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Eul, Jessica P.  The Impact of Frequent Exercise on Work Motivation, Productivity, and Well-

Being  

Abstract 

It has been argued that exercise can play a major role in employee’s feeling of fulfillment in their 

work day (Cortez, Gómez, Mendiburo-Seguel, Oyanedel, & Unanue, 2017). To explore this, 83 

participants completed an online survey assessing their work motivation, satisfaction with life, 

work-life balance, absenteeism behaviors, frequency of exercise, and suggestion about how 

employers might provide more opportunities for employee exercise. From the responses, two 

groups were created, those who reported exercising less than three times per week (low 

frequency group) versus those who reported exercising three or more times per week (the high 

frequency group). Contrary to expectations, there were no differences found between the two 

groups on motivation scores, satisfaction with life scores, work-life balance scores or reported 

absenteeism. Lastly, the low frequency group did not give more solutions towards obtaining 

exercising than the high frequency group. The sample was largely comprised of younger people, 

who may not yet have experienced much conflict between work responsibilities and maintaining 

healthy behaviors.  
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Chapter I: Introduction 

Ninety percent of Americans do not regularly exercise, and most workers sit in front of a 

computer daily (Perry, 2012).  Lack of exercise has been shown to increase depression, stress, 

and anxiety (Perry, 2012).  Increased exercise can reduce symptoms of fatigue, promote coping, 

enhance mood, and increase quality of life (Brown, Burton, Brown, & Gilsen, 2011). The effects 

of not exercising frequently can impact the workplace directly by increasing absenteeism due to 

poor health, but also indirectly by increasing counterproductive work behaviors such as, 

tardiness, aggression, or absenteeism or presenteeism (Perry, 2012). This is a problem employers 

should care about if they want motivated and productive employees. The purpose of this study is 

to examine whether frequent exercise is related to work motivation, satisfaction with life, work-

life balance, decreased absenteeism, and to find positive solutions for employees to obtain 

exercise.  

Benefits of Frequent Exercise 

There are many benefits to both organizations and to workers when an employee engages 

in a regular exercise routine, such as, increased motivation, satisfaction with life, work-life 

balance, and decreased absenteeism. Employees come to work with desires, and those desires 

influence their work behavior and work motivation in many ways. There are many theories that 

exist for work motivation, which all assume that individuals work in order to fulfill their 

fundamental needs (Gino, Green, Finkel, & Fitzsimons, 2017). The Self-Determination theory is 

a motivational theory that assumes that employees are more intrinsically motivated by having 

their own goals being met (Deci, Halvari, Forest, & Olafsen, 2015). Motivation plays a major 

role in work day productivity with physical exercise being one out of the many factors that 

increases employee’s motivation. Physical exercise is being increasingly discussed in relation to 
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reducing work stress (Andersen, Andersen, & Gram, 2012; Andersen, Bredahl, Kirkelund, 

Særvoll, & Sjøgaard, 2015; Aziz, Swords, Uhrich, & Wuensch, 2013). Employees who exercise 

before work, during breaks at work, or after work, are likely to be more motivated at work and 

be less stressed because of the outlet of exercise (Byrne & Hills, 2018). A facet of the Self-

Determination Theory is, Autonomous motivation, or engaging in a behavior because it is 

perceived to be consistent with intrinsic goals or values, has been shown to increase productivity 

among working adults (Chater et al., 2014). Autonomous motivation can lead to higher workday 

productivity (Carraca, Teixeira, Markland, Ryan, & Silva, 2012). Halvari, Pedersen, and 

Williams (2018), measured autonomous motivation in employees, half of whom engaged in a 16-

week intervention which included daily exercise before work (p. 171-180). The researchers 

found that autonomous motivation and job satisfaction was higher in the employees who 

engaged in daily exercise than in those that did not. The autonomous motivation efforts increased 

for those workers who stated that they overall enjoyed physical activity (Halvari, Pedersen, & 

Williams, 2018).  

Many studies have found that frequent exercise is related to both higher job satisfaction 

and higher life satisfaction (Cortez, Gómez, Mendiburo-Seguel, Oyanedel, & Unanue, 2017).  

Satisfaction with life (SWL) is an individuals’ general perception that their life is being fulfilled 

(Conroy et al., 2013). Not surprisingly, ones’ physical and mental health influences their life 

satisfaction (Maher et al., 2013).  Physical activity is a strong indicator of Satisfaction with life. 

