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ABSTRACT 
Upon entering the workforce younger employees’ worth is defined by their 
degrees and certificates earned. As employees age, their worth is defined by their 
experience. However, career satisfaction is important to employees of all ages. It 
may be of use for workers of all ages to remember that hours spent at work is not 
the same as hours well-spent (Greller, 2006). The purpose of the study was to 
explore the following variables: Job satisfaction, calling, life satisfaction, and 
happiness among Capital University faculty and staff. We hypothesized that there 
would be relationships among the variables but we found that career satisfaction 
is only correlated with happiness and life satisfaction. Our second hypothesis, that 
there are sex differences for the variables was not supported. Lastly, we expected 
that the correspondence between real and ideal work activities predicted life 
satisfaction, calling, career satisfaction, and happiness for faculty, this too, was 
only partially supported. This work is important because human capital changes 
across an employee’s work career and satisfied employees will be more 
productive.  

 
INTRODUCTION 

People spend 40 or more years in a career, even if they change jobs 
during that time. Given that much of their time each week is spent in work-
related activities, it is important to understand how career satisfaction interacts 
with other aspects of life. For example, research has demonstrated a link between 
satisfaction with life and career satisfaction (Smith et al., 2012; Spurk et al., 2011), 
life satisfaction and calling (Duffy et al., 2013), and career satisfaction and 
happiness (Pan & Zhou, 2013). This research replicates and extends the previous 
research on these topics by using a different sample (i.e., university faculty and 

staff) and including an assessment of work activities by faculty members. The 
purpose of this research was to examine the relationships among career 
satisfaction, calling, life satisfaction, happiness, and demographic variables, and 
for faculty members, how these variables are related to their work activities.  

Calling is “a job that provides personal meaning and purpose and that is 
used to serve others” (Duffy et al., 2013). We note that the word calling is used in 
many different ways and Duffy et al. offer one possibility. Generally, calling has 
been thought of as an avocation rather than a vocation. The source of calling does 
not matter, the result is the same, individuals who have a calling have higher life 
satisfaction as well as higher levels of career maturity, career commitment, work 
meaning, job satisfaction, life meaning, life satisfaction, zest (Duffy et al.). There is 
a distinction between living a calling and having a calling (Duffy et al.) as well as 
how having a calling and living a calling are related to fulfillment and happiness, 
with happiness being defines as a feeling of well-being characterized by positive 
emotions (i.e., contentment, joy). Perceiving a calling is not related to life 
satisfaction if the people do not feel they are living their calling. Living the calling 
has a different meaning for undergraduate students, who identify calling as life 
satisfaction, as compared to working adults, who identify calling as career 
commitment, work meaning, job satisfaction. In addition, higher educated 
individuals were more likely to live their calling than those without degrees. 
However, age and socioeconomic status are not related to perceiving a calling 
(although older adults are more likely to be living their calling) (Duffy et al.) 

There is some evidence to suggest that sex moderates both career 
attainment and satisfaction with career (Stumpf & Tymon, 2012), though not 
always in the ways people might expect. For example, Stumpf and Tymon cited 
evidence that women are more likely than men to be satisfied with career 
opportunities, success, and attainments. However, Duffy et al. (2013) revealed 
that career success is mediated by personal trait characteristics of pessimism and 
optimism. While optimism leads to greater career advancement (Smith et al., 
2012); pessimism leads to negative actions toward promotion (Smith et al.). When 
examining the glass ceiling for women, Smith et al. found that denial of sexism in 
the work place was related to optimism, career satisfaction, happiness, emotional 
health, and work engagement. Resilience (i.e., the ability to recover from 
experiences of sexism in the work place), was related to optimism and work 
engagement. Acceptance of sexism in the work place was related to pessimism 
and resignation (the belief that sexism is just a part of life) was related to 
pessimism and inversely related to career satisfaction happiness, emotional 
health, and work engagement, and physical health.  
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In addition to facing potentials barriers in the workplace, women 
experience a different set of expectations in their personal lives that may affect 
career. Women who are career dominant tend to choose husbands who are 
career dominant (Hoffnung, 2004). However, if the couple chooses to have 
children the woman is more likely than the man to stay at home with the children 
to provide primary care (Hoffnung; Smith et al., 2012). After graduating from 
college only about 20% of women had a realistic view of the cost required to have 
children (Hoffnung). In Hoffnung’s sample, women who expected to be an early 
mother were more likely to become an early mother. In fact, 98% of women 
expected to have children and 78% connected children to life satisfaction. And 
yet, the women who did not have children were still satisfied with life. As related 
to academic careers, research by Field et al. (2011) indicated that both men and 
women agreed that women faced greater challenges in achieving a work-life 
balance. 

