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ABSTRACT

There is a limited body of research that illumesathe various positive life-, health-, and
work-related outcomes that an individual may exgreze through the pursuit of his or her
occupational calling. An occupational calling idided as an occupation that a person feels
drawn to, finds intrinsically enjoyable and mearfiidgand identifies as a central part of his or
her identity. The extant literature on occupatiacadlings, however, rarely considers the
possible detrimental effects of having an occupati@alling other than to explain unexpected
study results. These unexpected study resultsahitiverse psychological and job-related
outcomes when an individual fails or does not htheeability to pursue an occupational calling,
a concept this paper refers to as an "Unansweredpgational Calling." An Unanswered
Occupational Calling is specifically defined asamcupational calling that an individual
perceives, but is not currently pursuing. Scholartyk is needed to explore the individual and
organizational consequences of an individual's egpee of an Unanswered Occupational
Calling.

Consequently, the purpose of this research wafltskd1) to develop and generate
preliminary construct validity evidence for a newdgveloped Unanswered Occupational Calling
instrument; and (2) to explore the nomological ratnof the Unanswered Occupational Calling
construct. To that end, | conducted two studies fitist of which was required for initial scale
construction. The central purpose of the secondtavagplore the nomological network of

Unanswered Occupational Callings.

Vi



Overall, Study 1 and 2 supported the constructiiglof the newly developed
Unanswered Occupational Calling instrument. As etguk the Unanswered Occupational
Calling instrument was shown to relate positivelyritrinsic work motivation and negatively to
work engagement, job involvement, career commitieamd answered occupational callings.
Also as expected, those who more strongly endasddnanswered Occupational Calling also
tended to experience more physical symptoms, psygilval distress, and withdrawal intentions
and less job and life satisfaction. These resuéisansistent with previous research that
suggested that there may be detrimental effegie@eiving, but not pursuing, an occupational

calling.
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CHAPTER ONE:
INTRODUCTION

Over the past couple of decades, the importanpeirsuing meaningful work has
received a lot of play by the public press andazientists alike. Such attention suggests that
people desire more out of work than material bésiettiey want their work to be personally
rewarding. Notwithstanding, there has been relbtiltle consistency across studies regarding
the experiential facets that comprise meaningfukwyet, all seem to agree that meaningful
work consists of participating in work that hasgmse within the broader context of an
individual's life, which participation is often derfior personal fulfilment or the greater good
(e.q., Steger, Dik, & Duffy, 2012).

The core dimension of meaningful work is meanihgfas, which has been broadly
defined as "the sense made of, and significantedgarding, the nature of one's being and
existence" (Steger, Frazier, Oishi, & Kaler, 200681). Within the specific context of work,
meaningfulness has been more narrowly definedhasvdlue of a work goal or purpose, judged
to the individual's own ideals or standards" (M&@itson, & Harter, 2004, p. 11). Thus, the
participation in meaningful work is a deeply peraloaind subjective experience that may have
far reaching positive impacts on one's life (€sgeger & Dik, 2009).

Participating in meaningful work has been assediatith positive health-, life-, and job-
related outcomes. For example, those who repoticyation in meaningful work also report
higher levels of well-being (e.g., Arnold, TurnBarling, Kelloway, & McKee, 2007; Steger et

al., 2012), job satisfaction (e.g., Kamdron, 20@®)J work centrality and importance (e.g.,
1



Kamdon, 2005; Harpaz & Fu, 2002) than those whaatoContrarily, participating in work that
holds little meaning has been associated with detaat from work, burnout, and apathy (May
et al., 2004). Thus, participation in meaningfulrkvanight be expected to foster employee
motivation towards work, and in turn, increase oigational productivity (e.g., Lips-Wiersma
& Wright, 2012).

Pursuit of one's occupational calling is one aeetmat may lead to meaningful work. A
review of the literature supports two approachescttupational calling research: (1) the
existential approach; and (2) the secular apprdaeth approaches agree that an occupational
calling is an occupation that a person feels dramend finds meaningful within the broader
context of life, but fundamentally disagree on pleeson's motivations for pursuing that work.
The existential approach casts a narrow net oweethployee-base by focusing on a religious or
spiritual drive to pursue a particular line of wahat is inextricably linked to other-oriented
values and goals. The secular approach, on the loéimel, adopts a broader perspective by
focusing instead on the meaningfulness and enjoythahan individual derives from
participating in their chosen work domain. As sutie, motivations for pursuing a secular

occupational calling can range from personal floffént to a religious drive to service others.

Occupational Calling - The Existential Approach

The existential approach to an occupational aalivas the first approach to emerge and
can be traced back to the Protestant Reformatign @erg, Grant, & Johnson, 2010). This
approach defines an occupational calling as astamdent summons" (Dik, Duffy, & Eldridge,
2009, p. 625) to a particular vocation that sewiathers. As so defined, those who perceive an

occupational calling are drawn to a vocation bparse external to the self, and the toiling



therein is driven by a sense of service to otHen@n this perspective, an occupational calling is
rooted in religiousness or spirituality (Stegeckering, Shin, & Dik, 2010).

Religiousness refers to an individual who is cottedito living according to his or her
religious beliefs (Duffy & Sedlacek, 2010, p. 2Qffy, 2006). Spirituality, on the other hand, is
more broadly, and perhaps more vaguely, defineal thiggiousness and loosely refers to those
who are guided by a higher power, an ethereal gnerga commitment to the good of others
(e.g., Duffy, 2006). Scholarly work has shown tredigiosity and spirituality positively
influence work-related outcomes. For example, Myigrsma (2002) empirically established a
link between spirituality and career purpose, delfelopment, and prioritizing the service of
others. Others have shown that various dimensibredigiosity and spirituality, particularly
meaning making, are positively related to job $atison (Robert, Young, & Kelly, 2011), job
involvement (Millman, Czaplewski, & Ferguson, 200&reer-decision self-efficacy (Duffy &
Blustein, 2005), and productivity (Garcia-Zamorp2n

The existential approach to occupational callegearch incorporates definitional
elements of religiousness and spirituality, patédy an existential source of motivation and
other-oriented values and goals. This approaclybiasrated a body of literature that positively
links an occupational calling with numerous lifeealth-, and work-related outcomes. Studies
utilizing cross-sectional designs have shown tbdege students who strongly endorse the
presence of an occupational calling also have greaireer maturity, career-decision self-
efficacy (e.g., Dik, Sargent, & Steger, 2008; Du8hsedlacek, 2007), work hope, and academic
satisfaction (Duffy, Allan, & Dik, 2011a) than th@gvho do not. Similarly designed studies on
employees have shown that those who strongly eadgor®ccupational calling also have greater

career commitment, organizational commitment (Dulhk, & Steger, 2011b), and life and



work meaning (Bunderson & Thompson, 2009), but loleeels of withdrawal intentions (e.g.,
Duffy et al., 2011b; Wrzesniewski, McCauley, RoA&nSchwartz., 1997), depression, and stress
(e.q., Peterson, et al., 2008; Treadgold, 1999) thase who do not (e.g., Berg et al., 2010).
Bolstering these cross-sectional results, Dik aedy& (2008) found statistically significant
increases in career-self-efficacy in a sample tége students who participated in a randomized
trial of calling-infused career decision-making w&hops as compared to those in the wait-listed
control group.

Inspired by positive research results, scholaptoe®d the mechanisms by which an
occupational calling affects work-related outconadiseit cross-sectionally. For example, Duffy
et al. (2011b) found moderately strong positivatiehships between experiencing an
occupational calling and career (r = .48) and ogional (r = .35) commitment and job
satisfaction (r = .31). Their results further sugiped a model in which career commitment: (1)
fully mediated the relationship between occupaticaling and job satisfaction; and (2)
partially mediated the relationship between ocdopat calling and organizational commitment,
suggesting that career commitment might be thearitink between occupational calling and
positive work-related outcomes. Similarly, Duffyadt (2011a) found evidence that the
significant positive relationship between the preseof an occupational calling and academic
satisfaction might be mediated by career self-affycand work hope in a diverse sample of

undergraduate college students.

Occupational Calling - The Secular Approach
The existential approach to an occupational aatiacessarily excludes individuals who

are not religious or spiritual, or, more generatlyg,not heed to an existential power. To



overcome this oversight, another term intendedafiwre a broader employee base was used:
vocation Within the career counseling literature, these psychological constructs were not
clearly distinguished by definition or operatioyadind were often used interchangeably (e.g.,
Dik & Duffy, 2008). Scholars labored to draw a cldsstinction between the two, but such
efforts were mostly fruitless. More successfullyk Bnd Duffy (2008) defined both as work that
is both purposeful and meaningful, and which isivabéd by the desire to accomplish other-
oriented goals. Dik and Duffy's definitional distiion between the two rested solely in the
source of the "summons" to a particular work dom@eaocupational callings were defined to
originate from a source external to the self (€@ or society), while a vocation had no such
requirement.

Over time, scholars became frustrated with thé@ditions of the existential approach to
an occupational calling, particularly the exters@lirce of the summons (e.g., Hall & Chandler,
2005). As such, a more secular approach to an atiomal calling quickly evolved. Such an
approach renders the forced distinction betweencanpational calling and a vocation
irrelevant. In other words, the secular definitadran occupational calling completely subsumes
a vocation, making the two psychological constracts. Any continuing scientific debate
regarding the distinctiveness of these two ternfeignd the scope of this paper.

Since its conception, the secular approach tacanpational calling has become the most
prevalent (e.g., Berg et al., 2010; WrzesniewsB3). A secular occupational calling is
conceptualized as a job attitude and is specifiafined as an occupation or work domain that
an individual feels drawn to, finds intrinsicallgjeyable and meaningful, and identifies as a
central part of his or her identity (Berg et aD,1R; Dobrow & Tosti-Kharas, 2011). This

definition includes both a hedonic (enjoyment) mational element and eudemonic



(meaningfulness) motivational element, althoughtife are often difficult to distinguish in
practice (e.g., King, Hicks, Krull, & Del Gaiso, @8, Ryan and Deci 2001). Hedonic
motivational states are associated with pleasiekirsg and satisfaction, whereas eudemonic
motivational states are associated with purposangaind personal growth or fulfillment (e.qg.,
King et al. 2006, Ryan and Deci 2001).

Notably, this particular definition of an occupatal calling does not necessarily
incorporate religious, spiritual, or other-orientadtivations, although the definition is certainly
broad enough to capture such motivations for pagsaiparticular vocation. Put another way,
this definition of a calling does not predetermihe reason that an individual is "called" to a
particular occupation, just that he or she is &asons that only the individual may know. In this
way, this definition is broader than originally e@ived and, thus, does not discriminate based
on any particular motivation to purse a callingy(eHall & Chandler, 2005). What is important,
however, is that the individual is drawn towardsg aerives meaningfulness, enjoyment, and a
sense of identity from participation in his or lcosen work domain.

Recent empirical research indicates that a seaplatoach to an occupational calling
also is strongly related to important life- and-jathated outcomes, and casts a larger net over the
employee-base than one that is centered on raligi@&teger et al., 2010). In fact, the results of
a longitudinal study consisting of 5,523 first yeallege students showed that the presence of
and the search for an occupational calling onlyimally overlapped with religiousness (Duffy
& Sedlacek, 2010). Other studies have demonstthtgdan occupational calling, assessed
without reference to an existential power or otbeented goals, was positively related to life

meaning (Duffy & Sedlacek, 2010) and job satisfac{{Duffy et al., 2012).



Advancing this body of literature by employingnatwave longitudinal study design,
Duffy, Manuel, Borges, and Bott (2011c) showed ttietnges over time in occupational calling
endorsement resulted in corresponding changeslisbeiag and vocational development in a
sample of medical students. At both times 1 anthdse with higher occupational calling scores
tended also to agree that their lives had more mgamnd their vocational development was
more advanced than those with lower scores, alb#ite opposite causal flow than
hypothesized. Duffy et al.'s (2011c) longitudinakin revealed that life meaning and
vocational development predicted calling, rathantkice versa, challenging the prevailing
assumption that the endorsement of an occupataatialg precedes positive well-being and
career-related outcomes. At least for theses miestadents, increases in well-being indicators
and vocational development over time predicted éridgévels of occupational calling at time 2.

