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Abstract: Work overload and the alteration in family dynamics caused by the COVID‑19 pandemic
crisis may be increasing family–work conflict, leading to the consequent decrease in meaningful
work. Using the structural equation modeling of covariance, this research determines the impact of
the pandemic disruption on meaningful work as mediated through family–work conflict. The sam‑
ple comes from 534 men and 257 women that are full‑time employees of seven public manufacturing
companies in Bolivia; they were surveyed by filling out a self‑report questionnaire at the compa‑
nies’ locations. Although no significant direct effects were found between COVID‑19 disruption and
meaningful work (standardized beta = 0.038, Z = 0.756, p = 0.450), there is an indirect effect when the
relationship is measured through the family–work life conflict variable (standardized beta = −0.138,
Z = −6.119, p < 0.001). Implications for business management are discussed.

Keywords: COVID‑19 disruption; family–work conflict; meaningful work; Bolivia; manufactur‑
ing workers

1. Introduction
The COVID‑19 pandemic has meant an acute disruption for companies, with severe

medium‑term consequences regarding labor productivity (ILO 2021). Similarly, workers
have been affected by pandemic uncertainty and the fear of illness and death (Shanahan
et al. 2020), on the one hand, and the fear of losing their job or the anxiety of adapting
to new forms of work another hand (Reimann et al. 2021). The impact has been intense
both in the working and personal lives of the workers. However, only a few investigations
have analyzed this interaction within the pandemic context (e.g., Elahi et al. 2022; Aftab
et al. 2022; Billing et al. 2023) since most studies have analyzed these variables in ordinary
contexts. We hypothesize that the pandemic has significantly impacted both meaningful
work and family–work conflict. For example, individuals who worked remotely during
the pandemic may have experienced lower levels of meaningful work. The lack of social
interaction and isolation associated with remote work may have reduced their sense of
purpose and fulfillment in their work. Additionally, the pandemic has led to increased
family–work conflict, as individuals struggle to balance work and family responsibilities
in disrupted routines and increased caregiving demands. However, the relationship be‑
tween meaningful work, family work conflict, and pandemic impact may be complex and
multifaceted. For example, some individuals may have found new meaning and purpose
in their work due to their efforts to address the challenges posed by the pandemic. In con‑
trast, othersmayhave experienced reduced familywork conflict due to increased timewith
familymembers. Overall, the relationship betweenmeaningful work, familywork conflict,
and pandemic impact is an area of ongoing research, therefore understanding this impact
is essential for promoting worker well‑being and organizational effectiveness.
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In the present research, we propose a conceptual model to explain how the COVID‑19
pandemic has affected the meaningful work of employees, as evidenced by including the
family–work conflict as a mediating variable. Preview research has suggested that family
work conflict can mediate the relationship between work‑related stressors and outcomes
such as job satisfaction, work engagement, and well‑being (Meng et al. 2022); thus, it may
also act as a mediator between pandemic disruption and meaningful work. However,
the specific nature of this relationship may depend on a variety of individual and con‑
textual factors.

Our proposal aims to address two knowledge gaps. Firstly, to test the proposed con‑
ceptual model and, secondly, to test it on blue‑collar workers from Bolivia, South America.
Most studies have focused on white‑collar workers in Anglo‑Saxons countries and in the
context of remotework, but there are few studies focused on blue‑collar workerswhowere
deemed essential and who faced increased health and safety risks due to their continued
work during the pandemic. Finally, researching the impact of COVID‑19 disruption on
meaningful work can help us understand how the pandemic has affected workers and
inform strategies for promoting their well‑being and engagement in the workplace.

2. Literature Review
Meaningful work can be defined as work that is experienced by an individual as sig‑

nificant, purposeful, and contributing to something beyond oneself. It involves a sense of
connection between the individual’s work and personal values, goals, and interests, and
a sense of fulfillment and satisfaction in one’s work (Albrecht et al. 2021; Chalofsky 2003).
Meaningful work is often associated with a positive work experience, higher levels of mo‑
tivation and engagement, and improved well‑being (Albrecht et al. 2021; Allan et al. 2019).
The concept of meaningful work has been studied in various fields, including organiza‑
tional psychology, sociology, and management, and has been shown to have important
implications for individual and organizational outcomes (Ouwerkerk and Bartels 2022).

Formore than four decades, several authors have investigatedmeaningful work, lead‑
ing to an evolution in our understanding of the concept. The forerunners in the study of
meaningful work were Hackman and Oldham who, in 1976, confirmed it to be an expe‑
rience that the worker perceives as valuable and meaningful, and that makes life worth
living. Furthermore, meaningful work has been defined as a set of activities that may or
may not be paid in both an objective and subjective sense (Ciulla 2005). It is also defined
as a fundamental component of well‑being and is associated with the degree of impor‑
tance that an individual gives to their work (Rosso et al. 2010); in addition, it has been
defined as being a significant experience (Bailey et al. 2017), valuable for workers (Thomp‑
son 2019), associated with autonomy (Stephan et al. 2020), significant in relationships and
in contributing to one’s work (Steger et al. 2012), and considerably influential on the char‑
acteristics of work and human resource management (Simonet and Castille 2020). Other
definitions give greater relevance to the work itself, career, and vocation (Wrzesniewski
and Dutton 2001).

The most recent definitions have a strong relationship with utility for the individual
and the positive contribution to organizational results (Bailey et al. 2017; Nikolova and
Cnossen 2020; Allan and Liu 2020; Stephan et al. 2020); therefore, meaningful work as an
important variable is confirmed. Recent studies have confirmed the relevance of meaning‑
ful work as an intrinsicmotivator and as a precedent for positivework attitudes and results
(Canboy et al. 2021; Arslan et al. 2022; Gur et al. 2022). Indeed, the concept of meaningful
work has been recognized not only as an intrinsic factor that generates human satisfaction,
but also as an element that contributes to the quality of work life that is manifested in
motivation, well‑being, satisfaction, and commitment and has a significant impact on the
results of the organization, mainly through customer satisfaction, a decrease in turnover,
and an increase in citizen behavior (Martela et al. 2021).

Meaningful work can be defined from different dimensions; for example, from the
ethical dimension (Lips‑Wiersma et al. 2020), from the dimension of relationships and con‑
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nections (Yeoman et al. 2019; Thompson 2019), from the dimension of work characteristics
(Simonet and Castille 2020; Nikolova and Cnossen 2020), and from a spiritual dimension
(Steger et al. 2012), among others. For this research, we define meaningful work from the
axiological dimension, meaning that this variable is constituted as a set of beliefs, values,
and attitudes that is based on the family nucleus and that varies according to personal
experiences and situations in the work context (MOW 1987; Kubiak 2020), generating a
subjective experience of value and importance for work. In this sense, meaningful work
is an intrinsically valuable experience that is a source of meaning and purpose inherent
in life; it is worthwhile and generates a balance between work and personal life (Allan
and Liu 2020; Bailey et al. 2017; Hackman and Oldham 1976; Mitra and Buzzanell 2017;
Martela and Pessi 2018). This study considers the definition of meaningful work as an in‑
trinsically valuable experience and as a critical factor that facilitates positive outcomes in
the workplace (Allan and Liu 2020).

Some studies report a significant relationship between family–work balance andmean‑
ingful work. When work demands more time, it causes conflict between work and family
responsibilities (Chambel et al. 2017; Shanahan et al. 2020; Bilodeau et al. 2021; Li et al.
2021). Therefore, those with more significant family–work conflicts experience less mean‑
ingful work and vice versa. However, these data come from pre‑pandemic scenarios. It is
unknown if this relationship has been maintained or has worsened during the pandemic.

Family–work conflict (FWC) can be defined as a form of inter‑role conflict that occurs
when the demands of work and family roles are incompatible, resulting in strain and stress
for the individual. It arises from the difficulties of balancing work and family responsibil‑
ities and can manifest as competing demands, time pressures, and role overload (Bragger
et al. 2021).

Due to the pandemic’s disruption, companies have had to lay off employees, and
schools have been closed for indefinite periods, increasing the need for care at home and
causing work absenteeism (Reger et al. 2020) and family–work conflict (Zhang and Bowen
2021). The confinement, the concern about infecting the family, and the changes in the
usual tasks, both at work and home, may have significantly increased the family–work
conflict (Organización Panamericana de la salud 2022). Sincee the different spheres of life
can improve or increase conflict, especially in times of crisis (Greenhaus and Beutell 1985),
the family usually occupies the first place in the value scale, whereas work comes second
(Harpaz and Fu 2002). However, during a pandemic, the meaning of work can be ques‑
tioned as a positive experience, as an experience of well‑being, or as an enriching and valu‑
able experience (Rosso et al. 2010); (Stephan et al. 2020). Meaningful work is an essential
variable in post‑COVID‑19 scenarios since the fear of death, losing one’s job, and abrupt
changes in working conditions can alter its assessment and meaning.

Some researchers consider meaningful work to be found in both work and personal
environments and, sometimes, overwork weakened close personal and family relation‑
ships (Oelberger 2019). It can be a profound experience associated with one’s values and
can be touching and even uncomfortable (Bailey et al. 2017; Schabram and Maitlis 2017).
Indeed, meaningful work can negatively affect an individual’s balance between work and
life, appearing as a personal sacrifice by putting meaningful work over family and free
time (Schabram and Maitlis 2017).

