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                        ABSTRACT 

The furniture manufacturing industry plays a crucial role in the 

global economy, driven by changing consumer lifestyles, urbanization, 

and the rapid expansion of the property sector. As demand for high-

quality and eco-friendly furniture rises, ensuring high team member 

engagement becomes essential for maintaining productivity and 

innovation. This study examines the impact of supervisor support, 

Meaningful Work, and happiness at work on team member engagement 

in the furniture industry. Using the Job Demands-Resources (JD-R) 

theory, this research explores how job resources enhance engagement by 

increasing motivation and reducing job demands. Data were collected 

through team member surveys in furniture companies and analyzed using 

Structural Equation Modeling-Partial Least Squares (SEM-PLS). The 

results indicate that supervisor support, Meaningful Work, and happiness 

at work significantly influence team member engagement, with 

happiness at work emerging as the strongest predictor. This study 

contributes to the literature by integrating the JD-R theory within the 

furniture industry context. The findings suggest that organizations 

should implement strategies that foster team member happiness, create 

meaningful work experiences, and strengthen supervisor support to 

enhance engagement and overall performance. 

 

Keywords: Supervisor Support, Meaningful Work, Happiness at Work, 

Work Engagement, Partial Least Squares. 

 

 

INTRODUCTION 

 

The furniture manufacturing industry is a crucial part of the global economy, 

covering the design, production, and distribution of a wide range of products, such as 

furniture, home essentials, interior decorations, and accessories (Epede & Wang, 2022). 

This sector not only fulfills consumer needs but also reflects global trends such as lifestyle 

changes, urbanization growth, and the rapid expansion of the property industry (Koridze, 

2022). The demand for high-quality furniture continues to rise, particularly in regions 

experiencing rapid economic growth, such as Southeast Asia and Latin America, where 
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consumer preferences increasingly focus on modern and eco-friendly furniture (Koridze, 

2022). 

Furniture companies contribute significantly to local economies by creating 

employment opportunities in diverse functions, including product design, manufacturing, 

logistics, sales, and marketing (Urbański et al., 2025). For example, the furniture industry 

is a key sector in Indonesia, heavily dominated by small and medium enterprises (SMEs) 

and employing a substantial workforce. Data from Indonesia's Ministry of Industry 

indicate that this sector employed over 500,000 workers in 2020. In this context, team 

member work engagement is critical in ensuring productivity and product quality (Yusof 

et al., 2023). The furniture industry faces high challenges in workforce retention and 

productivity improvement, which are strongly influenced by the level of team member 

engagement (Stankevičiūtė et al., 2021). Moreover, with global competition intensifying, 

a deeper understanding of the factors influencing team member engagement can help 

furniture companies improve their competitiveness. 

Work engagement is a key concept in human resource management, representing 

how involved, motivated, and productive employees are in the workplace. In companies 

such as CV. Mulia Perkasa Gresik, within the furniture industry, the level of team member 

engagement directly affects productivity, product quality, and overall competitiveness. 

Supervisor support, Meaningful work, and happiness at work are commonly recognized 

as crucial factors influencing work engagement (Charles-Leija et al., 2023; Heyns et al., 

2022; Mostafa & Abed El-Motalib, 2020; Panda et al., 2022; Pattnaik & Panda, 2020). 

Supervisor support helps create a positive work environment, meaningful work gives 

employees a sense of purpose, and happiness at work contributes to emotional well-being. 

These factors have become significant in the highly competitive furniture industry, where 

employees are expected to perform at their best (Ahmed et al., 2022). 

Despite extensive research on the relationships between supervisor support, 

meaningful Work, Happiness at Work, and work engagement, significant inconsistencies 

in findings have left a notable research gap. Some studies argue that meaningful work 

significantly impacts work engagement, while others highlight the importance of 

supervisor support or workplace happiness. For example, Ahmed et al. (2022) suggest 

that meaningful work mediates the relationship between supervisor support and work 

engagement. Charles-Leija et al. (2023) identify workplace happiness as the most 

influential predictor of engagement. These inconsistencies emphasize the need for further 

exploration to understand how these factors operate in specific contexts, such as furniture 

companies in Indonesia. 

In addition, although research on team member engagement has grown in various 

industry sectors, studies that specifically highlight psychological and social factors in the 

furniture industry are still limited. Most previous studies have focused on technical and 

operational aspects (Adisa et al., 2023). However, the impact of supervisor support, 

Meaningful work, and happiness at work on team member engagement in this industry 

has not been comprehensively explored. In addition, research adopting the Job Demands-

Resources (JD-R) theory in the furniture industry is still rare, even though this theory can 

provide a deeper understanding of how job resources contribute to increasing team 

member motivation and reducing work demands. Therefore, this study fills a gap in the 

literature by exploring the psychological and social factors that play a role in increasing 

team member engagement and provides new insights that can be used to strengthen the 

competitiveness of the furniture industry amid global challenges. 
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This study seeks to address these gaps by thoroughly examining the effects of 

supervisor support, meaningful work, and happiness at work on team member work 

engagement within the furniture industry. The goal is to identify the most influential 

factor in engagement and explore how these variables interact to optimize overall team 

member engagement. Companies can develop more targeted strategies to enhance team 

member involvement and performance by understanding these dynamics more deeply. 

The contributions of this study are both theoretical and practical. Theoretically, it expands 

the existing literature on job resources and work engagement by incorporating three 

critical variables, thereby advancing the Job Demands-Resources model and emphasizing 

the role of meaningful work as a vital mediator (Wingerden & Stoep, 2017). Practically, 

it provides actionable insights for HR managers in the furniture sector, encouraging 

investments in supervisor training, creating opportunities for meaningful work, and 

promoting programs to enhance workplace happiness, all essential for boosting team 

member engagement. As a result, this study fills a gap in the literature and offers valuable 

guidelines for improving productivity and competitiveness by fostering higher levels of 

team member engagement. The findings can serve as a model for similar industries. 

Job Demands-Resources (JD-R) 

The Job Demands-Resources model illustrates how balancing job demands and job 

resources affects work engagement and overall team member well-being. Supervisor 

support, meaningful work, and happiness at work are vital resources that significantly 

enhance work engagement. Supervisor support enables employees to navigate job 

challenges by offering guidance, recognition, and emotional assistance, increasing 

motivation and engagement (Lee & Eissenstat, 2018; Zhu et al., 2024). Meaningful work 

instills a sense of purpose and value in employees, strengthening their emotional and 

cognitive connection to their tasks (Sánchez-Cardona et al., 2023). Furthermore, 

happiness at work, influenced by a positive work environment and intense interpersonal 

relationships, fosters engagement by enhancing job satisfaction and enthusiasm (Halawi, 

2024; Kulikowski, 2018). Collectively, these job resources assist employees in handling 

work demands and support their physical and psychological well-being, ultimately 

enhancing organizational productivity and competitiveness. 