The foregoing research rested on imprecise defitgtof a secular occupational calling
and on a two-item calling measure that has not begpirically validated (Dobrow & Tosti-
Kharas, 2011). To encourage more rigorous reseaitths area, Dobrow and Tosti-Kharas
(2011) developed and provided preliminary constvaditity evidence for an instrument
designed to assess the extent that people peltbeiveurrentoccupation as their secular
calling, a construct this paper refers to as aswemed occupational calling.” These authors
further empirically demonstrated that an answeaalipational calling is significantly related to
important work-related outcomes. Employing a ms#timple, longitudinal design, theses
scholars found significant positive relationshig$vieen their 12-item answered occupational
calling measure and work domain satisfaction (t8to0.54), career-related self-efficacy (r = .20

to .30), clarity of professional identity (r = .34)nd career insight (r = .21 t0.48).



Unanswered Occupational Calling

The extant literature strongly supports the notlat pursuing an occupational calling
predicts better psychological health and fostesstppe job-related outcomes. Does the inability
to pursue an occupational calling result in adveessth and job-related consequences? Recent
empirical work suggests that it does. In fact, aeseers have suggested that the outcomes
associated with occupational callings may be atfan®f the calling group in which any given
individual falls. Work in this area supports atdefive different occupational calling groups: (1)
currently living a calling; (2) searching for aloady; (3) perceiving but not pursuing a calling;
(4) irrelevancy of a calling; and (4) perceivingadling in addition to living a calling (e.g., Dik
& Duffy, 2009; Duffy et al., 2012). For example, fhuand Sedlacek (2007) demonstrated that
having an occupational calling was positively rethto career decidedness (r = .58), career
choice comfort (r = .54), and vocational self-dafr = .55) and negatively related to
indecisiveness (r = -.27) and lack of educationfdrmation (r = -.20) in a sample of college
students. Conversely, the search for an occupatiatiang had relationships of comparable
magnitudes with these outcomes, but in opposiectons.

More recently, Duffy et al. (2012) found that g an occupational calling was a
significant moderator of the relationship betwearihg a calling and career commitment, such
that those who were living an occupational calliveye more committed to their careers than
those who merely had, but were not living, an oatigmal calling. The same relationships held
when work meaning, rather than commitment, waothieome. Importantly, the positive
relationships between having an occupational aglitareer commitment, and work meaning
were all but extinguished for those low on living@cupational calling. Further, they developed

and tested a moderated, multi-mediator model thgp@rted commitment and meaning in work



as mediators of the relationship between havingcaapational calling and job satisfaction.
Overall then, having an occupational calling istedl to job satisfaction through commitment
and meaningful work, but only for those having dpgortunity to live out that calling.

What about those who perceive an occupationahgalbut for whatever reasons are
unable to pursue it? Duffy et al.'s (2011b) anayfsether revealed that career commitment had
a suppressor effect on the relationship betweembgan occupational calling and withdrawal
intentions, such that when career commitment wagralbed for, the negative relationship
between the two turned positive. In explanatiothdrawal intentions were higher among those
who had an occupational calling, but little comnetrhto their current career. This outcome
suggests that those reporting both an occupateaiihg and an intent to withdrawal from work
may have what this paper proposes as an "UnansW@aedbational Calling,” which is
specifically defined as an occupational calling #raindividual perceives, but currently is not
pursuing (Berg et al., 2010). In other words, thioskviduals may have been experiencing an

Unanswered Occupational Calling, which led to sgerwithdrawal intentions.

Theoretical Development of Unanswered Occupationdlalling

Surprisingly, the vast majority of the occupatibecalling literature is devoid of theory. A
notable exception is the research conducted byatallChandler (2005), wherein these authors
developed a 'calling model of psychological suctedsch has its roots in what Cameron,
Dutton, and Quinn (2003) coined as positive orgatmonal scholarship. Positive psychology
focuses on strengths, health, and psychologicdilveahg, rather than on weakness and poor

physical and psychological health (e.g, Fredrickd®98; Luthans, Luthans, & Luthans, 2004).



Hall and Chandler (2005) argued that those livhregr occupational callings are the ones
that reap the deepest forms of psychological ss¢c@egrocess that is both dynamic and cyclical
in nature. According to Hall and Chandler (200Bhse who sense a calling towards their work
domain are likely to experience higher levels gfgh®logical success than those who do not by
setting, exerting effort towards, and then achig\personally meaningful and challenging work
goals. Psychological success, in turn, is theoriadablster self-efficacy, lead to a more
competent identity, and foster work engagemengfalthich feed into the individual's existing
sense of calling towards their work domain. At ghasnt, the positive, self-directed, feedback
loop repeats by the continued setting of persomaéaningful and challenging goals. According
to these authors, a person with an occupationihga$ buffered against occasional setbacks by
his or her enhanced sense of self and purposkelalisence of a calling, such failures may
diminish the person's self-efficacy and thwartdriser identity development. These theoretical
explanations are certainly helpful in explaining fhsychological experiences and job-related
successes of a person living their calling, butg® little insight into what one experiences
when he or she unable to answer an occupationaigal

The regulatory focus theory (RFT) is a motivatiath@ory that may provide insight into
how and why an individual experiences an Unansw@aetlipational Calling. This paper draws
upon RFT because it makes conceptual sense aagsisnpnious. Berg et al. (2010) also drew
upon RFT to illuminate the experience of an Unamed/®ccupational Calling. RFT simply
posits that people develop both job attitudes atthbioral inclinations as a function of how
they interpret affective experiences at work armbrporates both approach and avoidance self-
regulatory principles (Higgins, 1997). In shortcading to the RFT, people are motivated to

approach pleasurable work experiences, and to avaldsireable ones.
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RFT offers two types of motivational states thatanployee may adopt when confronted
with workplace experiences: (1) prevention-focused (2) promotion-focused (Higgins, 1997).
RFT predicts that negative work events will triggeevention-focused states, and positive
events will trigger promotion-focused states (Higgil997). Prevention-focused individuals are
likely to attend to and attempt to avoid negativakplace experiences, whereas promotion-
focused individuals are likely to attend to andksest positive ones (Higgins, 1997).

Extending RFT to the experience of Unanswered @attonal Callings, RFT suggests
that when employees experience adverse eventsnaoiibes at work, they will enter a
prevention-focused state. In such a state, theyfmdyheir current occupation unfulfilling. In
an attempt to dissociate from these adverse eaadtemotions, prevention-focused employees
may actively ruminate on an Unanswered OccupatiGadling as one way to fill their current
occupational void. Indeed, participants in Berglés (2010) study admitted that negative
experiences within their current occupation triggetheir preoccupation with an Unanswered
Occupational Calling. In an attempt to dissociabef and reduce job dissatisfaction, they
opened themselves up to the possibility of purstiegy Unanswered Occupational Calling.

Rumination is an avoidance or emotion-focusedrappirategy that is employed to
reduce the emotional discomfort associated withkvetressors (e.g., Fortes-Ferreira, Peiro,
Gonzalez-Morales, & Martin, 2006). Research sugotstt emotion-focused coping strategies
fail to generate positive outcomes. For examplbépGns, Dempster, and Moutray (2011)
recently demonstrated that employing avoidancengpgirategies in response to stressful
experiences was the strongest predictor of adyeEgehological well-being in a sample of
nursing students. Similarly, Fortes-Ferreira e{2006) demonstrated that emotion-focused

coping strategies interacted with work stressofattease psychosomatic complaints.
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In sum, the body of literature on occupationalicgs strongly suggests that an
employee's inability to pursue his or her occupstiaalling has far reaching health, life, and
job-related ramifications. However, too little kniedge is currently known about the
experience, antecedents, and outcomes of an Uneetb@ecupational Calling, particularly
because no established, theoretically-groundedumm&nt currently exists to systematically
assess Unanswered Occupational Callings. Thusigbesmrch aims to commence rigorous

inquiry into these unanswered questions.

12



CHAPTER TWO:
STUDY 1

No studies to my knowledge have attempted to djp@iEize the Unanswered
Occupational Calling construct or directly estaksstatistical link between Unanswered
Occupational Callings and job-related or well-bemgcomes. However, nascent empirical
research has qualitatively linked an inability togue a calling with feelings of frustration,
regret, and adverse perceptions of psychologicitbveeng, all of which, in turn, may result in
adverse job-related outcomes (e.g., Berg et alDR01

Various operational calling measures do existénatdesigned to assess the extent that
one perceives an occupational calling, but onlytormay knowledge that takes the secular
approach and also has published evidence of waliDbbrow & Tosti-Kharas, 2011). Dobrow
and Tosti-Kharas' (2011) answered occupationahgptheasure assesses the extent to which
one believes that theturrentoccupation is his or her calling and has been shovpossess
good initial psychometric properties. This studsgws upon Dobrow and Tosti-Kharas' (2011)
study to develop, establish the psychometric ptogserand provide preliminary validation
evidence for a secular Unanswered Occupationalm@atheasure.

| define an Unanswered Occupational Calling ascallar occupational calling that an
individual perceives, but is not currently pursu(Bgrg et al., 2010). Neither the answered
occupational calling nor the Unanswered OccupatiGadliing construct is binary or necessarily
exists in the absence of the other; instead eaiskseon its own continuum ranging from strong

to weak (Dobrow & Tosti-Kharas, 2011). In other d®ran Unanswered Occupational Calling
13



is not merely the lower end of the answered occ¢apal calling continuum. Conceptually
speaking, weakly identifying a current work roleaasalling is not synonymous with failing to
pursue a calling. Take for example, two individyalksither of whom identify his or her current
occupation as a calling, but only one of whom isatorently experiencing an Unanswered
Occupational Calling. It seems likely that thedaihdividual will experience higher levels of
psychological distress, which, in turn, may leaevtwk dissatisfaction, and, potentially, poorer
job performance.

The literature on occupational callings certasiggests that there may be detrimental
effects associated with an Unanswered Occupat@akliihg. To advance research in this area, it
is crucial to develop a theoretically-groundedrimstent to assess an Unanswered Occupational
Calling in a conceptually clear, precise, and tiglomanner, which is the primary purpose of

Study 1.

Distinguishing Conceptually Related Constructs

To demonstrate preliminary evidence of constradithty, | will examine the
relationships between Unanswered Occupational@adind several conceptually-related, but
distinct, constructs. There are a number of exgstonstructs related to the importance of work.
Some of the more relevant to this study and sainple college students) include: answered
occupational calling, calling orientation, intringind extrinsic work motivation, and work
centrality. It seems improbable that an individwal identify strongly with an occupation as an
Unanswered Occupational Calling, but fail to beinsically motivated or possess a calling
orientation towards work. Consequently, | expedind positive relationships between

Unanswered Occupational Calling and each of thedlwonstructs. On the other hand, | expect
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Unanswered Occupational Calling to be negativebted to both answered occupational calling

and extrinsic work motivation.

Intrinsic Motivation

Intrinsically motivated people prefer occupatiohattoffer them internal satisfaction
(Amabile, Hill, Hennessey, & Tighe,1994). The psyidgical construct of internal work
motivation is defined as an individual's motivatiorengage in work because he or she finds the
work itself engaging, enjoyable, satisfying, oer@sting (Amabile et al., 1994). Intrinsic
motivation and Unanswered Occupational Calling eptwally overlap because both are internal
in nature and incorporate enjoyment and intergst@s. Intrinsic motivation also differs from
Unanswered Occupational Calling because it doegnotporate Unanswered Occupational
Calling's definitional components of meaningful wdhnat is central to identity.

On the other hand, individuals who are extrin$ycalotivated are influenced by external
tangible incentives, such as power, prestige, caitiggg and money (Amabile et al., 1994).
Extrinsic motivation and Unanswered Occupationdli@ahave little to no conceptual overlap.
Nevertheless, | expect those who strongly endardgreanswered Occupational Calling to be
less extrinsically motivated than those who do not.

Hypothesis 1 Unanswered Occupational Calling will be positwedlated to intrinsic
motivation.

Hypothesis 2 Unanswered Occupational Calling will be negagvelated to extrinsic

motivation.
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Work Centrality

Work centrality reflects the importance of workan individual's life irrespective of his
or her current work roles (Paullay, Alliger, & S®Romero, 1994). While those endorsing an
Unanswered Occupational Calling are more likelyigav work as a main component of their
lives, the psychological construct of work centyatieither incorporates the definitional
elements of meaningful and enjoyable work, nor ig@ggb a particular work domain. As such, |
expect that the two constructs will be positivediated.

Hypothesis 3 Unanswered Occupational Calling will be positweglated to work

centrality.

Calling Orientation

Research supports three types of orientations tbwark that individuals may adopt: (1)
job orientation; (2) career orientation; and (3J)iegs orientation. Those that are job orientated
tend to view their job as merely the means by whigy acquire material benefits that can be
successfully applied in other life domains. Tho$®\wwossess a career orientation view their
work as a means of achieving career advancememnterpor prestige. Those holding either a job
or career orientation tend to view their work aseparate sphere that has little to no overlap with
other life domains. On the other hand, those withlang orientation find their work to be
“morally inseparable from [their] life,” intrinsidlg rewarding, personally fulfilling, and central
to identity (Bellah, Madsen, Sullivan, Swidler, &pton, 1996, p. 66).

