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With more individuals wanting their work to be meaningful, rather than just a source of income,
more organizations recognize that fostering meaningful work is crucial for engaging their employees. Although scholars from diverse disciplines have made valuable eﬀorts to examine how
individual, job, organizational, and societal factors contribute to meaningful work, there is still
no cohesive understanding of how these factors relate to one another and, thus, how organizations can proactively foster experiences of meaningful work for their employees. This paper reports the results of a multilevel review on the factors that contribute to workers' experiences of
meaningful work and discusses how these factors are related to each other to enable the experience of meaningful work in ways that organizations can promote. Our review suggests that to
enable individuals to move beyond satisfying their basic needs by constructing their own sense of
meaningful work, organizations should build and maintain work environments characterized by
a) well-designed, good-ﬁtting, and quality jobs that provide opportunities to job craft, b) facilitative leaders, cultures, policies and practices, and high-quality relationships, and c) an access to
decent work. Our review demonstrates that there is a need for scholars to develop a theory that
explains how individual, organizational and societal factors interact to foster meaningful work in
organizations. Future research should also explore how organizations can target personality and
societal factors that contribute to meaningful work.

Contemporary discourse on work and careers increasingly emphasizes the importance of experiencing one's work as meaningful
(e.g., Pratt & Ashforth, 2003; Rosso, Dekas, & Wrzesniewski, 2010; Steger & Dik, 2010). Broadly deﬁned as work that is personally
signiﬁcant and worthwhile (e.g., Pratt & Ashforth, 2003), meaningful work positively correlates with many important individual
work and career outcomes, such as work engagement (e.g., May, Gilson, & Harter, 2004), job satisfaction (e.g., Steger, Dik, & Duﬀy,
2012), and career development (e.g., Duﬀy & Dik, 2013). This explains why organizations have started to recognize that cultivating
meaningful work is an important means to engage and retain their employees (Deloitte, 2017). Scholars argue that organizations not
only have the capacity to foster meaningful work by implementing diverse practices to create meaningful workplaces (e.g., Chalofsky,
2010; Pratt & Ashforth, 2003; Pratt, Pradies, & Lepisto, 2013), but also that they have an ethical obligation to establish the basic
moral conditions that allow such workplaces to ﬂourish (Michaelson, Pratt, Grant, & Dunn, 2014). Although this highlights the
importance of understanding how organizations can boost meaningful work among their employees to facilitate positive work and
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career-related outcomes, few reviews have speciﬁcally addressed this issue (for exceptions, see Bailey, Madden, Alfes, Shantz, &
Soane, 2017; Pratt & Ashforth, 2003; Pratt et al., 2013).
Despite eﬀorts to integrate the literature on meaningful work (e.g., Rosso et al., 2010), the literature remains highly fragmented
(Lips-Wiersma & Morris, 2009; Rosso et al., 2010). With few exceptions (e.g., Schnell, Höge, & Pollet, 2013), studies tend to focus on
only a few variables from either individual or organizational perspectives without bringing in important societal variables. Likewise,
reviews typically have included individual, job, and organizational factors, and rarely societal factors, yet they have not integrated
these into a cohesive framework that explains how these factors relate to one another to create meaningful work. This leaves
organizations in a diﬃcult place: without an integrated synthesis of the research base, translating research into practice is challenging. For example, focusing on single-variable explanations without attention to the entire complex system may have unintended
consequences and be ultimately ineﬀective. Therefore, the integration of diﬀerent streams of research through a multilevel literature
review is of utmost importance to understand the factors that shape meaningful work and – most importantly given limited scholarship – how organizations can boost meaningful work among their employees to facilitate positive work, career, and well-being
outcomes.
This paper describes how organizations can proactively facilitate experiences of meaningful work. First, we provide an a) updated
multilevel review on the factors that contribute to workers' experiences of meaningful work, followed by a b) discussion of how these
factors may relate and interact to enable the experience of meaningful work in ways that can be promoted by organizations. Through
these means, we extend prior literature reviews on meaningful work (Bailey, Yeoman, Madden, Thompson, & Kerridge, 2016; LipsWiersma & Morris, 2009; Rosso et al., 2010; Steger & Dik, 2010). Second, by exploring ways organizations can boost meaningful
work, this paper adds to the limited scholarship on the topic (e.g., Bailey et al., 2017; Pratt et al., 2013; Pratt & Ashforth, 2003) by
arguing that organizations need to account for individual diﬀerences nested within job-related, organizational, and societal contexts
in their attempts to foster individuals' meaning creation. In this way, they can focus on “enabling opportunities for meaningfulness
creation”, rather than simply engage in “meaning management”, which might result in the erosion of meaningful work (Bailey et al.,
2017; Bailey & Madden, 2016; Lips-Wiersma & Morris, 2009). Therefore, in our review and literature integration, we build on the
foundation of individuals' experience of meaningful work arising from the inﬂuence of diﬀerent-level factors (person, job, organization, and society).

1. Meaningful work and related concepts
For the majority of working individuals, meaningfulness is the most signiﬁcant and valuable feature of work (Cascio, 2003). But
what does meaningful work mean? A key distinction is between “meaning” and “meaningfulness” (Pratt & Ashforth, 2003).
“Meanings” are people's perceptions or interpretations of elements in their environment. Therefore, “meanings” are closely related to
meaning-making – a cognitive process whereby people make sense of their experiences (Wrzesniewski, Dutton, & Debebe, 2003) –
and can have positive, negative, or neutral valence (Lepisto & Pratt, 2017). In contrast, “meaningfulness” or “meaningful work” refers
to “work experienced as particularly signiﬁcant and holding more positive meaning for individuals” (Rosso et al., 2010, p. 95). Thus,
meaningful work is personally signiﬁcant and has positive valence. Pratt and Ashforth (2003) further distinguish between meaningfulness in work, which arises from what one does (i.e., one's work role), and at work, which arises from being a part of something
bigger (i.e., one's membership in a community or culture). Building on these dominant perspectives, Steger et al. (2012) suggested
that next to the subjective experience of work as purposeful and signiﬁcant (e.g., Pratt & Ashforth, 2003; Rosso et al., 2010),
meaningful work is also eudaimonic (growth- and purpose-oriented) rather than hedonic (pleasure-oriented). Each of these approaches highlight somewhat diﬀerent nuances, so to be inclusive in our review, we refer to meaningful work broadly as work that
that is personally signiﬁcant and worthwhile.
Meaningful work reﬂects the personal signiﬁcance of one of the most salient social activities, one of the largest uses of adults'
waking time, and one of the primary contexts in which people pursue their aspirations in life. Therefore, the nomological net for
meaningful work ought to include sociocultural factors, organizational factors, job-related factors and individual psychological
factors, particularly those related to well-being.
Meaningful work positively relates to, but is distinct from, other concepts such as meaning in life, work engagement, intrinsic
motivation, and calling (Lips-Wiersma & Wright, 2012). In particular, meaning in life concerns a global or holistic perspective on
what makes our lives matter, rather than only what makes our work worthwhile (Martela & Steger, 2016). Intrinsic motivation refers
to doing an activity based on its inherent interest and enjoyment (Deci & Ryan, 2000) but does not emphasize the signiﬁcance and
meaningfulness of this activity. Calling represents perhaps the most closely related concept to meaningful work, because it refers to
work that one feels compelled to do that is meaningful, that serves a higher, prosocially-oriented purpose, and that is inspired by
some transcendent source (e.g., Dik & Duﬀy, 2009). Research has demonstrated calling and meaningful work to be distinct constructs,
and longitudinal evidence suggests that meaningful work is a predictor of living one's calling (e.g., Duﬀy, Allan, Autin, & Douglas,
2014). Although calling shares substantial conceptual overlap with meaningful work, including the desire to serve some greater good
(Steger et al., 2012), its most distinctive element (see Brown & Lent, 2016) is its notion of a “transcendent summons” (Dik & Duﬀy,
2009). Some calling research uses methods or measures that do not include this most distinctive element of calling, however; these
operationalizations of “calling” are essentially indistinguishable from meaningful work. Therefore, where calling is investigated
without imposing a deﬁnition (e.g., in qualitative studies) or operationalized as work that is personally signiﬁcant and worthwhile,
that serves some greater good, or that reﬂects purpose and passion without the inclusion of a transcendent summons, we include it in
our review.
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2. Theoretical models of meaningful work
Scholars from diverse disciplines (e.g., management, organizational behavior, vocational psychology) have made theoretical
contributions to understand factors that facilitate the experience of meaningful work. For example, Lips-Wiersma and Morris (2009)
identiﬁed four sources of meaningful work – a) developing and becoming self, b) unity with others, c) serving others, and d)
expressing the self – as well as from understanding and addressing the tensions between these dimensions. The authors suggest that
the experiences of meaningful work involve tensions between the need to meet the needs of the self and the need to meet the needs of
others; and the need for being as well as the need for doing (Lips-Wiersma & Morris, 2009; Lips-Wiersma & Wright, 2012). In turn,
Rosso et al. (2010) suggested that meaningful work can be explained using two psychological dimensions that diﬀer based on the
direction of action (i.e., toward self or others) and one's underlying motives (i.e., agency or communion). In their model, the self/
other dimension reﬂects the target toward which the eﬀort to create meaningfulness is directed, whether that be internal to the self,
or external. The agency/communion dimension, in contrast, refers to one's motives, diﬀerentiating between agency motives (e.g.,
seeking to create, assert, or divide elements, as one would do when playing a musical instrument) and communion motives (e.g.
seeking to connect or unite elements, as in the case of evaluating one's life goals or rekindling past relationships). A third model,
proposed by Steger and Dik (2010), argued that meaning arises when people are able to make sense of their experience (e.g., who
they are, their place in the world), develop a sense of purpose (i.e., identify and pursue highly valued, overarching goals), and directly
or indirectly serve the greater good.
Most of these theoretical models of meaningful work have focused on the individual experience of meaningful work (e.g., LipsWiersma & Morris, 2009). These involve individual eﬀorts to express the self or to serve the greater good. While valuable, these
models do not fully incorporate societal and organizational factors that aﬀect the individual-in-work. Other models that have incorporated organizational factors (e.g., Bailey et al., 2017) have not included social, economic, and cultural factors that individuals
and organizations exist within. Although other theories have eﬀectively addressed socioeconomic or cultural issues (e.g., Duﬀy,
Blustein, Diemer, & Autin, 2016), these theories have not fully addressed the individual factors that inﬂuence the experience of
meaningful work. What is missing is an integrative theoretical framework that places individuals fully within their job, organizational, and social contexts and explains how these levels are related to produce meaningful work. Without such a holistic and
multilevel model we lack a comprehensive understanding of how meaningfulness is found by diﬀerent individuals working in different jobs, organizational, and societal contexts. While there are diﬀerent job-, organizational-, and societal-level sources that
individuals independently can draw on to ﬁnd work meaningfulness, it is the ﬁt between person and environment that ensures the
smooth path toward meaningful work (Hansen, 2013; Kristof-Brown, Zimmerman, & Johnson, 2005). Therefore, it is important to
explore the joined inﬂuences of person and environmental sources on the experiences of work meaningfulness (Barrick, Mount, & Li,
2013) and understand how they relate to each other in a dynamic system. Integrating diﬀerent factors fostering meaningful work is
also likely to be of value from an applied view. Knowing how person and environment factors interact to foster greater meaningful
work, organizations can better customize their organizational policies and practices as well as the design of their jobs.
3. Method
To ﬁnd relevant articles for our review, we conducted an extensive search of the literature across multiple databases from a
variety of ﬁelds (e.g., PsycINFO, Social Sciences Citations Index, Business Source Complete, etc.), although we focused on reviewing
journal articles and academic book chapters representing management, organizational behavior, and vocational psychology disciplines. We also included articles from our knowledge of the literature and through ancestral searches (i.e., examining the references
of included articles). We included both conceptual and empirical articles, which we were careful to distinguish in our search, and
included a variety of search terms (e.g., “work meaning”, “meaningful work”, “work meaningfulness”, “meaningfulness in work”,
“meaningfulness at work”, etc.).
To limit our search, we reviewed literature spanning from 1998 to 2017 (including articles that appeared online in 2017), thus
encompassing 20 years; recent meta-analyses indicate that the vast majority of empirical studies on meaningful work have occurred
after 1998 (Allan, Batz, Sterling, & Tay, under review). In the sections that follow, we ﬁrst review factors related to meaningful work
at each level of analysis (individual-, job-, organizational-, and societal-level). Then, we discuss the limitations identiﬁed in the
review and describe how diﬀerent-level factors relate and interact with each other. By developing an integrative model of factors
fostering meaningful work, the current review is distinct from the others (Bailey et al., 2016; Dik, Steger, Fitch-Martin, & Onder,
2013; Rosso et al., 2010; Steger & Dik, 2010).
4. Overview of the reviewed literature
Table 1 provides a summary of our review of the conceptual and empirical work on the antecedents of meaningful work at
diﬀerent levels.
4.1. Individual-level factors
At the most basic level, we contend that the search for meaning is a universal instinct (Frankl, 1969) that extends to diverse life
domains, including work. We also assume (with McAdams & Pals, 2006) that individual diﬀerences reﬂect variations in otherwise
species-typical universals shaped by our collective evolutionary history. Thus, while arguably all people are inclined toward meaning376
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Table 1
Overview of factors fostering meaningful work at multiple levels.
Review ﬁndings

