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Abstract

This study examined the relationship between meaningfulness of work and worker’s attitude in health ministries in South-South, Nigeria. The study adopted a cross-
sectional survey research design. Primary data was generated through a 4-point Likert scaled questionnaire. The population of the study was two thousand one
hundred and eighty-one (2181) employees. A sample size of three hundred and thirty-eight (338) employees was drawn from the population using the Taro Yamane
sample size determination formula. The study adopted the simple random sampling technique. The reliability of the instrument was ascertained using the Cronbach
Alpha coefficient with all the items scoring above 0.70. The hypotheses were tested using Spearman Rank Order Correlation Coefficient with the aid of Statistical
Packages for Social Science. The findings revealed that meaningfulness of work had a significant positive relationship with affective commitment, affective
satisfaction and workers engagement. Therefore, the study concludes that a vested effort towards enhancing meaningfulness of work will help boost positive work
attitude among workers in the health ministries, South-South, Nigeria. Thus the researchers recommend that the work of the workers is designed in a way that makes
it worthwhile as such will enhance their affective commitment.
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Introduction

Individuals have been recognised as the most valued asset of organizations, and their behaviour at the workplace is a function of their work attitude. Worker’s
attitude is important mostly in this era of high turbulence in the business domain because the positive attitude of a worker remains a great resource for organizations
to leverage in gaining higher performance. Worker’s attitude denotes the individual feelings, opinions and beliefs, as regards to work and its environment. (Srivastav
& Das, 2013). Edalatian, Maleki, Koolivand and Meyvand (2013) argue that people pay attention to work characteristics and environmental factors, and the
psychological impact they have on individuals, hence the need to have a deep understanding of how psychological empowerment influences worker’s attitude.
Gopinath (2020) contends that the positive work attitude of employees is vital for organizations and a key factor that distinguishes successful firms from rivalries. In
alignment with the above assertion, Deal, Ruderman and Rweyongoza (2011) maintain that positive employee work attitude leads to reduced absenteeism, reduced
turnover, and better performance all of which are critical factors in enhancing organization’s outcome and wellbeing. The employee’s right attitudes to work are vital
for organizational success. Both positive and negative attitude to work can be exhibited by employees. Negative attitudes to work are attitudes demonstrated at
workplace that may be detrimental to the success of the organization while positive attitude yields result that assist in achieving the organization’s goals and
objectives. This implies that both positive and negative attitudes are subject to one’s psychological disposition which in turns influences employee’s behaviour and
performance. Balamurugan and Dhivya (2020) note that employee attitude towards the organization affects the operations of the organization and their willingness
to accept change in the work place. The authors further remark that positive employee attitude is vital in ensuring total quality management and business process
reengineering which are necessary in improving firm’s efficiency, innovativeness and quality of service. Attitude, however is the neural and mental state of
readiness organised through experience, dynamic influence or exerting a direction upon the individual’s response to various situations or object with which he/she is
related (Srivastav & Das, 2013).

Attitude depicts the manner an employee feels in a certain situation, which encompasses an individual’s feelings, his/her reaction towards his employer, co-workers
and the person’s position within the organization (Blessing, Mary & Busola, 2020). Hence, the continuous evaluation of employee’s attitude is indispensable for
increasing productivity. According to Deci and Ryan (1985), intrinsically motivated behaviours and attitudes are because of the choices made by individuals, and
these choices depend on their self-values and desires. A Self determined person is intrinsically motivated and the inner motivation makes him exhibit a higher level
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of job performance. Employee’s disposition to work can result in satisfaction, commitment, and engagement. Affective job satisfaction and cognitive job satisfaction
are positive experiences (Lyubomirsky King, & Diener, 2005). While satisfaction, commitment and engagement are seen as positive attitudes, dissatisfaction, lack of
commitment and intention to quit are negative attitudes. This made work meaningfulness a dimension of psychological empowerment emerge as a vital construct,
due to its influence on employees’ job attitudes. Meaningfulness of work is a critical and essential factor because it enhances the positive psychological state of the
employees which could thus help enhance their positive work attitude in the workplace. Employees consider jobs that are more interesting, emit feelings of
accomplishment, promote helpfulness and contribute to people’s lives to be critical in achieving meaningful work (Bibby, 2001). More recently, fulfilment,
autonomy, satisfaction, engagement, working relations and learning have been identified as important in a meaningful job (Rosso, Dekas & Wrzesniewski, 2010;
Steger & Dik, 2010). The interest in meaningful work is teamed with positive individual and organisational consequences with regard to work (Rosso et al., 2010).
The above highlights a necessity for an investigation into meaningful work and the role it plays in contributing towards positive work outcomes. If employees yearn
for meaningful work, organizations would benefit in accommodating it. This study investigated the positive effect that meaningful work has on promoting work
engagement and organizational commitment.

