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Abstract.

As the sharing economy grows, self-employment and contingent work will continue to grow.
However, employment could become blurred, resulting in legal uncertainty. Many people
claim that this situation has made workers and organizations disconnected. This situation will
threaten the quality of work, and employees might lose the meaning of work. Therefore,
creating a meaningful workplace has become a priority for organizations. This paper presents
a conceptual framework that helps the organization foster a meaningful workplace. Fostering
meaningfulness can be attained through job design, human resources practices, and
leadership. This study also outlines the implication for HRM practitioners and future research
endeavors.
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1. Introduction

The emergence and growth of the sharing economy, along with the changing work
methods, has reduced the meaning of work. For example, many jobs are offered in non-
standard work arrangements; some jobs are being revamped, while others are eliminated by
advances in technology. Employees also tend to work in the short-term, and the project-based
may be limited in terms of employment duration. Furthermore, they have also been working
much more intensely because of the technology usage, experiencing more significant mental
strain and exhaustion (Green, 2006). Employees' working experience has become
meaningless. The only thing they work for is to survive.

Even though life at work has become disorganized in this affluent economy, some research
still shows that people are still striving to find meaningful work. Steger et al., (2012) and Hu
& Hirsh (2017) stated that individuals nowadays still prefer meaningful work over other
benefits that work provides, such as financial rewards. Meaning and purpose in work are
fundamental components of human existence and quality of life (Frankl, 1963; Heintzelman
& King, 2014; Martela et al., (2021); Steger et al., 2012). Experience of meaningful work is
associated with a range of beneficial outcomes for individuals and employers, including high
level of commitment (Allan et al., 2016; Shockley et al., 2016); engagement (Johnson &
Jiang, 2017; Lee et al., 2017); job satisfaction (Allan et al., 2016; Duffy et al., 2015) and self-
rated job performance (Allan et al., 2016; Lam et al., 2016). A recent meta-analysis of the
outcomes of meaningful work concluded that the results “broadly support the notion that
people with meaningful work feel better and work better” (Allan et al., 2019). Therefore, this
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raise important moral questions about how organizations show responsibility to create and
sustain meaningful work for their employees.

The aim of this article is to adress these concern and to contribute to our understanding of
how organizations foster meaningfulness and put this as a priority agenda for the digital
workplace. First, I extend prior literature reviews on meaningful work (Allan et al., 2019;
Bailey et al., 2017). Second, 1 explore ways organizations can boost meaningful through job
design, human resources practices, and leadership. I argue that work played a central role in
providing a meaningful life. Therefore, organization should take a major role in creating
meaningful working experiences at workplace.

2. Meaningful work and its characteristics

Meaningful work has been defined in a variety of ways across field of knowledges. Rosso
et al. (2010) defined meaningful work as work that is experienced as particularly significant.
While Bailey et al. (2019) interpreted meaningful work as fulfilling, significant, directed,
coherent with life goals, and contributing to a sense of belonging. The term meaningful work
has been refers to a positive concept. Martela (2010) defined meaningful work as “work that
offers the worker positive significance in life, thus, contributing to the fulfillment of the
human need for meaningfulness. Meaningful work also sees work as part of “calling®. In this
sense, meaningful work broadly defined as work that that is personally significant and
worthwhile.

In conceptualizing meaningful work, You et al. (2020) described five characteristics of
meaningful work. First, meaningful work emphasizes the autonomy and freedom of human
beings. Human beings, through their own consciousness, constantly create and co-create their
environment, their own values, personally determine a meaning to their life. Martela et al
(2021) stated that autonomy as a pathway to meaningful work. The argument is that when
people have a sense of ownership of their work, feeling that they are able to do what truly
interests them, this makes the work feel personally meaningful for them. With today’s ever-
increasing complexity and dynamics in workplaces, this basic individual freedom may be one
of the most powerful drivers to lead a meaningful working life. Second, meaningful work can
be arisen from dynamic process of the work tasks, the roles that people perform, interaction at
workplace, and organization. Bailey et al. (2017) stated that meaningful work is subjective
construct that attained by individual perception or judgment. However, sense-making process
involved both employees and an organization.