Multiple levels

Factors

Individual level

Dispositional signatures

-

Characteristic adaptations

- Intrinsic motivation (+)
- Work volition (+)
- Service and greater good motivation (+)

Personal narratives

- Shared experiences (+)
- Work that fosters autonomy (+)
- Work that syncs with one's identity (+)

Type, quality, and amount of
work

-

Job design

- Job characteristics (e.g., autonomy, task signiﬁcance) (+)
- Job crafting (+)

Leadership

-

Organizational culture

- Innovative and supportive cultures (+)
- Integrating elements of ethical culture (+)
- Hierarchical culture (−)

Organizational policies and
practices

- Corporate social responsibility (CSR) (+)
- (Corporate) volunteering (+)
- HR practices focused on engagement and development (recruitment, selection, socialization,
skill and career development) (+)

Social context at work

- Good workplace relationships (+)
- Social-moral climate (+)

Access to decent work

-

Cultural norms

- Emphasis on individual fulﬁllment and wellbeing (+)
- Emphasis on work as a pathway to individual fulﬁllment and wellbeing (+)

Job level

Organizational level

Societal level

Extroversion and conscientiousness (+)
Neuroticism (−)
Positive aﬀective disposition (+)
Job performance (+)
Signature strengths (+)

Working in safe and fair conditions (+)
Underemployment (−)
Working in “white-collar” jobs (+)
Limited developmental opportunities and resources in job (−)

Transformational leadership (+)
Ethical leadership (+)
Empowering leadership (+)
Communicating organizational mission (+)
Leaders as architects of meaning (+)

Safe working conditions (+)
Access to healthcare (+)
Adequate compensation (+)
Hours that allow for free time and rest (+)
Match of organizational, cultural, and family values (+)

seeking, variability in the experience and expression of meaningful work reﬂects individual-level factors that function within the
person who is embedded in a particular job, organization, and sociocultural context. These factors include a) dispositional signatures
such as interests, abilities or personality traits, b) characteristic adaptations, consisting of personal concerns such as motives, goals, and
strivings; and c) personal narratives (McAdams & Pals, 2006).
4.1.1. Dispositional signatures
Dispositional signatures reﬂect patterns of traits that are highly stable across situations and over time. Some studies have examined the relation between the Big Five personality traits and meaningful work, revealing that meaningful work has weak-tomoderate positive correlations with conscientiousness, openness, and extraversion, and a weak negative correlation with neuroticism
(e.g., Frieder, Wang, & Oh, 2018; Woods & Sofat, 2013). Other studies have examined single personality traits. One such study
(Steger, Littman-Ovadia, Miller, Menger, & Rothmann, 2013), using a sample of Israeli white-collar employees, found small-tomoderate positive relations between meaningful work and positive aﬀective disposition (i.e., predisposition to experience a given
aﬀective state across situations and over time). Another study, this one of soldiers, found that the personality trait hardiness was
related to the tendency to ﬁnd work during deployment meaningful (Britt, Adler, & Bartone, 2001). Schnell et al. (2013) incorporated
a proxy rating of interest types for the purpose of quantifying work-role ﬁt and found that this measure of ﬁt was positively associated
377
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with meaningful work. With regard to values as a source of meaningful work, Rosso et al.'s (2010) comprehensive review found
positive correlations of meaningful work with benevolence (e.g., Gandal, Roccas, Sagiv, & Wrzesniewski, 2005) and self-actualization
values (Šverko & Vizek-Vidovic, 1995). In short, some people seem to be more predisposed than others to experiencing meaningful
work.
Meaningful work is also linked to abilities and strengths. Meaningful work often includes an understanding of people's abilities in
light of the expectations placed on them and how both connect to a broader purpose (Steger, 2017; Steger & Dik, 2009). Dobrow and
Tosti-Kharas (2011) found scores on their measure of calling, which assesses “a consuming, meaningful passion toward a domain” (p.
1005), to correlate signiﬁcantly but weakly with an objective measure of ability for a sample of elite music students. Similarly, one
study found the experience of meaningful work to correlate weakly with self-rated job performance (a rough proxy for ability) among
a sample of South African teachers (Fouché, Rothmann, & Vyver, 2017). Stronger results are found when other self-reported proxies
for ability are examined in relation to calling as a form of meaningful work (e.g., Dobrow, 2013). One example of perceived abilities
may be signature strengths. Strengths and the deployment of those strengths were found to be both positively associated with
meaningful work among Israeli participants (Littman-Ovadia & Steger, 2010), and Harzer and Ruch (2012) found that applying
signature strengths at work was positively associated with positive experiences at work, a construct that included meaningfulness,
and calling as a form of meaningful work.

4.1.2. Characteristic adaptations
Characteristic adaptations reﬂect individuals' motives, goals, and strivings. In general, people who work orient to particular goals,
which are hierarchically organized such that higher-level goals (whether they are consciously articulated or not) inform the purpose
of behavior, and lower-level goals inform the speciﬁc action plans that direct behavior in ways intended to achieve the higher goals
(Barrick et al., 2013). In their recent conceptual work, Barrick et al. (2013) proposed that four implicit goals prompted by personality
traits—striving for competence, autonomy, status/power, or relatedness—“comprehensively capture individual diﬀerences in intrinsic motivation that determine purposefulness and meaningfulness at work” (p. 135). They also proposed that pursuing such broad
goals help enact people's constellation of traits, and that because the underlying traits are highly stable, so are the goals on which
individuals focus. Then, “when the behaviors, emotions, and thoughts linked to these goals are enacted in a context that reinforces
the perception that one's actions are purposeful, this in turn evokes the psychological state of experienced meaningfulness” (p. 138).
Therefore, meaningfulness arises when people can enact their personalities, goals, and motivations in the right contexts.
Although Barrick et al.'s (2013) theory awaits thorough testing, research has begun to examine how particular types of motivation
are linked to meaningful work. For example, Allan, Autin, and Duﬀy (2016) found that intrinsic work motivation and work volition
(i.e., beliefs in one's ability to make career choices) were both positively associated with meaningful work. Similarly, Blattner and
Franklin (2017) found a positive correlation between work volition and meaningful work. Allan, Autin, and Duﬀy (2014) found that
serving others or contributing to the greater good was the central driver in people's sense of their work as meaningful. Consistent with
this latter ﬁnding, a recent set of experiments demonstrated that helping others increases meaningful work (Allan, Duﬀy, & Collisson,
2017).
Rosso et al. (2010) also suggested that “systematic examinations of the mechanisms through which spiritual life impacts the
meaning of work” (p. 107) would oﬀer a valuable contribution to the literature. Although not formally tested in the work domain,
Park's (2012) meaning-making model suggests that a person's global meaning system—a worldview consisting of beliefs, goals,
values, and sense of global meaning—translates into daily meaning in the work role through interpretations, strivings and projects,
and life satisfaction and positive aﬀect. The model postulates that meaningful work varies as a function of how well one's components
of global meaning align with one's work experiences.

