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Abstract
Purpose – The hospitality sector has undergone substantial changes in terms of its job 
requirements and the need for work engagement practices. This study investigates the 
relationships between meaningful work, work engagement, employee performance, 
and task interdependence in India’s hospitality sector.

Theoretical framework – The theoretical framework is based on Kahn’s (1990) work 
engagement framework and Bakker and Demerouti’s (2007) Job-Demand Resources 
(JD-R) model.

Design/methodology/approach – Hypotheses were tested statistically using structural 
equation modeling (SEM) with a cross-sectional sample of 301 hospitality sector 
employees in four Indian cities.

Findings – The results highlight the crucial role of meaningful work and engagement 
in achieving sustained performance outcomes. Work engagement was found to be 
a significant mediator in the model. However, task interdependence did not have a 
statistically significant moderating effect. While age showed no significant influence on 
job performance, work experience emerged as a significant predictor of performance.

Practical and social implications of the research – The study provides substantial 
evidence of the critical role that meaningful work and work engagement play in 
driving job performance in the hospitality sector. Enhancing meaningfulness and 
nurturing engagement collectively form a practical roadmap for achieving superior 
service performance in hospitality organizations.

Originality/value – Since little research has been conducted on hospitality sector 
employees, this study offers empirical support for engagement-based performance 
models within the JD-R framework. By examining hospitality sector employees, 
the study expands the empirical base of JD-R research beyond traditional corporate 
settings. It demonstrates that meaning-driven engagement mechanisms are equally 
important in service-oriented, high-demand environments.

Keywords: meaningful work, task interdependence, job performance, employee engagement, 
hospitality sector.
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1 Introduction

The hospitality sector has undergone substantial 
transformations in recent years, driven by increased 
competition and evolving customer expectations. The 
absence of work engagement in the hospitality industry 
can significantly impact the bottom line of organizations 
(Exude Human Capital, 2024). Work engagement refers 
to the relationship between an employee and their work 
(Schaufeli & Bakker, 2010). It directly affects institutional 
outcomes. Engaged employees contribute discretionary 
effort, which can make all the difference in the fiercely 
competitive hospitality sector (HSMAI Global, 2024). High 
levels of engagement correlate with better life experiences 
and job performance.

Work engagement in the hospitality industry can 
lead to increased job performance (Dalkhjav et al., 2024). 
Job performance comprises competence in tasks, contextual 
performance that leads to enhanced organizational outcomes, 
and the capacity to adapt to change (Reig-Botella et al., 
2024). Work engagement is also linked to perceived job 
performance, with information and communication 
technology orientation serving as a mediating factor that 
enhances task performance (Bhat et al., 2024). Ensuring 
a positive work environment and addressing employee 
expectations are essential for improving work engagement 
and organizational performance (Rai et al., 2023).

A particularly crucial factor influencing work 
engagement is meaningful work. Meaningful work is defined 
as the subjective perception of the significance and value 
of a job (Both-Nwabuwe et al., 2017; Martela & Pessi, 
2018). Research suggests that employees who find their 
jobs meaningful tend to show higher levels of engagement, 
which in turn enhances their job performance and retention 
rates (Khusanova  et  al., 2021; Kaur & Mittal, 2020). 
Employees who find their jobs meaningful are more 
emotionally attached to their organizations, which drives 
further engagement (Kaur & Mittal, 2020) and improves 
organizational performance (Thakral et al., 2025). Task 
interdependence, an important element in collaborative work 
environments, also significantly influences work engagement. 
It denotes the extent to which team members depend on 
one another to carry out work effectively (Lisak et al., 2022). 
However, high task interdependence can even negatively 
affect the relationship between meaningful work and 
work engagement, as employees in highly interdependent 
roles may experience role ambiguity and diminished 
autonomy (Khusanova  et  al., 2021; Lee  et  al., 2017). 

Therefore, understanding the dynamics of task interdependence 
is crucial for improving work engagement in the hospitality 
sector.

India’s hospitality sector, which includes luxury, 
mid-scale, budget, and unbranded lodging, is gaining 
momentum due to rising domestic tourism, increased 
demand in Tier II and III cities, and the government’s 
efforts to improve infrastructure and regulations. India’s 
cultural and historical relevance has always attracted foreign 
tourists. The sector’s recovery and growth are marked by 
substantial contributions to GDP, increasing occupancy 
and room rates, and expanding employment (DMR, 2025; 
Kaushal, 2024). Despite this growth and momentum, 
especially since the pandemic, the Indian hospitality 
sector continues to grapple with rising operational and 
real estate costs, high staff turnover, talent shortages, and 
complex regulatory hurdles that inhibit competitiveness and 
growth (Khan, 2025). Irregular hours, high turnover, and 
limited career development opportunities can undermine 
employees’ sense of meaningful work, reduce engagement, 
and thus hinder job performance (Ghani et al., 2022).

