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This study is an investigation of the relationships among job meaningfulness, work engagement, and performance, including testing for a possible mediation effect of work engagement on the relationship between job meaningfulness and performance. We examine task interdependence as a boundary condition that facilitates employee engagement using two-stage multiple-source respondent data drawn from a sample of 183 Uzbek employees from public organizations and their 47 supervisors to test the hypotheses. The research findings confirm a positive association between job meaningfulness and engagement and the relationship between work engagement and performance. Mediation analysis using bootstrapping indicated that work engagement explained the influence of meaningfulness on performance. Furthermore, task interdependence negatively moderated the relationship between meaningfulness and engagement. This study responds to calls for researchers to identify the key and situational drivers of work engagement as well as examine the importance of meaningfulness in the public sector. It also increases the external validity of the findings by examining the relationship between engagement and performance in a non-Western context, namely, Islamic Uzbekistan. Despite the limitations of this research, the empirical findings contribute to the growing body of research on work engagement and meaningfulness in public organizations.
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INTRODUCTION

In the contemporary world, an increasing number of organizations have been striving to become more sustainable because sustainability is viewed as indispensable for organizations’ competitive advantage in the marketplace (Di Fabio, 2017). Thus, the topic of organizational sustainability has received a great deal of interest from both business and academia over the past two decades (Spreitzer et al., 2012; Florea et al., 2013). To achieve sustainable development, organizations need to consider environmental, economic, and human dimensions in a comprehensive and enduring way (Hart and Milstein, 2003; Spreitzer et al., 2012; Florea et al., 2013). Although all three dimensions hold pivotal importance to long-term organizational success, the human dimension is often given less attention than the environmental and economic dimensions of organizational sustainability. The human dimension encompasses improving social health and employee well-being, and as such, employee work engagement could be a core component of the human dimension of organizational sustainability (Spreitzer et al., 2012; Florea et al., 2013; Kim et al., 2016). In Uzbekistan, psychology researchers have recently been criticized for focusing on physical illness to the exclusion of mental wellness (Ernazarov, 2020; Abdulhaevna, 2021). Researchers have suggested that organizations look at optimal functioning and the roles of positive mental state such as work engagement and supportive connections in promoting well-being; the latter is understood to be the primary focus of psychology of sustainability and sustainable development (Shimazu et al., 2010).

Employee work engagement is defined as a “positive, fulfilling, work-related state of mind that is characterized by vigor, dedication, and absorption” (Schaufeli et al., 2002a,b, p. 74). Kahn (1990) conceptualized engagement as “harnessing of organization members’ selves to their work roles” and stated that in engagement, “people employ and express themselves physically, cognitively, and emotionally during role performances” (p. 694). Demerouti et al. (2010) emphasized the benefits of work engagement for individuals and for organizations because the way individuals accomplish their work and fulfill their tasks depends on the extent to which they are engaged in their work. Rich et al. (2010) described engaged employees as more attentive and focused on their responsibilities than less engaged employees, as emotionally connected to their role tasks, and as more enthusiastic workers, and other researchers suggested that because engaged employees are also active in social activities and hobbies outside work (Schaufeli et al., 2001), positive effects of work engagement spill over into private life and vice versa (Grzywacz and Marks, 2000), which in turn leads to improved individual and group performance.

Because engaged employees possess energetic and affective connections with their work activities, see themselves as capable of dealing with job demands, and transfer their engagement to others at work (Bakker, 2009; Demerouti et al., 2010), they are more likely to contribute to sustainable individual and organizational development while promoting a healthy workplace (Bakker et al., 2011). It is crucial for organizations to sense the true essence of work engagement, especially in the public sector, to better identify its drivers (Mostafa and Abed El-Motalib, 2020). The government in Uzbekistan sees state employees as one of the main assets in promoting public sector reform (Ergashev, 2006), and thus, government employees’ work attitudes are of the utmost importance to administrators there (Ergashev, 2006). The form of ownership is the main distinctive point between state and private organizations in Uzbekistan. Specifically, the government controls and operates public sector organizations, whereas the state has no stake in private sector organizations (Ergashev, 2006). Public organizations are vulnerable to political constraints, which lead to frequent changes in policy. Their goals are pursued through political processes rather than by individual managers as in private organizations (Ernazarov, 2020). Another characteristic of public organizations is that they usually have more formal decision-making procedures, and another way they differ from the private sectors is that these organizations have few rivals in providing services such as in education and health (Ernazarov, 2020; Abdulhaevna, 2021). Although research on work engagement is flourishing, public administration scholars have given very limited attention to the antecedents of work engagement in public organizations (Andrews and Mostafa, 2019; Mostafa and Abed El-Motalib, 2020). Because disengaged employees are costly to public organizations (Mostafa and Abed El-Motalib, 2020), identifying the drivers of work engagement in that sector is important (Mostafa and Abed El-Motalib, 2020). Recent researchers have reported ethical leadership to be a key driver of work engagement in government organizations (Mostafa and Abed El-Motalib, 2020), and we propose another in this study: job meaningfulness. We suggest job meaningfulness as an underlying cause of work engagement in public organizations, and we define it as referring to the extent to which employees find their work significant and valuable (Ahonen et al., 2018). Steger and Dik (2009) observed that employees find meaning in their jobs when they clearly understand their abilities, what is expected of them, and how to successfully function in their work environments. We assume that when employees view their work as important, place higher value on work, and feel that they contribute to society through their work, they will be enthusiastic about their work, have high energy, and be so often immersed in their jobs that time flies for them.

Perry and Hondeghem (2008) argued that many employees choose to work in the public sector in anticipation of doing meaningful work and contributing to society. Hence, studying job meaningfulness is quite important in public settings (Tummers and Knies, 2013). Tummers and Knies (2013) claim that few researchers have analyzed the importance of job meaningfulness for work outcomes in public organizations specifically. Thus, filling this gap in the literature, we investigated the significant role of job meaningfulness in facilitating public sector employees’ work engagement. Moreover, Shuck et al. (2011) asserted that despite the significant role of employee engagement in work settings, there remains a shortage of academic research on situational drivers of work engagement. Responding to this call, in this study, we tested task interdependence (i.e., the extent to which individuals depend on one another to accomplish their jobs; Pinjani and Palvia, 2013) as a boundary condition on the relationship between job meaningfulness and engagement.

Several researchers have examined the direct effects of meaningfulness (Wang and Xu, 2019) and task interdependence (Lee et al., 2018) on employee engagement, but to date, none has investigated whether these two factors interact to influence employees’ work engagement. Therefore, for this study, we examined the interaction effect of job meaningfulness and task interdependence on engagement. We suggest that task interdependence at work will be more salient in promoting engagement among employees who fail to find their jobs meaningful, whereas employees who perceive high meaningfulness might not feel it necessary to work together with coworkers to invest extra effort in their work.

We also postulate the positive relationship between employee engagement and performance in this study. Engaged employees invest their emotional, cognitive, and physical energies in their work to achieve superior performance (Demerouti et al., 2010; Rich et al., 2010), and we argue that employees who are energetic, absorbed in, and dedicated to their work will exhibit high performance. Indeed, findings from many studies confirmed a significant relationship between employee engagement and performance (Schaufeli et al., 2006a,b; Bakker and Bal, 2010; Buil et al., 2019). However, researchers have mostly conducted these studies in the engagement-performance domain in Western countries, and data are insufficient from non-Western contexts (Kim, 2017; Ismail et al., 2019). Based on this limitation, we tested the positive relationship between employee engagement and performance in a non-Western context, specifically, in Islamic Uzbekistan.

Uzbekistan is a country where Muslims are a sizable majority (Ro’i, 2015). In Islam, work is one way to worship God (Marzband et al., 2016), and Muslims tend to believe they will be held accountable for their work-related attitudes and performances (Rehman, 2010). Consequently, Muslims tend to conduct their work lives with honesty and dignity. Indeed, predominantly Islamic cultures value dedication to work as a virtue (Yousef, 2000; Akdere et al., 2006). Furthermore, Uzbekistan has a collectivistic culture that emphasizes group binding and mutual obligations among individual group members (Ernazarov, 2020). Organizations in such cultures tend to be extended families, and organization-employee relationships are not limited to the terms of employment contracts; rather, organizations expect their employees to go beyond their formal job descriptions (Hu et al., 2014). In contrast, Western countries are more individualistic, and independence, autonomy, and self-esteem are highly encouraged.

There exist quid pro quo relationships between Western organizations and their members; employees are expected to fulfill their contractual obligations and to perform their work as specified in their job descriptions (Hu et al., 2014). Workers in Uzbekistan tend to be driven by an extrinsic motivation for social approval, precisely to fulfill the expectations of work team and organization, whereas Western employees work hard because they tend to be driven by individually oriented motivations in expectation of fulfilling their needs for personal growth (Hu et al., 2014). By extending the research in a new context, we here establish the external validity of this relationship. Although engagement is deemed practically vital, little attention has been given to how the elements of Kahn’s psychological conditions theory contribute to employee work engagement followed by work output (Christian et al., 2011; Rothbard and Patil, 2011). Applying Kahn’s theory (1990, 1992) as a theoretical framework, we investigated the relationships among job meaningfulness, engagement, task interdependence, and performance.