Studies on meaningful work have focused on determining its positive impact (Steger
et al. 2012; Jiang and Johnson 2018) on engagement (Martela and Pessi 2018; de Crom
and Rothmann 2018; Roskams andHaynes 2019), motivation (Hackman andOldham 1974;
Fouché et al. 2017; Nikolova and Cnossen 2020), satisfaction (Goh and Baum 2021), and
the meaning of life (Baum and Stewart 1990; Stephan et al. 2020). However, little or no
research has focused on howmeaningful work is affected by adverse scenarios such as the
COVID‑19 pandemic. Scientific evidence is almost non‑existent, and its explanatory route
is unknown. For that, this research proposes a model that explains the direct impact of the
pandemic disruption on meaningful work and an indirect effect through the mediating
variable of family–work conflict.
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Proposed Model
Theoretically, family–work conflict may mediate the impact of the COVID‑19 pan‑

demic disruption on meaningful work. One reason is that meaningful work is a variable
that is closely associated with work commitment (Kahn and Heaphy 2013; Demirtas et al.
2017; Jung and Yoon 2016; Jiang and Johnson 2018; Yucel et al. 2021); therefore, it can
behave in a similar way. Work commitment is also affected when managing opposing pri‑
orities (Greenhaus and Powell 2006). This is why companies promote work commitment
by promoting work–life balance and the life enrichment of employees (Lips‑Wiersma and
Wright 2012). Thus, because work implies a relationship between a person and an organi‑
zation, it also causes commitment, loyalty, and dedication when the work is meaningful.

Along the same line of argument, previous research has found an inverse relationship
betweenmeaningful work and job burnout during pandemic environments (Tan and Yeap
2021); others claim that people with better mental health are more likely to perceive work
as meaningful (Allan et al. 2019). In the opposite direction, for workaholic workers who
worked in home offices during the COVID‑19 pandemic, significant work had a negative
effect due to “too much significance” (Magrizos et al. 2022). This finding reinforces the
importance of the balance between personal life and work. On the other hand, it has been
stated that the perception of the significance ofwork andpleasure atwork is stronger under
conditions where COVID‑19 has a high influence (Pace et al. 2022).

Research carried out in “normal” times proposed that meaningful work has a high
component of enjoyment (Rosso et al. 2010). However, it is still being determined if the
same happens during crisis conditions. In the current pandemic, people are re‑evaluating
their way of understanding social dynamics and their place in the world alongside their
concerns about the adverse scenarios they face that modify the value scales of individuals
and organizations (Arias 2020; Miranda‑Rodríguez and Saldaña‑Alfaro 2021).

In times of crisis, two parallel processes can occur within the psychology of people;
on the one hand, a reconfiguration of personal values, and on the other, an increase in
stressors that lead to conflict. These twomechanisms can explainwhy family–work conflict
mediates the relationship between the COVID‑19 pandemic disruption and meaningful
work, since in the family–work conflict variable there are two spaces, and each has its own
values (which may conflict with each other more due to the pandemic) and own stressors
(which may increase due to the pandemic).

The model explains two hypotheses (see Figure 1):
1. The first is the direct impact of the COVID‑19 disruption on meaningful work when

considering various reasons, such as the change in the dynamics of work scenarios
that have generated insecurity among workers; an increase in the workload as com‑
panies have reduced staff, which implies rethinking, restructuring, and adapting to
changes under new work conditions and characteristics; and the time that adjust‑
ments take (Shanahan et al. 2020; Ouwerkerk and Bartels 2022).

2. A second hypothesis is that the pandemic disruption indirectly affects meaningful
work through family–work conflict, which acts as a mediating variable. In fact, due
to the pandemic disruption, children and adults are locked up at home, sometimes
in narrow spaces where there is no room for socialization or privacy; in addition, the
resources and time dedicated toworking are reduced, increasing household activities
and the fear of illness. Thus, there is very likely an overload in both scenarios of
competing priorities (Greenhaus and Beutell 1985). In this context, work can lose its
enjoyment status, causingmeaningfulwork to beweakened not necessarily due to the
family–work conflict itself, but due to the pandemic disruption caused by COVID‑19.
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Figure 1. Hypothetical model of the relationship between COVID‑19 disruption and meaningful
work mediated by family–work life conflict. Note. Direct (β1) and indirect (β2 * β3) effects of the
COVID‑19 disruption onMeaningful Work, through the Family–Work Conflict, controlling the mea‑
surement error of the constructs (E).

The proposed model is framed with the extended theory of demands and resources
(JD‑R) by considering the permeability of the limits between work and family (Minnotte
2016). Labor demands refer to the physical, social, and organizational aspects that require
sustained physical ormental effort over time and that are naturally reflected in the physical
and psychological wear and tear of workers, in addition to having an effect that goes be‑
yond work limits and extends into the family environment (Demerouti et al. 2001). Work
resources are also physical, social, and organizational aspects, but they are associated with
organizational actions that help the worker achieve goals, reduce both physical and psy‑
chological work demands, and stimulate growth and personal development (Demerouti
et al. 2001). Previously, the theory of demands and resources only included characteristics
referring to the work environment; however, today it is recognized that human behaviors
arise from the interaction between environmental and personal factors, causing personal
resources to be integrated into the model of demands and resources (Albrecht et al. 2021).

The JD‑R theory suggests that the interaction between work demands and resources
can lead to different outcomes for employees. Specifically, when work demands are high
and resources are low, employees may experience strain, burnout, and poor job perfor‑
mance. Conversely, when work demands are low and resources are high, employees
may experience engagement, job satisfaction, and high levels of performance. The JD‑R
proposes that work demands and resources can influence well‑being and performance
through both direct and indirect pathways (Albrecht et al. 2021; Bauer et al. 2014).

The JD‑R has been applied by researchers to examine the effects of the COVID‑19 pan‑
demic onwork and employeewell‑being. Findings from studies indicate that job demands
that emerged because of the pandemic, such as increased workload or safety concerns, can
lead to higher levels of stress, burnout, and decreased job satisfaction (Meng et al. 2022).
However, job resources, such as social support from coworkers or access to personal pro‑
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tective equipment, can serve as protective factors that buffer the negative impact of job
demands (Bragger et al. 2021; Minnotte 2016). Furthermore, the JD‑R acknowledges the
importance of personal resources in mitigating the effects of job demands, which has be‑
come particularly salient during the pandemic. Recent research has shown that personal
resources, such as resilience and coping strategies, can enhance well‑being and help em‑
ployees navigate the challenges posed by the pandemic (Bauer et al. 2014). In addition,
social support from family and friends outside of work can function as an important per‑
sonal resource in managing the demands of work during the pandemic.

In the extended theory of demands and resources, meaningful work is a resource that
can be affected by work or personal/family demands. The pandemic disruption affected
this resource because it has increased the demands in both scenarios, causing conflict be‑
tween both in the scale of values (ethos). There are studies that have defined themeaning of
work as amechanism betweenwork and family (Chalofsky 2003; Munn 2013; Repetti 1987).
In fact, the significance of work and home can spill over and affect the other realm (Grady
and McCarthy 2008; Munn 2013; Bragger et al. 2021). Other studies consider meaningful
work as amediating variable that generates labor resources and cushions family–work con‑
flict, confirming that, when there is a favorable work context, family life may benefit and
vice versa (Bragger et al. 2021; Munn 2013).

Based on the extended theory of demands and resources, the mediating effect of
family–work conflict between COVID‑19 and meaningful work can occur through two
pathways. The first pathway is that of work–family conflict (WFC). In this case, COVID‑
19 has affected organizations by forcing them to increase their work demands, causing
an overload of working hours, more dedication, instability, conflicts, and job insecurity
(Demerouti et al. 2001), with potentially harmful consequences for the workers’ personal
or family quality of life. On the other hand, the second pathway is family–work conflict
(FWC), where COVID‑19 impacts the family or personal life of workers, with potentially
harmful consequences for their working life. Indeed, in any of these two ways, a conflict
of demands can be generated in both scenarios that can affect the availability of resources
to reconcile them, thus altering the scale of valuation toward work (Shanahan et al. 2020;
Ouwerkerk and Bartels 2022). Along the first route, the increase in work demands de‑
creases work enjoyment, as the worker becomes overloaded and risks burnout. This expla‑
nation is consistent with previous studies that show that meaningful work is antagonistic
to burnout, relating it to mental health and job satisfaction, confirming its contribution to
reducing anxiety and stress, and cataloging it as a labor resource that protects the worker
(Allan et al. 2019; Pace et al. 2022). Along the second route, when COVID‑19 impacts the
home, growing family demands reduce the resources available for work, and thus its value
and meaning may also decrease; meaningful work provides a coherence that remains la‑
tent and guides decision‑making, reducing the psychological tension generated by mov‑
ing between work and family, providing a sense of harmonious coherence, reinforcing the
lasting values of the person, and helping them achieve a sense of wholeness (Bragger et al.
2021; McGregor and Little 1998).

Indeed, people couldmakedecisions based on their ownhierarchy of values (Schwartz
2015); however, such a hierarchy can be altered by critical circumstances, such as the
COVID‑19 pandemic, and can also affect other personal variables. Some studies have
found, for example, that when people are not clear about their destiny or experience sit‑
uations of uncertainty, self‑control decreases (Alquist et al. 2018) and stress levels signifi‑
cantly increase (Shapiro et al. 2020).