Physical activity interventions lead to positive behavior changes such as being more focused and 

productive at work. These interventions lead to overall higher satisfaction with life and higher 

work-life balance. (Murray et al., 2017). Fitting consistent frequent activity into ones’ lifestyle 
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has been shown to be related to better time management skills and higher satisfaction with life 

(Chan-Golston, et al., 2018; Hornung, Rackow, & Scholz, 2013; Fisher, Hood, & Linnan 2013).   

Another workplace benefit to frequent exercise is the decrease of health-related absenteeism. 

Absenteeism is defined as regularly staying away from work or school when scheduled to be 

there (Warnsley, 2015). This type of absenteeism is often viewed as an indicator of poor 

performance and breaches the contract between employer to employee. Among other things, 

absenteeism may reduce productivity both for the absent employee and for employees who must 

take on additional work to cover for an absent co-worker (Warnsley, 2015). Obviously, this 

problem would be compounded if a particular employee is repeatedly absent. On the other hand, 

presenteeism, or showing up for work despite the poor health of the employee, also has negative 

implications for productivity (Brown, Gilsen, Burton, & Brown, 2011). Presenteeism becomes a 

problem because workers who are unwell are both less likely to be productive and more likely to 

take longer to recover to full health (Brown, et al., 2011). Engaging in physical activity is a 

strategy that can help reduce both absenteeism and presenteeism in the workplace by improving 

the physical health of employees and in efforts to increase autonomous motivation.   

Barriers to Frequent Exercise 

Despite the many well-known benefits to regular exercise, many people do not engage in 

regular exercise. Among the reasons people say they do not get enough exercise, one of the most 

frequently cited is lack of time which creates an imbalance of tasks (Aziz, Uhrich, Wuensch, & 

Swords, 2013). Work-life imbalance is an occupational stressor based on lost resources of time, 

energy, and feelings towards work and ones’ personal life (Aziz, et al., 2013). More than 70 

percent of people reported having substantial problems meeting personal and health needs and 

finding family and leisure time due to work-life imbalance (Lamm, 2010). People in positions 
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with greater work-life flexibility are more likely to feel satisfied and have more time to perform 

frequent activities, such as exercise (Bredahl et. al, 2015). A similar concept, work-family 

imbalance, results from competing demands from work and family responsibilities. Frequent 

exercise has been shown to reduce the negative effects of work-family imbalance (Clayton et al., 

2017). In other words, it has shown to help those who struggle to find the right work-family 

balance by increasing better time management skills which creates a practical daily routine (Aziz 

et al., 2013). In addition, there is a long-term positive effect of exercise on strain-based work 

interference with family and work. In other words, exercise can reduce feelings of strain in 

employees who have a combination of high demands and low levels of control over their job 

(Clayton et al., 2017).  

Incorporating Exercise into the Workplace 

One of the main reasons for employees not to exercise frequent is due to the lack of time 

in their daily schedule (Sliter & Yuan, 2015). There are many ways in which physical activity 

could be implemented into organizations to address this issue. One idea that some organizations 

have tried was implementing an active workstation to allow workers at their desks to be active 

with either walking or cycling/pedaling. This effort is to increase the amount of overall activity 

that a person does throughout the day, rather than remaining in a sedentary position at work for 

eight to ten hours a day. Active workstations have shown to have psychological benefits in 

workers and an increase ones’ well-being, satisfaction with life and job satisfaction (Sliter & 

Yuan, 2015). In addition, results have shown that walking stations lead to lower levels of task 

stress, better recovery mechanisms, and experience more positive physiological and 

psychological changes (Sliter & Yuan, 2015). Workers had an overall better mood and had 

higher task satisfaction with use of active workstations (Sliter & Yuan, 2015).  
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While more elaborate methods of increasing physical activity with sedentary jobs has 

been attempted (e.g., active workstation that allows walking, cycling or pedaling), other research 

has shown that incorporating physical activity into break times also has benefits. Lunch break 

activities have been found to have effects such as, positive detachment from work, higher levels 

of a positive well-being in relation to job satisfaction, and less job stress (De Bloom et al., 2017). 