Social class and race interact to influence career and life satisfaction. 
Women with higher social class were more likely to be awarded higher ranking 
jobs, and achieve or exceed their dreams (Hoffnung, 2004). On the other hand, 
women of color who had high achieving dreams were more successful than white 
women. Women of color were more likely to have a work-based dream alone 
where as white women were more likely to dream about career and family 
(Hoffnung). 

Upon entering the workforce younger workers’ worth is defined by their 
degrees and certificates earned. As the worker ages, their worth is defined by 
their experience. Despite these differences, there are no differences in work 
motivation (Greller, 2006). Even though late career workers did not spend any less 
time in career development than younger workers, they do need to continue 
networking otherwise they may experience a decrease in pay and other negative 
outcomes (Greller). However, there is some evidence that career satisfaction 
wanes over time (Spurk et al., 2011). 

This study tested the following research questions: (1) Are there 
relationships among career satisfaction, calling, happiness, life satisfaction, and 
years worked at the university? (2) Are there sex differences in career satisfaction, 
calling, happiness, life satisfaction, and hours worked? (3) For faculty, does the 
correspondence between actual and ideal work activities predict career 
satisfaction, calling, happiness, life satisfaction, and hours worked? We expected 
direct relationships among career satisfaction, calling, happiness, and life 
satisfaction. Given the mixed findings about age and the other variables, while we 
expected relationships, we were unable to predict the direction of the 

relationships. Consistent with the previous research, we expected sex differences 
for the variables. We expected that, for faculty, a greater correspondence 
between actual and ideal work activities would be related to career satisfaction, 
calling, happiness, life satisfaction, and hours worked. We tested these 
hypotheses using an online survey.  

 
METHOD 

Participants 
 Participants were 38 individuals employed at a small (< 4000 students) 
comprehensive university in the Midwest. There were 9 men and 27 women who 
responded to the survey. In addition, one person responded “prefer not to 
answer” with regard to sex and another person did not respond to the question. 
Nineteen of the participants were Faculty, 11 were staff, 5 were administrators, 2 
reported “prefer not to answer” and 1 did not respond to the question. With 
regard to the length of employment at the university, 10 had been employed 0-4 
years, 8 were employed 5-9 years, 4 were employed 10-14 years, 5 were 
employed 15-19 years, 4 were employed 20-24 years, 1 was employed 25-29 
years, 5 were employed 30 or more years, and 1 did not respond. Participants did 
not receive anything for participation. This research was approved by the 
university’s Institutional Review Board (IRB). 
 