According to Kahn’s theory (1990, 1992), meaningfulness describes how valuable a work goal is in relation to an individual’s own standards. Employees who have faith that a given work role activity is personally meaningful are likely to fully immerse themselves in it. Engaged individuals experience high connectivity with their work tasks and strive toward task-related goals that are intertwined with their in-role definitions and scripts; they also make extra efforts to resolve job-related problems, which in return leads to high job performance (Christian et al., 2011; Al-dalahmeh et al., 2018). Thus, this study is the first examination of engagement as a mediator in the relationship between job meaningfulness and performance. Meanwhile, supportive, trustworthy coworker relationships produce high work engagement as well (Kahn, 1990), and task interdependence generates positive coworker relationships (Lee et al., 2018). When employees fail to experience meaning in their work, highly interdependent workers provide each other with information, advice, help, and resources, which serve to amplify their work-related attitudes and behaviors (Kim and Oh, 2020).

This study makes several contributions to the literature. First, we respond to calls for attention to the key drivers of work engagement and work outcomes of job meaningfulness in public organizations by studying the influence of job meaningfulness on employee engagement in the Uzbek public sector. We also respond to another call for attention to the potentially varying situational drivers of work engagement (Shuck et al., 2011) by testing the function of task interdependence as a moderating factor in the relationship between job meaningfulness and work engagement. We examine task interdependence as a possible boundary condition that increases the importance of job meaningfulness for work engagement, postulating that the power of job meaningfulness to positively affect work engagement is stronger for employees with low task interdependence and weaker for those with high interdependence.

Second, we aimed with to analyze the direct links between engagement and performance in a non-Western context, namely, in Uzbekistan. By doing so, we validated the previously known relationships between the study variables in a new context. Replication studies play an important role in the social sciences (King, 2011). Study findings should be continuously revalidated in new work contexts to provide evidence of their generalizability (Mackey and Porte, 2012). Third, we anticipated with this study that the extent to which employees value their work as meaningful will play an important role in facilitating job performance through work engagement. Researchers have separately tested the relationships between job meaningfulness and work engagement (Demirtas et al., 2017; Mostafa and Abed El-Motalib, 2020) and between work engagement and performance (Buil et al., 2019; Ismail et al., 2019), but for this study, we integrated three constructs in one model. With the model, we examined work engagement as an intermediary mechanism through which employees’ perceptions of job meaningfulness affect performance. Above all, the propositions of Kahn’s model have rarely undergone empirical scrutiny (Christian et al., 2011), and here, we apply Kahn’s theory to better explain the relationships between study variables, which will contribute to this line of research. The proposed research model is depicted in Figure 1. The article is structured as follows. First, we discuss the direct relationships among study variables, followed by giving overviews of the mediating role of work engagement in the relationship between meaningfulness and performance and of the moderating role of task interdependence on the relationship between meaningfulness and engagement in the literature review. Following that, we describe the research methodology and present the results of ordinary least squares regression-based analysis and bootstrapping. Finally, we discuss the implications of the study’s findings for both theory and practice.
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FIGURE 1. Framework of research model.




LITERATURE REVIEW AND HYPOTHESES DEVELOPMENT


Job Meaningfulness and Work Engagement

Arnold et al. (2007) described meaningful work as “finding the purpose in work that is greater than the extrinsic outcome of the work” (p. 195). Job meaningfulness relates to the extent to which an individual employee derives positive meaning from work (Ahonen et al., 2018), and it involves the fit between work and different domains of the self (i.e., values, beliefs, and norms) (Rosso et al., 2010). Kim and Beehr (2018) consider that employees experience meaningful jobs when they integrate their efforts with the organizational goals and provide valued services or goods that help their coworkers and their organizations to develop.

Job meaningfulness has been indicated to have three dimensions: significance, broader purpose, and self-realization (Martela and Pessi, 2018), where self-realization refers to fulfilling needs, desires, and motivations associated with self-actualization; self-actualization refers to the extent to which employees are able to realize and express themselves through their work. Finding broader purpose of work is related to the belief that the work contributes to the greater good rather than to personal gain and makes the world a better place. Significance is germane to the intrinsic value people find in their work or assign to their work.

Work engagement refers to high personal investment in one’s work role and includes the characteristics of being energized, cognitively vigilant, and willing to invest extra effort to achieve goals (Sonnentag et al., 2010). Research interest in work engagement has increased in recent decades; currently, it is an extremely relevant and meaningful area of inquiry (Karatepe and Karadas, 2015). Work engagement is a construct comprises three dimensions: vigor, dedication, and absorption (Schaufeli et al., 2002b). Schaufeli et al. (2002b) define vigor as expressions of high energy and motivation at work and dedication as indicating an employee’s perceptions of the meaning of work; dedication entails a sense of pride in the job and its challenges. Finally, absorption refers to the degree to which an employee is focused on and happily engrossed in work; absorbed workers are unaware of the passage of time and find it difficult to detach themselves from their tasks (Schaufeli et al., 2002b).

Several researchers have underpinned the importance of work engagement in organizational development (Demerouti et al., 2010; Kim and Park, 2017). Although organizations have tremendous interest in engaged workers, there has been only very limited attention on studying the antecedents of work engagement in public sector organizations (Andrews and Mostafa, 2019; Mostafa and Abed El-Motalib, 2020). Therefore, in this study, we propose job meaningfulness as an indispensable driver of work engagement in public organizations.

Meaningfulness is an important job resource (Fairlie, 2011) that might crucially influence work engagement (Ahmed et al., 2019). Kahn (1990) posited job meaningfulness as a critical psychological condition of engagement. According to Kahn’s psychological conditions theory (1990, 1992), employees drive their personal energies into role behaviors (self-employment) and display the self within the role (self-expression) when three psychological conditions are met: psychological safety, meaningfulness, and availability. According to the theory, employees ask themselves three questions: (1) To what extend is my job meaningful enough to bring myself into this performance? (2) How safe is it to do so? (3) How available am I to do so? The answers to these questions tend to dictate the levels of personal engagement. Kahn (1990, 1992) explained that when employees believe their work is worthwhile and meaningful enough to add value and significance to accomplishments at work, they bring their physical, cognitive, and emotional selves into this work, exhibiting engagement.

Meaningfulness is believed to satisfy psychological needs for purposefulness and belongingness, which further promotes work engagement (Wang and Xu, 2019). Researchers have consistently linked job meaningfulness to increased work motivation, which leads to higher work engagement (Aryee et al., 2012). In addition, people who report having meaningful work are motivated to invest more of themselves in their work role (i.e., engagement) because they feel that in doing so, they will be better able to protect and enhance their well-being (Fletcher, 2019). Macey et al. (2011) argued that “[p]eople come to work for pay but get engaged at work because the work they do is meaningful” (p. 69). In line with this, the perception of job meaningfulness “fuels the motivation to make a prosocial difference that in turn increases effort and persistence” (Sonnentag, 2017, p. 15). Indeed, researchers have associated job meaningfulness with career variables that reflect dedication to one’s career and a passion to put in extra effort (Steger et al., 2012). When employees perceive their work as meaningful, they are more energized and ready to sacrifice their time in pursuit of their careers (Bunderson and Thompson, 2009).

In support of the positive relationship between job meaningfulness and work engagement, Stairs and Galpin (2010) found that employees working in jobs that they perceive as personally meaningful tend to be more engaged than those who are not. Indeed, growing evidence demonstrates a positive association between job meaningfulness and work engagement (Aryee et al., 2012; Demirtas et al., 2017; Fletcher, 2019; Mostafa and Abed El-Motalib, 2020). Based on these findings, we postulate the following hypothesis:

Hypothesis 1: Job meaningfulness positively relates to work engagement.



Work Engagement and Performance

The effects of work engagement on job performance as a predictor have been an increasing topic of academic study (Demerouti et al., 2010). Demerouti et al. (2010) and Kim and Park (2020) highlighted many advantages to employee engagement. Engaged employees exhibit high energy and strong mental resilience, and they tend to voluntarily invest considerable effort in their assigned tasks. Moreover, highly engaged employees tend to have a sense of their work’s significance and challenges, and they express enthusiasm and pride in their work, thus enhancing their performance. Although the concept of engagement is popular, and the number of studies in the engagement-performance domain is increasing (Demerouti et al., 2010), the subject has not received adequate research attention in non-Western contexts (Ismail et al., 2019). Based on this limitation, we aimed with this study to test the direct link between employee engagement and performance in a non-Western, Muslim context, namely, Uzbekistan.