Due to the harsh demands from work, lunch breaks can be a time for employees to destress and 

have a mindful escape from work place tasks. If employees choose to exercise during this time, it 

could help decrease stress and increase productivity. Employees showed that engaging in both 

walking in the park and relaxation exercises such as yoga, meditation, and mindfulness during 

their lunch break, were related to positive recovery and positive well-being outcomes (De Bloom 

et al., 2017). Walking around on breaks is a more popular form of exercise, because people may 

find it easier to stick to their intentions to walk than to their intentions to participate in a more 

vigorous form of exercise, such as going to the gym (Harris, Jones, & Payne, 2002). Employees 

who may lack time in their schedule should incorporate regular exercise into their lives during 

break times.  

The Present Study 

It is clear that engaging in frequent exercise can have many benefits to both employees 

and organizations. The purpose of this study was to provide further empirical support for these 

benefits. Specifically, this study will explore the connection between frequent exercise and 

employee motivation, satisfaction with life, perceptions of work-life balance, absenteeism, and 

current ways to implement exercise in ones’ workday schedule. For purposes of this study. 

exercise is defined as, performing physical activity specifically in order to develop or maintain 

physical fitness and overall health.  Participants were categorized into two different groups, 
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“high frequency,” versus “low frequency.” High frequency participants are employees who 

exercised three times or more per week. Low frequency participants were employees who 

exercised less than three times per week. The reason for categorizing participants into these two 

groups made it easier for data analysis. Exercise was explored in amounts of frequency rather 

than hours, due to the time constraints workers may have. Another study by Aung, Juraiporn, 

Pongsak, and Vorapol (2016) explored the frequency of exercise per week students were 

obtaining and how it increased their intrinsic motivation to accomplish school tasks. The current 

study is similar, however further exploring how workers can benefit from participating in 

exercise and how this effects ones’ satisfaction with life, work-life balance, and absenteeism. 

Intensity of the workouts were also not measured due main focus of this study. However, 

examples were given of what exercise means pertaining to this study such as, “walking on a 

treadmill, lifting weights, swimming, etc.” (p. 1). Using social media, people were asked to take 

a survey regarding their work day habits regarding motivation, satisfaction with life, and their 

exercise habits. In addition, participants were asked what their organization can do to help 

increase ones’ frequency to exercise. Consistent with previous research, it was expected that:    

Hypothesis 1: Participants in the high frequency group will have higher motivation scores 

than participants in the low frequency group.  

Hypothesis 2: There will be a negative relationship between motivation and absenteeism. 

In other words, those who are motivated will report fewer work absences.  

Hypothesis 3: Participants in the high frequency group will have higher satisfaction with 

life scores than the participants in the low frequency group. 

Hypothesis 4: Participants in the high frequency group will have higher work-life balance 

scores than the participants in the low frequency group. 
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Hypothesis 5: The participants in the low frequency group will be more favorable 

towards solutions to obtain exercise than the participants in the high frequency group.  
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Chapter II: Methodology 

Eighty-three employed adults ranging in age from 18 to 67 completed the online survey. 

A power analysis indicated that a total sample of 50 participants would be appropriate for this 

studies results to be representative (Siddharth, 2009).  

There were four scales included in this study, Satisfaction with Life Scale (Diener & 

Pavot, 1993), Work-Life Balance Scale (Boles, McMurrian & Netemeyer, 1996), Work Extrinsic 

and Intrinsic Motivation Scale (WEIMS) (Blanchard, Pelletier, Taylor, Tremblay & Villeneuve, 

2009), and The Social Desirability Scale (SDS-17; Stober, 2001). In addition, there were 

demographic questions which is explained further below. 

Measures  

Diener & Pavot’s (1993) Satisfaction with Life scale, was used to assess respondents’ 

judgment of their own satisfaction with life as a whole. This scale included five items on a 7-

point Likert scale ranging from 1-strongly disagree to 7-strongly agree. Higher scores reflect 

high satisfaction with life (see Appendix A). 

McMurrian & Netemeyer’s (1996) Work-Life Balance Scale Boles scale, measured work 

identity and how one balances one’s lifestyle. This scale included five items on a 5-point Likert 

scale ranging from 1-strongly disagree to 5-strongly agree. Higher scores reflect higher levels of 

work-family conflict (see Appendix B).  

Blanchard, Pelletier, Taylor, Tremblay & Villeneuve’s (2009) Work Extrinsic and 

Intrinsic Motivation Scale (WEIMS) scale, was used to measure the extent to which work is 

intrinsically or extrinsically motivated. This scale included 18-items, using a Likert-type scale 

ranging from 1- does not correspond at all to 7-corresponds exactly (see Appendix C). 

https://explorable.com/users/siddharth
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Stober’s (2001) Social Desirability Scale (SDS-17), measured how people change their 

beliefs to align with what they perceive as social inappropriate. This measure was used in this 

study for the purpose to take the focus off just exercise and decrease inflation of answers. Also, 

because engaging in frequent exercise is perceived as a positive trait, those who are not more 

concerned about social desirability might inflate their responses to the exercise items. This scale 

includes 17 items with asking to select true or false (see Appendix D).  

