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Abstract: This study aims to develop a theoretical model that explores the relationship
between sense of belonging and work effectiveness among employees. Sense of belonging,
defined as an individual’s feeling of being a valued and integral part of an organization, has
been increasingly recognized as a crucial factor in enhancing employee motivation and
performance. However, the mechanisms through which sense of belonging influences work
effectiveness remain underexplored. Through a comprehensive literature review and empirical
analysis, this paper proposes a model that illustrates how sense of belonging impacts work
effectiveness directly and indirectly through mediating variables such as job satisfaction,
organizational commitment, and employee engagement. Data were collected from a diverse
sample of employees across various industries, and the results indicate a significant positive
correlation between sense of belonging and work effectiveness. The findings suggest that
fostering a strong sense of belonging within organizations can lead to improved work
outcomes, providing valuable insights for human resource management practices.

Keyword: Sense of Belonging, Work Effectiveness, Employee Engagement, Organizational
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INTRODUCTION

In the rapidly evolving landscape of modern organizations, the well-being and
performance of employees have become critical determinants of overall organizational
success. Among the various factors that contribute to employee performance, the sense of
belonging has gained significant attention in recent years. Sense of belonging, defined as the
feeling of being accepted, valued, and included within a group or organization, plays a crucial
role in influencing employees' attitudes and behaviors at work.

Research has shown that when employees feel a strong sense of belonging, they are
more likely to be engaged, motivated, and committed to their work, leading to higher levels of
productivity and effectiveness. However, despite its recognized importance, the concept of
sense of belonging and its impact on work effectiveness has not been thoroughly explored,
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particularly in terms of developing a comprehensive model that explains the underlying
mechanisms of this relationship.

This study aims to fill this gap by developing a theoretical model that links sense of
belonging with work effectiveness. The model will examine not only the direct impact of sense
of belonging on work effectiveness but also the potential mediating roles of other critical
factors such as job satisfaction, organizational commitment, and employee engagement. By
doing so, this research seeks to provide a deeper understanding of how organizations can
enhance employee effectiveness through fostering a strong sense of belonging.

The significance of this research lies in its potential to inform human resource
management practices, offering strategies that organizations can implement to create a more
inclusive and supportive work environment. Such strategies are increasingly important in
today’s diverse and dynamic workplaces, where employee retention and performance are key
to maintaining a competitive edge.

In summary, this study addresses the following research questions: How does sense of
belonging influence work effectiveness? What are the mediating factors that further explain
this relationship? And how can organizations leverage these insights to improve employee
performance and organizational outcomes? The findings of this study are expected to
contribute to both academic knowledge and practical applications in the field of organizational
behavior and human resource management.

The literature review section of this study explores the existing research on the concepts
of sense of belonging and work effectiveness, and how they are interconnected within
organizational settings. The review is divided into three main areas: (1) the theoretical
foundations of sense of belonging, (2) the concept of work effectiveness, and (3) the
relationship between sense of belonging and work effectiveness, including potential mediators
and moderators.

Theoretical Foundations of Sense of Belonging

The concept of sense of belonging originates from psychological and social theories

that emphasize the importance of human connections and the need for individuals to feel
accepted and valued within a group. Baumeister and Leary's (1995) *Belongingness
Hypothesis* posits that humans have an innate desire to form and maintain strong, stable
relationships, which contributes significantly to their overall well-being and functioning.
In an organizational context, sense of belonging refers to employees' perceptions of being an
integral part of their workplace, where their contributions are recognized and appreciated.
Hagerty et al. (1992) describe sense of belonging as an experience of personal involvement in
a system or environment that makes people feel like an indispensable part of it. This feeling is
often fostered through inclusive practices, supportive leadership, and a positive organizational
culture.

Research has consistently shown that a strong sense of belonging is associated with
numerous positive outcomes, such as increased job satisfaction, higher levels of organizational
commitment, and reduced turnover intentions (Allen & Meyer, 1990; Cho & Mor Barak,
2008). Moreover, sense of belonging has been linked to enhanced employee engagement,
which in turn leads to greater productivity and performance.

