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Influence of Work Meaningfulness on Work engagement, Job
performance, and Flourishing: Dual mediation model
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Abstract This study aimed to verify the positive effect of work meaningfulness(WM) on flourishing(FL)
with the successive positive effects of work engagement(WE) and job performance(JP) as dual
mediators. We conducted an online survey of 395 incumbents working in the companies of different
types and statistically analyzed data using SPSS and SPSS Process macro for hierarchical regression and
bootstrapping. The results are as follows: 1. correlation coefficients of all combinations from four
variables are significant, 2. simple mediation effects(WM—WE—FL and WE—JP—FL) are significant, 3. dual
mediation effet(WM—WE—JP—FL) is verified. This study showed practical guide for the efficient
management of employees in recent autonomous work environment and further studies with

longitudinal method will be needed in order to verify substantially the dual mediation.
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Fig. 1. Model of study
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Table 1. Frequency of Sample: Sex, Age, Position

Table 2. Inter—correlation matrix and Cronbach—a

Sex Frequency Position Frequency 1 2 3 4
Male 202 |staff 100 1. Work Meaningfulness .907
Female 193 |assistant manager 102 2. Work Engagement 814 | .954

Total 395 |manager 99 3. Job Performance 629" | .656™ | .842

deputy general manager 48 4. Flourishing 756 | 7517 | 6617 918

Age Frequency |general manager 33 Note: Numbers on orthogonal line are values of Cronbach—a.
20—29 35 |director 13 * pe0l
30—39 185 Total 395
40—49 125 4.3 AR
50—59 50 EAA BEAe EAZzas  SPSS  21.03%
Total 395 Hayes(2013)[32]9] vz =& =213 SPSS PROCESS

4.2 574 =

Aol ojme] 45 918)4+= Steger, Dik, Le]al
Duffy(2012)[29]1¢] &<9] <Jn] HZ(Working as
meaning inventory; WAMD) & AF&3} 0w, ol A
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559 e 918 571339 37 8Qlo R o]FofA]
AU AF = gk o] o] A= 9070]a a9 E

74z} 813(QollXe] 5784 o PM), .846(¥5& &
1H=7]: MM, 590(3-5-2] A& 918k 5710 GG)
UeRAth 2159 o)i= Schaufeli®} Bakker(2004)[30]
gl 2 5-A o] (Utrecht Work Engagement Scale)
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Table 3. Mediation effect 1 (WM - WE — FL)

Step 1 @ Dependant Variable = Work engagement

Independent Variable coefficient SE t
constant 2.835 177 | 16.015%xx
Work meaningfulness 513 .039 | 13.151sx

Step 2 : Dependant Variable = Flourishing

Independent Variable coefficient SE t
constant .664 246 | 2.703 s
Work meaningfulness .b25 .050 | 10.560%xx
Work engagement .344 060 | 5.708#::x

— WM (X) on FL (Y) : R? = 0572, F = 525.255%#x
— Step 1: R? = 0.387, F = 172.956%#x

— Step 2 : R? = 0.567, F = 178.694x#x
#p<0.01, ##p<0.001
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Table 4. Mediation effect 2 (WM~—JP—FL)

Step 1 : Dependant Variable = Job performance

Independent Variable coefficient SE t
constant 2.835 177 | 16.015xx
Work meaningfulness 513 039 | 13.151%#x

Step 2 : Dependant Variable = Flourishing

Independent Variable coefficient SE t

constant .664 246 | 2.703
Work meaningfulness 525 050 | 10.560%%x*
Job performance 344 .060 5.708%%

— WM (X) on FL (Y) : R? = 0.572, F = 525.255%
R? = 0.387, F = 172.956%

— Step 2 : R? = 0.567, F = 178.694%#x
w0 p<0.01, #5:p<0.001

— Step 1 :

5.3 o] izl &} A
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Table 5. Dual mediation effect(WM—WE—JP—FL) and
all mediation effects

Direct effect of Work meaningfulness(X) on Flourishing(Y)

Effect SE t LLCI ULCT

.366 .053 6.94 2 .2296 .5026
Indirect effects of Work meaningfulness(X) on Flourishing(Y)
Effect SE LLCI ULCI

ITH((’jti;ﬂect effoctir 3971 | 0520 | 2709 | 5415
Indirect effect 1#x .2480 .0481 1242 3744
Indirect effect 2#x .0664 .0200 .0227 1272
Indirect effect 3sx .0827 .0223 .0330 1457

1) LLCI : lower level of confidence interval

2) ULCI : upper level of confidence interval

3) Level of confidence for all confidence intervals in output is 99%
4) Indirect effect 1 : Work meaningfulness(WM) —> Work
engagement(WE) —> Flourishing(FL)

5) Indirect effect 2 : Work meaningfulness(WM) —> Job
performance(JP) —> Flourishing(FL)

6) Indirect effect 3 : Work meaningfulness(WM) —> Work
engagement(WE) —> Job performance(JP) —> Flourishing(FL)
7) Number of bootstrap samples for bias corrected bootstrap
confidence intervals is 5000.

##p<(.001
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