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Abstract 

A challenge faced in American society is satisfaction within professional work life. Although 

there is an abundance of research on workplace wellness, relatively few studies have focused 

on wellness factors that influence stress and job satisfaction of tenure-track faculty employed 

at universities. This study examines one area of wellness, spirituality within the workplace, 

and how it relates to faculty stress and occupational satisfaction. A nonprobability sample was 

obtained of tenure-track faculty at two midwestern universities. The University Faculty Spir-

ituality Survey consisting of items from existing surveys and newly developed open-ended 

items was distributed to 1,775 faculty with 255 surveys completed and returned (14%). The 

research questions were addressed using multiple regression and grounded thematic analysis. 

The findings demonstrate that despite experiencing prevalent stress related to academic re-

sponsibilities, faculty members that report a spiritual connectedness to their work community 

(e.g., feeling valued and being treated equitably), experience higher levels of job satisfaction 

compared to faculty who do not report such support. Furthermore, faculty reporting more con-

nectedness to their workplace perceive lower levels of stress compared to faculty who do not 

feel connected. Female as opposed to male faculty, and untenured compared to tenured faculty, 

report higher levels of stress related to academic responsibilities. In summary, the results lend 

support to the value of spirituality, operationalized as workplace connectedness, as a factor 

enhancing job satisfaction and potentially as a factor mitigating work-related stress. 
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Chapter 1. Introduction 

Meaning, purpose, connection. Ashmos & Duchon (1999) in part define workplace 

spirituality as having meaning, purpose, and a sense of connection to your work. A challenge 

we face in American society is finding satisfaction within our work and personal life. Many 

employees experience stress and feel a loss of purpose in the work they perform, and workers 

search to find meaning in their jobs. In our work environments, we can feel a disconnect from 

our coworkers and workplaces. Unfortunately, many individuals can feel this spiritual engage-

ment with their work is missing. Research has shown that one occupation that experiences 

significant stress in their work is academic faculty at institutions of higher education. Stress 

has been identified as an important predictor of the productivity and satisfaction of faculty 

members (Eagan & Garvey, 2015). University faculty often experience feelings of stress, an 

overwhelming workload, and workplace dissatisfaction. This study addresses how one area of 

wellness, spirituality within the workplace, may have a role in reducing stress and improving 

occupational satisfaction of university faculty members. 

Problem Statement 

University faculty are unique members of the workforce given their autonomy com-

bined with rigorous demands in the areas of teaching, research, and service. Like workers 

across industries, faculty are vulnerable to stress due to the often-competing demands between 

their personal and academic responsibilities. Because of the autonomy faculty have, the work 

clock seldom shuts off at a certain time of day or day of the week, further obfuscating a bound-

ary between work and personal life. Such continual and encompassing amounts of responsibil-

ity often create job isolation and a schedule that necessitates faculty conduct a lot of independ-
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ent around the clock work. Research shows that companionship and cooperation among col-

leagues impacts stress, and that isolation can lead to a stressful work environment and decrease 

job satisfaction (Delello et al., 2015). Research projects, preparation for teaching, grading, and 

writing are all tasks that may take place alone in a private office space, separated from col-

leagues, predisposing many faculty to feelings of isolation. 

According to the American Psychological Association (2017), survey respondents re-

ported that the workplace was among the top two sources of significant stress and that the other 

was closely related: money. Research shows that when people are stressed, they are vulnerable 

to adopting unhealthy coping strategies (Bennett, 2014). Work-related stress can lead to de-

pression, anxiety, substance use (Pfeffer, 2018), and negative health outcomes such as higher 

blood pressure, cardiovascular disease, increased alcohol use (Foy et al., 2019; Schnall, Dob-

son, & Landsbergis, 2017), premature aging, brain deterioration, and a diminished immune 

system (Spretnak, 2011). Given the clear risks of workplace stress, university institutions 

would benefit on a variety of levels by creating sustainable programs and environments that 

address the holistic wellbeing of faculty members, for the purpose of reducing stress and in-

creasing overall job satisfaction. 

Applying a multi-layered ecological framework to the academic work performed by 

university faculty reflects the reality that faculty stress-related impairments influence univer-

sities beyond the individual person. Individual level dissatisfaction can have a deleterious rip-

ple effect on nested layers of the university community (e.g., students, department, school, 

etc.) (Eagan & Garvey, 2015). For example, workplace dissatisfaction may lead a tenure-track 

faculty member to seek employment at different institutions for various reasons, including 

spirituality deficits in one’s personal coping repertoire and/or in the structure or culture of 
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university milieus (Rosser, 2004, Smart, 1990). Retaining existing tenure-track faculty mem-

bers is a priority for universities. Losing highly qualified tenured faculty members can impede 

the quality of student education and the success of the university (Calkins et al., 2019; Webber, 

2018). Loss of faculty with external grants can be devastating to the fiscal health of depart-

ments, schools, and universities. Job stress and feeling dissatisfied at work are highly corre-

lated, and these factors can create physical and psychological imbalances that affect emotions 

and compromise thinking processes (Wartono, 2017). 

Spirituality is defined as how people find meaning, purpose, and a sense of connection 

to each other, is deeply personal and reflects individual values. Spirituality is one dimension 

of holistic wellness that is often overlooked in university health and wellness services in favor 

of physical health (e.g., eating healthy, exercise, proper sleep) and emotional health (e.g., coun-

seling, mental health education). However, when spiritual health is unattended, distress is 

heightened in other areas of wellness, including physical and emotional domains (Greenberg 

et al., 2004). While there are many external aspects to occupational life (e.g., physical activity, 

etc.), there are internal components as well, that are vital to fostering workplace wellness. This 

study focuses on the internal impact of spirituality factors on job satisfaction for university 

faculty. The aspects of spirituality examined are a faculty member's perceived work connec-

tion, significance of contribution, and a deduction to something beyond self. 

Purpose Statement 

The purpose of this research is to investigate the role of faculty workplace spiritual-

ity on job stress and job satisfaction. In this study, I aim to add to research literature on rela-

tionships between workplace spirituality and wellness. This study was driven by the following 

two research questions: 
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● What is the impact of spirituality (connection, purpose, meaning) on workplace job 

satisfaction? 

● What impact does workplace spirituality have on job stress? 

I investigated these research questions by administering a survey to faculty members employed 

at two public universities in the midwestern United States. 

Definition of Terms 

Spirituality is often conflated with religiosity. While some individuals consider these 

concepts to be related (Hodge, 2006; Lucchetti et al., 2013; Purnell et al., 2019), or even one 

and the same, for purposes of this study, spirituality and religiosity are two separate constructs. 

Individuals can be religious and not spiritual or spiritual and not religious. Some individuals 

may be both. Spirituality does not refer to tenets of a specific religion, but rather in this study, 

it refers to what Afsar and Rehman (2015) define as an individual’s assessment of self- sus-

tainability through feeling interconnected, finding meaning, and/or purpose related to their 

work. The connotation of spirituality used in this study, as described by other researchers, is 

the search for workplace meaning, self-knowledge or transcendence (Dehler & Welsh, 2003). 

Below are definitions of key constructs in this study. 

● Job Satisfaction is a pleasurable or positive emotional state resulting from the appraisal 

of one’s job or job experiences (Locke, 1976). 

● Religion is an organized entity in which people have common beliefs and engage in 

common practices related to a sacred doctrine (Greenberg et. al., 2021) 
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● Spirituality is [being able to identify] … …meaning, purpose and a feeling and/or per-

ception of interconnectedness in your life (Mitroff & Denton, 1999). In this study, spir-

ituality is considered within the context of one’s faculty work life and although it may 

include religion for some people, the concept is broader than religion. 

● Workplace Spirituality is a feeling and/or perception of having meaning, purpose, and 

a sense of connection to one’s work (Ashmos & Duchon, 2000). 

● Psychological Stress is a particular relationship between the person and the environ-

ment that is appraised by the person as taxing or exceeding their resources and endan-

gering their well-being (Lazarus & Folkman, 1986). 

This study differentiates between religion and spirituality, although some people see 

religion and spirituality as the same. The discussion of spirituality within the workplace may 

potentially cause some leaders concern because conflating spirituality and religion can give 

rise to interpersonal rights (i.e., separation of church and state), issues of conflicting ideologies 

about life and death, and risks of offending others’ beliefs (Mitroff & Denton, 1999). However, 

there is a body of research that conceptually distinguishes workplace spirituality from religious 

practice (Robbins & Judge, 2013; Karakas 2010; Mitroff and Denton, 1999). According to this 

research, workplace spirituality does not refer to a specific religious belief, including a God or 

deity, nor refer to a set of organized tenets or theology. Rather, spirituality is characterized as 

motivation to find purpose, meaning, and a sense of connectedness. 