Although previous studies have examined the 
predictors of work engagement and job performance, 
the combined influence of psychological resources (such 
as meaningful work) and contextual factors (such as task 
interdependence) remains underexplored (Kim  et  al., 
2019). Existing research within the Job Demand-
Resources (JD-R) framework offers limited insight into 
how these factors interact to shape engagement-driven 
performance outcomes (Bakker et al., 2023). Moreover, 
empirical evidence from emerging economies and service-
intensive contexts is still scarce, despite the hospitality 
sector’s reliance on engaged employees for superior service 
delivery (Ye & Chen, 2024). The present study addresses 
this gap by investigating how meaningful work enhances 
job performance through work engagement and whether 
task interdependence moderates this relationship, thereby 
enriching the theoretical understanding of engagement 
mechanisms and extending the JD-R model to a new 
organizational and cultural setting. Based on an extensive 
review of the literature, appropriate hypotheses have been 
framed around the following research questions:

RQ1: How does work engagement mediate the 
relationship between meaningful work and job performance?

RQ2: How does task interdependence impact the 
relationship between meaningful work and work engagement?

RQ3: Do demographic variables like age and 
work experience influence job performance?
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This study provides empirical evidence from the 
Indian hospitality sector – an underrepresented context in 
engagement research. The findings offer practical insights 
for managers seeking to design work environments that 
foster meaningfulness and collaboration to enhance work 
engagement and job performance. This study makes 
three concise theoretical contributions that align with its 
research questions. First, it advances the JD-R framework 
by empirically establishing work engagement as a key 
mediating mechanism through which meaningful work 
translates into job performance, thereby clarifying how 
psychological resources drive performance outcomes. 
Second, by examining task interdependence as a moderator, 
the study extends engagement theory by demonstrating 
when meaningful work is more likely to foster engagement, 
highlighting the role of work design in activating personal 
resources. Third, by incorporating demographic variables 
such as age and work experience, the study provides 
insights into individual differences in job performance. 
Together, these contributions enrich engagement-based 
explanations of performance and extend the JD-R model 
to service-intensive settings in emerging economy contexts.

2 Theoretical framework and hypotheses 
development

2.1 Theoretical support

The conceptual foundations of work engagement 
are grounded in Kahn’s (1990) framework, which defines 
engagement as the harnessing of one’s physical, cognitive, 
and emotional energies toward job performance. It is also 
defined as a constructive attitude toward work-related tasks 
(Bailey et al., 2015). According to Schaufeli et al. (2002), 
work engagement is “a positive, fulfilling, work-related state 
of mind” (p. 74), comprising vigor (energy and resilience at 
work), dedication (significance, enthusiasm, and pride), and 
absorption (being fully concentrated). They also suggest that 
engaged individuals are highly motivated, committed, and 
absorbed in their work. Since work engagement focuses on an 
extremely positive and self-fulfilling psychological experience 
at work, this improved conceptualization is akin to Kahn’s. 
Additionally, Schaufeli et al. (2002) concur with Kahn’s 
theory that work engagement is a psychological condition 
that results in constructive organizational and individual 
behaviors. According to the JD-R theory, job demands 
are aspects requiring sustained effort (e.g., workload, time 
pressure), while job resources are functional in achieving 

goals, reducing demands, and fostering growth (Bakker & 
Demerouti, 2017). These resources (e.g., autonomy, feedback, 
social support) stimulate work engagement, which in turn 
mediates and enhances outcomes such as job performance, 
creativity, and well-being (Schaufeli et al., 2002).

The current research draws support from 
these theoretical models of work engagement and job 
performance. The role of meaningful work as a precursor 
to work engagement has long been recognized. Employees 
who perceive their job as meaningful are more likely to 
be engaged, more satisfied with their job, and perform 
well (Steger et al., 2012). Meaningful work contributes to 
positive job-related outcomes, such as work engagement 
and productivity (Kaur & Mittal, 2020). Employees 
who find their jobs meaningful are more motivated and 
more committed to organizational goals, such as success, 
achievement, and reputation (Kennedy, 2024). Shoshani 
and Eldor (2016) found that when combined with its 
impact on job performance and society, meaningful work 
significantly boosts work engagement.

Work engagement refers to a psychological 
state characterized by vigor, dedication, and absorption 
(Schaufeli  et  al., 2002). Engaged employees exhibit 
high energy and enthusiasm and are deeply involved in 
their work. Women are reportedly more engaged in the 
hospitality sector (Nair & Mathew, 2022). Gupta and 
Sharma (2016) established a strong positive relationship 
between work engagement and job effectiveness. They 
found that engaged employees were more innovative and 
committed to institutional objectives. Similarly, work 
engagement is associated with increased organizational 
performance efficiency and a better connection with 
work, colleagues, and managers (Mansor et al., 2023). It 
also results in positive outcomes such as job satisfaction, 
creativity, and employee well-being (Ye  et  al., 2024). 
Furthermore, work engagement significantly impacts 
both job satisfaction and performance, which in turn 
contributes to a positive organizational climate (Raralio, 
2023). Ranjan (2024) confirmed that engaged employees 
were more likely to remain in their roles long term, which 
reduces turnover and enhances organizational stability.