Positive work outcomes, such as work engagement and organizational commitment, have long-term benefits for organizations who attempt to foster initiatives that
promote meaningfulness at work. Work engagement is driven by job characteristics such as providing skill variety, task identity, task significance, autonomy and
feedback on results (Saks, 2006). The work tasks themselves have been directly related to meaningfulness (Kahn, 1990). When workers experience meaning in their
work, there is improvement in organizational performance (e.g. productivity) (Neck & Milliman, 1994), retention of top talent, effective change management,
greater commitment and engagement (Holbeche & Springett, 2004; Milliman, Czaplewski & Ferguson, 2003). Meaning is a concept that is unavoidably linked to
one’s existence (positive or negative) and encompasses the workplace as an inevitable part of one’s existence. Defining the concept of meaning constitutes varying
viewpoints. Meaning, according to Seligman (2002), allows individuals to transcend, either through promoting positive social relationships or connecting to a higher
power. Additionally, individuals are bound to find meaning in their lives when they view their lives as purposeful, significant and understandable. In his attempt to
define meaning, Csikszentmihalyi (1990) acknowledges and warns of the difficulty of capturing the construct into a common phrase. At best, meaning refers to a
purpose or significance, and the intentions a person holds.

There has been a steady increase in research into meaningfulness, engagement and commitment at work (Dik & Duffy, 2008; Schaufeli & Bakker, 2004). This
increased interest may be due to employees being better educated (Kompier, 2005) and increasingly questioning the nature and meaning of their work (Cartwright &
Holmes, 2006). Since people spend many hours at work (Van Zyl, Deacon & Rothmann, 2010), it becomes the environment in which they engage in goal-orientated
activities, and aim to find meaning (Cameron, Dutton & Quinn, 2003). In addition, evidence has been brought forward to suggest that money is losing its power as a
central motivator, partially due to the general population realising that above a minimum level necessary for survival, money adds little to their subjective well-being
(Seligman, 2002). People have come to define themselves and be socially defined by their work (Casey, 1995); hence, understanding alternate sources of meaning in
work becomes a natural outgrowth for organisational systems valuing human thriving and a contribution to the greater good (Wrzesniewski, 2003).

This study therefore examined the relationship between meaningfulness of work and worker’s attitude in health ministries in South-South, Nigeria. The following
research questions were provided as a guide in this study:

i What is the relationship between meaningfulness of work and worker’s affective satisfaction in health ministries, South South, Nigeria?

ii. How does meaningfulness of work relate with worker’s affective commitment in health ministries, South-South, Nigeria?
What is the relationship between meaningfulness of work and worker’s engagement in health ministries, South-South, Nigeria?
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Figure 1: Conceptual framework for meaningfulness of work and worker’s attitude
Source: Research Desk, 2021