3. Methods
This study addresses a significant knowledge gap in the literature, as there is little em‑

pirical evidence on the impact of the COVID‑19 pandemic on meaningful work, mediated
by work–family conflict. The proposed conceptual model includes two general hypothe‑
ses: the direct impact of the COVID‑19 disruption on meaningful work, and the indirect
impact of theCOVID‑19 pandemic onmeaningfulwork through family–work conflict. The
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two overarching hypotheses are further subdivided into eight specific hypotheses. The
first five pertain to the direct effects of the variables: (H1) The disruption caused by the
COVID‑19 pandemic has led to an increase in family–work conflict, (H2) The disruption
caused by the COVID‑19 pandemic has led to an increase in work–family conflict, (H3)
Family–work conflict has resulted in a decrease in meaningful work, (H4) Work–family
conflict has resulted in a decrease in meaningful work, and (H5) The disruption caused by
the COVID‑19 pandemic has led to a decrease in meaningful work. The remaining three
hypotheses focus on the indirect effects between the variables: (H6) The disruption caused
by theCOVID‑19 pandemic has led to a decrease inmeaningfulwork through family–work
conflict, (H7) The disruption caused by the COVID‑19 pandemic has led to a decrease in
meaningful work through work–family conflict, and (H8) The total indirect effects of the
COVID‑19 pandemic disruption on meaningful work occur through the joint influence of
family–work conflict and work–family conflict.

To test the model, the study focused on workers in Bolivia, as the variables of interest
are culturally and historically relevant in this country. Bolivia has a strong tradition of
valuing family and work, making it an ideal context for examining the impact of the pan‑
demic on these variables. Additionally, Bolivia was severely affected by the COVID‑19
pandemic, with significant impacts on people’s health and the sustainability of companies.
Finally, the country has high levels of domestic violence, which is a critical indicator of
family–work conflict.

This study focuses on workers in manufacturing and essential services who did not
telecommute during the pandemic. These workers were essential for maintaining the op‑
eration of the economy, and their experiences provide valuable insights into the impact of
the pandemic on meaningful work and family–work conflict. By focusing on this popula‑
tion, the study provides a unique perspective on the impact of the pandemic on workers
who faced increased health and safety risks due to their continued work.

3.1. Participants
The participants were full‑time employees of seven public manufacturing companies

in Bolivia. There were 534 men and 257 women. The sample corresponds to 59.3% of the
population, with similar proportions according to sex. Respondents worked for cement
companies (23.9%), distributors (23.1%), glass container producers (16.2%), paper mills
(11.6%), cardboard mills (6.1%), and fertilizer companies (4.4%), among others. The age
range was between 19 and 67 years (Mage = 34.2, SD = 8.1). Most have a current partner
(69.5%) and children (63.6%).

The datawere obtained in January 2022, and theywere used to evaluate the experience
of the year 2021. Prior to coordination with the management of each company, a face‑to‑
face survey was administered at the companies’ facilities. The companies informed the
workers several days before the survey that independent research would be carried out
on the quality of working life and that each person could decide whether to participate.
During the survey, the confidentiality and anonymity of the answers were emphasized,
guaranteeing total secrecy and that the company authorities would only have access to a
global report. Each company received a confidential report with the results specific to their
organization.

Informed consent was given by all participants. The respondents were given all the
necessary information to decide to participate voluntarily and explicitly, being given the
option not to answer questions if they so wished.

3.2. Measures
In addition to critical demographic data, three main variables were measured in the

questionnaire:
Disruption by COVID‑19: A reflective scale of five items was used to ask if various

aspects of their personal, family, and work lives have been affected due to the COVID‑
19 pandemic outbreak. This scale was developed by Vara‑Horna (2022) to be applied in
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the Bolivian labor context. Through its application in 20 companies, the scale has shown
high levels of reliability for internal consistency (Alpha = 0.831) and construct validity
(AVE = 0.670). The items are: “In the last 12 months, due to the pandemic . . . 1. I have
had to take on more domestic burdens. 2. It has affected my personal life. 3. It has af‑
fected my family life. 4. It has become more difficult to work. 5. It has affected work‑life”.
The respondents were to consider the last twelve months when answering and the options
varied from: the same as before (0), a little more (1), and much more (2).

Family–work life conflict: A reflective scale of five items was used that investigates the
conflict between work life and personal life. This scale was developed by Vara‑Horna
(2022) to be applied in the Bolivian labor context, which was based on Haslam et al. (2015).
Through its application in 20 companies, the scale has shown high levels of reliability for
internal consistency (Alpha = 0.879) and construct validity (AVE = 0.675). The frequency
is expressed in a range over the last twelve months (never, hardly ever, a few times, many
times, almost always, and always). It is a bidirectional scale that registers the conflicts
caused in family life due to a work overflow or the conflicts and negative impacts on per‑
formance due to a personal/family overflow. The items are: “In the last 12 months . . . 1. It
has been difficult to achieve a balance between work life and family life. [Family conflict
‑> work] 2. Concerns at home have taken time away from work. 3. Obligations/concerns
in family life have affected work performance. [Conflict work ‑> family] 4. Work concerns
have taken time away from private/family life. 5. Work obligations/worries have affected
family/private life”.

Meaningful work: A six‑item scale measures how valuable and significant work is to
life and fulfillment. This scale is based on the work by (Steger et al. 2012), who proposed
a multidimensional model of work as a subjectively meaningful experience consisting of
experiencing positive meaning in work, feeling that work is a key way to achieving mean‑
ing, and perceiving one’s work to benefit some higher purpose. In this research, we mea‑
sured two dimensions: meaningful work based on individual psychological well‑being
and meaningful work based on a prosocial benefit. The items are: “Your job . . . 1. Makes
you feel happy, and fulfilled as a person. 2. Makes you feel valuable, worthy, respected,
proud of yourself. 3. Means a lot to your life; it’s worth it. 4. Is useful for society. 5. Makes
you feel like you are part of something important. 6. Is valuable for the company”. The
Likert‑type response options ranged from never to always.

As seen in Table 1, the scales have adequate levels of reliability for internal consis‑
tency and construct validity. Reliability refers to the level of internal consistency that each
measure has. These aremore reliable the closer they are to unity. Reliability wasmeasured
using Cronbach’s Alpha and McDonald’s Omega, with values ranging between 0.821 and
0.930, demonstrating high levels of internal consistency. The true variance (AVE) of the
variables is expected to be greater than 50% for the validity. In all cases, the results show
high levels of construct validity. Using the confirmatory factor analysis, we confirmed the
validity of the convergence of the items in a single factor for each scale with optimal ad‑
justments. The discriminant validity analysis shows that the three scales are independent
of each other since both the Maximum Shared Variance (MSV) and the Average Shared
Variance (ASV) are significantly lower than the AVE.

Table 1. Reliability and validity of the measures.

Index/Scales COVID‑19 Disruption Family–Work Life Conflict Meaningful Work

Number of items 5 5 6
Internal consistency
Cronbach alpha 0.817 0.888 0.926
McDonald omega 0.821 0.876 0.930
Validity (1 common factor)
Average variance extracted (AVE) 0.584 0.693 0.734
Comparative Fit Index (CFI) 0.988 0.992 0.999
Tucker–Lewis In87dex 0.977 0.984 0.999
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Table 1. Cont.

Index/Scales COVID‑19 Disruption Family–Work Life Conflict Meaningful Work

Goodness‑of‑fit index (GFI) 0.995 0.994 0.997
Root means square error of
approximation (RMSEA) 0.071 0.064 0.001

Standardized root mean square
residual (SRMR) 0.048 0.057 0.041

Note: Discriminant validity: MSV—maximum shared variance (0.118); ASV—average shared variance (0.064).

3.3. Data Analysis
First, descriptive statistics of the items were calculated (mean, standard deviation,

asymmetry, and kurtosis). Spearman’s correlation matrix was then calculated since the
scales do not have a normal distribution and are based on ordinal items. Second, to test
the existence of both direct and indirect significant relationships between the variables,
structural equation modeling (SEM) was used, specifically via the Lavaan package in R
Studio (Rosseel 2012) andMPLUS (Muthén andMuthén 2017). SEM is useful for determin‑
ing how independent variables influence dependent variables. In that sense, researchers
assume that the independent variable affects the mediator, which affects the dependent
variable. Therefore, we can assume that the relationship between the independent and
dependent variables is indirect (Hair et al. 2017; Hayes 2013; Baron and Kenny 1986).

In this case, to identify the precision of estimates of the standardized path coefficients
(beta) and to determine the statistical significance in the hypothesis test, we used the diag‑
onally weighted least squares with mean‑ and variance‑corrected (WLSMV) estimator due
to the ordinal nature of the items (Brown 2015); additionally, robust corrections to stan‑
dard errors were utilized to correct the inefficiency of the chosen estimator (Savalei 2014).
This technique estimates the corrected standard error, which permits the calculation of the
Z distribution and p values of the path coefficients. These were considered significant in
cases of p < 0.05 and when the Z score was greater than the critical value (1.96, level of
significance of 5%).