While conceptually overlapping, work orientatiaffets from an Unanswered
Occupational Calling in that the former describespes' general orientations toward work

rather than a pull towards a particular work r@enpirical evidence suggests that people are
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capable of placing themselves into one of the thedegories of work orientation, and that each
orientation is related to predictable outcomes @¥nzewski et al., 1997). For example, those
endorsing a calling orientation report higher lsvef self-reported well-being and job
satisfaction and lower levels of work absenteeisamtthose with job or career orientations
(Wrzesniewski et al., 1997). | expect calling otaion and Unanswered Occupational Calling
to be positively related.

Hypothesis 4 Unanswered Occupational Calling will be positwedlated to calling

orientation.

Answered Occupational Calling

The currently existing answered occupational cglimstrument assesses the extent that
an individual views theicurrentoccupation as their calling. An Unanswered Ocdopat
Calling, as defined in this paper, is the notioat @ person has an occupational calling, but is not
currently experiencing it in his or her current wooles. As such, while each construct deals
specifically with a person's attitude towards aipalar occupation, they differ as to the person's
present occupational experience. Conceptually spgakeakly identifying a current work role
as a calling is not synonymous with failing to puegs calling. Neither the answered
occupational calling nor the Unanswered Occupali@adling construct is binary or necessarily
exists in the absence of the other; instead eaiskseon its own continuum ranging from strong
to weak (Dobrow & Tosti-Kharas, 2011). In other d®ran Unanswered Occupational Calling
is not merely the lower end of the answered occopal calling continuum, but is a distinct
construct. Failure to have an answered occupatmaithg would be associated with having an

Unanswered Occupational calling if the person heallang, but not if he or she does not. While
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theorized to be independent of one another, | d@xpect participants to score high on both.
Thus, | expect the two to be related negatively.
Hypothesis 5 Unanswered Occupational Calling and answeredpatmnal calling will

be related negatively.
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CHAPTER THREE:
STUDY 1 METHOD
Participants

Study 1's sample consisted of 261 persons employdewer than 20 hours a week, all
of whom were recruited from a large southeastemeusity. Ana priori power analysis
suggested a sample size of 200 to achieve suffip@mer (.80) to detect small to medium effect
sizes ( = .2 to .5) among this study's variables. Studysdmple size meets this criteria.

Of the 261 participants, 204 were female and S5&wmale (1 missing). The mean age of
the participants was 22 yea®&d= 4.80), with a range from 18 to 54 years oldtiBipants
worked in a variety of industries, ranging fromaik{e.g., cashier, manager) to healthcare (e.g.,
respiratory therapist, nurse). The mean job tentithe participants was 22.4 months, with a
range of .5 to 375 months. The majority (209 pagrénts) of this sample worked 20 to 30 hours
a week. Thirty-nine participants worked betweeraBd 40 hours a week, while 13 worked over

40 hours a week.

Procedure

| generated a preliminary set of 41 items forWmanswered Occupational Calling
instrument, all of which are contained in AppendixThe content domain from which | broadly
and systematically sampled these items was bas#teaecular definition of an Unanswered
Occupational Calling originally developed by Betgk (2010). Berg et al (2010) defined an

Unanswered Occupational Calling as an occupatianalperson: "(1) feels drawn to pursue; (2)
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expects to be intrinsically enjoyable and meanihgd (3) sees as a central part of his or her
identity, but (4) is not [currently pursuing]” (Beet al. 2010, p. 974). The items were designed
to apply in a variety of occupations and to empésybaving various educational backgrounds.

In Phase 1 of this study, | submitted the initi@mn pool to six industrial/organizational
psychology doctoral students, all of whom servethgsubject matter experts (SMEs) for a
content validly review. | also provided to the SMEeyg et al.'s (2010) definition of an
Unanswered Occupational Calling. Each SME wasuegtd to confirm that each item captured
some aspect of the content domain of the Unansw@cedpational Calling construct as defined
by Berg et al. Each SME also was instructed tordete whether: (1) any item contaminated
the content domain of the unanswered occupatiaiihg construct; and (2) the initial item pool
was deficient in some way (i.e., failed to captafacet of the construct).

Based on this review, | revised and supplemergatkaessary the items that | had
initially developed to better capture the contemindin of the Unanswered Occupational Calling
construct. This was an iterative process that mded until no fewer than five of the SMEs
independently determined that an item adequatehpkad the content domain of the
Unanswered Occupational Calling construct. Thixess generated a total of 25 items
determined by the SMEs to adequately capture theenbdomain of the construct. All 25 items
are contained in Appendix A to this paper. Thidgrinmient had six response options ranging
from 1 (strongly disagregto 6 Gtrongly agreg

In Phase 2, | administered the Unanswered OcaupatCalling items to a sample of
persons employed no fewer than 20 hours a weekder ¢o: (1) select items for the Unanswered
Occupational Calling instrument based on an evalnaif the items' psychometric properties;

and (2) generate preliminary construct validitydewice for the newly constructed scale by

20



examining the relationships between Unanswered @atmnal Calling and five existing
psychological constructs that are conceptuallytedl@o, but also distinct from, the Unanswered
Occupational Calling construct.

| recruited participants from the Department ofdP®logy human subjects pool, a web-
based system that allows students to participaséuies by logging into web-based surveys.
For this study, each participant completed a wesetaurvey. A letter preceded entry into the
actual survey instrument that informed participaitthe nature and content of the
guestionnaire, that participation was completeljumtary and anonymous, and that they must be
currently employed at no fewer than 20 hours pezkwereceived IRB approval for this research

protocol prior to data collection (IRB#: ProO001534

Measures
All Study 1 scale items are included in AppendiXTBble 1 contains the intercorrelations
among and the mean, standard deviation, and inteonaistency reliability (Cronbach's alpha)

estimate for each of this study's measurementimsnts.

Answered Occupational Calling

| assessed the extent that each participant pesémeircurrentoccupation as his or her
calling through an adapted version of Dobrow andtifiéharas's (2011) 12-item answered
occupational calling measure. Dobrow and Tosti-lik& answered occupational calling
measure was specifically designed to tap into aqudar occupation, for example, music,
artistry, or business. In this study, participamd a variety of jobs in a variety of fields. As

such, | adapted each item of this measure to apphg broadly to a variety of occupations. For
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example, item 5 was adapted to read as followsnilld sacrifice everything to do what |
currently do for work." This scale had 6 responggoms ranging from 1sgrongly disagregto 6

(strongly agreg

Intrinsic and Extrinsic Work Motivation

The 30-item Work Preference Inventory developedimabile et al., (1994) was used to
assess the extent to which participants agredtibgitare extrinsically (15 items) and
intrinsically (15 items) motivated at work (WPI)h& WPI had 4 response options ranging from

1 (never or almost never true of jrte 4 @lways or almost always true of jne

Work Centrality
The 12-item scale developed by Paullay et al. (198% used to assess the degree to
which the participants believe that work is a mamponent of their lives. This scale had 6

response options from &t(ongly disagregto 6 strongly agreg

Calling Orientation

The shortened version of Wrzesniewski et al.'s 7)1 ®fiversity of Pennsylvania Work—
Life Questionnaire was used to assess the extaevhitth participants identify themselves as
calling oriented towards work. As originally devpéal, this questionnaire contained two parts.
The first part requested participants to (1) rdade paragraphs that described an individual as
either job (Mr. A.), career (Mr. B.), or calling fMC.) oriented, and (2) rate the extent that they
are like each individual. Response options rangaa D Qot at all like mgto 3 (very much like

me) Individuals were categorized by the orientatiesaaiated with the paragraph they endorsed

22



as being most like them. Unfortunately, there isabof criteria to apply if an individual
endorses two or more of the orientations and beiast like them. As such, this approach to
categorization is less than ideal.

The second part consisted of 18 true-false itdrats bnce administered, were correlated
with the scores for each of the paragraphs destabeve. The correlation coefficients
generated through this analysis indicated thagjub calling orientation are inversely related,
whereas career orientation is independent of therdtvo. This study utilized these items to
assess the extent to which an individual is caltingnted towards work instead of the
orientation paragraphs described above. In ligh®true-false response format, a 6 point
response format, ranging fromgtrongly disagregto 6 Gtrongly agreg was used to achieve
greater response variability. The higher the sabkestronger an individual identified with a

calling orientation towards work.

Demographics

Each participant was asked questions regarding élgei, gender, and job tenure.
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CHAPTER FOUR:
STUDY 1 RESULTS
Development of the Unanswered Occupational Callin§cale

The mean and standard deviation of each Unansv@cedpational Calling item are
outlined in Table 2. | conducted an item analysisdlect items that would comprise the
Unanswered Occupational Calling scale. The itentyaisaincluded examining the alpha
coefficient for a scale that included all of thenits together with the following additional
information: (1) the alpha for scale if item wadeded; (2) inter-item correlations; and (3)
corrected item-total correlations. Based on thedysis, none of the original 25 items evidenced
heterogeneity in relation to the other items ofgbale. None of the items: (1) demonstrated low
or negative inter-item or item-total correlations;(2) would result in an increase in coefficient
alpha if the item was deleted from the scale. Wdileitems were considered simultaneously, the
scale had an internal consistency reliability (®ach's alpha) estimate of .97.

To evaluate the dimensionality of the scale itelnesitered all 25 items into an
exploratory factor analysis (EFA) using the comrfexstor model, with varimax rotation. The
results of that analysis are summarized in TabksZhown in Figure 1, the scree plot suggested
a 3-factor solution, each accounting for 63.95%c(6ial; 12 items), 9.10% (Factor 2; 9 items),
and 4.40% (Factor 3; 4 items) of the variance retspady. Upon closer inspection, only Factor 1

appeared to represent the unanswered occupatahatconstruct as conceptualized and
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Table 1 Interrcorrelations among Study 1's Focal Variable

Variables M SD 1 2 3 4 5 6 7 8 9 10 11 12 13 14
1. UOC Factor 2 4.44 1.18 (.95)

2. UOC Factor 3 4.39 1.43 AT (.92)

3. UOC_Factor 1 4.64 1.25 87** S1** (.98)

4. UOC_25 Items 453 1.13 .94 65 97  (.97)

5. UOC_6 items 4.66 1.28 .85** 50** .99** .95**  46)

6. AOC 2.93 1.31  -54* - 74% -B1**  -62* -49*  (.96)

7. Intrinsic Motivation 2.91 A7 .13* .14* 22*  gFr 23**  -0.02 (.86)

8. Extrinsic Motivation 2.59 41 -0.04 -0.01 0.01 0.02 0.01 0.10 .30* (.74)

9. Work Centrality 3.03 T6 -24% 44 23 30*  -23%*  43* -0.05 .18  (.80)

10. Calling Orientation 3.23 T2 -54%  -64%* - #8 5O A7 T4 0.01 0.08  .55** (.76)

11. Work Hours - - -0.07 -0.10 -0.03 -0.06 -0.03 4*1 0.04 0.01 A3 0.08 na

12. Job Tenure (months)  22.37  31.04 -0.03 -0.04 01-0. -0.02 0.00 0.039 0.079 0.006 -0.033 -0.01 A5 a n

13. Sex - - 0.07 0.05 0.11 0.10 3% -0.04 0.01 00.0-0.07 -0.06 -0.02 -.14* na

14. Age (years) 22.23 4.80 -0.02 -0.03 0.03 0.00 050. 0.08 0.06 0.01 -0.03 0.00 .35** .33* -0.01 na

Notes. Sex (1 = male; 2 = female)

UOC = Unanswered Occupational Calling; AOC = AnsdeDccupational Calling
** Correlation is significant at the 0.01 level.

* Correlation is significant at the 0.05 level.

