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Meaningful work is a key element of positive functioning of employees, but what makes
work meaningful? Based on research on self-determination theory, basic psychological
needs, and prosocial impact, we suggest that there are four psychological satisfactions
that substantially influence work meaningfulness across cultures: autonomy (sense of
volition), competence (sense of efficacy), relatedness (sense of caring relationships),
and beneficence (sense of making a positive contribution). We test the relationships
between these satisfactions and perceived meaningful work in Finland (n = 594,
employees of several organizations), India (n = 342, collected through Mturk), and the
United States (n = 373, collected through Mturk). Regression analyses show that –
except for competence in United States – all four satisfactions are significantly and
independently associated with meaningful work. Moreover, structural equation modeling
shows that they fully mediated the relationship between occupational position and
work meaningfulness in India and in the United States. In sum, the results support the
importance of these four satisfactions in explaining the psychological underpinnings of
meaningful work.
Keywords: autonomy, basic psychological needs, beneficence, cross-cultural, employee well-being, meaningful
work, meaningfulness at work, work motivation

INTRODUCTION
Being able to experience meaningfulness is a fundamental part of having a life worth living (Camus,
1955; Wolf, 1997; Martela, 2017). Accordingly, a lack of meaning is associated with depression,
mortality, and even suicide ideation (Harlow et al., 1986; Steger et al., 2006; Tanno et al., 2009).
Given the decline in traditional sources of meaning such as religion, work has arguably become,
along with family, one of the most important domains from which people derive meaningfulness
in their lives (Baum and Stewart, 1990; Baumeister, 1991; Steger and Dik, 2009). This means that
many employees around the world seek to find meaningfulness from their work. For example, a
representative survey of the United States workforce show that 28% of respondents value purpose
over money or status (Imperative, 2015), and another survey of 26,000 LinkedIn members in
40 countries show that 37% of respondents value purpose over money or status globally, with
the number ranging from 53% in Sweden to 23% in Saudi Arabia (Hurst et al., 2016). Another
probability sample of 1,200 college-graduated United States workers found that 34% of respondents
are willing to accept 15% lower salary if that allows them to work for an organization whose values
align with their own (Net Impact, 2012).
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on self-determination theory has argued that the psychological
needs for autonomy, competence, and relatedness can be key
predictors of meaning in life (Weinstein et al., 2012), and
empirical research has shown this to be the case (Martela et al.,
2017). We thus propose that these three needs are also likely to
be key predictors of meaningful work. Furthermore, based on
research showing the importance of beneficence and prosocial
impact for meaningfulness (Van Tongeren et al., 2016; Allan
et al., 2017; Martela et al., 2017), we suggest that it can be a
fourth key factor associated with meaningful work. Furthermore,
given that both the three psychological needs (e.g., Chen et al.,
2015) and prosociality (e.g., Aknin et al., 2013) have been shown
to be predictors of well-being cross-culturally, we propose that
their relation to meaningful work should hold, disregarding the
cultural context. Accordingly, using samples from three different
continents and integrating research on meaningful work with
research on meaning in life, in this paper we test empirically
how autonomy, competence, relatedness, and beneficence – that
have been recognized within psychology as important sources of
wellness and meaningfulness – are associated with finding work
meaningful.

Finding one’s work meaningful and experiencing it as a
calling have increasingly also become the focus of vocational
and counseling psychology (Dik et al., 2009; Allan et al., 2017)
in the quest to enhance the well-being and positive functioning
of employees (Super, 1955; Robitschek and Woodson, 2006).
Meaningfulness of work is closely linked to occupational callings
(Duffy et al., 2012, 2013; Hirschi, 2012), and dignity at work
(Di Fabio and Maree, 2016). In the last decades it has started
to gain increased attention as an important psychological state
on its own (Wrzesniewski, 2003; Michaelson, 2005; Rosso et al.,
2010; Martela and Pessi, 2018). This research has demonstrated
how meaningful work contributes to positive affective well-being
(Arnold et al., 2007), occupational identification (Bunderson and
Thompson, 2009), deriving benefits from a stressful work-related
event (Britt et al., 2001), life satisfaction, less depression (Steger
et al., 2012; Duffy et al., 2013), and finding one’s life meaningful
(Steger and Dik, 2009). Accordingly, researchers have started
to recognize that finding meaning in work is fundamental for
work-related motivation, commitment, and overall well-being
(Rosso et al., 2010) as well as career choices (Bunderson and
Thompson, 2009; Dik et al., 2009). Accordingly, several scholars
have recognized that meaningful work “should arguably be one
of the most important questions for organizational scholarship”
(Podolny et al., 2005, p. 1; see also Lepisto and Pratt, 2017).
While previous work links meaningful work to important
organizational outcomes such as less work absenteeism (Steger
et al., 2012), decreased turnover intentions (Scroggins, 2008;
Arnoux-Nicolas et al., 2016), and supervisor-rated performance
(Harris et al., 2007), work meaningfulness is also valuable in its
own right (Bowie, 1998; Roessler, 2012; Michaelson et al., 2014).
Thus, striving for meaningful work is not just about obtaining
certain outcomes, but being able to experience meaningfulness in
one’s work activities is “an important humanistic endeavor in and
of itself ” (Lepisto and Pratt, 2017, p. 100), and part of what makes
life good for human beings (Yeoman, 2014).
We define meaningfulness of work as the subjective experience
of how significant and intrinsically valuable people find their
work to be (Hackman and Oldham, 1975; Rosso et al., 2010).
It is thus an overall evaluation of work as regards whether it
is intrinsically valuable and worth doing. Thus, unlike work
engagement (Bakker, 2011; Christian et al., 2011), psychological
empowerment (Spreitzer, 1995), and job involvement (Brown,
1996), it is not primarily a motivational construct, but an
evaluative construct. Thus, while finding one’s work meaningful
often might lead to increased motivation, it is primarily about
how much value we are able to derive from our work. It is
also different from constructs such as job satisfaction, which is
about evaluating one’s job with some degree of favor (Wright and
Cropanzano, 2000). While we might draw satisfaction from many
aspects of our job, like whether it is pleasurable, meaningfulness
of work is more specifically about whether the work provides
something that is in accordance with one’s values.
There is no lack of theoretical perspectives on meaningful
work, but too few of these theoretical insights have been
empirically tested. For example, Rosso et al. (2010, pp.
115, 119) call for more empirical research examining several
potential sources of meaningful work simultaneously. Research
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AUTONOMY, COMPETENCE, AND
RELATEDNESS AS PREDICTORS OF
MEANINGFUL WORK
Following previous work (Baumeister, 1991; Steger and Dik,
2009; Allan et al., 2015) we see that meaningfulness as regards
life and meaningfulness as regards work are facets of the
same psychological construct. As regards potential sources of
meaningfulness, self-determination theory has become one of
the most cited contemporary theories of human motivation
and wellness (Ryan and Deci, 2000, 2017). Research within
self-determination theory has identified three basic psychological
needs: autonomy, competence, and relatedness (Ryan and Deci,
2000, 2017) that have been shown to play an important role
for the motivation, well-being, life satisfaction, and vitality of
people on both general and daily level (e.g., Reis et al., 2000;
Ryan et al., 2010; Martela and Ryan, 2016b). Self-determination
theory has been increasingly applied to the work context as well
and several studies (reviewed in Van den Broeck et al., 2016;
Deci et al., 2017), show that these needs explain, for example,
vigor and less exhaustion at work (Van den Broeck et al., 2010).
Autonomy refers to a sense of volition and internal perceived
locus of causality in one’s undertakings. The person feels that
the actions emanate from the self and reflect who one really is,
instead of being the result of external pressures. Competence, in
turn, is about a sense of mastery and efficacy in one’s activities.
One feels that one is capable at what one does and is able
to accomplish projects and achieve one’s goals. Relatedness is
more about the interpersonal dimension, reflecting the extent
to which a person feels that one is connected to others, has
caring relationships, and belongs to a community. The theory
argues that these three needs are universal in the sense that their
relationship to wellness and positive functioning should remain
robust no matter the cultural context (Deci and Ryan, 2000; Ryan

2

July 2018 | Volume 9 | Article 1157

Martela and Riekki

The Four Pathways to Meaningful Work

“psychological universal” (Aknin et al., 2013). Other work has
investigated whether it could be a psychological need on par
with the three established needs for autonomy, competence, and
relatedness (Martela and Ryan, 2016b).
At the same time, many theorists have emphasized how
beneficence – the sense of having a prosocial impact – can be a key
source of meaningfulness (Frankl, 1963; Wong, 1989). Various
forms of benevolent behavior or attitudes have been empirically
connected to a greater sense of meaning (Shek et al., 1994;
Schnell, 2011). For example, Van Tongeren et al. (2016) showed
in four studies both cross-sectional and experimental evidence
for the important role of prosocial behavior in evaluations of
meaning in life. Most importantly for our present investigation,
Allan et al. (2017) demonstrated in three experimental studies
that helping others increases people’s sense of task and work
meaningfulness (see also Colbert et al., 2016). Therefore, having
a prosocial impact can be a key source of meaningful work.
However, to establish that the connection between having a
prosocial impact and meaningful work is not explained by
some other factor – e.g., increased sense of competence from
having a prosocial impact – it would be important to control
for the influence of autonomy, competence, and relatedness.
A recent study demonstrated that prosocial impact had an
independendent relation with meaning in life, even when
controlling for the influence of autonomy, competence, and
relatedness (Martela et al., 2017). But no study has looked
whether there would be a relation between prosocial impact and
meaningful work when controlling for autonomy, competence,
and relatedness. Given the research demonstrating that the
positive wellness effects of prosocial impact is likely to be a
‘psychological universal’ (Aknin et al., 2013, 2015), we also
expect the connection between beneficence and meaningful work
to remain robust cross-culturally. This leads to our second
hypothesis:

and Deci, 2017), and empirical research demonstrates that the
three needs are associated with well-being in countries ranging
from United States, Australia, and Belgium to Mexico, Peru,
Malaysia, China, and Philippines (Church et al., 2013; Chen et al.,
2015).
In addition to the role of these three needs as robust predictors
of well-being and positive human functioning, Weinstein et al.
(2012) recently argued that the three needs for autonomy,
competence, and relatedness should be seen as serious candidates
for what makes life meaningful. When we are autonomously able
to choose our activities and work tasks, these are prone to be
experienced as more meaningful. Empirical work has supported
this suggestion (Ryff, 1989; McGregor and Little, 1998). Such
autonomy and self-determination is also closely linked with
psychological empowerment at work (Spreitzer, 1995; Seibert
et al., 2011). Similarly, if we feel ineffective, incompetent, and
unable to accomplish our tasks, this makes our efforts feel
meaningless (Baumeister, 1991; Steger et al., 2008), while feeling
of competence leads to psychological empowerment (Spreitzer,
1995; Seibert et al., 2011). Finally, when people are asked
what makes their lives meaningful, relationships with family
and friends are mentioned as a key source of meaning by the
majority of people (Lambert et al., 2010). The evidence about the
causal impact of relatedness on meaning in life is quite robust
(Stillman et al., 2009; Lambert et al., 2013). Accordingly, the three
psychological needs all seem to play a role in explaining what
makes life meaningful. Recent work indeed shows that all three
needs are independently connected to meaning in life, even after
controlling for the influence of each other (Martela et al., 2017).
Given the close connection between meaningfulness as regards
life and meaningfulness as regards work (Steger and Dik, 2009;
Allan et al., 2015), we expect these three needs to have positive
associations also with meaningful work. Furthermore, given the
cross-cultural predictive power of the three needs, we expect this
to be true no matter the cultural context. However, previous
empirical work has not examined the relationship between these
three needs and meaningful work. Thus, the first hypothesis we
want to examine in this study is as follows:

Hypothesis 2: Beneficence has an independent relation with
meaningful work, even when controlling for the influence of
the three psychological needs for autonomy, competence, and
relatedness, and this relation will hold no matter the cultural
context.

Hypothesis 1: Autonomy, competence, and relatedness all
have independent relations with meaningful work, even when
controlling for the influence of the other needs, and these
relations will hold no matter the cultural context.

OCCUPATIONAL POSITION AND
MEANINGFUL WORK

BENEFICENCE AS A PREDICTOR OF
MEANINGFUL WORK

Finally, it has been suggested that having a lower position
within the organizational hierarchy could diminish one’s ability
to experience work as meaningful (Bowie, 1998). At the same
time, autonomy, competence, and relatedness have been shown
to be positively correlated with occupational position (González
et al., 2016), and with meaning in life (Martela et al., 2017).
Previous research has shown that type of motivation can mediate
the relationship between social class and meaningful work (Allan
et al., 2016), while autonomy, competence, and relatedness have
been shown to mediate the relation between socioeconomic
status and physical and mental health (González et al., 2016). The
psychological satisfactions thus seem to have the capacity to act

Increasing amount of research has also demonstrated that
prosocial behavior – doing something to benefit other people – is
beneficial for one’s own well-being (e.g., Dunn et al., 2008;
Martela and Ryan, 2016a). Furthermore, these research findings
have been replicated in countries around the world from Canada
to India and from South Africa (Aknin et al., 2013) to a
small-scale rural society on the Pacific Island of Vanuatu (Aknin
et al., 2015). Based on these results, the researchers suggest
that emotional benefits derived from prosocial spending is a
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as mediators between socioeconomic position and well-being, as
suggested by self-determination theory (Ryan and Deci, 2017).
Accordingly, Allan et al. (2016) call for research that would
look at the capacity of basic psychological needs to mediate the
relation between various aspects of social class and meaningful
work. In line with this, we suggest that being in a higher
occupational position can give the employee more possibilities
to make volitional choices as regards one’s work (autonomy), to
experience more mastery and sense of accomplishment as regards
one’s work tasks (competence), to increase the quality of one’s
interactions by having more choice over with whom to interact
during the workday (relatedness), and to experience that the
positive impact of one’s work is broader (beneficence). Therefore,
the final hypothesis we want to test is the following:

We administered the survey in Finnish language with the
questions translated from English and then back-translated
by a professional translator to ensure accuracy of translation,
with 56% of participants in the age group 41–60, 39% in the
age group 26–40, 2% under 26, and 3% over 60. Positions
in the organizations were: 9.9% manufactory workers, 61%
specialists/employees, 19% middle management, and 9.3% higher
management role.

Measures
Work Meaningfulness
To assess work meaningfulness, we administrated three face valid
questions: ‘I feel that my work has a meaning,’ ‘My work gives
me a feeling of meaningfulness,’ and ‘Our work community does
something valuable.’ The participants were asked to rate the
extent to which they agreed with these statements on a scale
from 1 (do not agree) to 7 (fully agree) (α = 0.91).

Hypothesis 3: Sense of autonomy, competence, relatedness, and
beneficence mediate the expected positive connection between
having a higher occupational position and having a more
meaningful work.

Basic Psychological Satisfactions

All in all, the research study thus answers calls for more
empirical research on the key sources on meaningful work,
especially research that would examine more than one source
simultaneously, and research that would examine the topic
cross-culturally.

For satisfaction of SDT’s three basic needs for autonomy,
competence, and relatedness, we used the satisfaction items from
the work adjusted version (Schultz et al., 2014) of the Basic Need
Satisfaction and Frustration Scales (Chen et al., 2015). The scale
includes four items measuring satisfaction of each of the three
needs, e.g., “I feel my choices on my job express who I really am”
for autonomy (α = 0.75), “At work, I feel capable at what I do”
for competence (α = 0.83), and “I feel connected with people who
care for me at work, and for whom I care at work” for relatedness
(α = 0.88). For sense of beneficence, we used a work adjusted
version of the Beneficence Scale developed by Martela and Ryan
(2016b). It included four items, e.g., “I feel that my actions at work
have a positive impact on the people around me (α = 0.89).” Items
for all four satisfactions were mixed together and rated on a scale
from 1 (do not agree) to 7 (fully agree).

STUDY 1
In the first study, we wanted to test the hypothesis that the three
psychological needs and beneficence, operationalized as a sense of
prosocial impact, all have an independent relation to meaningful
work when controlling for each other. We wanted to see how
much they could together explain of the variance in people’s
evaluations of meaningfulness of work.

Participants and Procedure

Results and Discussion

This study was carried out in accordance with the
recommendations of the Ethical Review Board of the
University of Helsinki. In accordance with the Declaration
of Helsinki, we sought informed consent from all study
participants, and they gave their consent anonymously in
the online form. We used a combined sample collected
from three separate sources. The first participant group
were employees of a Finnish subsidiary of a multinational
technology company (n = 334), and the second group consisted
of employees of a Finnish subsidiary of a European plastic
product manufacturer company (n = 85). These participants
filled the survey anonymously as part of a volunteer internal
workplace audit. The third group of participants consisted of
employees of several different organizations who took part of
a leadership training program and were mostly HR-specialist
and middle-level/higher-level management (n = 175). They filled
the questionnaire voluntarily as part of the training program. In
total 667 employees in these three groups answered the survey,
and 89% of the participants gave informed consent to use their
answers for scientific research leading to a total sample size
of 594.

Frontiers in Psychology | www.frontiersin.org

Preliminary Analysis
Table 1 presents the means, standard deviations, and
intercorrelations of work meaningfulness and the four
psychological satisfactions. As expected, and analogously to
what has been found in research on psychological needs in life
in general (Martela and Ryan, 2016b; Martela et al., 2017), the
three needs for autonomy, competence, and relatedness were
correlated positively with each other, with beneficence, and all

TABLE 1 | Study 1 means, standard deviations, and zero-order correlations
between study variables.
1

2

3

4

M

SD

1. Meaningful work

5.27

1.35

–

2. Autonomy

4.64

1.15

0.622

–

3. Competence

5.53

0.93

0.531

0.438

–

4. Relatedness

5.38

1.06

0.496

0.439

0.438

–

5. Beneficence

4.74

1.34

0.730

0.669

0.504

0.444

All correlations significant on a 99% confidence level.