To evaluate model fit, we used the chi‑square test (χ2), the RMSEA index, and the
SRMR index, in which case values less than 0.05 indicated a good fit, and values between
0.05 and 0.08 were considered acceptable (Kline 2015). In addition, the Comparative Fit
Index (CFI) and Tucker–Lewis Index (TLI) were used, where values greater than 0.95 indi‑
cated a good fit and 0.90 were considered acceptable (Schumacker and Lomax 2015). The
measurement model was evaluated using the internal consistency of the scales of Cron‑
bach’s alpha coefficient (α) and the omega coefficient (ω; McDonald 2013), where a value
of ω > 0.80 was appropriate (Raykov and Hancock 2005). Factorial loads (λ) above 0.50
were considered adequate, with the average variance estimate greater than 0.50 for each
scale (Hair et al. 2017). Discriminant validity was achieved when the Average Variance Ex‑
tracted (AVE) was greater than the Maximum Shared Squared Variance (MSV) or Average
Shared Squared Variance (ASV) (Hair et al. 2010).

4. Results
Of the total workers, 57.7% reported that within the last 12 months, someone in their

household had become ill with COVID‑19. In general, the pandemic has affected both the
personal and work spheres. In the first case, 54% reported that they had to take on much
more domestic work at home, whereas in the second case, 50.6% reported that it has been
more difficult for them to work. Regarding the impacts at work, 55% reported that they
have been affected quite a lot in their working life, and 58% reported an effect on their
personal or family life (see Table 2):
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Table 2. How much has the pandemic affected you? (percentages).

In the Last 12 months, Due to the Pandemic . . . Same as before A Little More A Lot/Quite a Lot

I have had to take on more domestic burdens. 13.1 32.9 54.0
It has affected my personal life. 6.6 35.3 58.1
It has affected my family life. 9.1 32.9 58.0

It has become more difficult to work. 17.7 31.7 50.6
It has affected my work life. 7.5 37.6 55.0

In total, 18.8% reported a high frequency of conflict between their family and work
life during the last 12 months. The imbalance is more significant with the family than with
work. In fact, while between 6.8 and 11.1% reported that this imbalance has affected their
work with great frequency, between 17.6 and 26.7% reported an effect on their family life.
(see Table 3):

Table 3. Family–work life conflict during the last 12 months (percentages).

In the Last 12 months . . . Never Hardly Ever/a Few Times Many Times/Almost
Always/Always

It has been difficult to balance between
my work life and family life. 29.0 52.2 18.8

Family–work conflict
Concerns at home have taken time

away from work. 34.0 54.9 11.1

Obligations/concerns in my family life
have affected work performance. 44.2 49.0 6.8

Work–family conflict
Work concerns have taken time away

from my private/family life. 24.7 48.5 26.7

Work obligations/worries have
affected my family/private life. 33.5 48.8 17.6

As for meaningful work, most respondents reported a high level (See Table 4). Over‑
all, most respondents reported experiencing meaningful work in terms of individual psy‑
chological well‑being, with over 90% reporting feeling happy, fulfilled, valuable, worthy,
respected, proud, and that their job was worth it many times, almost always or always. In
terms of prosocial benefits, a high proportion of respondents reported feeling that their job
was useful for society, made them feel part of something important, and was valuable for
the company many times, almost always or always.

Table 4. Meaningful work during the last 12 months (percentages).

Your Job . . . Never Hardly Ever/a Few Times Many Times/Almost
Always/Always

Individual psychological well‑being
Makes you feel happy and fulfilled as a person. 0.8 6.9 92.3
Makes you feel valuable, worthy, respected, and

proud of yourself. 1.0 7.1 91.9

Means a lot to your life; it is worth it. 0.7 5.8 93.6
Prosocial benefits

Is useful for society. 0.5 2.6 96.9
Makes you feel like you are part of something

important. 0.3 4.3 95.4

Is valuable for the company. 0.0 5.3 94.7

As seen in Table 5, there are significant relationships between the three variables,
following the expected theoretical trajectories. The strongest relationships are between
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work–family life conflict and meaningful work (Rho = −0.408, p < 0.001), and between
work–family life conflict and the disruption of COVID‑19 (Rho = 0.252, p < 0.001). The
two dimensions of the work–family life conflict have significant inverse relationships with
meaningful work (Rho = −0.337, p < 0.001; Rho = −0.399, p < 0.001). Finally, there is no re‑
lationship between meaningful work and COVID‑19 disruption (Rho = −0.067, p = 0.100).

Table 5. Correlation matrix between COVID‑19 disruption, family–work life conflict, and meaning‑
ful work.

Mean (D.S.) Skewness Kurtosis C‑19D FWLC FWC WFC

C‑19 disruption
(C‑19D) 1.632 (0.689) 0.005 −0.585

Family–work life
conflict (FWLC) 2.327 (1.014) 0.570 −0.023 0.252 **

[0.177; 0.325]
Family–work
Conflict (FWC) 2.057 (0.976) 0.891 0.707 0.221 **

[0.144; 0.294]
0.842 **

[0.818; 0.864]
Work–family
conflict (WFC) 2.506 (1.188) 0.579 −0.168 0.238 **

[0.162; 0.311]
0.964 **

[0.959; 0.970]
0.682 **

[0.638; 0.722]

Meaningful work 5.371 (0.838) −1.715 3.063
−0.067
[−0.148;
0.015]

−0.408 **
[−0.474;
−0.337]

−0.337 **
[‑0.408;
−0.262]

−0.399 **
[−0.465;
−0.328]

Spearman’s correlation ** p < 0.001. [ ] = confidence interval.

Structural equation modeling confirms these relationships when the direct effects are
calculated. The disruption caused by COVID‑19 increased the family–work conflict (stan‑
dardized beta = 0.282, Z = 6.448, p < 0.001) and the work–family conflict (standardized
beta = 0.287, Z = 6.924, p < 0.001). On the other hand, only work–family conflict decreases
meaningful work (standardized beta =−0.351, Z =−3.149, p = 0.002), whereas family–work
conflict has the same tendency but does not have a statistically significant effect (standard‑
ized beta =−0.131, Z =−1.127, p = 0.260). Although no significant direct effects were found
between COVID‑19 disruption and meaningful work (standardized beta = 0.038, Z = 0.756,
p = 0.450), there is an indirect effect when the relationship is mediated by the family–work
conflict (standardized beta =−0.138, Z =−6.119, p < 0.001). Analyzing the specific indirect
effects, themediation only occurs for thework–family conflict (standardized beta =−0.101,
Z = −2.789, p = 0.005). (see Table 6):

Table 6. Total, direct, and indirect effects between COVID‑19 disruption, family–work life conflict,
and meaningful work.

Standardized Beta S.E. Z Sig.
95% C.I.

Hypothesis
Lower Upper

Direct effects
H1: C19 ‑> FWC 0.282 0.044 6.448 <0.001 0.174 0.373 Accepted
H2: C19 ‑> WFC 0.287 0.042 6.924 <0.001 0.187 0.373 Accepted
H3: FWC ‑> MW −0.131 0.116 −1.127 0.260 −0.391 0.106 Rejected
H4: WFC ‑> MW −0.351 0.111 −3.149 0.002 ‑0.571 −0.100 Accepted
H5: C19 ‑> MW 0.038 0.050 0.756 0.450 ‑0.062 0.133 Rejected

Specific indirect effects
H6: C19 ‑> FWC ‑> MW −0.037 0.034 −1.102 0.271 −0.118 0.029 Rejected
H7: C19 ‑> WFC ‑> MW −0.101 0.036 −2.789 0.005 −0.174 −0.025 Accepted
H8: Total indirect effects −0.138 0.023 ‑6.119 <0.001 −0.188 −0.083 Accepted

Total effects −0.100 0.049 −2.041 0.041 −0.195 −0.004
Fit measures: X2(96) = 221.2, p < 0.001; CFI = 0.994; TLI = 0.993; RMSEA = 0.043, p = 0.927; SRMR = 0.041;
WRMR = 893. R2 family–work life conflict (FWC) = 0.080; R2 work–family life conflict (WFC) = 0.083; R2 mean‑
ingful work (MW) = 0.208. COVID‑19 disruption (C19). Diagonally weighted least squares with mean‑ and
variance‑corrected (WLSMV) estimate. Robust corrections to standard errors and test statistics.
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5. Discussion
This research provides the first empirical evidence of the impact of the pandemic dis‑

ruption on meaningful work, mediated by family–work life conflict. Some studies have
shown partial results regarding the relationship between meaningful work and family–
work conflict (Harpaz and Fu 2002), and between the family–work conflict and situations
due to COVID‑19 (Santillan 2020; Ghislieri et al. 2021; BarrigaMedina et al. 2021; Neo et al.
2022; Reimann et al. 2021; Elahi et al. 2022; Aftab et al. 2022; Billing et al. 2023). There have
also been some qualitative studies on the relationship between COVID‑19 andmeaningful
work (Flotman 2021). However, no studies were found that relate the impact of COVID‑19
to meaningful work through the mediating variable of family–work conflict.