Demographics. The survey included demographic questions such as employment status, 

frequency of exercise, and questions relating to absenteeism (see Appendix E).   

Procedure 

 The survey was administered electronically using Qualtrics survey software. To recruit 

participants the survey link was posted to social media platforms Facebook and LinkedIn. In 

addition, those who took the survey were then asked to share the survey to others who are 

employed. Those who chose to participate were shown some additional information about the 

study and their right to withdraw on the consent page. After responding to the survey items, they 

were thanked for their participation.  
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Chapter III: Results 

To prepare the data for analysis, the data file was first checked for significant missing 

data. There were 90 respondents that clicked on the survey link, however, seven that did not 

answer any questions.  

Demographics 

 There were 62 participants who identified as female, one as cis female, 12 as male, and 

eight participants chose not to answer this question. Participants ranged in age from 18 to 67. 

The majority (60%) of participants were between 18 and 30 years old. For the rest of the sample, 

18.7% of participants ranged from 31 to 40, 9.8% of participants ranged from 41 to 50, and 12% 

of participants ranged from 51 to 67 years of age. In general, participants were neutral regarding 

whether they’d enjoy it if their employer incorporated exercise into the workplace (M = 3.93, SD 

= 1.03). Next, the question was asked if participants would use the break times they were given 

to exercise. On average, participants reported that they might use their breaks at work for 

exercise (M = 3.58, SD = 1.25). The tables below provide additional details about work 

characteristics (Table 1) and participant characteristics (Table 2) of the sample.  

Social desirability total scores could range between 0 to 17. It was found that most 

respondents scored average on social desirability (M = 8.37; SD = 2.67), which suggests that 

participants in this sample did not have overly strong social desirability concerns.  
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Table 1  

Work Characteristics  

Response Frequency Percentage 

Holds more than one job 23 30.3% 

Full-time employees 66 86.8.% 

Hours worked- >20 hours 5 5.3% 

Hours worked- 21-40 hours 37 48.6% 

Hours worked- 41-50 hours 25 38.2% 

Hours worked- 51+ hours 10 7.9% 

Consistent Schedule  37 48.7% 

Sedentary position <2 ½ hours 

per day 

14 18.7% 

Sedentary position- 3-6 hours 

per day 

23 30.7% 

Sedentary position – 7-9 hours 

per day 

28 37.3% 

 

Sedentary position- 10+ hours 

per day 

10 13.3% 
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Table 2 

Participant Characteristics  

Response Frequency Percentage 

Student 18 21.7% 

Student Full-time 4 23.5% 

Student Part-time 12 76.5% 

Primary Care Giver 19 22.9% 

Absent from work (0-2 days) 44 66.7% 

Absent from work (2 ½-4 

days) 

14 21.2% 

Absent from work (5-10 days) 8 12.1% 

Hypothesis Testing 

A t-test was used to explore Hypothesis 1. Motivation scores of the high frequency 

exercise group (three times a week or more) was compared to motivation scores of the low 

frequency exercise group (less than three times a week). There was not a significant difference 

between the two groups motivation scores, t(73) = -.24, p = .239. Those who exercised at least 

three times a week reported only slightly higher motivation (M = 4.39; SD = .81) than those 

who exercised less than three times a week (M = 4.33; SD = 1.06). Hypothesis 1 was not 

supported. 

To explore Hypothesis 2, a Pearson’s correlation was used to test the relationship 

between motivation scores and absenteeism. No relationship between motivation and 

absenteeism was found, r (74) = -.1, p = .392. Hypothesis 2 was not supported. 
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A t-test was used to explore Hypothesis 3. The results showed that the participants in the 

high frequency exercise group (M = 5.23; SD = .96) reported higher satisfaction with life 

scores than those in the low frequency exercise group (M = 4.68; SD = 1.25). However, the 

difference was not significant, t(73) = -2.12, p=.156. Hypothesis 3 was not supported.  