The Concept of Meaningfulness of work

Humans spend nearly one-third of their waking hours at work, and it occupies a significant position in their lives. As people spend more time at their places of
employment, they begin to see their jobs as the focal point of their lives, providing them with meaning and identity (Hoar, 2004; Holbeche & Springett, 2004).
Despite the fact that the term meaningfulness of work is frequently used in conjunction with other terms such as meaning, callings, and job crafting, the experience
of meaningfulness of work is a distinct psychological experience that indicates the perceived amount of significance associated with one's work (Rosso, et al., 2010).
According to Spreitzer and Quinn (1997), meaning is defined as the value employees assign to their jobs in accordance with their beliefs and standards, as well as
the fit between the requirements of a task or work goal set by the organization and the job's own personal values or ideas (Spreitzer, 1995). A work goal's monetary
value in relation to an individual's personal ideals is what it is called (Thomas & Velthouse, 1990). According to Brief and Nord (1990), meaning is a match between
an employee's beliefs, values, and behaviours and the demands of his or her work role. In sense, when employees do not believe their work is important, they are
more likely to be apathetic and less willing to participate in the commitment's events. They are also more likely to be distracted from their work tasks (Thomas &
Velthouse, 1990). When employees believe that their job responsibilities are important, they are more likely to put forth more effort in understanding problems from
multiple perspectives and searching for different solutions using information from a variety of sources, according to research (Gilson & Shalley 2004; Zhang &
Bartol, 2010). It is primarily through the design and perceived fit of one's job role, as well as rewarding social interactions experienced while performing one's job
role, that one develops an experience of meaningfulness of work at work (Kahn, 1990). The meaning of work can be defined as the positive and significant
contribution made by a job to the meaning of life for individuals, as well as the satisfaction that a person receives from his or her job, according to the definition
provided by the United Nations (Rosso, et al., 2010). Another definition of the meaning of work is the degree to which the purpose of individuals for working has an
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impact on the viewpoints and attitudes of an individual for the rest of his or her lifetime (Lips-Wiersma & Morris, 2009). Individuals may experience a variety of
cognitive, emotional, behavioural, and economic benefits as a result of increasing the meaningfulness of their work in their lives (Steger, Dik & Duffy, 2012).
Employees who believe their work is important will most likely have a greater sense of commitment and will participate in the organization's events more
frequently, as well as being more focused on their work tasks; otherwise, the employees will be apathetic and less willing to participate in the organization's events;
and (Thomas & Velthouse, 1990). It is more likely that employees will put forth greater effort in understanding problems from multiple perspectives and searching
for different solutions using information from a variety of sources if they believe their job requirements are meaningful to them (Gilson & Shalley 2004; Zhang &
Bartol, 2010). Employees believe that intrinsic concern for a specific job is one of three critical psychological states of intrinsic motivation and that this is one of
three critical psychological states of intrinsic motivation (Amenumey & Lockwood, 2008).

Meaningfulness of work has long been recognized as a critical psychological experience that is required for high levels of motivation, satisfaction, and performance.
This is because it is a fundamental psychological need that strengthens an individual's sense of self-worth and life experience (Yeoman, 2014). Individuals who have
experienced meaningfulness of work are internally motivated to act in ways that help them achieve their future work goals while also fulfilling their values of self-
improvement and self-transcendence, as well as their psychological needs for relatedness and belonging (Glazer, Kozusznik, Meyers, & Ganai, 2014). The presence
of meaning in one's work environment may therefore broaden affective and cognitive processes that promote a broader interest in the workplace context, for
example, work goals and expected performance behaviour. Furthermore, meaningfulness of work may help to build personal resources, such as self-efficacy, that
enable intrinsically motivated behaviour to occur (Barrick, Mount & Li, 2013).

The Concept of Worker’s Attitude

Attitudes can be defined as either a positive or negative feeling or mental state of readiness that has been learned and organized through experience and that has a
specific attitude on a person's response to other people and objects, as well as to specific situations. Affective attitudes, according to Newstorm and Davis (1993), are
reasonably good predictors of behavioural outcomes. The information they provide can be used to deduce an employee's behavioural intentions or inclinations to act
in a specific manner. Positive job attitudes are associated with the attitude of constructive behaviours, whereas negative job attitudes are associated with the
prediction of undesirable behaviours. Attitudes toward work refer to the feelings we have about various aspects of the workplace that we encounter (Carpenter,
Talya & Erdogon, 2009). According to the authors, there are several factors that influence attitudes toward work, including personality, person-environment fit, job
characteristics, psychological contract, organizational justice, work relationship, and stress. As defined by Robbins (2003), attitudes are evaluative statements that
can be either favourable or unfavourable in nature when applied to objects, people, or situations. As a result, they are a reflection of how someone feels about
something. Worker’s attitudes are the feelings that employees have about various aspects of their work environment and are expressed verbally.