4

July 2018 | Volume 9 | Article 1157

Martela and Riekki

The Four Pathways to Meaningful Work

competence (β = 0.146, p > 0.001), relatedness (β = 0.150,
p > 0.001), and beneficence (β = 0.464, p > 0.001) all were
significantly related to meaningful work. Also, age (β = 0.074,
p = 0.005) remained a significant predictor of meaningful work.
Furthermore, in both steps 2 and 3, the increase in variance
explained was significant (p < 0.001). Given the relatively high
correlations between the four satisfactions, we examined the
variance inflation factors (VIFs) to see whether multicollinearity
might be problematic for the model. The VIF statistics for
all four predictors were between 1.3 and 2.1, indicating that
multicollinearity was not a problem (to detect problems with
multicollinearity, the most commonly used threshold is VIF > 10,
while sometimes a more conservative VIF > 5 is used, see Cohen
et al., 2013; Dormann et al., 2013).2

four factors were also positively correlated with meaningful
work.
To test whether the four satisfactions form independent
factors, we performed a confirmatory factor analysis with
maximum likelihood and four separate factors, using lavaan
package in RStudio 1.0. Recognizing that the cutoff values should
not be seen as more than rough rules-of-thumb (Hu and Bentler,
1999; Marsh et al., 2004), we adopted the following cutoff values
for adequate fit based on previous recommendations (Browne
and Cudeck, 1993; Hu and Bentler, 1999; Marsh et al., 2004): CFI,
TLI > 0.90, RMSEA, SRMR < 0.08. The fit indices of the model
[χ2 (df = 98) = 454.998, CFI = 0.931, TLI = 0.916, RMSEA = 0.078,
SRMR = 0.053] were within these standards for acceptable fit1 ,
and each of the items also loaded significantly on the intended
latent factor. More importantly, as cut off points are always more
or less arbitrary (Marsh et al., 2004), we wanted to compare
the model fit with two alternative models. First, a model where
all the items for all four satisfactions were taken as indicators
of the same underlying construct [χ2 (df = 104) = 1843.303,
CFI = 0.665, TLI = 0.613, RMSEA = 0.168, SRMR = 0.111].
Second, as previous research has sometimes treated the three
psychological needs of SDT as one aggregate factor (e.g., Deci
et al., 2001; Van den Broeck et al., 2008), we tested a model where
the items for the three needs of SDT were taken as indicators of
one factor, and beneficence items formed a separate factor [χ2
(df = 103) = 1433.904, CFI = 0.744, TLI = 0.701, RMSEA = 0.147,
SRMR = 0.103]. As can be seen, the hypothesized model of four
separate factors compared favorably to the alternative models.

Interpretation
The results showed that both the three psychological needs
and beneficence explained independent variance in meaningful
work that cannot be reduced to the other independent variables.
Together with the control variables, they explained 61% of the
total variance in people’s experience of meaningful work (when
control variables were excluded, the variance explained remained
at 61%). The standardized estimates and the total variance
explained are similar in size as has been found as regards the
connection between the four satisfactions and meaning in life
(Martela et al., 2017). Interestingly, although the organizations
in the study were operating in different fields and people were
working in various positions from manufactory workers to higher
management, the same basic satisfactions seemed to be relevant
in all organizations and positions.

Primary Analysis
In line with previous research that has examined the individual
contributions of each of the need satisfactions (e.g., Sheldon and
Niemiec, 2006; Van den Broeck et al., 2010; Martela and Ryan,
2016b), we used a stepwise regression analysis with meaningful
work as the dependent variable to look at whether all four
satisfactions have a direct connection with meaningfulness after
controlling for each other. In the first step we entered sample
group, position and age as control variables F(3,589) = 5,014
p = 0.002, R2 = 0.03. While sample group (β = 0.007, p = 0.885)
and position (β = 0.089, p = 0.084) did not have a significant
relationship with meaningfulness, age had a significant relation
(β = 0.118, p = 0.004) with older participants experiencing their
work as more meaningful. In step 2, the three psychological needs
were simultaneously entered as independent variables. In the
regression analysis F(6,586) = 100, p < 0.001, R2 = 0.50 autonomy
(β = 0.414, p > 0.001), competence (β = 0.254, p > 0.001), and
relatedness (β = 0.208, p > 0.001) all had independent relations
with meaningful work. In step 3, beneficence was added as an
independent variable. The regression analysis F(7,585) = 131,
p < 0.001, R2 = 0.61 showed that autonomy (β = 0.177, p > 0.001),

STUDY 2
To increase the cross-cultural generalizability of the findings of
Study 1, we wanted to collect two new samples from two different
continents to test the same hypotheses as in Study 1: Whether the
three psychological needs and beneficence will simultaneously
explain variance in meaningful work. Our aim was thus not to
compare the cultures but rather to test the same hypotheses in
three separate cultures, in order to get some support for the
suggestion that the hypotheses would hold, no matter the cultural
context. Additionally, we also tested the hypothesis that the four
satisfactions mediate the relation between occupational position
and meaningful work.

Participants and Procedure
To increase the cross-cultural generalizability of the findings of
Study 1, we collected two samples, one from United States and
2

To examine the sensitivity of the results to the chosen analysis method, based on
a suggestion of one of the reviewers, we did a post hoc analysis using structural
equation modeling where all four satisfactions were set to correlate with each
other and set to predict meaningful work. The model fit was acceptable [χ2
(df = 142) = 645.97, CFI = 0.929, TLI = 0.915, RMSEA = 0.077, SRMR = 0.053]
with autonomy (β = 0.447, p < 0.001), competence (β = 0.116, p = 0.006),
and beneficence (β = 0.318, p < 0.001) significantly, and relatedness marginally
significantly (β = 0.067, p = 0.085), predicting meaningful work. Thus these results
mainly supported the same conclusions as the regression analysis.

Sometimes one also examines the χ2 /df ratio, where <2 is taken as an indication
of good fit and <3 an indication of acceptable fit (Schermelleh-Engel et al., 2003).
Using this standard both the presently examined model and most other models
examined in this article fail to reach adequate fit. However, Schermelleh-Engel et al.
(2003, p. 33) themselves note that χ2 values increase with sample size and thus
the “problem of sample size dependency cannot be eliminated by this procedure.”
Accordingly, this method might be too conservative for large sample sizes.

1
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one from India. Both studies were carried out in accordance
with the recommendations of the Ethical Review Board of the
University of Helsinki. In accordance with the Declaration of
Helsinki, we sought informed consent from all study participants,
and they gave their consent anonymously in the online form.
The English language survey items used in both populations
were identical and administrated through Amazon Mechanical
Turk (Mturk), which has in recent years become increasingly
popular source of study participants in behavioral sciences (see
Buhrmester et al., 2011; Mason and Suri, 2012). Several studies
have been conducted to examine the demographics of the
participants and although they are far from being representative
of the whole population, it has been concluded that Mturk
is a “reliable and cost-effective source of high-quality and
representative data, for multiple research purposes” (Peer et al.,
2017, p. 153). In both countries, our aim was to have at least 300
participants in the sample. A post hoc power analysis revealed that
given alpha of 0.05 and desired power of 0.80, such sample size
should be able to detect effect sizes above 0.04.
For India, 452 participants answered the whole survey, but we
excluded 110 participants for either answering the survey faster
than the a priori estimated cut off point of 2.45 min or for failing
to answer correctly on the Instructional Manipulation Check
(Oppenheimer et al., 2009) question (‘It’s important that you
pay attention to the questions. Please click ‘strongly disagree’.’).
Final sample size was thus 342. Using such measures to exclude
inattentive participants is a relatively standard procedure when
using Mturk samples and has been shown to improve the data
quality and statistical power (e.g., Maniaci and Rogge, 2014).
Nevertheless, to examine that our chosen cutoff point didn’t affect
the results, we recalculated the primary analyses including all the
excluded participants, and this did not affect the main results.
We excluded two other participants as they reported being
currently unemployed, leaving a final sample size of 342. Of
the participants, 73% reported being male and 27% female,
the ethnicity of the participants was predominantly South
Asian (88%) with 6% East Asian, and 6% identifying with
other ethnicities. The age range was from 18 to 61 with
the average age being 31. As regards the position within the
organization, 3% reported being top level management, 33%
middle level management, 20% first level management, 21%
knowledge worker/specialist, 7% blue-collar worker/other, 5%
first-line worker, 7% self-managed worker, and 5% trainee.
As regards the United States sample, 587 participants
answered the whole survey. We excluded 203 participants using
the same criteria as in the Indian sample. Additionally, 17
participants who reported being currently unemployed were
excluded, leaving a final sample size of 373. Of the participants,
53% reported being male, 47% female, and 0.8% preferring not to
say. The ethnicity of the participants was mainly Caucasian (75%)
with 7% East Asian, 6% African American, 4% Hispanic, and 8%
identifying with other ethnicities. The age range was from 18 to
66 with the average age being 37. As regards the position within
the organization, 4% reported being top level management, 9%
middle level management, 14% first level management, 35%
knowledge worker/specialist, 12% blue-collar worker/other, 12%
first-line worker, 14% self-managed worker, and 1% trainee.
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Measures
Work Meaningfulness
To assess work meaningfulness, we used the positive meaning
subscale from the Work and Meaning Inventory (WAMI) (Steger
et al., 2012). It included four items (e.g., I have a good sense of
what makes my job meaningful) with an internal reliability of 0.83
in India, and 0.93 in United States. The participants were asked
to indicate how true each statement was as regards their work, on
a scale from 1 (Absolutely untrue) to 5 (Absolutely true).

Basic Psychological Satisfactions
For satisfaction of SDT’s three basic needs for autonomy,
competence, and relatedness, and for beneficence satisfaction,
we used the same four items per satisfaction as were used in
Study 1. The reliabilities of the scales were α = 0.88 (India) and
α = 0.90 (United States) for autonomy, α = 0.81 and α = 0.87 for
competence, α = 0.83 and α = 0.94 for relatedness, and α = 0.83
and α = 0.92 for beneficence.

Control Variables
As control variables, we asked participants to indicate their age,
gender, ethnicity and position in the organization.

