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Abstract

Meaningful work is a significant factor that has an effect on job performance among
nurses. The purposes of this descriptive correlational study were to identify the level of
meaningful work, task performance, and contextual performance, and to examine the
relationship between meaningful work and task performance as well as contextual
performance among nurses working in medical university hospitals in The People’s Republic
of China. Stratified random sampling was used to select 389 nurses working in four medical
university hospitals in Harbin. The research instruments included: 1) Demographic Data Form,
2) The Work and Meaning Inventory (WAMI) developed by Steger et al. (2012) and translated
into Chinese by the researcher, and 3) Shortened Job Performance Scale (SJPS) developed
by Greenslade (2008) and translated into Chinese by Lin (2012). The validity and reliability
of both WAMI and SJPS were confirmed. The data were analyzed using descriptive statistics
and Pearson’s correlation analysis.

The results revealed that: Meaningful work, task performance and contextual
performance as perceived by nurses were at a moderate level. There was a statistically
significant positive correlation between meaningful work and both task performance and
contextual performance at a moderate level.

The results of this study could be used as basic information for nurses and hospital
administrators to develop plans and strategies to enhance meaningful work in order to
improve job performance among nurses in Medical University Hospitals in The People’s

Republic of China.

Keyword: Meaningful Work, Job Performance, Nurses

Background and Significance

Healthcare organizations are continuously
developed while providing high-quality
healthcare, as the ultimate objective of the
health care system. In China, 46% of nurses work
more than 11 hours per day, and 35% of nurses
work more than 6 days a week (Lan, Zhao &
Yang, 2007). The standard ratio of nurse to
hospital beds were at 1:0.4. However, in the
Third Affiliated Hospital of Harbin Medical
University, during the day shift, one nurse takes

care of 15 patients while one nurse takes care
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of 40-50 patients during the night shift (Third
Affiliated Hospital of Harbin Medical University,
2011). This high workload has an impact on
nurses’ job performance and ability to provide
quality care to patients. Greenslade and
Jimmieson (2007) developed a new model of
job performance based on Borman and
Motowidlo’s (Borman & Motowidlo, 1993) and
defined job performance as work behaviors
which can be classified into two domains: task
performance and contextual performance. Task

performance refers to behaviors that directly



contribute to the technical core of the
organization, including activities, which are
commonly considered as part of the job.
Contextual performance is defined as behaviors
that sustain the social environment from which
the technical core functions. It comprises a
number of intentional behaviors that assist in
general hospital operations. Various initiatives
introduced a model of job performance into the
nursing profession. Task performance included
three dimensions: social support, information
provision, and technical care; contextual
performance included three dimensions:
interpersonal support, job-task support, and
organizational support (Greenslade, 2008).

Lin (2012) studied job performance among
448 nurses in six tertiary hospitals in Yunnan
Province, The People’s Republic of China. The
result showed that the scores of task and
contextual performance were at a moderate
level. The same result was found by Greenslade
and Jimmieson (2007b). Fathimath (2012)
studied job performance among 382 nurses in
the Tertiary Care Hospital, Maldives. The results
showed that the scores of task performance
were at a high level, while the scores of
contextual performance were at a moderate
level. These findings showed that the results of
task performance and contextual performance
presented inconsistently between different
settings and countries. Moreover, there is no
study regarding job performance among nurses
in university hospitals of Harbin using the SJPS
instrument.

Several factors have been found related
to job performance including job characteristics
(Pu, 2010), job stress (Wang, 2011), job satisfaction
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(Nabirye, Brown, Pryor, & Maples, 2011), fatigue
(Lin, 2012), years of experience, education level,
and emotional intelligence (Lieu, 2013).
Meaningful work is one of the most important
components predicting job performance
(Indradevi, 2012). Meaningful work was seen as
an important psychological state that affects
work performance (Hackman & Oldham, 1976).
Duchon and Plowman (2005) also suggested that
organizations can expect higher job performance
if managers foster meaningfulness of work. Tuuli
and Rowlinson (2009) proved that job
performance depends on meaningful work for
management-level staff in a company (Tuuli &
Rowlinson, 2009).