Affective Satisfaction

In the workplace, job affective satisfaction refers to the emotions or feelings that they associate with their jobs. Individuals' overall emotional appraisal of their jobs
determines their affective satisfaction with their jobs. As a result, it focuses on whether the job elicits a positive feeling, as well as affectively-oriented measures of
job satisfaction. According to Tekell (2008), affective satisfaction includes both positive affect (i.e., the extent to which an individual feels enthusiastic, alert, and
active) and negative affect (i.e., the extent to which an individual feels depressed, anxious, or passive), (the extent to which an individual experience a general
dimension of subjective distress and unpleasant engagement which may take the form of emotional states such as anger, contempt, fear, disgust, guilt and
nervousness). This implies that employees who report high levels of negative affective satisfaction also report higher levels of physical complaints and stress,
indicating that they may regard their lives as a series of stresses or hassles, regardless of what actually happens to them in their jobs. Additionally, employees who
report high levels of positive affective satisfaction are more energetic and outgoing in their jobs, as well as more satisfied with their jobs and with life in general.
They are also more sensitive to the frequency of rewards, indicating that they may be more inclined to focus on the positive aspects of life (Yik & Russell, 2001). It
is the affective component of attitudes that is responsible for the feelings or emotions that people associate with their job or attitude object, as well as the valence of
those emotions. Positive affect (PA) is a measure of how enthusiastic, active, and alert a person is feeling at any given moment. It is sometimes described as being
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fully immersed in one's life and fully engaged in one's feeling (Weiss & Cropanzo, 1996). Individuals with a high PA tend to be extroverted, outgoing, and
enthusiastic (Yik & Russell, 2001). Not surprisingly, these individuals engage in more social behaviour as a result of their PA, which has been linked to increased
extroversion (Watson, Clark, Mcintyre & Hamaker, 1992). PA-positive individuals are also more satisfied with their jobs and with their lives in general, and they are
more sensitive to the frequency of rewards, which suggests that they are more inclined to focus on the positive aspects of life.

Affective Commitment

Employees experience feelings and emotions, which they express in a variety of ways depending on the situation. According to Allen and Meyer (1990), affective
commitment is defined as an individual's emotional identification with a particular organization. In the workplace, it is an emotional tie or bond that connects
employees to their various organizations, and it is a determinant of dedication and loyalty (Rhoades, Elsenberger & Armeli, 2001). The researchers went on to say
that an affective committed worker is perceived to have a sense of identification and belonging, which increases their participation in the organization's goals and
increases their desire to remain with the organization. An individual becomes emationally attached to an organization when there is a link or congruence between his
or her personal goals and values and those of the organization. The personality and values of employees, on the other hand, are a precondition for affective
commitment. In the opinion of Osita-Ejikeme and Worlu (2017), once a human resource has identified the organization's goals and is willing to work toward
achieving them, he will become emotionally attached to the organization. A further finding by Kaptijn (2009) is that personal characteristics have a significant
positive influence on affective commitment. Gozukara and Yildirim (2015) found that corporate reputation had a significant impact on affective commitment, which
in turn causes employees to have a strong emotional attachment to their employer's products or services. Affective commitment has been found to be associated with
positive work-related behaviours such as organizational citizenship behaviour, attendance, and other aspects of job performance (Meyer, Stanley, Herscovitch &
Topolnytsky, 2002). An important antecedent of affective commitment is a set of dispositional variables that include values and personality traits (Allen & Meyer,
1990). While Meyer et al. (2002) suggest that there are several categories, they also propose that there are several subcategories. These categories include
demographic variables (e.g., age, education level, marital status and gender), job characteristics, structural characteristics and individual differences, as well as work
experience. Affective commitment was found to be associated with interactional justice, transformational leadership, and organizational support, according to their
research. This is in contrast to previous work conducted by Meyer and Herscovtich (2002), they assert that job satisfaction is a distinct concept from organizational
commitment and that the two are not related. Affective commitment was found to be correlated with occupational commitment and job involvement (Meyer et al.,
2002).