Third, job characteristics are a critical factor in creating meaningfulness. Hackman and
Oldham (1980) stated that a motivational job design would enhance work's meaning when a
job provides task significance, identity, and skill variety. On the day-to-day duties, employees
contributed to good work practices, influenced others, were valued at work, and benefited
from their personal development. Forth, meaningful work pay attention to connectivity and
interaction at work. Bailey et al. (2017) indicates “individuals cannot experience
meaningfulness entirely within themselves but seek to understand their place in the wider
world and their contribution to society in the context of the organizations and institutions to
which they belong.” Thus, social context is essential in fostering meaningful work as it is also
part of basic human needs.

Meaningful work gives a positives impact on an employee’s life. Meaningful work should
provide something “positive” to the individual. Work that not only makes employees feels
good but also strengthening resilience and intensifying well-being (Lam et al., 2016). The aim
of meaningful work is to meet human needs or promote human prosperity. Specifically,
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meaningful work contributes to human well-being by fulfilling psychological needs such as
autonomy, authenticity, identity, self-efficacy, and self-realization (Schroeder et al., 2021).
On top of that, my definition of meaningful work is based on the following attributes: positive
and purposeful characteristics that contribute to individual and organizational growth as a
whole. Meaningful work nourishes individuals, helping them fulfill their intrinsic desires and
basic needs.

3. Digital workplace and meaningfulness

Over the past decade, one of the significant transformations in the world of work has been
the emergence of online digital labour platforms, known as the sharing economy. Besides
disrupting existing business models, this new type of work has also impacted employment
models and workplaces. By working on digital labour platforms. workers can work from
anywhere, at any time, and take up whatever jobs they like. It is also important to note that
engaging in such work may risk their employment status, income, social life, health, and well-
being.

The relationship between meaningful work and digital technologies has been studied in the
past. For instance: Durward et al. (2016) revealed that the use of communication technologies
in the workplace can increase accessibility and efficiency, whereas it also diminishes
employee well-being. Employees are expected to remain accessible and connected during
non-office hours. Whereas Schroeder et al. (2021) identified that the nature of digital work
introduces a high degree of scheduling flexibility but in contrast decision-making and work
methods autonomy may be generally low because of brevity and simplicity of typical digital
task. Digital workers in particular often have little direct contact with their co-worker and
supervisor (Durward et al., 2016; Green, 2006; Schroeder et al., 2021). In order to report their
daily progress, they rely on the platform or management information system. In addition, the
impact of technology-facilitated context has made task interdependence become lower in
digital work. Often, digital platforms rely on professional expertise and project-based work,
so employees don't necessarily need to be integrated. As a result, working in such a scheme
may make employees feel isolated, and their need for connection might need to be fulfilled.

4. The role of management in fostering meaningfulness at digital work

There is general agreement that meaningfulness is subjective and innate to the individual.
However, Michaelson (2011) argued that individual control of meaningfulness is limited. It is
a dynamic process that involves employees, employers, and society. Thus, recently
meaningful work and its related concepts have been increasingly studied in Human Resources
Management (HRM) perspective that focusing on individual, job and organizational level
(e.g., Bailey etal., 2017; Lam et al., 2016; Lysova et al., 2019; Martela et al., 2021).

Lysova et al. (2019) developed conceptual ideas about how different-level factors
contribute to meaningful work. Four level factors are described in Lysova’s model; they are
individual, job, organization, and society. This framework depicts proposed relations between
individual-, job-, organizational-, and societal-level factors as influences on meaningful work.
This article's discussion will only focus on the role of management (organizational) in
fostering meaningfulness. The rationale is that HRM should apprehend its primary role in
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motivating and developing people. The organization should address and understand
employees’ needs in these uncertain and constant changes. Working in this digital era needs
organizational support demonstrated in a humanistic value-oriented program and policy.