Although the application of the Job Demands-Resources theory has been widely 

studied in various sectors, such as Radic et al. (2024), who studied the tourism and 

hospitality sector and financial organizations in China (Li et al., 2025), specific studies in 

the context of the furniture industry are still limited. The furniture industry has unique 

characteristics, such as reliance on manual skills and challenges integrating modern 

technology, which distinguish it from other sectors. In addition, the demographic shift of 

the workforce, particularly with the influx of Generation Z, who have different 

expectations of the work environment, adds to the complexity of managing human 

resources in this sector. Therefore, this research aims to fill the literature gap by 

examining the applicability of JD-R theory in the furniture industry and analyzing how 

the specific job demands and resources in this sector affect team member engagement and 

well-being. 

Supervisor Support 

Supervisor support refers to the degree to which supervisors provide emotional, 

practical, and instrumental assistance to help employees effectively perform their jobs. 

This support can include guidance, recognition of accomplishments, and assistance 

overcoming work-related challenges. Research indicates that supervisor support is key to 

boosting work engagement and job satisfaction (Baqir et al., 2020; Jasiński & Derbis, 
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2023). For instance, Ahmed et al. (2022) demonstrated that supervisor support positively 

influences work engagement by mediating through meaningful work. Supervisors who 

are responsive to employees' emotional needs create a supportive work environment, 

enhancing productivity and fostering team member loyalty (Jonsdottir & Kristinsson, 

2020). Additionally, supervisor support reduces workplace stress, improves 

psychological safety, and nurtures positive interpersonal relationships. As a result, 

supervisor support is a crucial component of human resource management strategies to 

enhance work engagement. 

Meaningful Work 

Meaningful work is the sense that one's work holds greater significance and purpose 

for the individual or others. Mercurio et al. (2023) suggest that meaningful work involves 

positive meanings that inspire individuals to engage positively with their tasks and the 

ability to create meaning through their work. There are three key components of 

meaningful work: positive meaningfulness, where individuals perceive their work as 

important; meaning-making through work, which highlights how work fosters personal 

development; and motivation for the greater good, where work is considered meaningful 

if it positively impacts others and the environment (You et al., 2021). Other research 

emphasizes that meaningful work reflects employees' perceptions of the purpose and 

value of their work, often linked to its positive impact on both personal life and society. 

Wingerden & Stoep (2017) argue that meaningful work boosts work engagement and 

reduces burnout, enhancing employees' overall well-being. Charles-Leija et al. (2023) 

also found a positive relationship between meaningful work, workplace happiness, and 

organizational commitment. It indicates that meaningful work is not only vital for work 

engagement but also plays a role in promoting organizational sustainability. 

Organizations can increase team member engagement and motivation by offering 

meaningful tasks, ultimately driving optimal performance. 

Happiness at Work 

Happiness at work is a positive emotional state that employees experience while 

performing their jobs, encompassing satisfaction with their roles, work relationships, and 

the overall work environment (Awada & Ismail, 2019). It goes beyond job satisfaction to 

include feelings of fulfillment, engagement, and a sense of purpose in one's Work 

(Tandler et al., 2020). Employees who experience happiness at work tend to exhibit 

higher levels of productivity, creativity, and commitment to their organization, often 

leading to improved performance and lower team member turnover (Alserhan et al., 2021; 

Charles-Leija et al., 2023; Khan & Abbas, 2022; Kustiawan et al., 2022). Factors 

contributing to happiness at work include supportive relationships with colleagues, 

recognition of contributions, opportunities for personal growth, and alignment with the 

organization's goals (Jeong et al., 2022). Cultivating happiness at work is essential for 

individual well-being and driving organizational success and competitiveness. Moreover, 

research has shown that happiness at work is strongly correlated with higher productivity 

and work engagement (Abdulrahman et al., 2022; Joo & Lee, 2017; Shelke & Shaikh, 

2023). According to Charles-Leija et al. (2023), employees who feel happy are more 

productive and have lower turnover rates. Happiness at work also fosters a sense of 

belonging and emotional satisfaction, contributing to long-term well-being. As such, 

happiness at work is considered a crucial factor in enhancing team member engagement. 

Work Engagement 

Job engagement refers to a positive and fulfilling state that employees experience 

about their Work (Ibrahim & Hussein, 2024). It comprises three primary components: 
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vigor, dedication, and absorption (Do & Pham, 2024; Eseye & Debebe, 2024). Vigor 

involves high energy levels and resilience, which motivate individuals to put in effort and 

persist despite challenges. Dedication signifies strong involvement in one's work, where 

employees experience a sense of importance, enthusiasm, and pride in their tasks. 

Absorption refers to being fully immersed and focused on work to the extent that 

employees lose track of time. This concept, rooted in positive psychology, emphasizes 

the importance of employees leveraging their physical, cognitive, emotional, and mental 

resources in their roles (Lupsa et al., 2019). According to the Job Demands-Resources  

Model, work engagement is influenced by various job resources, such as supervisor 

support and meaningful Work (Albrecht et al., 2021). A study by Ahmed et al. (2022) 

found that high work engagement correlates with better organizational performance and 

higher team member retention. Additionally, work engagement mediates meaningful 

work and job happiness, making it a crucial variable for enhancing organizational 

productivity. By fostering a supportive and meaningful work environment, companies 

can encourage higher levels of work engagement. 

 

 

RESEARCH METHODS 

 

This study employs a quantitative approach to analyze the relationships between 

variables, test hypotheses, and explore various constructs related to work engagement. 

The primary focus is to examine the impact of supervisor support, meaningful work, and 

happiness at work on team member work engagement. This approach is selected because 

it can quantify relationships and provide statistical validation, ensuring objectivity in 

measuring complex workplace dynamics. The methodology aligns with previous studies 

investigating similar relationships, as Ahmed et al. (2022) noted while incorporating 

refinements to address the furniture industry's unique characteristics. 

The study was conducted at CV. Mulia Perkasa, a furniture company in Gresik, has 

a sample of 71 employees from the production department, selected from a population of 

250 employees. The selection of this company as the research subject is based on key 

factors: (1) the continued growth of the furniture industry, driven by global trends such 

as urbanization and increased demand for high-quality, eco-friendly products, and (2) CV. 

Mulia Perkasa is actively adapting to market dynamics and enhancing team member 

engagement. 