Using the extended theory of demands and resources, it has been shown that mean‑
ingful work is a resource that can be affected by work or personal/family demands. The
pandemic disruption affected this resource because it increased the demands in both sce‑
narios, causing conflict between the two in the scale of values and decreasing the ability
to enjoy either. The results have shown that the disruption caused by the COVID‑19 pan‑
demic has had a significant impact on the conflict between family and work, as well as
work–family conflict. Both family–work conflict and work–family conflict were found to
be increased by the pandemic disruption. Additionally, work–family conflict was found to
have a significant negative impact on meaningful work, while family–work conflict had a
similar but non‑significant effect. Although there was no significant direct effect between
COVID‑19 disruption and meaningful work, there was an indirect effect when the rela‑
tionship was mediated by family–work conflict. Although the specific indirect effects are
stronger in the work–to–family conflict direction than in the family–to–work conflict di‑
rection, both follow the same theoretical trend. These results suggest that the COVID‑19
pandemic has had a significant impact on work–family conflict and meaningful work and
that the family–work conflict plays an important role in the relationship between the pan‑
demic disruption and meaningful work.

Although the research used a broad sample of manufacturing workers, it is not fea‑
sible to generalize the findings to other types of work since the findings do not consider
people who perform telework or distinguish the results by gender. Despite this, the evi‑
dence shows the effects of the second year of the pandemic (2021) on the world of work.
The results show that 57.7% of workers have had COVID‑19 patients at home in the last
12months, with all the impacts that this implies. In addition, workers have experienced an
overload of work, with more insecure and changing work scenarios as well as an increase
in workflow. Additionally, 50.6% reported more difficulties in working because children
and adults are sometimes confined in narrow spaces, as well as having more responsibili‑
ties related to home activities and the fear of illness. There is an overload in both scenarios,
and thus work loses its enjoyment condition just as is lost in the home scenario and weak‑
ens the sense ofmeaningfulwork, not necessarily due to the family–work conflict itself, but
because of the presence of COVID‑19. This explanation makes sense if the role of theory
is considered (Greenhaus and Beutell 1985), which confirms that a form of conflict occurs
when opposing pressures arise from the participation in different scenarios; in this case,
the family domain and work domain, which are both of importance to workers (Harpaz
and Fu 2002).

The amount of time spent in work and family roles contributes to giving different
meanings and values to both the work and family domains. Some overlap is found in
previous work on family–work conflict and meaningful work (Bailey et al. 2017; Chambel
et al. 2017; Shanahan et al. 2020; Bilodeau et al. 2021; Li et al. 2021), but not in scenarios
of crisis. As a matter of fact, meaningful work has always been investigated in ”normal”
scenarios, which could positively bias the concept. In contrast, the results may vary in
adverse scenarios, where the individual sees their very existence in danger. Regarding this,
it has been found that the levels of meaningful work are high. However, they decrease
in those people with higher levels of family–work conflict and who experience greater
pandemic disruption, demonstrating that it is a variable sensitive to adversity.
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Regarding this last point, the results indicate that during the COVID‑19 pandemic,
a significant proportion of blue‑collar workers have found their work to be meaningful.
This may be because many of these workers have been deemed essential and have contin‑
ued to work despite lockdowns and restrictions, providing essential goods and services to
their communities. However, the pandemic has also presented new challenges and stres‑
sors for these workers, such as concerns about workplace safety and exposure to the virus.
These challenges can have an impact on their home lives, potentially leading to an increase
in family–work conflict because of fears of contagion or heightened work pressures. This
finding is particularly significant given that workers have reported experiencingmore con‑
flict between work and family than the other way around. Furthermore, this is supported
by the fact that the direct and indirect effects on meaningful work are stronger in relation
to work–family conflict compared to family–work conflict.

In times of economic crisis and hardship, individuals derive meaning from tangible
rewards rather than more latent gains such as social status or satisfying experiences (Brief
et al. 1995; Brief and Nord 1990; Jahoda 1981). The pernicious effect that COVID‑19 has
had on the variables makes it interesting to analyze the implications for organizational
management, such as how to reward employees.

Organizations must understand that meaningful work is a variable that is sensitive to
adverse scenarios such as the pandemic. It is important to highlight that by having high
levels ofmeaningful work, workers obtain benefits by strengthening their identity and psy‑
chological well‑being. Companies will see greater performance levels because people en‑
gage by increasing the value they place on work, generating a double pleasure: their own,
manifested in their psychological well‑being (Hackman and Oldham 1976), and organiza‑
tional pleasure in terms of increased economic performance (Michaelson 2005; Brammer
et al. 2015). However, from a broad perspective, two scenarios can be observed regard‑
ing the level of meaningful work: (1) it is based on performance in the medium and long
term (low level of meaningful work), or (2) in the face of a crisis, the individual will cling
more to work (high level of meaningful work) and put aside the family, which, over time,
could generate a collapse. The problem is not that the worker diminishes or increases the
meaning of work, but that the family–work conflict is dangerous because it generates a
conflict between values in both scenarios. Faced with this conflict, the individual decides
whether to lean toward family or work, whether to resolve the demands of these domains,
and whether to seek a healthy balance between private family life and work. Therefore, in
either of the two scenarios, the company loses.

Practical implications. Regarding the practical implications of the results, organizations
must promote meaningful work but ensure that it does not generate family–work conflict.
If a company wants to keep its workers and build sustainable productivity in the medium
and long term, itwill have to develop someflexibility. The above considers that the positive
meaning of meaningful work can be reversed when it is excessive (Magrizos et al. 2022).
This may sound antagonistic in times of crisis when the worker is expected to be more
committed to keeping the company alive. Still, a dose of assertive flexibility is required
from the organization (Aftab et al. 2022). From what has been said, organizations should
consider creating socially favorable environments in crisis scenarios and the post‑COVID‑
19 pandemic world (Zhang and Bowen 2021; Lysova et al. 2019; Rothbard and Edwards
2003) to strengthen training programs. Work–family counseling reduces the impact of the
pandemic disruption and prevents these effects from spreading, leading to the ability to
enjoy work or achieve meaningful work.

Limitations and future directions. Firstly, this study was conducted during the COVID‑
19 pandemic, which presents unique challenges for individuals and organizations. To en‑
hance the generalizability of the findings, future researchers may consider replicating this
study in post‑pandemic contexts to examine the relationships among COVID‑19 disrup‑
tion, family–work conflict, work–family conflict, andmeaningful work hold across diverse
settings. Secondly, this study revealed that family–work conflict and work–family conflict
had different effects on meaningful work, and only the work–family conflict mediated the
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relationship betweenCOVID‑19 disruption andmeaningfulwork. To gain amore nuanced
understanding of these relationships, researchers may explore potential moderators that
may influence these relationships. For example, it could be that the relationship between
family–work conflict andmeaningful work is stronger for women than for men, or that the
relationship between work–family conflict and meaningful work is stronger for people in
certain types of jobs. Lastly, this study was cross‑sectional, capturing data at a single point
in time. To establish the temporal nature of these relationships and to explore potential
causal pathways, it is essential to conduct longitudinal studies that collect data over time.

6. Conclusions
In conclusion, this research provides empirical evidence of the impact of COVID‑19

disruption on meaningful work, mediated by family–work conflict. Previous studies have
explored the relationship between meaningful work and family–work conflict, as well as
between family–work conflict and the COVID‑19 pandemic. However, this study is the
first to investigate the relationship between COVID‑19 disruption, family–work conflict,
andmeaningful work. The findings indicate that work–family conflict has a significantme‑
diating effect between pandemic disruption and meaningful work. The research is unique
in that it focuses on blue‑collar workers in Bolivia, who are essential workers and have
faced increased health and safety risks during the pandemic.

The results show that the pandemic has affected both work and personal domains,
creating conflict between the two and decreasing the ability to enjoy either. This reduction
in meaningful work is not necessarily due to family–work conflict alone but is a result of
the presence of COVID‑19. Organizationalmanagementmust understand thatmeaningful
work is a variable that is sensitive to adverse scenarios, such as the pandemic. Companies
must ensure that they promote meaningful work while ensuring that it does not generate
family–work conflict. In this way, organizations can create a socially favorable environ‑
ment that strengthens training programs, reduces the impact of pandemic disruption, and
prevents the negative effects from spreading. By doing so, they can achieve sustainable
productivity and promote worker well‑being.

Author Contributions: A.A.V.‑H. and A.G.E.‑D. contributed equally to the development of the re‑
search. All authors have read and agreed to the published version of the manuscript.

Funding: This research received no external funding.

Institutional Review Board Statement: The ethical review and approval process was waived for
this study as it falls under the category of business research, which does not require such approval
in Bolivia. Despite this exemption, the principles outlined in The Belmont Report. Ethical Principles
and Guidelines for the Protection of Human Subjects of Research (1979) were strictly adhered to,
including informed consent, non‑maleficence, and fairness.

InformedConsent Statement: Informed consentwas obtained fromall subjects involved in the study.

Data Availability Statement: The data presented in this study are available on request from the
corresponding author.

Acknowledgments: The data has been obtained with the collaboration of the PreVio Program of the
German Cooperation Agency of Bolivia.

Conflicts of Interest: The authors declare no conflict of interest.