Materials 
 Several scales were included in the survey. The Career Satisfaction Scale 
(CSS) is a 5-item measure with items rated on a 7-point scale. Spurk et al. (2011) 
reported Cronbach’s α between .83 and .85. Han (2009) and Smith et al. (2012) 
reported Cronbach’s α at .91. The Brief Calling Scale (BCS) is a 2-item measure 
with items rated on a 5-point scale. Dik et al. (2008) reported inter-item 
correlation of .78; Duffy and Sedlacek (2007) reported inter-item correlation of 
.81. The Happiness Scale (HS) is a 4-item measure in with items rated on a 7-point 
scale. The items on the scale asked participants to rate how happy they are, how 
happy they are relative to their peers, and whether their happiness or 
unhappiness is related to life events and situations. Lyubomirsk and Lepper (1999) 
reported α coefficients between .79 and .94. The Satisfaction With Life Scale 
(SWLS) is a 5-item measure with items rated on a 7-point scale. Reliability and 
validity of the scale has been demonstrated across several studies (Diener et al., 
1985; Pavot et al., 1991; Pavot, & Diener, 1993; Pavot, & Diener, 2008). 
Demographic items included sex, position (i.e., faculty, staff, administrator), hours 
worked per week, year that employment at the university began. Faculty, only, 
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were asked about the actual percent of time they spend in teaching, service, 
scholarship, advising, administrative duties, building relationships and the percent 
of time they would like to spend in those activities. 
 
Procedure 

An email was sent to all faculty, staff, and administrators which 
contained a link to the survey. People who wanted to participate completed the 
survey online. 

 
RESULTS 

Are there relationships among career satisfaction, calling, happiness, life 
satisfaction, and years worked at the university? We examined these relationships 
by calculating Pearson’s Product Moment Correlation Coefficients. Results are in 
the Table 1. Significant relationships are starred. 
 
Table 1. 
Correlations among Career Satisfaction, Calling, Happiness, Life Satisfaction, and Years Worked at the 
University 

  Calling Happiness 
Life 

Satisfaction 
Hours Worked Years Worked 

Career Satisfaction .199 **.468 **.727 -.115 -.197 

Calling   .220 .168 -.274 -.023 

Happiness     **.593 -.185 -.109 

Life Satisfaction       -.199 -.002 

Hours Worked         -.196 

** significant at the .01 level 

 
  Are there sex differences in career satisfaction, calling, happiness, life 
satisfaction, and hours worked? We examined sex differences for the variables 
using an independent sample t-test. The means and standard deviations are in the 
Table 2. None of the analyses were significant. 
 
Table 2. 
Mean (SD) Scores for Men and Women for Career Satisfaction, Calling, Life Satisfaction, and Hours 
Worked 

  Career 
Satisfaction 

Calling Happiness Life 
Satisfaction 

Hours Worked 

Men (n = 9) 28.44(7.68) 8.44(1.74) 22.33(5.83) 27.33(7.63) 43.11(7.99) 

Women (n = 27) 25.00(4.96) 8.67(1.57) 20.70(4.71) 26.41(5.62) 39.09(14.83) 

 

For faculty, we asked whether the match between actual and ideal work 
activities predicts life satisfaction, calling, career satisfaction, happiness, and 
hours worked. Faculty reported the percent of time that they actually spent in 
teaching, service, scholarship, advising, administrative tasks, and building 
relationships, as well as their ideal percentages for those variables. We calculated 
absolute differences for each variable and summed them for a measure of 
“Faculty Time.” Low numbers indicate good correspondence between actual and 
ideal. High numbers indicate poor correspondence between the actual and ideal. 
Using Pearson's Correlation we examined the relationship between faculty time 
and the other variables. The results are in the Table 3. Significant correlations are 
starred. 
 
Table 3.  

Relationship between Faculty Time and Career Satisfaction, Calling, Happiness, Life Satisfaction, and 
Hours Worked 

  Career 
Satisfaction 

Calling Happiness Life 
Satisfaction 

Hours Worked 

Faculty Time 

(difference between 
actual and ideal) 

-.346 -.071 -.452 **-.657 .095 

 
We examined sex difference in Faculty Time (the difference between 

actual and ideal). For men the mean difference between actual and ideal was 
20.00(28.28) and the mean difference between actual and ideal for women was 
36.40(20.36), which indicates that men have a greater correspondence between 
their actual and ideal. Table 4 provides the mean percentages of actual time 
reported for the six activities that comprised faculty time. 
 