To ensure methodological rigor, the sample was selected using stratified random 

sampling rather than typical random sampling, as it provides a more balanced 

representation of different subgroups within the production department. Data collection 

involved structured questionnaires for quantitative data, which were analyzed 

statistically, and a comprehensive literature review to establish the theoretical framework. 

To evaluate the validity and reliability of the data, this study applies Structural Equation 

Modeling (SEM) with Partial Least Squares (PLS). The choice of SEM-PLS is justified 

by its capability to handle complex models with relatively small sample sizes while also 

being suitable for exploratory and theory-building research. Convergent validity was 

confirmed through weight factors exceeding 0.7, discriminant validity was assessed using 

cross-loading, and composite reliability was measured with values above 0.7. 

Additionally, a bootstrapping procedure with 5,000 resamples was conducted to address 

potential concerns about model robustness to validate path coefficients' stability and 

significance levels. 
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Given the complexity of workplace engagement, this study extends the original 

model by incorporating a mediating variable (job satisfaction) to explore the indirect 

effects of supervisor support, meaningful work, and happiness at work on team member 

engagement. This additional layer of analysis allows for a deeper understanding of the 

mechanisms driving team member engagement in the furniture industry, responding to 

calls for a more nuanced framework as suggested by recent literature (e.g., Bakker & 

Demerouti (2024)). 

This study measures three main variables influencing team member work 

engagement: supervisor support, meaningful work, and happiness at work. According to 

previous literature, each variable is measured using proven, valid, and reliable indicators. 

Each variable is measured using a questionnaire containing items describing each 

construct's main aspects. The Supervisor Support variable is measured using three leading 

indicators based on Talebzadeh & Karatepe (2019). First is instrumental supervisor 

support, which measures direct support from superiors to complete tasks, for example, 

items such as “I feel supported by my supervisor when I work or complete work”. Second, 

the Attentive Supervisor measures the extent superiors assist when employees face 

difficulties. For example, the following items are used: “My supervisor provides effective 

assistance if I experience obstacles or difficulties while working”. Third, the motivating 

supervisor measures the extent to which superiors motivate employees. For example, the 

following items are used: “I am motivated by my supervisor so that I am more focused 

on doing my work”. Meaningful work: This variable is measured by three leading 

indicators, according to Mercurio et al. (2023). Positive meaning in work describes the 

extent to which work provides opportunities to share experiences, for example, item: “I 

have the opportunity to share experiences and ideas with coworkers” It means doing 

thorough work, which measures a sense of fairness towards work. For example, item: “I 

believe that the salary I receive is commensurate with the workload I do”. Finally, greater 

good motivation, which measures positive motivation to work, is an example item: “I feel 

motivated to learn and develop at work”. 

Happiness at work is measured by four indicators adapted from Maham et al. 

(2020): job satisfaction. An example item: “I feel satisfied with the results of my 

performance so far; I think the appreciation given by the company can increase my 

satisfaction at work”. Positive relationships with others, for example, “I think a good 

relationship with my boss or coworkers can increase work engagement in the company”. 

For example, item “I feel comfortable with the work environment where I work”. 

Finally, to measure work engagement, this variable is measured by three leading 

indicators proposed by Karatepe et al. (2020): vigor, which reflects team member 

enthusiasm. Example item: “I am highly enthusiastic about completing a job in the 

company”. Dedication, which measures commitment and involvement in work, is an 

example item: “I have a sense of commitment, sincerity, and determination in the 

company”. Finally, absorption measures team members' complete absorption in work, for 

example, item: “I have the opportunity to participate in work in the company actively”. 

 

 

RESULTS AND DISCUSSION 

 

The data for this study were collected from primary sources, specifically from 71 

production employees at a furniture company. The data were processed using SEM-PLS 

version 3 software. In conducting tests with PLS, the outer model was first evaluated to 
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determine the instruments' validity and reliability. The results of the outer model 

evaluation are presented in tables 1 and 2 : 

Table 1. Instrument Validity Test 

Variables 
Loading 

Factor 
AVE CA CR 

Supervisor 

Support 

(X1) 

0.917 0,858 0,917 0,918 

0.944    

0.918    

Meaningful 

Work 

(X2) 

0.939 0,857 0,958 0,958 

0.934    

0.882    

0.914    

0.959    

Happiness At 

Work 

(X3) 

0.908 0,770 0,898 0,909 

0.929    

0.750    

0.912    

Work 

engagement 

(Y1) 

0.849 0,855 0,914 0,929 

0.963    

0.957    
Notes: AVE = Average Variance Extracted; CA = Cronbach's alpha; CR = composite reliability 

Source: Data Processed by SmartPLS 3, 2024 

The results of the outer model validity tests demonstrate that all indicators meet the 

criteria for convergent validity, as indicated by loading factor values greater than 0.7. 

Additionally, the Average Variance Extracted (AVE) values for each variable supervisor 

support (0.858), meaningful work (0.857), happiness at work (0.770), and work 

engagement (0.855) exceed the minimum threshold of 0.7, confirming that the research 

constructs exhibit strong validity. 

Table 2. Cross Loading Values 

 X1.SPVS  X2. MFW  X3. HAW  Y. WE  

X1.1  0.917  0.783  0.788  0.801  

X1.2  0.944  0.877  0.847  0.820  

X1.3  0.918  0.806  0.754  0.768  

X2.1  0.810  0.939  0.879  0.794  

X2.2  0.854  0.934  0.864  0.793  

X2.3  0.786  0.882  0.812  0.858  

X2.4  0.809  0.914  0.802  0.824  

X2.5  0.849  0.959  0.858  0.842  

X3.1  0.782  0.802  0.908  0.731  

X3.2  0.797  0.882  0.929  0.855  

X3.3  0.593  0.601  0.750  0.705  

X3.4  0.829  0.883  0.912  0.862  

Y1.1  0.659  0.668  0.756  0.849  

Y1.2  0.848  0.871  0.884  0.963  

Y1.3  0.861  0.908  0.860  0.957  
  Source: Data Processed by SmartPLS 3, 2024 
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The discriminant validity test also shows satisfactory results, with cross-loading 

values (table 2) indicating that each indicator correlates more strongly with its 

corresponding construct than others, thereby satisfying the discriminant validity criteria 

for all constructs. In terms of reliability, both Cronbach's Alpha and Composite Reliability 

values (table 1) for all variables surpass the minimum thresholds of 0.6 and 0.7, 

respectively, confirming the internal consistency and reliability of the research 

instruments. 