Theoretical Framework 

The theoretical model for this study centers workplace spirituality because the aims are 

to examine the role of faculty members’ spirituality on job stress and job satisfaction. Using 

the Ashmos and Duchon (2000) definition of spirituality in the workplace, the dimensions of 
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spirituality examined are meaning, purpose, and connection. The Finding Meaning and Pur-

pose at Work Survey (Ashmos & Duchon, 2000), operationalizes these three factors: Meaning 

(i.e., meaning at work), purpose (i.e., inner life), and connection (i.e., conditions for commu-

nity). Job-related stress is measured using the Higher-Education Research Institute (HERI) 

survey. Relationships between workplace spirituality and job-related stress will be examined, 

as well as the relationship between workplace spirituality and job satisfaction. Specifically, the 

model tests spirituality’s direct influences on job stress and job satisfaction, along with 

whether spirituality has a mitigating effect on job satisfaction. Finally, the model examines 

background and demographic characteristics of faculty, specifically, sex, the university where 

they work, and faculty tenure status (e.g., assistant, associate, full) for their influence on work-

place spirituality, job stress, and job satisfaction (Figure 1). 

Figure 1. Theoretical Framework 

 

 

 

 

 

 

 

 

Grounded Theory 

This study uses an inductive grounded approach that allows theory to emerge from the 

quantitative and qualitative analyses of data. This approach contrasts with a deductive ap-

proach, where a theory is selected a priori and hypotheses are tested (Kennedy & Lingard, 
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2006). The grounded theory approach entails critical review of research literature and thematic 

convergent interpretation of  results. This approach can potentially lead to a rudimentary work-

ing theory that may be developed and examined through future research. The literature review 

focus here is on workplace related stress, spirituality, and job satisfaction. In particular, the 

relationships between these constructs were reviewed with respect to university tenure-track 

faculty. 

Significance of the Study 

This study is important because there is not a significant amount of research that ex-

plores the spirituality of university faculty as it relates to stress and workplace satisfaction. The 

goal of this study is to address the role spirituality plays in employee workplace satisfaction 

and stress on university tenure-track faculty. The results may be applicable to faculty, admin-

istrators, employee assistance and/or wellness programs, as well as other university groups 

concerned with personnel, health, and human resources. 

Summary 

University faculty are often concerned with how their students are performing and their 

overall wellbeing, yet many faculty members lack institutional support for their own mental 

health and wellbeing (Lipson, 2021). Stress decreases productivity, job satisfaction, and re-

duces job performance. Workplace spirituality is potentially a critical component in reducing 

stress and sustaining work satisfaction. Research in this area is limited. The goal is to expand 

the understanding of the role that spirituality plays in workplace related stress and job satisfac-

tion for tenure-track faculty. A review of the literature was conducted to determine what re-

search has revealed about the theoretical relationships between key constructs in this study: 

stress, spirituality, and job satisfaction. 
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Chapter 2. Literature Review 

 This literature review focuses on stress, job satisfaction, and spirituality of university 

tenure-track faculty. According to the National Center for Educational Statistics (2021) over 

530,000 tenured or tenure-track assistant, associate, and full professors in the United States 

college system that included two- and four-year public and private institutions. Of the total 

number of tenure-track faculty 70% identified as White, 12% Asian, 6% Black, and 5% His-

panic, and over half (55%) of tenure-track faculty are men (National Center for Education 

Statistics, 2021). Over the last three decades in new tenure-track faculty positions have de-

creased., such that over 70% of instructional positions are now being offered as non-tenure-

track (American Association of University Professors, 2018). 

 Although research is a major component of the work university tenure-track faculty 

perform, faculty are seldom the focus of spirituality related research studies. Most research on 

spirituality and religion within higher education has focused on the student experience (Lind-

holm, 2014). More research is needed that targets spirituality as a component of wellness and 

occupational stress for faculty members. The academic work that university faculty perform re-

sults in unique stressors (Hagedorn et al., 1997). Despite their high levels of education, profes-

sors work long hours for less pay than many other professions, and their jobs can be dispro-

portionately demanding for those wishing to move up the tenure ranks (Jacobs & Winslow, 

2004) due to concurrent needs to publish research, teach, and conduct service work. It is com-

mon for professors to work evenings and weekends. Achieving tenure is accurately perceived 

as a lengthy and difficult process (Nir & Zilberstein – Levy, 2006). There is considerable per-

ceived pressure for faculty to publish as much as possible (Miller et al., 2011). The faculty 

reward system (pay, assignment, etc.) prioritizes research over teaching (Fairweather & 
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Rhoads, 1995). Contrary to what some in the public may think, the academic profession re-

quires great personal time sacrifice and commitment, relative to several other professions 

(Hesli & Lee, 2013). While those outside of academia may view professors as having lots of 

free unstructured time, professors report multiple overlapping demands that include teaching, 

advising, committee work, faculty meetings, and personal commitments (Austin & Pilat, 

1990). 

Workplace Stress 

 According to the American Psychological Association (2017), workplace stress is one 

of the top two sources of significant stress that individuals report, the other being money. 

American workers report some of the top stressors are feelings of anger, anxiety, frustration, 

being overwhelmed, and lack of job control (Liu et al., 2007). 

Stress & Wellbeing 

Wellness is multidimensional and includes physical, social, mental, intellectual, finan-

cial, spiritual, environmental, and occupational health (Kobrin, 2021). Previous research shows 

a relationship between high stress and poorer health consequences (Hardie, Kashima, & Prid-

more, 2005). Seyle (1978) widely considered the founder of stress theory, has demonstrated 

that stress affects our physical, mental, and emotional wellbeing. Seyle showed that stress can 

be linked to illness and disease. Seyle (p. 74) described stress as a “nonspecific response of the 

body to any demand”. Seyle’s research into how stress affects functions of the body has helped 

legitimize stress as part of medical science. At the same time, stress is acknowledged as a 

natural process of the human body, and it can yield positive results. For example, stress may 

be a required precursor to grow and find meaning and purpose in life (Hales & Hales, 2018). 

Therefore, elimination of stress is not the goal, but rather the objective is learning how to cope 
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with stress effectively so that it does not diminish overall wellbeing. Stress is a major factor in 

overall wellness both personally and in the work environment. 

Stress & Environment 

 Lazarus (1982) examined stress in terms of the relationship between a person and their 

environment. If the environment, such as a workplace, exceeds a person's capacity to cope, 

they experience stress. Lazarus’ defined stress as a relationship between the person and the 

environment that is appraised as personally significant and as taxing or exceeding resources 

for coping. Lazarus and Folkman (1984) used this definition as a foundation for development 

of their stress and coping theory. Lazarus and Folkman (1984) described coping as a process 

in which people use cognitive and behavioral efforts to manage stressful situations. When a 

person lacks effective coping skills, health consequences related to stress can worsen (Hardie, 

Kashima, & Pridmore, 2005). The theory of stress and coping developed by Lazarus and Folk-

man, referred to as the Transactional Model of Stress and Coping, emphasizes the individual’s 

perception of a transaction between themselves and the environment as the most important 

factor determining the impact of stress. According to Lazarus, stress is a cognitive process that 

occurs when a person feels threatened in some way (physical, emotional, social, etc.). Given 

the stressful situation (e.g., workplace) the individual will use either positive or negative cop-

ing mechanisms and resources to resolve the issue. This perceived stress and how to manage 

it may become a stimulus for positive coping such as meditation and exercise, or the impetus 

for negative behaviors such as misusing drugs and alcohol. 

Stress & University Faculty 

 University faculty experience stress. Approximately one quarter of full-time under-

graduate teaching faculty report “extensive” stress according to the 2013 HERI faculty survey 
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(Eagan et al., 2014). More recently, 33% of surveyed faculty in the fall of 2020 reported having 

felt “extremely” stressed over the past month (Tugend, 2020). There are areas where faculty 

have reported work-related stress. Faculty stress was defined by Donovan (2012) as “multidi-

mensional and influenced by institutional and faculty characteristics” (p. 1). Types of stress 

that seem to cause the most issues for faculty vary by study. While one study reports lack of 

reward (Donovan, 2012), another indicates lack of organizational support (Brewer & 

McMahan, 2003) as a serious stressor. Work-life balance (Donovan, 2012), time constraints or 

lack of time (Brown et al., 1986), pressure to publish (Ceccio, 1991), service work (Smith et 

al., 1995; Ceccio, 1991), and general work overload (Smith et al., 1995) have all been identified 

as stressors. Stressors have been shown that emanate from personal expectation regarding per-

formance and achievement (McLean, 2006; Gmelch et al., 1984). In general, the majority of 

faculty define their work involving teaching, research, and service (Bozeman & Gaughan, 

2011) as potentially stressful. These three areas of responsibility and stress for tenure-track 

faculty are discussed below. 