Kahn (1990, 1992) posited work engagement as a psychological state of mind whereby people are attentive, connected, integrated, and focused in their role performance and stated that employees’ “being there” gives them access to their considerable energies and talents in fulfilling work-related tasks and goals. Many studies have shown a significantly positive relationship between employee engagement and performance (Ismail et al., 2019; Zheng et al., 2020). Kahn (1990, 1992) further stated that work engagement refers to a psychological connection with performing work tasks rather than attitudes toward the job itself. Engaged individuals approach tasks with a sense of self-investment, energy, and passion, which should translate into higher in-role and extra-role performance (Kahn, 1990, 1992). Moreover, engaged employees are excited about their work (Bakker, 2009), and enthusiastic employees are positively driven to perform better at work.

Bakker (2009) determined that because engaged employees experience positive emotions (e.g., happiness, joy, enthusiasm), possess psychological and physical health, create their own job and personal resources (e.g., support from others), and are willing to transfer their engagement to others, they perform better than do non-engaged workers. Recent researchers have also found that engaged employees are full of energy and have abundant resources (Demerouti et al., 2015; Scafuri Kovalchuk et al., 2019), and employees who use these resources to cope with job demands have better job performance (Bakker et al., 2011). Similarly, Rich et al. (2010) established that cognitive, emotional, and physical resources are indispensable to employees’ abilities to contribute to organizational goals. In line with this finding, employees who are energized and dedicated to their work have higher intrinsic motivation because their psychological needs (i.e., autonomy and competence) are being satisfied (Wu and Lee, 2020); this satisfaction then further facilitates increased work output. Employees who are partial about their work (Schaufeli and Bakker, 2004) strive to improve their work and establish better work environments (Bakker, 2011). That is why work engagement is such a strong influence on organizational performance; it has been empirically associated with job satisfaction, organizational commitment, organizational citizenship behavior, and knowledge sharing (Dajani and Zaki, 2015; Bailey et al., 2017; Al-dalahmeh et al., 2018; Orgambídez et al., 2019; Yan et al., 2019; Wu and Lee, 2020).

Schaufeli et al. (2006b) conducted two studies on the relationship between work engagement and job performance. Schaufeli et al. (2006b) conducted a cross-sectional study on a large and heterogeneous sample of Dutch employees and identified positive associations between work engagement and in-role performance (r = 0.37), extra-role performance (r = 0.32), and innovativeness (r = 0.37). Schaufeli et al. (2002a) had previously studied the influence of work engagement in the education context in a group of Dutch, Spanish, and Portuguese students; the authors found that work engagement was an antecedent of academic performance. Bakker and Bal (2010) noted that work engagement had a positive influence on job performance in the finding that supervisors rated engaged employees highly on in-role and extra-role performance; engaged employees performed well and were willing to engage in discretionary behavior. Considering the above-described findings, we proposed the following hypothesis:

Hypothesis 2: Work engagement positively relates to employee performance.



Work Engagement as a Mediator in the Relationship Between Job Meaningfulness and Performance

The above discussion, in which we examine the constructs separately and demonstrate relationships between job meaningfulness and work engagement on the one hand and between work engagement and job performance on the other, implies that work engagement plays a mediating role between job meaningfulness and performance. Based on Kahn’s psychological theory (1990, 1992), we argue that a sense that work is meaningful induces employees to put their personal energies into role behaviors; they demonstrate the self within the role, which then intensifies their work-related attitudes (i.e., work engagement), thereby improving employee work outcomes, particularly job performance. Engaged employees are more attentive and focused on responsibilities, are committed to the tasks pertaining to their roles, and work with greater enthusiasm (Rich et al., 2010; Wang and Xu, 2019).

As individuals find deep meaning in their work, they make substantial investments in their work, place high esteem on the assets they have invested, perceive a strong fit between themselves and their jobs, and experience purpose in their work (Spreitzer, 1995). As a result, individuals who find their work to be highly meaningful feel a deeper sense of engagement (Aryee et al., 2012), which, in turn, yields maximum job performance (Bakker and Bal, 2010). Researchers have also found that performing meaningful work makes employment richer, more satisfying, and more productive (Steger et al., 2013). Research on the dimensions of empowerment has shown meaningfulness to be the strongest predictor of employee work outcomes (Liden et al., 2000).

We also believe that employees who have already assigned intrinsic value to their jobs find their work worth doing, feel enthusiasm toward addressing potential issues and problems at work, and are highly engaged in integrating different perspectives to come up with innovative ideas for increasing their output (Walumbwa et al., 2019). Moreover, when employees feel that their work makes a great contribution to others, they are more committed and give more of their energy to work, which in turn enhances their work output (Pradhan and Pradhan, 2016; Al-dalahmeh et al., 2018). Byrne (2014) determined that when employees feel they are contributing to their work units and organizations through their work, they will be physically and emotionally adept at ensuring that their customers are satisfied, happy, and provided with the highest quality of service. Job meaningfulness allows employees to realize their idealized selves (Demerouti et al., 2015) and satisfies their personal needs (Martela et al., 2018), and this in turn strengthens their motivation to work (Oh and Roh, 2019; Shellhouse et al., 2019). Employees then feel greater job satisfaction (Qi et al., 2020) and identify more closely with their organizations (Mostafa and Abed El-Motalib, 2020), which thus enhances their work performance (Inuwa, 2016; Yuen et al., 2018; Miao et al., 2019). Accordingly, the following hypothesis is derived:

Hypothesis 3: Work engagement mediates the relationship between job meaningfulness and performance.



Task Interdependence as an Interacting Variable in the Relationship Between Job Meaningfulness and Work Engagement

In this study, we suggest that job meaningfulness and task interdependence have an interactive effect on work engagement. Specifically, for employees, finding their work meaningful has a strong influence on work engagement when task interdependence is low, where task interdependence refers to the extent to which employees must work together to complete their jobs (Pinjani and Palvia, 2013). Because task interdependence is likely to be linked with relational energy provided by social interactions in groups that enhance task and role capacity (Lee et al., 2017), employees in environments with low task interdependence must perform and complete their tasks individually, which hinders cooperation and group cohesion and decreases employees’ confidence and motivation; this in turn is followed by less work engagement (Rothbard and Patil, 2011).

In that case, employees who feel meaning in their work are more likely to weather the absence of task interdependence to drive work engagement in employees. Because employees with a strong sense of job meaningfulness have high positive energy for work, are willing to learn in anticipation of personal growth, and are highly likely to make large contributions to their organizations by fully engaging with their work (Ghadi et al., 2013), these employees might not need task interdependence to be fully engaged in work. The role of interdependence might not be as important to them as it is for employees who lack job meaningfulness.

In contrast, employees on highly interdependent teams interact more and in turn establish close relationships (Lee et al., 2017; Kipkosgei et al., 2020). Kahn found rewarding interactions with coworkers to be the foundation for increased work engagement (Kahn, 1990; Rothbard and Patil, 2011). A negotiable relationship tends to drive personal energies into role behaviors and demonstrate the self within the roles (Kahn, 1990, 1992), and social characteristics tend to reveal resilience and security in employees (Christian et al., 2011; Rothbard and Patil, 2011). Study findings confirm that supportive coworker relationships play a considerable part in employees’ work engagement (Gullahorn, 1952; Loehr et al., 2005) and performance (Khusanova et al., 2019; Opoku et al., 2019). Employees with harmonious relationships with their coworkers tend to feel more secure about sharing their true selves with others at work, which tends to strengthen attachments in work settings (Avery et al., 2007). Thus, employees working interdependently fulfill their need for relatedness which in turn enhances their work engagement (Lee et al., 2017).

Kahn (1990, 1992) placed much emphasis on psychological experiences of work and work contexts that shape how people present and absent their selves during task performance. Thus, the absence of one condition such as meaningfulness might hinder employees from exposing the “self” at work (Kahn, 1992). We maintain that task interdependence as a situational factor can substitute the effect of meaningfulness on work engagement. Our assumption is that an interdependent work environment where individuals depend on one another to implement tasks is more likely to foster camaraderie and better relationships among coworkers and thereby produce more positive responses and energies at work. This, in turn, will drive employees’ increased attachment to their work.

We believe that when employees fail to find meaning in work, an interdependent working environment obtains the desired levels of employee work engagement. Task interdependence exerts a similar effect on engagement to that of meaningfulness and thereby replaces it. Considering the above-described findings, we postulate the following hypothesis:

Hypothesis 4: Task interdependence has an interaction effect on the relationship between job meaningfulness and work engagement such that the relationship is stronger when task interdependence is low than when it is high.