The Concept of Work Effectiveness

Work effectiveness, often referred to as job performance, is a multifaceted construct
that encompasses an employee's ability to achieve organizational goals efficiently and
effectively. Campbell (1990) defines work effectiveness as the degree to which employees
accomplish tasks, meet objectives, and contribute to organizational success.
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Several factors contribute to work effectiveness, including individual attributes such as
skills, knowledge, and experience, as well as contextual factors like organizational support,
leadership, and work environment. According to Katz and Kahn's (1978) *Role Theory*, work
effectiveness is influenced by the clarity of roles and expectations, the availability of resources,
and the level of autonomy and empowerment provided to employees.

In recent years, the concept of work effectiveness has expanded to include not only task
performance but also contextual performance, which involves behaviors that contribute to the
broader organizational environment, such as teamwork, communication, and adaptability
(Borman & Motowidlo, 1993). This broader perspective highlights the importance of social
and psychological factors, such as sense of belonging, in shaping employee effectiveness.

Relationship Between Sense of Belonging and Work Effectiveness

The relationship between sense of belonging and work effectiveness is supported by
both theoretical and empirical evidence. Studies suggest that when employees feel a strong
sense of belonging, they are more likely to be engaged, motivated, and committed to their
work, leading to higher levels of effectiveness (Van Dick et al., 2004). This relationship can
be explained through several mechanisms:

Job Satisfaction: A strong sense of belonging enhances job satisfaction, which is a key
predictor of work effectiveness (Judge et al., 2001). Satisfied employees are more likely to put
forth effort, show initiative, and demonstrate persistence in achieving work goals.
Organizational Commitment: Sense of belonging fosters a deep connection to the organization,
which increases organizational commitment. Committed employees are more likely to exhibit
discretionary behaviors that contribute to organizational success, such as going above and
beyond their formal job duties (Meyer & Allen, 1991). Employee Engagement: Sense of
belonging is closely linked to employee engagement, which refers to the emotional and
cognitive investment employees make in their work (Kahn, 1990). Engaged employees are
more productive, innovative, and effective in their roles.

In addition to these direct relationships, sense of belonging may also interact with other
factors, such as leadership style, organizational culture, and team dynamics, to influence work
effectiveness. For example, inclusive leadership that promotes a sense of belonging can
amplify the positive impact of belonging on work effectiveness (Carmeli et al., 2010).

METHOD

This section outlines the research design, population and sampling techniques, data
collection methods, and the analytical procedures used in this study to examine the relationship
between sense of belonging and work effectiveness.

Research Design

This study employs a quantitative research design to develop and test a theoretical
model that links sense of belonging with work effectiveness. The research is cross-sectional in
nature, meaning data was collected at a single point in time to provide a snapshot of the
relationships among the variables. The study uses a survey-based approach to gather data from
employees across various industries, allowing for the generalization of the findings.

Population and Sampling

Population: The target population for this study includes employees from a range of
industries, including manufacturing, services, healthcare, and education. This diverse
population helps ensure that the findings are applicable across different organizational
contexts. Sampling Technique; method was used to select participants from the target
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population. This technique involves dividing the population into strata based on certain
characteristics (e.g., industry type, job level) and then randomly selecting participants from
each stratum. This approach ensures that the sample is representative of the population and
that different segments of the workforce are adequately represented. The sample size was
determined using a power analysis to ensure that the study has sufficient statistical power to
detect significant relationships. Based on the expected effect size and the number of variables
in the model, a sample of approximately 700 respondents was targeted. The sample is educators
and education personnel from 10 educational institutions in North Sumatra. The number of
participants who have received the material = more than 700 people