Steger, Dik, and Duffy (2012) defined
meaningful work as the nurses’ perception of
their work that is significant and positive in
meaningfulness with a growth-and purpose-
oriented focus, rather than pleasure-oriented.
Meaningful work includes three subscales: (1)
Positive meaning (PM): the sense that people
judge their work to matter and be meaningful
or as having significance and purpose. (2)
Meaning making (MM) through work: the sense
that people view their work as what helps
people deepen their understanding of
themselves and the world around them, and
facilitates their personal growth or work that
contributes to a broader sense of meaning in
life, (3) greater good (GG), and motivations: The
reflection of ideas that work is most meaningful
if it has a broader impact on others. The result
of a study regarding meaningful work among 370
employees in a large Western university in
America found that the overall score of MW was

at high level and the score of PM and MM were
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at moderate level while the score of GG was at
high level. Moreover, the GG subscale received
the highest ratings per item followed by the PM
and MM subscales. The results also showed that
GG is more obvious for measuring meaningful
work (Steger, Dik & Duffy, 2012).

Because of the nursing shortage and heavy
workload in China, nurses had no time to provide
emotional support for the patients because their
working hours and energy were spent on routine
nursing tasks (Yang, Shao, Yang, Ying, and Dong,
2009). Routine nursing tasks are the largest
burdens for nurses, often forcing them to work
overtime (Yang et al., 2009). In the Third Affiliated
Hospital of Harbin Medical University, the
majority of physicians hold a master’s degree.
Some hold PhDs. However, 50% of nurses hold
a nursing diploma, 39% hold a nursing associate
degree, and 11% hold a bachelor’s degree. Only
3 nurses currently hold a master’s degree (Third
Affiliated Hospital of Harbin Medical University,
2011). In addition, frequent in-house education
programs are not offered for nurses. Some
nurses perceived that nursing has less meaning
than other professions. When patients come to
hospital for care, they ask for assistance from
physicians, not nurses. Patients perceive that
nurses are only service personnel. Therefore,
nurses usually do not receive enough respect
from patients and hospital managers. The feeling
of inferiority or lack of pride in the work-life of
Chinese nurses at Harbin Medical University
Hospital may have an impact on their job
performance. Hunt (2009) found that nurses find
meaning through their work having an impact
on people’s lives, and being valued and

appreciated by others (Hunt, 2009), not from
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the work itself.

According to this observed situation in
China, it became necessary to conduct this study
examining meaningful work and job performance
among nurses at Harbin Medical University. The
result of this study would provide a better
understanding of meaningful work as it relates
to job performance. It can also provide basic
information and evidence for nursing
administrators to organize efficient planning and
effective strategies to recover meaningful work
in nurses. Consequently, it could be expected
that job performance of staff nurses would be

improved.

Objectives

This descriptive correlational study aimed
at examining meaningful work and job
performance, understanding the relationship
between meaningful work and task performance,
and the relationship between meaningful work
contexts among nurses in medical university

hospitals, within The People’s Republic of China.

Conceptual Framework

The conceptual framework of job
performance is based on Greenslade and
Jimmieson’s model of nurses’ job performance
(2007). Job performance refers to working
behaviors, which can be classified into two
domains: task performance and contextual
performance. The meaningful work based on
the model of meaningful work developed by
Steger et al,, (2012). Meaningful work includes
three dimensions: (1) Positive meaning (PM), (2)
Meaning making (MM), and (3) Greater good (GG)

motivations (Steger et al., 2012). Meaningful work



is the most important component that has an
impact on job performance (Inderadev, 2012).
The relationship between meaningful work and

job performance was examined in this study.

Methodology

Research Design

This descriptive correlational research was
designed to examine meaningful work and job
performance and to examine the relationship
between meaningful work and task performance
as well as contextual performance among nurses
in medical university hospitals, in The People’s
Republic of China.