MATERIALS AND METHODS


Sample and Procedure

For this study’s survey, we recruited employees from Uzbek public sector organizations using convenience sampling. The organizations operated in diverse industries: education, utilities, finance, and construction. Before the survey, organization managers were emailed a letter of request regarding the study and its purposes to obtain permission to conduct the survey along with the supervisor’s letter confirming the confidentiality of all collected data. After permission was granted, research assistants distributed the questionnaires to the prospective respondents, explained the purpose of the study, and informed them that all their responses would be private and confidential. The respondents were asked to carefully read each statement on the questionnaire and give truthful responses, and all were instructed to seal and return their completed questionnaires using the return envelopes provided. Using the employee identification lists provided by the human resources departments, the research assistants coded the questionnaires to match the employees to their supervisors. The sample consisted of school and vocational college teachers (50%), employees of utility organizations (22%), an architecture firm (21%), and a national bank (7%).

Because of the possibility of common method bias (Podsakoff et al., 2012), we administered the survey in two stages to two groups of respondents: employees and supervisors. In Stage 1, we collected data from the employees regarding individual job meaningfulness, work engagement, task interdependence, and personal characteristics. In Stage 2, we asked the 47 supervisors to evaluate their employees’ job performance. Altogether, we distributed 307 questionnaires and obtained 183 valid questionnaires in response (response rate: 60%). Among the focal employee respondents, 60% were female, and the average age was 33.39 (SD = 8.27). Most of the sample (30%) was between 25 and 30 years old, followed by the 31- to 36-year-old group at 27%. The employee respondents’ mean organizational tenure was 5.88 years (SD = 4.79), and 47% of respondents had a bachelor’s degree, whereas 32% of the subjects had a lyceum or vocational college degree. Table 1 presents a summary of the sample description.


TABLE 1. Survey respondents’ personal characteristics.
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Measures

All questionnaire items were rated on five-point Likert-type scales that ranged from 1 = strongly disagree to 5 = strongly agree. We translated questions written in English into Uzbek and Russian using standard translation and back translation (Brislin, 1980) to ensure the reliability and validity of the research instrument (all of the questionnaire items are listed in the Appendix).


Job Meaningfulness

We employed Spreitzer (1995) three-item scale of job meaningfulness to assess the extent to which the employee respondents found meaning in their jobs (α = 0.78; sample item: “The work I do is very important to me”). The three items measuring job meaningfulness had factor loadings ranging from 0.67 to 0.76.



Work Engagement

We measured the employee respondents’ work engagement using Schaufeli et al. (2006a) nine-item scale (α = 0.90; sample item: “At my work, I feel bursting with energy”). The nine items’ factor loadings ranged from 0.54 to 0.80.



Task Interdependence

We used Campion et al.’s (1993) three-item scale (α = 0.70) to measure the employee respondents’ task interdependence (sample item: “I cannot accomplish my tasks without information or materials from other members of my team.” The factor loading values ranged from 0.53 to 0.63.



Job Performance

The supervisor respondents rated the employee respondents’ job performances using the three-item scale (α = 0.82) developed by MacKenzie et al. (1993; sample item: “This employee is one of my best agents”). The three items measuring job performance had factor loadings ranging from 0.71 to 0.76.



Personal Characteristics

The employee respondents provided information about age, gender, educational attainment, and current organizational tenure.



Control Variables

Researchers found a positive relationship between employees’ work experience, gender, and work-related attitudes and behaviors (Ismail et al., 2019; Opoku et al., 2020). In addition, highly educated employees were more likely than their less educated counterparts to effectively contribute to work-related activities and demonstrate better performance (Wulandari, 2017). Therefore, we included the employee respondents’ gender, educational attainment, and organizational tenure as control variables in the analyses. Age and organizational tenure were measured in years, and the following were the options for educational attainment: upper-secondary school, 3-year college or lyceum, bachelor’s degree, master’s degree, and PhD. For gender, 0 = male and 1 = female.



Analytical Approach

We conducted all analyses using STATA 14.2 statistical software. Before testing the hypotheses, we performed a confirmatory factor analysis to examine the distinctiveness of the study variables and generated chi-square statistics and the RMSEA, CFI, and TLI goodness-of-fit indices. To test the hypothesized direct relationships and interaction effects, we performed a series of stepwise regression analyses. First, we regressed the set of control variables (gender, educational attainment, and organizational tenure) on work engagement (Step 1). We added job meaningfulness and task interdependence as independent variables in Step 2, and in Step 3, we included the interaction term between job meaningfulness and task interdependence. We then regressed the control variables on job performance (Step 4), followed by job meaningfulness, work engagement, and task interdependence (Step 5).

To create the interaction term, we mean-centered job meaningfulness and task interdependence before creating the product term. We tested the statistical significance of the indirect effect of job meaningfulness on job performance through work engagement using bootstrapped resampling procedure of 5,000 bootstrapped resamples. Bootstrapping is a computationally intensive method involving repeated sampling from the data set and estimating the indirect effect in each resampled data set (Preacher and Hayes, 2008). Under most circumstances, bootstrapping is the most powerful and reasonable approach to generating confidence limits for specific indirect effects. We calculated 95% bias-corrected confidence intervals (CIs) to determine whether the proposed mediating variable, work engagement, helped explain the relationship between job meaningfulness and performance (Preacher and Hayes, 2008). In this study, we obtained the 95% CI of the indirect effect with 5000 bootstrapped resamples. There is a significant indirect effect through the mediator between dependent and independent variables if the 95% CI does not contain zero. We also performed structural equation modeling (SEM) to test all of the hypothetical relationships as an additional check.



RESULTS


Descriptive Statistics

Table 2 presents the means, standard deviations, and correlations between variables and indicates that work engagement was significantly correlated with job meaningfulness and job performance. There was also a significant correlation between gender and job performance. Before running regression analyses, we checked for any possible multicollinearity threats in our data. Table 2 shows that the correlation coefficients between the predictor variables were below the recommended cut point of 0.70 (Ismail et al., 2019). Moreover, we calculated a variance inflation factor (VIF) for every variable, including the interaction terms, and all VIFs were smaller than 10 (Chatterjee and Hadi, 2015), indicating no multicollinearity.


TABLE 2. Means, standard deviations, and correlations between variables.
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Measurement Model

Table 3 presents the model fit statistics of the measurement models. As shown, the baseline four-factor model (χ2 = 170.125, df = 124; RMSEA = 0.05; CFI = 0.97, and TLI = 0.96) was a better fit than the three-, two-, and one-factor models, providing evidence of the construct distinctiveness of job meaningfulness, work engagement, task interdependence, and job performance.


TABLE 3. Chi-square difference tests among alternative measurement models.

[image: Table 3]


Hypotheses Testing

To test Hypotheses 1 and 2 relating to engagement and performance as outcome variables, we performed stepwise regression analysis. We entered the control variables in Model 1 (Table 4), which explained 3% of the variance in work engagement. Model 2 (40% of the variance in work engagement) involved testing the first hypothesis, which postulated a positive relationship between job meaningfulness and work engagement. The Model 2 findings (Table 4) indicate that the employee respondents’ perceptions of job meaningfulness were positively and significantly related to their work engagement (b = 0.62, SE = 0.10, p < 0.001), supporting Hypothesis 1. Model 4, which included the control variables, explained 5% of the variance in predicting employee performance, whereas Model 5 with 11% of the variance demonstrated the second hypothesis results. In Hypothesis 2, we assumed that employees’ perceptions of work engagement would be positively associated with job performance, and the regression results (Model 5, Table 4) demonstrate support for the hypothesis 2 (b = 0.26, SE = 0.09, p < 0.01).


TABLE 4. Hierarchical multiple regression results for work engagement and job performance.

[image: Table 4]To assess Hypothesis 3, we tested the indirect effect of job meaningfulness on job performance via work engagement using bootstrapped mediation with 5,000 repeated resamples and percentile bootstrapped CIs. The results presented in Table 5 confirm the indirect effect of job meaningfulness on job performance through work engagement (b = 0.17, SE = 0.06; 95% CI = [0.06, 0.31]), as indicated by the fact that no CIs equaled zero. This finding supports Hypothesis 3.


TABLE 5. Mediating effect of work engagement.

[image: Table 5]Hypothesis 4 predicted that task interdependence moderated the relationship between job meaningfulness and work engagement such that the relationship was stronger for employees with low task interdependence. The results shown in Model 3 (Table 4) support Hypothesis 4 based on the significant interaction effect between job meaningfulness and task interdependence (b = −0.30, SE = 0.13, p < 0.05). To further interpret the interaction effect, we conducted a simple slope analysis following Aiken and West (1991). Figure 2 shows the moderation effect of task interdependence on the relationship between job meaningfulness and work engagement, which demonstrates that job meaningfulness was related to work engagement. The slope decreased by a larger margin from low to high, that is, from b = 0.79 to b = 0.39; meanwhile, whereas the statistical significance decreased from p < 0.001 at low task interdependence to p < 0.05 at high interdependence. These results provide evidence of the interaction effect, thus supporting Hypothesis 4.
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FIGURE 2. Interaction effect between job meaningfulness and task interdependence for employee work engagement.


As an additional test, we performed to SEM examine direct, indirect, and moderation effects. The results presented in Table 6 confirmed all of our hypotheses.


