, exhaustion). 
Resources are aspects of a job that help one deal with demands and its costs or pro-
mote employee development. While job demands are the leading causes of exhaus-
tion, job resources encourage work engagement and buffer the effect of demands on 
exhaustion. The JD-R model proposes two distinct but related processes: a health 
impairment process, where high demands and low resources predict exhaustion 
which in turn predicts adverse health outcomes, and a motivational process, where 
high resource availability leads to engagement, which, in turn, predicts performance 
outcomes and positive organizational outcomes. Despite this pattern, exhaustion 
also impairs performance, and engagement leads to well-being (Bakker et al., 2014; 
Lesener et al., 2019; Llorens et al., 2006; Schaufeli & Taris, 2014). This pattern sug-
gests that demands and resources influence health outcomes through psychological 
work-related factors, amongst which exhaustion and engagement are major mediat-
ing processes.

The Psychological Effects of Relational Job Characteristics

Relationally-enriched professionals such as nurses and teachers are prone to high 
demands and exhaustion (Lanners, 2020). However, research on job design suggests 
these workers also have higher levels of unique resources at their disposal (Grant & 
Parker, 2009). In their case, the social job design characteristics, namely, the interac-
tion outside the organization (Grant & Parker, 2009; Morgeson & Humphrey, 2006), 
can be a source of many desirable personal and organizational outcomes, such as 
motivation, performance, and well-being (Parker, 2014). Although essential, rela-
tional characteristics have been a long-forgotten element of job design (Grant & 
Parker, 2009).

Building upon these propositions, Grant (2007) developed a theoretical frame-
work affirming that the relational architecture of a job, regarding interactions with 
the beneficiaries of one’s work, fosters psychological states that leads to specific out-
comes. According to Grant’s framework, jobs have a relational design composed of 
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greater or lesser opportunities that positively impact the beneficiaries of one’s work 
life and make contact with them. These work design aspects promote the psycholog-
ical effects of relational job characteristics (PERJCs), which are: (a) perceived social 
impact (PSI), the awareness that employees’ work positively impacts beneficiaries’ 
lives; (b) perceived social worth (PSW), which refers to employees’ perceptions 
about whether beneficiaries appreciate their work; and (c) affective commitment to 
clients (ACC), the emotionally charged commitment that employees develop with 
the beneficiaries of their work (Grant & Campbell, 2007; Grant et al., 2007; Grant, 
2008a, b; Santos et al., 2017a). Moreover, drawing on research with hospital nurses, 
suggests that PSI, PSW, and ACC have a common theme, indicating the perceived 
quality of the relationship with the beneficiary (Castanheira et al., 2020). Likewise, 
the PERJCs may be an essential resource for teachers, leading to lower exhaustion, 
greater engagement levels, and better health perception.

Psychological Effects of Relational Job Characteristics and Well‑Being 
Indicators

Although Grant (2007) focused on how relational job design explains the proso-
cial motivation and leads to performance outcomes, a growing body of research has 
investigated how PERJCs are associated with employees’ work-related and context-
free well-being indicators (Santos et al., 2018). Studies have found distinct patterns 
of associations, mainly between the PERJCs, work strain, and engagement. The 
PSW and PSI consistently predicted burnout and engagement in samples of hospital 
nurses (Brazilian and Portuguese; Santos et  al., 2017b, 2020), officers, sergeants, 
and soldiers of the Portuguese army (Castanheira et al., 2016), employees of contact 
centers (Gonçalves et al., 2020), and secondary school teachers (Grant & Campbell, 
2007). However, PSW was more consistent than PSI among the studies. The ACC 
was not measured in all studies, but it was found to positively predict engagement 
in a sample of Portuguese hospital nurses (Santos et al., 2017b). Furthermore, only 
PSW showed a direct and indirect effect (by way of burnout and engagement) on 
health perception in samples of Brazilian and Portuguese hospital nurses (Santos 
et al., 2017b).