To test Hypothesis 4 a t-test was used to compare work-life balance scores between the 

high and low frequency exercise group.  The high frequency group (M = 3.47; SD = 1.14) had 

only slightly higher work-life balance scores than the low frequency group (M = 3.32; SD = 

1.14), but the difference was not significant, t(73) = -2.12, p = 6.06. Hypothesis 4 was not 

supported. 

Lastly, a t-test was used to test Hypothesis 5 to compare the number of suggested 

solutions provided between the high and low frequency exercise groups. Contrary to 

expectations, the high frequency group (M = 3.04; SD = 1.41) gave more solutions to obtain 

exercise than those in the low frequency group (M = 2.05; SD = 1.13). However, the difference 

was not significant, t(64) = -2.72, p = 2.75. Hypothesis 5 was not supported.  

To find out if social desirability played a role in participants answers, social desirability 

was correlated with motivation, absenteeism, satisfaction with life, and work-life balance. 

There were no significant correlations between social desirability and motivation, (r (75) = -.20, 

p = .083), between social desirability and absenteeism, (r (75) = -.14, p = .261), or between 

social desirability and work-life balance (r (75) = .16, p = .182). There was a statistically 

significant positive correlation between social desirability and satisfaction with life, (r (75) = .33, 

p = .004). This suggests the possibility that scores on the satisfaction with life scale may be 

partially driven by social desirability concerns.  
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Chapter IV: Discussion, Conclusion and Recommendation 

 The purpose of this research was to explore differences between those who exercise less 

than three times per week with those that exercise at least three times per week in terms of 

motivation, absenteeism, satisfaction with life, work-life balance, and ideas about how to 

increase exercise habits. It has been shown that exercise can increase quality of life, motivation, 

productivity, work-life balance, and decrease stress (Andersen, Andersen, & Gram, 2012; 

Andersen, Bredahl, Kirkelund, Særvoll, & Sjøgaard, 2015; Aziz, Swords, Uhrich, & Wuensch, 

2013; Brown, Brown, Burton,& Gilsen, 2011). Despite the previous research showing the many 

ways frequent exercise should influence the variables in this study, no differences were found 

between groups. There are a number of possible reasons why the results did not show the 

expected difference which are discusses in the limitations section below.  

Limitations 

Although a power analysis suggested a larger sample was not needed, the sample was 

still relatively small. In addition, the two groups created were unbalanced with 50 participants in 

the high frequency group of obtaining exercise, and 25 participants in the low frequency group. 

The balance of participants is also somewhat unexpected since previous research has so strongly 

emphasized that a widespread problem is people not engaging in frequent exercise. High 

frequency exercisers are overrepresented in this survey with 67% of participants exercising at 

least three times per week and 33% of participants exercising less than three times per week.  

Another potential limitation in this study was the sampling procedure. The survey was 

distributed by posting it on the social media site of the researcher with a request that people share 

it with others. This approach had the benefit of potentially reaching a more diverse pool of 

respondents than, for example, merely sampling the undergraduate participant pool. However, 
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the researcher’s social media connections skew young, includes many who are frequent 

exercisers or work in the exercise industry and consists of primarily of people in the Midwest. 

The survey was shared this way for convenience, however, if shared other ways and on other 

platforms, there could have been a larger and more diverse sample.  

As stated, the age of the sample was generally young and likely not a representative 

sample with only 9.8% of the participants being in the 41 to 50 age group. Since this age group is 

likely to have more working experience than to the 18 to 30-year-old respondents, this group was 

underrepresented. The 18 to 30-year-old respondents may not yet have as many things to 

consider in terms of work-family balance. In general, they may not have yet faced as many real 

or perceived roadblocks to engaging in regular exercise (e.g., kids or other caregiving 

responsibilities).  

In addition, the sample seemed to consist of a lot of people who exercise a lot. As 

explained above, this is likely due to the use of the researcher’s personal network. A t-test was 

used to examine whether age was connected with frequency of exercise. The average age of the 

high frequency exercise group (M = 33.06; SD = 12.37) was slightly higher than the age of the 

low frequency exercise group (M = 30.67; SD = 10.69). However, the difference was not 

significant, t(72) = .-81, p = .17. Perhaps more importantly, only 12 participants reported 

exercising less than three times a week, and there was not a single participant who reported 

never exercising. Given what the research on exercise has shown, it would be expected to have 

some portion of the sample be people who never exercise. This could signal that either people 

were not being totally accurate on reporting their exercise habits, that this sample is unusual 

relative to the general population, or both.  
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Undoubtedly the weather also has a large influence on why people do not do more 

activities such as taking walks during the day. Indeed, participants (most of whom live in the 

Midwest) repeatedly mentioned in the solutions questions avoiding walks due to safety 

conditions including poor weather conditions such as, snow, rain, sleet, and storms. People who 

live in areas of the country with more temperate climates may be less likely to view weather as 

an obstacle of exercise. At the very least future research on this topic includes a broader sample, 

which might specifically look at the influence of location on people’s ideas for solutions.   