Align with Lysova et al. (2019), the management of meaningfulness can be at the job level.
As part of the job design, employees should have access to safe and fair working conditions
and the flexibility, task significance, and skill variety to manage their schedules. Bailey et al.
(2017) stated that jobs should fulfil basic human needs, like feeling connected, self-
determination, and competence. The employee needs to have a connection and relations at
work and freedom to modify work’s aspects, known as job crafting. Bakker et al. (2016)
stated that job crafting as a new approach to job design is a promising way to provide job
meaningfulness. There creation and management of meaningfulness from the job level can be
emphasize on the quality of work and job design. Job redesign in the digital era should point
out some outline below (Figure 1).

4.1 Promoting flexibility

In digital workplaces, individuals are encouraged to work at times and places that best suit
them, the needs of the customer, and the global marketplace. Employee perspective of
flexibility provides a feeling of control over when, where, and how long they work. When
people have a sense of ownership of their work, feeling that they are able to do what truly
interests them, this makes the work feel personally meaningful for them (Hackman &
Oldham, 1976). As a consequence of workplace flexibility, organizations tend to benefit more
through expanded proficiency, viability, and noteworthy profitability. Meanwhile, flexibility
promises the employee a better work-life balance, social needs, and money savings in the
absence of commutation expenses (spatial flexibility).

The fact that a digital environment has promote flexibility and open to autonomy, prior
research also found that flexibility should not be only on temporal and spatial flexibility. In
some digital workplace, there are more rigid schedules (Kalleberg & Dunn, 2016). For
example, some online platforms only expect the employees to do the tasks they are assigned.
Schroeder et al. (2021) also mentioned that work methods autonomy are quiet low in digital
work like eLancer due to the brevity and simplicity of the tasks. This could be a conjectured
that digital workers would experience meaningless work and might see work as the way to
survive.

In line with this thought, HR managers should be able to stimulate meaningful work. A
digital work environment creates a work atmosphere characterized not only by customization
(temporal and spatial flexibility) but also by the ability to modify aspects of their work,
known as job crafting. Bakker et al. (2016) stated that job crafting as a new approach to job
design is a promising way to provide job meaningfulness. Job crafting could be demonstrated
in three aspects:

e task crafting (shaping the number, aims, or kind of job tasks)
o relational crafting (modifying the social features and interactions of the job)

* cognitive crafting (changing the way employees think about their jobs)

This practice will enable individuals to shape the workplace to support meaningful work
for them. Hence, some people may prefer spatial flexibility. As a result, they experience their
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work as more meaningful. Others, however, may choose to modify aspects of their job (job
crafting) in the workplace, fulfilling their basic need and making work more meaningful.

Figure 1: Meaningfulness in Digital Workplace Framework

Digital
Leadership
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Practices

Job Design

Source: self-exploration (2022)

4.2 Promoting digital leadership

Leadership style has been shown to play a critical role in promoting meaningfulness at
work. However, leading team in a digital work situation will be different with conventional
work situation. According to Sandel (2013) digital leadership is the capabilities and capacities
that could provide the creativity environment by optimizing the technology and digital
capability. The digital characteristic are the creativity leader, inspiring leader, credibility
leader, wider knowledge leader, collaborative and interactive leader and trust the
subordinates. Under the perspective of digitalization, job requirements need to be profoundly
transformed and as a result leaders ought to be highly aware of all demanding challenges.
Leaders* ability to motivate and inspire employees to deal with these changes will positively
associated with employees® positive experience at work.

Kane et al. (2015) provide insights on how firms can drive a digital transformation by
hiring digital leaders, refreshing digital literacy, creating a good environment, and cultivating
an experimentation culture. Digital leaders can contribute to the meaningfulness of their
followers' sense of work by aligning their daily work with their personal value and the
organization's mission. For instance, giving workers busy work without acknowledging their
contribution will give them a meaningless experience. Conversely, engaging employees in
specialized tasks and goals will provide employees with a sense of belonging and
significance. Digital leadership is a crucial parameter that is necessary to be promoted in
digital workplace because it help employees achieve a sense of meaningfulness (Henstra,
2020; Zeike et al.,2019).