Worker’s Engagement

Engagement, as a concept that has evolved over time, has been defined in numerous, often inconsistent, ways in the literature, to the point where the term has
become ambiguous to many and it is rare to find two people who define it in the same way (Macey and Schneider, 2008). It has been conceptualized as a
psychological or affective state (e.g., commitment, involvement, attachment, etc.), a performance construct (e.g., role performance, effort, observable behaviour,
organizational citizenship behaviour, and so on; Macey and Schneider, 2008), or an attitude. According to Macey and Schneider (2008), some researchers even link
the concept of engagement to other specific constructs such as altruism or initiative. However, there is no consensus among researchers regarding which of these
definitions is the definitive, or at the very least, "best-fit" model of engagement. Macey and Schneider (2008) divided engagement into three categories: trait
engagement, state engagement, and behavioural engagement. They argue that trait engagement is an inclination to see the world from a particular vantage point, and
that this is reflected in the individual's "state engagement,” which leads to "behavioural engagement," which is defined in terms of exerting discretionary effort. As
pointed out by Newman and Harrison (2008), however, when engagement is broken down into the separate aspects of state, trait, and behaviour, state engagement
becomes a redundant construct that tells us nothing more than an individual's attitude toward their job, which, as they point out, has been adequately measured in the
past by other constructs. As an alternative, they contend that the defining characteristics of employee engagement are the simultaneous presence of three behaviours
in employees, namely their performance on the job, citizenship behaviour, and involvement. Although this proposition does not define the psychological state of
engagement, it does describe the outcomes that result from it.
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An employee's level of engagement can be measured by the degree to which they express a high level of satisfaction and an emotional connection to their employer's
development and success. It also contributes to the creation of an improvement, increases performance, and assists directly or indirectly in the retention of
employees and the support of turnover (Taylor, 2011). Positive attitudes and feelings among employees at work are not the only characteristics of employee
engagement; it can also be defined in terms of "organization citizenship attitude, commitment, and high involvement work practices.”" It is used as a method of
motivating employees to work more actively and creatively in order to achieve organizational objectives.

Meaningfulness of Work and Worker’s Attitude in Health Ministries in South-South, Nigeria