Conclusions and Future Directions 

Contrary to expectations, there were not differences in motivation, satisfaction with life, 

and work-life balance scores between those who exercise less than three times per week, and 

those who exercise more than three times per week. In addition, the higher frequency exercise 

group gave more solutions to obtain exercise than those who were in the lower frequency 

exercise group, which is the opposite of what was predicted.  

Future research on this topic is warranted. Researchers should focus on obtaining a larger 

more diverse sample which might show more of the expected differences. Including other 

methods of assessing frequency of exercise might help address any potential problems caused by 

inaccurate self-reports. This could involve something more extensive involving gathering data 

from key informants, or even just asking multiple questions, or wording questions differently to 

be sure participants know how to provide the most accurate information. In addition, there 

should be additional questions regarding people’s perceptions about incorporating exercising into 

the workday. Respondents in this survey were not overwhelmingly favor of that approach. It 

could be important to dive more deeply into why people are not supportive of work-based 

exercise as a solution to the problem of lack of time for exercise. Further, since it was assumed 
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lack of time was an issue, there were not any questions assessing people’s reasons for not 

engaging in exercise. Including more questions about people’s exercising habits and their 

reasons for engaging or not engaging in exercise might provide more insight into ways to 

increase exercise frequency.   

Overall, hypothesizes were not confirmed; there were no differences in motivation, 

satisfaction with life, and work-life balance scores between high frequency and low frequency 

exercisers. There is a need for future research to use a sample in a single organization and 

compare it to others. As well as exploring further about employee’s exercise habits and how they 

believe it affects their work. 
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Appendix A: Satisfaction with Life Scale 

Satisfaction with Life Scale (Pavot, & Diener, 1993) 

Below are five statements that you may agree or disagree with. Using the 1-7 scale below, 
indicate your agreement with each item by placing the appropriate number on the line preceding 
that item. Please be open and honest in your responding.  
 
(7- Strongly agree, 6- Agree, 5- Slightly agree, 4- Neither agree nor disagree, 3- Slightly 
disagree, 2- Disagree, 1- Strongly disagree)  
 
Items: 

1. In most ways my life is close to my ideal.   

2. The conditions of my life are excellent.  

3. I am satisfied with my life.  

4. So far, I have gotten the important things I want in life.  

5. If I could live my life over, I would change almost nothing.  
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Appendix B: Work-Life Balance Scale 

Work-Life Balance Scale (Netemeyer, Boles, & McMurrian, 1996) 
 
When I reflect over my work and non-work activities (your regular activities outside of work 
such as family, friends, sports, study, etc.), over the past three months, I conclude that: 
(1- Strongly disagree, 2- Disagree, 3- Neutral, 4- Agree, 5- Strongly Agree) 

Items: 
 
1. I currently have a good balance between the time I spend at work and the time I have available 

for non-work activities. 

2. I have difficulty balancing my work and non-work activities. 

3. I feel that the balance between my work demands and non-work activities is currently about 

right. 

4. Overall, I believe that my work and non-work life are balanced. 
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Appendix C: Work Extrinsic and Intrinsic Motivation Scale 

 
Work Extrinsic and Intrinsic Motivation Scale (WEIMS) (Tremblay, Blanchard, Taylor, 
Pelletier, & Villeneuve, 2009)  
 
Why Do You Do Your Work? 
Using the scale below, please indicate to what extent each of the following items corresponds to 
the reasons why you are presently involved in your work. 
 