Task interdependence refers to the degree to which 
team members must cooperate to achieve shared performance 
objectives, depending on the task at hand (Brass, 1981; 
Campion et al., 1993; Gundlach et al., 2006). Pinjani 
and Palvia (2013) note that task independence fosters a 
sense of shared responsibility, promoting collaboration 
and enhancing engagement through mutual support. 
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However, task interdependence alone is not sufficient 
to foster work engagement. The presence of meaningful 
work plays a pivotal role in determining the extent to 
which interdependence influences work engagement. 
When employees believe their work is meaningful, they 
are motivated to collaborate effectively with colleagues, 
leading to higher engagement and better job performance 
(Shoshani & Eldor, 2016).

2.2 Meaningful work and Work Engagement

The meaningfulness of a job can improve 
job-related outcomes, which has prompted researchers 
to examine how it affects work engagement, loyalty, and 
affective commitment to the organization (Umair et al., 
2016; Shuck & Rose, 2013). Within the JD-R framework, 
meaningful work is conceptualized as a job resource that 
fulfills employees’ psychological needs and promotes 
motivational processes. According to the JD-R model, 
job resources enhance work engagement by fostering 
intrinsic motivation, energy, and dedication, particularly 
when employees perceive their work as purposeful and 
worthwhile (Albrecht et al., 2018). Consistent with the 
motivational pathway of the JD-R framework, meaningful 
work is expected to positively influence work engagement. 
Meaningful work can result in more engagement and 
affective commitment among service sector employees 
(Kaur & Mittal, 2020). Phan et al. (2023) found that job 
characteristics and internal relationships increase employee 
engagement by enabling them to find meaning in their 
work, thereby improving their work output.

H1:	 Meaningful work significantly influences work 
engagement (Fig.1).

2.3 Work engagement and job performance

Employee engagement is defined as the emotional 
commitment and participation of workers toward their jobs, 
organization, and its goals (Shirina et al., 2022). Engaged 
employees demonstrate higher levels of productivity, 
innovativeness, and positive job outcomes, leading to 
improved performance (Gede & Huluka, 2024). Work 
engagement, which is characterized by vigor, dedication, 
and absorption, is known to improve individual and 
organizational outcomes (Davis & Van der Heijden, 
2023). Schaufeli et al. (2006) emphasized that engaged 
employees are more likely to exhibit high levels of energy 
and commitment, which directly influences their job 
performance. The JD-R framework offers a motivational 

pathway whereby resources enhance employees’ vigor, 
dedication, and absorption, which in turn lead to positive 
performance outcomes. Engaged employees are more 
willing to invest effort, persist in the face of challenges, 
and align their behavior with organizational goals, thereby 
improving job performance (Mazzetti et al., 2023).

This aligns with the hypothesis that work 
engagement significantly contributes to improved job 
performance by fostering positive work behavior. Telu 
and Potnuru (2024) explored the influence of subjective 
well-being on work engagement. Their findings suggest 
that positive emotions and life satisfaction mediate the 
relationship between personal values and work engagement, 
ultimately enhancing job performance. Additionally, a 
study by Nabhan and Munajat (2023) examined how work 
engagement and affective organizational commitment 
impact job performance.

H2:	 Work engagement is positively related to job 
performance (Fig.1).

2.4 The mediating role of work engagement

Better job performance can be achieved by employees 
who are better engaged and devote their mental, emotional, 
and physical efforts to their jobs (Demerouti et al., 2010). 
Numerous studies have demonstrated a strong positive 
correlation between performance and engagement. 
Khusanova  et  al. (2021) also found that meaningful 
work positively affects performance, and this effect is 
mediated by the level of work engagement experienced by 
employees. A meaningful job has also been found to foster 
psychological well-being, motivation, and engagement, 
which in turn enhances job performance (Albrecht et al., 
2021). People who find meaning and value in their work 
are enthusiastic about overcoming workplace challenges 
and are more engaged in combining different viewpoints to 
generate innovative and constructive solutions to increase 
productivity (Walumbwa et al., 2019).

Meaningful work is considered a critical job 
resource, while work engagement is the psychological 
state that transforms this motivation into performance 
outcomes within the JD-R framework. The framework 
explicitly proposes that job resources indirectly influence 
job performance through work engagement, as engaged 
employees are more energetic, dedicated, and cognitively 
absorbed in their roles (Mazzetti et al., 2023).

H3:	 Work engagement mediates the relationship between 
meaningful work and job performance (Fig.1).
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2.5 The moderating role of task interdependence

Task interdependence refers to the extent to 
which employees depend on each other for information, 
assistance, and coordinated efforts to accomplish work-
related goals (Vidyarthi et al., 2014). Prior studies indicate 
that when individuals collaborate and rely on each other 
to complete tasks, their perception of meaningful work 
tends to increase, thereby fostering higher levels of work 
engagement (Khusanova et al., 2021). Empirical evidence 
suggests that task interdependence enhances teamwork, 
facilitates cooperation, and improves job performance, 
while reducing relational conflicts (Lee  et  al., 2015). 
Similarly, Widianto  et  al. (2024) observed a positive 
indirect association between individual-level task 
interdependence and team performance, underscoring 
its value as a collective resource.