43 Promoting a humanistic HRM practices

Prior literatures have shown that HRM’s primary goal is to improve organization
performance. A performance-oriented perspective has ignored humanistic side of workplace
and tend to maximize profit through employee’s exploitation (You et al., 2021). A humanistic
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HRM practices focused on strong person-organization fit and aims to enhance the experience
of meaningfulness. Scholars of HRM have explored how humanistic HRM practices such as a
healthy work-life balance policy, a fair compensation package policy and an equal promotion
policy can help enhance the experience of meaningfulness of the work ((Bailey et al., 2017;
You et al., 2021). Moreover, Albrecht et al. (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.

5. Conclusion

Frankl (2014) claimed that work could be a source of human connection and creativity.
Therefore, work plays a significant role in fulfilling basic human needs like feeling connected,
self-determination, and competence. This situation has changed the quality of work and the
meaning of work.

Meaningful work defined as work that offers the worker positive significance in life,
contributing to the fulfillment of the human need for meaningfulness (Martela et al., 2021).
Meaningful work also sees work as part of “calling”. In this sense, meaningful work is
broadly defined as work that that is personally significant and worthwhile. The understanding
of meaningful work in the digital workplace is still infancy.

The digital workplace has a unique characteristic that leads to a meaningless working
experience. Fostering meaningfulness in the digital workplace should become a priority.
Michaelson (2011) argued that meaning-making is a dynamic process involving employees,
employers, and society. Thus, the organization should play a crucial role in enhancing the
meaningful working experience.

Fostering meaningfulness in the digital workplace from an organization’s (Human
Resources Management) perspective can be obtained through job design, human resources
practices, and leadership. By understanding how the organization can provide a suitable job
design, humanistic HRM practices, and develop a digital leader, organizations will enable
employees to construct their meaningfulness in the digital workplace.

References

Allan, B. A., Batz-Barbarich, C., Sterling, H. M., & Tay, L. (2019). Outcomes of Meaningful
Work: A Meta-Analysis. Journal of Management Studies, 56(3), 500-528.
https://doi.org/10.1111/joms.12406

Allan, B. A., Douglass. R. P, Duffy, R. D., & McCarty, R. J. (2016). Meaningful Work as a
Moderator of the Relation Between Work Stress and Meaning in Life. Journal of Career
Assessment, 24(3),429-440. https://doi.org/10.1177/10690727 15599357

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(3), 416-430. https://doi.org/10.1016/j hrmr.2016.11.001

Bakker, A. B., Rodriguez-Muiloz, A., & Sanz Vergel, A. 1. (2016). Modelling job crafting
behaviours: Implications for work engagement. Human Relations, 69(1), 169-189.
https://doi.org/10.1177/001872671558 1690




1t MARANATHA INTERNATIONAL
CONFERENCE ON BUSINESS AND ECONOMICS (MIC on BE)

November 22, 2022 Bandung, Indonesia

Durward, D., Blohm, L., & Leimeister, J. M. (2016). Crowd Work. Business and Information
Systems Engineering, 58(4), 281-286. https://doi.org/10.1007/512599-016-0438-0

Green, F. (2006). Demanding work: The paradox of job quality in the affluent econony.
Princeton University Press.

Hackman, J. R., & Oldham, G. R. (1976). Motivation through the design of work: test of a
theory. Organizational Behavior and Human Performance, 16(2), 250-279.
https://doi.org/10.1016/0030-5073(76)90016-7

Henstra, C. T. (2020). Meaningful work in the digital age. Book, 1-87.
http://essay.utwente.nl/82997/

Hu, J., & Hirsh, J. B. (2017). Accepting lower salaries for meaningful work. Frontiers in
Psychology, 8(SEP), 1-10. https://doi.org/10.3389/fpsyg.2017.01649

Johnson, M. J., & Jiang, L. (2017). Reaping the benefits of meaningful work: The mediating
versus moderating role of work engagement. Stress and Health, 33(3), 288-297.
https://doi.org/10.1002/smi.2710

Kalleberg, Arne L; Dunn, M. (2016). Good Jobs, Bad Jobs in the Gig Economy.
PERSPECTIVES ON WORK.