Population and Sample

The target population of this study
included 3,708 nurses who have worked for at
least one year in four University Hospitals of
Harbin Medical University (HMU), China. The
sample was selected from nurses working in the
clinical department for at least 1 year. The
sample size of this study, calculated by the
formula of Yamane (1973), was 361. Considering
the possible loss of subjects, 10% of the sample
size was added, bringing the total sample size
to 397. Proportionate random sampling was
used to select subjects from the name list of
nurses working in each clinical nursing
department of these four hospitals.

Research Instrument

The instrument used for data collection
was a questionnaire composed of three parts:

1) The Demographic Data Form was
developed by the researcher and consisted of
gender, age, marital status, and educational
level, number of working years, department/

section and employment type.
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2) The Work and Meaning Inventory (WAMI)
developed by Steger et al., (2012) consisted of
10 items of meaningful work including 4 items
of positive meaning, 3 items of meaning-making
through work, and 3 items of greater good
motivations. Each item was rated using a five-
point Likert-type scale ranging from 1: strongly
disagree to 5: strongly agree. A higher score
indicated a higher perception of meaningful
work. The mean score was classified into three
levels approved by the developers: low level,
moderate level, and high level. This instrument
was translated into Chinese, using a back-
translation technique and checked for the
equivalence of the translation back into Enslish,
and compared to the original version by Steger.
The internal reliability of WAMI was tested with
30 nurses who had the same criteria for the
subjects in the First Affiliated Hospital of Harbin
Medical University. The Cronbach’s alpha
coefficient of WAMI was .83.

3) The Chinese version of the Shortened
Job Performance Scale (SJPS), translated by Lin
(2012) consisted of 11 items of task performance
and 14 items of contextual performance. The
questions regarding task performance were
answered on 7-point Likert scales ranging from
poor (1) to excellent (7). The items regarding
contextual performance were answered on
7-point Likert scales ranking from never (1) to
often (7). A higher score indicated a higher
perception of task and contextual performance.
Base on Lin (2012), the mean score of task
performance and contextual performance was
classified into low level, moderate level, and
high level. The internal consistency reliability

was tested with 30 nurses who had the same
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criteria as the subjects in the First Affiliated
Hospital of Harbin Medical University. The
Cronbach’s alpha coefficient of the task
performance and contextual performance were
0.81, 0.81, respectively.

Ethical Consideration

Ethical approval was obtained from the
Research Ethics Review Committee, Faculty of
Nursing, Chang Mai University, Thailand, and
directors of the Nursing Department in China
where the data were collected. All participants
were informed about the purpose and methods
of data collection in this study. They were
informed that participation in the study was
voluntary and they had right to refuse, stop, or
withdraw from the study at any time. A research
consent form was sent to subjects to assure the
protection of their human rights. A statement
was included in a cover letter to guarantee
anonymity of individual responses, and
confidentiality was maintained throughout the
study. Information and results were used only
for this study.

Data Collection

After receiving approval from the Research
Ethics Review Committee of Faculty of Nursing,
Chiang Mai University, the research proposal, a
letter for permission to collect data, and the
package of instruments were submitted to
nursing directors of the four hospitals. After
receiving permission, the research coordinators
assigned by the hospital’s directors distributed
and collected the questionnaires and informed
consent from the locked box provided in the
nursing department of each hospital. Three
hundred and ninety (98.24%) questionnaires

were returned. Only one was incomplete,
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therefore, 389 (97.98%) were used for data
analysis.

Data Analysis

Data were analyzed via a statistical
software package. Descriptive statistics were
used to analyze frequency, percentage, range,
mean, and standard deviations of the
demographic data, meaningful work, and job
performance. Pearson’s correlation analysis was
used to examine the relationship between
meaningful work and task performance as well
as the relationship between meaningful work
and contextual performance.