Of studies linking the PERJCs and well-being, notably, as far as we know, only 
one was conducted with a sample of secondary school teachers (Grant & Campbell, 
2007), suggesting a gap in the literature. As with many occupations, however, the 
JD-R theory has been confirmed to operate in a sample of teachers (Hakanen et al., 
2006). Moreover, important demands imposed on teachers (e.g., student misbehav-
ior; Aloe et al., 2014) and resources (e.g., supervisory support, social climate; Bak-
ker et  al., 2007) for teachers have a social aspect. Moreover, to our knowledge, a 
study investigating JD-R theory and the PERJCs was not yet conducted with a sam-
ple of Brazilian teachers. This imply that such characteristics of teachers from Brazil 
are still unknown. Therefore, the abovementioned aspects call for a study investigat-
ing the PERJCs and the well-being of teachers in Brazil.
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However, why can the PERJCs be seen as resources? Essentially, having a posi-
tive impact on other people’s lives and having one’s work valued by them are things 
employees value (Grant, 2007), which is, indeed, the definition of resources pro-
posed by the Conservation of Resources Theory (Hobfoll et al., 2018). Furthermore, 
the PERJCs provide meaning and value to work (Grant & Parker, 2009), can satisfy 
basic needs (e.g., autonomy, belongingness, and competence; Van Den Broeck et al., 
2008), and set a behavior-outcome contingency that sparks motivation (Castanheira 
et al., 2016; Grant, 2007). Therefore, motivated employees will be psychologically 
energized (Van Den Broeck et al., 2008). Such a state could lead to accomplishing 
goals and developing skills, which may reduce the strain brought on by demands 
and lead to higher levels of well-being. Psychologically energized teachers, for 
instance, may cope better with demands (e.g., students’ misbehavior) and feel satis-
fied in doing good to others. Moreover, feeling one’s work is valued by others and 
perceiving it as relevant to make a difference can promote positive emotions, which 
broaden-and-build theory has been proposing to affect health (Fredrickson & Cohn, 
2008). These points highlight the potential impact of the PERJCs on teachers’ well-
being and work-related and general indicators.

Despite the fuzzy pattern of associations between the PERJCs and well-being 
indicators, the present evidence is insufficient to conclude which of the three PER-
JCs is most closely associated with well-being and which is not. Moreover, we sug-
gest that the three PERJCs show a common theme: they indicate the employees’ 
perception of the relevance of their work to the clients with whom they are affec-
tively committed. Grant and Parker (2009) even refer to these psychological effects 
as task significance. Also, according to Grant’s (2007) model, the three PERJCs are 
necessary to ensure the positive outcomes proposed by the author. In addition, inter-
ventions to promote the PERJCs will probably tap the three components since all 
arise from client interactions. Therefore, looking for a parsimonious model, we have 
decided to treat the PERJCs as a second-order factor in this study.

Given past studies’ contributions and the theoretical relevance of the PERJCs to 
teachers’ well-being, the present study was designed to test the following hypotheses 
regarding the relationship between PERJCs and teachers’ well-being indicators:

H1: The PERJCs negatively predict exhaustion  (H1a), positively predict engage-
ment  (H1b), and positively predict health perception  (H1c);
H2: Exhaustion negatively predicts health perception  (H2a), and engagement posi-
tively predicts health perception  (H2b);
H3: The PERJCs have an indirect effect on health perception mediated by both 
exhaustion  (H3a) and by engagement  (H3b).

Method

Participants and Procedures

The study used a cross-sectional design incorporating a convenience sampling 
method. Two thousand two hundred five (n = 2205) Brazilian from northern Rio 
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Grande do Sul State responded to the survey, of which 965 taught at preschool 
(33%), 1654 at primary school (57%), and 299 at secondary school (10%). Par-
ticipants’ mean age was 40.37 (SD = 9.73) years, 93% were women, and 90% were 
teaching at public schools.

Teachers’ educational levels were: 20% had an incomplete undergraduate degree, 
65% had a complete undergraduate degree, and 15% had an incomplete or full grad-
uate degree (Master’s or Doctoral). Participants had been teaching for a mean of 
15.02 (SD = 9.23) years, with a mean of 7.28 (SD = 6.92) years in the current school 
and a weekly class workload of 28.66 h (SD = 11.82). When responding to the ques-
tionnaire, most teachers had not taken sick leave in the previous two weeks (97%) or 
in the last year (81%).