TABLE 6. Results of mediation and moderation tests for structural models.
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DISCUSSION

In this study, employing Kahn’s psychological conditions theory (1990, 1992), we sought to investigate the relationships among job meaningfulness, engagement, and performance. We also tested task interdependence as a boundary condition that would promote employee engagement. In line with prior research (Mostafa and Abed El-Motalib, 2020), the study findings revealed that job meaningfulness is positively related to work engagement, confirming job meaningfulness as a “necessary prerequisite” for work engagement (Albrecht, 2013, p. 243), meaning that employees who find their work significant and worthwhile are more likely to be absorbed and dedicated (Demirtas et al., 2017). Nearly all studies on work engagement have been conducted in Western countries, most notably North America and Western Europe, and there has been insufficient replication of data in non-Western contexts (Kim, 2017; Ismail et al., 2019); for instance, Buil et al. (2019) found a direct relationship between employee engagement and performance among hotel employees in Spain. In one of the few examinations of this link within a non-Western context, Mostafa and Abed El-Motalib (2020) provided similar results among employees of an Egyptian public hospital. Consistent with these preceding studies, our study with a sample of employees from Uzbek public organizations confirmed and contributed to the generalizability of the work engagement-employee performance link in the public sector. Moreover, we elucidated the positive impact of job meaningfulness on employee performance through the potential mediating role of work engagement, meaning that individuals who believe their jobs offer intrinsic consider their work worth doing, feel excitement about addressing work-related issues and problems, and are highly driven to integrate different perspectives to come up with innovative ideas, which tends to guarantee enhanced work output (Walumbwa et al., 2019). Our study findings have also confirmed the moderating role of task interdependence on the relationship between meaningfulness and engagement. Specifically, we found that task interdependence assumed greater importance for employees who failed to find their jobs sufficiently meaningful to engage in their work, whereas employees who already found their jobs meaningful might not have required task interdependence to invest extra effort in their jobs.


Theoretical Contributions

This study contributes to the literature in a number of ways. Most importantly, we framed our study in the context of testing Kahn’s psychological conditions (1990, 1992), which has not received much attention in empirical studies.

There have been recent calls for research on determining a potential antecedent of work engagement in public organizations (Andrews and Mostafa, 2019; Mostafa and Abed El-Motalib, 2020). Meanwhile, because job meaningfulness plays a critical role in most employees’ choice of public organizations to work for, public administration scholars have urged that the importance of meaningfulness in this sector be analyzed as well (Tummers and Knies, 2013). With this study, we sought to address these calls by examining job meaningfulness as a key driver of work engagement in an Uzbek public setting.

Shuck et al. (2011) also reported on the lack of research on situational drivers of work engagement. Filling this gap in the academic literature, we proposed task interdependence as a boundary condition that facilitates employee engagement and empirically confirmed its moderating role in the relationship between job meaningfulness and engagement; specifically, task interdependence compensated for low meaningfulness or acted as a substitute. We also addressed calls for more research on the relationship between work engagement and employee performance in a non-Western context. Moreover, previous researchers had separately examined the relationship between job meaningfulness and engagement (Demirtas et al., 2017; Mostafa and Abed El-Motalib, 2020) and that between engagement and performance (Buil et al., 2019; Ismail et al., 2019). In this study, we integrated three constructs in one model to test work engagement as a mediating variable through which employees’ perceptions of job meaningfulness affect performance. Finally, based on earlier findings that most studies on the influence of engagement on performance are conducted in Western countries (Kim, 2017; Ismail et al., 2019), we analyzed the data from a sample of public organization employees in Uzbekistan. The study’s findings make an important contribution to work engagement by increasing the international breadth of empirical research findings on the engagement-performance link.



Practical Implications

Public administration practitioners have acknowledged that engagement and commitment are motivational tools to improve civil servants’ and public service outcomes in the face of political constraints that lead to frequent changes in policy, declining growth in investment, and cost-cutting initiatives (Burke and El-Kot, 2010; Ancarani et al., 2018).

The results of our study have several practical implications for managers and their organizations. Because the study findings suggest that increasing job meaningfulness will increase employee engagement in their work, which in turn improves work performance, it is crucial that public sector organizations stimulate employees’ sense of job meaningfulness. This can be achieved through approaches such as (1) drawing employees’ attention to tasks that encourage them to realize themselves; (2) involving employees in making decisions that make their work more impactful and useful to others, including in redesigning jobs; (3) and developing social connections between employees and public sector clients (Jo et al., 2018; Martela and Pessi, 2018).

Furthermore, the study results suggest that task interdependence can encourage work engagement. Managers can assign tasks that require employees to work interdependently to increase employee engagement, especially when routine tasks might engender low job meaningfulness. Organizations can cope with low meaningfulness by creating high interdependence and vice versa.

In addition, managers could employ high-quality leader-worker relationships to enhance employee engagement (Ancarani et al., 2018). Unlike other restrictions in the public sector, leader-member exchange (LMX) is within the control of managers. Supervisors who engage in high-quality LMX give their employees more of their time, more direct information, more emotional support, and more intrinsic rewards such as empowerment (Ancarani et al., 2018). In turn, employees feel motivated to work harder to benefit the manager in reciprocation (Gouldner, 1960). Leaders who promote high-quality leader-worker relationships provide psychological safety that encourages employees to find their work environments safe spaces to express their true selves and actively engage their interest in work tasks (May et al., 2004). Moreover, employees who are parts of high-quality LMX are more optimistic and self-efficacious, and such beliefs are considered to be important predictors of employee engagement (Ancarani et al., 2018).

Finally, public organizations are highly encouraged to create friendly atmospheres where employees support one another. Schaufeli and Bakker (2004) established the importance of coworkers’ supportive relationships as a significant work resource for achieving goals and work engagement. Employees with harmonious coworker relationships feel more secure about sharing their true selves with others at work, which tends to strengthen engagement in work settings (Schaufeli and Bakker, 2004).



Limitations and Suggestions for Future Studies

This study has several limitations that should be addressed in future research. Initially, although we attempted to reduce common method bias (Podsakoff et al., 2012) using the two-stage approach and by separating the ratings of the employees and the supervisors by 3 weeks, we did collect the data on job meaningfulness (independent variable), task interdependence (moderator), and work engagement (mediator) at the same time, and thus the data remained susceptible to common method bias.

With our study, we empirically demonstrated that job meaningfulness is positively associated with engagement; however, the effect size was not especially high, which suggests that other factors might have an impact on employees’ levels of engagement in public organizations. Thus, public administration scholars might focus on identifying other antecedents of work engagement in this sector. Moreover, we asked supervisors to evaluate their employees’ job performance (i.e., subjective job evaluation), which served as a boundary condition of the study. The study results should be generalized with caution because they might not be applicable in the context of objective job evaluations. Another study limitation concerns the study sample size (n = 183). Although the sample size was considered reasonable for regression analysis (Ismail et al., 2019), we suggest that the study be replicated with a larger sample size. Replication should also consider cultural differences, which we avoided with this study involving Muslim respondents. Finally, our sample was homogeneous in terms of mode of employment in that all survey respondents were full-time employees. We assume that the research findings might differ if data are included for part-time workers.



CONCLUSION

For this study, based on Kahn’s theory, we examined the role of job meaningfulness in employee performance via work engagement. We hypothesized and empirically showed that meaningfulness was significantly associated with work engagement and that work engagement was positively related to performance in public organizations. We further found that work engagement had a mediating influence that explained the relationship between job meaningfulness and job performance. We also with this study identified another situational driver (i.e., task interdependence) that maintains employee engagement. Despite the potential limitations of this study, these findings contribute to the growing body of research on work engagement and meaningfulness in the public sector.



DATA AVAILABILITY STATEMENT

The datasets presented in this article are not readily available because “This is because not all authors consented to the disclosure of survey data.” Requests to access the datasets should be directed to S-WK, global7@gachon.ac.kr.



AUTHOR CONTRIBUTIONS

RK is the principal researcher and prepared the first draft of the article. S-WK supervised the study and refined the draft into a publishable article. In addition to motivating the publication of this article, SBC added valuable theoretical and methodological insights based on his knowledge and expertise regarding the topic. All authors have read and agreed to the submitted version of the manuscript.



ACKNOWLEDGMENTS

The authors are deeply grateful to Opoku Mavis Ayemang because OMA helped to refine the manuscript by providing critical feedback.



REFERENCES

Abdulhaevna, K. M. (2021). Public organizations in Uzbekistan–in the interests of the state and people. Turk. J. Comput. Math. Educ. 12, 3402–3406.