Results

Demographic Data of the Participants

The participants consisted of 389 nurses
from seven units of four medical university
hospitals. The age of the participants ranged
from 20 to 52 with average age was 28.83. The
majority of the participants (65.30%) were
between 20-30 years old, and about half of the
participants had never married (52.70%).
Approximately 60 percent of the participants
held a diploma. The majority of the participants
(74.29%) had been working for 2-10 years, and
the mean of working experience was 7.73 years
(SD = 6.18), and almost 70 percent were
employees. The majority of the participants

(15.94%) worked in the medical department.

Meaningful Work

As shown in Table 1, the participants
perceived overall meaningful work and
dimension of greater good motivations at a
moderate level (x= 35.61, SD = 6.73 and x= 9.83,
SD = 2.32 respectively). Positive meaning and

meaning-making through work were perceived
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by participants at a high level (x= 14.40, SD=3.23,
= 11.38, SD=1.96 respectively).

Table 1 Means, Standard Deviations, Range and the Level of Overall and Subscales of Meaningful
Work as Perceived by the Subjects (n = 389)

Meaningful work Range Mean SD Level
Overall meaningful work 10.00-50.00 35.61 6.73 Moderate
Positive meaning (PM) 4.00-20.00 14.40 3.23 High
Meaning making (MM) through work 3.00-15.00 11.38 1.96 High
Greater good (GG) motivations 3.00-15.00 9.83 2.32  Moderate

Job Performance

As indicated in Table 2, the participant’s
perceived overall task performance was at a
moderate level (x= 48.73, SD = 7.71). Two
dimensions of social support and information
provision were at moderate levels (x= 13.67,
SD=7.71 and X= 19.95, SD=3.24 respectively) and

the dimension of technical care was at a high

level (x= 15.12, SD = 2.75). Nurses’ perceived
overall contextual performance was at a
moderate level (x= 60.43, SD = 10.25). Three
dimensions of contextual performance including
interpersonal support, job-task support, and
organizational support, were at moderate level
X= 24.99, SD=3.83, X= 14.56, SD=3.96, and X=
20.88, SD=4.85 respectively).

Table 2 Means, Standard Deviations, Range and the Level of Task and Contextual Performance as
Perceived by the Subjects (n = 389)

Job performance Range Mean SD Level
Overall task performance 11.00-77.00 48.73 7.71 Moderate
Social support 4.00-28.00 13.67 3.98 Moderate
Information provision 4.00-28.00 19.95 3.24 Moderate

Technical care 3.00-21.00 15.12 275 High
Overall contextual performance 14.00-98.00 60.43 10.25 Moderate
Interpersonal support 5.00-35.00 24.99 3.83 Moderate
Job-task support 4.00-28.00 14.56 3.96 Moderate
Organizational support 5.00-35.00 20.88 4.85 Moderate
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Relationship between Meaningful Work and Task
Performance as well as Contextual Performance

In Table 3, there was a significant positive

relationship between meaningful work and task
performance as well as contextual performance

(r = .44 and r = .49, respectively).

Table 3 Relationship Between Meaningful Work and Task Performance and Contextual Performance

(n = 389)

Meaningful work

Task performance
Contextual performance

4g*
49%

*p < .01

Discussion

1. Meaningful work among nurses in
Medical University Hospitals, The People’s
Republic of China.

The results of this study show that nurses
in Harbin Medical University Hospitals perceived
the overall meaningfulness of their work at a
moderate level x= 35.61, SD = 6.73). This shows
that nurses perceive that work matters for their
own sake and it makes an important, generative
contribution to their quality of life. Under these
circumstances, work is likely experienced as
motivating, satisfying, meaningful, and a rich part
of their experience in life. However, some nurses
cannot perceive meaningfulness in their job
because of a heavy workload, have no further
opportunities to study, and feel a lack of
appreciation from head nurses. Therefore, the
overall score for meaningful work was at
moderate level. The following sections will focus
on discussion about each subscale of meaningful
work in detail.