During teachers’ school meetings, the instruments were applied in paper-and-pencil 
format (organized in a single questionnaire). Participants only responded to the ques-
tionnaire after agreeing with the research’s nature and signing an Informed Consent 
Form. Teachers took approximately 35 min, on average, to answer the instruments. The 
answers were anonymized. The local research ethics committee approved the study.

Instruments

Psychological Effects of Relational Job Characteristics

The PERJCs Scale was used. The three subscales that form the instrument were 
applied separately in different studies (Grant & Campbell, 2007; Grant et al., 2007; 
Grant, 2008a, b) and further grouped and adapted to the Portuguese and Brazilian 
contexts (Santos et al., 2017a). The instrument assesses three associated psychologi-
cal states fostered by relational job design. The PSI (α = 0.81) was measured through 
six items (e.g., “My work really makes others’ lives better”), the PSW (α = 0.84) 
through three items (e.g., “I feel that others appreciate my work”), and the ACC 
(α = 0.70) through two items (e.g., “The people who benefit from my work are very 
important to me”). Responses were scored on a seven-point Likert scale (1-I totally 
disagree, 7-I totally agree).

Exhaustion

The exhaustion subscale of the Maslach Burnout Inventory General Survey was 
used (Schaufeli et al., 1996), and the adapted version for the Brazilian context was 
applied in a previous study (Castanheira & Chambel, 2010). The scale assesses 
exhaustion (α= 0.85) through five items (e.g., “I feel used up at the end of a work 
day”). Responses were scored on a seven-point Likert scale (1-never, 7-always).

Work Engagement

The Utrecht Work Engagement Scale Short version (Schaufeli et al., 2006) was used, 
and an adapted version for the Brazilian context was applied in a previous study 
(Castanheira & Chambel, 2010). The instrument measures engagement (α = 0.88) 



1 3

Trends in Psychology 

through nine items (e.g., “I am enthusiastic about my job”). Although a three-factor 
structure was used in the original and adapted studies, we employed a single-factor 
structure for purposes of parsimony, which (Schaufeli et al., 2006)) deemed a viable 
alternative. Responses were scored on a seven-point Likert scale (1-never, 7-always).

Health Perception

The positive items of the current health subscale of the Health Perceptions Question-
naire were used (Ware et  al., 1978)), and the adapted version for the Brazilian con-
text was applied in a previous study (Chambel & Farina, 2015). The instrument meas-
ures health perception (α= 0.91) through four items (e.g., “I am as healthy as others”). 
Responses were scored on a five-point Likert scale (1-definitely false, 5-definitely true).

Data Analysis

Confirmatory Factor Analyzes (CFA) were run to assess the internal structure’s ade-
quacy for each construct included in the model. The full measurement model was also 
evaluated. The Spearman correlation coefficient was used to provide a correlation 
matrix between variables under study and the Cronbach’s Alpha coefficient was used 
to assess the reliability of each scale. Multiple-Mediator Structural Equation Modelling 
(SEM) was used to evaluate a theoretical model in which exhaustion and engagement 
mediate the relationship between the PERJCs and teachers’ health perception. The 
PERJCs was treated as a second-order factor to generate a parsimonious model with 
fewer relationships. A residual covariance was added to the model between exhaustion 
and engagement because one is the antipode of the other, in line with the JD-R model 
(Hakanen et al., 2006; Schaufeli & Bakker, 2004).

The Robust Diagonally Weighted Least Squares estimator was used since all vari-
ables were treated as ordinal categorical (DiStefano & Morgan, 2014; Li, 2016). Items 
were used as indicators of latent variables, and missing values were handled by pair-
wise deletion. All the analyses were conducted in Laavan as implemented in JASP soft-
ware (v. 16.2.0) for the SEM module (Rosseel, 2012).

The goodness-of-fit indexes used to evaluate the model were: χ2, Comparative Fit 
Index (CFI), Tucker-Lewis Index (TLI), and Root Mean Square Error of Approxima-
tion (RMSEA). For a good fit, χ2 values should not be significant, CFI and TLI should 
be ≥ 0.90, preferably > 0.95, and RMSEA should be ≤ 0.08, preferably ≤ 0.06, with the 
upper boundary of the confidence interval not > 0.10 (Brown, 2015).