Does not correspond at all   Corresponds moderately   Corresponds exactly  
1  2  3  4  5  6  7 
 

1. Because this is the type of work I chose to do to attain a certain lifestyle.  
2. For the income it provides me. 
3. I ask myself this question, I don’t seem to be able to manage the important tasks related 

to this work.  
4. Because I derive much pleasure from learning new things.  
5. Because it has become a fundamental part of who I am.  
6. Because I want to succeed at this job, if not I would be very ashamed of myself.  
7. Because I chose this type of work to attain my career goals.  
8. For the satisfaction I experience from taking on interesting challenges.  
9. Because it allows me to earn money.  
10. Because it is part of the way in which I have chosen to live my life.  
11. Because I want to be very good at this work, otherwise I would be very disappointed.  
12. I don’t know why, we are provided with unrealistic working conditions.  
13. Because I want to be a “winner” in life.  
14. Because it is the type of work I have chosen to attain certain important objectives.  
15. For the satisfaction I experience when I am successful at doing difficult tasks.  
16. Because this type of work provides me with security.  
17. I don’t know, too much is expected of us.  
18. Because this job is a part of my life.  
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Appendix D: Social Desirability Scale 

The Social Desirability Scale (SDS-17) (Stober, 2001) 
 
Instruction: Below you will find a list of statements. Please read each statement carefully and 
decide if that statement describes you or not. If it describes you, check the word "true"; if not, 
check the word "false".  
 
Items  
1. I sometimes litter.  
2. I always admit my mistakes openly and face the potential negative consequences.  
3. In traffic I am always polite and considerate of others.  
4. I have tried illegal drugs (for example, marijuana, cocaine, etc.).  
5. I always accept others' opinions, even when they don't agree with my own.  
6. I take out my bad moods on others now and then.  
7. There has been an occasion when I took advantage of someone else. 
 8. In conversations I always listen attentively and let others finish their sentences.  
9. I never hesitate to help someone in case of emergency.  
10. When I have made a promise, I keep it--no ifs, ands or buts.  
11. I occasionally speak badly of others behind their back.  
12. I would never live off other people. 
 13. I always stay friendly and courteous with other people, even when I am stressed out.  
14. During arguments I always stay objective and matter-of-fact.  
15. There has been at least one occasion when I failed to return an item that I borrowed.  
16. I always eat a healthy diet.  
17. Sometimes I only help because I expect something in return.  
 
 
  



31 

Appendix E: Questions about Exercise Habits, Job, and Other Demographics 

1. Are you currently employed? (yes or no) 

2. Describe your current job or jobs (e.g., job title). (Type in answer) 

3. Do you hold more than one job? (yes or no) 

4. Are you a full-time (32-40 hours a week) employee at any job or jobs that you currently 

hold? (yes or no) 

5. Considering any job or jobs you currently have, about how many total hours a week do you 

typically work? (Type in answer) 

6. Do you have a set work schedule or does it vary? (same every week/varies)  

7. What is your age? (Type in answer) 

8. How do you currently describe your gender identity? (Type in answer) 

9. Are you currently enrolled in any undergraduate or graduate level classes? (yes or no) 

10. Are you full-time or part-time? (Full-time/Part-time) 

11. Are you a primary caregiver for someone other than yourself (e.g., child or other family 

member)? (yes or no) 

12. About how many hours a day does your job involve siting in a sedentary position, such as in 

front of a computer? (Type in answer)  

13. Exercise can mean different things to different people. In this case, physical exercise will be 

defined as, performing physical activity specifically in order to develop or maintain 

physical fitness and overall health. Some examples could be, walking on a treadmill, 

lifting weights, swimming, etc. With this definition in mind, in a typical week how many 

days do engage in physical exercise? (0, 1, 2, 3, 4, 5, 6, 7) 
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14. Relating back to the prior question, describe some examples in the ways in which you obtain 

exercise. (Type in answer) 

15. One of the reasons people often cite for not getting exercise, is the lack of time. Sometimes 

employers provide solutions to this problem, such as by implementing active workout station 

at one’s desk which can include a treadmill, a standing desk, or a stationary bike.  Another 

solution could be to have a workout facility at work where people could enjoy their brakes 

and exercise then or before and after work. In the space provided, describe any solutions you 

think could be implemented into your work day to make it easier for you to incorporate 

exercise into your schedule? (Type in answer) 

16. How much would you enjoy it if your employer provided solutions to incorporate exercise 

into the workplace? (Would not enjoy at all, maybe would enjoy, neutral, would enjoy, 

would enjoy very much)  

17. If your job offered to increase more break times so you could exercise during a break time 

would you be more likely to exercise? (not at all, probably not, maybe, likely, completely 

likely) 

18. Many people miss work because life does get in the way. How many days a year in a given 

year (not counting vacation time) you miss work when you are scheduled to be there? (Type 

in Answer) 