However, research exploring the interaction between 
task interdependence, meaningful work, and engagement 
remains limited and somewhat inconclusive. While 
Khusanova et al. (2021) reported a negative moderating effect 
of task interdependence on the meaningfulness–engagement 
relationship, Li and Wu (2024) identified an adverse 
moderating role of interdependence between team-based 
reward allocation and innovative intentions. In contrast, 
earlier findings highlight that when task interdependence 
is low, employees tend to work independently, which 
reduces opportunities for cooperation, feedback, and 
shared purpose, ultimately diminishing engagement and 
motivation (Pinjani & Palvia, 2013; Rothbard & Patil, 2012). 

Conversely, high interdependence encourages social 
interaction and mutual support, fostering a synergistic 
environment that enhances both role clarity and the 
perception of meaningfulness at work (Lee et al., 2015 ).

According to the JD-R model, task interdependence 
can be conceptualized as a job resource that strengthens 
the motivational process linking meaningful work to work 
engagement. Through collaborative exchanges, mutual 
assistance, and shared accomplishments, task interdependence 
provides employees with social and psychological resources 
that amplify the positive influence of meaningful work 
on engagement. Accordingly, task interdependence is 
expected to enhance the positive relationship between 
meaningful work and work engagement.

H4:	 Task interdependence positively moderates the 
relationship between meaningful work and work 
engagement, such that the association is stronger 
when task interdependence is high (Figure 1).

2.6 The effect of age and work experience 
on job performance

This study also investigated the impact of age and 
work experience as control variables on job performance in 
the hospitality sector. These variables were kept constant 
throughout the research (Webb, 2017). Aging is not a 
uniform process. It is difficult to predict performance 
levels throughout one’s working lifespan because growth 
and decline are determined by individual factors and 
environment influences (Karanika-Murray et al., 2024). 

Figure 1. Conceptual framework
Source: Authors’ conceptualization based on literature review
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Employee performance in an organization is also influenced 
by factors such as work motivation and work experience 
(Epi  et  al., 2020). Work experience greatly influences 
employees’ performance because the right kind of work 
experience improves not only performance quality but 
also total performance (Rivaldo & Nabella, 2023). 
Ardianto (2020) found a positive relationship between 
job experience and job performance.

H5:	 Age and job experience influence job performance 
(Fig.1).

3 Methods

3.1 Procedure and participants

The study employed a combination of descriptive 
and exploratory research methods to investigate the 
interrelationships between meaningful work, work 
engagement, task interdependence, and job performance 
in the Indian hospitality sector. It focused on frontline 
employees working in three- to five-star hotels, restaurants, 
and travel/hospitality service providers in urban centers, 
as these roles are most affected by meaningfulness and 
engagement-related factors. The hospitality sector is 
labor-intensive and of interest to academic researchers 
because it provides rich insights into employee behavior, 
motivation, and organizational practices. The Indian 
hospitality sector presents unique human resource 

challenges, including long working hours, emotional 
labor, and limited career progression, making it an ideal 
context to examine engagement mechanisms (Singh, 
2024; HR Cloud, 2025)

Data were collected from 301 employees in 
Bengaluru, Mumbai, New Delhi, and Lucknow using 
convenience and snowball sampling techniques. These 
cities represent major hospitality hubs in India (Table 1). 
The questionnaire was distributed via Google Forms 
to approximately 500 potential respondents, yielding 
an effective response rate of 60.2% (Supplementary 
Data 2 – Questionnaire). The sample size is adequate 
for conducting structural equation modeling (SEM) 
(Hair et al., 2011).

3.2 Measures

A structured questionnaire comprising two sections 
was utilized. Section A captured demographic details, and 
Section B measured the study constructs (Table 2) with 
18 items adapted from well-established scales: Meaningful 
Work (Steger et al., 2012), Work Engagement (UWES; 
Schaufeli et al., 2002), Task Interdependence (Pinjani & 
Palvia, 2013), and Job Performance (Ramos-Villagrasa et al., 
2019). All items were rated on a five-point Likert scale 
ranging from “strongly disagree” to “strongly agree.” Control 
variables such as age and work experience were included 
to account for their influence on job performance and 
were coded accordingly before the analysis.

Table 1 
Demographic profile of respondents

Parameter Category Frequency Percentage
Age 18-25 19 6.3

25-35 79 26.2
35-45 58 19.3
45-50 70 23.3

Above 50 75 24.9
Total 301 100

Gender Male 137 45.5
Female 115 38.2

Prefer not to disclose 49 16.2
Total 301 100

Work Experience 0-5 years 92 30.6
5-10 years 73 24.3
10-15 years 70 23.3

More than 15 years 66 21.9
Total 301 100

Note: Table 1 shows the demographic profile of the respondents in terms of their age, gender, and work experience.
Source: Primary data.
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3.3 Data analysis strategy