Results and Discussion
Preliminary Analysis
Table 2 presents the means, standard deviations, and
intercorrelations of work meaningfulness and the four
psychological satisfactions in both samples. As in Study 1,
all five study variables were positively correlated with each
other. To test whether the four satisfactions form independent
factors, we performed a confirmatory factor analysis similarly
as in Study 1. The fit indices in both the United States
sample [χ2 (df = 98) = 315.156, CFI = 0.956, TLI = 0.946,
RMSEA = 0.077, SRMR = 0.051] and the Indian sample [χ2
(df = 98) = 221.372, CFI = 0.958, TLI = 0.948, RMSEA = 0.061,
SRMR = 0.035] demonstrated adequate fit, using the same
standards as in Study 1. And again, the four-factor model
compared favorably in both samples with a model where
the items for all four satisfactions are part of one overall
factor [United States: χ2 (df = 104) = 1595.636, CFI = 0.699,
TLI = 0.653, RMSEA = 0.196, SRMR = 0.106; India: χ2
(df = 104) = 326.603, CFI = 0.924, TLI = 0.912, RMSEA = 0.079,
SRMR = 0.044], and with a model where the three needs of SDT
form one factor and beneficence another factor [United States: χ2
(df = 103) = 1269.178, CFI = 0.765, TLI = 0.726, RMSEA = 0.174,
SRMR = 0.104, India: χ2 (df = 103) = 289.147, CFI = 0.936,
TLI = 0.925, RMSEA = 0.073, SRMR = 0.041].

Primary Analysis
Following the approach taken by Church et al. (2013) in their
study of the independent contributions of psychological needs on
well-being in eight cultures, we conducted a stepwise regression
analysis separately for both countries with meaningful work
as the dependent variable, to examine the direct effects on
meaningfulness of the four satisfactions when controlling for
each other. As regards the Indian sample, in the first step
we entered age, gender, ethnicity and occupational position
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TABLE 2 | Study 2 means, standard deviations, and zero-order correlations between study variables.
M (India/United States)

SD (India/United States)

1

2

3

4

5

1. Meaningful work

3.98/3.48

2. Autonomy

5.52/4.70

0.69/1.06

–

0.815

0.487

0.629

0.717

0.95/1.48

0.721

–

0.507

0.673

3. Competence

0.745

5.77/5.86

0.84/0.99

0.666

0.739

–

0.484

0.502

4. Relatedness

5.54/4.82

0.93/1.47

0.670

0.744

0.694

–

0.612

5. Beneficence

5.44/4.84

0.98/1.43

0.701

0.737

0.672

0.724

–

Correlations for India below the diagonal, for United States above the diagonal. All correlations significant on a 99% confidence level.

in steps 2 and 3 was statistically significant (p < 0.001). Last,
we tested for multicollinearity by examining the VIF’s. In both
the United States sample (VIF’s between 1.5 and 2.8) and in the
Indian (VIF’s between 2.5 and 3.3) multicollinearity seemed to
not be a problem.

as control variables F(4,337) = 6,89, p < 0.001, R2 = 0.08.
While ethnicity did not have a relationship with meaningfulness
(p = 0.487), age (β = 0.152, p = 0.006), position (β = 0.134,
p = 0.014) and gender (β = 0.148, p = 0.005) were significantly
associated with meaningfulness of work, with older people,
people higher up in the organization, and women experiencing
their work as more meaningful. In step 2, the three psychological
needs were simultaneously entered as independent variables.
The regression analysis F(7,334) = 68.1, p < 0.001, R2 = 0.59
showed that autonomy (β = 0.383, p > 0.001), competence
(β = 0.222, p > 0.001), and relatedness (β = 0.219, p > 0.001)
all had independent relations with meaningful work. In step 3,
beneficence was added to the model as an independent variable.
The regression analysis F(8,333) = 66.5, p < 0.001, R2 = 0.62
showed that autonomy (β = 0.288, p > 0.001), competence
(β = 0.175, p = 0.002), relatedness (β = 0.130, p = 0.024) and
beneficence (β = 0.269, p > 0.001) were all significantly related
to meaningful work. Interestingly, age (β = 0.020, p = 0.591)
and occupational position (β = 0.008, p = 0.830) were no longer
associated with meaningful work, when the four satisfactions
were included in the model. The increase in variance explained
in steps 2 and 3 was statistically significant (p < 0.001).
As regards the United States sample, we again entered age,
gender, ethnicity and occupational position in the first step as
control variables F(4,368) = 5.56, p < 0.001, R2 = 0.06. While
gender (β = 0.011, p = 0.828) and ethnicity (β = 0.012, p = 0.818)
did not have a relationship with meaningfulness, age (β = 0.174,
p = 0.001) and position (β = 0.139, p = 0.007) were significantly
associated with meaningfulness of work, with older people and
people higher up in the organization experiencing their work as
more meaningful. In step 2, the three psychological needs were
simultaneously entered as independent variables. The regression
analysis F(7,365) = 114.4, p < 0.001, R2 = 0.69 showed that
autonomy (β = 0.685, p > 0.001) and relatedness (β = 0.132,
p = 0.001) were significantly related to meaningful work, but
competence (β = 0.056, p = 0.118) wasn’t. In step 3, beneficence
was added as an independent variable. The regression analysis
F(8,364) = 109.3, p < 0.001, R2 = 0.71 showed that autonomy
(β = 0.562, p > 0.001), relatedness (β = 0.096, p = 0.019),
and beneficence (β = 0.217, p > 0.001) were all significantly
related to meaningful work. However, competence (β = 0.027,
p = 0.444) was not related to meaningful work. Interestingly,
while age (β = 0.069, p = 0.024) remained a significant predictor,
occupational position (β = 0.045, p = 0.119) was no longer
associated with meaningful work, when the four satisfactions
were included in the model. The increase in variance explained
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Mediation Analysis
To test the hypothesis that the four psychological satisfactions
mediate the relation between occupational position and
meaningful work, we decided to use structural equation
modeling (SEM) that can take into account the observed
correlations between the four satisfactions. Accordingly, we
specified a model where occupational position (X) had a direct
path to meaningful work (Y), as well as indirect paths through
each of the four satisfactions (M1, M2, M3, M4 ). The indirect
effects were defined as the product of the two paths linking X
to Y via the mediator. Furthermore, the four satisfactions were
set to correlate with each other. As regards the Indian sample,
the model fit was good [χ2 (df = 175) = 360.564, CFI = 0.951,
TLI = 0.941, RMSEA = 0.056, SRMR = 0.036]. Examination
of the direct and indirect effects showed that while the direct
effect was non-significant (β = −0.011, p = 0.608) the total
indirect effect was significant (β = 0.106, p = 0.001), indicating
full mediation. Of the individual indirect effects, however, only
the one through autonomy (β = 0.072, p = 0.063) was marginally
significant. Thus, while mediation didn’t seem to be strongly
related to any of the individual satisfactions, together they fully
mediated the relationship between occupational position and
meaningful work.
As regards the United States sample, the model fit was
acceptable [χ2 (df = 175) = 545.860, CFI = 0.946, TLI = 0.935,
RMSEA = 0.075, SRMR = 0.050]. Examining the direct and
indirect effects again showed that while the direct effect was nonsignificant (β = 0.027, p = 0.137) the total indirect effect was
significant (β = 0.101, p = 0.002), indicating full mediation. Of
the individual indirect effects, only the one through autonomy,
(β = 0.065, p = 0.011) was significant. Thus it seemed that the
relation between occupational position and meaningful work was
mostly mediated by the higher degree of autonomy people higher
up in the organizational hierarchy experienced (Figure 1).

Interpretation
These results mainly replicated the results from Finland in
two samples from United States and India. In India, all four
satisfactions emerged as independently predicting variance in
meaningful work, while in United States all but competence
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FIGURE 1 | The mediation models showing the standardized paths between study variables in India (A) and in United States (B). Error terms omitted for clarity.
∗ p < 0.05, ∗∗ p < 0.01, ∗∗∗ p < 0.001.

emerged as independent predictors. Together with the control
variables these four satisfactions were able to explain 62% of
variance in meaningful work in India and 71% in United States
(61% and 70%, when control variables were excluded from
the analysis). We controlled for age, gender, ethnicity, and
position within the organization, thus showing that these factors
cannot explain the connection between the four satisfactions
and meaningful work. In fact, the results in both India
and United States showed that the four satisfactions fully
mediated the significant relations between occupational position
and meaningful work, with autonomy emerging as the key
mediator. This suggests that the reason why people higher up
in the organizational hierarchy in both India and United States
experienced their work as more meaningful might have been

Frontiers in Psychology | www.frontiersin.org

the fact that they experienced more satisfaction on these four
psychological factors, especially autonomy. This lends further
support for the importance of these four factors in explaining
what makes work meaningful.