Kaur and Mittal (2020) investigated the relationship between the meaningfulness of work of one's work, employee engagement, and affective commitment in the
workplace. In addition, the mediating influence of affective commitment on the relationship between meaningfulness of work and employee engagement is
investigated in this study, according to the authors. The researchers used a cross-sectional survey design to collect data for the study, which was a quantitative
approach to data collection. The research included the use of standardized scales and was carried out on 319 employees who worked in the service sector in the
Indian states of Punjab and Chandigarh. The findings of the study in question confirmed that there is a positive relationship between the meaningfulness of work of
one's work, employee engagement, and affective commitment. Hsiang-Fei, Sheng-Hshiung and Ya-Yun (2014) in their study about empowering hospitality
employees in China posited that if there is a perception of employees that the work they do is meaningful and important to them, they make extra efforts to
understanding and solving problems. They further argued that psychologically empowered employees are more confident in their work resulting in the display of a
higher degree of satisfaction in their work. In addition, Patah, Abdullah, and Derani (2012) in their study in Kuala Lumpur hotels examined the influence of
psychological empowerment on job satisfaction of receptionists. Their study posited that the construct of “meaning™ of psychological empowerment does have a
significant influence on the overall job satisfaction of the receptionists. This meant that receptionists who perceived that their jobs had higher levels of connection to
their lives, developed work skills and confidence and most likely experienced a higher level of job satisfaction. Dickson and Lorenz (2009) and Powpaka (2012) find
that there exists a positive and significant relationship between the dimension of meaning and job satisfaction for workers. This was also in line with findings
generated by Spreitzer (2008) that the meaning cognition was positively related to job satisfaction. The results generated by almost all of the studies reviewed had
the same outcome; which was that the meaning cognition had a significant relationship with job satisfaction. This research revealed that when guest house
supervisors find the work they perform to be consistent with their beliefs, attitudes and behaviours they tend to be happier and contented with their jobs. Affective
outcomes, such as job satisfaction, commitment, and engagement are likely candidates for explaining the relationship between meaningfulness of work and
performance. For instance, Kahn (1990) suggested that meaningfulness of work brings about engagement with one's work role, leading to persistence in one's work,
which may in turn facilitate higher levels of performance. Allan, Batz-Barbarich, Sterling and Tay, (2019) meta-analytically examined the mediating roles of work
engagement, job satisfaction, and commitment on the relationship between meaningful work and self-report job performance. They found that meaningful work was
equally related to each of the three mediators (.74, .74, and .75, respectively), and together they explain 24% of the variance in self-report performance. Although
there are likely to be multiple mediating pathways between meaningfulness of work and supervisory-rated performance, we shift attention away from work-related
attitudes to the behaviours that employees enact at work. This is because supervisors rate employees based on the behaviours that they display at work and not
normally based on how employees feel about their work.

Based on the foregoing, the study thus hypothesized:

Hoz1: There is no significant relationship between meaningfulness of work and worker’s affective satisfaction in health ministries in South-South, Nigeria.

Hoz: There is no significant relationship between meaningfulness of work and worker’s affective commitment in health ministries in South-South, Nigeria.

Hos: There is no significant relationship between meaningfulness of work and worker’s engagement in health ministries in South-South, Nigeria.
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Methodology

The study adopted a cross-sectional survey research design. Primary data was generated through a 4-point Likert scaled questionnaire. The population of the study
was two thousand one hundred and eighty-one (2181) employees. A sample size of three hundred and thirty-eight (338) employees was drawn from the population
using the Taro Yamane sample size determination formula. The study adopted the simple random sampling technique. The reliability of the instrument was
ascertained using the Cronbach Alpha coefficient with all the items scoring above 0.70. The hypotheses were tested using Spearman Rank Order Correlation
Coefficient with the aid of Statistical Packages for Social Sciences (SPSS).

Data Analysis and Results
Bivariate Analysis
The level of significance 0.05 was adopted as a criterion for the probability of accepting the null hypothesis in (p> 0.05) or rejecting the null hypothesis in (p <0.05).

Table 1 Meaningfulness of work and Worker’s Affective Satisfaction

Meaningfulness Affective
of work Satisfaction

Spearman's rho Meaningfulness of Correlation Coefficient 1.000 .644™
work Sig. (2-tailed) . .000

N 304 304

Affective Satisfaction  Correlation Coefficient 644 1.000

Sig. (2-tailed) .000 :

N 304 304

**_Correlation is significant at the 0.01 level (2-tailed).
Source: SPSS Output, 2021

Hoa: There is no significant relationship between Meaningfulness of work and Worker’s Affective Satisfaction in Health Ministries, South-South, Nigeria.