The data analysis followed a two-step approach. 
First, the measurement model was validated for reliability 
and validity. Second, the structural model was tested 
using bootstrapped path coefficients to assess direct, 
mediating, and moderating relationships. Partial least 
squares structural equation modeling (PLS-SEM) was 
chosen for its predictive orientation, ability to handle 
complex models, and suitability for medium sample sizes 
(Hair Jr & Sarstedt, 2021). Data screening included checks 
for completeness, outliers, and normality. Reliability 
and validity were confirmed through Cronbach’s alpha, 
composite reliability, and average variance extracted (AVE), 
all of which exceeded standard thresholds (Hair et al., 
2011). Correlation and discriminant validity analyses 
(Fornell-Larcker criterion) further supported construct 
distinctiveness. The hypotheses were tested using PLS-SEM 
with SmartPLS 4, and descriptive and inferential analyses 
were conducted with SPSS and Excel. Bootstrapping (5,000 
resamples) was applied to estimate path significance and 
moderating effects. Moderation effects were analyzed 
using the two-stage approach in SmartPLS, following the 
guidelines of Hair Jr and Sarstedt (2019). Before model 
estimation, the data were also screened for normality, 
multicollinearity, and common method bias (CMB). 
The skewness and kurtosis values of all indicators were 
within ±2, indicating an approximate normal distribution 
(George & Mallery, 2018). The variance inflation factor 
(VIF) values for all indicators were below 3.3, confirming 
the absence of multicollinearity (Kock, 2015). To assess 
CMB, Harman’s single-factor test revealed that the first 
factor explained only 32.7% of the total variance, which 
is well below the 50% threshold.

Strict ethical considerations were maintained: 
participation was voluntary, confidentiality was 
ensured, and all respondents were informed about the 
purpose of the study and how the data would be used.  

Data were collected from January to March 2024 
(Supplementary Data 1 – Dataset).

We controlled for respondents’ age and work 
experience, as prior research suggests that these demographic 
characteristics may influence job attitudes and performance. 
Age was measured using five ordered categories: 1 = 18–25 
years, 2 = 26–35 years, 3 = 36–45 years, 4 = 46–55 years, 
and 5 = 56 years and older. For the analysis, age was 
represented by four dummy variables, with the 18–25 age 
group serving as the reference category. Specifically, Age_2, 
Age_3, Age_4, and Age_5 were coded 1 if the respondent 
belonged to the respective age category (26–35, 36–45, 
46–55, or 56+) and 0 otherwise. Work experience in the 
current organization was measured in four bands (1 = less 
than 1 year, 2 = 1–3 years, 3 = 3–5 years, 4 = more than 
5 years). We created three dummy variables with “less 
than 1 year” as the reference category: Exp_2 (1–3 years), 
Exp_3 (3–5 years), and Exp_4 (more than 5 years). Each 
of these dummy variables was coded 1 for respondents 
in the respective experience band and 0 otherwise. The 
dummy-coded age and work experience variables were 
included in the PLS-SEM as single-indicator exogenous 
control constructs predicting job performance.

4 Results and analysis

As shown in Table 3, the Kaiser-Meyer-Olkin 
(KMO) measure of sampling adequacy values for all 
constructs – meaningful work (0.788), work engagement 
(0.939), job performance (0.79), task interdependence 
(0.784) – are well above the acceptable threshold of 0.6, 
confirming the data are suitable for factor analysis. The 
mean item scores range from 3.89 to 4.00, indicating 
agreement among respondents, with low standard 
deviations (0.84 to 0.92), suggesting consistency in 
responses. The factor loadings are high (0.932 to 0.984), 
showing that the items strongly represent their respective 
constructs.

Table 2 
Constructs and items

S. No Construct Items Source (Scale and Reference)
1 Meaningful work 3 Meaningful Work Scale (Steger et al., 2012)
2 Work engagement 9 Utrecht Work Engagement Scale (UWES) (Schaufeli et al., 2002)
3 Task interdependence 3 Task Interdependence Scale (Pinjani & Palvia, 2013)
4 Job performance 3 Adapted from Ramos-Villagrasa et al. (2019)

Note: Table 2 highlights the various sources from which the scales used to measure the variables were identified.
Source: Literature review.
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The correlation (Table 4) shows a strong link 
between meaningful work and work engagement 
(r = 0.809), indicating that engagement levels rise when 
work is perceived as meaningful. There is a moderate 
positive correlation between meaningful work and job 
performance (r = 0.638), suggesting that employees 
who find their work meaningful tend to perform better. 
Meaningful work has a weak positive relationship with task 
interdependence (r = 0.169), indicating that meaningful 
work is slightly associated with higher levels of task 
collaboration. Work engagement also shows a strong 
positive relationship with job performance (r = 0.802), 
indicating that more engaged employees tend to perform 
better. There is a low positive correlation between work 
engagement and task interdependence (r = 0.249) and 
between task interdependence and job performance 
(r = 0.264), suggesting that while collaboration can 

influence job performance and engagement, the effect is 
relatively small. All correlations are statistically significant 
at the 0.01 level, confirming that these relationships are 
robust and not due to random chance.