The evaluation of the inner model, based on the coefficient of determination (R²), 

reveals a value of 0.852. It indicates that the independent variables of supervisor support, 

meaningful work, and happiness at work can explain 85.2% of the variance in work 

engagement. The remaining 14.8% is attributed to factors outside the model. These results 

highlight the strong predictive power of the research model. Hypothesis testing using the 

bootstrapping method confirms that all three independent variables significantly 

influence work engagement. 

This study aims to analyze the influence of supervisor support, meaningful work, 

and happiness at work on work engagement. The analysis results can be observed in figure 

1 and table 3, which provide a detailed presentation of the relationships between the 

independent variables and work engagement. 

 
Figure 1. Bootstrapping 

Source: Processed data, 2024 

Figure 1 visually represents the structural model and the direction of the influences, 

while table 3 summarizes the statistical values that support the findings, including path 

coefficients and significance levels. These results offer valuable insights into the key 

factors contributing to work engagement, further validating the study's theoretical 

framework. 

Table 3. Hypothesis Testing 

Variable relationship Coefficient P values Information 

Supervisor support to 

work engagement 

0.213 
0.047 

Significant 

Meaningful work-to-work 

engagement 

0.262 
0.025 

Significant 

Happiness at work-to-

work engagement 

0.482 
0.000 

Significant 

Source: Data Processed by SmartPLS 3, 2024 
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Figure 1 and table 3 reveal that supervisor support, meaningful work, and work 

happiness significantly influence work engagement. Supervisor support has a coefficient 

of 0.213 and a p-value of 0.047, indicating a significant, albeit moderate, impact on work 

engagement. Meaningful work shows a slightly more substantial effect, with a coefficient 

of 0.262 and a p-value of 0.025, suggesting that employees who find meaning in their 

work are more likely to be engaged. However, happiness at work is the most influential 

factor, with a coefficient of 0.482 and a p-value of 0.000, demonstrating the most 

significant relationship with work engagement. These findings underscore the critical role 

of happiness at work in driving team member engagement, making it the most dominant 

factor among the three. To foster higher levels of work engagement, organizations should 

prioritize creating a supportive work environment, ensuring that employees find meaning 

in their roles, and enhancing happiness at work through positive relationships, 

recognition, and work-life balance. This holistic approach can significantly improve team 

member engagement, productivity, and job satisfaction. 

The Influence of Supervisor Support on Work Engagement 

The results of this study powerfully demonstrate that supervisor support plays a 

crucial and significant role in enhancing work engagement, confirming the first 

hypothesis. It underscores the importance of supervisors offering their employees 

practical assistance, attention, and motivation. When supervisors actively support their 

teams, employees feel more valued, fostering greater motivation and optimal 

performance. It supports theoretical frameworks emphasizing how supervisor support 

nurtures emotional, cognitive, and physical connections to work, ultimately driving 

productivity and job performance. In the Job Demands-Resources model context, 

supervisor support is a vital job resource that bolsters work engagement and is 

characterized by vigor, dedication, and absorption. Employees who feel supported by 

their supervisors are more likely to remain motivated and committed, which translates 

into improved job satisfaction and performance. Research consistently shows that 

supervisor support helps employees manage high job demands, alleviates burnout, and 

contributes to a healthier, more productive work environment (Abualigah et al., 2024; 

Dixit & Upadhyay, 2021; Panda et al., 2022). Therefore, supervisor support mitigates 

work-related stress and is a powerful catalyst for fostering higher work engagement. 

Aligned with these findings, existing studies further emphasize the crucial role of 

supervisor support in driving team member engagement (Abualigah et al., 2024; Sheehan 

et al., 2023). Adequate supervisor support through empathetic listening, clear guidance, 

and addressing team member needs has significantly enhanced work engagement. 

Jonsdottir & Kristinsson (2020) also highlighted that a supervisor's empathetic listening 

directly affects the dedication dimension of work engagement, further emphasizing the 

role of communication skills in leadership. Additionally, Ahmed et al. (2022) found that 

meaningful work mediates the relationship between supervisor support and work 

engagement, suggesting that supervisors provide technical guidance and help employees 

find deeper meaning in their work. Thus, developing supervisors' empathetic 

communication skills can be an effective intervention to improve work engagement. 

These findings highlight the pivotal role of supervisors in fostering a productive, 

supportive, and meaningful work environment that drives organizational success. 

The Influence of Meaningful Work on Work Engagement 

This study highlights meaningful work as a significant driver of work engagement, 

emphasizing its role in providing intrinsic motivation and strengthening employees' 

emotional connection to their tasks. According to Ahmed et al. (2022), meaningful work 
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mediates between supervisor support and work engagement, creating a more profound, 

more fulfilling experience for employees. This finding underscores the importance of 

aligning work with employees' values and goals to enhance engagement. In line with other 

research, such as Kissi et al. (2024), meaningful work has increased job satisfaction and 

reduced turnover intentions. Therefore, organizations should design roles that allow 

employees to feel emotionally connected and find purpose in their work. 

From the Job Demands-Resources model perspective, meaningful work is 

categorized as a vital "resource" that fosters work engagement. By perceiving their work 

as meaningful, employees experience a stronger sense of purpose and contribution, 

significantly enhancing their engagement. Research indicates that finding meaning in 

one's work is closely tied to higher levels of engagement, as it boosts intrinsic motivation 

and psychological satisfaction (Gupta & Singh, 2021). Additionally, meaningful work is 

a buffer against burnout by reducing stress and mitigating the negative impact of job 

demands (Allan et al., 2019). Further studies emphasize that meaningful work fulfills 

critical psychological needs such as autonomy, competence, and social connection, 

fostering emotional engagement and dedication to Work (Wingerden et al., 2018). 

Moreover, the interaction between meaningful work and other job resources, including 

organizational support, significantly enhances team member vitality and focus, lowers the 

risk of burnout and increases overall work engagement (Lysova et al., 2019). These 

findings collectively highlight the powerful impact of meaningful work on team member 

engagement and well-being, making it an essential focus for organizations seeking to 

boost productivity and reduce turnover. 

The Influence of Happiness at Work on Work Engagement 

Happiness at work is crucial for driving engagement, as shown by its highest 

coefficient in this study. Poulsen et al. (2016) affirm that workplace happiness boosts 

motivation, especially in high-stress fields like healthcare, where a supportive culture 

reduces stress. Similarly, Hamzah & Nordin (2022) highlight the role of emotional well-

being, shaped by supervisor support, in fostering engagement. Thus, prioritizing team 

member happiness in the workplace is a key strategy for enhancing work engagement. 