4.1.3. Personal narratives
Personal narratives refer to individuals' idiosyncratic, internal, dynamic life stories, constructed by people to achieve coherence
from what often seem like disparate experiences. In short, personal narratives oﬀer a way for people to make sense of their lives;
when applied to their careers, they oﬀer a way to make sense of and derive meaning from their work. Some studies have investigated
the ways that people use narratives to extract meaning from work using qualitative, interview-based methods. For example, Bailey
and Madden (2017) interviewed workers within three occupations (refuse collectors, stone masons, and academics) and found that
meaningful work occurred on an episodic rather than continual basis, and was tied to experiences that were shared, that fostered
autonomy, and that were temporally complex. Several qualitative studies on a sense of calling as a form of meaningful work also have
emerged to demonstrate how discerning or interpreting a calling is often a highly individualized and complex process that is deeply
integrated into participants' sense of identity (e.g., Schabram & Maitlis, 2017).
Overall, the results of the reviewed studies demonstrate that although some trait-level individual diﬀerences are relevant, the
individual factors most associated with experiences of work as meaningful are goal directedness, prosocial motivation, and a deeper
understanding of one's career narrative. Since not all employees are self-directed in their goal development or prosocially-motivated,
organizations play an important role in creating opportunities for ﬁnding meaningfulness in one's work, especially for those employees who might ﬁnd it hard to do it on their own. Moreover, workers who have factors that predispose them to develop a sense of
meaningfulness at work may still need the appropriate context to experience meaningfulness (Barrick et al., 2013). Several articles
are available that describe intervention strategies that career counselors can implement to foster a deeper sense of meaningful work
among employees; some of these strategies could potentially be self-driven as well (e.g., Dik et al., 2015).
378
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4.2. Job-level factors
Job-level factors concern the responsibilities and tasks that characterize one's job. People may diﬀer in terms of how they perceive
the importance and appeal of any number of job characteristics, just as they may diﬀer in terms of how they decide to do their jobs.
Although research is just beginning, several studies already provide grounding for the inﬂuence of the type, quality, and amount of
work on meaningful work as well as job design, which includes how jobs have been designed or modiﬁed by organizations or workers
to enable work meaningfulness.
4.2.1. Type, quality, and amount of work
Unsurprisingly, several models suggest that the experience of meaningful work may vary due to characteristics of work itself (e.g.,
Hackman & Oldham, 1976). At a very basic level, people may be more likely to ﬁnd meaningful work in situations in which they have
basic work needs met and feel appreciated for their contributions. Research supports these notions by demonstrating positive correlations between meaningful work and working in safe conditions, with access to healthcare, adequate ﬁnancial compensation, and
down time (Duﬀy et al., 2017). Conversely, meaningful work is negatively correlated with perceived underemployment across several
domains, including perceptions of insuﬃcient pay or status, or a mismatch between the job requirements and a worker's ﬁeld of
expertise or qualiﬁcations (Allan, Tay, & Sterling, 2017).
As part of wider eﬀorts to understand how job type may aﬀect meaningful work, some researchers have sought to identify
diﬀerences across professions. In a study based in India, the highest levels of meaningful work were reported for those employed in
the Insurance sector, followed by those in Teaching, Information Technology, general Business, and Dentistry (Malhotra, Bhola,
Khandelwal, & Bhola, 2016). Another study, based in New Zealand, reported that those employed in jobs that are considered to be
“white collar” reported higher levels of meaningful work than those employed in traditional “blue collar” jobs, or those employed in
so-called “pink collar” jobs (Lips-Wiersma, Wright, & Dik, 2016). Research also shows that individuals experience less meaningful
work when they lack personal or career development opportunities in their jobs (Arnoux-Nicolas, Sovet, Lhotellier, Di Fabio, &
Bernaud, 2016; Rautenbach & Rothmann, 2017) and when they lack the resources necessary for doing the job (Arnoux-Nicolas et al.,
2016).
These job-level factors may be viewed as conveying messages about the worth and capabilities of an individual. As our review
shows, workers who feel pressured to work in unsafe conditions and granted insuﬃcient pay or status could reasonably perceive a
message that they are of little value or worth. Thus, to provide opportunities for individuals to create meaningfulness in their work,
organizations should ensure these individuals work in jobs that ﬁt the level of their qualiﬁcation and enable development opportunities.
4.2.2. Job design
The job characteristics model argues for the importance of higher levels of autonomy, skill variety, task identity, and task signiﬁcance for the individual experiences of work meaningfulness (Hackman & Oldham, 1976; Rosso et al., 2010). Both conceptual and
empirical scholarship points to the fact that having jobs designed to promote a sense of purpose and positive impact on others relates
to greater experiences of task signiﬁcance and meaningful work (e.g., Grant, 2007, 2008; Grant et al., 2007). Also, Allan (2017) found
that task signiﬁcance signiﬁcantly predicted work meaningfulness over time and not vice versa.
Not all workers have perfect working circumstances when they start a new job. Ideally, however, workers feel a sense of selfdetermination in shaping the boundaries of their jobs, so that they can engage in proactive redeﬁning and reimagining their jobs to
align with their preferences, needs, and passions, contributing to their experiences of meaningful work (Berg, Dutton, &
Wrzesniewski, 2013; Wrzesniewski & Dutton, 2001). For example, individuals engage in job crafting by establishing more positive
relationships with others or even changing their mindset to identify how their work creates beneﬁt for others (Grant, 2007), resulting
in a stronger sense of meaningfulness. Research has shown that by proactively crafting their job demands and job resources, employees experience greater work meaningfulness both directly (Petrou, Bakker, & Van den Heuvel, 2017) and indirectly through the
optimization of their person-job ﬁt (Tims, Derks, & Bakker, 2016).
To summarize, working in jobs that ﬁt one's qualiﬁcations, provide opportunities for development, are autonomous, are signiﬁcant, and provide the means to design one's working conditions for the better are all important for individuals to ﬁnd meaningful
work. Organizations may contribute to employees' experiences of meaningful work by attempting to design jobs that respect individuals' needs and qualiﬁcations and that empower individuals to craft or re-design jobs in ways that optimize their sense of
prosocial impact.
4.3. Organizational-level factors
Next to individual- and job-related factors, meaningfulness could arise from individuals' eﬀorts to make sense of organizationallevel inﬂuences, namely: leadership, organizational culture, organizational policies and practices, and the social context at work. While we
further discuss how each of these factors on its own contributes to work meaningfulness, we acknowledge that these factors are
related to each other as they together form explain how organizations as a whole enable meaningful work for their employees.
4.3.1. Leadership
Conceptual work suggests that workers experience meaningfulness when they have a deep understanding of themselves and their
values, the organization and its ultimate aspirations, and their person-organization ﬁt (Chalofsky, 2003; Steger & Dik, 2010). Central
379

Journal of Vocational Behavior 110 (2019) 374–389

E.I. Lysova et al.