 Faculty members devote considerable time on research, approximately 18 hours per 

week (Bozeman & Gaughan, 2011). It is common for faculty to feel pressure to publish and to 

feel that the volume of publications is more influential toward their career advancement than 

the actual quality of research (Hagedorn, 2000). This feeling to publish in great volumes or 

else perish can be perceived as an additional stress that prompts faculty to attempt to produce 

a maximum number of articles as possible in short amounts of time. While women continue to 

publish less than men, publication rates for women have been increasing (Hagedorn, 2000). 

Even as women begin to publish at a rate which is closer to men, another potential stressor is 

their research achievements may be overlooked due to gender bias (Rosser, 2004). Researchers 
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have reported significant differences in research production across race with faculty of color 

producing significantly less research than their White counterparts (Eagan & Garvey, 2015). 

Faculty of color often find their research is trivialized and not valued by their colleagues (Jo-

seph & Hirshfield, 2011) which can precipitate stress related to discrimination (Eagan & Gar-

vey, 2015). 

 Administration, mentoring, advising, and committee membership are part of many in-

stitutions' expectations for tenure - track faculty work. These commitments can create stress 

for faculty members, along with perceptions and/or reality that this work is often not divided 

equitably. Women report higher levels of stress associated with academic service duties (Happ 

& Yoder, 1991). In general, female faculty tend to have more service-oriented compatibility 

and therefore have greater service involvement than their male colleagues (Jackson, 2004). 

Women may also feel a greater need to be representative on department and school committees 

(Jackson, 2004), even though this may take away time from time to devote to research which 

can result in lower levels of recognition (Samble, 2008). Despite this extra level of service and 

sacrifice, women are susceptible to being excluded from decision making committees (August 

& Waltman, 2004). Faculty of color may experience even greater stress due to service work 

demands. Due to faculty of color typically being a smaller proportion of the overall faculty, 

they are asked more often than White faculty to be part of committee work, mentoring, advis-

ing, and support for students when their institutions are seeking more diverse participation 

(Harley, 2007). 

 Studies indicate that college faculty devote between ten and twenty-one hours per week 

to teaching related activities including preparing, teaching class, grading, and meeting with 

students (Stolzenberg et al., 2019; Stupnisky et al., 2018; Bozeman & Gaughan, 2011). One 
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way teaching generates stress for faculty is through the relationship with students. Faculty ex-

perience stress related to students being unprepared for class (McLean, 2006). Teaching that 

occurs on-line can heighten stress because supervision is lower and academic distractions are 

higher (Dontre, 2020; Schuldt & Totten, 2008). The COVID – 19 pandemic exacerbated this 

issue with many traditional college courses going online for the first time one or more semes-

ters. Although students are increasingly adept at media multitasking (Dontre, 2020), the 

COVID - 19 pandemic exacerbated faculty stress levels because supervision was lower and 

academic distraction higher. Stress has been shown to decrease as faculty age and as years of 

teaching increase (Ceccio, 1991). Women tend to have heavier teaching loads then men, spend 

more time in teaching related activities, and experience more stress related to teaching loads 

and student demands (Berebitsky & Ellis, 2018; Jackson, 2004). It has been demonstrated that 

men are more likely to be asked to join research projects, and women are disproportion-

ately asked to take on teaching and service assignments (El-Alayli et al., 2018). 

Job Satisfaction 

Locke (1976) defined job satisfaction as an “emotional and cognitive state resulting 

from evaluating one’s tasks, activity, job, or other related experiences'' (p.1304). Other re-

searchers have contributed to theories about job satisfaction over the last century (Bozeman & 

Gaughan, 2011; Waltman et al., 2012). Research conducted in the 1930s explored worker atti-

tudes toward their employer and perceived treatment of employees (Uhrbrock, 1934). Later, 

Herzberg (1966) revolutionized job satisfaction research with a theory that attributed job sat-

isfaction to two stress factors, intrinsic attitudes (e.g., sense of achievement, meaning of work 

and hygiene or external factors such as poor working conditions or unfair policies. He concep-
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tualized that these two factors were distinct and independent concepts, however, other re-

searchers question this approach because it could be the case that a stressor could be intrinsic 

and extrinsic depending on the individual’s subjective interpretation of the stressor as to job 

satisfaction or dissatisfaction (Waltman et. al., (2012). Studies which included the two-factor 

approach have typically been quantitative and this makes it difficult to interpret the perception 

or position of the faculty member taking the survey and how they might define these 

words. There are many factors that can impact job satisfaction. Howard Weiss wrote “gauging 

job satisfaction is like measuring the tidewaters – both can change with the time of day” 

(Forbes, 1999). 

 Hagedorn’s Framework of Faculty Satisfaction has two components that affect job sat-

isfaction. The first refers to triggers with respect to six significant life events that may or may 

not be related to the work (change in rank, family life, etc.) and the second refers to mediators 

that can alter perception of satisfaction (environmental, demographic, hygiene). Demographic 

mediators are mostly stable throughout a person’s career and are included as important in gaug-

ing job satisfaction as they can affect the work. Hagedorn measured faculty job satisfaction on 

a scale ranging from disengagement to active engagement, with acceptance and tolerance in 

the middle. Hagedorn’s mediators and triggers from Herzberg’s two-factor theory. These same 

aspects are included in the questions created in the HERI Faculty Survey. Hagedorn’s faculty 

job satisfaction mediators and triggers that included the same concepts as Hertzberg, but did 

not divide the motivators into intrinsic or extrinsic to allow for greater interpretation. For in-

stance, Applying Hagedorn’s framework, faculty may feel a greater sense of job satisfaction 

with salary when their pay reflects that of their peers in the same field, as this may also show 

recognition as respected by colleagues (Bozeman & Gaughan, 2011). Further, predictors of 
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university faculty job satisfaction also extend beyond self-interest to the interest of the unit, 

department, or colleague group (Bozeman & Gaughan, 2011). This identifies a connection to 

others is important for job satisfaction. For faculty a more interconnected milieu, including 

respect, friendliness, collaboration, and cooperation is associated with greater job satisfaction 

(Hesli & Lee, 2013). One study demonstrated that the amount of pay the faculty member re-

ceived had less influence on job satisfaction than the perception of fairness in salary levels 

within the same rank (Bozeman & Gaughan, 2011). Two studies by Hagedorn (1996; 1998) 

examined job satisfaction among female faculty and found a relationship between gender-

based wage differentials and job satisfaction. Specifically, the association was strongest for 

gender-equitable salary rather than just salary level. When female faculty received lower wages 

or inequitable salaries their job satisfaction went down. Other research (Mitroff & Denton, 

1999) found pay to lose its external motivational power once an individual achieves a particular 

self-determined pay threshold. Predictors of university faculty job satisfaction go beyond the 

immediate needs and self-interest of the faculty member (Bozeman & Gaughan, 2011). A more 

interconnected climate is associated with greater job satisfaction, this includes respect, friend-

liness, collaboration, and cooperation (Hesli & Lee, 2013). 

 The faculty tenure process is somewhat unique to this occupation, though there are a 

few other careers that have a somewhat similar process in government (e.g., career tenure 

within the military) and civil service (e.g., judge) positions (Bozeman & Gaughan, 2011). In 

addition, the competency and productivity of faculty members colleagues may have implica-

tions for the individual (Hagedorn, 1996). For instance, if colleagues are not conducting re-

search or excelling in their work, the individual faculty member themselves may be viewed by 

colleagues as not excelling or working for a sub-par academic program. 
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Another reason faculty report low job satisfaction or express they would leave their po-

sition is due to work overload and feeling pressure to be available at all hours (Donovan, 2012). 

One study found that 47% of undergraduate full-time teaching faculty surveyed reportedly 

considered leaving their current institution for another, and 28% considered leaving academia 

altogether (Stolzenberg et al., 2019). Gender and racial or ethnic identities  influence job and 

job-related stress. Female faculty viewed their departments as less tolerant (more racism, sex-

ism, etc.) than do men (Hesli & Lee, 2013). Female faculty expressed lower levels of job sat-

isfaction (Happ & Yoder,1991) and women of color reported less satisfaction than their White 

peers (Hesli & Lee, 2013). 

Role of Spirituality Job Satisfaction 

 The term spirituality tends to conjure words such as “transcendence”, interconnected-

ness”, and “self-awareness” (Lindholm & Astin, 2008). In this context spirituality is broader 

than religion. 