Positive meaning (PM)

The results of this study show that nurses
in Harbin Medical University Hospitals perceived
PM at high level (x= 14.40, SD = 3.23). The
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possible explanation is that, in clinical work,
nurses clearly understand the purpose of their
own work and they can effectively complete
the task. In clinical work, head nurses and nursing
staffs attend a morning meeting. The head nurse
will assign tasks for each nurse. Therefore, every
nurse clearly understands their own responsibility.
Because each nurse has their own responsibility
in their job, they know how to make their job
meaningful. Since nurses in Harbin were offered
a salary high enough to take care of their
families, they feel that their job had satisfying
purposes. Thus, nurses felt meaningfulness in
their career. The mean score of this study was
higher than a previous study conducted by
Steger et al,, (2012) (x = 15.12, SD = 4.01) in
America. Chinese nurses are willing to provide
treatment, care, medication guidance, and
comfort to patients in hospital. Therefore, they
feel more meaningfulness in their job than the
nurses in the US.

Meaning making (MM) through work

The results of this study show that nurses
in Harbin Medical University Hospitals perceived
MM at a high level (x= 11.38, SD = 1.96). The

possible explanation is that nurses need to



communicate with their colleagues, doctors, and
patients. This process can ensure nurses better
understand themselves and others, thus
facilitating their personal growth, or work that
contributes to a better sense of meaning in life.
In their daily routine, nurses can accumulate
work experience through communication, finding
their own mistakes, and correcting them. Nurses
constantly grow in the process and understand
more about the world around them. The mean
score of this study was higher than a previous
study conducted by Steger et al, (2012) (x=
10.70, SD = 3.05) in America. The possible
explanation is the different nature of work. The
nature of a nursing job is different from others.
Nurses need to exert more patience and
carefulness than other occupations. The nursing
profession can be seen as a special service for
serving patients. Nurses not only need
professional knowledge but also need empathy
and communication skills.

Greater good (GG) motivations

The results of this study show that nurses
in Harbin Medical University Hospitals perceived
GG at a moderate level (x= 9.83, SD = 2.32). One
possible explanation is nurses usually do not
receive enough respect from patients and
hospital managers. When patients are admitted,
they ask for help from doctors, not nurses.
Patients perceived that nurses are only assistants
and that the doctor is responsible for treatment,
while nurses are responsible for care. Therefore,
nurses feel that their work cannot make any
difference to the world. Another possible reason
for the perceived GG at a moderate level is low
education levels among nurses. Hospital

managers and patients give more respect to

The Effect of Maternal Empowerment Program Combined with a
Gentlefouch on Behavior Response of Low Birth \Weight Newborn

those who are highly educated. However, nurses
who hold a diploma, do not get enough
professional attention from hospital leaders.
Therefore, nurses do not feel a greater purpose
in their job. Because of this heavy burden in
their daily work, most of the participants in this
study had no chance for further study. For
participants holding a diploma, they have the
lowest salary level and status in the hospital.
Their burden is generally heavy, therefore they
have a very negative attitude towards work. For
participants holding associate’s degrees,
although they are able to attain a higher salary
than non-degree holding nurses, they are still
responsible for the same job as those not
holding a diploma. Therefore, the participants
holding an associate’s degree do not feel a
greater purpose in their job. The mean score of
this study was lower than previous study
conducted by Steger et al., (2012) (x= 11.80, SD
= 2.85) in America. The possible explanation is
due to different educational backgrounds and
culture. Equality and respect are favored in
America. Every individual, regardless of profession
or degrees, receives equal respect. In China, the
more educated a person is, the more meaningful
their work is perceived by the population.