N=260
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Table 2 Items and Factor Loadings of the Unanswered Cateumal Calling Scale

Factor

ltem M SD 1 2 3
1. | feel drawn to an occupation other than my own. 4.55 1.45 0.46 0.67 0.19
2. I am drawn to another occupation because | éxpeavork to be 452 134 0.45 0.66 0.21
enjoyable.
3. I often think about an occupation other thanavw. 4.61 1.37 0.41 0.69 0.21
4. If | could do it all over again, there is anatbecupation that | 408 1.47 0.35 056 0.15
would pursue.
5. | can't imagine another occupation that wouldrioee meaningful 458 157 0.23 0.17 0.82
to me than the one | currently have.
6. | can't imagine another occupation that wouldrioee enjoyable to 455 160 0.23 0.15 0.81
me than the one I currently have.
7. 1 was meant for my current occupation. 4.27 1.63 0.21 0.15 0.82
8. If I could do it all over again, | would purstiee same occupation. 4.16 1.57 0.13 0.19 0.82
9. | would enjoy work more if | had a different agration. 4.17 1.51 0.28 0.73 0.15
10. There is another occupation that | would emmye than my own.  4.54 1.48 0.39 0.73 0.20
11. | am passionate about work done in anotherpatoan. 4.40 1.41 0.45 0.66 0.10
12. There is another occupation that would be mmeaningful to me 4.60 141 051 0.65 0.28
than my own.
13. | am drawn to another occupation because latxpe work to be 452 135 0.55 065 0.23
pleasurable.
14. | feel drawn to another occupation that refleny work values. 4.52 1.35 0.62 0.59 0.22
15. lam drawn to another occupation because latxpe work to be 4.69 136 068 057 0.22
personally satisfying.
16. | feel drawn to another occupation that refieny personal values  4.60 1.39 0.76 0.44 0.19

26



17. There is another occupation that inspires meerti@an my own.
18. | feel a sense of destiny towards another catom

19. | feel pulled towards another occupation teélects the values
that | hold.

20. | feel pulled towards another occupation teé#ects the goals |
want to achieve.

21. | fantasize about another occupation that holdaning for me.
22. | personally identify with an occupation thatdn't currently have

23. | am drawn to another occupation because la:tpe work to be
personally fulfilling.

24. | feel called to an occupation that | don'rently have.

25. | am drawn to another occupation because la:tpe work to be
meaningful.

4.79
4.57

4.57

4.74

4.55
4.52

4.72
4.70

4.74

1.33
1.40

141

1.38

1.40
1.50

1.38
1.38
1.40

0.73
0.72

0.81

0.77

0.72
0.73

0.79
0.71
0.73

0.46
0.41

0.34

0.40

0.47
0.44

0.43
0.44
0.39

0.26
0.23

0.21

0.26

0.20
0.20

0.21
0.28
0.30
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specifically defined by Berg et al. (2010). Theaatliterature on occupational callings suggests
that people may have more than one calling (e.gbrw & Tosti-Kharas, 2011). In other
words, two or more occupational callings can cadrisany given individual. In large part, the
items that comprise Factors 2 and 3 compare ong'snt occupation to another, thus making an
unwarranted assumption that another occupationtrbigimore of a calling than a participant's
current one. In addition, those items that comgf@etor 3 are more indicative of whether or not
a person's current occupation is his or her catlvag whether he or she has an Unanswered
Occupational Calling. As further evidence, Factas Biore highly correlated with answered
occupational callingr(= -.74, p<.01) than either one of Factors 1 ar2 {51, -.54,
respectively).

Consistent with the foregoing analysis, itemstfa Unanswered Occupational Calling
scale were selected from Factor 1 only. Of thoseelds, six were chosen (i.e., 15, 19, 20, 22,
23, 25). Because all 12 items loaded strongly andfd (see Table 2), care was taken to choose
items that adequately sampled the content domaimeof/nanswered Occupational Calling
construct. Specifically, three of the items (ilb, 23, 25) were chosen to reflect the ‘intringycal
enjoyable and meaningful' aspect of the constwmictle the other three were chosen to reflect its
‘central to identify' aspect (i.e., 19, 20, 22) c®ihe items were chosen, | reran the EFA to
confirm the unidimensionality of scale. As showrFigure 2, the scree plot suggested a 1-factor
solution, accounting for 83.36% of the total vadanFactor loadings ranged from .88 to .95. For

all further analyses, the 6-item Unanswered Occopal Calling scale was used.
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Figure 1. Scree plot for 25-item Unanswered Occupationdliri@escale.
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Figure 2. Scree plot for 6-item Unanswered Occupationalii@atkcale.
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Hypotheses Testing

| predicted that Unanswered Occupational Callirmgil be positively related to intrinsic
work motivation (H1), work centrality (H3), and taf orientation (H4) but negatively related
to extrinsic work motivation (H2) and answered qeational calling (H5). As summarized in
Table 1, Unanswered Occupational Calling was paditirelated to intrinsic work motivatiom (
= .23, p<.01), lending support to Hypothesis 1. hiveered Occupational Calling had no
relationship with extrinsic work motivatiom € .00, p> .05). Thus, Hypothesis 2 was not
supported. Further, Unanswered Occupational Calladysignificant relationships with work
centrality ¢ = -.23, p<.01) and calling orientation< -.47, p<.01) but in the opposite directions
than predicted. Consequently, neither Hypothesisr34 was supported. Finally, Unanswered
Occupational Calling had a significant negativatiehship with answered occupational calling

(r =-..49, p<.01), in full support of Hypothesis 5.
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CHAPTER FIVE:
STUDY 1 DISCUSSION

The primary purpose of Study 1 was to develop@ogide preliminary construct
validity evidence for a new instrument intendednasure the extent to which a person is
experiencing one or more Unanswered Occupationdh@s This was done through a series of
phases. In Phase 1, | drafted an initial set aofistelesigned to broadly and systematically sample
the content domain of the Unanswered Occupatioaling construct as defined by Berg et al.
(2010). | then submitted this initial item pooldix SMEs for a content validity analysis. Based
on that analysis, 25 items were determined to aatetyjucapture the content domain of the
Unanswered Occupational Calling construct. In PRasdl 25 items were administered together
with five additional instruments intended to assemsceptually similar constructs: answered
occupational callings, intrinsic and extrinsic wanltivation, work centrality, and calling

orientation.

Development of the Unanswered Occupation Calling Btrument

An EFA on the original 25-item scale indicated-&aétor solution. An interpretation of
these three factors indicated that Factors 2 aspbRe more to whether or not a person's current
occupation was their calling than to whether orthat person was experiencing an Unanswered
Occupational Calling. For example, a Factor 2 igeated, "If | could do it all over again, there is
another occupation that | would purse." As anotxample, a Factor 3 item stated, "l can't

imagine another occupation that would be more nmgdini to me than the one | currently have."
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Both examples use a person's current occupatiarcasparison to another. Factors 2 and 3
inadvertently contaminated the Unanswered OccupailtiGalling construct because each
assumes that a person can only have one answearepabional calling and, thus, confounds the
Unanswered Occupational Calling construct withahswered occupational calling construct.
As Dobrow and Tosti-Kharas (2011) explained, neittmastruct is binary nor necessarily exists
in the absence of the other; instead each exisits omvn continuum ranging from strong to
weak. In other words, an Unanswered OccupationtinGas not merely the lower end of the
answered occupational calling continuum, but isséirett construct. Because my research goal
was to create an instrument that contains no asctstontamination, | chose to eliminate Factors
2 and 3 from further consideration. Consequentthdse items to comprise the Unanswered
Occupational Calling instrument from Factor 1 only.

Originally, Factor 1 contained 12 items. Of thd2atems, six were retained. Because all
12 items loaded strongly on Factor 1, care wastaikehoose items that adequately sampled the
content domain of the Unanswered Occupational @ptionstruct. Specifically, three of the
items were chosen to reflect the ‘intrinsicallyosajble and meaningful' aspect of the construct,
while the other three were chosen to reflect gatial to identify' aspect. Once the items were
chosen, an EFA confirm that the instrument wasioredsional. The 6-item scale had a internal

consistency (Cronbach's alpha) estimate of .97.

Hypotheses
| predicted that Unanswered Occupational Callirmgilg be positively related to intrinsic
work motivation (H1), work centrality (H3), and taf orientation (H4) but negatively related

to extrinsic work motivation (H2) and answered qeational calling (H%). As predicted,
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Unanswered Occupational Calling was positivelytegldo intrinsic work motivatiornr (= .23,
p<.01), and negatively related to answered occapaticalling ( = -.49, p<.01). While
Unanswered Occupational Calling did have significatations with work centralityr (= -.23,
p<.01) and calling orientatiom € -.47, p<.01), they were in the opposite diratdithan
predicted. Positive relationships were predictesvben Unanswered Occupational Calling and
each of work centrality and calling orientation &ese it seems logical that those who score
highly on Unanswered Occupational Calling wouldessarily view work as central to their
identity (i.e., work centrality) and as a life'srpase (i.e., calling orientation), rather than rhere
a means to an end. Conceptually then, it seemsisagpthat Hypotheses 3 and 4 were not
supported by the data. However, a review of thekweentrality and calling orientation scale
items reveals a possible explanation for this saufitydings. Both instruments, and the calling
orientation instrument in particular, seem to ugemson's current job as a referent. For example,
one work centrality item states, "l would probakéep working even if | didn't need the
money," while one calling orientation item statédind my work rewarding." As such, rather
than assessing how important work is to a persiba'srespective of his or her current work
roles (i.e., work centrality) or a person'’s genera&ntations toward work (i.e., calling
orientation), these items seem to tap into howragrefeels about their current job. As such, a
negative relationship between Unanswered Occupati@alling and either of work centrality
and calling orientation, as operationalized in giigly, makes sense.

Finally, Unanswered Occupational Calling had @latronship with extrinsic work
motivation ¢ = .00, p> .05). While | predicted a negative rielaship between extrinsic work
motivation and Unanswered Occupational Callingsylafinding is not surprising given the

minimal conceptual overlap between the two. A pe'ssbelief that a particular occupation is his
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or her calling (i.e., enjoyable, meaningful, andtcal to identity) does not necessarily preclude
other motivations for pursuing that occupation,bsas power, prestige, competition, or money
(i.e., extrinsic work motivation). In fact, Amabiét al. (1994) theorized that intrinsic and
extrinsic work motivations were not mutually exalesof one another; that is, they are not polar

ends of one continuum, but distinct constructs.
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CHAPTER SIX:
STUDY 2

The purpose of Study 2 is twofold: (1) to genefatéher evidence of the construct
validity of the Unanswered Occupational Callingtinment by relating Unanswered
Occupational Calling to conceptually similar, budtohct, work-related constructs; and (2) to
explore the new construct's nomological networkddgiting Unanswered Occupational Calling
to a number of health- and job-related outcomes.

For Study 2, | chose to sample faculty membens fomiversities located across the
United States, rather than college students. Giyepmeaking, college students may not have
had the time or experience to develop a passioarttsvany particular occupation, potentially
obfuscating or attenuating hypothesized relatigmshDn the other hand, faculty members likely
vary in the extent to which they both (1) identifieir current occupation as their calling; and (2)

are experiencing an unanswered calling.

Distinguishing Conceptually Related Constructs

In Study 1, I intentionally limited the conceptyadlimilar constructs to those that were
most fitting to a convenience sample of collegelsiis. In other words, an individual's ability to
relate to the constructs of work centrality, insi;yand extrinsic work motivation, and calling
orientation, as operationalized, does not necdgsaquire a great deal of work experience.
Conversely, other job-related variables that areeptually similar to Unanswered

Occupational Calling do. As such, | first explotéd relationships between Unanswered
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Occupational Calling and conceptually related bstimct constructs that are more applicable to
Study 2's sample (i.e., faculty members) than Sfisty(1) answered occupational calling; (2)
work engagement; (3) job involvement; and (4) caceenmitment. As discussed above, |
primarily wish to establish that an Unanswered @eational Calling is not merely a low score

on any one of these similar constructs, but rathardistinct construct in and of itself.

Work Engagement

Work engagement is conceptually related to an Umarexd Occupational Calling, but
does not include Unanswered Occupational Calliogys definitional elements of meaningful
work that is central to identity. Specifically, vkoengagement is defined as a “positive, fulfilling
work-related state of mind that is characterizedigyr, dedication, and absorption” (Schaufel,
Bakker, & Salanova, 2006, p. 702). Scholars andtpi@ners alike tend to agree that work
engagement consists of two fundamental dimens{@y&nergy; and (2) dedication (e.qg.,
Bakker, Albrecht, & Leiter, 2011). Scholars contrio debate whether absorption is a
fundamental dimension or an outcome of energy &alicdtion (Bakker et al., 2011). Work
engagement has been empirically linked to selfttepgosychological and physical health
symptoms (Demerouti, Bakker, de Jonge, Jansserch&Beli, 2001; Hakanen, Bakker, &
Schaufeli, 2006; Peterson et al., 2008; ShiromP20&hile conceptually overlapping, |
anticipate that those who strongly endorse an Umaresi Occupational Calling will be less
engaged in their current work than those who do@ohsequently, | expect that the two
constructs will be negatively related.