 Maslow in 1971 wrote that “individuals who do not perceive the workplace as mean-

ingful and purposeful will not work up to their professional capacity” (Chalofsky & Krishna, 

2009). In 1971 Maslow revised the hierarchy of needs giving recognition to the importance of 

spirituality in wellness by adding transcendence as the highest need after self-actualization 

(Chalofsky & Krishna, 2009). Other research has characterized spiritual wellbeing as having 

meaning, purpose, values, beliefs, and a sense of contributing to the world (Robert et al., 2006). 

Ideally, one’s personal purpose in life crosses over and is integrated with their work life 

(Chalofsky & Krishna, 2009). Over the last several decades, there has been a higher prevalence 

of spirituality-based workplace programs that include elements such as volunteering, commu-
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nity building, charity initiatives, and reflection time (Tejeda, 2014). Other research that con-

nects the domains of spirituality and occupational wellness found that the human resources 

managers and executives’ express difficulty with sharing feelings and emotions at work, yet 

they have a desire to be more expressive in the workplace, particularly in respect to spirituality 

(Mitroff & Denton, 1999). Their research findings linking spirituality with occupational satis-

faction was the impetus for Ashmos & Duchon’s (2000) development and implementations of 

the Finding Meaning and Purpose at Work survey.   

  Building upon Lazarus and Folkman’s Theory of Stress and Coping, Gall et al 

(2005) found that people not only draw from internal strategies (e.g., emotional coping) and 

external resources (e.g., professional help) when appraising stressful events, but also draw 

from the spiritual domain both internal (e.g., healing oneself) and external (e.g., higher power) 

control. In part, there was hope this theory’s constructs of strategies, resources, and control 

could be applied to individuals across a multitude of religious backgrounds or no religion at 

all. There continues to be an increase in research in spirituality as more scholars and employers 

become interested in how it affects work life. Specifically, Gall et al. (2005) examined spirit-

uality through the lens of how beliefs influence interpretation, comprehension and reactions to 

stressful events or experiences, this is another significant movement in understanding how 

spirituality affects individuals in the workplace. Other research supports that spirituality 

may function as a coping mechanism when an employee is facing difficulties at work (Tejeda, 

2014). Jurkiewicz and Giacalone (2004) demonstrated that spirituality is an important consid-

eration because it can impact worker productivity through better workplace satisfaction. 
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 Spirituality may be seen by faculty as an area of life that should be kept private, in 

secular colleges and universities, there is a resistance to discussion related to spirituality (Lind-

holm, 2014). Much of the research on spirituality in higher-education institutions has histori-

cally focused on students. There have been some researchers focused on spirituality and faculty 

such as the Spirituality and the Professoriate Study by (Astin and Astin (2005) and the work 

of Lindholm (2014) who utilizes the results of the 2012 Faculty Beliefs and Values Survey to 

provide a look into spirituality and religious connection in faculty. Demographics differ among 

college faculty. One study showed that Black faculty have higher self-reported levels of spir-

ituality than their counterparts (Lindholm & Astin, 2006). Women also reflect a higher level 

of spirituality than men (Astin & Astin, 2005). Research shows faculty in health sciences and 

education report higher levels of spirituality than those in the physical sciences fields (Lind-

holm & Astin, 2006). For both men and women, those who report higher levels of spirituality 

also report higher levels of having a positive outlook on life and experiencing joy in their work 

(Lindholm & Astin, 2006). Those who have reported higher levels of spirituality also report 

less job-related frustration and less tension at work (Tejada, 2014). Spirituality has the poten-

tial to be a protective factor at work w being supportive of job satisfaction (Tejada, 2014; 

Robert et al., 2006). 

 Faculty who report a high level of spirituality also view student personal development 

to be equal to student career development (Lindholm & Astin, 2006). Faculty who report a 

higher level of spirituality indicate using more “student-centered” approaches in their teaching 

(Lindholm & Astin, 2008). These important findings suggest spirituality may go beyond the 

individual faculty member and potentially affect the students as well. In reviews and perfor-

mance measures faculty research, teaching and service to the institution are what seems to 
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matter. The internal or spiritual side of the individual faculty member gets little attention (As-

tin, 2004). One study found that four in five faculty members describe themselves as being a 

spiritual person (Astin & Astin, 2005) and more than two thirds thought developing a meaning 

in life was important (Astin & Astin, 2005). One study found that more than half of faculty at 

four-year universities reported spirituality having a place in faculty members' lives at work 

(Lindholm & Astin, 2006). Faculty members who report a higher level of spirituality also re-

port a better integration between their work and home life (Lindholm & Astin, 2006). The lack 

of balance has been an identified source of stress for faculty in other studies. 
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Chapter 3. Methods 

The data used in this study were collected in partial fulfillment of requirements for the degree 

of Doctor of Education, Educational Sustainability. 

Design & Sampling 

A descriptive survey design was used to acquire data. Convenience sampling, a type of 

nonprobability sampling was used to obtain a sample which consisted of tenure-track faculty 

at two midwestern universities. The first is a large, public, R1 university, which according to 

the Carnegie Classification of Institutions of Higher-Education refers to having a very high 

research capacity for a doctoral institution. This university serves approximately 43,000 stu-

dents with more than 10,000 employees and approximately 1,500 tenure-track faculty mem-

bers. The university has a global reputation and is renowned for its music, business, and law 

schools. The second university is a mid-sized, public, regional campus. This university serves 

approximately 9,000 students with approximately 1,000 employees including 300 faculty 

members. This university is known for its education programs and sustainability efforts. Both 

universities are public, and not affiliated with any religious institution. Institutional Review 

Board (IRB) approval was obtained from each respective university where data were collected 

(Appendix A). 

The sampling goal was for 300 faculty total from the two universities to complete the 

online survey to have a robust sample size to analyze the data. For the R1 university, email 

addresses for all faculty were obtained through websites for each of the university’s fourteen 

schools. Next, the email addresses were filtered to retain only tenure-track faculty with ranks 

of assistant, associate, and full professor. This filtering resulted in 1,478 unique faculty email 

addresses stored in a database as the sampling frame list. The survey was administered through 
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an online survey platform called Qualtrics. Survey data were collected between March 8, 2022, 

and April 25, 2022. The recruitment letter described the study and requested participation by 

completing an online survey (Appendix A) and a link to access the survey. In addition, an 

incentive to participate was offered that consisted of a $10 Amazon Electronic Gift Card. At 

the R1 university, recruitment materials were emailed to 500 faculty randomly selected from 

a sampling frame list of faculty created by Reynolds (dissertation author). Two weeks after the 

initial distribution of recruitment letters to 500 faculty at the R1 university, a follow-up re-

minder notice was emailed. The initial distribution and follow-up reminder resulted in obtain-

ing 38 completed surveys. A second distribution of recruitment letters were emailed to an ad-

ditional 500 randomly selected faculty from the sampling frame list, followed by a 2-week 

reminder notice. The second distribution resulted in a cumulative total of 71 completed surveys 

which still was less than the desired sample size. Finally, a third distribution of recruitment 

letters followed by reminders were emailed to the remaining 478 faculty from the sampling 

frame. This third and final recruitment wave resulted in a total of 152 participants who com-

pleted the on-line survey. At the non-R1 university, two separate sampling methods were em-

ployed. The recruitment materials were posted on an online system used by faculty to dissem-

inate information technology messages of the day. After two-weeks, a follow-up reminder 

message was posted on the same online system. A second sampling method was the recruit-

ment materials were emailed to the department chair of each program with the accompanying 

request to distribute to their tenure-track faculty. These methods resulted in a total of 42 par-

ticipants completing the survey at the non-R1 university. Out of the 1775 surveys distributed, 

255 completed surveys at least partially (14%). 
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Instrumentation 

The University Faculty Spirituality Survey was developed by Reynolds in 2021 

through assembling items from other existing surveys, as well as developing new items rele-

vant to the study. The survey consisted of 68 items (Appendix B). The Faculty Spirituality 

Survey consisted of 35 Likert -items taken from a survey by Ashmos & Duchon (2000) and 24 

-items from a survey by (Eagan et al., 2015). The survey contained six background character-

istics. I developed three open-ended items. 