Within the Job Demands-Resources model framework, this study demonstrates that 

happiness at work is a critical personal resource that helps employees manage job 

demands and boosts their overall engagement. Studies suggest that happiness mediates 

organizational resources, such as managerial support, and positive outcomes, like higher 

engagement and productivity (Sakuraya et al., 2020). Other research underscores positive 

interpersonal relationships and job autonomy enhance team members' happiness and 

strengthen vital work engagement elements, including vigor, dedication, and absorption 

(Decuypere & Schaufeli, 2021). Happiness at work also serves as a buffer against stress, 

enabling employees to maintain engagement even in high-pressure situations (Tisu et al., 

2020). Additionally, happiness enhances employees' perceptions of job resources, 

including recognition and feedback, further contributing to elevated work engagement 

(Gulyani & Sharma, 2018). The findings strongly support that workplace happiness is 

central to promoting higher work engagement by strengthening resource mechanisms 

within the JD-R model (Shelke & Shaikh, 2023). 

 

 

CONCLUSION 

 

The results of this study, within the context of the furniture industry, indicate that 

supervisor support, meaningful work, and workplace happiness are all significant factors 
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in enhancing team member work engagement. Supervisor support is essential in helping 

employees manage challenges through clear communication, attention to their individual 

needs, and constructive feedback. When employees find their work meaningful, it 

increases their motivation and engagement, leading to higher performance and job 

satisfaction. Moreover, a positive and supportive work environment that promotes team 

member well-being further bolsters engagement. These findings are particularly pertinent 

in the furniture industry, where tasks require manual skills, creativity, and teamwork. 

Supervisor support is crucial in helping employees cope with physical demands and 

technical complexities. At the same time, meaningful work fosters a more profound sense 

of pride and purpose in the products they create. Additionally, workplace happiness, 

driven by strong interpersonal relationships and a positive organizational atmosphere, 

significantly boosts engagement, ultimately fostering incredible innovation and 

efficiency. To enhance team member engagement and productivity, furniture companies 

should focus on strategies that increase supervisor support, create meaningful jobs, and 

cultivate a work environment that promotes happiness and well-being. 

Theoretically, the findings of this study enrich the understanding of factors 

influencing team member engagement, particularly in the furniture industry. This study 

reinforces team member engagement theories by highlighting the critical role of 

supervisor support, meaningful work, and workplace happiness as key resources that 

enhance team member motivation and performance. Furthermore, these findings support 

and extend the Job Demands-Resources model by demonstrating that team member 

engagement is influenced by job demands and psychosocial factors such as supervisor 

support and a positive work environment. Additionally, this study provides a new 

perspective on an industry that requires a combination of manual skills, creativity, and 

teamwork, offering more profound insights into how these factors contribute to team 

member engagement and well-being in the manufacturing sector. 

Practically, the findings of this study provide managerial implications for furniture 

companies to focus on strategies that enhance team member engagement. Organizations 

can improve supervisor effectiveness through leadership training that fosters clear 

communication, empathy, and constructive feedback. Additionally, meaningful job 

design can be implemented by granting employees greater autonomy, recognizing their 

contributions, and creating a work environment that fosters pride in their work. To 

promote workplace happiness, companies can cultivate an inclusive organizational 

culture, support team member well-being, and foster positive workplace relationships 

through social activities and well-being policies. By implementing these measures, 

furniture companies can enhance team member engagement and productivity, ultimately 

contributing to innovation and competitiveness within the industry. 

This study has several limitations that should be considered when interpreting the 

findings. Firstly, although the research demonstrates significant relationships between 

supervisor support, meaningful work, and happiness at work with work engagement, the 

results are limited to the context of the furniture industry. As such, the findings may not 

be fully generalizable to other industries with different work dynamics or operational 

environments. Secondly, the study adopts a quantitative approach, which, while helpful 

in measuring relationships between variables, does not allow for an in-depth exploration 

of employees' subjective experiences regarding meaningful work and happiness at work. 

Thirdly, the potential for respondent bias is a limitation, as the data were collected using 

self-report methods, which personal perceptions or social desirability biases can 

influence. Lastly, this study does not examine the role of potential mediating or 

moderating variables, such as supervisors' leadership styles or organizational culture, 
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which could influence or alter the relationships between the examined variables. Future 

research could address these limitations to provide a more comprehensive understanding 

of the factors that impact work engagement. 

For future studies, several avenues can be explored to overcome the limitations of 

this research and provide a more nuanced understanding of the factors influencing work 

engagement. Firstly, research could be extended to other industries, especially those with 

distinct work characteristics, such as the service or technology sectors, to assess the 

generalizability of these findings. It would help determine whether the relationships 

between supervisor support, meaningful work, and happiness at work hold across 

different organizational contexts. Secondly, combining quantitative and qualitative data, 

a mixed-methods approach could offer a more comprehensive view of how these 

variables interact, allowing for a deeper exploration of employees' perceptions and 

experiences of meaningful work and workplace happiness. Additionally, future studies 

could examine mediating variables such as job autonomy or intrinsic motivation 

(Aldabbas et al., 2025; Xu et al., 2022; Zhang et al., 2023) and moderating factors like 

transformational leadership styles, work stress levels, and the work environment (Hasan 

et al., 2023; Malik et al., 2024; Nawaz et al., 2024; Ul Hassan et al., 2023). It would help 

uncover complex interactions and understand how various influences shape work 

engagement. Lastly, conducting longitudinal studies could be valuable in observing the 

long-term effects of supervisor support, meaningful work, and happiness on work 

engagement, offering insights into the sustained impact of these factors and the potential 

causal relationships over time. 

 

 

REFERENCES 

 

Abdulrahman, B. S., Qader, K. S., Jamil, D. A., Sabah, K. K., Gardi, B., & Anwer, S. A. 

(2022). Work Engagement and Its Influence in Boosting Productivity. International 

Journal of Language, Literature and Culture, 2(6), 30–41. 

https://doi.org/10.22161/ijllc.2.6.3 

Abualigah, A., Darwish, T. K., Davies, J., Haq, M., & Ahmad, S. Z. (2024). Supervisor 

Support, Religiosity, Work Engagement, and Affective Commitment: Evidence 

from a Middle Eastern Emerging Market. Journal of Asia Business Studies, 18(1), 

1–20. https://doi.org/10.1108/JABS-11-2022-0394 

Adisa, T. A., Ogbonnaya, C., & Adekoya, O. D. (2023). Remote Working and Employee 

Engagement: A Qualitative Study of British Workers during The Pandemic. 

Information Technology & People, 36(5), 1835–1850. https://doi.org/10.1108/ITP-

12-2020-0850 

Ahmed, U., Yong, I. S.-C., Pahi, M. H., & Dakhan, S. A. (2022). Does Meaningful Work 

Encompass Support towards Supervisory, Worker and Engagement Relationship? 