Regarding Table 5, a construct has discriminant 
validity if its square root of the AVE (diagonal values) 
is greater than its correlations with other constructs 
(off-diagonal values). Despite the high correlations 
(e.g., 0.809 and 0.802), the AVE values are even higher, 
which means the constructs are statistically distinct 
(Fornell & Larcker, 1981).

This model (Fig 2) provides a robust analysis of the 
relationships between task interdependence, meaningful 
work, work engagement, and job performance, highlighting 
key drivers of job performance. The findings reveal that 
meaningful work plays a significant role in fostering work 
engagement, having a strong positive impact (0.789, p=.000). 

Table 3 
Reliability and validity statistics

Construct Item Mean Std dev Factor loading Alpha KMO AVE CR
Meaningful work MW1 3.98 0.868 0.979 0.981 0.788 0.963 0.981

MW2 3.97 0.875 0.982
ME3 3.96 0.878 0.984

Work engagement WE1 3.91 0.874 0.952 0.99 0.939 0.964 0.982
WE2 3.94 0.85 0.959
WE3 3.93 0.841 0.969
WE4 4 0.85 0.955
WE5 3.97 0.842 0.982
WE6 3.98 0.846 0.974
WE7 3.89 0.888 0.932
WE8 3.96 0.873 0.975
WE9 3.94 0.858 0.972

Job performance JP1 3.93 0.928 0.983 0.981 0.79 0.947 0.973
JP2 3.96 0.89 0.982
JP3 3.97 0.875 0.981

Task interdependence TI1 3.93 0.844 0.969 0.972 0.784 0.928 0.991
TI2 3.92 0.87 0.974
TI3 3.91 0.869 0.976

Source: Primary data.

Table 4 
Correlation

Mean S.D. MW WE TI JP
Meaningful work (MW) 3.9690 0.85751 1
Work engagement (WE) 3.9468 0.82664 0.638** 1

Task interdependence (TI) 3.9535 0.87351 0.169** 0.264** 1
Job performance (JP) 3.9192 0.84531 0.809** 0.802** 0.249** 1

N = 301. SD = standard deviation. The correlation is significant at the 0.01 level (two-tailed), **p <..01
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Employees who find their work meaningful are more 
likely to be engaged, driving overall productivity. 
On the other hand, task interdependence, while essential 
in collaborative environments, has a negligible negative 
effect on engagement (-0.003, p=.903), indicating that 
interdependencies alone do not enhance workplace 
motivation. Furthermore, work engagement significantly 
boosts job performance with a strong influence (0.803, 
p=.000), reinforcing the idea that work engagement 
delivers superior results. Each construct is supported 
by high factor loadings (>0.9), ensuring reliability 
and validity. This model highlights the importance of 
cultivating meaningful work to enhance engagement 
and performance.

Regarding the control variable age, there is no 
significant influence on job performance (-0.069, p=0.067), 
indicating that job performance is not influenced by age. 
On the other hand, the significant influence of work 
experience (0.072, p=0.044) implies that having prior 
experience influences job outcomes.

According to Table 6, the model fit is assessed 
using SRMR, d_ULS, Chi-square, and NFI. The SRMR 

values for both the saturated (0.026) and estimated 
(0.029) models are below 0.08, indicating a good fit 
(Henseler  et  al., 2014). The d_ULS values are low 
(0.142 and 0.177), which supports model adequacy, as 
lower values suggest a better fit. Although Chi-square 
values are provided, they are sensitive to sample size 
and should not be interpreted alone. The NFI values 
(0.853 and 0.851) fall below the ideal value of 0.95, 
indicating a moderate fit (Bentler & Bonett, 1980). 
Overall, the model demonstrates an acceptable to good 
fit based on multiple indices.

Table 7 shows the structural path coefficients, 
p-values, and hypothesis results. The relationship between 
meaningful work and work engagement is strong and 
significant (β = 0.789, p < 0.001), supporting prior 
findings that meaningful work fosters greater engagement. 
However, the interaction effect of task interdependence 
and meaningful work on work engagement is not 
significant (β = -0.003, p = 0.903), indicating no 
moderating effect. This suggests that meaningfulness and 
interdependence independently influence engagement 
rather than synergistically.

Table 5 
Fornell-larker criterion for discriminant validity

Meaningful work Job Performance Task Interdependence Work Engagement
Meaningful work 0.981
Job performance 0.638 0.982

Task interdependence 0.169 0.264 0.973
Work engagement 0.809 0.802 0.249 0.963

Figure 2. Structural equation model (Smart PLS)
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Work engagement significantly predicts job 
performance (β = 0.803, p < 0.001), consistent with 
recent evidence showing that engaged employees tend 
to perform better (Saks, 2022). Work experience has 
a positive, albeit weaker, effect on performance (β = 
0.072, p = 0.044), while age does not significantly 
predict job performance (β = -0.069, p = 0.067), 
possibly reflecting generational differences in 
performance outcomes.

Finally, the path from meaningful work to work 
engagement leading to job performance (Table 8) was 
found to be highly significant and positive (β = 0.633, 
t = 16.112, p < 0.001). This confirms that employees who 
perceive their work as meaningful are more engaged, which 
substantially enhances their job performance.