Results

Preliminary Analysis and Measurement Model

This study aimed to test the relationships between the PERJCs and teachers’ 
health perception, exhaustion, and engagement. The fit indices for each construct 
and the full measurement model were calculated (Table 1).
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Good fit indices were found for the PERJCs and engagement factorial struc-
tures. However, RMSEA values for exhaustion and health perception structures 
were found to be above the ideal cut point. As suggested by the modification indi-
ces, the RMSEA value of the exhaustion structure was due to a residual covari-
ance between two similar items. Moreover, the RMSEA value for the health per-
ception structure was also due to residual covariances between all items, which 
were identical in content. Despite the RMSEA values, good CFI and TLI values 
were found for both constructs internal structure. Modifications were not imple-
mented in the models because the fit indices were not consistently pointing to a 
poor adjustment and we did not find convincing theoretical reasons that would 
justify implementing covariances between items in the model. Furthermore, good 
fit indices were found for the full measurement model, and all the factor loadings 
were > 0.40.

Descriptive statistics and correlations between variables are presented 
(Table 2) indicated: (i) negative and low associations between the PERJCs (rep-
resented by PSI, PSW, and ACC), and exhaustion, (ii) positive and low-to-mod-
erate associations between the PERJCs and engagement, (iii) positive and low 
correlations between the PERJCs and health perception, (iv) negative and low-to-
moderate associations between exhaustion and health perception, (v) positive and 
moderate associations between engagement and health perception, as well as (vi) 
negative and moderate-to-high magnitude associations between exhaustion and 
engagement. All relationships were in the expected direction.

Structural Model

To test the hypothesized model where PERJCs predict health perception mediated 
by exhaustion and engagement, a double mediator SEM analysis was performed. 
The model showed good indices of fit (χ2 = 4484.183, df = 368; p < 0.001, 
CFI = 0.993, TLI = 0.993, RMSEA = 0.050, 90% CI [0.048, 0.052]), suggesting 
its plausibility (Fig. 1).

The regression paths (Fig. 1) show that PERJCs negatively predicted exhaustion 
and positively predicted engagement. The PERJCs also had a direct effect on health 
perception. These results support hypothesis  H1. Furthermore, exhaustion negatively 
predicted health perception, and engagement positively predicted health perception. 
Such findings support hypothesis  H2. The indirect effects suggested that exhaustion 
as well as engagement partially mediated the relationship between the PERJCs and 
health perception, supporting hypothesis  H3 (Table 3).

The PERJCs predicted engagement in a greater magnitude than exhaustion 
and health perception. Also, health perception was predicted by exhaustion to a 
greater extent than the PERJCs and engagement. Notwithstanding that the indi-
rect effects of the PERJCs on health perception by exhaustion and work engage-
ment were significant, the standardized coefficients of these effects were similar 
in magnitude to the direct impact of the PERJCs on health perception.
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Discussion

The present study was designed to test the relationships between the PERJCs and 
indicators of teachers’ well-being. The PERJCs were found to predict exhaustion, 
work engagement, and health perception. The PERJCs also indirectly affected health 
perception as mediated by exhaustion and engagement. The relationships found con-
cur with previous studies’ results (Castanheira et al., 2016; Gonçalves et al., 2020; 
Santos et  al., 2017b, 2020).  These relationships can be interpreted in the JD-R 
model, which states that resources like the PERJCs buffer exhaustion and foster 
engagement, leading to positive health outcomes (Bakker et al., 2014).

Resources have consistent negative relationships with strain and exhaustion (Bak-
ker et al., 2014), and our results point out that such a premise holds in the case of 
PERJCs in Brazilian teachers. Indeed, the PERJCs showed an association with 
exhaustion (γ = -0.29) of a similar magnitude to the association between resources 
(social support, coaching, and feedback) and burnout (γ = -0.23 in two samples) 
found by Schaufeli and Bakker (2004). Moreover, Hakanen et al. (2006) also showed 
an association between resources and burnout (γ = -0.28) in a sample of teachers 
of a similar magnitude to the one we found. In the particular case of the PERJCs, 
however, Santos et al. (2017b) found a stronger association than that we have found 
between perceived social worth (PSW) and burnout in two samples of hospital nurses 
(γ = -0.39/-0.45), while Santos et al. (2020) found a similar association to what we 
saw between PSW and exhaustion (β = -0.27) in a sample of hospital nurses, after 
controlling for quantitative demands and job control. These comparisons imply that 
the PERJCs as important as other resources in reducing teacher strain levels.

