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purpose and data collection method, and the meta-synthesis method and Delphi strategies were
used in it. The identified components were ranked using the best and worst methods. The
statistical population of the research in the meta-synthesis method section included articles
related to meaningful work published from 2010 to 2021. The statistical population in the
Delphi section also included 20 Bandar Abbas Oil Refining Company managers, who were
selected using a targeted sampling method. The results of the research show that the concept
of meaningful work consists of three individual levels with five components, the intra-
organizational level with eight components, and the extra-organizational level with five
components. Moreover, based on the research results, it can be said that the intra-
organizational level, with a score of 0.42, is the highest priority, followed by the individual
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Industry
Extended abstract about ways to influence them. In this regard,
researchers have investigated the role of factors
1. Introduction such as work environment conditions, leadership,
Today, the emergence of new technologies has and spirituality in the work environment (Sacks,
created more requirements regarding the 2006). Studies show that one of the basic factors
characteristics of human resources, work affecting the quality of life and productivity of
environment, and factors such as job burnout, human resources in the organization is
productivity, and quality of work life of meaningful work for employees (Chalofsky,
employees. In the meantime, the quality of 2003).

employees’ work lives and the productivity of
human resources, as important organizational
issues, have always prompted managers to think

Also, many employees consider the meaning
of their work much more valuable than benefits
such as salary, and meaningful work is regarded
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as one of the most important job outcomes that
people expect from their work (Towersprin,
2003). Based on this, on the one hand,
considering the effective criteria on work with
meaning in the literature and theoretical
foundations and the existence of special
environmental ~ conditions,  especially  the
existence of employees with important cultural,
religious, and ethnic differences, and on the other
hand, according to the need to pay attention to the
important and positive role of making jobs
meaningful on variables such as manpower
productivity, job satisfaction, and the quality of
work life of the company's employees, this
research aims to answer the following questions:

1- How is the concept of meaningful work
defined in previous studies, and what components
does it include?

2- According to the company's experts, what
components does the concept of meaningful work
include?

3- In the opinion of the company's experts,
how important are the identified components
affecting meaningful work?

2 .Research Methods

The current research was conducted qualitatively
in terms of practical purpose and data collection.
The reason for choosing the qualitative method in
this research was to obtain the opinions of experts
of Bandar Abbas Oil Refining Company
regarding the components of meaningful work
with regard to environmental requirements. For
this purpose, the meta-combination method and
the Delphi method were used. Since the meta-
composite method uses qualitative approaches
and a detailed interpretation process and
combines existing studies to create more meaning
(Abadi and Amiri, 2018), in the present study, it
is also used to create a consistent approach in
selecting the reviewed articles and data analysis
using the methods such as the availability of
managers, the establishment of managers' offices
in the company's operations department, the use
of close-to-them covers, and eating with
employees. Also, considering the importance of
the goals and characteristics of jobs in creating
meaningful work, it is suggested that to increase
the productivity of human resources and improve
the quality of work life of employees, in the

design and re-engineering of jobs, the job
description should be done in such a way it leads
to self-esteem, self-confidence, awareness, and
participation and creates a sense of identity in the
employee. Moreover, regarding future studies, it
should be said that although the results of this
research can help managers to better understand
the role and importance of the concept of
meaningful work in the process of organizational
performance, it seems that more research is
needed to reveal how it can do this. Therefore, it
is suggested to focus on planning for
implementation and operationalization of the
concept of "meaningful work".

3.Results

In the initial investigation, the identified
components of the meta-combination method
were 31 indicators; after conducting three rounds
of the Delphi method between the experts and
going back and forth between them, the results
are shown as described in Table 3. In the first
round of Delphi, the panel members selected five
indicators out of nine individual level indicators,
seven indicators out of 15 organizational level
indicators, and four indicators out of seven
social-political level indicators that were
presented in previous studies as having a high and
very high impact on meaningful work. In
addition, the respondents raised 58 other
indicators except for the components raised
through the background for meaningful work,
and by combining some of them, 23 components
remained. Among these, 12 components were
somehow the same as those observed in previous
studies, and after removing them, 11 unique
components remained. Four cases were related to
the individual level, four cases were related to the
intra-organizational level, and three cases were
related to the extra-organizational level. In the
second round of Delphi, expert members selected
six components out of nine individual level
components, eight components out of 11 internal
organizational level components, and five out of
seven external organizational level components
that were presented from the results of the first
round and experts' opinions as having a high and
very high impact on meaningful work. In
addition, the respondents raised a total of six
other items, in addition to the components
identified in the theoretical foundations, to
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meaningful work. By combining some of them,
two components remained, one of which was
removed due to the similarity and sameness in the
previous research. The only unique component
that remained was related to internal
organizational level components. In this way, in
total and among the factors that were found in
previous studies or presented by the experts, at
this stage, six individual-level indicators, eight
intra-organizational level indicators, and five
extra-organizational level indicators were
recognized as having a high and very high
influence on meaningful work. Finally, in the
third round of Delphi, the expert members
selected five out of the six individual-level
components, eight out of nine intra-
organizational level components, and five out of
five extra-organizational level components that
were presented from the results of the previous
rounds as having a high and very high impact on
meaningful work. In this way, the panel
members in total and among the items that
were found in previous studies or presented by
them, identified five individual level
components, eight intra-organizational level
components, and five extra-organizational level
components as having a high and very high
impact for meaningful work that due to the same
and similar results of the third round with the
second round, the continuation of the rounds was
stopped at this stage.

4 .Conclusion

According to the results of this research,
considering the importance of ethnic and
religious issues among employees and the impact
of this importance on meaningful work, it is
suggested that company managers pay special
attention to this issue in their decisions in the field
of human resources. Also, the need to pay
attention to different native and non-native
forces, along with equality and justice, is
emphasized. One of the factors affecting
meaningful work is the feeling of equal level
between the managers and the employees of the
company. In this regard, it is suggested that the
managers of the company make the employees
feel more comfortable and closer to the managers.
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