 Twenty -one spirituality belief statements making up three Likert-type scales were se-

lected from a survey by Ashmos & Duchon (2000). The scales measured separate dimensions 

of spirituality, namely connection to community, purpose, and meaningful work. Response 

options for each scale item ranged from 1= disagree strongly to 7 =agree strongly. The con-

nection scale consists of nine items that refer to working in a supportive social milieu with fair 

and growth-oriented dynamics. Examples of items in the connection scale are “when I have 

fears I am encouraged to discuss them” and “when I have a concern, I represent it to the ap-

propriate person”. Based on data collected in this study, the items in the connection scale had 

an acceptable internal reliability (α =.92.) The purpose scale consists of five Likert-type items 

that describe positive inner feelings about their work and/or work community, for example, “I 

feel hopeful about life” and “My spiritual values influence the choices I make “The internal 

reliability of the items in the inner life scale was acceptable (α = .78). The meaningful work 

scale consists of seven Likert-type items describing virtues of the work environment, for in-

stance, “I look forward to coming to work most days,” and “I see a connection between my 

work and the larger social good of my community”. The internal reliability of items in the 

meaningful work scale was acceptable (α = .91). 
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Twenty-four anchored scale stress belief statements, making up two scales, were se-

lected from the Higher Education Research Institute Faculty Survey, referred to as the HERI 

Survey” (Eagan et al., 2015). The scales measure, respectively, stress related to academic re-

sponsibilities and stress related to general life. Response options for each scale item consisted 

of extensive, somewhat, not at all, and not applicable. For purposes of analysis, stress scale 

items were coded as 1-not at all, 2-somewhat, and 3-extensive. The stress related to academic 

responsibilities consists of 5 -items that refer to activities such as the review and promotion 

process, committee work, and teaching. The internal reliability of the items in the academic 

stress scale was acceptable (α =.63). The scale measuring stress in general life consists of 4 -

items that describe managing household responsibilities, physical health, emotional well-be-

ing, and lack of personal time. The internal reliability of the items in the stress in general life 

scale was acceptable (α =.66). 

Eleven anchored scale items were selected from the HERI Survey (Eagan et al., 2015) 

to measure job satisfaction. The items in a scale ask about satisfaction with various aspects on 

faculty jobs, including salary, health benefits, opportunity for scholarly pursuits, teaching load, 

autonomy, departmental leadership, prospects for career advancement, relative equity of salary 

and job benefits, departmental support for work-life balance, and flexibility in relation to fam-

ily matters. Response options for each scale item were as follows: 

1 = not satisfied; 

2 = marginally satisfied; 

3 =satisfied; and 

4 = very satisfied. 

The internal reliability of the items in the job satisfaction scale was acceptable (α =.89). 
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Background items collected in the survey consisted of gender, age, race, Hispanic / 

Latino ethnicity, rank, and university. The survey included three open-ended response items 

regarding the concepts of spirituality, spirituality practices at work, and degree of stress related 

to job satisfaction. I developed these three items to provide descriptive information. These 

items also allow for the participants to respond in greater detail. The three open-ended items 

were “How would you personally define spirituality?” and “What practices of spirituality do 

you use to mitigate your stress at work?” and ``How does the degree of stress associated with 

your job affect your job satisfaction?” The open-ended items allowed respondents to share 

their personal views of spirituality. 

Analyses 

To address my two research questions, I used multiple-regression analyses with Stata 

(v. 17) for quantitative data, and grounded thematic analysis for qualitative data. 

Multiple Regression 

Multiple regression (MR) analysis is a statistical procedure which estimates the effects 

of independent variables on a dependent variable, while controlling for the influence of other 

variables (Chatterjee & Simonoff, 2013). It cannot be assumed that the effects of the independ-

ent variables on the dependent variable are causal, but rather MR analysis identifies correlation 

or association between variables. 

A separate regression analysis was performed for each of the two research questions. 

Table 1 lists survey items related to spirituality. 
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Table 1. Spirituality 

 Agree   Neither  Disagree 

Items 1  2 3 4  5 6 7 

Connection 

to Work 

Community 

(9 Items) 

Feel part of community in my workplace 10% 10% 9% 4% 27% 27% 13% 

Supervisor encourages personal growth 12% 13% 13% 9% 20% 21% 12% 

Numerous job experiences of personal 

growth 

2% 8% 7% 7% 24% 27% 25% 

When fears encouraged to discuss 17% 20% 21% 15% 12% 12% 3% 

Concerns shared with appropriate person 3% 12% 10% 6% 35% 26% 8% 

Work together to solve problems in a posi-

tive way 

11% 10% 16% 8% 32% 15% 8% 

Evaluated fairly 11% 8% 10% 7% 19% 32% 13% 

Encourages to take risks 11% 13% 18% 12% 26% 13% 7% 

Valued for who I am 9% 12% 8% 8% 24% 28% 11% 

Purpose   

 (5 Items) 

Hopeful about life 2% 6% 10% 5% 24% 32% 21% 

Spiritual values influence choices 4% 6% 6% 6% 25% 27% 26% 

Consider myself a spiritual person 15% 11% 8% 4% 19% 19% 24% 

Prayer is important in my life 47% 13% 6% 3% 8% 10% 13% 

Care about spiritual health of coworkers 5% 2% 7% 6% 30% 30% 20% 

Meaning 

 (7 Items) 

Experience joy in my work 3% 6% 8% 6% 30% 28% 19% 

Others experience joy from my work 3% 5% 13% 7% 32% 25% 13% 

Spirit is energized by my work 5% 10% 11% 9% 30% 20% 15% 

Work is connected to what I think is im-

portant in life 

1% 4% 2% 3% 16% 41% 33% 

Look forward to coming to work most days 5% 10% 13% 6% 24% 25% 18% 

Connection between my work and the social 

good 

3% 5% 6% 5% 23% 32% 26% 

Understand what gives my work meaning 1% 3% 6% 4% 21% 34% 31% 
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Table 2 shows data on responses related to stress, both academic and personal. 

Table 2. Stress 

  E S A 

Academic Responsibilities (8 Items)     

 Review / promotion process 21% 35% 44% 

 Committee Work 16% 55% 29% 

 Teaching load 23% 49% 28% 

 Job security 10% 18% 72% 

 Self-imposed high expectations 42% 45% 13% 

 Increased work responsibilities 31% 49% 20% 

 Students 30% 52% 18% 

 Research or publishing demands 23% 44% 21% 

Personal Life (4 Items)     

 Managing household responsibilities 25% 58% 17% 

 Physical health 20% 50% 30% 

 Emotional well-being 26% 53% 21% 

 Lack of personal time 30% 50% 20% 

 
Legend: E = extensive; S = somewhat; A =not at all 

Table 3 shows responses to survey items s related to job satisfaction. 

Table 3. Job Satisfaction 

Items    VS S MS NS 

Job Satisfaction (11 items)      

  Salary 15% 36% 28% 21% 

 Health benefits 41% 40% 12% 7% 

 Opportunity for scholarly 

pursuits 

38% 38% 16% 8% 

 Teaching load 24% 42% 19% 15% 

 Autonomy and independ-

ence 

53% 36% 9% 2% 

 Departmental leadership 33% 39% 12% 16% 

 Departmental support for 

work/life balance 

17% 42% 23% 18% 
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Items    VS S MS NS 

 Prospects for career ad-

vancement 

17% 43% 23% 17% 

 Relative equity of salary 

and job benefits 

11% 32% 26% 31% 

 Flexibility in relation to 

family matters or emergen-

cies 

35% 48% 11% 6% 

  Overall job 25% 47% 23% 5% 

 
Legend: VS = very satisfied; MS = marginally satisfied; S = satisfied; NS = not satisfied 

Question 1 asked what impact does spirituality have on workplace satisfaction? To ad-

dress Q1, the dependent variable is the 11-item job satisfaction scale. The independent varia-

bles consist of the three spirituality scales (i.e., connection, purpose, meaningful work), the 

two stress scales (i.e., due to academic responsibilities, due to general life), background varia-

bles (i.e., university, rank, being a woman), and interaction terms between spirituality variables 

and stress variables. The interaction terms were non-significant, so they were dropped from 

the Q1 regression analysis. 

Question 2 asked what role does workplace spirituality have on job stress? To address 

Q2, the dependent variable was the five-item stress due to academic responsibilities scale. The 

independent variables consisted of the three spirituality scales (i.e., connection, purpose, mean-

ingful work), and the background variables (i.e., university, rank, being a woman). 

Limitations of Study 

As with non-experimental and cross-sectional studies, the findings from this study have 

limited generalizability to university tenure-track faculty at the two participating institutions, 

as well as to other institutions of higher education. The response rate was low (14%), and 

without an understanding of the characteristics of survey non-responders, it is impossible to 

know to whom the findings do not generalize. However, it may be surmised that respondents 
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who completed the survey have a particular interest in personal wellness, and therefore, may 

be the faculty that the findings are most applicable. It is important to remember that the study 

results are associations or correlations, and that this does not imply causation. The descriptive 

and exploratory nature of this study yielded preliminary findings that align with prior research 

on job satisfaction among university faculty and measures for fostering spirituality at work. 