International Journal of Productivity and Performance Management, 71(8), 3704–

3723. https://doi.org/10.1108/IJPPM-06-2020-0321 

Albrecht, S. L., Green, C. R., & Marty, A. (2021). Meaningful Work, Job Resources, and 

Employee Engagement. Sustainability, 13(4045), 1–14. 

https://doi.org/10.3390/su13074045 

Aldabbas, H., Pinnington, A., Lahrech, A., & Blaique, L. (2025). Extrinsic Rewards for 

Employee Creativity? The Role of Perceived Organisational Support, Work 



 

Riset : Jurnal Aplikasi Ekonomi, Akuntansi dan Bisnis Vol. 7 No. 1, March 2025, Hal 061 –  077 

73 

Engagement and Intrinsic Motivation. International Journal of Innovation Science, 

17(2), 237–260. https://doi.org/10.1108/IJIS-08-2022-0165 

Allan, B. A., Batz-Barbarich, C., Sterling, H. M., & Tay, L. (2019). Outcomes of 

Meaningful Work: A Meta‐Analysis. Journal of Management Studies, 56(3), 500–

528. https://doi.org/10.1111/joms.12406 

Alserhan, H., Al-Adamat, A., & Al-Adamat, O. (2021). The Mediating Effect of 

Employee Happiness on The Relationship between Quality of Work-Life and 

Employee Intention to Quit: A Study on Fast-Food Restaurants in Jordan. 

Management Science Letters, 933–938. https://doi.org/10.5267/j.msl.2020.10.004 

Awada, N. I., & Ismail, F. (2019). Happiness in The Workplace. International Journal of 

Innovative Technology and Exploring Engineering, 8(9S3), 1496–1500. 

https://doi.org/10.35940/ijitee.I3313.0789S319 

Bakker, A. B., & Demerouti, E. (2024). Job Demands–Resources Theory: Frequently 

Asked Questions. Journal of Occupational Health Psychology, 29(3), 188–200. 

https://doi.org/10.1037/ocp0000376 

Baqir, M., Hussain, S., Waseem, R., & Islam, K. M. A. (2020). Impact of Reward and 

Recognition, Supervisor Support on Employee Engagement. American International 

Journal of Business and Management Studies, 2(3), 8–21. 

https://doi.org/10.46545/aijbms.v2i3.256 

Charles-Leija, H., Castro, C. G., Toledo, M., & Ballesteros-Valdés, R. (2023). 

Meaningful Work, Happiness at Work, and Turnover Intentions. International 

Journal of Environmental Research and Public Health, 20(3565), 1–15. 

https://doi.org/10.3390/ijerph20043565 

Decuypere, A., & Schaufeli, W. (2021). Exploring The Leadership–Engagement Nexus: 

A Moderated Meta-Analysis and Review of Explaining Mechanisms. International 

Journal of Environmental Research and Public Health, 18(8592), 1–33. 

https://doi.org/10.3390/ijerph18168592 

Dixit, A., & Upadhyay, Y. (2021). Role of JD-R Model in Upticking Innovative Work 

Behaviour among Higher Education Faculty. RAUSP Management Journal, 56(2), 

156–169. https://doi.org/10.1108/RAUSP-03-2020-0060 

Do, T. T., & Pham, M. T. T. (2024). Exploring Work Engagement Among Young 

Workers: The Impact of Gender, Age, and Experience. Multidisciplinary Reviews, 

7(9), 2024194. https://doi.org/10.31893/multirev.2024194 

Epede, M. B., & Wang, D. (2022). Competitiveness and Upgrading in Global Value 

Chains: A Multiple-Country Analysis of The Wooden Furniture industry. Forest 

Policy and Economics, 140(102737). https://doi.org/10.1016/j.forpol.2022.102737 

Eseye, E., & Debebe, E. (2024). Effect of Employee Engagement on Job Performance 

Case of Tibebe Ghion Specialized Hospital. International Journal of Management 

Research and Emerging Sciences, 14(4), 64–87. 

https://doi.org/10.56536/ijmres.v14i4.673 

Gulyani, G., & Sharma, T. (2018). Total Rewards Components and Work Happiness in 

New Ventures. Evidence-Based HRM: A Global Forum for Empirical Scholarship, 

6(3), 255–271. https://doi.org/10.1108/EBHRM-12-2017-0063 

Gupta, A., & Singh, P. (2021). Job Crafting, Workplace Civility and Work Outcomes: 

The Mediating Role of Work Engagement. Global Knowledge, Memory and 



 

Brenda Stefani Novelia Tarek, Muzakki, Nuri Herachwati, Supervisor Support, Meaningful Work, and 

Happiness in Employee Engagement 

 

74 

Communication, 70(6/7), 637–654. https://doi.org/10.1108/GKMC-09-2020-0140 

Halawi, A. (2024). How Fun at Workplace impacts Employee’s Job Satisfaction. Revista 

de Gestão Social e Ambiental, 18(2), 1–20. https://doi.org/10.24857/rgsa.v18n2-098 

Hamzah, H., & Nordin, N. S. (2022). Perceived Supervisor Support and Work 

Engagement: Mediating Role of Job-Related Affective Well-Being. Pakistan 

Journal of Psychological Research, 37(2), 149–164. 

https://doi.org/10.33824/PJPR.2022.37.2.10 

Hasan, A. A., Ahmad, S. Z., & Osman, A. (2023). Transformational Leadership and Work 

Engagement as Mediators on Nurses’ Job Performance in Healthcare Clinics: Work 

Environment as A Moderator. Leadership in Health Services, 36(4), 537–561. 

https://doi.org/10.1108/LHS-10-2022-0097 

Heyns, M. M., McCallaghan, S., & de Wet, E. H. (2022). The Role of Supervisor Support 

and Basic Psychological Needs in Predicting Work Engagement, Burnout and 

Turnover Intentions in a Medical Contract Research Service Setting. Research in 

Social and Administrative Pharmacy, 18(6), 2981–2988. 

https://doi.org/10.1016/j.sapharm.2021.07.009 

Ibrahim, B. A., & Hussein, S. M. (2024). Relationship between Resilience at Work, Work 

Engagement and Job Satisfaction among Engineers: A Cross-Sectional Study. BMC 

Public Health, 24(1077), 1–27. https://doi.org/10.1186/s12889-024-18507-9 

Jasiński, A. M., & Derbis, R. (2023). Social Support at Work and Job Satisfaction among 

Midwives: The Mediating Role of Positive Affect and Work Engagement. Journal 

of Advanced Nursing, 79(1), 149–160. https://doi.org/10.1111/jan.15462 

Jeong, J.-G., Kang, S.-W., & Choi, S. B. (2022). A Multilevel Study of The Relationship 

between CSR Promotion Climate and Happiness at Work via Organizational 

Identification: Moderation Effect of Leader–Followers Value Congruence. 