Table 4. 
Percentages of Actual Time Reported for the Six Activities that Comprised Faculty Time 

Activity Male Mean(SEM) Female Mean(SEM) 

Teaching 62.50(±12.50) 50.63(±5.08) 
Service 10.00(±0.00) 14.25(±2.10) 
Scholarship 7.50(±2.50) 9.69(±2.06) 
Advising 7.50(±2.50) 10.63(±1.76) 
Administration 5.00(±5.00) 5.13(±2.16) 
Building Relationships 7.50(±2.50) 9.50(±1.72) 

 
Unfortunately, with the small sample size, the independent sample t-test was not 
significant, t(15) = -1.038. However, Cohen’s d = .67 and indicates that it would be 
reasonable to test the hypothesis with a larger sample. 
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DISCUSSION 
The primary purpose of this research was to examine relationships 

among career satisfaction, calling, happiness, life satisfaction, and years worked at 
the university. Career satisfaction, happiness, and life satisfaction are related to 
each other – career is a priority in people’s lives and as a priority it is likely to be 
associated with other areas of life. While people may have many priorities, 
research indicates that the top two are family and career.  It was surprising that 
calling was not correlated to any of the variables, as previous research indicates 
that calling is a strong predictor of career and life satisfaction (Duffy et al., 2013). 
One possible explanation for this discrepancy between our results and the 
previous research is that the university at which data were collected often 
emphasizes the importance of calling and so participant might already score high 
on the calling scale (i.e., there was a ceiling effect). 

The lack of relationships between years worked at the institution and the 
other variables may be an artifact of the sample or an artifact of the way in which 
years worked was measured. Most survey respondents reported working at the 
institution between zero and four years. And yet, within the population of the 
institution, there are many who have held a long tenure at the institution. College 
professors often must commit a number of years to the profession in order to 
achieve tenure status, which leads to job security.  The present study had few 
long-term employees. With a larger, more representative sample, we expect 
greater life and career satisfaction for older employees as opposed to younger 
professors who are still amidst building their career.  

A second purpose of this study was to examine sex differences in the 
variables measured. While previous research indicates a sex difference for some 
of the variables measured such as career satisfaction (Stumpf & Tymon, 2012), life 
satisfaction (del Mar Salinas-Jiménez et al., 2013), and happiness (Fugl-Meyer et 
al., 1991; Sloan, 2012), we did not replicate this result. This could be due to a 
small sample size and unequal sex ratio of the sample. A second explanation for 
this is that working in a university setting could lead to the perception that there 
is greater equity in the work environment.  Given that the previous research 
indicates that women, relative to their male partners, often take on additional 
responsibilities in their personal lives, which could potentially hinder work 
performance, future research should investigate this further.  

The only significant relationship that existed for Faculty Time (i.e., the 
difference between the actual and ideal work activities) was with life satisfaction 
which perhaps can be credited to an ideology among faculty.  The variables 
associated with Faculty Time are abstract in nature and can be interpreted in a 

variety of ways. Furthermore, we note that the size of the correlations with career 
satisfaction and happiness are fairly large and so we encourage replicating this 
research with a larger sample. 

Perhaps the most important finding of this study was the large difference 
in male and female Faculty Time (i.e., the difference between the actual and ideal 
work activities) because these data are consistent with other work indicating sex 
differences in faculty time (Jaschik, 2011).  This finding was relevant because it 
revealed that men do more teaching than women at Capital, but women 
participate more in service, scholarship, advising, administration, and building 
relationships.  These data call for action as service, scholarship, advising, 
administration, and building relationships are not typically paid activities, 
however, supplemental teaching is. It appears as though women do more unpaid 
work than their male counterparts.   

Overall, sex differences still exist in the workplace as this study has 
indicated.  These findings are a potential catalyst for change in the university, an 
institution widely perceived as a progressive establishment where equal 
opportunity exists.   
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