in this process is developing an understanding of how one's daily work connects with important personal values that align with the
organization's mission. This is especially true given that workers engage in specialized tasks and goals that might be far removed from
greater purposes of their workplaces (Carton, 2017; Steger & Dik, 2010). Therefore, leaders play an important role in facilitating this
understanding in several ways.
One way leaders can contribute to their followers' sense of work meaningfulness is through helping them connect their daily tasks
to the ultimate aspirations of the company. Indeed, research shows that helping workers understand how their daily tasks connect
with these ultimate purposes may increase their sense of meaningfulness (Allan, 2017; Harris, Kacmar, & Zivnuska, 2007).
Sosik's (2000) conceptual model of personal meaning and charismatic leadership suggests that managers' personal meaning and
purpose in life cause leadership behaviors that construct meaning for followers. Therefore, at a minimum, leaders need to cultivate
their own sense of meaningfulness and articulate this clearly (Steger & Dik, 2010). Leaders who ﬁnd their own meaningfulness and
can articulate a cohesive and cogent rationale for how their organization contributes to the greater good are better able to transmit
this to employees. Doing so also limits a potential risk that employees may view disingenuous eﬀorts to “increase meaningfulness” as
attempts at control and manipulation (Lips-Wiersma & Morris, 2009). As Bailey et al. (2017) suggested, meaningful work may only
relate to positive outcomes for those with relative autonomy in the workplace.
Furthermore, several lines of research suggest that certain styles of leadership can increase the meaningfulness of work among
employees, which could in turn increase positive workplace outcomes, such as engagement, organizational identiﬁcation, and voice
behaviors (Chen, Wang, & Lee, 2018; Demirtas, Hannah, Gok, Arslan, & Capar, 2017). Some leadership styles positively linked to
meaningful work include transformational leadership (Arnold, Turner, Barling, Kelloway, & McKee, 2007; Purvanova, Bono, &
Dzieweczynski, 2006; Tummers & Knies, 2013), empowering leadership (Lee, Idris, & Delfabbro, 2017), and ethical leadership
(Demirtas et al., 2017; Wang & Xu, 2017). For example, transformational leaders create a vision of the future and inspire employees
to work toward that meaningful purpose as they are able to connect workers with the ultimate aspiration of the organization (Bass,
1990).
In another form of leadership, Carton (2017) argued that leaders should act as “architects” who create meaning in their organizations with four sense-giving actions: reducing the number of ultimate aspirations to one, shifting attention from this ultimate
aspiration to a concrete purpose, communicating milestones to achieving this purpose, and delineating the connection between the
ultimate aspiration and the concrete purpose. Carton (2017) explained that employees' work meaning might have changed through
the process of John F. Kennedy coaxing NASA's ultimate aspirations and that this meaning was a precursor to employees' meaningful
work, which points to the value of leaders acting as “architects”.
However, these leadership styles may be limited in their ability to facilitate meaningfulness. In their interviews of 135 workers on
the meaningfulness of their work, Bailey and Madden (2016) found little reference to organizational leaders creating meaningfulness
for their employees, and when participants did mention leaders, it was typically to discuss how bad bosses decreased their sense of
work meaningfulness. In addition, visions set forward by transformational leaders may be too distant and vague for employees to
understand (Carton, 2017), and they do not always correspond with a greater purpose relevant to the personal values of employees.
For example, creating “a nationwide chain of women's sportswear stores” (Bass, 1990, p. 23) qualiﬁes as a vision, but it hardly meets
criteria for an ultimate aspiration likely to help employees experience a deep sense of work meaningfulness.
Therefore, good management may turn out to be necessary but not suﬃcient for employees' experiences of meaningful work. In
other words, leaders may have to focus on what not to do, rather than what to do, and several actions may decrease meaningfulness in
employees (Bailey & Madden, 2016). First, evidence suggests that an abusive workplace that overburdens or overworks its employees
makes it unlikely that meaningfulness will develop (Duﬀy et al., 2016). Second, failing to acknowledge the important contributions of
their followers may harm workers' ability to maintain meaningfulness (Montani, Boudrias, & Pigeon, 2017). Finally, giving workers
pointless busy work when there is not meaningful work available is another way to stymie meaningfulness (Bailey & Madden, 2016).
Instead, providing employees with autonomy and free time to develop projects and express their creativity might have the opposite
eﬀect (Bailey & Madden, 2016).
Thus, strong organizational leadership is likely an eﬀective driver to increase employees' meaningful work. This leadership needs
to be authentic and mission driven.
4.3.2. Organizational culture
Research suggests that organizational culture, which is a shared pattern of assumptions, meanings, and values about how things
are done every day in the organization (Schein, 2010), inﬂuences employees' experiences meaningfulness at work (Pratt et al., 2013;
Pratt & Ashforth, 2003). In their book chapter, Cardador and Rupp (2011) draw on the multiple needs model of organizational justice
(Cropanzano, Byrne, Bobocel, & Rupp, 2001) to propose that employees in innovative (i.e., characterized by entrepreneurialism,
personal initiative and growth) and supportive (i.e., characterized by employee empowerment and humane work environment)
cultures will be more likely to perceive their work as meaningful than in other cultures because innovative and supportive cultures
allow employees to satisfy needs for control, belongingness, and meaningful existence. Cardador and Rupp (2011) also proposed that
a stronger and a more positive relation between organizational culture and work meaningfulness could be in place when a) the
aspects of the organization's culture are aligned and emphasized similarly in unique parts of the organization, b) the elements of
innovative and supportive cultures are integrated, and c) when the elements of ethical culture (i.e., characterized by the focus on
values and integrity) are imbued in the organizational culture.
Empirical research linking organizational culture and meaningful work shows that a bureaucratic culture (i.e., characterized by
highly formalized rules and regulations) decreases employees' meaningful work (Lee et al., 2017) and that there is a positive relation
between organizational learning culture (i.e., focused on enabling collective learning) and workplace spirituality, a concept including
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meaningful work (Sorakraikitikul & Siengthai, 2014).
The somewhat limited literature points to the need for organizations to recognize that innovative and supportive organizational
cultures with the elements of ethical culture enable the satisfaction of employees' needs for control, belongingness, and meaningful
existence and therefore are more likely to boost work meaningfulness than other cultures. In other words, good organizational
cultures allow people to engage in their own individual-level processes that cultivate work meaningfulness. However, drawing on the
suggestions by Cardador and Rupp (2011), organizations could attempt to enrich their current cultures with the elements of innovative, supportive and ethical cultures to create more opportunities for employees to experience meaningfulness at work. In so
doing, organizations need to pay attention to the consistency of cultural elements to successfully integrate the diﬀerent elements in
organization's culture, because without this coherence employees' work meaningfulness could be undermined rather than enhanced
(Cardador & Rupp, 2011).
4.3.3. Organizational policies and practices
Among all the organizational policies and practices, policies and actions that consider the triple bottom line of economic, social,
and environment performance, referred to as Corporate Social Responsibility (CSR), are often seen as having the potential to enable
greater employees' experiences of work meaningfulness (e.g., Aguinis & Glavas, 2013; Aguinis & Glavas, 2017; Michaelson et al.,
2014; Pratt et al., 2013). Both conceptual and empirical work on the topic argues that CSR contributes to meaningful work because a)
it signals that organizations have an ethical approach toward its various stakeholders, making employees feel a sense of pride of and
identiﬁcation with the organization (e.g., Glavas & Kelley, 2014) and b) it satisﬁes individuals' need for a meaningful existence,
giving employees a sense that they are part of an eﬀort to help improve the well-being of others (e.g., Bauman & Skitka, 2012;
Cropanzano et al., 2001). Indeed, prior research found that CSR is positively associated with meaningful work (Akdoğan, Arslan, &
Demirtaş, 2016; Glavas & Kelley, 2014; Raub & Blunschi, 2014).
Aguinis and Glavas (2013, 2017) propose that in organizations where CSR is embedded (i.e., integrated within an organization's
strategy, routines, and operations), employees are more likely to experience both meaningfulness at work and in work. In turn, when
the CSR is not embedded (i.e., peripheral), employees might perceive a lack of congruence between the CSR image an organization
projects and what an employee really does (i.e., CSR as a greenwashing) that negatively inﬂuences employees' experience of work
meaningfulness (Aguinis & Glavas, 2013).
Research on corporate volunteering shows that when organizations provide opportunities for their employees to engage in
corporate volunteering and support them in this endeavor, the employees also experience greater work meaningfulness (e.g.,
Caligiuri, Mencin, & Jiang, 2013; Rodell, 2013). Indeed, research suggests that employees engage in volunteering opportunities to
compensate for the lack of meaningfulness in their job (Geroy, Wright, & Jacoby, 2000; Rodell, 2013). Also, when employees have the
possibility to decide themselves on the cause of the volunteering and engage in it voluntarily, they are more likely to experience
increased work meaningfulness (Grant, 2012).
Another set of organizational policies and practices that research sees as contributing to meaningful work concerns human
resource practices. In particular, in their book chapter, Pratt and Ashforth (2003) argue that such practices as recruitment, selection
and socialization can create meaningfulness at work and in work. In their conceptual work, Albrecht, Bakker, Gruman, Macey, and
Saks (2015) propose that those human resource practices (employee selection, socialization, performance management, and learning
and development) which are strategically focused on stimulating engagement will inﬂuence the psychological experience of
meaningfulness. What is more, recent studies show that perceived opportunities for development are positively associated with
meaningful work (Fletcher, 2016a) and that perceptions of training provided by an organization are positively related to its employees' personal role engagement, the construct that involves psychological meaningfulness (Fletcher, 2016b).
The reviewed literature suggests that organizations can enable experiences of meaningful work for their employees by implementing CSR- and volunteering-initiatives and HR practices that are focused on employees' development and engagement. Yet,
without attempting to integrate these initiatives and practices in the strategy and day-to-day practices of the organization, organizations risk to be perceived as unauthentic, minimizing the potential of these initiatives to boost work meaningfulness. Indeed,
research points to the fact that diﬀerent policies and practices could lead to the erosion of meaningfulness when employees perceive
them as inauthentic (e.g., Bailey et al., 2017).
4.3.4. Social context at work
Wrzesniewski et al. (2003) propose that daily interactions with others (i.e., coworkers, managers, etc.) in their organizational
context have the central position in the process of employees building meaning into their work. The authors explain that employees
rely on social cues from others within the workplace to construct their own meaning of work. Indeed, research supports the idea that
close interpersonal relationships with coworkers have a positive impact on perceptions of work meaningfulness (Grant, 2007; Kahn,
2007). A recent study by Colbert, Bono, and Purvanova (2016) showed that positive relationships at work are positively associated
with meaningful work mainly because of them serving a “giving to others” function – providing individuals with the opportunity to
assist, mentor, support, or care for the other person.
Good co-worker relationships foster a sense of belonging and a stronger sense of social identity (May et al., 2004; Rosso et al.,
2010). Indeed, Lips-Wiersma and Morris (2009) found that good working relationships with coworkers are important for creating a
bond and a sense of common purpose that contributes to meaningful work. Furthermore, perceived sense of belonging, respect across
groups as well as the experiences of being mentored by another employee were found to contribute to employees' meaningful work
(Blattner & Franklin, 2017; Cardador & Hill, 2018). In their study, Schnell et al. (2013) showed that a social-moral climate in
organizations characterized by trust-based and respectful relationships, atmosphere of support and cooperation, and self381
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transcendent orientation enables greater meaningful work.
To conclude, our review suggests that employees' sense of work meaningfulness can be cultivated in the contexts characterized by
interpersonal closeness, belonging and togetherness. In practice, this means that organizations should consider designing oﬃces,
work projects and schedules in such a way that there is a possibility for the positive workplace relationships to emerge and sustain.
Organizations should also consider aligning performance and reward structures that nurtures cooperation rather than competition.
Overall, this section suggests that the possibilities for individuals to ﬁnd their work meaningful depend on the work environment
where individuals' needs are satisﬁed and facilitated by leaders, cultures, policies and practices, and the overall social context at
work.
4.4. Societal-level factors
Societal factors inﬂuence people's access to jobs that facilitate meaning but also individuals' personal pathways to meaningfulness;
such top down factors also inﬂuence economic and social structures of jobs and organizations. In many ways, person, job, and
organizational factors that facilitate meaningful work are relevant only insomuch as meaningful work is supported by society at large.
In the following sections, we discuss two of the factors that are especially pertinent for the ability of individuals in a speciﬁc society to
attain meaning in their jobs: access to decent work and cultural norms.
4.4.1. Access to decent work
We contend that experiencing work as decent is a key facilitator of meaningful work. As conceptualized in the Psychology of
Working Theory (Duﬀy et al., 2016), decent work consists of, “(a) physical and interpersonally safe working conditions (e.g., absent
of physical, mental, or emotional abuse), (b) hours that allow for free time and adequate rest, (c) organizational values that complement family and social values, (d) adequate compensation, and (e) access to adequate health care” (p. 130). Although decent work
is experienced by individuals in their speciﬁc work environments, societies at large set the standard of employment that is to be
expected by organizations and employers. The International Labor Organization (ILO, 2016; ILO, 2008) has been strident in proposing that decent work is a fundamental human right and that countries all over the world should be establishing policies to ensure
these rights can be realized.
Ultimately, decent work provides a way for individuals to meet needs for survival, social connection, and self-determination
(Duﬀy et al., 2016), and once these needs are met, individuals can experience higher-level work experiences such as meaningfulness.
Initial research has shown that decent work is strongly related to job satisfaction and meaningful work, particularly when work
provides people with adequate compensation and when the organization's values are complementary to societal and family values
(Duﬀy et al., 2017). Although precise estimates on the availability of decent work at a societal level are not available at the current
time, the most recent ILO (2016) report showcases that still a high percentage of the world's population live in developing countries
where employment that meets the standard for decent work is more diﬃcult to attain.
Although we view decent work as a key predecessor of meaningful work, some individuals may have the capacity to experience
their work as meaningful even if it is not decent. For example, correlations between decent work and meaningful work are strong but
range from 0.48–0.58 (Allan, Tebbe, Bouchard, & Duﬀy, 2018; Duﬀy et al., 2017; Işık, Kozan, & Işık, 2018), indicating these are not
completely overlapping constructs – it is possible to have one without the other. To date, however, it is unclear what types of
individuals would be more likely to experience meaningful work in environments where one or more components of decent work is
absent. This oﬀers an intriguing pathway for future research, perhaps building on the work of various scholars (Ashforth & Kreiner,
1999; Lips-Wiersma et al., 2016) who have studied the experience of ﬁnding meaning in blue collar, low wage, or “dirty” work.
In practice, promoting decent work at an organization and job level means building work environments for all individuals that
meet a threshold of providing for basic human needs of survival, social connection, and self-determination. With this threshold in
place, employees would have the space to seek something larger from their work than simply need satisfaction. Having strong societal
incentives to build these types of environments is critical as often these go against the bottom line (e.g., ensuring safe working
conditions, etc.).
4.4.2. Cultural norms
When a speciﬁc society has policies in place to promote decent work, a foundation is laid on which meaningfulness can build, but
this does not guarantee that meaningful work will be experienced by every person in that society. Although meaningfulness is a
universal need in all societies independently of cultural norms (Frankl, 1969), variations exist in the relative importance of meaningfulness in comparison to other aspects of work. For example, a study by Magun and Rudnev (2012) showed that an orientation to
competing values of personal success, power and wealth is more prominent among Russians than other Europeans. This suggests that
meaningful work in a Russian cultural context is likely to be less important than materialistic values. Moreover, the robust work by
Schwartz and colleagues on values around the world (Ros, Schwartz, & Surkiss, 1999; Schwartz, 1999; Schwartz et al., 2012) shows
that exact comparisons with regard to the importance of speciﬁc values (i.e., hierarchy, mastery, and autonomy) are complex and
major diﬀerences exist in what people value country to country, including what should be reﬂected in their work for it to be
meaningful.
Research suggests that expectations of meaning also diﬀer across cultures (e.g., Claes & Ruiz-Quintanilla, 1994; England &
Whitely, 1990; Harpaz & Fu, 2002). For example, in a country such as the United States which is based in more individualistic and
capitalistic values, the societal expectation of deriving personal meaning from one's work might be very high. In other countries
which place more of a value on collectivism, the societal expectation of deriving personal meaning from supporting one's family and
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community might be very high and work would be seen as a means to this end, not the end itself. Ultimately, on an individual level
these cultural norms undoubtedly have strong impacts on how people approach their jobs on a daily basis. Some societies may place a
strong emphasis on individual fulﬁllment and well-being, and in turn emphasize work as a pathway to achieve these ends. This makes
it important to evaluate whether someone is socialized to look at a job as a place to seek and build personal meaning, or whether jobs
are mainly reﬂective of other, more utilitarian goals. It is only through understanding these cultural distinctions that we can properly
hypothesize how people within a particular society approach their work.
5. Discussion and theoretical integration
Our review points to the fact that despite the important scholarly advancements in the understanding of antecedents of meaningful work, with few exceptions (e.g., Allan, Duﬀy, & Collisson, 2017; Ariely, Kamenica, & Prelec, 2008), the research on meaningful
work has largely been cross-sectional. This makes it diﬃcult to ascertain what causes meaningful work. The lack of experimental
studies may be due, in part, to the lack of a comprehensive theory of meaningful work that can drive studies that are more rigorous.
For example, some previous theories (e.g., Rosso et al., 2010) have not incorporated strong testable hypotheses that are conducive to
experimental and longitudinal studies. The few experimental and longitudinal studies on meaningful work have also been published
more recently and, therefore, not incorporated into existing theory. Some longitudinal studies on meaningful work (e.g., Allan, 2017),
for example, have relied on older frameworks (e.g., The Job Characteristics Model; Hackman & Oldham, 1976) that do not include the
abundance of research on meaningful work since their publication. A comprehensive theory of meaningful work that integrates
perspectives across individual, organization, and societal levels and provides speciﬁc propositions about how these levels interact to
create meaningfulness can drive studies that are more rigorous and organize research into a united framework.
The review also reveals that while the literature has made important progress in developing conceptual ideas about how diﬀerentlevel factors contribute to meaningful work, the empirical research testing these ideas is surprisingly sparse. For example, limited
empirical work exists that examines how individual-level factors such as personality traits, vocational interests, work values, and
abilities as well as societal factors link to meaningful work. No studies of which we are aware of have examined vocational interests
and meaningful work directly. The scarcity of empirical research on individual-level factors appears to be problematic given that
meaningful work represents an individual experience (Lips-Wiersma & Morris, 2009). Similarly, empirical research on the link
between organizational-level factors and meaningful work needs further development. Although scholars have made valuable eﬀorts
to understand how leadership fosters meaningful work, drawing solid conclusions about how, when, and which organizational
culture as well as organizational policies and practices contribute to employees' meaningful work is challenging.
On a separate note, much of the available conceptual and empirical research, with few exceptions (e.g., Bailey et al., 2016; Bailey
et al., 2017; Bailey & Madden, 2016), tends to explore how diﬀerent-level factors beneﬁt meaningful work. Still, it is also important to
understand, for example, which factors impede or challenge the process of individuals experiencing their work as meaningful. These
shortcomings highlight the need for more empirical research that explores the positive and negative factors shaping the experiences
of meaningful work.
5.1. An integrative multilevel framework of factors fostering meaningful work
Based on the review ﬁndings, we inductively developed an integrative multilevel framework of factors fostering meaningful work,
presented in Fig. 1. This framework depicts the proposed relations between individual-, job-, organizational-, and societal-level
factors as inﬂuences on meaningful work. In the following sub-sections, we elaborate on a) how individual-level factors interact with
job- and organizational-level factors, b) how organizational-level factors relate to job-level factors, and c) how societal-level factors
shape individual-, job-, and organizational-level factors. We also acknowledge that societal-level factors may interact with individuallevel factors as they relate to meaningful work. For example, some sociocultural contexts (e.g., collectivist cultures) may better
reinforce greater good motivations and strivings toward meaningfulness than do others. Yet, since our focus on how organizations
should foster meaningful work, we do not elaborate on this interaction.
5.1.1. Individual-level factors interacting with job- and organizational-level factors
In line with Fig. 1, the individual (i.e., one's dispositional signatures, characteristic adaptations, and personal narratives) represents the ultimate stating point in the process of meaningful work emergence. People are able to create meaningfulness when they
have well-designed jobs with suﬃcient quality, type, and opportunities for job crafting that are embedded within organizations with
facilitative leaders and cultures and a broader society that enables access to decent work. When given suﬃcient autonomy to be
themselves and meet their basic and psychological needs, people will create their own meaningfulness without the need for organizations to create it for them. However, as detailed above, creating such environments is challenging with multiple relevant factors
and avenues for intervention.
Regarding mechanisms that inﬂuence integrative meaning-making, a person's level of ﬁt with the environment interacts with
factors operating at each level in our model, including societal availability of diverse job opportunities; organizational recruitment,
selection, and placement practices; the ability of particular jobs to satisfy particular dispositional signatures; and individual volition
and motivation to enter into optimal-ﬁtting jobs, as opposed to the more accessible and still “good-enough” opportunities
(Gottfredson, 2005). These phenomena correspond with theories of person-environment (PE) ﬁt (Holland, 1997; Kristof, 1996;
Kristof-Brown et al., 2005), which suggest that the greater the congruence between a person's characteristics (i.e., personality, values,
and goals) and the features of his or her job and work environment, the higher is the likelihood that individuals will thrive at their
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Fig. 1. An integrative multilevel framework of factors fostering meaningful work.