The association between the PERJCs and exhaustion can be explained in a direct 
and an indirect way. COR theory, for example, proposes that stress emerges as a 
response to a threatened or actual loss of resources (Hobfoll et al., 2018). In such 
a vein, the presence of resources should be negatively related to exhaustion, as we 
have demonstrated. In another perspective, resources like the PERJCs can impact 
exhaustion indirectly through the satisfaction of basic psychological needs (Van 
Den Broeck et al., 2008). A third and complementary way to look at the association 
between the PERJCs and exhaustion is that in boosting prosocial motivation, these 
psychological states help teachers to cope with relational demands (Grant, 2007), 
promoting a positive and empathetic view of the students. This coping function is 
relevant in buffering the impact of demands, since many demands teachers face arise 
from students’ misbehavior (Aloe et al., 2014).

Resources also consistently predict work engagement more strongly than exhaus-
tion (Bakker et al., 2014); a premise replicated in Brazilian teachers’ PERJCs. The 
association we have found between the PERJCs and engagement (γ = 0.52) was 
similar to what Schaufeli and Bakker (2004) found between resources and engage-
ment across three samples (γ = 0.51/0.53). However, Hakanen et  al. (2006) found 
a weaker association between resources and engagement (γ = 0.10), perhaps due to 
differences in the specific resources that composed the second-order resources fac-
tor, i.e., Schaufeli and Bakker (2004) included only resources comprised by social 
characteristics (Morgeson & Humphrey, 2006). Furthermore, investigating the 
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associations of each PERJC individually with engagement, different studies found 
weaker associations than the one we found (Castanheira, 2016; Castanheira et al., 
2016; Santos et  al., 2017b, 2020); nevertheless, if summed up, the association of 
the individual PERJCs became similar in magnitude to the association between our 
second-order factor and engagement. These comparisons imply that the PERJCs are 
as relevant as other social characteristics with respect to its job resource role.

The association between the PERJCs and work engagement can also be explained 
directly and indirectly. Directly, a resource abundance situation fosters motiva-
tion (Hobfoll et  al., 2018), and engagement is a motivational state especially rel-
evant because of its potential to multiply essential resources. For instance, engaged 
employees showing augmented performance are in a better position to earn rewards 
and progress in their careers. From another perspective, the satisfaction of basic psy-
chological needs (Van Den Broeck et al., 2008) or prosocial motivation (Castanheira 
et al., 2016) can be indirect ways to explain the association of the PERJCs and work 
engagement.

Exhaustion is part of a health impairment process in the JD-R model, leading to 
adverse health outcomes (Bakker et al., 2014). Therefore, the negative association 
between exhaustion and health perception found in this study was already predicted 
by the model’s assumptions and confirmed a previous study’s findings with teach-
ers (Hakanen et al., 2006). The association we found was similar to the association 
between burnout and health perception found by (Santos et al., 2017b).

Work engagement, the antipode of exhaustion, primarily constitutes part of a 
motivational process in the JD-R model, leading to positive organizational outcomes 
and better performance (Schaufeli & Taris, 2014). However, engagement is also 
associated with positive health outcomes (Upadyaya et  al., 2016), and a previous 
study found an association of a more substantial magnitude than the one we found 
between engagement and health perception (γ = 0.25/0.28) in Brazilian and Portu-
guese hospital nurses (Santos et al., 2017b). Observing the associations within our 
model, engagement was associated with health perceptions in an equal magnitude 
than the PERJCs. Such considerations imply that engagement does not weigh more 
than social resources in explaining health perceptions and that engagement may 
impact health perceptions differently across occupations.