2. Job performance among nurses in
Medical University Hospitals, The People’s
Republic of China.

The overall task performance as perceived
by nurses in Harbin Medical University Hospitals
were at a moderate level (x= 48.73, SD = 7.71).
This shows that nurses provide patients with bad
social support and information. In clinical work,
nurses are more focused on technical care

because most of them feel that administering
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medications and treatments is more important
work. Providing emotional care is not good for
patients and their families at Harbin Medical
University Hospitals because most nurses do not
give priority to social support in clinical work.
However, the majority of nurses value technical
care, as this can produce very serious
consequences when mistakes occur. Therefore,
task performance was at a moderate level at
Harbin Medical University Hospitals. The result
is consistent with a previous study conducted
by Lin (2012) in Kunming, China. The following
sections will focus on discussion about each
dimension of task performance in detail.

Task performance

Task performance included three
dimensions of social support, information
support and technical care that concerned the
behaviors directly targeting the patients. Social
support was at a moderate level (x= 13.67, SD
=3.98) as well as information support (x= 19.95,
SD = 3.24). However, technical care was at a high
level (x= 15.12, SD= 2.75).

Social support, which refers to activities in
terms of providing emotional support to patients
and their families, was at a moderate level. It is
possible that nursing work in China does not
emphasize these activities (Wang, Jin & Meng,
2009). The result found by Yang et al,, (2009),
supports this. They stated that nurses have no
time to provide emotional support for patients
because their working hours and energy were
spent mainly on nursing routine. Nursing routine
is the largest burden for nurses which often
forces them work overtime. In turn, it limits
nurses in providing patients with emotion

support (Gurses, Carayon & Wall, 2009).
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Consequently, supporting information was at a
moderate level. Nonetheless, medication
administration scores were high, since clinical
care focuses on those behaviors that are the
most urgent and essential for the patients, such
as medication administration, intravenous
injections, indwelling catheter, and respiratory
needs (Lan, Zhao & Yang, 2007). According to
Lin (2012), in clinical nursing work, such as
medication treatment or patient monitoring,
nurses must provide high quality. Thus, technical
care was at a high level.

Contextual performance

The overall contextual performance as
perceived by nurses in Harbin Medical University
Hospitals were at a moderate level (X= 60.43,
SD = 10.25). Due to heavy work, nurses have no
extra time to handle the patient’s additional
needs (Zhang, 2007). Nurses pay more attention
to complete their tasks without help from each
other. In clinical work, nurses cannot meet the
needs of patients with additional requirements.
Three dimensions of contextual performance
were all at a moderate level; interpersonal
support was 24.99 (SD = 3.83), job-task support
was 14.56 (SD = 3.96), and of organizational
support was 20.88 (SD = 4.85).

Interpersonal support refers to some
interaction behaviors between members of the
team. The moderate level in this dimension
indicates that nurses could not offer better job
performance through team collaboration. This
might be because of poor mutual trust existing
between nurses and hospitals and the little
support nurses received from their supervisors
and co-workers (Xiao, 2008). In Chinese hospitals,

nurses barely ask for help when they engaging



problems. This results from a lack of mutual
trust in the working environment (Wang & Ye,
2004). Thus, interpersonal support was at a
moderate level.

Job-task support means some working
behaviors beyond job requirements in order to
provide patient care. For nurses who have been
loaded with heavy work burdens, difficulties or
responsibilities, it is difficult for them to offer
additional work beyond job requirements (Wang,
Zhao & Gao, 2007). In addition, because of a
nursing shortage and heavy workload, nurses
have no time to provide extra care to patients.
Therefore, job-task support was at a moderate
level.

The dimension of organizational support
focuses on enhancing nurses’ abilities and job
performance in order to benefit the organization.
Nurses in China showed low job satisfaction
because they were usually regarded as an under-
supported group in the hospitals with less
opportunity for them to be promoted and to
pursue further study (Qiao & Wang, 2010). Thus,
nurses frequently failed to associate their
personal interests with organizational interests
and failed to attribute good organizational
support to their job (Jimmieson & Griffin, 1998).
Therefore, organizational support was at
moderate level.

3. Relationship between meaningful work
and task performance

The results showed a significant positive
relationship between meaningful work and task
performance (r = .44, p < .01). This indicates that
the provision of ideal task performance by
nurses working in Harbin, China was mainly

influenced by how meaningful the work was
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perceived by nurses. In other words, if meaningful
work was good, task performance would also
be good.