Data Analysis

Descriptive Statistics: Descriptive statistics, including means, standard deviations, and
frequencies, were calculated to provide an overview of the sample characteristics and the
distribution of the key variables. Reliability and Validity Testing: The reliability of the scales
was assessed using Cronbach’s alpha, with a threshold of 0.70 considered acceptable.
Construct validity was evaluated through exploratory factor analysis (EFA) to ensure that the
items loaded onto the expected factors. Hypothesis Testing: The relationships between sense
of belonging and work effectiveness were tested using structural equation modeling (SEM).
SEM was chosen because it allows for the examination of complex relationships between
multiple variables, including direct and indirect effects. Model Fit: The fit of the proposed
model was assessed using several fit indices, including the Chi-square test, Comparative Fit
Index (CFI), Tucker-Lewis Index (TLI), and Root Mean Square Error of Approximation
(RMSEA). Acceptable thresholds for these indices were used to determine the adequacy of the
model fit. Mediation Analysis: Mediation effects were tested to determine whether job
satisfaction, organizational commitment, and employee engagement mediate the relationship
between sense of belonging and work effectiveness. The bootstrapping method was employed
to estimate the indirect effects and their significance. Interpretation of Results: The results were
interpreted in the context of the theoretical framework and previous research. Significant
findings were discussed in terms of their implications for theory and practice, while non-
significant findings were analyzed to understand potential reasons and limitations.

Ethical Considerations

The study adhered to ethical guidelines for research involving human subjects.
Informed consent was obtained from all participants, and they were informed about the purpose
of the study, the voluntary nature of their participation, and their right to withdraw at any time.
The study also ensured that no identifying information was collected, and all data was stored
securely to protect participants' privacy.

This methodological approach provides a robust framework for examining the
proposed relationships between sense of belonging and work effectiveness, offering insights
that are both statistically rigorous and practically relevant.

RESULTS AND DISCUSSION

This section presents the findings from the data analysis, including the descriptive
statistics, reliability and validity assessments, structural equation modeling (SEM) results, and
mediation analysis. The results are interpreted in relation to the research questions and
hypotheses.

Descriptive Statistics
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The sample consisted of 300 respondents from various industries, with a balanced
representation across gender, age, and job levels. The mean scores for the key variables were
as follows: Sense of Belonging: M =4.12, SD = 0.75; Work Effectiveness:** M = 3.95, SD =
0.82; Job Satisfaction:** M = 3.88, SD = 0.79; Organizational Commitment:** M = 4.05, SD
=0.71; Employee Engagement:** M = 4.00, SD = 0.78

These descriptive statistics suggest a generally positive perception of sense of
belonging, job satisfaction, organizational commitment, and work effectiveness among the
participants.

Reliability and Validity

The Cronbach’s alpha values for all scales exceeded the acceptable threshold of 0.70,
indicating good internal consistency: Sense of Belonging: a = 0.84; Work Effectiveness: a =
0.87; Job Satisfaction: a = 0.81; Organizational Commitment: a = 0.83; Employee
Engagement: a = 0.85. The exploratory factor analysis (EFA) confirmed the expected factor
structure for all constructs, with factor loadings above 0.60, supporting the construct validity
of the scales used.

Structural Equation Modeling (SEM)

The SEM analysis was conducted to test the hypothesized relationships between sense
of belonging and work effectiveness, including the mediating roles of job satisfaction,
organizational commitment, and employee engagement. Standard. The proposed model
demonstrated good fit with the data, as indicated by the following fit indices:;

1. Chi-square (¥): 267.45, df = 158, p < 0.001

2. Comparative Fit Index (CFI):** 0.95

3. Tucker-Lewis Index (TLI):** 0.94

4. Root Mean Square Error of Approximation (RMSEA):** 0.05

These indices suggest that the model fits the data well and can be used to interpret the
relationships between the variables.

1. Direct Effects:** The SEM results revealed significant direct effects:

Sense of Belonging — Work Effectiveness:** = 0.41, p <0.001

Sense of Belonging — Job Satisfaction:** = 0.49, p < 0.001

Sense of Belonging — Organizational Commitment:** § = 0.43, p < 0.001
Sense of Belonging — Employee Engagement:** 3 = 0.46, p < 0.001

Job Satisfaction — Work Effectiveness:** 3 = 0.35, p <0.001
Organizational Commitment — Work Effectiveness:** 3 = 0.32, p <0.001

Sl A U

Employee Engagement — Work Effectiveness:** 3 =0.38, p <0.001

These findings indicate that sense of belonging has a strong direct influence on work
effectiveness, as well as on job satisfaction, organizational commitment, and employee
engagement.