DISCUSSION
The present results provide one of the very first cross-cultural
tests of potential psychological underpinnings of meaningful
work. In three different countries on three different continents,
we tested whether the satisfaction of autonomy, competence,
relatedness, and beneficence would all have independent
predictive value in explaining how meaningful people evaluate
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MFW [meaningful work] itself,” wee see these as psychological
satisfactions that serve as important sources of meaningful work.
Nevertheless, the conceptual overlap with her four dimensions of
meaningful work and the currently examined four psychological
satisfactions means that our present empirical investigation can
also be used to offer indirect empirical support for Lips-Wiersma’s
theoretical framework, the dimensions of which have not been
previously empirically tested as sources of meaningful work.
Lips-Wiersma and Wright (2012, p. 659) are not the only one’s
proposing such a list of four conditions of meaningful work:
in one of the most comprehensive review of the meaningful
work literature up to date, Rosso et al. (2010, p. 113), came to
identify four “main pathways through which meaningful work
is created or maintained.” First of these, self-connection, is about
authenticity, self-concordance, and being in close alignment with
how one sees oneself. This is conceptually close to the definition
of autonomy used here. Individuation, in turn, is about selfefficacy, competence, and being able to conduct actions that
produce intended effects and “define and distinguish the self as
valuable and worthy” (Rosso et al., 2010, p. 115). Although there
is conceptual overlap between this definition of individuation and
the need for competence, the latter seems to be slightly more
narrow category in not including self-esteem and distinguishing
self “as valuable and worthy” that Rosso et al. (2010, p. 115)
also include within individuation. Along with Ryan and Brown
(2003; see also Ryan and Deci, 2017), we see self-esteem as an
indicator of need satisfaction rather than as a need in its own
right, and thus do not include it into the psychological needs.
Unification is about belongingness, interpersonal connectedness,
social identification with others, and more generally about being
in harmony with other beings or principles. Finally, contribution
is about the perceived impact of one’s work, transcendence and
doing work in the “service of something greater than the self ”
(Rosso et al., 2010, p. 115), which is conceptually close to our
definition of beneficence. However, pace Rosso et al. (2010), we
would not include sense of transcendence into this dimension,
again because we see it more as a potential outcome of making a
contribution than as a psychological need in its own right.
Although we noted certain key differences in the definitions
given by Rosso et al. (2010) for their four dimensions or pathways
for meaningful work, and the way we defined autonomy,
competence, relatedness, and beneficence in the current paper,
our empirical investigation can also be used to offer indirect
empirical support for this theoretical framework. More generally,
these visible similarities between the four proposed pathways to
meaning in life (Martela et al., 2017), and the four proposed
pathways to meaningful work strengthens the case for suggesting
that meaningfulness as regards life and meaningfulness as
regards work are fundamentally the same psychological construct
(Baumeister, 1991; Steger and Dik, 2009). Finally, it is worth
noting that two of the satisfactions studied here – autonomy
and competence – are highly similar to two dimensions of
psychological empowerment at work, namely self-determination
and competence (Spreitzer, 1995; Spreitzer et al., 1997). At
the same time, psychological empowerment doesn’t have a
dimension corresponding with relatedness. And although it has
a dimension called ‘impact’ its definition deviates from how

their work to be. In Finland and India all four satisfactions turned
out to be independent and significant predictors of meaningful
work. In United States, the relation between competence and
meaningful work was rendered non-significant when controlling
for the other three satisfactions, but the remaining three
satisfactions were all significantly and independently associated
with meaningful work. These results remained significant,
when controlling for age, occupational position, gender and
ethnicity. In other words, at least for autonomy, relatedness and
beneficence, we find consistent cross-cultural support for their
role in evaluations of meaningful work. As regards competence,
its connection to meaningful work evaluations was supported
in two out of three countries studied. Looking beyond mere
statistical significance, it was shown that the four satisfactions
taken together were able to explain 60% to 70% of the total
variance in meaningful work evaluations. This means that if we
know how satisfied people are as regards autonomy, competence,
relatedness, and beneficence in their work, we already can predict
with relatively good accuracy how much meaningfulness they
experience in their work.
Furthermore, we also examined whether the four satisfactions
can explain the observed relationship between occupational
position and meaningful work in the United States and
India samples. The results of SEM demonstrated that the
four satisfactions fully accounted for this relationship in both
countries with autonomy playing a key role in mediating the
connection between occupational position and meaningful work.
These results thus suggest that the reason people higher up in
the organizational hierarchy experience more meaningfulness
at work could be related to the fact that people higher up
in organization typically have more autonomy as regards their
work.

Similarities and Differences With
Previously Suggested Predictors of
Meaningful Work
Within research on meaningful work, Marjolein Lips-Wiersma
identified through a qualitative psychobiographical study (LipsWiersma, 2002) four central content dimensions that she later
argued “make up MFW [meaningful work] itself ” (Lips-Wiersma
and Wright, 2012, p. 659). These dimensions are (1) developing
and becoming self, (2) expressing full potential, (3) unity with
others, and (4) serving others. Developing and becoming self
is about being true to oneself and becoming one’s higher self
or a better person, and thus comes close to the definition of
psychological need for autonomy. Expressing full potential is
about being able to express one’s talents and creativity through
one’s work and having a sense of achievement at work, and thus
is conceptually close to the psychological need for competence.
Unity with others is about being able to work together with
others and about work organization as community, and thus
is conceptually close to the psychological need for relatedness.
Finally, serving others is about making a difference through one’s
work and serving the needs of humanity, and thus comes close
to what we call here beneficence. However, while Lips-Wiersma
and Wright (2012, p. 659) argue that these dimensions “make up
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people who are competent are more frequently externally
rewarded with status and higher salary. In a materialistic culture
like United States these factors might make people stay even
in work that they do not find particularly meaningful. This is
of course is only speculation and calls for future research on
the topic. In any case, this result highlights the importance of
conducting cross-cultural research. Participants in United States
as compared to participants in Finland and India seem to draw
on slightly different psychological factors when evaluating work
meaningfulness.
The fact that the results from Finland and India were similar
is especially interesting given that in the usual classifications
of different cultures, Finland and United States are placed in
the same Western or Protestant cluster, while India is seen as
culturally more distant from these two (e.g., Tay and Diener,
2011). The similarity of results between Finland and India thus
support the cross-cultural validity of the four satisfactions as
predictors of meaningful work. Finally, as regards cross-cultural
differences, it is interesting to note that in the United States the
standardized coefficient for autonomy (0.56) was the highest,
while the standardized coefficients for other satisfactions were
smaller (0.22 or less). In contrast, in Finland the standardized
coefficient for beneficence (0.46) was the highest, and the
standardized coefficients for the other three satisfactions were
smaller in size (between 0.15 and 0.18). In India, the standardized
coefficients for different satisfactions were more in balance
(between 0.13 and 0.29). Although the significance of these
differences is hard to quantify, they seem to suggest that when
thinking about meaningfulness of work, people in United States
tend to emphasize sense of autonomy, people in Finland tend
to emphasize sense of contribution, while people in India draw
more equally from all four satisfactions. This is something that
merits to be investigated further in future research and once
again, qualitative research could provide some insights not easily
captured through survey research.
Beyond research on meaningful work and cross-cultural
research on the psychological experience of work, the present
work also contributes to the research on basic psychological
needs in organizations. The basic psychological needs, and
self-determination theory more generally, have been investigated
in work context in multiple studies (reviewed in Van den Broeck
et al., 2016; Deci et al., 2017), but we extend this research
by looking at a new outcome variable, meaningful work, and
by examining beneficence as a fourth type of psychological
satisfaction along with the three basic needs. At the same time
the present work also extends research on the importance of
prosocial behavior for the well-being of the employees (Bolino
and Grant, 2016) by empirically examining the connection
between a sense of prosocial impact and meaningful work.
Finally, by using a novel dependent variable – meaningful
work – this research also complements recent psychological
investigations that have looked at whether beneficence is
connected to subjective well-being and vitality (Martela and
Ryan, 2016b), and meaning in life (Martela et al., 2017), when
looked alongside with autonomy, competence, and relatedness.
Beyond
the
theoretical
contributions,
advancing
understanding of the factors contributing to meaningful

beneficence is defined here. For Spreitzer (1995, p. 1443–1444),
impact is about the degree to which the individual ”can influence
strategic, administrative, or operating outcomes at work,” and
thus not about the positive contribution as such. Thus it might
be interesting to study how closely related empowerment and
meaningfulness are, and how the two additional satisfactions
studied here, relatedness and beneficence, would relate to
empowerment.

Theoretical and Practical Contribution
Taken together, these results make important contributions to
several research fields. First, as regards research on meaningful
work, they provide empirical evidence for the importance of
the four proposed satisfactions as key pathways to meaningful
work. There have been calls for testing multiple potential
predictors simultaneously (Rosso et al., 2010), but many
interesting theoretical suggestions about potential sources have
remained untested. Here we connect research on meaningful
work with research on meaning in life and psychological wellness
by showing that four much studied sources of well-being
and meaning – the three psychological needs suggested by
self-determination theory and beneficence as a sense of prosocial
impact – are also robustly connected to meaningful work.
Naturally, because our results are based on cross-sectional data
and are thus correlative, longitudinal studies are needed to
further clarify the causality.
The present research contributes also to the cross-cultural
understanding of meaningful work by examining the same
four psychological factors in three different countries.
Self-determination theory, and the cross-cultural research
conducted within that tradition (e.g., Chirkov et al., 2003; Chen
et al., 2015), posit that the three needs for autonomy, competence,
and relatedness are universal. Similarly cross-cultural research
on beneficence has come to suggest it as a universal source
of well-being (Aknin et al., 2013, 2015). Accordingly, we
predicted that the four satisfactions will play a similar role in
all three countries. Except for competence in United States,
this turned out to be true. The connection between these four
satisfactions and meaningful work thus does not seem to be
confined to only one country, as it seems to be visible in at
least these three countries. As regards why competence was
not significantly related to meaningful work in United States,
when controlling for the three other satisfactions, we can only
speculate. Interestingly, previous research in United States has
shown that competence has an independent predictive role in
explaining people’s meaning in life evaluations (Martela et al.,
2017), so the non-significant relation between competence
and meaningfulness might be something specific to work.
The zero-order correlation between meaningful work and
competence was 0.49 so it could be the case that especially
the strong relation between autonomy and meaningful
work (standardized coefficient 0.56) did not leave room for
competence to have any effect on meaningful work because
of the intercorrelations between autonomy, competence,
relatedness, and beneficence. However, as a post hoc control,
we tested for an interaction effect between autonomy and
competence, but didn’t find any. Another possibility is that
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work is also important from a practical point of view. This
is especially true given the changes in working life outlined
in the introduction. Having a better understanding of the key
factors that make work meaningful makes the goal of building
organizations and policies supportive of meaningfulness more
attainable. Meaningfulness as such can seem ‘abstract’ and hard to
put into practice, but building practices and structures to support
autonomy, competence, relatedness, and beneficence is already
a more concrete goal. In supporting these satisfactions, one can
take advantage of the existing literature on how to strengthen
these factors in organizations (Deci and Flaste, 1995; Pink, 2010;
Deci et al., 2017). Thus, the idea of four satisfactions underlying
our sense of meaningfulness at work holds practical promise in
giving managers, policy-makers, and other practitioners more
executable suggestions on how to support employees’ sense of
meaningfulness. This is also a hypothesis that can be tested
empirically.

different languages. Finally, given the proposed role of the four
satisfactions as psychological pathways to meaningful work, it
would be interesting to investigate the extent to which these four
factors can mediate the relations between previously established
organizational sources of meaningful work (e.g., Schnell et al.,
2013) and the experience of meaningful work itself.