5 Discussion

The analysis reveals that meaningful work significantly 
enhances work engagement. Employees who perceive 
their roles as meaningful are more likely to exhibit high 
levels of vigor, dedication, and absorption in their work 
(Albrecht et al., 2021). Furthermore, work engagement 
directly influences job performance, underscoring that 
engaged employees consistently deliver high-quality 
results, exhibit enthusiasm, and remain committed to 
their roles (Gede & Huluka, 2024). The mediating role 
of work engagement is particularly noteworthy. The data 
suggest that  meaningful work indirectly impacts job 
performance through work engagement, validating the 
hypothesis that engagement acts as a bridge, translating 

Table 6 
Model fit

Parameter Saturated model Estimated model Threshold value Model Fit
SRMR 0.026 0.029 Good Fit: ≤ 0.05 Good Fit (Both values < 0.05)
d_ULS 0.142 0.177 Lower values indicate a better fit Good Fit (Values are low)

Chi-square 1760.685 1784.418
NFI 0.853 0.851 Good Fit: ≥ 0.95 Moderate Fit (Slightly low, < 0.90)

Source: Hooper et al. (2008).

Table 7 
Hypothesis testing (regression weights and P values)

Hypotheses Coefficient P values Decision
H1: Meaningful work -> Work engagement 0.789 0.000 Supported
H2: Work engagement -> Job performance 0.8 0.000 Supported

H4: Task interdependence x Meaningful work -> Work engagement -0.003 0.903 Not Supported
H5: Control variables -> Job performance

Age 2 -> JP -0.199 0.266 Not Supported
Age 3 -> JP -0.167 0.364 Not Supported
Age 4 -> JP -0.289 0.123 Not Supported
Age 5 -> JP -0.302 0.104 Not Supported
WEx1 -> JP -0.006 0.953 Not Supported
WEx2 -> JP 0.135 0.162 Not Supported
WEx3 -> JP 0.21 0.039 Supported

Note: Significant at 0.05 level.

Table 8 
Mediation analysis (indirect effect)

Original sample 
(O)

Sample mean 
(M)

Standard deviation 
(SD)

T statistics 
(|O/SD|) P values Decision

H3: Meaningful work -> Work 
engagement -> Job performance

0.633 0.632 0.039 16.112 0.000 Supported
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meaningful work into exceptional performance outcomes 
(Khusanova et al., 2021). This mediation highlights the 
importance of fostering a sense of purpose in job roles to 
achieve optimal performance. These findings align with 
the JD-R theory, which predicts that job resources such 
as meaningful work stimulate motivational processes – 
manifested through work engagement – that subsequently 
enhance job performance (Bakker & Demerouti, 2017). 
Hence, the mediating role of work engagement observed 
in this study empirically substantiates one of the key 
propositions of the JD-R framework.

However, task interdependence does not moderate 
the relationship between meaningful work and work 
engagement. The insignificant moderating effect of task 
interdependence on the relationship between meaningful 
work and work engagement invites deeper reflection. 
This finding aligns with prior evidence suggesting that 
excessive task interdependence can sometimes limit 
autonomy or lead to coordination overload, thus reducing 
its potential to strengthen engagement (Sijbom et  al., 
2025). Similarly, Khusanova  et  al. (2021) found that 
high task interdependence did not consistently amplify 
the positive effect of meaningful work on engagement, 
indicating that meaningful work may motivate people 
independently of contextual interdependence levels.

One possible explanation is the curvilinear nature 
of the relationship. In the Indian hospitality context, where 
teamwork and collective functioning are integral to work 
processes, there may be limited variability in perceived 
interdependence, reducing its statistical impact.

The influence of work experience on job 
performance (Rivaldo & Nabella, 2023) further highlights 
that organizations should pay attention to their retention 
practices. It suggests that experiential learning and accumulated 
tacit knowledge enhance task efficiency and service quality 
among hospitality employees. Experienced employees are 
better equipped to handle customer expectations, manage 
emotional labor, and respond to operational uncertainties, 
thereby contributing to consistent performance outcomes 
(Rivaldo & Nabella, 2023). In terms of human capital, 
an employee’s experience reflects an organizational asset 
that strengthens productivity and reduces performance 
variability (Becker, 1964). Moreover, experienced employees 
have often been found to display stronger role clarity and 
adaptive expertise, which are critical to job performance in 
service-driven industries (Reig-Botella et al., 2024). High 
attrition can erode institutional knowledge, underscoring 
the strategic importance of retention-focused HR practices.