Mediation Analysis

The mediation analysis using the bootstrapping method confirmed that job satisfaction,
organizational commitment, and employee engagement partially mediate the relationship
between sense of belonging and work effectiveness.
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1. Sense of Belonging — Job Satisfaction — Work Effectiveness:** Indirect effect =
0.17, 95% CI [0.09, 0.25]

2. Sense of Belonging — Organizational Commitment — Work Effectiveness:** Indirect
effect = 0.14, 95% CI [0.08, 0.21]

3. Sense of Belonging — Employee Engagement — Work Effectiveness:** Indirect
effect = 0.18, 95% CI [0.10, 0.26]

These mediation effects suggest that sense of belonging enhances work effectiveness
not only directly but also indirectly by increasing job satisfaction, organizational commitment,
and employee engagement.

DISCUSSION

The results of this study provide strong support for the hypothesized relationships
between sense of belonging and work effectiveness. The findings align with previous research
that highlights the importance of sense of belonging in fostering positive work outcomes.

The Role of Sense of Belonging

The significant positive effect of sense of belonging on work effectiveness underscores
the importance of creating an inclusive and supportive organizational culture. When employees
feel valued and included, they are more likely to be motivated, committed, and effective in
their roles. This finding is consistent with the belongingness hypothesis (Baumeister & Leary,
1995), which suggests that individuals perform better when they feel a strong sense of
connection to their group or organization.

Mediating Effects of Job Satisfaction, Organizational Commitment, and Employee
Engagement

The partial mediation effects observed in this study highlight the complex mechanisms
through which sense of belonging influences work effectiveness. Job satisfaction,
organizational commitment, and employee engagement each play a critical role in translating
the positive effects of sense of belonging into improved work outcomes. The positive
relationship between sense of belonging and job satisfaction supports the notion that
employees who feel a strong sense of belonging are more content with their jobs, leading to
higher performance levels (Judge et al., 2001).

Sense of belonging enhances employees’ emotional attachment to their organization,
which in turn motivates them to contribute more effectively to organizational goals (Meyer &
Allen, 1991). The strong link between sense of belonging and employee engagement suggests
that when employees feel connected to their workplace, they are more likely to invest their
energy and effort into their work, resulting in better performance (Kahn, 1990).

Implications for Practice
The findings of this study have several practical implications for organizations:

Fostering a Sense of Belonging:Organizations should prioritize initiatives that foster a
sense of belonging, such as inclusive leadership practices, team-building activities, and
recognition programs that celebrate diversity and individual contributions.

Enhancing Job Satisfaction and Commitment: Human resource strategies should focus
on improving job satisfaction and organizational commitment by creating supportive work
environments, providing opportunities for career development, and ensuring that employees
feel valued.

173|Page


https://dinastipub.org/DIJEMSS

https://dinastipub.org/DIJEMSS, Vol. 6, No. 1, October 2024

Promoting Employee Engagement: Engagement initiatives that encourage active
participation, innovation, and collaboration can further enhance the positive impact of sense of
belonging on work effectiveness.

Limitations and Future Research

While this study provides valuable insights, it is important to acknowledge its
limitations. The cross-sectional design limits the ability to draw causal inferences, and the
reliance on self-reported data may introduce common method bias. Future research could
address these limitations by employing longitudinal designs and incorporating objective
performance measures.

Additionally, future studies could explore other potential mediators and moderators,
such as leadership style, organizational justice, and psychological safety, to gain a more
comprehensive understanding of the relationship between sense of belonging and work
effectiveness.

CONCLUSIONS

In conclusion, this study demonstrates that sense of belonging is a significant predictor of work
effectiveness, both directly and indirectly through its effects on job satisfaction, organizational
commitment, and employee engagement. By fostering a strong sense of belonging,
organizations can enhance employee performance and achieve better organizational outcomes.
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