Summary 

In this study I utilized a descriptive survey design to collect data from a convenience 

sample of tenure-track faculty at two midwestern universities, one a Carnegie classified R1 

Institution of Higher Education with approximately 1,500 tenure-track faculty and one a non 

– R1 university with approximately 300 tenure-track faculty members. Both universities are 

public, and not affiliated with any religious institution. Institutional Review Board approval 

was obtained from each respective university. A total of 152 participants from the R1 univer-

sity took the survey and a total of 43 participants from the non-R1 university took the survey. 

At each university, an incentive was provided for completion of the survey in the form of a 

$10 Amazon gift card. The incentive distribution was completed in a separate database and not 

linked to the original surveys. Out of the 1775 surveys distributed, 255 were completed (14%). 

I developed a University Faculty Spirituality Survey by assembling items from existing 

surveys, as well as formulating new items, mostly open-ended items, relevant to this study. 

The survey consisted of 68 items. 35 Likert -type items taken Ashmos and Duchon (2000) and 

24 items from the Higher-Education Research Institute faculty survey. Permission to incorpo-

rate items from these surveys into the University Faculty Spirituality Survey was obtained from 

the respective authors. The survey also contained six background characteristics items and 

three open-ended items that I developed to contextualize the closed ended data. 
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As is the case with non-randomized and cross-sectional survey studies, the interpreta-

tion of findings from this study are limited due to a low response rate (14%) and not being able 

to determine the characteristics of survey non-responders. The findings may have limited ap-

plicability to university tenure-track faculty who elected to participate in the study due to a 

particular interest in their own spirituality and/or personal or occupational wellness. 
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Chapter 4. Results 

A majority of respondents identified as men (58%), woman (41%), and non-binary 

(1%). Age was divided into seven categories with the youngest being 18 to 24 years old and 

the oldest being 75 years or older. The largest percentage of respondents reported being be-

tween the ages of 45 and 54 years old (28%) followed by 35 to 44 years old (27%), and 55 to 

64 years old (24%). Most respondents reported identifying as White (86.5%), followed by 

Asian (4.5%), Black or African American (4%), American Indian or Native American (1.5%), 

and Native Hawaiian or Pacific Islander (.5%). There were 3% of respondents who identified 

as other. Only 10% identified as Hispanic or Latino. The largest number of respondents indi-

cated their rank was full professor (36%) followed by Associate Professor (33%). The smallest 

percentage (19%) identified as Assistant Professor. I collected survey data at two universities 

in the midwestern United States. Most respondents (78%) were from the larger R1 university. 

Two additional questions were asked from the Stolzenburg et al. (2019) study of undergraduate 

faculty specifically, if a respondent had considered leaving academia, and finally, if a respond-

ent had considered leaving their institution for another. Over one third (36%) of respondents 

indicated they had considered leaving academia, less than (28%) in the study by Stolzenburg 

et al. (2019). Whereas about half (48%) of respondents reported that they had considered leav-

ing their current institution for another, about the same (47%) as in the study by in the Stolzen-

burg et al. In summary, the findings show that respondents were mostly White, with more 

identifying as man, and reported being tenured professors between the ages of 35 and 55. Back-

ground characteristics of the sample are shown in Table 4. 
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Table 4. Respondents’ Backgrounds. 

Description Codes & Variable Frequency % 
Gender 1 = Man 111 58% 

2 = Woman 79 41% 

3 = Non-Binary 2 1% 
  

Total = 194 
 

Age 1 = 18 to 24 years old 9 5% 

2 = 25 to 34 years old 11 6% 

3 = 35 to 44 years old 51 27% 

4 = 45 to 54 years old 53 28% 

5 = 55 to 64 years old 47 24% 

6 = 65 to 74 years old 18 9% 

7 = 75 years or older 3 1% 
  

Total = 192 
 

Race 1 = American Indian or Alaskan Native 3 1.5% 

2 = Asian 9 4.5% 

3 = Black or African American 8 4% 

4 = Native Hawaiian or Pacific Islander 1 0.5% 

5 = White 173 86.5% 

6 = Other 6 3.0% 
  

Total = 200 
 

Hispanic / Latino 1 = No 173 90% 

2 = Yes 19 10% 
  

Total = 192 
 

Rank 1 = Assistant Professor 37 19% 

2 = Associate Professor 65 33% 

3 = Full Professor 70 36% 

4 = Other 23 12% 
  

Total = 195 
 

University 1 = R1 153 78% 

2 = Non-R1 43 22% 
  

Total = 195 
 

Considered leaving academia 1 = Yes 72 36% 

2 = No 129 64% 
  

Total = 201 
 

Considered leaving institution 1 = Yes 97 48% 

2 = No 104 52% 
  

Total = 201 
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Quantitative Results 

Table 5 shows the results of multiple-regression analysis of data in response to Ques-

tion 1 on the relationship between spirituality and faculty workplace satisfaction. The results 

showed that reported job satisfaction was significantly associated with spirituality, measured 

as connection, stress due to academic responsibilities, faculty at an R1 university, and being 

untenured. 

Table 5. Impact of Spirituality 

Independent Variable b coefficient SE T p-values 

Spirituality As Connection 0.28 0.03 9.93 .0** 

Spirituality As Purpose 0.03 0.03 1.08 0.28 

Spirituality As Meaningful Work 0.01 0.03 0.76 0.76 

Stress Due To Academic Responsibilities -0.38 0.09 -4.29 .0** 

Stress Due To Life Responsibilities -0.11 0.07 -1.51 0.13 

R1 Research University 0.46 0.09 5.23 .0** 

Untenured Faculty Rank 0.26 0.08 3.25 .001** 

Woman 0.02 0.07 0.37 0.71 

Constant 1.93 0.26 7.37 0 

 
R2=.6131 F (8, 146) = 28.92; Adjusted R2 =.5919; Significance F =.00; p<.01 (two-tailed) 

 

Spirituality measured as connection to community, stress due to academic responsibil-

ities, working at an R1 university, and being untenured were significantly associated with re-

ported job satisfaction. Specifically, for every 1-point increase in the spiritual connectedness 

scale, a.2756 unit increase in job satisfaction is predicted, holding all other variables constant. 

For every 1-point increase in the stress due to academic responsibilities scale, a.3753 unit de-

crease in job satisfaction is predicted, holding all other variables constant. On average, re-

spondents from the R1 university predictably reported a.4648 increase in job satisfaction com-

pared to respondents from the non-R1 university. Respondents who were yet to be tenured 
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reported on average a.2630 increase in job satisfaction compared to faculty who were already 

tenured. Graphically, the significant results of the MR model are spirituality as connection; 

stress due to academic responsibilities; being faculty at the R1 university; and untenured rank 

(i.e., assistant professor) are all shown as being significantly associated with job satisfaction 

(Figure 2). 

Figure 2. Spirituality & Job Satisfaction 

 

Table 6 shows results of analysis of responses to Question 2 on relationships of work-

place spirituality with job stress due to academic responsibilities. Spirituality as connection, 

was significantly associated with being untenured, and being a woman. 

Table 6. Role of Spirituality 

Independent Variable b coefficient SE T p-values 

Spirituality As Connection -0.06 0.03 -2.13 .035* 

Spirituality As Purpose -0.02 0.02 -0.97 0.34 

Spirituality As Meaningful Work 0.04 0.03 1.30 0.20 

R1 Research University -0.19 0.09 -2.19 .030* 

Untenured Faculty Rank 0.30 0.08 4.04 .000** 

Woman 0.16 0.06 2.49 .014** 
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Independent Variable b coefficient SE T p-values 

Constant 1.98 0.17 11.45 0.00 

R2 =.1910 F (6,148) = 5.82; Adjusted R2 =.1582; Significance F =.0000 

*p<.05 (two-tailed); **p<.01 (two-tailed) 

The overall model is significant, explaining approximately 16% of the variance reported in 

stress due to academic responsibilities (F=.000). Spirituality as connectedness to workplace 

community, working at an R1 university, being untenured, and being a woman were signifi-

cantly associated with stress due to academic responsibilities. Specifically, for every 1-point 

increase in spirituality as connection, there was a.0573 decrease in stress due to academic re-

sponsibilities, holding all other variables constant. On average, respondents from the R1 uni-

versity predictably reported a.1877 decrease in stress due to academic responsibilities com-

pared to respondents at the non-R1 university. On average, respondents who were yet to be 

tenured reported a.3049 increase in stress due to academic responsibilities compared to re-

spondents who were already tenured. Women respondents on average reported a.1598 increase 

in stress due to academic responsibilities compared to male respondents (Figure 3). 