Hypothesis 6 Unanswered Occupational Calling will be negagvelated to work

engagement.
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Job Involvement

Job involvement and work centrality are often caomided in the literature (Paullay et al.
(1994). Paullay et al. (1994) operationally distirsped the two related, but distinct, constructs.
Job involvement is the extent that a person isrélesbor preoccupied by aspects of their jobs.
Work centrality is defined as the extent that ahvidual views work as a main component in
his or her life. Conceptualized in this way, wodantrality is broader in scope than job
involvement in that work centrality reflects thepartance of work in an individual's life
irrespective of his or her current work roles.

Job involvement conceptually overlaps with Unansdeédccupational Calling, but does
not include Unanswered Occupational Calling's didinal elements of meaningful and
intrinsically enjoyable work that is central to rdiy. While conceptually overlapping, | expect
those who strongly endorse an Unanswered Occudialling to be less involved in their
current job. As such, | expect that the two willriegatively related.

Hypothesis 7 Unanswered Occupational Calling will be negagvelated to job

involvement.

Career Commitment

Career commitment is a measure of people’s commitnoetheir current career,
occupation, or profession, and has been operalyotigtinguished from job involvement and
organizational commitment (Blau, 1989). Career catm@ent and Unanswered Occupational
Calling conceptually overlap because both emphdbzénportance of work; however,
commitment to a career does not necessarily inghadicipating in meaningful and enjoyable

work that is central to identity.
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Career commitment has been empirically relateslitiodrawal cognitions and turnover
(Blau, 1989). It also has been successfully teateal mediator of the relationship between
occupational calling and relevant job-related omtes (Duffy et al., 2011b). As a potential
mediator between Unanswered Occupational Callimgj@in-related outcomes, | expect that
Unanswered Occupational Calling and career comnnitwél be negatively related.

Hypothesis 8 Unanswered Occupational Calling will be negativellated to career

commitment.

Answered Occupational Calling

The currently existing answered occupational cglimstrument assesses the extent that
an individual views theicurrentoccupation as their calling. An Unanswered Ocdopat
Calling, as defined in this paper, is the notioat @ person has an occupational calling, but is not
currently experiencing it in his or her current wooles. As such, while each construct deals
specifically with a person's attitude towards aipalar occupation, they differ as to the person's
present occupational experience. Conceptually spgakeakly identifying a current work role
as a calling is not synonymous with failing to puegs calling. Neither the answered
occupational calling nor the Unanswered Occupali@adling construct is binary or necessarily
exists in the absence of the other; instead eaiskseon its own continuum ranging from strong
to weak (Dobrow & Tosti-Kharas, 2011). In other d®ran Unanswered Occupational Calling
is not merely the lower end of the answered occopal calling continuum, but is a distinct
construct. Failure to have an answered occupatmaitthg would be associated with having an

Unanswered Occupational calling if the person heallang, but not if he or she does not. While
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theorized to be independent of one another, | d@xpect participants to score high on both.
Thus, | expect the two to be related negatively.
Hypothesis 9 Unanswered Occupational Calling and answeredpatmnal calling will

be related negatively.

Outcome Variables

| further propose to explore the relationshipsiMeein Unanswered Occupational Calling
and a variety of life-, job-, and health-relatedi@bles | expect to be related to Unanswered
Occupational Calling based on the foregoing literatreview. Those variables include life
satisfaction, job satisfaction, withdrawal intemiso physical symptoms, and psychological
distress as represented by depression, irritagiot anxiety. | expect Unanswered Occupational
Calling to have a negative relationship with jobs$action and life satisfaction. On the other
hand, | expect Unanswered Occupational Callingateehpositive relationships with withdrawal
intentions, psychological distress, and physicai@pms. Finally, | expect that Unanswered
Occupational Calling will contribute predictive amce in each of the foregoing life-, job-, and
health-related outcomes over and above that wkicbntributed by each of this Study 2's
conceptually-related but distinct constructs alone.

Hypothesis 10 Unanswered Occupational Calling will be positywedlated to
withdrawal intentions, psychological distress, phgsical symptoms.

Hypothesis 11 Unanswered Occupational Calling will be negativelated to job

satisfaction and life satisfaction.
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Hypothesis 12 Unanswered Occupational Callings will contribptedictive variance in
each of this Study 2's outcome variables over &odeathat which is contributed by each of

work engagement, job involvement, career commitieamd answered occupational calling.

Potential Moderating Effects of Unanswered Calling

There are a host of reasons why any given indalichay fail or have the inability to
pursue their occupational calling, such as, fomngXa, a lack of time, talent, or means.
Consequently, this study further proposes to explioe possibility that Unanswered
Occupational Calling might moderate the relatiopshetween answered occupational calling
and this study's outcome variables. As previousgussed, Duffy et al. (2012) demonstrated
that living a calling was a significant moderatéttwe relationships between having a calling and
career commitment and work meaning, such that thdsewere living an occupational calling
were more committed to and derived more meaning ficeir careers than those who merely
had, but were not living, a calling. This resediatther demonstrated that having an
occupational calling is indirectly related to jadtisfaction through commitment and work
meaning, but only for those also having the opputyuo live out that calling. The body of
literature on occupational calling further suppof19 positive relationships among answered
occupational calling and life and job satisfactiand (2) negative relationships among answered
occupational calling and psychological distresswaitddrawal intentions.

Extrapolating from the foregoing research resuitgnswered calling might moderate the
relationships between answered calling and jobliéadatisfaction, such that these relationships
remain significantly positive only for those whase low on Unanswered Occupational Calling.

Similarly, the predicted negative relationshipsiesn answered occupational calling and
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physical and psychological health symptoms anddséival intentions may hold only for those
who score low on Unanswered Occupational CallirgfuFther investigate these suppositions, |
propose to use moderated regression to test tlesvioh hypotheses:

Hypothesis 13 Unanswered Occupational Calling will moderatepbsitive
relationships between answered occupational cadlimtjjob and life satisfaction, such that these
relationships will be weaker for those high on Uswaered Occupational Calling.

Hypothesis 14 Unanswered Occupational Calling will moderateribgative
relationships between answered occupational cadlimfphysical symptoms, psychological
distress, and withdrawal intentions, such thatehetationships will be weaker for those high on

Unanswered Occupational Calling.
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CHAPTER SEVEN:
STUDY 2 METHOD
Participants

In total, 493 faculty members attempted to takeomljne survey in response to my
recruitment emails (see Procedure below). Fiftdeghase participants were excluded from the
sample for failure to meet Study 2's inclusionesid that he or she must be currently employed
as a faculty member. One hundred additional paditis were excluded from the sample
because they failed to answer a sufficient numbsurrey questions (more than a few of one
measure) for analysis purposes. Consequently, Q'sdsample consisted of 378 faculty
members from 36 public universities located actbhedJnited States. Aa priori poweranalysis
indicated that | needed a sample size of 300 topabficipants to achieve adequate power to
detect the small moderating effects hypothesizatdisstudy. This study's sample size meets
this criterion.

Of the 378 patrticipants, 178 were females and WwéR male (37 missing). Of the 378
participating faculty members, 4 were instructdes were lecturers, 65 were assistant professors,
125 were associate professors, and 136 were fafegsors or of higher professional rank (4
missing). The mean age of the participants waseastsyED = 11.76), with a range from 27 to
82 years old. The mean job tenure of the particgparas 14 years, with a range of .08 to 46

years.
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Procedure

Recruitment of participants for Study 2 proceentestages. For Stage 1, publicly
available email addresses for faculty members laaid tlepartment chairs were compiled by
searching public university websites across thddg$hat information. For Stage 2, | requested
via email (see Appendix C) the department chaifsward to their faculty members the web
link to my online survey. For Stage 3, | sent viaad (see Appendix D) a follow-up request to
voluntarily participate in my online study directly the individual faculty members of each
department in which the chair was contacted in&fadg=ach consenting faculty member took all
survey instruments online through a web-based guadeninistrator. A letter preceded entry into
the actual survey instruments that informed pgoéints of the nature and content of the
guestionnaire, that participation was completeljumtary and anonymous, and that they must be
currently employed as a faculty member. | receiN8l approval for this research protocol prior

to data collection (IRB#: Pro00011845).

Measures
All Study 2 scale items are included in AppendixTBble 3 contains the intercorrelations
among and the mean, standard deviation, and inteonaistency reliability (Cronbach's alpha)

estimate for each of this study's measurementimsnts.

Work Engagement

The 9-item scale developed by Schaufeli et al. §20as used to assess the extent to

which participants are engaged at work as repredé their aggregated scores on the three
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dimensions of work engagement (1) vigor; (2) dettbeg and (3) absorption. This scale had 6

response options ranging fromriege) to 6 @lwaysg.

Job Involvement

To assess job involvement, | used the 13-itemirslelvement subscale of Paullay et
al.'s (1994) Job Involvement scale. The full vensab this scale consists of two subscales: (1)
role involvement (13 items); and (2) setting invatvent (14 items). Role involvement is defined
as the degree to which an individual "is engagetienspecific tasks that make up [his or her]
job" (p. 225). Setting involvement is defined as éxtent to which an employee "finds carrying
out the task of [his or her] job in the present gmvironment to be engaging.” (p. 225). This
study is primarily concerned with the extent thedple are drawn to a particular line of work,
rather than the settings in which that work mayabeomplished. For that reason, | assessed job
involvement by the role involvement subscale ofilyis scale had 6 response options ranging

from 1 (strongly disagregto 6 Gtrongly agreg

Career Commitment
| used Blau's (1989) career commitment scale tesassach participant's level of
commitment to his or her current career. This fitgeale had 6 response options ranging from 1

(strongly disagregto 6 strongly agreg

Answered Occupational Calling
| assessed the extent that each participant peséneircurrentoccupation as his or her

calling through an adapted version of Dobrow andtifiéharas's (2011) 12-item answered
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occupational calling measure. Dobrow and Tosti-lik& answered occupational calling
measure was specifically designed to tap into aqudar occupation, for example, music,
artistry, or business. As such, | adapted each a@ktinis measure to specifically attend to the
profession of academia. | chose the term academigptresent the profession of a faculty
member because it is broad enough to capture timugaasks that a faculty member may
engage in, including, but certainly not limited tesearching, teaching, and student mentoring.
As used in the scale, the general term "academi@ialified to be discipline-specific. This scale

had 6 response options ranging fronsttqngly disagregto 6 strongly agreg

Physical Symptoms Inventory
| used a measure developed by Spector and Jex)(i®88sess the extent to which the
participants have experienced 13 different physgaiptoms over the past 30 days. This

measure had 5 response options ranging fronotldt al) to 5 Eeveryday.

Work-Related Psychological Distress

| used three dimensions of emotional strain frommdbale developed by Caplan, Cobb,
French, Van Harrison, and Pinneau (1980) to asgedsrelated psychological distress. This
Work-Related Depression, Anxiety, and Irritatioragcconsists of a total of 12 items.
Participants were instructed to rate the frequewitly which they experience depressive (6
items), irritable (3 items), and anxious (3 itersgnptoms over the past month. There were 6

response choices from aqt at al) to 6 (®veral times per d3y
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Life Satisfaction
The 5-item Satisfaction with Life scale developgdiener, Emmons, Larson, and
Griffin (1985) was used to assess the participaoghitive appraisal of their well-being

(SWLS). This scale had 6 response options rangorg i 6trongly disagregto 6 Strongly

agrese.

Job Satisfaction

The job satisfaction subscale of the Michigan Oizrtional Assessment Questionnaire
was used to assess the overall job satisfacti@adi participant (Cammann, Fichman, Jenkins,
& Klesh, 1983). This 3-item scale had 6 respong®ng ranging from 1strongly disagregto 6

(strongly agreg

Withdrawal Intentions
| used a single item to assess withdrawal intesti@pecifically, participants were asked
how often they have seriously considered quitthregrtjob (Spector, Dwyer, Jex, 1988).

Response options ranged frorngéye) to 6 Extremely often

Demographics

Each participant was asked questions regarding délgei, gender, professional rank (e.g.,

assistant professor), and job tenure.
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CHAPTER EIGHT:
STUDY 2 RESULTS
Factorial Validity

Using theMPlus, version 7, | conducted a series of confirmatatdr analyses (CFAS)
to confirm that the items for the Unanswered Octiopal Calling scale load on a factor distinct
from the items of answered occupational callingtknengagement, job involvement, and career
commitment. For each pair, | compared a singlesfattodel to a 2-factor model. Because all
Study 2 variables were measured using Likert-sc#tesweighted least squares means and
variance adjusted (WLSMV) estimator was used, ratien maximum likelihood (Kline, 2012).
As a result, a typical chi-square difference testniodel comparison purposes is inappropriate
(Kline, 2012). Instead, | ran the chi-square DIFSTEoption available iMPIlus, which is
designed specifically for use with the WLSMV esttoraFor ordinal measures, a CFIl of .95 or
higher and a WRMR of 1.0 or lower (Yu, 2002) indesagood model fit to the data.