work. In line with Hansen (2013), at each level of the P-E ﬁt paradigm (i.e., vocation, job, organization, team, supervisor; KristofBrown et al., 2005), the better ﬁt between a person and his or her environment, the smoother the path toward meaningfulness.
Research supports the idea that with a greater person-job and person-organization ﬁt, individuals experience a greater meaningful
work (e.g., Barrick et al., 2013; Scroggins, 2008; Tims et al., 2016).
Yet trait-based ﬁt is not itself a suﬃcient (nor even a necessary) condition for meaningful work. Regardless of how well an
individual's work context objectively aligns with one's traits, it is possible for motivated individuals to set and pursue goals that
facilitate their ability to make sense of their experience and ﬁnd signiﬁcance in it. Although this is likely often experienced as an
individual-level endeavor, some jobs (e.g., those that involve artistic expression or direct contact with beneﬁciaries, those that allow
substantial autonomy) enable pursuit of these goals to a greater extent than others. For example, when individuals seeking greater
challenge at work ﬁnd themselves underemployed in their current job (i.e., doing tasks or job that do not their qualiﬁcations), they
might experience lower work meaningfulness (individual-level factors × type, quality, and amount of work; Allan, Tay, & Sterling,
2017). This situation resembles the lack of ﬁt between the individual needs and motives and his or her job (i.e., needs-supply ﬁt) as
well as the lack of ﬁt between the individual skills and the knowledge and skill required by the job (i.e., demand-supply ﬁt; KristofBrown et al., 2005). Alternatively, for individuals high on prosocial motivation working in jobs that do not allow them to make an
impact on the lives of beneﬁciaries (e.g., coworkers, supervisors, clients, or customers) may also challenge their experiences of work
meaningfulness (individual-level factors × job design; Grant, 2007). In such situations, the individuals feel devalued, which opposes
their eﬀorts to build the individual-level factors autonomy, motivation, or volition, as well as their expression of personal strengths or
embrace of purposeful goal strivings through work (cf. Allan et al., 2016; Barrick et al., 2013; Fouché et al., 2017; Littman-Ovadia &
Steger, 2010).
Similarly, some organizations may be more invested than others in supporting pursuit of meaning-supportive goals (e.g., by
systematically directing attention toward a clearly articulated mission that is clearly tied to the greater good). In line with the logic of
person-organization ﬁt (Hansen, 2013; Kristof-Brown et al., 2005), greater work meaningfulness is likely to be achieved when
individuals' values are congruent with those of an organization. As we discussed earlier, whether values, goals, and the mission of the
organization would be clear to employees are dependent on their leader because managers are people who can destroy or challenge
the attempts of individuals to ﬁnd work meaningfulness (individual-level factors × leadership; Bailey & Madden, 2016). For example,
research that studied the interaction between individual-level factors and leadership reveals that ethical leadership is more eﬀective
in eliciting work meaningfulness of employees that are higher in core self-evaluation (Wang & Xu, 2017). When employees have the
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clarity of the organization's goals and strategies, individuals are better able to see how their work can contribute to these goals and
strategies, adding to their experiences of work meaningfulness (individual-level factors × organizational culture; Cardador & Rupp,
2011). In addition, the presence of particular organizational policies and practices could be particularly important for individuals to
act on their motives, goals, and strivings. For example, individuals who are concerned with the conservation and protection of the
natural environment or have high moral identity are likely to experience a greater meaningful work in organizations that implement
CSR policies and practices (individual-level factors × organizational policies and practices; Aguinis & Glavas, 2017). As another
example, individuals who want to satisfy a need for relatedness (Deci & Ryan, 2000) may experience greater meaningful work in
contexts with high-quality connections (individual-level factors × social context at work; Kahn, 2007).
Meaning-making is arguably most poignant at the level of personal narratives, which represent a lens through which inﬂuences
from one's own self, the job, and the organization most powerfully converge and interact. According to McAdams and Pals (2006),
dispositional traits function to sketch a behavioral outline that may (or may not) ﬁt with particular environments. Characteristic
adaptations “ﬁll in the details of human individuality” (p. 212), which may be diﬀerentially reinforced by the most valued goals,
beliefs, and social strategies within diverse jobs and organizations. And the integrative life narrative represents individual's opportunity to assign meaning to life and work, within the particular time and place at which it unfolds. A particular menu of stories is
available to assist in this process, inﬂuenced by the prevailing norms of a particular job and organization. In making meaning,
individuals sift through the competing stories to which they are exposed, resisting some and appropriating others that help them
understand themselves and their place in the world, including in the world of work.
To summarize, meaningful work is an individual experience that tends to occur when an individual's motivations, values, and
goals are in congruence with those of their environment (job, organization, and society). Future research should investigate
meaningful work in the context of diﬀerent jobs, organizations, and societies rather than in isolation, and should also study how
diﬀerent-level factors relate and interact to foster meaningful work.

5.1.2. Relations between organizational- and job-level factors
Fig. 1 suggests that diﬀerent organizational-level factors do not operate in isolation to contribute to greater employees' experiences of meaningfulness at work. First, leaders are important persons within organizations who can inﬂuence other organizationallevel factors and create conditions for individuals experiencing meaningful work. Leaders can build an organizational culture and
help members to learn the behavior expectations linked to the culture as well as its underlying values (Schein, 2010). Leaders also
provide and shape meaning of organizational policies and practices so that they enact the organization's goals and strategies
(Wimbush & Shepard, 1994). Furthermore, leaders can cultivate high-quality relationships in the workplace that create an atmosphere of cooperation, collaboration and trust (Carmeli, Ben-Hador, Waldman, & Rupp, 2009). Furthermore, since organizational
culture is one of the critical levers by which managers can inﬂuence and direct the course of their organization and thus the behavior
its employees (Smircich, 1983), it will shape the adopted organizational policies and practices, which, in turn, would cultivate and
sustain a certain social context at work (e.g., Gelade & Ivery, 2003).
Job-level factors can directly contribute to employees' experiences of meaningfulness in work. They may also contribute to
employees' meaningfulness indirectly, by translating organizational and societal values about certain types of work and how employees should approach it. For example, by taking the time to strive toward inspiring their employees to craft or design their jobs
rather than simply managing their incentives, transformational leaders (Bass, 1990; Purvanova et al., 2006) send a similar message:
“It is worth our time speaking toward your aspirations to enable you to feel motivated to work with us.” Indeed, recent study by
Wang, Demerouti, and Le Blanc (2017) shows that transformational leadership facilitates followers' job crafting. In addition, the
values underlying organizational culture might shape job design in the organization; for example, innovative organizational culture
may provide more opportunities for individuals to have jobs that are high on autonomy. Similarly, CSR-related organizational
practices and policies may ﬁnd reﬂection in the creation of new jobs or the addition of tasks that stimulate the integration of
sustainability in organizations (e.g., a new position of a CSR manager).