Figure 3. Spirituality & Job Stress 
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Qualitative Results 

Using grounded theory analysis, the open-ended responses were reviewed, and catego-

ries created to represent emergent themes. When thematic saturation was achieved, each re-

sponse per item was assessed and sorted into the appropriate thematic category. The thematic 

categories identified for each of the three open-ended items are summarized in the tables be-

low. The tables also show the frequency and percent of times that the corresponding thematic 

content was identified. Table 7 shows the thematic categories that emerged from analyzing 

responses to Question 1, How would you define spirituality? 

Table 7. Define Spirituality 

Thematic Category Description Frequency %* 
Connection, meaning, and 

purpose 

A feeling, focus, and/or experience of inner peace 

with oneself and care for nature, community, and 

all things in the world.  

68 44% 

Transcendence, Sacred-

ness, Higher Power (not re-

ligion) 

Connection with a higher power, higher order, 

something beyond, without a formal structure 

47 30% 

Linked to religion Relationship to God and church or faith 29 19% 

Meaningless / Unattached Irrational belief, unreal, overly vague, unclear, no 

definition, unimportant 

12 7% 

Note: (n = 156)         * total % > 100 

Some responses were included in more than one thematic category. The most commonly oc-

curring theme with 44% of responses was a secular definition of spirituality as connection, 

meaning, and purpose. Of these 68 responses, 40 mentioned some form of the word “connect”, 

such as “connectedness to the world around us”, “a connection with myself and my culture”, 

and “being open minded, hopeful, and connected”. The word “meaning” was referenced ten 

times, and “purpose” occurred eighteen times. In some quotes, these words were used together, 

such as “the pursuit of finding meaning and purpose in our lives,” and “having a sense of 

meaning and a higher purpose in life”. The second most common theme at 30% of responses 
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was defining spirituality as a higher power, As with the most common theme, these responses 

either specifically excluded religion or did not mention any religious characteristics. For ex-

ample, “….we’re all a part of a greater, sacred dimension that has nothing to do with organized 

religions”. Another respondent indicated “a belief in invisible connections between beings, 

such as with a higher power”. Another sub-theme explored the areas of transcendent “aware-

ness of and interaction with a transcendent reality”. Some faculty specifically referred to spir-

ituality as being beyond the material world with remarks such as “priorities that go beyond 

material satisfaction” and “acknowledgement of something beyond the material world”. The 

third most common theme (19%) define spirituality as linked to religion. These individuals 

conflated spirituality with religion. For example, “as a religious person, my personal definition 

of spirituality is tied up in my Christian faith,” another said, “spirituality is my personal rela-

tionship with God through my Christian faith”. There were even those who identified as not 

being religious, but who still equated spirituality with religion, such as “I tie spirituality to 

religion, and I am not religious”. Finally, only 8% of responses expressed that they considered 

the definition of spirituality to be meaningless or not relevant. Examples of this theme were, 

“I don’t think about it much,” “The irrational belief that the universe is anything other than 

indifferent to you,” and “I am an atheist. I don’t believe life has larger meaning aside from 

what you personally ascribe to it…” 

Table 8 shows thematic categories that emerged from analyzing Q 2, “What practices 

of spirituality do you use to mitigate your stress at work?” Fifteen thematic categories emerged 

from faculty’s remarks. Some responses indicated multiple practices used to mitigate stress, so 

some responses were counted in more than one category. The top and third from the top cate-
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gories of practices were meditation and prayer/religious services. Out of 156 responses, med-

itation was specifically mentioned 40 times and prayer was mentioned 36 times. The second 

most common theme was exercise. Community and taking a mental break, both were refer-

enced in 19% of responses. Eighteen percent of respondents indicated they do not practice 

spirituality at work or do not believe in spirituality practices. The three least commonly occur-

ring themes were mindfulness and gratitude, creative practices, and nature. 

Table 8. Spirituality Practices 

Category Description. Frequency %* 

Meditation Reflective, contemplative, and mindfulness tech-

nique 

40 26% 

Exercise Physical activity such as walking, running, or 

yoga 

37 24% 

Prayer / Religious Services Ritualized practice of studying, speaking, or at-

tending/participating in services dedicated to a 

God or gods.  

36 23% 

Community Social connections and relationships. Communi-

cating, caring for, and spending time with others. 

29 19% 

Mental Break Relaxing, isolating, calming, reflective, escaping, 

and breathing exercises.  

29 19% 

None Not practicing and/or not believing in spirituality 28 18% 

Mindfulness & Gratitude Focusing on the present, being positive, thankful, 

and using affirmations.  

25 16% 

Creative Practices Appreciation or creation of art 17 11% 

Nature Hiking, working, sitting, and contemplating in an 

outdoor setting 

12 8% 

 
Note: n = 156   * total % > 100* 

 

Some responses were included in more than one thematic category. The top and third 

from the top categories of practices were meditation (26%) and prayer/religious services 

(24%). Meditation was specifically mentioned 40 times and prayer was mentioned 36 times. 
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 The second most common theme was exercise ( 24%). Exercise included items such as 

running, walking, and high intensity or physical activity. Community (social connections and 

relationships) and mental break (relaxing, escaping, etc.) both were referenced in 19% of re-

sponses. For community practices, many respondents indicated talking to and spending time 

with people including co-workers, friends, and family. In addition, community practices refer-

enced acts of caring, reaching out to others, and check-ins. Eighteen percent of respondents 

indicated they do not practice spirituality at work or do not believe in spirituality practices. 

The three least commonly occurring themes were mindfulness and gratitude (16%), creative 

practices (11%), and nature (8%). Mindfulness and gratitude content (16%) were expressed in 

a variety of ways with one respondent stating, “trying to focus on the present moment, being 

grateful for things that are going well”. Creative practices included dancing, music, journaling, 

poetry, and painting. Several responses were simply related to taking a break, relaxing, or being 

calm. One respondent said, “quiet time with the door closed”, and another said, “reflective 

isolation”. Nature, the smallest category cited for mediating stress, had a variety of responses 

including “work outdoors…”, “….hiking”, and “get out into nature…”. 

One third (34%) of respondents said that not being supported or a negative work envi-

ronment lowered job satisfaction. Examples included, “The university does not appear to care 

about me,” or “lack of support from the institution”. Other responses identified the lack of 

support came from coworkers with responses such as “small-mindedness, mean-spiritedness, 

misandry, cliquishness and waspishness among colleagues” and feeling “woefully under-ap-

preciated by the people I work with”. The second most common theme (17%) was bureaucracy 

and/ or administrative tasks. Responses included “constantly changing regulations and proce-

dures”, “...bogged down in administration and department politics'', and “extensive meetings 
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regarding bureaucratic barriers that exist for reasons unknown pulls faculty away from the core 

mission of teaching and research that we’re most passionate about. In responses. to the final 

open-ended item, “how does the degree of stress associated with your job affect your job sat-

isfaction?” Out of 153 responses to this question, 113 participants (74%) indicated that the 

more stress they experience, the less job satisfaction they have overall. Thirty-two participants 

(21%) gave responses indicating that more stress did not change their level of satisfaction. 

Eight participants (5%) shared that more stress increased their job satisfaction. Table 9 shows 

the thematic categories that emerged in data on stress and job satisfaction. 

Table 9. Stress & Satisfaction 

Category Description Frequency* % 

Not Supportive / Negative 

Environment 

Not recognized for work, lack of administrative 

help, marginalized, not appreciated, not cared 

for, favoritism, aggression, mean-spiritedness, 

alienation, toxic 

22 34% 

Bureaucracy / Administra-

tive Tasks 

Extensive meetings, unnecessary and redundant 

work, regulations, procedures, arbitrary, no 

control.  

11 17% 

Budget / Salary Shifty pay, merit judgements, equity among 

colleagues, job insecurity 

9 14% 

Job Demands Tenure process, increased responsibilities, 

email, overload of tasks 

8 12% 

Self - Imposed Expectations Not good enough, self-rated efficacy, self-in-

flicted stress 

6 9% 

Work / Life Balance Conflict with home and job responsibilities. 

Taking academic and administrative tasks 

home, lost separation of identity 

5 8% 

Students / Teaching Student problems, high teaching load, preparing 

coursework, time for students 

4 6% 

Not Supportive / Negative 

Environment 

Not recognized for work, lack of administrative 

help, marginalized, not appreciated, not cared 

for, favoritism, aggression, mean-spiritedness, 

alienation, toxic 

22 34% 
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Category Description Frequency* % 

Bureaucracy / Administra-

tive Tasks 

Extensive meetings, unnecessary and redundant 

work, regulations, procedures, arbitrary, no 

control.  

11 17% 

Budget / Salary Shifty pay, merit judgements, equity among 

colleagues, job insecurity 

9 14% 

Job Demands Tenure process, increased responsibilities, 

email, overload of tasks 

8 12% 

Self - Imposed Expectations Not good enough, self-rated efficacy, self-in-

flicted stress 

6 9% 

Work / Life Balance Conflict with home and job responsibilities. 