References
Aftab, Saima, Komal Khalid, Ajmal Waheed, Asma Aftab, and Aisha Adnan. 2022. Role of agile leadership in managing inter‑role

conflicts for a satisfying job and life during COVID‑19 in a VUCA world. Frontiers in Psychology 13: 979792. [CrossRef]
Albrecht, Simon L., Camille R. Green, and Andrew Marty. 2021. Meaningful work, job resources, and employee engagement. Sus‑

tainability 13: 4045. [CrossRef]
Allan, BlakeA., and Tracie Liu. 2020. Transitions in an uncertain labormarket: Implications formeaningfulwork. Essay. InNavigating

Life Transitions for Meaning. London: Academic Press, pp. 91–104. [CrossRef]

http://doi.org/10.3389/fpsyg.2022.979792
http://doi.org/10.3390/su13074045
http://doi.org/10.1016/B978-0-12-818849-1.00006-0


Adm. Sci. 2023, 13, 87 15 of 18

Allan, Blake A., Cassondra Batz‑Barbarich, Haley M. Sterling, and Louis Tay. 2019. Outcomes of meaningful work: A meta‑analysis.
Journal of Management Studies 56: 500–28. [CrossRef]

Alquist, Jessica L., Roy F. Baumeister, Ian McGregor, Tammy J. Core, Ilil Benjamin, and Dianne M. Tice. 2018. Personal conflict
impairs performance on an unrelated self‑control task: Lingering costs of uncertainty and conflict. Journal of Experimental Social
Psychology 74: 157–60. [CrossRef]

Arias, Gerardo Bolaños. 2020. La formación en valores ante la crisis del COVID‑19: Retos para la EducaciónMedia Superior enMéxico.
[Formation of values in the light of COVI‑19 crisis: Challenges for the High School Education in México]. Forhum International
Journal of Social Sciences and Humanities 2: 22–33. [CrossRef]

Arslan, Ahmad, Petri Ahokangas, Lauri Haapanen, Ismail Golgeci, Shlomo Y. Tarba, and Ofra Bazel‑Shoham. 2022. Generational
differences in organizational leaders: An interpretive phenomenological analysis of work meaningfulness in the Nordic high‑
tech organizations. Technological Forecasting and Social Change 180: 121717. [CrossRef]

Bailey, Catherine, Adrian Madden, Kerstin Alfes, Amanda Shantz, and Emma Soane. 2017. The mismanaged soul: Existential labor
and the erosion of meaningful work. Human Resource Management Review 27: 416–30. [CrossRef]

Baron, Reuben M., and David A. Kenny. 1986. The moderator–mediator variable distinction in social psychological research: Con‑
ceptual, strategic, and statistical considerations. Journal of Personality and Social Psychology 51: 1173–82. [CrossRef] [PubMed]

BarrigaMedina, Holger Raul, RolandCampoverdeAguirre, David Coello‑Montecel, PaolaOchoa Pacheco, andMilton Ismael Paredes‑
Aguirre. 2021. The influence of work–family conflict on burnout during the COVID‑19 pandemic: The effect of teleworking
overload. International Journal of Environmental Research and Public Health 18: 10302. [CrossRef]

Bauer, Georg F., Oliver Hämmig, Wilmar B. Schaufeli, and ToonW. Taris. 2014. A critical review of the job demands‑resources model:
Implications for improvingwork and health. Bridging Occupational, Organizational and Public Health: A Transdisciplinary Approach,
43–68. [CrossRef]

Baum, Steven K., and Robert B. Stewart Jr. 1990. Sources of meaning through the lifespan. Psychological Reports 67: 3–14. [CrossRef]
Billing, Tejinder K., Rupashree Baral, and Nicholas J. Beutell. 2023. Resilience during disruption: A cross‑national examination of the

work–family interface. International Journal of Stress Management. Advance online publication. [CrossRef]
Bilodeau, Jaunathan, Amélie Quesnel‑Vallée, Nancy Beauregard, andMarie‑Christine Brault. 2021. Gender, work‑family conflict, and

depressive symptoms during the COVID‑19 pandemic among Quebec graduate students. Preventive Medicine Reports 24: 101568.
[CrossRef]

Bragger, Jennifer D., Sydney Reeves, Margaret J. Toich, Eugene Kutcher, Alexandra Lawlor, Quinn E. Knudsen, and Daniel Simonet.
2021. Meaningfulness as a predictor of work‑family balance, enrichment, and conflict. Applied Research in Quality of Life 16:
1043–71. [CrossRef]

Brammer, Stephen, Hogwei He, and Kamel Mellahi. 2015. Corporate social responsibility, employee organizational identification,
and creative effort: The moderating impact of corporate ability. Group and Organization Management 40: 323–52. [CrossRef]

Brief, Arthur P., and W. R. Nord, eds. 1990. Meanings of Occupational Work: A Collection of Essays. Charlotte: Free Press.
Brief, Arthur P., Mary A. Konovsky, Rik Goodwin, and Karen Link. 1995. Inferring the meaning of work from the effects of unem‑

ployment. Journal of Applied Social Psychology 25: 693–711. [CrossRef]
Brown, Timothy A. 2015. Confirmatory Factor Analysis for Applied Research, 2nd ed. New York City: Guilford Publications.
Canboy, Başak, Caroline Tillou, Cordula Barzantny, Burçin Güçlü, and Florence Benichoux. 2021. The impact of perceived organiza‑

tional support on work meaningfulness, engagement, and perceived stress in France. European Management Journal 41: 90–100.
[CrossRef]

Chalofsky, Neal. 2003. An emerging construct for meaningful work. Human Resource Development International 6: 69–83. [CrossRef]
Chambel, Maria José, Vânia Sofia Carvalho, Francisco Cesário, and Silvia Lopes. 2017. Thework‑to‑life conflict mediation between job

characteristics and well‑being at work: Part‑time vs full‑time employees. Career Development International 22: 142–64. [CrossRef]
Ciulla, Joanne B. 2005. The state of leadership ethics and the work that lies before us. Business Ethics: A European Review 14: 323–35.

[CrossRef]
de Crom, Nellie, and S. Rothmann. 2018. Demands‑abilities fit, work beliefs, meaningful work and engagement in nature‑based jobs.

SA Journal of Industrial Psychology 44: 1–12. [CrossRef]
Demerouti, Evangelia, Arnold B. Bakker, Friedhelm Nachreiner, and Wilmar B. Schaufeli. 2001. The job demands‑ resources model

of burnout. Journal of Applied Psychology 86: 499–512. [CrossRef]
Demirtas, Ozgur, Sean T. Hannah, Kubilay Gok, Aykut Arslan, and Nejat Capar. 2017. The moderated influence of ethical leadership,

via meaningful work, on followers’ engagement, organizational identification, and envy. Journal of Business Ethics 145: 183–99.
[CrossRef]

Elahi, Natasha Saman, Ghulam Abid, Francoise Contreras, and Ignacio Aldeanueva Fernández. 2022. Work‑family and family‑work
conflict and stress in times of COVID‑19. Frontiers in Psychology 13: 951149. [CrossRef]

Flotman, Aden‑Paul. 2021. Work as Meaningful and Menacing Phenomenon for South African Middle Managers During the COVID‑
19 Pandemic: The Role of Self‑Transcendence in CultivatingMeaning andWellbeing. Frontiers in Psychology 12: 2131. [CrossRef]
[PubMed]

Fouché, Elmari, Sebastiaan Snr Rothmann, and Corne Van der Vyver. 2017. Antecedents and outcomes of meaningful work among
school teachers. SA Journal of Industrial Psychology 43: 1–10. [CrossRef]

http://doi.org/10.1111/joms.12406
http://doi.org/10.1016/j.jesp.2017.09.010
http://doi.org/10.35766/jf20233
http://doi.org/10.1016/j.techfore.2022.121717
http://doi.org/10.1016/j.hrmr.2016.11.001
http://doi.org/10.1037/0022-3514.51.6.1173
http://www.ncbi.nlm.nih.gov/pubmed/3806354
http://doi.org/10.3390/ijerph181910302
http://doi.org/10.1007/978-94-007-5640-3_4
http://doi.org/10.2466/pr0.1990.67.1.3
http://doi.org/10.1037/str0000275
http://doi.org/10.1016/j.pmedr.2021.101568
http://doi.org/10.1007/s11482-019-09796-z
http://doi.org/10.1177/1059601114562246
http://doi.org/10.1111/j.1559-1816.1995.tb01769.x
http://doi.org/10.1016/j.emj.2021.12.004
http://doi.org/10.1080/1367886022000016785
http://doi.org/10.1108/CDI-06-2016-0096
http://doi.org/10.1111/j.1467-8608.2005.00414.x
http://doi.org/10.4102/sajip.v44i0.1496
http://doi.org/10.1037/0021-9010.86.3.499
http://doi.org/10.1007/s10551-015-2907-7
http://doi.org/10.3389/fpsyg.2022.951149
http://doi.org/10.3389/fpsyg.2021.650060
http://www.ncbi.nlm.nih.gov/pubmed/34220623
http://doi.org/10.4102/sajip.v43i0.1398


Adm. Sci. 2023, 13, 87 16 of 18

Ghislieri, Chiara, Monica Molino, Valentina Dolce, Domenico Sanseverino, and Michele Presutti. 2021. Work‑family conflict during
the COVID‑19 pandemic: Teleworking of administrative and technical staff in healthcare. An Italian study. La Medicina del
Lavoro 112: 229. [CrossRef] [PubMed]

Goh, Edmund, and Tom Baum. 2021. Job perceptions of Generation Z hotel employees towards working in COVID‑19 quarantine
hotels: The role of meaningful work. International Journal of Contemporary Hospitality Management 33: 1688–710. [CrossRef]

Grady, Geraldine, and Alma M. McCarthy. 2008. Work‑life integration: Experiences of mid‑career professional working mothers.
Journal of Managerial Psychology 23: 599–622. [CrossRef]

Greenhaus, Jeffrey H., and Gary N. Powell. 2006. When work and family are allies: A theory of work‑family enrichment. Academy of
Management Review 31: 72–92. [CrossRef]

Greenhaus, JeffreyH., andNicholas J. Beutell. 1985. Sources of conflict betweenwork and family roles. Academy ofManagement Review
10: 76–88. [CrossRef]

Gur, Ayelet, Vered Shenaar‑Golan, and Ayala Cohen. 2022. Stress, sense of meaningful work, and well‑Being among social workers
during COVID‑19: דחק ,נפשי תחושת משמעות עבודה ורווחה נפשית בקרב עובדים סוציאליים בתקופת .הקורונה European Journal of Social Work 25:
1–15. [CrossRef]

Hackman, J. Richard, and Greg R. Oldham. 1974. The Job Diagnostic Survey: An Instrument for the Diagnosis of Jobs and the
Evaluation of Job Redesign Projects. Available online: https://apps.dtic.mil/sti/pdfs/AD0779828.pdf (accessed on 1 December
2020).