Finally, the magnitudes of the effects point that the PERJCs affects work-
related components of teachers’ well-being (exhaustion and engagement) more 
strongly than it affects health perception, a context-free well-being component. 
This concurs with the view that the PERJCs are resources of the job, having a 
contextualized effect. In addition, the indirect effects of the PERJCs on health 
perception through exhaustion and engagement confirm previous findings (Santos 
et  al., 2017b) and support the JD-R model (Hakanen et  al., 2006). In the present 
study, however, the magnitude of the indirect effects was similar to the magnitude 
of the direct effect of the PERJCs on health perception. Although the indirect effects 
were significant, which supports that a mediation mechanism exists, they were not 
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more important than PERJCs alone in explaining health perception. We speculate 
that this result implies that some resources could impact well-being directly or 
indirectly through a mechanism other than exhaustion or engagement. COR theory 
can provide some insights into the direct path (Hobfoll et  al., 2018) and, from a 
broaden-and-build theory perspective (Fredrickson & Cohn, 2008), positive affect 
could be a valuable mechanism through which the PERJCs impact health.

Final Remarks

The present study confirms that the PERJCs relate to teachers’ well-being, acting 
as resources that primarily affect work-related well-being, directly affect health 
perception, and indirectly affect health perception through exhaustion and work 
engagement. The results imply that teachers who perceive their work as relevant 
for students and have an affective commitment will experience better welfare at 
work and outside it. These results fulfill a gap in the literature linking the PERJCs 
and well-being indicators, as, to the best of our knowledge, no other study eval-
uated such relationships in a sample of Brazilian teachers. This advances JD-R 
theory in establishing the PERJCs as job resources equally important to more 
consecrated resources like social support and feedback. Furthermore, our results 
advance theory in teachers’ well-being by demonstrating that interaction with stu-
dents is an essential source of resources for these workers. This can provide a 
job design-grounded explanation for teachers’ resilience, meaning a high level of 
engagement despite overwhelming demands and scarce resources.

Some limitations of the study should be acknowledged: participants were sam-
pled by convenience, which may lead to biases; the cross-sectional design does 
not enable us to draw causal inferences; and all measures were self-report ques-
tionnaires, which may be a source of standard method variance. Future research 
could address these limitations and compare directly versus mediated relation-
ships (e.g., basic psychological needs, self-efficacy) between the PERJCs and 
well-being indicators. Furthermore, future studies could verify if the PERJCs 
have different direct and indirect relationships with health perception in other 
occupations and if additional resources show equal magnitudes for direct and 
indirect effects.

As a practical implication of this study, schools could foster teachers’ well-being 
by creating opportunities in which they could perceive how impactful and socially 
valuable to students their work is. These outcomes could be achieved, for exam-
ple, through meetings with actual or previous students giving their testimonies of 
the teachers’ work impact on their lives. Institutional videos or surveys in which 
students could provide feedback to teachers about the positive effects of their work 
could also achieve the same purpose.



 Trends in Psychology

1 3

Appendix

Table 1
Table 2

Figure 1
Table 3

Table 1  Fit indices statistics for the study’s constructs and for the full measurement model

PERJCs psychological effects of relational job characteristics, CFI comparative fit index, TLI Tucker-
Lewis Index, RMSEA root mean square error of approximation
*  p < .05, ** p < .01, *** p < .001

Model χ2 CFI TLI RMSEA

Value df Value 90% CI

PERJCs
Three-Factor Model

508.159*** 41 0.995 0.993 0.073 [0.067, 0.078]

Exhaustion
Single-Factor Model

96.230*** 5 0.997 0.994 0.092 [0.077, 0.109]

Engagement
Single-Factor Model

223.754*** 27 0.997 0.996 0.058 [0.051, 0.065]

Health Perception
Single-Factor Model

49.710*** 2 0.999 0.998 0.104 [0.080, 0.130]

Full Measurement Model 4484.183*** 368 0.993 0.993 0.050 [0.048, 0.052]

Table 2  Descriptive statistics 
and spearman correlation

PSI perceived social impact, PSW perceived social worth, ACC  
affective commitment to the clients, EX exhaustion, ENG engage-
ment, HP health perception
All the relationships were significant at p < .001

M SD 1 2 3 4 5 6

1. PSI 5.94 0.76 –
2. PSW 5.52 0.94 .50 –
3. ACC 5.98 1.07 .41 .34 –
4. EX 2.83 1.57 -.14 -.25 -.13 –
5. ENG 5.16 0.83 .31 .38 .23 -.51 –
6. HP 3.58 0.87 .18 .25 .08 -.38 .33 –
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