CONCLUSION
What makes work meaningful is a key question in a time
where work has become a key source of meaningfulness (Baum
and Stewart, 1990; Baumeister, 1991; Steger and Dik, 2009),
but where automatization and other developments threaten
to significantly change how people work and whether there
is work left for them to do (e.g., Brynjolfsson and McAfee,
2014; Frey and Osborne, 2017). Accordingly, the present article
has suggested and empirically tested the proposition that four
psychological factors – autonomy, competence, relatedness,
and beneficence – would substantially determine how much
meaningfulness people derive from work. The results from three
different countries, Finland, India, and United States, by and
large support the proposal. These results underscore what certain
philosophical thinkers have already emphasized a long time ago.
In looking for meaningfulness, we look for the intrinsic qualities
of life that go beyond mere survival (Camus, 1955; Tolstoy, 2000).
Meaningfulness, at the end of the day, is about finding intrinsic
reasons to live. In this sense, self-expression through autonomy
and competence as well as connecting to other people through
caring relationships and through being able to contribute to the
society indeed seem like prime candidates for what makes life
worth living. In this sense, we hope to have given some empirical
reasons to believe that such philosophical insights indeed might
have a grain of truth in them.

Limitations
In interpreting the present results a few limitations must be
acknowledged. First, the studies were based on self-reports, which
might invite some common-method bias. Although we are not
aware of any objective measures of the psychological satisfactions
or meaningful work, it would be beneficial to try to overcome
this reliance on self-reports in the future. Second, although our
study included participants from three different countries from
three different continents, this is still a narrow representation of
the whole human population. Furthermore, all participants were
from industrialized societies and/or had access to a computer
and Internet. To further broaden our insight about what work
means for people and how people make sense of meaningfulness
of work, investigations into non-WEIRD populations (Henrich
et al., 2010) would be illuminating. Also, Studies 1 and 2 used
a different scale to assess meaningful work. While this usage of
multiple scales adds to the robustness of the results in general,
it makes the comparison between the results of Studies 1 and
2 harder. Fourth, the scales used asked about people’s sense
of meaningfulness, but it is an open question how similarly
or dissimilarly people interpret the constructs ‘meaningfulness’
and ‘meaningful work’ in different cultures. Thus it would be
important that future work would examine more directly how
these constructs are understood in different cultures and in

AUTHOR CONTRIBUTIONS
FM and TR designed the studies together and finalized the
analyses and the paper. TR collected the data for Study 1. FM
collected the data for Study 2, did the initial analysis, and wrote
the first draft of the paper.

REFERENCES

Allan, B. A., Duffy, R. D., and Douglass, R. (2015). Meaning in life and work:
a developmental perspective. J. Posit. Psychol. 10, 323–331. doi: 10.1080/
17439760.2014.950180
Arnold, K., Turner, N., Barling, J., Kelloway, E., and McKee, M. (2007).
Transformational leadership and psychological well-being: the mediating role
of meaningful work. J. Occup. Health Psychol. 12, 193–203. doi: 10.1037/10768998.12.3.193
Arnoux-Nicolas, C., Sovet, L., Lhotellier, L., Di Fabio, A., and Bernaud, J.-L.
(2016). Perceived work conditions and turnover intentions: the mediating role
of meaning of work. Front. Psychol. 7:704. doi: 10.3389/fpsyg.2016.00704
Bakker, A. B. (2011). An evidence-based model of work engagement. Curr. Direct.
Psychol. Sci. 20, 265–269. doi: 10.1177/0963721411414534
Baum, S. K., and Stewart, R. B. (1990). Sources of meaning through the lifespan.
Psychol. Rep. 67, 3–14. doi: 10.2466/pr0.1990.67.1.3
Baumeister, R. F. (1991). Meanings of Life. New York, NY: The Guilford Press.

Aknin, L. B., Barrington-Leigh, C. P., Dunn, E. W., Helliwell, J. F., Burns, J., BiswasDiener, R., et al. (2013). Prosocial spending and well-being: Cross-cultural
evidence for a psychological universal. J. Pers. Soc. Psychol. 104, 635–652.
doi: 10.1037/a0031578
Aknin, L. B., Broesch, T., Hamlin, J. K., and Van de Vondervoort, J. W. (2015).
Prosocial behavior leads to happiness in a small-scale rural society. J. Exp.
Psychol. 144, 788–795. doi: 10.1037/xge0000082
Allan, B. A., Autin, K. L., and Duffy, R. D. (2016). Self-determination and
meaningful work: exploring socioeconomic constraints. Front. Psychol. 7:71.
doi: 10.3389/fpsyg.2016.00071
Allan, B. A., Duffy, R. D., and Collisson, B. (2017). Helping others increases
meaningful work: evidence from three experiments. J. Couns. Psychol. 65,
155–165. doi: 10.1037/cou0000228

Frontiers in Psychology | www.frontiersin.org

11

July 2018 | Volume 9 | Article 1157

Martela and Riekki

The Four Pathways to Meaningful Work

evaluating their performance. Ecography 36, 27–46. doi: 10.1111/j.1600-0587.
2012.07348.x
Duffy, R. D., Allan, B. A., Autin, K. L., and Bott, E. M. (2013). Calling and life
satisfaction: it’s not about having it, it’s about living it. J. Couns. Psychol. 60,
42–52. doi: 10.1037/a0030635
Duffy, R. D., Bott, E. M., Allan, B. A., Torrey, C. L., and Dik, B. J. (2012). Perceiving
a calling, living a calling, and job satisfaction: testing a moderated, multiple
mediator model. J. Couns. Psychol. 59, 50–59. doi: 10.1037/a0026129
Dunn, E. W., Aknin, L. B., and Norton, M. I. (2008). Spending money on others
promotes happiness. Science 319, 1687–1688. doi: 10.1126/science.1150952
Frankl, V. E. (1963). Man’s Search for Meaning: An Introduction to Logotherapy.
Trans. I. Lasch (New York, NY: Washington Square Press).
Frey, C. B., and Osborne, M. A. (2017). The future of employment: how susceptible
are jobs to computerisation? Technol. Forecast. Soc. Change 114, 254–280.
doi: 10.1016/j.techfore.2016.08.019
González, M. G., Swanson, D. P., Lynch, M., and Williams, G. C. (2016). Testing
satisfaction of basic psychological needs as a mediator of the relationship
between socioeconomic status and physical and mental health. J. Health Psychol.
21, 972–982. doi: 10.1177/1359105314543962
Hackman, J. R., and Oldham, G. R. (1975). Development of the job diagnostic
survey. J. Appl. Psychol. 60, 159–170. doi: 10.1037/h0076546
Harlow, L. L., Newcomb, M. D., and Bentler, P. M. (1986). Depression, selfderogation, substance use, and suicide ideation: Lack of purpose in life as a
mediational factor. J. Clin. Psychol. 42, 5–21. doi: 10.1002/1097-4679(198601)
42:1<5::AID-JCLP2270420102>3.0.CO;2-9
Harris, K. J., Kacmar, K. M., and Zivnuska, S. (2007). An investigation of abusive
supervision as a predictor of performance and the meaning of work as a
moderator of the relationship. Leadersh. Q. 18, 252–263. doi: 10.1016/j.leaqua.
2007.03.007
Henrich, J., Heine, S. J., and Norenzayan, A. (2010). Most people are not WEIRD.
Nature 466, 29–29. doi: 10.1038/466029a
Hirschi, A. (2012). Callings and work engagement: moderated mediation model
of work meaningfulness, occupational identity, and occupational self-efficacy.
J. Counsel. Psychol. 59, 479–485. doi: 10.1037/a0028949
Hu, L., and Bentler, P. M. (1999). Cutoff criteria for fit indexes in
covariance structure analysis: conventional criteria versus new alternatives.
Struct. Equat. Model. Multidiscipl. J. 6, 1–55. doi: 10.1080/1070551990954
0118
Hurst, A., Pearce, A., Erickson, C., Parish, S., Vesty, L., Schnidman, A., et al.
(2016). Purpose at Work - The Largest Global Study on the Role of Purpose in
the Workforce. Available at: https://cdn.imperative.com/media/public/Global_
Purpose_Index_2016.pdf
Imperative (2015). 2015 Workforce Purpose Index. New York, NY: New York
University.
Lambert, N. M., Stillman, T. F., Baumeister, R. F., Fincham, F. D., Hicks,
J. A., and Graham, S. M. (2010). Family as a salient source of meaning in
young adulthood. J. Posit. Psychol. 5, 367–376. doi: 10.1080/17439760.2010.
516616
Lambert, N. M., Stillman, T. F., Hicks, J. A., Kamble, S., Baumeister, R. F.,
and Fincham, F. D. (2013). To belong is to matter: sense of belonging
enhances meaning in life. Pers. Soc. Psychol. Bull. 39, 1418–1427. doi: 10.1177/
0146167213499186
Lepisto, D. A., and Pratt, M. G. (2017). Meaningful work as realization and
justification Toward a dual conceptualization. Organ. Psychol. Rev. 7, 99–121.
doi: 10.1177/2041386616630039
Lips-Wiersma, M. (2002). The influence of spiritual “meaning-making” on career
behavior. J. Manag. Dev. 21, 497–520. doi: 10.1108/02621710210434638
Lips-Wiersma, M., and Wright, S. (2012). Measuring the meaning of meaningful
work development and validation of the Comprehensive Meaningful
Work Scale (CMWS). Group Organ. Manag. 37, 655–685. doi: 10.1177/
1059601112461578
Maniaci, M. R., and Rogge, R. D. (2014). Caring about carelessness: participant
inattention and its effects on research. J. Res. Pers. 48, 61–83. doi: 10.1016/j.jrp.
2013.09.008
Marsh, H. W., Hau, K.-T., and Wen, Z. (2004). In search of golden rules: comment
on hypothesis-testing approaches to setting cutoff values for fit indexes and
dangers in overgeneralizing Hu and Bentler’s (1999) findings. Struct. Equat.
Model. 11, 320–341. doi: 10.1207/s15328007sem1103_2