International Journal of Environmental Research and Public Health, 19(6637), 1–

19. https://doi.org/10.3390/ijerph19116637 

Jonsdottir, I. J., & Kristinsson, K. (2020). Supervisors’ Active-Empathetic Listening as 

an Important Antecedent of Work Engagement. International Journal of 

Environmental Research and Public Health, 17(7976), 1–11. 

https://doi.org/10.3390/ijerph17217976 

Joo, B.-K., & Lee, I. (2017). Workplace Happiness: Work Engagement, Career 

Satisfaction, and Subjective Well-Being. Evidence-Based HRM: A Global Forum 

for Empirical Scholarship, 5(2), 206–221. https://doi.org/10.1108/EBHRM-04-

2015-0011 

Karatepe, O. M., Rezapouraghdam, H., & Hassannia, R. (2020). Job Insecurity, Work 

Engagement and Their Effects on Hotel Employees’ Non-Green and Nonattendance 

Behaviors. International Journal of Hospitality Management, 87(102472). 

https://doi.org/10.1016/j.ijhm.2020.102472 

Khan, S. M., & Abbas, J. (2022). Mindfulness and Happiness and Their Impact on 

Employee Creative Performance: Mediating Role of Creative Process Engagement. 

Thinking Skills and Creativity, 44(101027). 

https://doi.org/10.1016/j.tsc.2022.101027 

Kissi, E., Ikuabe, M. O., Aigbavboa, C. O., Smith, E. D., & Babon-Ayeng, P. (2024). 

Mediating Role of Work Engagement in The Relationship between Supervisor 



 

Riset : Jurnal Aplikasi Ekonomi, Akuntansi dan Bisnis Vol. 7 No. 1, March 2025, Hal 061 –  077 

75 

Support and Turnover Intention among Construction Workers. Engineering, 

Construction and Architectural Management, 31(13), 102–120. 

https://doi.org/10.1108/ECAM-06-2023-0556 

Koridze, N. (2022). World Furniture Industry. Journal of Social Research and Behavioral 

Sciences, 8(15), 198–207. https://doi.org/10.52096/jsrbs.8.15.14 

Kulikowski, K. (2018). A Conceptual Framework Integrating Working Memory 

Capacity, Effectiveness of Goal Attainment and Work Engagement. BazTech, 119, 

177–189. https://yadda.icm.edu.pl/baztech/element/bwmeta1.element.baztech-

2af0a362-965a-486f-80eb-44e2f9a8bfa3 

Kustiawan, U., Marpaung, P., Lestari, U. D., & Andiyana, E. (2022). The Effect of 

Affective Organizational Commitment, Job Satisfaction, and Employee Engagement 

on Job Happiness and Job Performance on Manufacturing Company in Indonesia. 

WSEAS TRANSACTIONS ON BUSINESS AND ECONOMICS, 19, 573–591. 

https://doi.org/10.37394/23207.2022.19.52 

Lee, Y., & Eissenstat, S. J. (2018). An Application of Work Engagement in The Job 

Demands–Resources Model to Career Development: Assessing Gender Differences. 

Human Resource Development Quarterly, 29(2), 143–161. 

https://doi.org/10.1002/hrdq.21310 

Li, Y., Chen, C., & Yuan, Y. (2025). Evolving The Job Demands-Resources Framework 

to JD-R 3.0: The Impact of After-Hours Connectivity and Organizational Support 

on Employee psychological Distress. Acta Psychologica, 253(104710), 1–11. 

https://doi.org/10.1016/j.actpsy.2025.104710 

Lupsa, D., Baciu, L., & Virga, D. (2019). Psychological Capital, Organizational Justice 

and Health. Personnel Review, 49(1), 87–103. https://doi.org/10.1108/PR-08-2018-

0292 

Lysova, E. I., Allan, B. A., Dik, B. J., Duffy, R. D., & Steger, M. F. (2019). Fostering 

Meaningful Work in Organizations: A Multi-Level Review and Integration. Journal 

of Vocational Behavior, 110, 374–389. https://doi.org/10.1016/j.jvb.2018.07.004 

Maham, R., Bhatti, O. K., & Öztürk, A. O. (2020). Impact of Islamic Spirituality and 

Islamic Social Responsibility on Employee Happiness with Perceived 

Organizational Justice as A Mediator. Cogent Business & Management, 7(1788875), 

1–20. https://doi.org/10.1080/23311975.2020.1788875 

Malik, P., Malik, P., Meher, J. R., & Yadav, S. (2024). Assessing The Relationship 

between AMO framework and Talent Retention: Role of Employee Engagement and 

Transformational Leadership. Journal of Organizational Effectiveness: People and 

Performance. https://doi.org/10.1108/JOEPP-12-2023-0557 

Mercurio, Z. A., Myles, T., Adams, W., & Clifton, J. D. W. (2023). Mapping and 

Measuring Leadership Practices Intended to Foster Meaningful Work. Research 

Square, 1–33. https://doi.org/10.21203/rs.3.rs-2464663/v1 

Mostafa, A. M. S., & Abed El-Motalib, E. A. (2020). Ethical Leadership, Work 

Meaningfulness, and Work Engagement in The Public Sector. Review of Public 

Personnel Administration, 40(1), 112–131. 

https://doi.org/10.1177/0734371X18790628 

Nawaz, N., Gajenderan, V., Manoharan, M., & Parayitam, S. (2024). Disentangling The 

Relationship between Transformational Leadership and Work Engagement: 



 

Brenda Stefani Novelia Tarek, Muzakki, Nuri Herachwati, Supervisor Support, Meaningful Work, and 

Happiness in Employee Engagement 

 

76 

Employee Empowerment as A Mediator and Work Experience and Gender as 

Moderators. Cogent Business & Management, 11(2291851), 1–27. 

https://doi.org/10.1080/23311975.2023.2291851 

Panda, A., Sinha, S., & Jain, N. K. (2022). Job Meaningfulness, Employee Engagement, 

Supervisory Support and Job Performance: a Moderated-Mediation Analysis. 

International Journal of Productivity and Performance Management, 71(6), 2316–

2336. https://doi.org/10.1108/IJPPM-08-2020-0434 

Pattnaik, S. C., & Panda, N. (2020). Supervisor Support, Work Engagement and Turnover 

Intentions: Evidence from Indian Call Centres. Journal of Asia Business Studies, 

14(5), 621–635. https://doi.org/10.1108/JABS-08-2019-0261 

Poulsen, M. G., Khan, A., Poulsen, E. E., Khan, S. R., & Poulsen, A. A. (2016). Work 

Engagement in Cancer Care: The Power of Co-Worker and Supervisor Support. 