The result of the analysis in Table 1 shows a correlation value of rho = 0.644 implying that there is a strong positive relationship between Meaningfulness of work
and Worker’s Affective Satisfaction. The result also indicates a significant level p< 0.05 (0.000< 0.05), this means that there is a significant relationship between
Meaningfulness of work and Worker’s Affective Satisfaction. The study therefore observes that there is a strong positive and significant association between
Meaningfulness of work and Worker’s Affective Satisfaction. In light of this, the study therefore rejects the null hypothesis and accept the alternate hypothesis that
there is a significant relationship between Meaningfulness of work and Worker’s Affective Satisfaction in Health Ministries, South-South, Nigeria.
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Table 2 Meaningfulness of work and Worker’s Affective Commitment

Meaningfulness Affective
of work Commitment

Spearman's rho Meaningfulness of work Correlation Coefficient 1.000 642
Sig. (2-tailed) . .000

N 304 304

Affective Commitment  Correlation Coefficient 642" 1.000

Sig. (2-tailed) .000 :

N 304 304

**_Correlation is significant at the 0.01 level (2-tailed).
Source: SPSS Output, 2021

Hoy: There is no significant relationship between Meaningfulness of work and Worker’s Affective Commitment in Health Ministries, South-South, Nigeria.

The result of the analysis in Table 2 shows a correlation value of rho = 0.642 implying that there is a positive relationship between Meaningfulness of work and
Worker’s Affective Commitment. The result also indicates a significant level p< 0.05 (0.000< 0.05), this means that there is a significant relationship between
Meaningfulness of work and Worker’s Affective Commitment. The study therefore observes that there is a strong positive and significant association between
Meaningfulness of work and Worker’s Affective Commitment. In light of this, the study therefore rejects the null hypothesis and accept the alternate hypothesis that
there is a significant relationship between Meaningfulness of work and Worker’s Affective Commitment in Health Ministries, South-South, Nigeria.

Table 3 Meaningfulness of work and Worker’s Engagement

Meaningfulness Worker's
of work Engagement

Spearman's rho Meaningfulness of work  Correlation Coefficient 1.000 7797
Sig. (2-tailed) . .000

N 304 304

Worker's Engagement ~ Correlation Coefficient T779™ 1.000

Sig. (2-tailed) .000 .

N 304 304

**_Correlation is significant at the 0.01 level (2-tailed).
Source: SPSS Output, 2021

Hos:  There is no significant relationship between Meaningfulness of work and Worker’s Engagement in Health Ministries, South-South, Nigeria.

The result of the analysis in Table 3 shows a correlation value of rho = 0.779 implying that there is a moderate positive relationship between Meaningfulness of
work and Worker’s Engagement. The result also indicates a significant level p< 0.05 (0.000< 0.05), this means that there is a significant relationship between
Meaningfulness of work and Worker’s Engagement. This entails that as one variable increases the other increase, that is, an increase in Meaningfulness of work will
lead to a corresponding increase in Worker’s Engagement. The study therefore observes that there is a strong positive and significant association between
Meaningfulness of work and Worker’s Engagement. In light of this, the study therefore rejects the null hypothesis and accepts the alternate hypothesis that there is a
significant relationship between Meaningfulness of work and Worker’s Engagement in Health Ministries, South-South, Nigeria.
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Discussion of Findings

The findings revealed that there is a strong positive significant relationship between Meaningfulness of work and Worker’s Attitude in Health Ministries, South-
South, Nigeria. Hence, Meaningfulness is an essential factor in organizations that help increase Worker’s Affective Satisfaction. Furthermore, the finding was in
consonance with Naser and Afnan (2013) that meaning has a positive impact on employee satisfaction. The result also supported the proposition that employee
psychological empowerment leads to higher satisfaction (Naser & Afnan, 2013). Kivuva, Pepela and Nzioka (2019) argue that employees who perceived their jobs
to be significant and worthwhile also felt higher levels of job satisfaction than employees who saw their jobs as having little value. Ponton (2011) finds that there is a
positive relationship between the sub variable of “meaning™ and job satisfaction. Additionally, the finding of this study corroborates with the work of Kaur and
Mittal (2020) who examined the relationship between the meaningfulness of one's work, employee engagement, and affective commitment in the workplace. In
addition, the mediating influence of affective commitment on the relationship between meaningfulness of work and employee engagement is investigated in this
study, according to the authors and whose finding confirmed that there is a positive relationship between the meaningfulness of one's work, employee engagement,
and affective commitment. This finding is supported by Kaur and Mittal (2020) who observe that there is a positive relationship between the meaningfulness of one's
work and affective commitment. Allan et al. (2019) argue that meaningfulness brings about affective commitment. Also, the result is supported by the claims of
Kaur and Mittal (2020) who confirm that there is a positive relationship between the meaningfulness of one's work and employee engagement. Similarly, Britt,
Adler and Bartone (2001) and Britt, Dickinson, Castro, and Adler (2007) observe a positive relationship between meaningfulness and employee engagement. Higher
levels of engagement have been found to be associated with meaningful work (Janik & Rothmann, 2015).