Bolino, M. C., and Grant, A. M. (2016). The bright side of being prosocial at work,
and the dark side, too: a review and agenda for research on other-oriented
motives, behavior, and impact in organizations. Acad. Manag. Ann. 10, 599–670.
doi: 10.1080/19416520.2016.1153260
Bowie, N. E. (1998). A Kantian theory of meaningful work. J. Bus. Ethics 17,
1083–1092. doi: 10.1023/A:1006023500585
Britt, T. W., Adler, A. B., and Bartone, P. T. (2001). Deriving benefits from stressful
events: the role of engagement in meaningful work and hardiness. J. Occup.
Health Psychol. 6, 53–63. doi: 10.1037/1076-8998.6.1.53
Brown, S. P. (1996). A meta-analysis and review of organizational research on job
involvement. Psychol. Bull. 120, 235–255. doi: 10.1037/0033-2909.120.2.235
Browne, M. W., and Cudeck, R. (1993). “Alternative ways of assessing model fit,”
in Testing Structural Equation Models, Vol. 154, eds K. A. Bollen and J. S. Long
(Newbury Park, CA: Sage Publications), 136–162.
Brynjolfsson, E., and McAfee, A. (2014). Second Machine Age: Work, Progress,
and Prosperity in the Time of Brilliant Technologies. New York, NY: W. W.
Norton & Co.
Buhrmester, M., Kwang, T., and Gosling, S. D. (2011). Amazon’s mechanical Turk
A new source of inexpensive, yet high-quality, data? Perspect. Psychol. Sci. 6,
3–5. doi: 10.1177/1745691610393980
Bunderson, J., and Thompson, J. (2009). The call of the wild: zookeepers, callings,
and the double-edged sword of deeply meaningful work. Administ. Sci. Q. 54,
32–57. doi: 10.2189/asqu.2009.54.1.32
Camus, A. (1955). “The absurdity of human existence,” in The Meaning of Life, 2nd
Edn, Trans. J. O’Brien, ed. E. D. Klemke (New York, NY: Oxford University
Press), 94–100.
Chen, B., Vansteenkiste, M., Beyers, W., Boone, L., Deci, E. L., Deeder, J.,
et al. (2015). Basic psychological need satisfaction, need frustration, and need
strength across four cultures. Motiv. Emot. 39, 216–236. doi: 10.1007/s11031014-9450-1
Chirkov, V., Ryan, R. M., Kim, Y., and Kaplan, U. (2003). Differentiating autonomy
from individualism and independence: a self-determination theory perspective
on internalization of cultural orientations and well-being. J. Pers. Soc. Psychol.
84, 97–110. doi: 10.1037/0022-3514.84.1.97
Christian, M. S., Garza, A. S., and Slaughter, J. E. (2011). Work engagement:
a quantitative review and test of its relations with task and contextual
performance. Pers. Psychol. 64, 89–136. doi: 10.1111/j.1744-6570.2010.
01203.x
Church, A. T., Katigbak, M. S., Locke, K. D., Zhang, H., Shen, J., de Jesús
Vargas-Flores, J., et al. (2013). Need satisfaction and well-being: testing
self-determination theory in eight cultures. J. Cross Cult. Psychol. 44, 507–534.
doi: 10.1177/0022022112466590
Cohen, J., Cohen, P., West, S. G., and Aiken, L. S. (2013). Applied Multiple
Regression/Correlation Analysis for the Behavioral Sciences. Mahwah, NJ:
Erlbaum.
Colbert, A. E., Bono, J. E., and Purvanova, R. K. (2016). Flourishing via workplace
relationships: moving beyond instrumental support. Acad. Manage. J. 59, 1199–
1223. doi: 10.5465/amj.2014.0506
Deci, E. L., and Flaste, R. (1995). Why We Do What We Do: The Dynamics of
Personal Autonomy. New York, NY: G. P. Putnam’s Sons.
Deci, E. L., Olafsen, A. H., and Ryan, R. M. (2017). Self-determination theory in
work organizations: the state of a science. Annu. Rev. Organ. Psychol. Organ.
Behav. 4, 19–43. doi: 10.1146/annurev-orgpsych-032516-113108
Deci, E. L., and Ryan, R. M. (2000). The“ what” and“ why” of goal pursuits:
human needs and the self-determination of behavior. Psychol. Inq. 11, 227–268.
doi: 10.1207/S15327965PLI1104_01
Deci, E. L., Ryan, R. M., Gagné, M., Leone, D. R., Usunov, J., and Kornazheva, B. P.
(2001). Need satisfaction, motivation, and well-being in the work organizations
of a former eastern bloc country: a cross-cultural study of self-determination.
Pers. Soc. Psychol. Bull. 27, 930–942. doi: 10.1177/0146167201278002
Di Fabio, A., and Maree, J. G. (2016). Using a transdisciplinary interpretive lens to
broaden reflections on alleviating poverty and promoting decent work. Front.
Psychol. 7:503. doi: 10.3389/fpsyg.2016.00503
Dik, B. J., Duffy, R. D., and Eldridge, B. M. (2009). Calling and vocation in career
counseling: recommendations for promoting meaningful work. Prof. Psychol.
Res. Pract. 40, 625–632. doi: 10.1037/a0015547
Dormann, C. F., Elith, J., Bacher, S., Buchmann, C., Carl, G., Carré, G., et al.
(2013). Collinearity: a review of methods to deal with it and a simulation study

Frontiers in Psychology | www.frontiersin.org

12

July 2018 | Volume 9 | Article 1157

Martela and Riekki

The Four Pathways to Meaningful Work

Martela, F. (2017). Meaningfulness as contribution. South. J. Philos. 55, 232–256.
doi: 10.1111/sjp.12217
Martela, F., and Ryan, R. M. (2016a). Prosocial behavior increases wellbeing and vitality even without contact with the beneficiary: causal and
behavioral evidence. Motiv. Emot. 40, 351–357. doi: 10.1007/s11031-0169552-z
Martela, F., and Ryan, R. M. (2016b). The Benefits of Benevolence: Basic
Psychological Needs, Beneficence, and the Enhancement of Well-Being. J. Pers.
84, 750–764. doi: 10.1111/jopy.12215
Martela, F., Ryan, R. M., and Steger, M. F. (2017). Meaningfulness as satisfaction
of autonomy, competence, relatedness, and beneficence: Comparing the four
satisfactions and positive affect as predictors of meaning in life. J. Happ. Stud.
19, 1261–1282. doi: 10.1007/s10902-017-9869-7
Martela, F., and Pessi, A. B. (2018). Significant work is about self-realization
and broader purpose: defining the key dimensions of meaningful work. Front.
Psychol. 9:363. doi: 10.3389/fpsyg.2018.00363
Mason, W., and Suri, S. (2012). Conducting behavioral research on Amazon’s
Mechanical Turk. Behav. Res. Methods 44, 1–23. doi: 10.3758/s13428-0110124-6
McGregor, I., and Little, B. R. (1998). Personal projects, happiness, and meaning:
On doing well and being yourself. J. Pers. Soc. Psychol. 74, 494–512.
doi: 10.1037/0022-3514.74.2.494
Michaelson, C. (2005). Meaningful motivation for work motivation
theory. Acad. Manag. Rev. 30, 235–238. doi: 10.5465/amr.2005.1638
7881
Michaelson, C., Pratt, M. G., Grant, A. M., and Dunn, C. P. (2014). Meaningful
work: connecting business ethics and organization studies. J. Bus. Ethics 121,
77–90. doi: 10.1007/s10551-013-1675-5
Net Impact (2012). Talent Report: What Workers Want in 2012. San Francisco, CA:
Net Impact.
Oppenheimer, D. M., Meyvis, T., and Davidenko, N. (2009). Instructional
manipulation checks: detecting satisficing to increase statistical
power. J. Exp. Soc. Psychol. 45, 867–872. doi: 10.1016/j.jesp.2009.
03.009
Peer, E., Brandimarte, L., Samat, S., and Acquisti, A. (2017). Beyond the turk:
alternative platforms for crowdsourcing behavioral research. J. Exp. Soc.
Psychol. 70, 153–163. doi: 10.1037/per0000191
Pink, D. H. (2010). Drive: The Surprising Truth About What Motivates Us.
Edinburgh: Canongate.
Podolny, J. M., Khurana, R., and Hill-Popper, M. (2005). “Revisiting the meaning of
leadership,” in Research in Organizational Behavior, Vol. 26, eds R. M. Kramer
and B. M. Staw (Greenwich, CT: JAI Press), 1–36.
Reis, H. T., Sheldon, K. M., Gable, S. L., Roscoe, J., and Ryan, R. M.
(2000). Daily well-being: the role of autonomy, competence, and
relatedness. Pers. Soc. Psychol. Bull. 26, 419–435. doi: 10.1177/01461672002
66002
Robitschek, C., and Woodson, S. J. (2006). Vocational psychology: using one of
counseling psychology’s strengths to foster human strength. Counsel. Psychol.
34, 260–275. doi: 10.1177/0011000005281321
Roessler, B. (2012). Meaningful work: arguments from autonomy. J. Polit. Philos.
20, 71–93. doi: 10.1111/j.1467-9760.2011.00408.x
Rosso, B. D., Dekas, K. H., and Wrzesniewski, A. (2010). On the meaning of
work: a theoretical integration and review. Res. Organ. Behav. 30, 91–127.
doi: 10.1016/j.riob.2010.09.001
Ryan, R. M., Bernstein, J. H., and Brown, K. W. (2010). Weekends, work, and
well-being: psychological need satisfactions and day of the week effects on
mood, vitality, and physical symptoms. J. Soc. Clin. Psychol. 29, 95–122.
doi: 10.1521/jscp.2010.29.1.95
Ryan, R. M., and Brown, K. W. (2003). Why we don’t need self-esteem: On
fundamental needs, contingent love, and mindfulness. Psychol. Inq. 14, 71–76.
Ryan, R. M., and Deci, E. L. (2000). Self-determination theory and the facilitation
of intrinsic motivation, social development, and well-being. Am. Psychol. 55,
68–78. doi: 10.1037/0003-066X.55.1.68
Ryan, R. M., and Deci, E. L. (2017). Self-Determination Theory: Basic Psychological
Needs in Motivation, Development, and Wellness. New York, NY: Guilford Press.
Ryff, C. D. (1989). Happiness is everything, or is it? Explorations on the meaning
of psychological well-being. J. Pers. Soc. Psychol. 57, 1069–1081. doi: 10.3109/
09638288.2010.503835