Hackman, J. Richard, and Greg R. Oldham. 1976. Motivation through the design of work: Test of a theory. Organizational Behavior and
Human Performance 16: 250–79. [CrossRef]

Hair, Joseph, Barry J. Babin, and Nina Krey. 2017. Covariance‑based structural equation modeling in the Journal of Advertising:
Review and recommendations. Journal of Advertising 46: 163–77. [CrossRef]

Hair, Joseph, W. Black, B. Babin, and R. Anderson. 2010. Multivariate Data Analysis, 7th ed. Upper Saddle River: Prentice‑Hall, Inc.
Harpaz, Itzhak, and Xuanning Fu. 2002. The structure of the meaning of work: A relative stability amidst change. Human Relations

55: 639–67. [CrossRef]
Haslam, Divna, Ania Filus, AlinaMorawska, Matthew R. Sanders, and Renee Fletcher. 2015. The work–family conflict scale (WAFCS):

Development and initial validation of a self‑report measure of work–family conflict for use with parents. Child Psychiatry and
Human Development 46: 346–57. [CrossRef]

Hayes, Andrew F. 2013. Introduction to Mediation, Moderation, and Conditional Process Analysis. New York City: The Guilford Press.
ILO. 2021. ILO Monitor: COVID‑19 and the World of Work, Eighth edition Updated estimates and analysis. 8th ed. Available online:

https://bit.ly/41sFoo8 (accessed on 1 December 2020).
Jahoda, Marie. 1981. Work, employment, and unemployment: Values, theories, and approaches in social research. American Psychol‑

ogist 36: 184. [CrossRef]
Jiang, Lixin, and Matthew J. Johnson. 2018. Meaningful work and affective commitment: A moderated mediation model of positive

work reflection and work centrality. Journal of Business and Psychology 33: 545–58. [CrossRef]
Jung, Hyo Sun, and Hye Hyun Yoon. 2016. What does work meaning to hospitality employees? The effects of meaningful work on

employees’ organizational commitment: The mediating role of job engagement. International Journal of Hospitality Management
53: 59–68. [CrossRef]

Kahn, William A., and Emily D. Heaphy. 2013. Relational contexts of personal engagement at work. In Employee Engagement in Theory
and Practice. Oxfordshire: Routledge. [CrossRef]

Kline, Rex B. 2015. Principles and Practice of Structural Equation Modeling, 4th ed. New York City: The Guilford Press.
Kubiak, Eva. 2020. Increasing perceived work meaningfulness by implementing psychological need‑satisfying performance manage‑

ment practices. Human Resource Management Review 32: 100792. [CrossRef]
Li, Andrew, Jonathan A. Shaffer, Zhonghao Wang, and Jason L. Huang. 2021. Work‑family conflict, perceived control, and health,

family, and wealth: A 20‑year study. Journal of Vocational Behavior 127: 103562. [CrossRef]
Lips‑Wiersma, Marjolein, and Sarah Wright. 2012. Measuring the meaning of meaningful work. Group & Organization Management

37: 655–85. [CrossRef]
Lips‑Wiersma, Marjolein, Jarrod Haar, and Sarah Wright. 2020. The effect of fairness, responsible leadership and worthy work on

multiple dimensions of meaningful work. Journal of Business Ethics 161: 35–52. [CrossRef]
Lysova, Evgenia I., Blake A. Allan, Bryan J. Dik, Ryan D. Duffy, and Michael F. Steger. 2019. Fostering meaningful work in organiza‑

tions: A multi‑level review and integration. Journal of Vocational Behavior 110: 374–89. [CrossRef]
Magrizos, Solon, Dorothea Roumpi, Andri Georgiadou, Ioannis Kostopoulos, and Demetris Vrontis. 2022. The dark side of meaning‑

ful work‑from‑home: A nonlinear approach. European Management Review 2022: 1–18. [CrossRef]
Martela, Frank, and Anne B. Pessi. 2018. Significant work is about self‑realization and broader purpose: Defining the key dimensions

of meaningful work. Frontiers in Psychology 9: 363. [CrossRef]
Martela, Frank, Marcos Gómez, Wenceslao Unanue, Sofia Araya, Diego Bravo, and Alvaro Espejo. 2021. What makes work meaning‑

ful? Longitudinal evidence for the importance of autonomy and beneficence for meaningful work. Journal of Vocational Behavior
131: 103631. [CrossRef]

McDonald, Roderick P. 2013. Test Theory: A Unified Treatment. New York: Psychology Press.

http://doi.org/10.23749/mdl.v112i3.11227
http://www.ncbi.nlm.nih.gov/pubmed/34142673
http://doi.org/10.1108/IJCHM-11-2020-1295
http://doi.org/10.1108/02683940810884559
http://doi.org/10.5465/amr.2006.19379625
http://doi.org/10.2307/258214
http://doi.org/10.1080/13691457.2022.2067136
https://apps.dtic.mil/sti/pdfs/AD0779828.pdf
http://doi.org/10.1016/0030-5073(76)90016-7
http://doi.org/10.1080/00913367.2017.1281777
http://doi.org/10.1177/0018726702556002
http://doi.org/10.1007/s10578-014-0476-0
https://bit.ly/41sFoo8
http://doi.org/10.1037/0003-066X.36.2.184
http://doi.org/10.1007/s10869-017-9509-6
http://doi.org/10.1016/j.ijhm.2015.12.004
http://doi.org/10.4324/9780203076965
http://doi.org/10.1016/j.hrmr.2020.100792
http://doi.org/10.1016/j.jvb.2021.103562
http://doi.org/10.1177/1059601112461578
http://doi.org/10.1007/s10551-018-3967-2
http://doi.org/10.1016/j.jvb.2018.07.004
http://doi.org/10.1111/emre.12534
http://doi.org/10.3389/fpsyg.2018.00363
http://doi.org/10.1016/j.jvb.2021.103631


Adm. Sci. 2023, 13, 87 17 of 18

McGregor, Ian, and Brian R. Little. 1998. Personal projects, happiness, and meaning: On doing well and being yourself. Journal of
Personality and Social Psychology 74: 494. [CrossRef]

Meng, Liang, Juan Du, and Xinyue Lin. 2022. Surviving bench stress: Meaningful work as a personal resource in the expanded job
demands‑resources model. Current Psychology, 1–12. [CrossRef]

Michaelson, Christopher. 2005. Meaningful motivation for work motivation theory. Academy of Management Review 30: 235–38.
[CrossRef]

Minnotte, Krista Lynn. 2016. Extending the job demands–resourcesmodel: Predicting perceived parental success among dual‑earners.
Journal of Family Issues 37: 416–40. [CrossRef]

Miranda‑Rodríguez, Ruben Andres, and Verónica Mayela Saldaña‑Alfaro. 2021. Valores ejercidos durante la pandemia de COVID‑19.
Enseñanza e Investigación en Psicología 3: 126–38.

Mitra, Rahul, and Patrice M. Buzzanell. 2017. Communicative tensions of meaningful work: The case of sustainability practitioners.
Human Relations 70: 594–616. [CrossRef]

MOW. 1987. The Meaning of Working. MOW International Research Team Organizational and Occupational Psychology. London: Academic
Press.

Munn, Sunny L. 2013. Unveiling the work‑life system: The influence of work‑life balance onmeaningful work. Advances in Developing
Human Resources 15: 401–17. [CrossRef]

Muthén, Linda K., and Bengt O. Muthén. 2017. Mplus: Statistical Analysis with Latent Variables: User’s Guide (Version 8). Los Angeles:
Authors.

Neo, Loo Seng, Jean Yi Colette Tan, and Tierra Wan Yi Chew. 2022. The Influence of COVID‑19 on Women’s Perceptions of Work‑
Family Conflict in Singapore. Social Sciences 11: 73. [CrossRef]

Nikolova, Milena, and Femke Cnossen. 2020. What makes work meaningful and why economists should care about it. Labour
Economics 65: 101847. [CrossRef]

Oelberger, Carrie R. 2019. The dark side of deeply meaningful work: Work‑relationship turmoil and the moderating role of occupa‑
tional value homophily. Journal of Management Studies 56: 558–88. [CrossRef]

Organización Panamericana de la salud. 2022. Estudio advierte sobre elevados niveles de depresión y pensamientos suicidas en per‑
sonal de salud de América Latina durante la pandemia. Available online: https://bit.ly/41oU0ov (accessed on 1 December 2022).