Ahmed, U., Majid, A., Al-Aali, L., and Mozammel, S. (2019). Can meaningful work really moderate the relationship between supervisor support, coworker support and work Engagement? Manag. Sci. Lett. 9, 229–242. doi: 10.5267/j.msl.2018.11.016

Ahonen, E. Q., Fujishiro, K., Cunningham, T., and Flynn, M. (2018). Work as an inclusive part of population health inequities research and prevention. Am. J. Public Health 108, 306–311. doi: 10.2105/AJPH.2017.304214

Aiken, L. S., and West, S. G. (1991). Multiple Regression: Testing and Interpreting Interactions. Newbury Park: Sage Publications Inc.

Akdere, M., Russ-Eft, D., and Eft, N. (2006). The Islamic worldview of adult learning in the workplace: surrendering to God. Adv. Dev. Hum. Resourc. 8, 355–363. doi: 10.1177/1523422306288428

Albrecht, S. L. (2013). “Work engagement and the positive power of meaningful work,” in Advances in Positive Organizational Psychology, ed. A. B. Bakker (Bingley: Emerald Group Publishing Limited), 237–260. doi: 10.1108/S2046-410X(2013)0000001013

Al-dalahmeh, M., Khalaf, R., and Obeidat, B. (2018). The effect of employee engagement on organizational performance via the mediating role of job satisfaction: the case of IT employees in Jordanian banking sector. Mod. Appl. Sci. 12, 17–43. doi: 10.5539/mas.v12n6p17

Ancarani, A., Di Mauro, C., Giammanco, M. D., and Giammanco, G. (2018). Work engagement in public hospitals: a social exchange approach. Int. Rev. Public Adm. 23, 1–19. doi: 10.1080/12294659.2017.1412046

Andrews, R., and Mostafa, A. M. S. (2019). Organizational goal ambiguity and senior public managers’ engagement: does organizational social capital make a difference? Int. Rev. Adm. Sci. 85, 377–395. doi: 10.1177/0020852317701824

Arnold, K. A., Turner, N., Barling, J., Kelloway, E. K., and McKee, M. C. (2007). Transformational leadership and psychological well-being: the mediating role of meaningful work. J. Occup. Health Psychol. 12:193. doi: 10.1037/1076-8998.12.3.193

Aryee, S., Walumbwa, F. O., Zhou, Q., and Hartnell, C. A. (2012). Transformational leadership, innovative behavior, and task performance: test of mediation and moderation processes. Hum. Perf. 25, 1–25. doi: 10.1080/08959285.2011.631648

Avery, D. R., McKay, P. F., and Wilson, D. C. (2007). Engaging the aging workforce: the relationship between perceived age similarity, satisfaction with coworkers, and employee engagement. J. Appl. Psychol. 92:1542. doi: 10.1037/0021-9010.92.6.1542

Bailey, C., Madden, A., Alfes, K., and Fletcher, L. (2017). The meaning, antecedents and outcomes of employee engagement: a narrative synthesis. Int. J. Manag. Rev. 19, 31–53. doi: 10.1111/ijmr.12077

Bakker, A. B. (2009). “Building engagement in the workplace,” in The Peak Performing Organization, eds R. J. Burke and C. L. Cooper (Milton Park: Routledge), 50–72. doi: 10.4324/9780203971611.ch3

Bakker, A. B. (2011). An evidence-based model of work engagement. Curr. Dir. Psychol. Sci. 20, 265–269. doi: 10.1177/0963721411414534

Bakker, A. B., Albrecht, S. L., and Leiter, M. P. (2011). Key questions regarding work engagement. Eur. J. Work Organ. Psychol. 20, 4–28. doi: 10.1080/1359432X.2010.485352

Bakker, A. B., and Bal, M. P. (2010). Weekly work engagement and performance: a study among starting teachers. J. Occup. Organ. Psychol. 83, 189–206. doi: 10.1348/096317909X402596

Brislin, R. W. (1980). “Translation and content analysis of oral and written materials,” in Methodology, eds H. C. Triandis and J. W. Berry (Boston, MA: Allyn and Bacon), 389–444.

Buil, I., Martínez, E., and Matute, J. (2019). Transformational leadership and employee performance: the role of identification, engagement and proactive personality. Int. J. Hosp. Manag. 77, 64–75. doi: 10.1016/j.ijhm.2018.06.014

Bunderson, J. S., and Thompson, J. A. (2009). The call of the wild: zookeepers, callings, and the double-edged sword of deeply meaningful work. Adm. Sci. Q. 54, 32–57. doi: 10.2189/asqu.2009.54.1.32

Burke, R. J., and El-Kot, G. (2010). Work engagement among managers and professionals in Egypt: potential antecedents and consequences. Afr. J. Econ. Manag. Stud. 1, 42–60. doi: 10.1108/20400701011028158

Byrne, Z. S. (2014). Understanding Employee Engagement: Theory, Research, and Practice. New York, NY: Routledge. doi: 10.4324/9780203385944

Campion, M. A., Medsker, G. J., and Higgs, A. C. (1993). Relations between work group characteristics and effectiveness: implications for designing effective work groups. Pers. Psychol. 46, 823–847. doi: 10.1111/j.1744-6570.1993.tb01571.x

Chatterjee, S., and Hadi, A. S. (2015). Regression Analysis by Example. Hoboken, NJ: John Wiley & Sons.

Christian, M. S., Garza, A. S., and Slaughter, J. E. (2011). Work engagement: a quantitative review and test of its relations with task and contextual performance. Pers. Psychol. 64, 89–136. doi: 10.1111/j.1744-6570.2010.01203.x

Dajani, D., and Zaki, M. A. (2015). The impact of employee engagement on job performance and organisational commitment in the Egyptian banking sector. J. Bus. Manag. Sci. 3, 138–147.

Demerouti, E., Bakker, A. B., and Gevers, J. M. (2015). Job crafting and extra-role behavior: the role of work engagement and flourishing. J. Vocat. Behav. 91, 87–96. doi: 10.1016/j.jvb.2015.09.001

Demerouti, E., Cropanzano, R., Bakker, A., and Leiter, M. (2010). “From thought to action: employee work engagement and job performance,” in Work Engagement: A Handbook of Essential Theory Research, eds A. B. Bakker and M. P. Leiter (Hove: Psychology Press), 147–163.

Demirtas, O., Hannah, S. T., Gok, K., Arslan, A., and Capar, N. (2017). The moderated influence of ethical leadership, via meaningful work, on followers’ engagement, organizational identification, and envy. J. Bus. Ethics 145, 183–199. doi: 10.1007/s10551-015-2907-7

Di Fabio, A. (2017). The psychology of sustainability and sustainable development for well-being in organizations. Front. Psychol. 8:1534. doi: 10.3389/fpsyg.2017.01534

Ergashev, B. (2006). Public administration reform in Uzbekistan. Probl. Econ. Transit. 48, 32–82. doi: 10.2753/PET1061-1991481202

Ernazarov, D. (2020). Analysis of the policy of the republic of Uzbekistan regarding international non-governmental organization. J. Polit. Sci. Int. Relat. 3, 9–15. doi: 10.11648/j.jpsir.20200301.12

Fairlie, P. (2011). Meaningful work, employee engagement, and other key employee outcomes: implications for human resource development. Adv. Dev. Hum. Resourc. 13, 508–525. doi: 10.1177/1523422311431679

Fletcher, L. (2019). How can personal development lead to increased engagement?. The roles of meaningfulness and perceived line manager relations. Int. J. Hum. Resour. Manag. 30, 1203–1226. doi: 10.1080/09585192.2016.1184177

Florea, L., Cheung, Y. H., and Herndon, N. C. (2013). For all good reasons: role of values in organizational sustainability. J. Bus. Ethics 114, 393–408. doi: 10.1007/s10551-012-1355-x

Ghadi, M. Y., Fernando, M., and Caputi, P. (2013). Transformational leadership and work engagement: the mediating effect of meaning in work. Leadersh. Organ. Dev. J. 34, 532–550. doi: 10.1108/LODJ-10-2011-0110

Gouldner, A. W. (1960). The norm of reciprocity: a preliminary statement. Am. Sociol. Rev. 25, 161–178. doi: 10.2307/2092623

Grzywacz, J. G., and Marks, N. F. (2000). Reconceptualizing the work–family interface: an ecological perspective on the correlates of positive and negative spillover between work and family. J. Occup. Health Psychol. 5:111. doi: 10.1037/1076-8998.5.1.111

Gullahorn, J. T. (1952). Distance and friendship as factors in the gross interaction matrix. Sociometry 15, 123–134. doi: 10.2307/2785450

Hart, S. L., and Milstein, M. B. (2003). Creating sustainable value. Acad. Manag. Persp. 17, 56–67. doi: 10.5465/ame.2003.10025194

Hu, Q., Schaufeli, W., Taris, T., Hessen, D., Hakanen, J., Salanova, N., et al. (2014). East is east and west is west and never the twain shall meet: work engagement and workaholism across Eastern and Western cultures. J. Behav. Soc. Sci. 1, 6–24.

Inuwa, M. (2016). Job satisfaction and employee performance: an empirical approach. Millenn. Univ. J. 1, 90–103.