5.1.3. Societal-level factors shaping individual-, job-, and organizational-level factors
In line with Fig. 1, we propose that the context of a particular society will impact the degree to which an individual can ﬁnd
meaningful work as well as the degree to which speciﬁc jobs and organizations can foster a space where meaningful work is accessible. Indeed, research suggests that the meanings individuals attached to work as well as how individuals deﬁne what they
consider meaningful work reﬂect the cultural norms, expectations, and priorities of the particular society they live in (Lair, Shenoy,
McClellan, & McGuire, 2008). Qualitative research shows that discourses about a nation's cultural norms help individuals to socially
construct their professional worlds and assign meaning to work (e.g., Barrett & Dailey, 2017).
Societies as a whole may have low levels of “decent” jobs available for citizens, cutting down the supply of potential jobs where
one can reliably ﬁnd meaningfulness. Indirectly, societies may not properly incentivize (or penalize, depending on one's perspective)
jobs and organizations to provide workplaces where meaningfulness is a priority. These societal structures have key downstream
impacts on individuals' workplace experiences. As such, we propose that in societies where stronger policies exist around the right to
decent work for all individuals and where the experience of meaningful work is valued, more organizations broadly, and jobs
speciﬁcally, within this society will oﬀer environments where meaning can be enacted on an individual level. In these societies also
the person, job, and organizational strategies to promote meaningful work will be most eﬀective.
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5.2. Suggestions for testing the integrative multilevel framework
Given that the proposed integrative model is new, testing its assumptions is an important direction for future research. Testing the
model in its entirety is extremely challenging given its complexity. Therefore, scholars may want to choose variables that align with
their expertise and interests to test various components of the model, with attention to multi-level variables. First, central to the
propositions in the model are interactive eﬀects at multiple levels that attend to P-E ﬁt. For example, as discussed above, people who
are prosocially motivated may experience more meaningful work in jobs that have more contact with beneﬁciaries and are task
signiﬁcant (Grant, 2007). We detail many of these interactive eﬀects above, but there are many more implied by the model. Second, a
particularly useful technique for testing the model is multi-level modelling, a technique largely absent from the meaningful work
literature. Multi-level modelling allows researchers to embed workers within organizations or societies to separate diﬀerent sources
of variance predicting meaningful work. This technique, although with traditional structural equations modelling and moderation
analyses, will be a useful tool for researchers willing to test the model.
6. Conclusion
As the meaningful work literature grows and evolves, exploring linkages between individual-, job-, organizational-, and societallevel factors that foster meaningful work will become critical, if the goal is to build a comprehensive understanding of the phenomenon. Yet these levels are clearly related to each other, adding complexity to our understanding of how meaningful work can be
facilitated in an organizational context. By understanding how these diverse factors are related across levels, organizations can design
increasingly eﬀective work environments in which individuals are granted suﬃcient autonomy to satisfy their will to meaning by
enabling individuals to construct their own work meaningfulness. Our review oﬀers one step forward toward a more comprehensive
understanding.
References
Aguinis, H., & Glavas, A. (2013). Embedded versus peripheral corporate social responsibility: Psychological foundations. Industrial and Organizational Psychology, 6(4),
314–332. https://doi.org/10.1111/iops.12059.
Aguinis, H., & Glavas, A. (2017). On corporate social responsibility, sensemaking, and the search for meaningfulness through work. Journal of Management. https://doi.
org/10.1177/0149206317691575 Forthcoming.
Akdoğan, A. A., Arslan, A., & Demirtaş, Ö. (2016). A strategic inﬂuence of corporate social responsibility on meaningful work and organizational identiﬁcation, via
perceptions of ethical leadership. Procedia-Social and Behavioral Sciences, 235, 259–268. https://doi.org/10.1016/j.sbspro.2016.11.029.
Albrecht, S. L., Bakker, A. B., Gruman, J. A., Macey, W. H., & Saks, A. M. (2015). Employee engagement, human resource management practices and competitive
advantage: An integrated approach. Journal of Organizational Eﬀectiveness: People and Performance, 2(1), 7–35. https://doi.org/10.1108/JOEPP-08-2014-0042.
Allan, B. A. (2017). Task signiﬁcance and meaningful work: A longitudinal study. Journal of Vocational Behavior, 102, 174–182. https://doi.org/10.1016/j.jvb.2017.
07.011.
Allan, B. A., Autin, K. L., & Duﬀy, R. D. (2014). Examining social class and work meaning within the psychology of working framework. Journal of Career Assessment,
22(4), 543–561. https://doi.org/10.1177/1069072713514811.
Allan, B. A., Autin, K. L., & Duﬀy, R. D. (2016). Self-determination and meaningful work: Exploring socioeconomic constraints. Frontiers in Psychology, 7(71), 1–9.
https://doi.org/10.3389/fpsyg.2016.00071.
Allan, B. A., Duﬀy, R. D., & Collisson, B. (2017). Helping others increases meaningful work: Evidence from three experiments. Journal of Counseling Psychology. https://
doi.org/10.1037/cou0000228 Forthcoming.
Allan, B. A., Tay, L., & Sterling, H. M. (2017). Construction and validation of the Subjective Underemployment Scales (SUS). Journal of Vocational Behavior, 99, 93–106.
https://doi.org/10.1016/j.jvb.2017.01.001.
Allan, B. A., Batz, C., Sterling, H., & Tay, L. (2018). Outcomes of meaningful work: A meta-analysis. (under review).
Allan, B. A., Tebbe, E. A., Bouchard, L. M., & Duﬀy, R. D. (2018). Access to decent and meaningful work in a sexual minority population. Journal of Career Assessment.
https://doi.org/10.1177/1069072718758064 (Forthcoming).
Ariely, D., Kamenica, E., & Prelec, D. (2008). Man's search for meaning: The case of Legos. Journal of Economic Behavior & Organization, 67(3), 671–677. https://doi.
org/10.1016/j.jebo.2008.01.004.
Arnold, K. A., Turner, N., Barling, J., Kelloway, E. K., & McKee, M. C. (2007). Transformational leadership and psychological well-being: The mediating role of
meaningful work. Journal of Occupational Health Psychology, 12(3), 193–203. https://doi.org/10.1037/1076-8998.12.3.193.
Arnoux-Nicolas, C., Sovet, L., Lhotellier, L., Di Fabio, A., & Bernaud, J.-L. (2016). Perceived work conditions and turnover intentions: The mediating role of meaning of
life and meaning of work. Frontiers in Psychology, 7, 704. https://doi.org/10.3389/fpsyg.2016.00704.
Ashforth, B. E., & Kreiner, G. E. (1999). “How can you do it?”: Dirty work and the challenge of constructing a positive identity. Academy of management Review, 24(3),
413–434. https://doi.org/10.5465/amr.1999.2202129.
Bailey, C., & Madden, A. (2016). What makes work meaningful – Or meaningless? MIT Sloan Management Review, 57(4), 53–61.
Bailey, C., & Madden, A. (2017). Time reclaimed: Temporality and the experience of meaningful work. Work, Employment and Society, 31(1), 3–18. https://doi.org/10.
1177/0950017015604100.
Bailey, C., Madden, A., Alfes, K., Shantz, A., & Soane, E. (2017). The mismanaged soul: Existential labor and the erosion of meaningful work. Human Resource
Management Review, 27, 416–430. https://doi.org/10.1016/j.hrmr.2016.11.001.
Bailey, C., Yeoman, R., Madden, A., Thompson, M., & Kerridge, G. (2016). A narrative evidence synthesis of meaningful work: Progress and research agenda. (Paper
presented at the annual Academy of Management meeting).
Barrett, A. K., & Dailey, S. (2017). A new normal? Competing national cultural discourses and workers' constructions of identity and meaningful work in Norway.
Communication Monographs. https://doi.org/10.1080/03637751.2017.1372587.
Barrick, M. R., Mount, M. K., & Li, N. (2013). The theory of purposeful work behaviour: The role of personality, higher-order goals, and job characteristics. Academy of
Management Review, 38, 132–153. https://doi.org/10.5465/amr.2010.0479.
Bass, B. M. (1990). From transactional to transformational leadership: Learning to share the vision. Organizational Dynamics, 18(3), 19–31. https://doi.org/10.1016/
0090-2616(90)90061-S.
Bauman, C. W., & Skitka, L. J. (2012). Corporate social responsibility as a source of employee satisfaction. Research in Organizational Behavior, 32, 63–86. https://doi.
org/10.1016/j.riob.2012.11.002.
Berg, J. M., Dutton, J. E., & Wrzesniewski, A. (2013). Job crafting and meaningful work. In B. J. Dik, Z. S. Byrne, & M. F. Steger (Eds.). Purpose and meaning in the
workplace (pp. 81–104). Washington, DC: American Psychological Association.

386

Journal of Vocational Behavior 110 (2019) 374–389

E.I. Lysova et al.