European Journal of Oncology Nursing, 21, 134–138. 

https://doi.org/10.1016/j.ejon.2015.09.003 

Radic, A., Singh, S., Singh, N., Ariza-Montes, A., Calder, G., & Han, H. (2024). The 

Good Shepherd: Linking Artificial Intelligence (AI)-Driven Servant Leadership 

(SEL) and Job Demands-Resources (JD-R) Theory in Tourism and Hospitality. 

Journal of Hospitality and Tourism Insights. https://doi.org/10.1108/JHTI-06-2024-

0628 

Sakuraya, A., Shimazu, A., Imamura, K., & Kawakami, N. (2020). Effects of a Job 

Crafting Intervention Program on Work Engagement among Japanese Employees: 

A Randomized Controlled Trial. Frontiers in Psychology, 11(235), 1–13. 

https://doi.org/10.3389/fpsyg.2020.00235 

Sánchez-Cardona, I., Vera, M., & Marrero-Centeno, J. (2023). Job Resources and 

Employees’ Intention to Stay: The Mediating Role of Meaningful Work and Work 

Engagement. Journal of Management & Organization, 29(5), 930–946. 

https://doi.org/10.1017/jmo.2021.10 

Sheehan, C., Tham, T. L., Holland, P., Cooper, B. K., & Newman, A. (2023). The 

Relationship between HIWPs and Nurse Work Engagement: The Role of Job 

Crafting and Supervisor Support. The International Journal of Human Resource 

Management, 34(1), 1–27. https://doi.org/10.1080/09585192.2021.1956564 

Shelke, A. U., & Shaikh, N. (2023). Mediating Role of Workplace Happiness in 

Enhancing Work Engagement. Rajagiri Management Journal, 17(3), 238–253. 

https://doi.org/10.1108/RAMJ-07-2022-0110 

Stankevičiūtė, Ž., Staniškienė, E., & Ramanauskaitė, J. (2021). The Impact of Job 

Insecurity on Employee Happiness at Work: A Case of Robotised Production Line 

Operators in Furniture Industry in Lithuania. Sustainability, 13(1563), 1–20. 

https://doi.org/10.3390/su13031563 

Talebzadeh, N., & Karatepe, O. M. (2019). Work Social Support, Work Engagement and 

Their Impacts on Multiple Performance Outcomes. International Journal of 

Productivity and Performance Management, 69(6), 1227–1245. 

https://doi.org/10.1108/IJPPM-05-2018-0195 

Tandler, N., Krauss, A., & Proyer, R. T. (2020). Authentic Happiness at Work: Self- and 

Peer-Rated Orientations to Happiness, Work Satisfaction, and Stress Coping. 

Frontiers in Psychology, 11, 1–16. https://doi.org/10.3389/fpsyg.2020.01931 



 

Riset : Jurnal Aplikasi Ekonomi, Akuntansi dan Bisnis Vol. 7 No. 1, March 2025, Hal 061 –  077 

77 

Tisu, L., Lupșa, D., Vîrgă, D., & Rusu, A. (2020). Personality Characteristics, Job 

Performance and Mental Health: The Mediating Role of Work Engagement. 

Personality and Individual Differences, 153(109644). 

https://doi.org/10.1016/j.paid.2019.109644 

Ul Hassan, F. S., Karim, W., Shah, H. A., & Khan, N. U. (2023). Role Stress and 

Organizational Commitment in The Service Industry: A Moderated Mediation 

Model of Job Burnout and Transformational Leadership. Journal of Management 

Development, 42(3), 165–182. https://doi.org/10.1108/JMD-10-2021-0292 

Urbański, M., Haque, A. U., Lang, J. W., & Kozlovski, E. (2025). The Impact of Total 

Quality Management and Business Networks on Company Export Performance in 

Emerging vs Developed Economies: Evidence from Furniture Enterprises in 

Pakistan and The UK. European J. of International Management, 25(2), 257–284. 

https://doi.org/10.1504/EJIM.2025.143863 

Wingerden, J. Van, & Stoep, J. Van der. (2017). The Role of Meaningful Work in 

Employees’ Work-Related and General Well-being. International Journal of Human 

Resource Studies, 7(4), 23–37. https://doi.org/10.5296/ijhrs.v7i4.11611 

Wingerden, J. Van, Stoep, J. Van der, & Poell, R. (2018). Meaningful Work and Work 

Engagement: The Mediating Role of Perceived Opportunities to Craft and Job 

Crafting Behavior. International Journal of Human Resource Studies, 8(2), 1–15. 

https://doi.org/10.5296/ijhrs.v8i2.12635 

Xu, Y., Liu, D., & Tang, D. (2022). Decent Work and Innovative Work Behaviour: 

Mediating Roles of Work Engagement, Intrinsic Motivation and Job Self‐Efficacy. 

Creativity and Innovation Management, 31(1), 49–63. 

https://doi.org/10.1111/caim.12480 

You, J., Kim, S., Kim, K., Cho, A., & Chang, W. (2021). Conceptualizing Meaningful 

Work and Its Implications for HRD. European Journal of Training and 

Development, 45(1), 36–52. https://doi.org/10.1108/EJTD-01-2020-0005 

Yusof, W. Z. M., Yahaya, M. A. Bin, & Tamyez, P. F. M. (2023). Performance of 

Furniture Companies: from The Lens of Entrepreneurial Psychological Capital, 

Entrepreneurial Intellectual Capital, and Creative Innovation Behavior. 

International Journal of Industrial Management, 17(1), 7–13. 

https://doi.org/10.15282/ijim.17.1.2023.9176 

Zhang, J., Huang, R., Chen, Q., & Zhao, G. (2023). The Relationships between 

Supervisor-Subordinate Guanxi, Perceived Supervisor Autonomy Support, 

Autonomous Motivation, and Employee Job Satisfaction: Evidence from 

International Hotel Chains in China. International Journal of Hospitality 

Management, 108(103354). https://doi.org/10.1016/j.ijhm.2022.103354 

Zhu, Y., Obeng, A. F., & Azinga, S. A. (2024). Supportive Supervisor Behavior and 

Helping Behaviors in The Hotel Sector: Assessing The Mediating Effect of 

Employee Engagement and Moderating Influence of Perceived Organizational 

Obstruction. Current Psychology, 43(1), 757–773. https://doi.org/10.1007/s12144-

023-04326-5 

 