When nurses reflect on meaningfulness in
their jobs, they realize the purpose of their work
more clearly, thus producing positive meaning
in such work. The benefits of their work towards
patients encourages them to work actively and
provides emotional support and information to
the patients and their families. However, when
nurses have a negative attitude to their job, they
will not be able to provide extra care to the
patients. They just complete their basic tasks.
Thus, they might not be aware of the patients’
real needs. In addition, if work can promote
growth and help nurses to understand
themselves and the world around them, they
will be able to provide better care for the
patients. The process of growth makes them
more patient and careful in their work. Thus,
nurses will provide better assistance to the
patients with daily activities, treatments, and
medication. In clinical work, nurses should not
only have professional knowledge and nursing
skills but also mindfulness and patience. In this
way, nurses can provide patients with a good
quality of nursing care.

Therefore, when nurses reflect on
meaningfulness in their jobs, they will feel that
their jobs became more interesting and that their
jobs are valuable. Once nurses find meaning and
purpose, the level of meaningful work will
become higher, thus task performance will rise
as well.

4. Relationship between meaningful work
and contextual performance

The result showed a significant positive
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relationship between meaningful work and
contextual performance (r = .49, p < .01). This
indicates that the provision of ideal contextual
performance by nurses working in Harbin, China
was mainly influenced by meaningful work
perceived by nurses.

When nurses perceive that their jobs have
significance, purpose, and broad impact on
others, they will have a positive working attitude,
not only for work but also for their nursing
colleagues. Therefore, when their colleagues
have problems, they will offer to help them,
which subsequently improves trust between
each other. In clinical work, maintaining a
negative working attitude could discourage
nurses from providing extra services for patients
or spending extra time responding to the needs
of patients. However, if nurses can perceive
positive meaning in their jobs, they can go
beyond job requirements and provide holistic
care for patients. In addition, if their jobs
facilitate their personal growth, which contributes
to a broader sense of meaning in life, they will
treat the nursing department like their own
home, ensuring that materials and equipment
are not wasted.

Therefore, a high level of meaningful work
will lead to a high level of contextual performance

from within the nursing field.

Conclusions

The results of the study showed that the
participants perceived their meaningful work and
task performance, as well as contextual
performance, at moderate levels. The result also
showed a moderately significant positive

relationship between meaningful work and task
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performance, as well as meaningful work and

contextual performance.

Implications

1. The results of the research in terms of
meaningful work could provide a new data for
nursing managers, by which they may explicitly
identify the underlying reason for any moderate
levels of meaningful work, which can help them
in redesigning nursing work practice.
Encouragement and offers of more professional
development opportunities for continuing
education for nursing staff can improve the level
of meaningful work in medical university
hospitals.

2. The results of job performance in terms
of task and contextual performance could allow
hospital managers to acknowledge the
performance of both core duties and additional
duties. The moderate level of job performance
perceived by nurses would provide information
to nursing managers to identify problems at work
and handle them in an effective way. Nurse
administrators may reconsider developing a
nurse staffing plan, in order to reduce workload
as well as to aid in creating a helpful and
harmonious atmosphere to enhance
interpersonal relationships among nurses. In
addition, nurse administrators should provide
sufficient support for their nurses whenever

necessary.

Recommendations

The results of this study support some
evidence, whereby nursing job performance is
influenced by the level of meaningful work

among nurses in medical university hospitals in



The People’s Republic of China. Based on the
findings of the study, the following
recommendations for further study include:

1. Future research to replicate this study
in university hospitals in other regions of China,
and to compare the results of those studies to
this research.

2. Job performance among nurses needs

The Effect of Maternal Empowerment Program Combined with a
Gentlefouch on Behavior Response of Low Birth \Weight Newborn

to be studied with other related factors, such
as demographic characteristics, and work

environment.
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