As summarized in Table 4, for each pair, the 2efiasolution was a significantly better
fit to the data than the single-factor solutionraicated by the chi-square DIFFTEST. Without
exception, the CFI values indicated that each Bfaolution was a good fit to the data. For all
comparisons, except for Unanswered Occupationdin@akith job involvement, the WRMR
values were higher than 1.0 (1.53 to 1.90). In¢hzasses, however, the 2-factor solutions
generated much lower WRMR values than the singtesfasolutions (7.74 to 12.35). Finally, for
all analyses, the Unanswered Occupational Caltergs loaded no less than .84 on their own

factor.
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Table 3. Intercorrelations among Study 2’'s Focal Variables

Variables M SD 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16
1. UOC 2.28 1.37 (.96)

2. Work Engagement 451 0.89  -.44* (.93)

3. Job Involvement 5.27 0.56  -.20**  54** (.82)

4. Career Commitment 4.92 1.03  -.66** .64** .32** .88)

5. AOC 4.38 0.10  -49%  52%  39¥  fl** (.92)

6. Physical Symptoms 1.74 0.53 .28 -23* 000 32% -15*  (.82)

7. Depression 2.13 0.63 33 -52% L 1T7F -.48%* -.28** A3F* (.89)

8. Irritation 2.08 0.61 30%% -24% 0.02 -32% 27*  36%  .34* (.89)

9. Anxiety 2.13 0.65 30% - 32%* -0.09 -37* -20  .45% S A1x* (.75)

10. Life Satisfaction 4.55 120 -35% Bl Q7% G7*  31* -33% - 68%  -31* - 41 (.92)

11. Job Satisfaction 5.06 116  -46% 59 27% 72%  AG¥ . 34% B8 . 36** - 40** 67 (.89)

12. Withdrawal Intent 1.82 0.98 AQrr AR LT - B4% - 427 .33** .38** .34** 28** - 47 -68** na

13. Sex - - 0.08 -0.03 0.10 -12*  -0.05 .22% 0.04 -0.01 0.07 -0.01 -0.08 .19* na

14. Age (years) 50.62 11.76 -.15% 15% 2% 0.10 .11* -23* =12 197 - 30% 0.09 12* -12*  -p* na

15. Tenure (years) 14.71 11.58 -0.09 0.09 0.03 0.0%0.07 -.16** -11* -14% 24 0.09 A1 -12x -3 79* na

16. Professional Rank - - =21 0.10 0.06 .17 31 -24**  -11* -0.06 -19%  21%  19% - 18* -13* 58  52% na

Notes. Sex (1 = male; 2 = female)
UOC = Unanswered Occupationa Calling; AOC = Ans@éecupational Calling
** Correlation is significant at the 0.01 level (@iled).

* Correlation is significant at the 0.05 level @ied).
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Table 4. Summary of Study 2 CFA Analyses.

Model XZ DIFFTEST df D CEl WRMR
UOC & AOC
Single-Factor - - - 0.62 10.86
2-Factor 752.362 1 0.00 0.97 1.54
UOC & JI
Single-Factor - - - 0.50 14.48
2-Factor 5608.846 1 0.00 0.99 1.01
UoC & CC
Single-Factor - - - 0.68 7.74
2-Factor 530.971 1 0.00 0.96 1.90
UOC & WE
Single-Factor - - - 0.70 12.35
2-Factor 989.409 1 0.00 0.98 1.53

UOC = Unanswered Occupational Calling; AOC = AnsageDccupational Calling;
JI = Job Involvement; CC = Career Commitment; W&erk Engagement

Discriminant Validity

As predicted by Hypotheses 6 through 9 and sunzediin Table 3, Unanswered
Occupational Calling was negatively related to wemnigagement (H6;= -.44, p<.01), job
involvement (H7y = -.20, p<.01), career commitment (H8; -.66; p<.01), and answered

occupational calling (HS; = -.49, p<.01).

Nomological Network

As predicted by Hypotheses 10, the zero-ordeetations (summarized in Table
3) showed that Unanswered Occupational Callingpesgtively related to withdrawal intentions
(r = .44, p<.01), depression#£ .33, p<.01) , irritationr(= .29, p<.01), anxiety (= .30, p<.01)
and physical symptoms € .28, p<.01). As predicted by Hypothesis 11, Uneared
Occupational Calling was negatively related togakisfactioni( = -.46, p<.01) and life

satisfactioni( = -.35, p<.01).
49



Finally, | conducted a series of multiple regreasanalyses to test Hypothesis 12, which
predicted that Unanswered Occupational Calling ew@xiplain predictive variance in each of the
foregoing outcome variables over and above thathvivas explained by each of this Study 2's
conceptually-related constructs (i.e., work engag@njob involvement, career commitment,
and answered occupational calling). | regresseld eatcome on Unanswered Occupational
Calling and only one of the conceptually-relatedstoucts simultaneously. As summarized in
Table 5, Unanswered Occupational Calling explaimedlictive variance in each of this Study
2's outcome variables over and above that whichexpkined by each conceptually-related
construct alone, except for career commitment. Swaned Occupational Calling explained
unique predictive variance over and above caremnutment in irritation only. Taken together,

Hypothesis 12 was partially supported.

Moderating Effects

Hypotheses 13 and 14 predicted that Unansweredpg@tonal Calling would moderate
the relationship between answered occupationahgadind each of Study 2's outcome variables,
such that those relationships would be weakerhfose high on Unanswered Occupational
Calling. To test the moderating effects of Unangdddccupational Calling on the relationship
between answered occupational calling and eadhi®study's outcome variables, | ran a series
of moderated regression analyses. | entered i Sthe answered occupational calling and
Unanswered Occupational Calling variables. In &teje cross-product of those two variables
was entered. As summarized in Table 6, neither Hhgsis 13 nor Hypothesis 14 was supported
because the cross-product failed to account faggraficant amount of variance in any of the

outcome variables. As such, there was no needtdh@ results for interpretation purposes.
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Table 5. Study 2;s Multiple Regression Analyses.

Psychological Distress

Withdrawal Physical Job Life
Intentions Depression Irritation Anxiety Symptoms Satisfaction Satisfaction
p p p p p p p

uocC .38** A3** 23** 20** 22%* -.25%* - 15%*
WE -.28** - 47** - 14%* - 23** -.13* A8** A4**
R? .26** 29** .10** 13 .09** A0** 27**
uocC A3 31** 31** 29** 29** - 42%* -.33**
Jl -.08 -.10 .08 -.03 .06 .18** .10
R? 20%* 2% .09** .09** .08** 24** 13
uocC .04 .03 14* .10 A1 .02 .05
CcC -.62** - 47** - 23** -.30** - 25** T3 61**
R? A1 23** B Rl 4%+ I Rl H1** 33**
uocC 31** 26** 21%* 26%* 27** -.32*%* -.25%*
AOC - 27%* -.16** =17 -.07 -.01 .30** 19**
R? 25** 13** .10** .09** .08** .28** 15%*

UOC = Unanswered Occupational Calling; AOC = Anssde©ccupational Calling;
JI = Job Involvement; CC = Career Commitment; W& ark Engagement

** Correlation is significant at the 0.01 level {@ied).

* Correlation is significant at the 0.05 level @hed).
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Table 6. Study 2’s Moderated Regression Analyses.

Psychological Distress

Withdrawal Physical Job Life
Intentions Depression Irritation Anxiety Symptoms Satisfaction Satisfaction
B B B B B B B

Step 1
uocC 31** .26%** 21%* .26%* 27 -.32%* -.25%*
AOC -27%* -.16** - 17** -.07 -.01 .30** .19**
R2 .25%* 13%* .10** .09** .08** .28** .15%*
Step 2
uocC 31** 27 - 17** 27 .28*%* -.32%* =27
AOC =27 =17 21%* -.08 -.02 .30** .20%*
UOC x AOC .00 .08 .02 .02 .04 -.02 -.09
AR2 .00 .01 .00 .00 .00 .00 .01

UOC = Unanswered Occupational Calling; AOC = AnssdeDccupational Calling
** Correlation is significant at the 0.01 level {@Hed).
* Correlation is significant at the 0.05 level @ked).
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CHAPTER NINE:
STUDY 2 DISCUSSION
Study 2's primary purpose was twofold: (1) to gatesfurther evidence of the construct
validity of the Unanswered Occupational Callingtioment; and (2) to explore the new

instrument's nomological network.

Factorial Validity

A series of CFAs supported the distinctiveneshefUnanswered Occupational Calling
instrument from other conceptually-related conggucamely work engagement, job
involvement, career commitment, and answered od¢imud calling. The results of the CFAs
confirmed that the data fit a 2-factor solutionedactor consisting only of the Unanswered
Occupational Calling items, and one factor confogrto the conceptually-related construct
items. As predicted by Hypotheses 6 through 9, Wwaned Occupational Calling was
negatively related to work engagement (H6;-.44, p<.01), job involvement (H7 = -.20,
p<.01), career commitment (HB:= -.66; p<.01), and answered occupational callih@; r = -
49, p<.01). Taken together, the results of theofa@nd correlational analyses lend support to the

factorial validity of the Unanswered Occupationallidg instrument.

Nomological Network
As predicted by Hypotheses 10, Unanswered OcaupatiCalling was positively related

to withdrawal intentionsr(= .44, p<.01), depression£ .33, p<.01) , irritationr(= .29, p<.01),
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anxiety ¢ = .30, p<.01) and physical symptoms=(.28, p<.01). As predicted by Hypothesis 11,
Unanswered Occupational Calling was negativelyteel#o job satisfactiorr = -.46, p<.01) and
life satisfaction i = -.35, p<.01).

Finally, as predicted by Hypotheses 12, Unansw@mezlipational Calling explained
unique variance in each of this Study 2's outcoar@ables over and above that which was
explained by each conceptually-related but distwoctstruct (i.e., work engagement, job
involvement, answered occupational calling), exéeptareer commitment. The extant
literature suggests that career commitment medih&erelationship between occupational
callings and job-related outcomes (Duffy et al.1P), which might explain Unanswered
Occupational Calling's failure to account for patishe variance in this study's outcomes over
and above that which was accounted for by careanmatment alone.

Each of this study's outcome variables was regtesa Unanswered Occupational
Calling and career commitment simultaneously. Aarsalyzed, if career commitment is a
mediator of the effects of Unanswered Occupati@alings on any one of this Study's outcome
variables, then it would not be surprising for Ussaared Occupational Calling's regression
coefficient to be insignificant. To explore thisgsility, | ran a series of Sobel tests using SPSS
macro developed by Preacher and Hayes (2004). Téstseprovide preliminary cross-sectional
evidence that career commitment: (1) fully mediatexleffects of Unanswered Occupational
Calling on physical symptom$Sg¢bel's = 3.29, p<.01), depressio8dbel z= 6.77, p<.01),
anxiety Sobel z= 4.98, p<.01), life satisfactio®0bel's = -8.71, p<.01), job satisfaction
(Sobel's z -10.89, p<.01), and withdrawal intentioi®bel's z 9.24, p,.01); and (2) partially
mediated the effects of Unanswered Occupationdin@abn irritation Sobel's z 3.39, p<.01) .

Longitudinal work is required to bolster confidenoghese preliminary results.

54



Moderating Effects

Hypotheses 13 and 14 predicted that Unansweredp@atonal Calling would moderate
the relationship between answered occupationahgadind each of Study 2's outcome variables,
such that those relationships would be weakerhfose high on Unanswered Occupational
Calling. Specifically, | hypothesized that UnansegeOccupational Calling would moderate: (1)
the positive relationships between answered ocaupaltcalling and job and life satisfaction, (2)
the negative relationship between answered ocaupatcalling and physical symptoms,
psychological distress, and withdrawal intentiohsne of these predictions were supported.