Frontiers in Psychology | www.frontiersin.org

Schermelleh-Engel, K., Moosbrugger, H., and Müller, H. (2003). Evaluating the fit
of structural equation models: tests of significance and descriptive goodness-offit measures. Methods Psychol. Res. Online 8, 23–74.
Schnell, T. (2011). Individual differences in meaning-making: Considering the
variety of sources of meaning, their density and diversity. Pers. Individ. Diff.
51, 667–673. doi: 10.1016/j.paid.2011.06.006
Schnell, T., Höge, T., and Pollet, E. (2013). Predicting meaning in work: theory,
data, implications. J. Posit. Psychol. 8, 543–554. doi: 10.1080/17439760.2013.
830763
Schultz, P. P., Ryan, R. M., Niemiec, C. P., Legate, N., and Williams, G. C.
(2014). Mindfulness, work climate, and psychological need satisfaction
in employee well-being. Mindfulness 6, 971–985. doi: 10.1007/s12671-0140338-7
Scroggins, W. A. (2008). Antecedents and outcomes of experienced meaningful
work: a person-job fit perspective. J. Bus. Inq. 7, 68–78.
Seibert, S. E., Wang, G., and Courtright, S. H. (2011). Antecedents and
consequences of psychological and team empowerment in organizations:
a meta-analytic review. J. Appl. Psychol. 96, 981–1003. doi: 10.1037/a002
2676
Shek, D. T. L., Ma, H., and Cheung, P. (1994). Meaning in life and adolescent
antisocial and prosocial behavior in a Chinese context. Psychologia 37, 211–218.
Sheldon, K. M., and Niemiec, C. P. (2006). It’s not just the amount that counts:
balanced need satisfaction also affects well-being. J. Pers. Soc. Psychol. 91,
331–341. doi: 10.1037/0022-3514.91.2.331
Spreitzer, G. M. (1995). Psychological empowerment in the workplace: dimensions,
measurement, and validation. Acad. Manag. J. 38, 1442–1465.
Spreitzer, G. M., Kizilos, M. A., and Nason, S. W. (1997). A dimensional analysis
of the relationship between psychological empowerment and effectiveness
satisfaction, and strain. J. Manag. 23, 679–704.
Steger, M. F., and Dik, B. J. (2009). If one is looking for meaning in life, does it
help to find meaning in work? Appl. Psychol. Health Well Being 1, 303–320.
doi: 10.1111/j.1758-0854.2009.01018.x
Steger, M. F., Dik, B. J., and Duffy, R. D. (2012). Measuring meaningful work
the work and meaning inventory (WAMI). J. Career Assess. 20, 322–337.
doi: 10.1177/1069072711436160
Steger, M. F., Frazier, P., Oishi, S., and Kaler, M. (2006). The meaning in
life questionnaire: assessing the presence of and search for meaning
in life. J. Counsel. Psychol. 53, 80–93. doi: 10.1080/00223891.2013.
765882
Steger, M. F., Kashdan, T. B., Sullivan, B. A., and Lorentz, D. (2008). Understanding
the search for meaning in life: personality, cognitive style, and the dynamic
between seeking and experiencing meaning. J. Pers. 76, 199–228. doi: 10.1111/j.
1467-6494.2007.00484.x
Stillman, T. F., Baumeister, R. F., Lambert, N. M., Crescioni, A. W., DeWall, C. N.,
and Fincham, F. D. (2009). Alone and without purpose: life loses meaning
following social exclusion. J. Exp. Soc. Psychol. 45, 686–694. doi: 10.1016/j.jesp.
2009.03.007
Super, D. E. (1955). Transition: from vocational guidance to counseling
psychology. J. Counsel. Psychol. 2, 3–9. doi: 10.1037/h0041630
Tanno, K., Sakata, K., Ohsawa, M., Onoda, T., Itai, K., Yaegashi, Y., et al. (2009).
Associations of ikigai as a positive psychological factor with all-cause mortality
and cause-specific mortality among middle-aged and elderly Japanese people:
findings from the Japan Collaborative Cohort Study. J. Psychosom. Res. 67,
67–75. doi: 10.1016/j.jpsychores.2008.10.018
Tay, L., and Diener, E. (2011). Needs and subjective well-being around the world.
J. Pers. Soc. Psychol. 101, 354–365. doi: 10.1037/a0023779
Tolstoy, L. (2000). “My confession,” in The Meaning of Life. 2nd Edn, Trans.
L. Wierner, ed. E. D. Klemke (New York, NY: Oxford University Press),
11–20.
Van den Broeck, A., Ferris, D. L., Chang, C.-H., and Rosen, C. C. (2016). A review
of self-determination theory’s basic psychological needs at work. J. Manag. 42,
1195–1229. doi: 10.1177/0149206316632058
Van den Broeck, A., Vansteenkiste, M., De Witte, H., and Lens, W. (2008).
Explaining the relationships between job characteristics, burnout, and
engagement: the role of basic psychological need satisfaction. Work Stress 22,
277–294. doi: 10.1080/02678370802393672
Van den Broeck, A., Vansteenkiste, M., Witte, H., Soenens, B., and Lens, W. (2010).
Capturing autonomy, competence, and relatedness at work: construction and

13

July 2018 | Volume 9 | Article 1157

Martela and Riekki

The Four Pathways to Meaningful Work

initial validation of the Work-related Basic Need Satisfaction scale. J. Occupat.
Organ. Psychol. 83, 981–1002. doi: 10.1348/096317909X481382
Van Tongeren, D. R., Green, J. D., Davis, D. E., Hook, J. N., and Hulsey, T. L.
(2016). Prosociality enhances meaning in life. J. Posit. Psychol. 11, 225–236.
doi: 10.1080/17439760.2015.1048814
Weinstein, N., Ryan, R. M., and Deci, E. L. (2012). “Motivation, meaning, and
wellness: a self-determination perspective on the creation and internalization of
personal meanings and life goals,” in The Human Quest for Meaning: Theories,
Research, and Applications, 2nd Edn, ed. P. T. P. Wong (New York, NY:
Routledge), 81–106.
Wolf, S. (1997). Happiness and meaning: two aspects of the good life. Soc. Philos.
Policy 14, 207–225. doi: 10.1017/S0265052500001734
Wong, P. T. P. (1989). Personal meaning and successful aging. Can. Psychol.30,
516–525. doi: 10.1037/h0079829
Wright, T. A., and Cropanzano, R. (2000). Psychological well-being and job
satisfaction as predictors of job performance. J. Occup. Health Psychol. 5, 84–94.
doi: 10.1037/1076-8998.5.1.84

Frontiers in Psychology | www.frontiersin.org

Wrzesniewski, A. (2003). “Finding positive meaning in work,” in Positive
Organizational Scholarship: Foundations of a New Discipline, ed. J. E. Dutton
(San Francisco, CA: Berrett-Koehler), 296–308.
Yeoman, R. (2014). Conceptualising meaningful work as a fundamental human
need. J. Bus. Ethics 125, 235–251. doi: 10.1007/s10551-013-1894-9
Conflict of Interest Statement: The authors declare that the research was
conducted in the absence of any commercial or financial relationships that could
be construed as a potential conflict of interest.
Copyright © 2018 Martela and Riekki. This is an open-access article distributed
under the terms of the Creative Commons Attribution License (CC BY). The use,
distribution or reproduction in other forums is permitted, provided the original
author(s) and the copyright owner(s) are credited and that the original publication
in this journal is cited, in accordance with accepted academic practice. No
use, distribution or reproduction is permitted which does not comply with these
terms.

14

July 2018 | Volume 9 | Article 1157