Ismail, H. N., Iqbal, A., and Nasr, L. (2019). Employee engagement and job performance in Lebanon: the mediating role of creativity. Int. J. Prod. Perf. Manag. 68, 506–523. doi: 10.1108/IJPPM-02-2018-0052

Jo, S. J., Bae, E. G., Kim, H. S., Kim, D. Y., Lee, M. Y., Rhee, S. S., et al. (2018). Models for HRD Practice: Career Development. Seoul: Parkyoungsa Book Publishing.

Kahn, W. A. (1990). Psychological conditions of personal engagement and disengagement at work. Acad. Manag. J. 33, 692–724. doi: 10.5465/256287

Kahn, W. A. (1992). To be fully there: psychological presence at work. Hum. Relat. 45, 321–349. doi: 10.1177/001872679204500402

Karatepe, O. M., and Karadas, G. (2015). Do psychological capital and work engagement foster frontline employees’ satisfaction? Int. J. Contemp. Hosp. Manag. 27, 1254–1278. doi: 10.1108/IJCHM-01-2014-0028

Khusanova, R., Choi, S. B., and Kang, S. W. (2019). Sustainable workplace: the moderating role of office design on the relationship between psychological empowerment and organizational citizenship behaviour in Uzbekistan. Sustainability 11:7024. doi: 10.3390/su11247024

Kim, W., and Park, Y. (2020). Organizational support and adaptive performance: the revolving srtuctural relatioships between job crafting, worek engagement, and adaptige perfromance. Sustainability 12:4872. doi: 10.3390/su12124872

Kim, C. D., and Oh, S. J. (2020). Impact of employee’s gratitude disposition on organizational citizenship behavior: focus on multi-mediated effects of perceived organizational support and job satisfaction. J. Korea Cont. Assoc. 20, 686–701.

Kim, M., and Beehr, T. A. (2018). Organization-based self-esteem and meaningful work mediate effects of empowering leadership on employee behaviors and well-being. J. Leaders. Organ. Stud. 25, 385–398. doi: 10.1177/1548051818762337

Kim, W. (2017). Examining mediation effects of work engagement among job resources, job performance, and turnover intention. Perf. Improv. Q. 29, 407–425. doi: 10.1002/piq.21235

Kim, W., Khan, G. F., Wood, J., and Mahmood, M. T. (2016). Employee engagement for sustainable organizations: keyword analysis using social network analysis and burst detection approach. Sustainability 8:631. doi: 10.3390/su8070631

Kim, W., and Park, J. (2017). Examining structural relationships between work engagement, organizational procedural justice, knowledge sharing, and innovative work behavior for sustainable organizations. Sustainability 9:205. doi: 10.3390/su9020205

King, G. (2011). Ensuring the data-rich future of the social sciences. Science 331, 719–721. doi: 10.1126/science.1197872

Kipkosgei, F., Son, S. Y., and Kang, S. W. (2020). Coworker trust and knowledge sharing among public sector employees in Kenya. Inter. J. Environ. Res. Public Health 17:2009. doi: 10.3390/ijerph17062009

Lee, S. H., Shin, Y., and Baek, S. I. (2017). Task characteristics and work engagement: exploring effects of role ambiguity and ICT presenteeism. Sustainability 9:1855. doi: 10.3390/su9101855

Lee, S. H., Shin, Y., and Kim, M. (2018). Why work meaningfulness alone is not enough: the role of social identification and task interdependence as facilitative boundary conditions. Curr. Psychol. 40, 1031–1047. doi: 10.1007/s12144-018-0027-0

Liden, R. C., Wayne, S. J., and Sparrowe, R. T. (2000). An examination of the mediating role of psychological empowerment on the relations between the job, interpersonal relationships, and work outcomes. J. Appl. Psychol. 85:407. doi: 10.1037/0021-9010.85.3.407

Loehr, J., Loehr, J. E., and Schwartz, T. (2005). The Power of Full Engagement: Managing Energy, not Time, is The Key to High Performance and Personal Renewal. New York, NY: Simon & Schuster. doi: 10.1007/978-3-8349-9251-2_17

Macey, W. H., Schneider, B., Barbera, K. M., and Young, S. A. (2011). Employee Engagement: Tools for Analysis, Practice, and Competitive Advantage. Hoboken, NJ: John Wiley & Sons.

MacKenzie, S. B., Podsakoff, P. M., and Fetter, R. (1993). The impact of organizational citizenship behavior on evaluations of salesperson performance. J. Mark. 57, 70–80. doi: 10.1177/002224299305700105

Mackey, A., and Porte, G. (2012). Why (or why not), when and how to replicate research. Replic. Res. Appl. Ling. 2146, 21–46.

Martela, F., and Pessi, A. B. (2018). Significant work is about self-realization and broader purpose: defining the key dimensions of meaningful work. Front. Psychol. 9:363. doi: 10.3389/fpsyg.2018.00363

Martela, F., Ryan, R. M., and Steger, M. F. (2018). Meaningfulness as satisfaction of autonomy, competence, relatedness, and beneficence: comparing the four satisfactions and positive affect as predictors of meaning in life. J. Happiness Stud. 19, 1261–1282. doi: 10.1007/s10902-017-9869-7

Marzband, R., Hosseini, S. H., and Hamzehgardeshi, Z. (2016). A concept analysis of spiritual care based on Islamic sources. Religions 7:61. doi: 10.3390/rel7060061

May, D. R., Gilson, R. L., and Harter, L. M. (2004). The psychological conditions of meaningfulness, safety and availability and the engagement of the human spirit at work. J. Occup. Organ. Psychol. 77, 11–37. doi: 10.1348/096317904322915892

Miao, Q., Eva, N., Newman, A., and Schwarz, G. (2019). Public service motivation and performance: the role of organizational identification. Public Money Manag. 39, 77–85. doi: 10.1080/09540962.2018.1556004

Mostafa, A. M. S., and Abed El-Motalib, E. A. (2020). Ethical leadership, work meaningfulness, and work engagement in the public sector. Rev. Public Pers. Adm. 40, 112–131. doi: 10.1177/0734371X18790628

Oh, S., and Roh, S. C. (2019). A moderated mediation model of self-concept clarity, transformational leadership, perceived work meaningfulness, and work motivation. Front. Psychol. 10:1756. doi: 10.3389/fpsyg.2019.01756

Opoku, M. A., Choi, S. B., and Kang, S. W. (2019). Servant leadership and innovative behaviour: an empirical analysis of Ghana’s manufacturing sector. Sustainability 11:6273. doi: 10.3390/su11226273

Opoku, M. A., Choi, S. B., and Kang, S. W. (2020). Psychological safety in ghana: empirical analyses of antecedents and consequences. Int. J. Environ. Res. Public Health 17:214. doi: 10.3390/ijerph17010214

Orgambídez, A., Borrego, Y., and Vázquez-Aguado, O. (2019). Self-efficacy and organizational commitment among Spanish nurses: the role of work engagement. Int. Nurs. Rev. 66, 381–388. doi: 10.1111/inr.12526

Perry, J. L., and Hondeghem, A. (2008). Motivation in Public Management: The Call of Public Service. New York, NY: Oxford University Press.

Pinjani, P., and Palvia, P. (2013). Trust and knowledge sharing in diverse global virtual teams. Inf. Manag. 50, 144–153. doi: 10.1016/j.im.2012.10.002

Podsakoff, P. M., MacKenzie, S. B., and Podsakoff, N. P. (2012). Sources of method bias in social science research and recommendations on how to control it. Annu. Rev. Psychol. 63, 539–569. doi: 10.1146/annurev-psych-120710-100452

Pradhan, S., and Pradhan, R. K. (2016). Transformational leadership and job outcomes: the mediating role of meaningful work. Glob. Bus. Rev. 17(3. Suppl), 173S–185S. doi: 10.1177/0972150916631211

Preacher, K. J., and Hayes, F. (2008). Asymptotic and resampling strategies for assessing and comparing indirect effects in multiple mediator models. Behav. Res. Methods 40, 879–891. doi: 10.3758/BRM.40.3.879

Qi, L., Wei, X., Li, Y., Liu, B., and Xu, Z. (2020). The influence of mistreatment by patients on job satisfaction and turnover intention among Chinese nurses: a three-wave survey. Int. J. Environ. Res. Public Health 17:1256. doi: 10.3390/ijerph17041256

Rehman, K. U. (2010). The Concept of Labor in Islam. Bloomington, IND: Xlibris Corporation.