In the same vein, the findings in a study conducted by Firstenberg, Alfes and Shantz (2020) who carried out a study on meaningfulness of work and supervisory-
rated job performance and that meaningfulness was positively and significantly associated with promotive voice behaviors. It is noteworthy that meaningfulness is
directly and significantly related to supervisory-rated job performance. Moreover, our results revealed a significant indirect effect of meaningfulness on job
performance ratings through promotive voice behaviors. Also, supporting our finding was the study carried out by Britt, et al. (2001) and Britt, et al. (2007) who
examined meaningfulness in the context of military work and defined and measured it as a combination of being engaged in important work during the course of
military operations and experiencing events during the course of deployment that set the deployment in a broader context. McCarthy and Friedman (2006) focused
on meaningful work in the context of a nursing home, defining it as acts that lead to a sense of achievement and interaction with residents. These studies raise
important questions about the comparability of the experience of meaningfulness across occupational groups. Additionally, the current study finding supports the
previous finding by Hsiang-Fei, et al., (2014) who carried out a study on empowering hospitality employees in China and found that psychologically empowered
employees are more confident in their work resulting in the display of a higher degree of satisfaction in their work. In addition, Patah, et al., (2012) in their study in
Kuala Lumpur hotels examined the influence of psychological empowerment on job satisfaction of receptionists. Their study posited that the construct of “meaning™
of psychological empowerment does have a significant influence on the overall job satisfaction of the receptionists. This meant that receptionists who perceived that
their jobs had higher levels of connection to their lives, developed work skills and confidence and most likely experienced a higher level of job satisfaction. It is
gratifying to note also that the support to our findings by the study Buitendach and Hlalele (2005) conducted on psychological empowerment and job satisfaction of
engineers in a petrochemical industry in South Africa. The study found a positive correlation of large effect between the cognition of meaning and job satisfaction.
Their findings implied that the two variables were related, that is, those employees who found their work to be meaningful had a correspondingly high level of job
satisfaction. More, so, Dickson and Lorenz (2009) and Powpaka (2012) found that there exists a positive and significant relationship between the dimension of
meaning and job satisfaction for workers. This was also in line with findings generated by Spreitzer (2008) that the meaning cognition was positively related to job
satisfaction. The results generated by almost all of the studies reviewed had the same outcome; which was that the meaning cognition had a significant relationship
with job satisfaction. This research revealed that when guest house supervisors find the work they perform to be consistent with their beliefs, attitudes and
behaviours they tend to be happier and contented with their jobs.
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Conclusion and Recommendation

The study concludes that the higher the meaningfulness of work workers have in the workplace, the higher their levels of affective satisfaction, affective
commitment and worker’s engagement. When workers in the health ministries perceive that their work contribute toward their personal growth, such enhances their
emotional commitment to the work which will thus help enhance the fortune of the organization. When the work of the workers in the work place is worthwhile,
such help attract the dedication of the workers. Conversely, when the workers do not see their work as worthwhile, such could result to their displaying negative
attitude like low commitment and engagement in the workplace.

The study recommends that the management of the health ministries should ensure that:

i The job activities of the workers add personal meaning to their life as such will boost their affective satisfaction.

i The work of the workers is designed in a way that makes it worthwhile as such will enhance their affective commitment.
iii The workers are adequately motivated to ensure their engagement to work.
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