Blattner, M. C. C., & Franklin, A. J. (2017). Why are OST workers dedicated –or not? Factors that inﬂuence commitment to OST care work. Afterschool Matters, 25,
9–17.
Britt, T. W., Adler, A. B., & Bartone, P. T. (2001). Deriving beneﬁts from stressful events: The role of engagement in meaningful work and hardiness. Journal of
Occupational Health Psychology, 6(1), 53–63. https://doi.org/10.1037/1076-8998.6.1.53.
Brown, S. D., & Lent, R. W. (2016). Vocational psychology: Agency, equity, and well-being. Annual Review of Psychology, 67, 541–565. https://doi.org/10.1146/
annurev-psych-122414-033237.
Caligiuri, P., Mencin, A., & Jiang, K. (2013). Win–win–win: The inﬂuence of company-sponsored volunteerism programs on employees, NGOs, and business units.
Personnel Psychology, 66, 825–860. https://doi.org/10.1111/peps.12019.
Cardador, M. T., & Hill, P. (2018). Career paths in engineering ﬁrms: Gendered patterns and implications. Journal of Career Assessment, 26(1), 95–110. https://doi.org/
10.1177/1069072716679987.
Cardador, M. T., & Rupp, D. E. (2011). Organizational culture, multiple needs, and the meaningfulness of work. In N. M. Ashkanasy, C. P. M. Wilderom, & M. F.
Peterson (Eds.). Handbook of organizational culture and climate (pp. 158–180). (2nd ed.). Thousand Oaks, CA: Sage.
Carmeli, A., Ben-Hador, B., Waldman, D. A., & Rupp, D. E. (2009). How leaders cultivate social capital and nurture employee vigor: Implications for job performance.
Journal of Applied Psychology, 94(6), 1553–1561. https://doi.org/10.1037/a0016429.
Carton, A. M. (2017). “I'm not mopping the ﬂoors, I'm putting a man on the moon”: How NASA leaders enhanced the meaningfulness of work by changing the meaning
of work. Forthcoming Administrative Science Quarterly. https://doi.org/10.1177/0001839217713748.
Cascio, W. F. (2003). Changes in workers, work, and organizations. In I. B. Weiner (Ed.). Handbook of psychology (pp. 401–422). New York: Wiley.
Chalofsky, N. (2003). An emerging construct for meaningful work. Human Resource Development International, 6(1), 69–83. https://doi.org/10.1080/
1367886022000016785.
Chalofsky, N. E. (2010). Meaningful workplaces: Reframing how and where we work. New Jersey, NJ: Wiley.
Chen, S.-J., Wang, M.-J., & Lee, S.-H. (2018). Transformational leadership and voice behaviors: The mediating eﬀect of employee perceived meaningful work. Personnel
Review, 47(3), 694–708. https://doi.org/10.1108/PR-01-2017-0016.
Claes, R., & Ruiz-Quintanilla, S. A. (1994). Initial career and work meanings in seven European countries. The Career Development Quarterly, 42(4), 337–344. https://
doi.org/10.1002/j.2161-0045.1994.tb00517.x.
Colbert, A. E., Bono, J. E., & Purvanova, R. K. (2016). Flourishing via workplace relationships: Moving beyond instrumental support. Academy of Management Journal,
59(4), 1199–1223. https://doi.org/10.5465/amj.2014.0506.
Cropanzano, R., Byrne, Z. S., Bobocel, D. R., & Rupp, D. E. (2001). Moral virtues, fairness heuristics, social entities, and other denizens of organizational justice. Journal
of Vocational Behavior, 58(2), 164–209. https://doi.org/10.1006/jvbe.2001.1791.
Deci, E. L., & Ryan, R. M. (2000). The “what” and “why” of goal pursuits: Human needs and the self-determination of behavior. Psychological Inquiry, 11, 227–268.
https://doi.org/10.1207/S15327965PLI1104_01.
Deloitte (2017). Deloitte global human capital trends: Rewriting the rules for the digital age. Available online at https://www2.deloitte.com/content/dam/Deloitte/
global/Documents/HumanCapital/hc-2017-global-human-capital-trends-gx.pdf.
Demirtas, O., Hannah, S. T., Gok, K., Arslan, A., & Capar, N. (2017). The moderated inﬂuence of ethical leadership, via meaningful work, on followers' engagement,
organizational identiﬁcation, and envy. Journal of Business Ethics, 145(1), 183–199. https://doi.org/10.1007/s10551-015-2907-7.
Dik, B. J., & Duﬀy, R. D. (2009). Calling and vocation at work: Deﬁnitions and prospects for research and practice. The counseling psychologist, 37(3), 424–450. https://
doi.org/10.1177/0011000008316430.
Dik, B. J., Duﬀy, R. D., Allen, B. A., O'Donnell, M., Shim, Y., & Steger, M. F. (2015). Purpose and meaning in career development applications. The Counseling
Psychologist, 43, 558–585. https://doi.org/10.1177/0011000014546872.
Dik, B. J., Steger, M. F., Fitch-Martin, A. R., & Onder, C. C. (2013). Cultivating meaningfulness at work. In C. Routledge, & J. Hicks (Eds.). The experience of meaning in
life: Classical perspectives, emerging themes, and controversies (pp. 363–377). New York: Springer.
Dobrow, S. R. (2013). Dynamics of calling: A longitudinal study of musicians. Journal of Organizational Behavior, 34, 431–452. https://doi.org/10.1002/job.1808.
Dobrow, S. R., & Tosti-Kharas, J. (2011). Calling: The development of a scale measure. Personnel Psychology, 64, 1001–1049. https://doi.org/10.1111/j.1744-6570.
2011.01234.x.
Duﬀy, R. D., Allan, B. A., Autin, K. L., & Douglass, R. P. (2014). Living a calling and work well-being: A longitudinal study. Journal of Counseling Psychology, 61(4),
605–615. https://doi.org/10.1037/cou0000042.
Duﬀy, R. D., Allan, B. A., England, J. W., Blustein, D. L., Autin, K. L., Douglass, R. P., ... Santos, E. J. (2017). The development and initial validation of the decent work
scale. Journal of Counseling Psychology, 64, 206–221. https://doi.org/10.1037/cou0000191.
Duﬀy, R. D., Blustein, D. L., Diemer, M. A., & Autin, K. L. (2016). The psychology of working theory. Journal of Counseling Psychology, 63, 127–148. https://doi.org/10.
1037/cou0000140.
Duﬀy, R. D., & Dik, B. J. (2013). Research on calling: What have we learned and where are we going? Journal of Vocational Behavior, 83, 428–436. https://doi.org/10.
1016/j.jvb.2013.06.006.
England, G. W., & Whitely, W. T. (1990). Cross national meanings of working. In A. P. Brief, & W. R. Nord (Eds.). Meanings of occupational work. Lexington, MA:
Lexington.
Fletcher, L. (2016a). How can personal development lead to increased engagement? The roles of meaningfulness and perceived line manager relations. The
International Journal of Human Resource Management.. https://doi.org/10.80/09585192.2016.1184177 Forthcoming.
Fletcher, L. (2016b). Training perceptions, engagement, and performance: Comparing work engagement and personal role engagement. Human Resource Development
International, 19(1), 4–26. https://doi.org/10.1080/13678868.2015.1067855.
Fouché, E., Rothmann, S. S., & van der Vyver, C. (2017). Antecedents and outcomes of meaningful work among school teachers. SA Journal of Industrial Psychology, 43,
a1398. https://doi.org/10.4102/sajip.v43i0.1398.
Frankl, V. E. (1969). The will to meaning. New York: New American Library.
Frieder, R. E., Wang, G., & Oh, I.-S. (2018). Linking job-relevant personality traits, transformational leadership, and job performance via perceived meaningfulness at
work: A moderated mediation model. Journal of Applied Psychology, 103(3), 324–333. https://doi.org/10.1037/apl0000274.
Gandal, N., Roccas, S., Sagiv, L., & Wrzesniewski, A. (2005). Personal value priorities of economists. Human Relations, 58(10), 1227–1252. https://doi.org/10.1177/
0018726705058911.
Gelade, G. A., & Ivery, M. (2003). The impact of human resource management and work climate on organizational performance. Personnel Psychology, 56(2), 383–404.
https://doi.org/10.1111/j.1744-6570.2003.tb00155.x.
Geroy, G. D., Wright, P. C., & Jacoby, L. (2000). Toward a conceptual framework of employee volunteerism: An aid for the human resource manager. Management
Decision, 38(4), 280–287. https://doi.org/10.1108/00251740010326333.
Glavas, A., & Kelley, K. (2014). The eﬀects of perceived corporate social responsibility on employees. Business Ethics Quarterly, 24, 165–202. https://doi.org/10.5840/
beq20143206.
Gottfredson, L. S. (2005). Applying Gottfredson's theory of circumscription and compromise in career guidance and counseling. In D. Brown, & R. Lent (Eds.). Career
development and counseling: Putting theory and research to work (pp. 71–100). (1st ed.). New Jersey: John Wiley & Sons, Inc.
Grant, A. (2012). Leading with meaning: Beneﬁciary contact, prosocial impact, and the performance eﬀects of transformational leadership. Academy of Management
Journal, 55(2), 458–476. https://doi.org/10.5465/amj.2010.0588.
Grant, A. M. (2007). Relational job design and the motivation to make a prosocial diﬀerence. Academy of Management Review, 32(2), 393–417. https://doi.org/10.
5465/AMR.2007.24351328.
Grant, A. M. (2008). Employees without a cause: The motivational eﬀects of prosocial impact in public service. International Public Management Journal, 11, 48–66.
https://doi.org/10.1080/10967490801887905.
Grant, A. M., Campbell, E. M., Chen, G., Cottone, K., Lapedis, D., & Lee, K. (2007). Impact and the art of motivation maintenance: The eﬀects of contact with

387

Journal of Vocational Behavior 110 (2019) 374–389

E.I. Lysova et al.