Lam, C. F., Wan, W. H., & Roussin, C.J. (2016). Going the extra mile and feeling energized:
An enrichment perspective of organizational citizenship behaviors. Journal of Applied
Psychology, 101(3), 379-391. https://doi.org/10.1037/apl0000071

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

Lysova, E. 1, Allan, B. A_, Dik, B. J., Duffy, R. D., & Steger, M. F. (2019). Fostering
meaningful work in organizations: A multi-level review and integration. Journal of
Vocational Behavior, 110(July 2018), 374-389.
https://doi.org/10.1016/j.jvb.2018.07.004

Martela, F., Gomez, M., Unanue, W., Araya, S., Bravo, D., & Espejo, A. (2021). What makes
work meaningful? Longitudinal evidence for the importance of autonomy and
beneficence for meaningful work. Journal of Vocational Behavior, 131(September).
https://doi.org/10.1016/j.jvb.2021.10363 1

Schroeder, A. N., Bricka, T. M., & Whitaker, J. H. (2021). Work design in a digitized gig
economy. Human Resource Management Review, 3I1(1).
https://doi.org/10.1016/j.hrmr.2019.100692

Shockley, Kristen; Ureksoy, Heater; Rodopman, Ozgun; Poteat, Laura; Dullaghan, T. (2016).
Development of a new scale to measure subjective career success: A mixed-methods
study. Journal of Organizational Behavior, 37, 128-153.
https://doi.org/10.1002/job.2046

Steger, M. F., Dik, B. J., & Duffy, R. D. (2012). Measuring Meaningful Work: The Work and
Meaning Inventory (WAMI). Journal of Career Assessment, 20(3), 322-337.
https://doi.org/10.1177/1069072711436160

You, J., Kim, 8., Kim, K., Cho, A., & Chang, W. (2021). Conceptualizing meaningful work




1t MARANATHA INTERNATIONAL
CONFERENCE ON BUSINESS AND ECONOMICS (MIC on BE)

November 22, 2022 Bandung, Indonesia

and its implications for HRD. European Journal of Training and Development, 45(1),
36-52. https://doi.org/10.1 108/EJTD-01-2020-0005

Zeike, S., Bradbury, K., Lindert, L., & Pfaff, H. (2019). Digital leadership skills and
associations with psychological well-being. [nternational Journal of Environmental
Research and Public Health, 16(14), 1-12. https://doi.org/10.3390/ijerph 16142628




Fostering meaningfulness: A priority agenda for the digital

workplace

ORIGINALITY REPORT

22 206 14s T«

SIMILARITY INDEX INTERNET SOURCES PUBLICATIONS STUDENT PAPERS

PRIMARY SOURCES

.

essay.utwente.nl

Internet Source

S

2]

www.emerald.com

Internet Source

S

[e2]

eprints.lse.ac.uk

Internet Source

3o

=

booksc.me

Internet Source

3o

Cl

link.springer.com

Internet Source

3w

Amber N. Schroeder, Traci M. Bricka, Julia H.
Whitaker. "Work design in a digitized gig
economy", Human Resource Management
Review, 2019

Publication

2%

=

www.ncbi.nlm.nih.gov

Internet Source

T

Blake A. Allan, Cassondra Batz-Barbarich,
Haley M. Sterling, Louis Tay. "Outcomes of
Meaningful Work: A Meta-Analysis", Journal of
Management Studies, 2018

Publication

(K




Exclude quotes Off Exclude matches <1%

Exclude bibliography  On



Fostering meaningfulness: A priority agenda for the digital
workplace

GRADEMARK REPORT

FINAL GRADE GENERAL COMMENTS

/0

PAGE 1

PAGE 2

PAGE 3

PAGE 4

PAGE 5

PAGE 6

PAGE 7

PAGE 8