Rich, B. L., Lepine, J. A., and Crawford, E. R. (2010). Job engagement: antecedents and effects on job performance. Acad. Manag. J. 53, 617–635. doi: 10.5465/amj.2010.51468988

Ro’i, Y. (2015). The USSR and the Muslim World: Issues in Domestic and Foreign Policy. Milton Park: Routledge. doi: 10.4324/978315681306

Rosso, B. D., Dekas, K. H., and Wrzesniewski, A. (2010). On the meaning of work: a theoretical integration and review. Res. Organ. Behav. 30, 91–127. doi: 10.1016/j.riob.2010.09.001

Rothbard, N. P., and Patil, S. V. (2011). Being There: Work Engagement and Positive Organizational Scholarship. Oxford: Oxford University Press. doi: 10.1093/oxfordhb/9780199734610.013.0005

Scafuri Kovalchuk, L., Buono, C., Ingusci, E., Maiorano, F., De Carlo, E., Madaro, A., et al. (2019). Can work engagement be a resource for reducing workaholism’s undesirable outcomes? A multiple mediating model including moderated mediation analysis. Int. J. Environ. Res. Public Health 16:1402. doi: 10.3390/ijerph16081402

Schaufeli, W., Taris, T., Le Blanc, P., Peeters, M., Bakker, A., and De Jonge, J. (2001). Maakt arbeid gezond. Op Zoek Naar Bevlogen Werknemer 2001, 422–428.

Schaufeli, W. B., and Bakker, A. B. (2004). Job demands, job resources, and their relationship with burnout and engagement: a multi-sample study. J. Organ. Behav. 25, 293–315. doi: 10.1002/job.248

Schaufeli, W. B., Martinez, I. M., Pinto, A. M., Salanova, M., and Bakker, A. B. (2002a). Burnout and engagement in university students: a cross-national study. J. Cross-Cult. Psychol. 33, 464–481. doi: 10.1177/0022022102033005003

Schaufeli, W. B., Salanova, M., González-Romá, V., and Bakker, A. B. (2002b). The measurement of engagement and burnout: a two sample confirmatory factor analytic approach. J. Happiness Stud. 3, 71–92. doi: 10.1023/A:1015630930326

Schaufeli, W. B., Bakker, A. B., and Salanova, M. (2006a). The measurement of work engagement with a short questionnaire: a cross-national study. Educ. Psychol. Measure. 66, 701–716. doi: 10.1177/0013164405282471

Schaufeli, W. B., Taris, T. W., and Bakker, A. B. (2006b). “Dr. Jekyll or Mr. Hyde: on the differences between work engagement and workaholism,” in Research Companion to Working Time Work Addiction, ed. R. J. Burke (Cheltenham: Elgar), 193–217.

Shellhouse, J., Carter, H. S., and Benge, M. P. (2019). Enhancing motivation through work meaningfulness. EDIS 2019, 235–238. doi: 10.32473/edis-wc330-2019

Shimazu, A., Schaufeli, W. B., Miyanaka, D., and Iwata, N. (2010). Why Japanese workers show low work engagement: an item response theory analysis of the Utrecht work engagement scale. Biopsychosocial Med. 4, 1–6. doi: 10.1186/1751-0759-4-17

Shuck, B., Reio, T. G. Jr., and Rocco, T. S. (2011). Employee engagement: an examination of antecedent and outcome variables. Hum. Resour. Dev. Int. 14, 427–445. doi: 10.1080/13678868.2011.601587

Sonnentag, S. (2017). A task-level perspective on work engagement: a new approach that helps to differentiate the concepts of engagement and burnout. Burn. Res. 5, 12–20. doi: 10.1016/j.burn.2017.04.001

Sonnentag, S., Dormann, C., and Demerouti, E. (2010). “Not all days are created equal: the concept of state work engagement,” in Work Engagement: A Handbook of Essential Theory and Research, eds A. B. Bakker and M. P. Leiter (Hove: Psychology Press), 25–38.

Spreitzer, G., Porath, C. L., and Gibson, C. B. (2012). Toward human sustainability: how to enable more thriving at work. Organ. Dyn. 41, 155–162. doi: 10.1016/j.orgdyn.2012.01.009

Spreitzer, G. M. (1995). Psychological empowerment in the workplace: dimensions, measurement, and validation. Acad. Manag. J. 38, 1442–1465. doi: 10.5465/256865

Stairs, M., and Galpin, M. (2010). Positive Engagement: From Employee Engagement to Workplace Happiness. New York, NY: Oxford University Press. doi: 10.1093/oxfordhb/9780195335446.013.0013

Steger, M. F., and Dik, B. J. (2009). If one is looking for meaning in life, does it help to find meaning in work? Appl. Psychol. Heal. Well-Being 1, 303–320. doi: 10.1111/j.1758-0854.2009.01018.x

Steger, M. F., Dik, B. J., and Duffy, R. D. (2012). Measuring meaningful work: the work and meaning inventory (WAMI). J. Career Assess. 20, 322–337. doi: 10.1177/1069072711436160

Steger, M. F., Littman-Ovadia, H., Miller, M., Menger, L., and Rothmann, S. (2013). Engaging in work even when it is meaningless: positive affective disposition and meaningful work interact in relation to work engagement. J. Career Assess. 21, 348–361. doi: 10.1177/1069072712471517

Tummers, L. G., and Knies, K. (2013). Leadership and meaningful work in the public sector. Public Administration Review 73, 859–868. doi: 10.1111/puar.12138

Walumbwa, F. O., Hsu, I. C., Wu, C., Misati, E., and Christensen-Salem, A. (2019). Employee service performance and collective turnover: examining the influence of initiating structure leadership, service climate and meaningfulness. Hum. Relat. 72, 1131–1153. doi: 10.1177/0018726718790649

Wang, Z., and Xu, H. (2019). When and for whom ethical leadership is more effective in eliciting work meaningfulness and positive attitudes: the moderating roles of core self-evaluation and perceived organizational support. J. Bus. Ethics 156, 919–940. doi: 10.1007/s10551-017-3563-x

Wu, W. L., and Lee, Y. C. (2020). Do work engagement and transformational leadership facilitate knowledge sharing?. a perspective of conservation of resources theory. Int. J. Environ. Res. Public Heal. 17:2615. doi: 10.3390/ijerph17072615

Wulandari, A. (2017). Influence of education and work experience on work motivation and job performance at branch office of bank j trust bank surabaya. Spirit Soc. J. 1, 1–20. doi: 10.29138/scj.v1i1.364

Yan, X., Su, J., Wen, Z., and Luo, Z. (2019). The role of work engagement on the relationship between personality and job satisfaction in chinese nurses. Curr. Psychol. 38, 873–878. doi: 10.1007/s12144-017-9667-8

Yousef, D. A. (2000). The Islamic work ethic as a mediator of the relationship between locus of control, role conflict and role ambiguity: a study in an Islamic country setting. J. Manag. Psychol. 15, 283–302. doi: 10.1108/02683940010330966

Yuen, K. F., Loh, H. S., Zhou, Q., and Wong, Y. D. (2018). Determinants of job satisfaction and performance of seafarers. Transp. Res. Part A Policy Pract. 110, 1–12. doi: 10.1016/j.tra.2018.02.006

Zheng, Y., Graham, L., Epitropaki, O., and Snape, E. (2020). Service leadership, work engagement, and service performance: the moderating role of leader skills. Group Organ. Manag. 45, 43–74. doi: 10.1177/1059601119851978


Conflict of Interest: The authors declare that the research was conducted in the absence of any commercial or financial relationships that could be construed as a potential conflict of interest.

Publisher’s Note: All claims expressed in this article are solely those of the authors and do not necessarily represent those of their affiliated organizations, or those of the publisher, the editors and the reviewers. Any product that may be evaluated in this article, or claim that may be made by its manufacturer, is not guaranteed or endorsed by the publisher.

Copyright © 2021 Khusanova, Kang and Choi. This is an open-access article distributed under the terms of the Creative Commons Attribution License (CC BY). The use, distribution or reproduction in other forums is permitted, provided the original author(s) and the copyright owner(s) are credited and that the original publication in this journal is cited, in accordance with accepted academic practice. No use, distribution or reproduction is permitted which does not comply with these terms.


APPENDIX

Job Meaningfulness (α = 0.78) (Spreitzer, 1995)

1. The work I do is very important to me.

2. My job activities are personally meaningful to me.

3. The work I do is meaningful to me.

Work Engagement (α = 0.90) (Schaufeli et al., 2006a)

Vigor

1. At my work, I feel bursting with energy.

2. When I get up in the morning, I feel like going to work.

3. At my job I feel strong and vigorous.

Dedication

4. I am proud of the work that I do.

5. I am enthusiastic about my job.

6. My job inspires me.

Absorption

7. I get carried away when I am working.

8. I feel happy when I am working intensely.

9. I am immersed in my work.

Task Interdependence (α = 0.70) (Campion et al., 1993)

1. I cannot accomplish my tasks without information or materials from other members of my team.

2. Other members of my team depend on me for information or materials needed to perform their tasks.

3. Within my team, jobs performed by team members are related to one another.

Job Performance (α = 0.82) (MacKenzie et al., 1993)

1. This employee is one of my best agents.

2. All things considered, this employee is outstanding.

3. All things considered, this employee performs his/her job the way I like to see it performed.
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