beneﬁciaries on persistence behavior. Organizational Behavior and Human Decision Processes, 103, 53–67. https://doi.org/10.1016/j.obhdp.2006.05.004.
Hackman, J. R., & Oldham, G. R. (1976). Motivation through the design of work: Test of a theory. Organizational Behavior and Human Performance, 16, 250–279.
https://doi.org/10.1016/0030-5073(76)90016-7.
Hansen, J. C. (2013). A person-environment ﬁt approach to cultivating meaning. In B. Dik, Z. Byrne, & M. Steger (Eds.). Purpose and meaning in the workplace (pp. 37–
56). Washington, DC: American Psychological Association.
Harpaz, I., & Fu, X. (2002). The structure of the meaning of work: A relative stability amidst change. Human Relations, 55, 639–667. https://doi.org/10.1177/
0018726702556002.
Harris, K. J., Kacmar, K. M., & Zivnuska, S. (2007). An investigation of abusive supervision as a predictor of performance and the meaning of work as a moderator of
the relationship. The Leadership Quarterly, 18(3), 252–263. https://doi.org/10.1016/j.leaqua.2007.03.007.
Harzer, C., & Ruch, W. (2012). When the job is a calling: The role of applying one's signature strengths at work. The Journal of Positive Psychology, 7, 362–371. https://
doi.org/10.1080/17439760.2012.702784.
Holland, J. L. (1997). Making vocational choices: A theory of vocational personalities and work environments (3rd ed.). Lutz, FL: Psychological Assessment Resources.
International Labor Organization (2008). Work of work report 2008: Income inequalities in the age of ﬁnancial globalization. Retrieved from http://www.ilo.org/
wcmsp5/groups/public/@dgreports/@dcomm/@publ/documents/publication/wcms_100354.pdf.
International Labor Organization (2016). Decent work agenda. Geneva: International Labor Oﬃce.
Işık, E., Kozan, S., & Işık, A. N. (2018). Cross-cultural validation of the Turkish version of the decent work scale. Journal of Career Assessment. https://doi.org/10.1177/
1069072718763636 (Forthcoming).
Kahn, W. A. (2007). Meaningful connections: Positive relationships and attachments at work. In J. E. Dutton, & B. R. Ragins (Eds.). Exploring positive relationships at
work: Building a theoretical and research foundation (pp. 189–206). Mahwah, NJ: Lawrence Erlbaum Associates.
Kristof, A. L. (1996). Person‐organization ﬁt: An integrative review of its conceptualizations, measurement, and implications. Personnel psychology, 49(1), 1–49.
https://doi.org/10.1111/j.1744-6570.1996.tb01790.x.
Kristof-Brown, A. L., Zimmerman, R. D., & Johnson, E. C. (2005). Consequences of individuals' ﬁt at work: A meta-analysis of person-job, person-organization, persongroup, and person-supervisor ﬁt. Personnel Psychology, 58(2), 281–342. https://doi.org/10.1111/j.1744-6570.2005.00672.x.
Lair, D. J., Shenoy, S., McClellan, J. G., & McGuire, T. (2008). The politics of meaning/ful work: Navigating the tensions of narcissism and condescension while ﬁnding
meaning in in work. Management Communication Quarterly, 22(1), 172–180. https://doi.org/10.1177/0893318908318263.
Lee, M. C. C., Idris, M. A., & Delfabbro, P. H. (2017). The linkages between hierarchical culture and empowering leadership and their eﬀects on employees' work
engagement: Work meaningfulness as a mediator. International Journal of Stress Management, 24(4), 392–415. https://doi.org/10.1037/str0000043.
Lepisto, D. A., & Pratt, M. G. (2017). Meaningful work as realization and justiﬁcation: Toward a dual conceptualization. Organizational Psychology Review, 7(2),
99–121. https://doi.org/10.1177/2041386616630039.
Lips-Wiersma, M., & Morris, L. (2009). Discriminating between ‘meaningful work’ and the ‘management of meaning’. Journal of Business Ethics, 88(3), 491–511.
https://doi.org/10.1007/s10551-009-0118-9.
Lips-Wiersma, M., & Wright, S. (2012). Measuring the meaning of meaningful work: Development and validation of the Comprehensive Meaningful Work Scale
(CMWS). Group & Organization Management, 37, 655–685. https://doi.org/10.1177/1059601112461578.
Lips-Wiersma, M., Wright, S., & Dik, B. (2016). Meaningful work: Diﬀerences among blue-, pink-, and white-collar occupations. Career Development International, 21,
534–551. https://doi.org/10.1108/CDI-04-2016-0052.
Littman-Ovadia, H., & Steger, M. F. (2010). Character strengths and well-being among volunteers and employees: Toward an integrative model. The Journal of Positive
Psychology, 5, 419–430. https://doi.org/10.1080/17439760.2010.516765.
Magun, V., & Rudnev, M. (2012). Basic Values of Russians and Other Europeans: (According to the Materials of Surveys in 2008). Problems of Economic Transition,
54(10), 31–64. https://doi.org/10.2753/PET1061-1991541003.
Malhotra, R., Bhola, K., Khandelwal, N., & Bhola, R. (2016). Meaningfulness among Indian dentists: An interoccupation analysis. Dental, Oral and Craniofacial Research,
2(6), https://doi.org/10.15761/DOCR.1000183.
Martela, F., & Steger, M. F. (2016). The three meanings of meaning in life: Distinguishing coherence, purpose, and signiﬁcance. The Journal of Positive Psychology,
11(5), 531–545. https://doi.org/10.1080/17439760.2015.1137623.
May, D. R., Gilson, L., & Harter, L. M. (2004). The psychological conditions of meaningfulness, safety and availability and the engagement of the human spirit at work.
Journal of Occupational and Organizational Psychology, 77, 11–37. https://doi.org/10.1348/096317904322915892.
McAdams, D. P., & Pals, J. L. (2006). A new big ﬁve: Fundamental principles for an integrative science of personality. American Psychologist, 61, 204–217. https://doi.
org/10.1037/0003-066X.61.3.204.
Michaelson, C., Pratt, M. G., Grant, A. M., & Dunn, C. P. (2014). Meaningful work: Connecting business ethics and organization studies. Journal of Business Ethics,
121(1), 77–90. https://doi.org/10.1007/s10551-013-1675-5.
Montani, F., Boudrias, J.-S., & Pigeon, M. (2017). Employee recognition, meaningfulness and behavioural involvement: Test of a moderated mediation model. The
International Journal of Human Resource Management.. https://doi.org/10.1080/09585192.2017.1288153 Forthcoming.
Park, C. L. (2012). Religious and spiritual aspects of meaning in the context of work life. In P. Hill, & B. Dik (Eds.). The psychology of religion and workplace spirituality
(pp. 25–42). Charlotte, NC: Information Age Publishing.
Petrou, P., Bakker, A. B., & Van den Heuvel, M. (2017). Weekly job crafting and leisure crafting: Implications for meaning-making and work engagement. Journal of
Occupational and Organizational Psychology, 90, 129–152. https://doi.org/10.1111/joop.12160.
Pratt, M. G., & Ashforth, B. E. (2003). Fostering meaningfulness in working and at work. In K. S. Cameron, J. E. Dutton, & R. E. Quinn (Eds.). Positive organizational
scholarship (pp. 309–327). San Francisco: Berrett-Koehler Publishers, Inc.
Pratt, M. G., Pradies, C., & Lepisto, D. A. (2013). Doing well, doing good, and doing with: Organizational practices for eﬀectively cultivating meaningful work. In B.
Dik, Z. Byrne, & M. Steger (Eds.). Purpose and meaning in the workplace (pp. 173–198). Washington, DC: American Psychological Association.
Purvanova, R. K., Bono, J. E., & Dzieweczynski, J. (2006). Transformational leadership, job characteristics, and organizational citizenship performance. Human
Performance, 19(1), 1–22. https://doi.org/10.1207/s15327043hup1901_1.
Raub, S., & Blunschi, S. (2014). The power of meaningful work: How awareness of CSR initiatives fosters task signiﬁcance and positive work outcomes in service
employees. Cornell Hospitality Quarterly, 55(1), 10–18. https://doi.org/10.1177/1938965513498300.
Rautenbach, C., & Rothmann, S. (2017). Antecedents of ﬂourishing at work in a fast-moving consumer goods company. Journal of Psychology in Africa, 27(3), 227–234.
https://doi.org/10.1080/14330237.2017.1321846.
Rodell, J. B. (2013). Finding meaning through volunteering: Why do employees volunteer and what does it mean for their jobs? Academy of Management Journal, 56(5),
1274–1294. https://doi.org/10.5465/amj.2012.0611.
Ros, M., Schwartz, S. H., & Surkiss, S. (1999). Basic individual values, work values, and the meaning of work. Applied Psychology. An International Review, 48, 49–71.
https://doi.org/10.1111/j.1464-0597.1999.tb00048.x.
Rosso, B. D., Dekas, K. H., & Wrzesniewski, A. (2010). On the meaning of work: A theoretical integration and review. Research in Organizational Behavior, 30, 91–127.
https://doi.org/10.1016/j.riob.2010.09.001.
Schabram, K., & Maitlis, S. (2017). Negotiating the challenges of a calling: Emotion and enacted sensemaking in animal shelter work. Academy of Management Journal,
60, 584–609. https://doi.org/10.5465/amj.2013.0665.
Schein, E. H. (2010). Organizational culture and leadership (4th ed.). San-Francisco, CA: Jossey-Bass.
Schnell, T., Höge, T., & Pollet, E. (2013). Predicting meaning in work: Theory, data, implications. The Journal of Positive Psychology, 8(6), 543–554. https://doi.org/10.
1080/17439760.2013.830763.
Schwartz, S. H. (1999). A theory of cultural values and some implications for work. Applied Psychology. An International Review, 48, 23–47. https://doi.org/10.1111/j.
1464-0597.1999.tb00047.x.
Schwartz, S. H., Cieciuch, J., Vecchione, M., Davidov, E., Fischer, R., Beierlein, C., ... Konty, M. (2012). Reﬁning the theory of basic individual values. Journal of

388

Journal of Vocational Behavior 110 (2019) 374–389

E.I. Lysova et al.

Personality and Social Psychology, 103, 663–688. https://doi.org/10.1037/a0029393.
Scroggins, W. A. (2008). The relationship between employee ﬁt perceptions, job performance, and retention: Implications of perceived ﬁt. Employee Responsibilities and
Rights Journal, 20(1), 57–71. https://doi.org/10.1007/s10672-007-9060-0.
Smircich, L. (1983). Concepts of culture and organizational analysis. Administrative Science Quarterly, 28(3), 339–358.
Sorakraikitikul, M., & Siengthai, S. (2014). Organizational learning culture and workplace spirituality: Is knowledge-sharing behaviour a missing link? The Learning
Organization, 21(3), 175–192. https://doi.org/10.1108/TLO-08-2011-0046.
Sosik, J. J. (2000). The role of personal meaning in charismatic leadership. Journal of Leadership and Organizational Studies, 7(2), 60–74. https://doi.org/10.1177/
107179190000700206.
Steger, M. F. (2017). Creating meaning and purpose at work. The Wiley Blackwell handbook of the psychology of positivity and strengths-based approaches at work (pp. 60–
81). New York: Wiley.
Steger, M. F., & Dik, B. J. (2009). If one is looking for meaning in life, does it help to ﬁnd meaning in work? Applied Psychology: Health and Well‐Being, 1(3), 303–320.
https://doi.org/10.1111/j.1758-0854.2009.01018.x.
Steger, M. F., & Dik, B. J. (2010). Work as meaning: Individual and organizational beneﬁts of engaging in meaningful work. In N. Garcea, S. Harrington, & P. Alex
Linley (Eds.). Oxford handbook of positive psychology and work (pp. 131–142). New York, NY: Oxford University Press. https://doi.org/10.1093/oxfordhb/
9780195335446.013.0011.
Steger, M. F., Dik, B. J., & Duﬀy, R. D. (2012). Measuring meaningful work: The work and meaning inventory (WAMI). Journal of Career Assessment, 20, 322–337.
https://doi.org/10.1177/1069072711436160.
Steger, M. F., Littman-Ovadia, H., Miller, M., Menger, L., & Rothmann, S. (2013). Engaging in work even when it is meaningless: Positive aﬀective disposition and
meaningful work interact in relation to work engagement. Journal of Career Assessment, 21, 348–361. https://doi.org/10.1177/1069072712471517.
Šverko, B., & Vizek-Vidovic, V. (1995). Studies on the meaning of work: Approaches, models, and some of the ﬁndings. In D. E. Super, & B. Šverko (Eds.). Life roles,
values, and careers. San Francisco: Jossey-Bass, Inc.
Tims, M., Derks, D., & Bakker, A. B. (2016). Job crafting and its relationships with person–job ﬁt and meaningfulness: A three-wave study. Journal of Vocational
Behavior, 92, 44–53. https://doi.org/10.1016/j.jvb.2015.11.007.
Tummers, L. G., & Knies, E. (2013). Leadership and meaningful work in the public sector. Public Administration Review, 73(6), 859–868. https://doi.org/10.1111/puar.
12138.
Wang, H. J., Demerouti, E., & Le Blanc, P. (2017). Transformational leadership, adaptability, and job crafting: The moderating role of organizational identiﬁcation.
Journal of Vocational Behavior, 100, 185–195. https://doi.org/10.1016/j.jvb.2017.03.009.
Wang, Z., & Xu, H. (2017). 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. Journal of Business Ethics. https://doi.org/10.1007/s10551-017-3563-x Forthcoming.
Wimbush, J. C., & Shepard, J. M. (1994). Toward an understanding of ethical climate: Its relationship to ethical behavior and supervisory inﬂuence. Journal of Business
ethics, 13(8), 637–647. https://doi.org/10.1007/BF00871811.
Woods, S. A., & Sofat, J. A. (2013). Personality and engagement at work: The mediating role of psychological meaningfulness. Journal of Applied Social Psychology,
43(11), 2203–2210. https://doi.org/10.1111/jasp.12171.
Wrzesniewski, A., & Dutton, J. E. (2001). Crafting a job: Revisioning employees as active crafters of their work. Academy of Management Review, 26(2), 179–201.
https://doi.org/10.4135/9781446263792.
Wrzesniewski, A., Dutton, J. E., & Debebe, G. (2003). Interpersonal sensemaking and the meaning of work. Research in Organizational Behavior, 25, 93–135. https://doi.
org/10.1016/S0191-3085(03)25003-6.

389