A review of the literature offers an explanation these null findings. Scholarly work on
occupational callings has suggested at least fi#ereint occupational calling groups: (1)
currently living a calling; (2) searching for aload); (3) perceiving but not pursuing a calling;
(4) irrelevancy of a calling; and (4) perceivingadling in addition to living a calling (e.g., Dik
& Duffy, 2009; Duffy et al., 2012). The primary pagse of Study 2's research design was to
distinguish the Unanswered Occupational Callingstart from other conceptually-related
constructs and to explore its nomological netwdirtuas not specifically designed to place
individuals into any one or more of the foregoingrbups. For example, those for which a
calling is irrelevant should not be included irheit of the Unanswered Occupational Calling or
answered occupational calling groups. If not idesdiand excluded, the scores of these
individuals might attenuate the relationships amihvege constructs and other variables.
Specifically, failure to place individuals into theccupational calling groups may have

obfuscated any potential moderating effects prediat this study.
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CHAPTER TEN:
GENERAL DISCUSSION

There is a limited body of research that illumesathe various positive life-, health-, and
work-related outcomes that an individual may exgreze through the pursuit of his or her
occupational calling. The extant literature on guational callings, however, rarely considers the
possible detrimental effects of having an occupati@alling other than to explain unexpected
study results. These unexpected study resultschattadverse psychological- and job-related
outcomes when an individual fails or does not htheeability to pursue an occupational calling,
a concept this paper referred to as an Unanswetedpational Calling. This paper defined an
Unanswered Occupational Calling as an occupaticedahg that an individual perceives, but is
not currently pursuing. Scholarly work is neede@xplore the individual and organizational
consequences of an individual's experience of aanslwered Occupational Calling.

Consequently, the purpose of this research wafltekd1l) to develop and generate
preliminary construct validity evidence for a newdgveloped Unanswered Occupational Calling
instrument; and (2) to explore the nomological reetnof the new instrument. To that end, |
conducted two studies, the first of which was reggiifor initial scale construction. The central
purpose of the second was to explore the nomolbgetavork of Unanswered Occupational
Callings. To my knowledge, this paper is the fastolarly attempt to operationalize the
Unanswered Occupational Calling construct and paer the individual and organizational

consequences of an individual's experience of aanslwered Occupational Calling.
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Overall, Study 1 and 2 support the construct wgliof the newly developed Unanswered
Occupational Calling instrument. As expected, tmatswered Occupational Calling instrument
was shown to relate positively to intrinsic work timation and negatively to work engagement,
job involvement, career commitment, and answeredational callings. Also as expected,
those who more strongly endorsed an Unansweredpg@tional Calling also tended to
experience more physical symptoms, psychologicdtess, and withdrawal intentions and less
job and life satisfaction. These results are coasisvith previous research that suggested that
there may be detrimental effects of perceiving,fmitpursuing, an occupational calling (e.qg.,

Dik & Duffy, 2009; Duffy et al., 2012; Duffy et al2011b; Duffy & Sedlacek, 2007).
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CHAPTER ELEVEN:
LIMITATIONS, FUTURE RESEARCH, AND CONCLUSIONS
Limitations

The results of this study are promising givediistations. First, the samples of Study 1
and Study 2 represent distinctively different exéapf the working population. Study 1
consisted largely of young females working in garte jobs. The entire sample consisted of
undergraduate college students. Consequentlyprbisable that many of the participants
perceived an Unanswered Occupational Calling sirbptause they did not yet possess the
educational credentials to pursue their occupatioaléings. This conclusion is bolstered by
Study 1's high mean on the Unanswered Occupatoaliéihg instrument (M = 4.66) and low
mean on the answered occupational calling instraifhr= 2.93) .

As compared to Study 1's sample, Study 2's saggrlerated a low mean on the
Unanswered Occupational Calling instrument (M =82anhd a high mean on the answered
occupational calling instrument (M = 4.38). A titeenfirmed that the means of these two
groups (i.e., college students and faculty memhdfred significantly for Unanswered
Occupational Callingt(637) = 22.24, p<.01) and answered occupationfhgalt(613) = -15.59,
p<.01). This result is not surprising because Stlgwample consisted entirely of university
faculty members, a group that must dedicate a laogeber of years to their education (a feat
that might require a great deal of passion forooalkbsen work). Given these sample differences,
it would not have been surprising if the Unanswededupational Calling instrument, which was

developed on a sample of college students, fadedlate as hypothesized in a group of faculty
58



members. Instead, the instrument not only relaiebtiidy 2's outcome variables as expected, but
also demonstrated discriminate validity againstceptually-related constructs. However, future
research should conduct further validation reseanckamples of the working population that

fall somewhere in between college students andeusity faculty members in terms of calling
pursuit.

Second, this study did not categorize individuats occupational calling groups for
analytic purposes. As suggested by the extant atimual callings literature, there are
potentially 5 different occupational calling groupse of which consists of those for which an
occupational calling is irrelevant (e.g., Dik & Dyf2009; Duffy et al., 2012). Including such
individuals into any of the other calling groupsg(eanswered, unanswered, searching) might
attenuate the relationships among occupationahgatbnstructs and other variables. Future
work in this area should pay careful attention teether these group distinctions could affect
study results.

Finally, both studies employed a cross-sectioas¢arch design. While cross-sectional
work is appropriate in the nascent stages of coaisand scale development, longitudinal work
is required to advance the literature on and therttical development of Unanswered
Occupational Callings. For example, does the exitgte®f an Unanswered Occupational Calling
lead to adverse job- and health related consegaeggeh as job dissatisfaction, or vice versa as

RFT suggests?

Future Research Directions
First, more theoretical development is requiredriderstand the experiences of

occupational callings and the job- and health-eelaionsequences thereof. This is especially
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true for Unanswered Occupational Callings. To mgwiedge, Hall and Chandler (2005) are the
only scholars to offer theoretical explanationstfa psychological experiences and job-related
successes of a person living their calling. Whildlldnd Chandler's theoretical explanations are
helpful in explaining the job- and health-relatedammes of an answered occupational calling,
they provide little insight into what one experieaavhen he or she is unable to answer an
occupational calling. In order to advance work acugpational callings, it is imperative that
scholars work to understand the circumstances umlkieh a person might experience: (1) an
Unanswered Occupation Calling; and, more imporya#l) adverse job- and health-related
consequences as a result thereof.

Second, if Unanswered Occupational Callings leaaltverse job- and health-related
outcomes as this study suggests, then researcbvotohmitigate against those adverse
outcomes is important. RFT, although not spedifiadeveloped to understand the experiences
of an Unanswered Occupational Calling, suggestsiteavention-focused employees may
actively ruminate on an Unanswered Occupationdir@ghs one way to dissociate from and
reduce current job dissatisfaction (e.g., Berd.e2810). Rumination, unfortunately, is an
avoidance or emotion-focused coping strategy thatriot been met with positive outcomes
(e.q., Fortes-Ferreira et al., 2006; Gibbon et2fl1,1).

Research suggests that problem-focused copinggita are more effective (e.g., Fortes-
Ferreira et al., 2006; Koeske, Kirk, & Koeske, 1p®¥erg et al.'s (2010) qualitative study
revealed two problem-focused coping strategies ligiwthose experiencing an Unanswered
Occupational Calling may protect against relateceesk outcomes: (1) Job Crafting; and (2)
Leisure Crafting. Pursuing an Unanswered Occupati@alling is one way for an individual to

cope with stress experienced within his or herentroccupation; but, for some, pursuing an
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Unanswered Occupational Calling is not a viableaspfe.g., lack of time, talent or means). For
these employees, other problem-focused copingegies may prove successful. Incorporating
aspects of an Unanswered Occupational Callingaatoent work roles or leisure times may be
two practical problem-focused coping strategieslitminate or reduce negative outcomes
associated with the inability to pursue an occuyreti calling. Future empirical work could test
whether these hypothesized crafting strategies workitigate against adverse consequences of

an Unanswered Occupational Calling.

Conclusions

With the help of the newly developed Unansweredupational Calling instrument
(Study 1), this thesis is the first to directlyttdse proposition that an inability to pursue one's
occupational calling may lead to adverse job- agalth-related consequences (Study 2), as
suggested by past research (e.g., Dik & Duffy, 2aé#fy et al., 2012; Duffy et al., 2011b;
Duffy & Sedlacek, 2007). Study 2 demonstrated thase who strongly endorse an Unanswered
Occupational Calling tend to experience lower Iswljob and life satisfaction, and higher
levels of physical symptoms, psychological distressl withdrawal intentions. Future
theoretical and empirical work is required to gaifuller understanding of the mechanisms that
link Unanswered Occupational Callings with advgode and health-related consequences and
to explore possible ways to mitigate against th&spide negative effects of an Unanswered

Occupational Calling.
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Appendix A: Original 25 Unanswered Calling Iltems

Think about your CURRENT JOB and then indicate how much you agree of o
disagree with each of the following statements: bt 2 ¥ 3
= %]
2ls | & w g | 8
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1. |feel drawn to an occupation other than my own. (Ip
2. | often think about an occupation other than my own (D)
3. If I could do it all over again, there is another @cupation that | would
pursue. (D)
4. | can'timagine another occupation that would be mee meaningful to
me than the one | currently have. (R) (M)
5. I can'timagine another occupation that would be mee enjoyable to me
than the one | currently have. (R) (E)
6. | was meant for my current occupation. (R) (1)
7. Iflcould do it all over again, | would pursue thesame occupation. (R)
(©)
8. 1 would enjoy work more if | had a different occupation. (E)
9. There is another occupation that | would enjoy morghan my own. (E)
10. | am passionate about work done in another occupain. (D)
11. There is another occupation that would be more meangful to me than
my own. (M)
12. |feel drawn to another occupation that reflects mywork values. (D) (1)
13. | feel drawn to another occupation that reflects mypersonal values. (D)
0]
14. There is another occupation that inspires me moreitan my own. (D)
15. |feel a sense of destiny towards another occupatio(D)
16. | feel pulled towards another occupation that reflets the values that |
hold. (D) (1)
17. |feel pulled towards another occupation that reflets the goals | want to
achieve. (D) (1)
18. | fantasize about another occupation that holds mesng for me. (M)
19. | personally identify with an occupation that | don't currently have. (1)
20. | am drawn to another occupation because | expeche work to be
personally fulfilling (M)
21. | feel called to an occupation that | don't currenty have. (D)
22. | am drawn to another occupation because | expeche work to be
personally satisfying. (D) (E)
23. | am drawn to another occupation because | expeche work to be
pleasurable (D) (E)
24. | am drawn to another occupation because | expeche work to be
meaningful (D) (M)
25. | am drawn to another occupation because | expechée work to be

enjoyable. (D) (E)
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Items Eliminated by SMEs:

CoNooA~LODE

While at my current job, | often think about pursyia different kind of work.
I was destined for my current occupation (R).

The occupation | wish | had is more like me thanawn.

Work would be more meaningful to me if | had aeliént job.

I am inspired by the occupation | wish | had.

There is another occupation that would make me ieagipan my own.

I think | would be happier if | had a different job

The occupation | wish | had reflects my life goals.

There is another job that | would be prouder to rcgl own.

. 1 would be prouder of my work if | had a differgob.

. I would be more involved in my work if | had a difént job.

. 1 think pursuing a different job would produce g changes in my life.

. 1 think that | would gain personal satisfaction dould pursue a different job.
. 1 think that my purpose in life would be fulfillétll had a different occupation.
. I have a job in mind that | would rather have.

. 1 don't get to do the kind of work | want to donay current job.
. I dream of pursuing a different line of work.

. 1 think a different line of work would be more p&mable than what | currently do for work.
. I would rather be pursuing another line of work.
. My life would be positively impacted by participadj in a different occupation.
. There is another occupation | wish to pursue.
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Appendix B: Study 1 Measures

Answered Occupational Calling(Dobrow & Tosti-Kharas, 2011)

Think about your CURRENT JOB and then indicate to what

extent you agree or disagree with each of the folldng o 5‘ o o 5‘
statements. 20 S0 | =2 | > © z
S |82 |EQ |E8 |88 |58
o u [SIR) 20 25 o 5 o5
»© E o w o m® E © D ©
1. | am passionate about what | currently do for work.
2. |l enjoy what | currently do for work.
3.  What I currently do for work gives me immense
personal satisfaction.
4. | would sacrifice everything to do what | currently
do for work.
5. The first thing | often think about when | describe
myself to others is what | currently do for work.
6. | would continue what | do for work even in the fae
of severe obstacles.
7. | know that what | currently do for work will alway s
be part of my life.
8. | feel a sense of destiny about what | currently déor
work.
9. What | currently do for work is always in my mind
in some way.
10. Even when not at work, | often think about it.
11. My existence would be much less meaningful withou
what | currently do for work.
12. What | currently do for work is a deeply moving and
gratifying experience for me.
Intrinsic and Extrinsic Work Motivation (Amabile et al., 1994)
Please indicate the extent to which each of the folving " o
statements is true of you: g o2 2 2 s 2
= S w — [}
gg | E% =3 ggge
D o 3 o 3> = E=o
c o (2= & s < ® ®© O
1. | enjoy tackling problems that are completely new @
me.
2. |l enjoy trying to solve complex problems.
3. The more difficult the problem, the more | enjoy
trying to solve it.
4. | want my work to provide me with opportunities for
increasing my knowledge and skills.
5. Curiosity is the driving force behind much of whatl
do.
6. |wantto find out how good I really can be at my
work.
7. | prefer to figure things out for myself.
8. What matters most to me is enjoying what | do.
9. Itis important for me to have an outlet for self

expression.
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10.

| prefer work | know | can do well over work that
stretches my abilities.