6 Implications

6.1 Theoretical implications

The findings contribute to the literature on work 
engagement and job performance by confirming that 
meaningful work and task interdependence are significant 
precursors to employee engagement in the hospitality 
industry, which is often characterized by high turnover 
and emotional labor. The strong link between work 
engagement and job performance reinforces the JD-R 
theory (Bakker & Demerouti, 2017) in the hospitality 
context, validating the idea that engagement mediates the 
relationship between meaningful work and job performance. 
Additionally, the non-significant moderating effect of 
task interdependence suggests that these factors operate 
more additively interactively, prompting the refinement 
of interaction-focused models. The outcomes of the study 
also support Kahn’s psychological engagement theory 
(Kahn, 1990), Bailey’s idea that work engagement is a 
constructive attitude toward work-related tasks (Bailey et al., 
2015), and the JD-R theory, which states that resources 
motivate workers and encourage engagement, which 
results in favorable outcomes such as high performance 
levels (Schaufeli et al., 2002; Schaufeli, 2014)

The study reinforces the JD-R model by confirming 
that meaningful work functions as a key motivational job 
resource that drives work engagement and, consequently, 
job performance. This highlights the centrality of intrinsic 
motivational mechanisms over structural job features in 
predicting engagement outcomes. The strong mediation 
effect of work engagement validates its role as a key 
psychological mechanism through which job resources 
are translated into performance outcomes. This offers 
empirical support for engagement-based models of 
performance within the JD-R framework. By examining 
employees in the hospitality sector, the study expands 
the empirical base of JD-R research beyond traditional 
corporate settings, demonstrating that meaning-driven 
engagement mechanisms are equally salient in service-
oriented, high-demand environments.

The insignificant moderation of task interdependence 
suggests that work design components may not affect 
the motivational influence of meaningful work on 
work engagement. According to Work Engagement 
Theory (Kahn, 1990; Schaufeli et al., 2002), meaningful 
work is a crucial psychological state that directly 
influences engagement through intrinsic motivation. 
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This suggests that contextual factors may have less impact on 
engagement activation than psychological resources. According 
to the JD-R theory, task interdependence is considered a job 
resource that reinforces the meaningfulness–engagement link 
(Bakker & Demerouti, 2017). However, its insignificant 
influence suggests that not all task resources work in a 
symbiotic manner. Highly internalized resources, such as 
meaningful work, may independently drive engagement 
without any support from structural resources, such as 
task interdependence. Hence, this research contributes to 
a better understanding of the JD-R theory.

The value added by an employee’s accumulated 
knowledge and skills over the years in enhancing job 
outcomes is unquestionable (Becker, 1964). According 
to Bakker and Demerouti (2017), experience serves as a 
personal resource that enhances competence, adaptability, 
and sustained performance in the service sector. This adds 
to the JD-R theory by identifying work experience as a 
valuable employee resource.

6.2 Practical implications

The results offer several actionable insights for 
hospitality managers. First, designing jobs that enhance 
meaningfulness is central to improving engagement and 
performance (Han et al., 2020). Managers can achieve this 
by allowing employees to personalize guest interactions, 
communicating how individual roles contribute to guest 
satisfaction and organizational reputation, and giving them 
autonomy to make service recovery decisions, which fosters 
a sense of ownership and purpose. Second, investing in work 
engagement can directly enhance performance outcomes 
(Yao et al., 2022). Meaningful work was assessed in terms 
of perceived purpose, significance, and value of work 
(Steger et al., 2012), while work engagement was assessed in 
terms of vigor, dedication, and absorption (Schaufeli et al., 
2002). Therefore, managerial interventions such as structured 
recognition systems, reflective storytelling sessions that 
highlight service impact, and developmental job rotation are 
suggested, as prior research shows that these practices enhance 
perceived meaning and psychological investment at work 
(Albrecht et al., 2021; Saks, 2022). Strengthening employees’ 
sense of purpose and energy activates the motivational pathway 
linking meaningfulness to performance.

Finally, since age was not a significant predictor of 
performance, recruitment and retention strategies should 
prioritize experience, attitude, and engagement potential 
rather than demographic characteristics. Mentoring systems 
and continuous learning opportunities for employees at 

all career stages will sustain engagement and performance 
across the workforce.

Overall, the findings emphasize that enhancing 
meaningfulness and nurturing engagement collectively 
form a practical roadmap for achieving superior service 
performance in hospitality organizations.

7 Limitations and scope for future 
research

The study provides substantial evidence of the 
critical role that meaningful work and work engagement 
play in driving job performance in the hospitality sector. 
Organizations need to understand the importance of these 
factors when creating appropriate work environments. 
Moreover, experience always counts. Employees who 
stay with an organization for a long time become more 
valuable, reflecting greater commitment, trust, and value 
added to the organization. Organizations are expected 
to implement better retention practices. However, there 
are limitations to the study. For example, it is confined 
to the Indian hospitality industry, which may limit the 
generalizability of the results. It is based on the analysis 
of the dynamic interplay between four constructs: 
meaningful work, work engagement, job performance, 
and task interdependence. Using a cross-sectional survey 
limits the ability to infer causality. Future studies could 
employ longitudinal designs to establish temporal 
relationships among meaningfulness, engagement, and 
performance. Since all data were collected from employees 
using self-reports, common method bias may be present. 
Incorporating supervisor ratings or objective performance 
measures could strengthen future analyses. Although this 
study focused on linear moderation, future research could 
explore potential curvilinear or conditional relationships 
involving task interdependence and other contextual 
variables to capture more complex interaction dynamics.
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