Ouwerkerk, Jaap W., and Jos Bartels. 2022. Is Anyone Else Feeling Completely Nonessential? Meaningful Work, Identification, Job
Insecurity, and Online Organizational Behavior during a Lockdown in The Netherlands. International Journal of Environmental
Research and Public Health 19: 1514. [CrossRef] [PubMed]

Pace, Francesco, Giulia Sciotto, and Lorenzo Russo. 2022. Meaningful work, pleasure in working, and the moderating effects of deep
acting and COVID‑19 on nurses’ work. In Nursing Forum. Palermo: Wiley Online Library University of Palermo. [CrossRef]

Raykov, Tenko, and Gregory R. Hancock. 2005. Examining change in maximal reliability for multiple‑component measuring instru‑
ments. The British Journal of Mathematical and Statistical Psychology 58: 65–82. [CrossRef]

Reger, Mark A., Ian H. Stanley, and Thomas E. Joiner. 2020. Suicide mortality and coronavirus disease 2019—A perfect storm? JAMA
Psychiatry 77: 1093–94. [CrossRef]

Reimann, Mareike, Eileen Peters, and Martin Diewald. 2021. COVID‑19 and Work–Family Conflicts in Germany: Risks and Chances
Across Gender and Parenthood. Frontiers in Sociology 6: 234. [CrossRef]

Repetti, Rena L. 1987. Linkages between work and family roles. Applied Social Psychology Annual 7: 98–127. Available online: https:
//psycnet.apa.org/record/1988‑16697‑001 (accessed on 1 November 2022).

Roskams, Michael, and Barry Haynes. 2019. Salutogenic workplace design. Journal of Corporate Real Estate 22: 139–53. [CrossRef]
Rosseel, Yves. 2012. Lavaan: An R package for structural equation modeling. Journal of Statistical Software 48: 1–36. [CrossRef]
Rosso, Brent D., Kathryn H. Dekas, and Amy Wrzesniewski. 2010. On the meaning of work: A theoretical integration and review.

Research in Organizational Behavior 30: 91–127. [CrossRef]
Rothbard, Nancy P., and Jeffrey R. Edwards. 2003. Investment in work and family roles: A test of identity and utilitarian motives.

Personnel Psychology 56: 699–729. [CrossRef]
Santillan, Washington. 2020. El teletrabajo en el COVID‑19. CienciAmérica: Revista de Divulgación Científica de la Universidad Tecnológica

Indoamérica 9: 65–76. [CrossRef]
Savalei, Victoria. 2014. Understanding robust corrections in Structural Equation Modeling. Structural Equation Modeling: A Multidis‑

ciplinary Journal 21: 149–60. [CrossRef]
Schabram, Kira, and Sally Maitlis. 2017. Negotiating the challenges of a calling: Emotion and enacted sensemaking in animal shelter

work. Academy of Management Journal 60: 584–609. [CrossRef]
Schumacker, Randall E., and Richard G. Lomax. 2015. A Beginner’s Guide to Structural Equation Modeling, 4th ed. Oxfordshire: Rout‑

ledge.
Schwartz, B. 2015. Why We Work. New York: Simon and Schuster.
Shanahan, Lilly, Annekatrin Steinhoff, Laura Bechtiger, Aja L. Murray, Amy Nivette, Urs Hepp, Denis Ribeaud, and Manuel Eisner.

2020. Emotional distress in young adults during the COVID‑19 pandemic: Evidence of risk and resilience from a longitudinal
cohort study. Psychological Medicine 52: 1–10. [CrossRef]

Shapiro, Ephraim, Livia Levine, and Avi Kay. 2020. Mental health stressors in Israel during the coronavirus pandemic. Psychological
Trauma: Theory, Research, Practice, and Policy 12: 499. [CrossRef]

http://doi.org/10.1037/0022-3514.74.2.494
http://doi.org/10.1007/s12144-022-02956-9
http://doi.org/10.5465/amr.2005.16387881
http://doi.org/10.1177/0192513X13518777
http://doi.org/10.1177/0018726716663288
http://doi.org/10.1177/1523422313498567
http://doi.org/10.3390/socsci11020073
http://doi.org/10.1016/j.labeco.2020.101847
http://doi.org/10.1111/joms.12411
https://bit.ly/41oU0ov
http://doi.org/10.3390/ijerph19031514
http://www.ncbi.nlm.nih.gov/pubmed/35162530
http://doi.org/10.1111/nuf.12787
http://doi.org/10.1348/000711005X38753
http://doi.org/10.1001/jamapsychiatry.2020.1060
http://doi.org/10.3389/fsoc.2021.780740
https://psycnet.apa.org/record/1988-16697-001
https://psycnet.apa.org/record/1988-16697-001
http://doi.org/10.1108/JCRE-01-2019-0001
http://doi.org/10.18637/jss.v048.i02
http://doi.org/10.1016/j.riob.2010.09.001
http://doi.org/10.1111/j.1744-6570.2003.tb00755.x
http://doi.org/10.33210/ca.v9i2.289
http://doi.org/10.1080/10705511.2013.824793
http://doi.org/10.5465/amj.2013.0665
http://doi.org/10.1017/S003329172000241X
http://doi.org/10.1037/tra0000864


Adm. Sci. 2023, 13, 87 18 of 18

Simonet, Daniel V., and Christopher M. Castille. 2020. The search for meaningful work: A network analysis of personality and the
job characteristics model. Personality and Individual Differences 152: 109569. [CrossRef]

Steger, Michael F., Bryan J. Dik, and Ryan D. Duffy. 2012. Measuring meaningful work: The work and meaning inventory (WAMI).
Journal of career Assessment 20: 322–37. [CrossRef]

Stephan, Ute, Susana M. Tavares, Helena Carvalho, Joaquim J. Ramalho, Susana C. Santos, and Marc Van Veldhoven. 2020. Self‑
employment and eudaimonic well‑being: Energized by meaning, enabled by societal legitimacy. Journal of Business Venturing 35:
106047. [CrossRef]

Tan, Kim‑Lim, and Peik Foong Yeap. 2021. The impact of work engagement and meaningful work to alleviate job burnout among
social workers in New Zealand. Management Management Decision 60: 3042–65. [CrossRef]

The Belmont Report. Ethical Principles and Guidelines for the Protection of Human Subjects of Research. 1979. The National Com‑
mission for the Protection of Human Subjects of Biomedical and Behavioral Research. Available online: https://bit.ly/2JrDY4j
(accessed on 17 September 2022).

Thompson, Marc. 2019. Bringing Political Economy Back In/A Comparative Institutionalist Perspective on Meanangful Work. The Oxford
Handbook of Meaningful Work. Edited by En Yeoman, R. C. Bailey, A. Madden and M. Thompson. Oxford: Oxford University
Press, pp. 447–65.

Vara‑Horna, Alfredo. 2022. Violencia contra las mujeres y productividad laboral en las empresas de Bolivia. Prevalencia e impacto en el contexto
pandémico 2021. Bonn: Deutsche Gesellschaft für Internationale Zusammenarbeit (GIZ) GmbH. [CrossRef]

Wrzesniewski, Amy, and Jane E. Dutton. 2001. Crafting a job: Revisioning employees as active crafters of their work. Academy of
Management Review 26: 179–201. [CrossRef]

Yeoman, Ruth, Catherine Bailey, Adrian Madden, and Marc Thompson, eds. 2019. The Oxford Handbook of Meaningful Work. Oxford:
Oxford University Press.

Yucel, Ilhami, Muhammed Sabri Şirin, and Murat Baş. 2021. The mediating effect of work engagement on the relationship between
work–family conflict and turnover intention and moderated mediating role of supervisor support during global pandemic. In‑
ternational Journal of Productivity and Performance Management 72: 577–98. [CrossRef]

Zhang, Rita Peihua, and Paul Bowen. 2021. Work‑family conflict (WFC)–Examining a model of the work‑family interface of construc‑
tion professionals. Safety Science 144: 105469. [CrossRef]

Disclaimer/Publisher’s Note: The statements, opinions and data contained in all publications are solely those of the individual au‑
thor(s) and contributor(s) and not of MDPI and/or the editor(s). MDPI and/or the editor(s) disclaim responsibility for any injury to
people or property resulting from any ideas, methods, instructions or products referred to in the content.

http://doi.org/10.1016/j.paid.2019.109569
http://doi.org/10.1177/1069072711436160
http://doi.org/10.1016/j.jbusvent.2020.106047
http://doi.org/10.1108/MD-05-2021-0689
https://bit.ly/2JrDY4j
http://doi.org/10.13140/RG.2.2.24971.98088
http://doi.org/10.2307/259118
http://doi.org/10.1108/IJPPM-07-2020-0361
http://doi.org/10.1016/j.ssci.2021.105469

	Introduction 
	Literature Review 
	Methods 
	Participants 
	Measures 
	Data Analysis 

	Results 
	Discussion 
	Conclusions 
	References