11.

No matter what the outcome of a project, | am
satisfied if | feel | gained a new experience.

12.

I'm more comfortable when | can set my own goals.

13.

| enjoy doing work that is so absorbing that | foget
about everything else.

14.

It is important for me to be able to do what | most
enjoy.

15.

| enjoy relatively simple, straightforward tasks.

16.

I am strongly motivated by the [grades] [money] | an
earn.

17.

I am keenly aware of the [GPA (grade point averag¢)
[promotion] goals | have for myself.

18.

I am strongly motivated by the recognition | can emn
from other people.

19.

| want other people to find out how good I really an
be at my work.

20.

| seldom think about [grades and awards.] [salary ad
promotions.]

21.

I am keenly aware of the [goals | have for gettingood
grades.] [income goals | have for myself.]

22.

To me, success means doing better than other people

23.

| have to feel that I'm earning something for whatl
do.

24,

As long as | can do what | enjoy, I'm not that
concerned about exactly [what grades or awards | ¢a
earn.] [what I'm paid.]

25.

| believe that there is no point in doing a good jo if
nobody else knows about it.

26.

I'm concerned about how other people are going to
react to my ideas.

27.

| prefer working on projects with clearly specified
procedures.

28.

I'm less concerned with what work | do than what |
get for it.

29.

I am not that concerned about what other people timk
of my work.

30.

| prefer having someone set clear goals for me inym
work.

Work Centrality (Paullay et al., 1994)

Please indicate how much you agree or
disagree with each of the following
statements:

strongly
disagree
moderately
disagree

slightly

disagree

slightly
agree

moderately
agree

strongly
agree

1) Work should only be a small part of one’s

life. R

2) In my view, an individual's personal life
goals should be work oriented.

3) Life is worth living only when people get
absorbed in work.
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4) The major satisfaction in my life comes
from my work.

5) The most important things that happen to
me involve my work.

6) | have other activities more important
than my work. R

7) Work should be considered central to life.

8) | would probably keep working even if |
didn’t need the money.

9) To me, my work is only a small part of
who | am. R

10) Most things in life are more important
than work. R

11) If the unemployment benefit was really
high, | would still prefer to work.

12) Overall, | consider work to be very
central to my existence.

Work Orientation (Wrzesniewski et al., 1997)

Please indicate how much you agree or

= ]
disagree with each of the following . % @ @ % -
statements: 59 To >0 > © 5
s o (Ol e)) = D = O v O c @
o ® T © L © < o T O ) Q
5.9 IR 29 25 o5 5o
n © Eo wo " ® E n ©
1. |find my work rewarding. Job/Calling
2. | am eager to retire. Job/Calling (R)

3. My work makes the world a better
place. J/C

4. | am very conscious of what day of the
work week it is and | greatly anticipate
weekends. | say, 'Thank God it's
Friday!" J/C (R)

5. Itend to take my work with me on
vacations. J/C

6. | expectto be in a higher level job in five
years. Career

7. 1 would choose my current work life
again if | had the opportunity. J/C

©

| feel in control of my work life. J/C

9. | enjoy talking about my work to others.
JIC

10. | view my job primarily as a stepping
stone to other jobs. Career

11. My primary reason for working is
financial-to support my family and
lifestyle. J/C (R)

12. | expect to be doing the same work in
five years. Career

13. If I was financially secure, | would
continue with my current line of work
even if | was no longer paid. J/C
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14. When | am not at work, | do not think
much about my work. J/C (R)

15. | view my job as just a necessity of life,
much like breathing or sleeping. J/C (R)

16. | never take work home with me. J/C

(R)

17. My work is one of the most important
things in my life. J/C

18. 1 would not encourage young people to
pursue my kind of work. J/C (R)

What is your job title?

What is the type of organization you work for (elgpspital, retail store, or school)?
How long have you worked at your current job?

How many hours to you usually work per week?

What is your gender?

What is your age in years?

Are you Asian, Black, Hispanic, White, or Other?
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Appendix C: Department Chair Recruitment Email
Dear Department Chair:

My name is Michele W. Gazica and | am a doctamadant in Industrial/Organizational
Psychology at the University of South Florida. hder to collect data for my thesis, | am
surveying faculty members around the United Stagarding the nature of their academic
departments as well as their behavior and attituelased to their work. The results of this
research study should further the literature as ageprovide information regarding faculty
outcomes within academic departments.

| am contacting you to ask for your support. | lamping that you would be willing to
forward the link below to your faculty members amtourage them to complete the attached
survey which should take no more than 15 minutekeif time. All responses will remain
anonymous and confidential. In return, | am mosntvilling to provide you with a copy of the
resulted research study. If you have any questjrase do not hesitate either to contact me at
this e-mail address, mgazica@mail.usf.edu, or rajpnprofessor, Paul Spector, at
pspector@usf.edu. Thank you in advance for youst@asge in my professional development.

<a href="https://www.surveymonkey.com/s/UACPha%eRlick here to take survey</a>
Sincerely,

Michele

Michele W. Gazica, JD

Doctoral Student

Industrial/Organizational Psychology
University of South Florida
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Appendix D: Faculty Recruitment Email
Dear Professor:

My name is Michele W. Gazica and | am a doctamadent in Industrial/Organizational
Psychology at the University of South Florida. hder to collect data for my thesis, | am
surveying faculty members around the United Staggarding the nature of their academic
departments as well as their behavior and attituelesed to their work. The results of this
research study should further the literature as ageprovide information regarding faculty
outcomes within academic departments.

Previously, | contacted your department chairragkim to forward a copy of the survey
link to you and ask for your time to complete thevey. If your department chair has forwarded
the link to you and you have already completedstirgey, | thank you for your time and
participation. If not, | am contacting you now t&kdor your support. | am hoping that you
would be willing to click on the link below and cpiete the attached survey. This should take
no more than 15 minutes of your time. All respongiisremain anonymous and confidential. In
return, I am more than willing to provide you wdtcopy of the resulted research study. If you
have any questions, please do not hesitate eglemtact me at this e-mail address,
mgazica@mail.usf.edu, or my major professor, Paectr, at pspector@usf.edu. Thank you in
advance for your assistance in my professional ldpugent.

<a href="https://www.surveymonkey.com/s/UACPha%eRlick here to take survey</a>

Sincerely,

Michele

Michele W. Gazica, JD
Doctoral Student

Industrial/Organizational Psychology
University of South Florida
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Appendix E: Study 2 Measures

Work Engagement(Schaufeli et al., 2006)

Think about your present job, and then indicate how
frequently you experience the following:

[%)]
2 3
£ 2 0
3 o £ g 2 2
c s ? © g S
1. At my work, | feel bursting with energy.
V)
2. At my job, | feel strong and vigorous. (V)
3. | am enthusiastic about my job. (D)
4. My job inspires me. (D)
5. When | get up in the morning, | feel like
going to work. (V)
6. | feel happy when | am working intensely.
(A)
7. | am proud of the work that | do. (D)
8. | am immersed in my work. (A)
9. | get carried away when | am working. (A)
Job Involvement (Paullay et al., 1994)
Academics generally possess the autonomy to setitr@wvn ® ®
work schedules. Therefore, when answering questiortisat @ @ o
make reference to standard work hours (e.g., 'quithg 2 o o g g
time;' 'overtime," arriving 'early," etc.), please answe within % %* _8 5 % @
the context of your own work schedule. > © 3 2 : © >
: . - g g9 | 2 g g 2
Think about your present job, and then indicate howmuch = IR’ 2 2 =) 2
7] Eo ] ? IS 7]

you agree or disagree with each of the following atements:

I don't mind spending a half hour past quitting time,
if | can finish something I've been working on.

2. Often when | am not at work, | find myself thinking
about things that | have done or things to be donat
work.

3. Generally, | feel detached from the type of work that
| do in my present job.

4. | will stay overtime to finish something that | am
working on.

5. Sometimes | lay awake at night thinking about the
things | have to do the next day at work.

6. In my current job | often do extra work that isn't
required.

7. | am absorbed in the type of work that | do in my
present job.

8. I'mreally a perfectionist about the work that | do.

9. | am very much involved personally in the type of
work that | do in my present job.

10. 1 usually show up for work a little early to get things
ready.

11. | often try to think of ways of doing my job more
effectively.

12. | amreally interested in my work.
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13.

I do only what my job requires, no more no less.

Career Commitment (Blau, 1989)

Think about your present profession (career), andien

indicate how much you agree or disagree with eaclf the o ? o o ?
following statements: g g s >9Q > o ?:
ST |8% |EQ |E0 |83 |58
o B 88 | @8 |25 |25 | S5
» T EDT e w ® E » ®
1. Ilike this career too well to give it up.
2. If 1 could go into a different profession which pad
the same, | would probably take it.
3. If I could do it all over again, | would not chooseto
work in this profession.
4. | definitely want a career for myself in this
profession.
5. If I had all the money | needed without working, |
would probably still continue to work in this
profession.
6. | am disappointed that | ever entered this
profession.
7. This is the ideal profession for a life's work.
8. |like this career too well to give it up.
Answered Occupational Calling(Dobrow & Tosti-Kharas, 2011)
As used in this survey, the term &cademia” is discipline - -
specific. >3 % @ _ @ _ % -
L . . 25 O o =5 =N} QD 2aq
Please indicate how much you agree or disagree wigach of S % gs 58 58 gg =
the following statements: =] EDS ke D s ER R

13. | am passionate about being an academic.
14. | enjoy engaging in academia.
15. Being in academia gives me immense personal

satisfaction.

16.

I would sacrifice everything to be an academic.

17.

The first thing | often think about when | describe
myself to others is that I'm an academic.

18.

I would continue being an academic even in the face|
of severe obstacles.

19.

I know that being an academic will always be part b
my life.

20.

| feel a sense of destiny about being an academic.

21.

Being an academic is always in my mind in some
way.

22.

Even when not engaging in any aspect of my job as
an academic, | often think about it.

23.

My existence would be much less meaningful withou|
my involvement in academia.

24.

Engaging in academia is a deeply moving and

gratifying experience for me.
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Physical Symptoms Inventory(Spector & Jex, 1998)

Over the past month, how often have you experienceshch of the
following symptoms?

Not at all
Once or
Twice

Once or

An upset stomach or nausea

Trouble sleeping

Headache

Acid indigestion or heartburn

Eye strain

Diarrhea

Stomach cramps (not menstrual)

Constipation

© 0N (01~ 100N =

Ringing in the ears

10. Loss of appetite

11. Dizziness

12. Tiredness or fatigue

13. A backache

Work-Related Depression, Anxiety, and Irritation (Caplan et al., 1980)

Please indicate how frequently you experience thelfowing
emotions:

never or
very little
sometimes
frequently

| feel sad.

| feel unhappy.

| feel good.

| feel depressed.

| feel blue.

| feel cheerful.

| get angry.

| get aggravated.

©|C0|N| o (O1]:~ (LN =

| get irritated or annoyed.

10. | feel nervous.

11. | feel jittery.

12. | feel calm.

13. | feel fidgety.

Life Satisfaction (Diener et al., 1985)

Please indicate how much you agree or disagree wigach of
the following statements:

strongly
disagree
moderately
disagree
slightly
disagree
slightly
agree

In most ways my life is close to my ideal.

The conditions of my life are excellent.

| am satisfied with my life.

Bl@ NP

So far, | have gotten the important things | wantn
life.

o

If | could live my life over, | would change almost
nothing.
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twice per
week
Most days
Every day

most of the

time
always

moderately
agree
strongly
agree




Overall Job Satisfaction(Cammann et al., 1983)

Please indicate how much you agree or disagree wittach of
the following statements:

strongly
disagree

1. Allin all, | am satisfied with my job.

2. Ingeneral, | like working at my job.

3. Ingeneral, | don't like my job.

How often do you
seriously consider
quitting your job?

never
rarely
sometimes

Are you currently employed as a faculty member oheversity or college?
What is your job title?

What is your age in years?

What is your gender?

At which university (or college) are you currenéisnployed?

In which university (or college) department do yaurently work?

How long have you worked in your current departrient

How long have you worked at your current job?

Are you Asian, Black, Hispanic, White, or Other?
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moderately
disagree
slightly
disagree
slightly
agree
moderately
agree
strongly
agree

extremely

often
often
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