Taking academic and administrative tasks 

home, lost separation of identity 

5 8% 

Students / Teaching Student problems, high teaching load, preparing 

coursework, time for students 

4 6% 

Note: n = 153          * < 153 
 

Not all respondents listed a reason for stress at work Budget and/or salary, job de-

mands, and self-imposed expectations issues were mentioned in 9 to 14% of responses. Exam-

ples of self-imposed expectations were “constant voice in your head to think of what is to be 

done for tomorrow / next week” and “me worrying I am not doing a good enough job.” The 

least common themes were work / life balance (8%) and students and/or teaching (6%). Exam-

ples of work-life balance are, “the risk of tying my identity too closely with my job”, “no 

concern of work/life balance or developing a sense of community” and “work follows you 

home”. A few outliers associated stress with positive behaviors, such as “find motivation in 

stress”, “it's energizing as long as it feels manageable”, and “stress related to pushing forward 

scholarly goals is productive.” A few responses referenced stress generically as affecting their 

work negatively, such as “when I’m under stress, I underperform at work” and “when I’m 

stressed, I’m not likely to see the value of my work”. 
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Summary 

Descriptive statistics showed that most respondents mostly identified as White men, 

tenured professors, between the ages of 35 and 55. I used multiple regression analysis on sur-

vey data and grounded theory analysis on open-ended items. For the first open – ended item, 

“How would you personally define spirituality?”, the most commonly occurring theme was a 

secular definition of spirituality including connection, meaning, and/or purpose. The second 

most common theme was defining spirituality as a higher power, these responses either spe-

cifically excluded religion or did not mention any religious characteristics. The third most 

common theme defined spirituality as linked to religion. These individuals conflated spiritual-

ity with religion. Finally, only 8% of responses expressed that they considered the definition 

of spirituality to be meaningless or not relevant. 

Of 153 responses, 113 participants (74%) indicated that the more stress they experi-

ence, the less job satisfaction they have overall. Thirty-two participants (21%) who gave re-

sponses indicating that more stress did not change their level of satisfaction. Eight participants 

(5%) shared that more stress increased their job satisfaction. A full one-third of respondents 

said that not being supported or a negative work environment lowered job satisfaction. The 

second most common theme was bureaucracy and/or administrative tasks. Budget and or sal-

ary, job demands, and self-imposed expectations issues were mentioned in 9 to 14 percent of 

responses. The least common themes were work-life balance, students and/or teaching.  
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Chapter 5: Discussion and Conclusions 

 This chapter is divided into three parts. The first section is a discussion of results, in 

the second part I draw conclusions and offer recommendations based on my findings, and in 

the final section I discuss limitations. 

Discussion 

 Question 1 asked, what is the impact of spirituality, conceptualized as connection, pur-

pose, and meaning, on workplace job satisfaction? Despite considerable stress experienced due 

to academic responsibilities, when university faculty perceive higher connection to the work 

environment, their reported job satisfaction is higher. Connection to the work environment 

consists of beliefs about the supportive and affirming qualities of an interpersonal work cul-

ture. This finding demonstrates that even amid academic stressors, faculty who feel valued, 

treated equitably, and part of their work community (e.g., department, unit, etc.) experience 

higher job satisfaction compared to faculty who do not feel or recognize such support. This 

association concurs with prior research showing that university faculty experience greater job 

satisfaction when they perceive their work environment as more interconnected, respectful, 

collaborative, and cooperative (Hesli & Lee (2013). A similar relationship was found in a 

study that concluded physician burnout is strongly associated with feeling under-appreciated 

by hospital leadership (Fargen, Arthur, et al., 2019). Another key finding is that although feel-

ing connected to the work milieu is associated with higher job satisfaction, at the same time, 

higher stress about academic responsibilities is associated with lower reported job satisfac-

tion. Interpreting these two findings concomitantly, suggests that in academic environments 

that tend to be replete with stressors, spiritual connectedness to the work community has a 

protective or bolstering influence on faculty job satisfaction. It is important to note that these 
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stated effects of spiritual connectedness and stress due to academic responsibilities on job sat-

isfaction, occurred independent of faculty background characteristics (i.e., affiliation with R1 

university, tenure status, gender identity). 

A majority of open-ended responses (44%) regarding how faculty define spirituality 

reference a non-religious connection and/or purpose or meaning in their life. These non-reli-

gious ways that faculty define spirituality conform with the non-religious belief statements that 

make up the spirituality scales used in this study: connectedness, purpose, and meaning. This 

indicates that the most frequent words selected by faculty to express their personal views of 

spirituality converged (i.e., dovetailed) with how the study operationalized the three measured 

spirituality scales. Although spirituality and religion may often be conflated in modern culture, 

these results suggest that considerable numbers of university faculty hold personal definitions 

that conceptually separate spirituality and religion. 

 Question 2 asked, what impact does workplace spirituality have on job stress? Faculty 

with higher perceived spiritual connectedness to their workplace reported lower levels of stress 

due to academic activities. This finding concurs with Tejada’s (2004) finding that faculty who 

report higher levels of spirituality in response to items on the Spiritual Index of Well-Being) 

report less tension and less job frustration. Similarly, another study showed that faculty who 

reported a higher level of spirituality reported a better integration between their academic work 

and home life (Lindholm & Astin, 2006). Likewise, Lindholm (2014) found that faculty who 

reported a higher level of meaning in their work report feeling lower levels of stress or of 

feeling overwhelmed. 
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The negative (i.e., dampening) impact of spiritual connectedness on stress occurs inde-

pendently of faculty background characteristics (i.e., affiliation with R1 university, tenure sta-

tus, gender). This aligns with research by Lindholm & Astin (2006) that found regardless of 

gender, faculty who report higher levels of spirituality report higher levels of experiencing joy 

in their work and having a positive outlook on life. 

Not surprisingly, untenured faculty (i.e., assistant professors) and women reported 

higher levels of stress due to academic responsibilities, compared to already tenured faculty 

and men, respectively. This is consistent with prior research (Berebitsky & Ellis, 2018) that 

demonstrated female faculty report higher levels of stress due to academic activities compared 

to male faculty. In addition, this finding is consistent with a study that found female faculty 

members experience higher levels of stress than male faculty and this stress appears to be due 

to female faculty carrying higher teaching and student advising loads which may compete with 

time for research and publications (Berebitsky & Ellis, 2018). 

The open-ended responses to spirituality practices that faculty use to mitigate stress 

suggests that multiple practices are employed. Responses to how faculty cope with stress were 

fairly evenly distributed, with the most frequently mentioned practices being meditation, exer-

cise, and prayer or religious services. Almost one fifth (18%) of responses indicated no prac-

tices or not believing spirituality is a valid construct. Although the value of spirituality as con-

nectedness to the workplace is demonstrated to reduce perceived stress, only about one fifth 

(19%) of responses mentioned community and/or social connectedness as an approach they 

personally use to lessen stress due to academic responsibilities. At the same time, over one 

third (34%) of responses indicated that stress related to non-supportive work cultures and neg-

ative interpersonal environments affect their level of job satisfaction. 



 
 

53 

Conclusions & Implications 

This study demonstrated the value of spirituality as connectedness in reducing faculty 

stress and enhancing job satisfaction. The results suggest that personnel wellness approaches 

aimed to improve spiritual connectedness to the workplace may reduce faculty stress in aca-

demic settings and improve job satisfaction. These analyses strongly suggest that spiritual con-

nectedness may have a protective influence on job satisfaction, despite faculty being immersed 

in stressful, unchangeable, and demanding circumstances that erode job satisfaction. The find-

ings further suggest that female faculty are especially vulnerable to stress related to academic 

responsibilities, as are untenured faculty who are under great time pressure to achieve tenure. 

Spirituality may have a ways to go before being endorsed on a wide scale by faculty and uni-

versities as viable human resources to mitigate stress, burnout, and job dissatisfaction. At the 

same time, the wellness literature, as well as this study has demonstrated that the quality and 

employee perceptions of the university workplace environment and culture are premier varia-

bles for improving faculty job satisfaction (Bennett, 2014; Hesli & Lee, 2013; Bozeman & 

Gaughan, 2011; Jurkiewicz & Giacalone, 2004). The results of this study showed the relative 

importance of spiritual connectedness and may be used to formulate hypotheses for future re-

search, for example, evaluating organizational programming that aims to facilitate connected-

ness among faculty with the outcomes of interest being job satisfaction, productivity, and/or 

decreased stress. Research addressing the outcome effectiveness of programming with a spir-

ituality-connectedness focus may provide universities and/or departments with the impetus 

needed to make such an investment in faculty wellness. 



 
 

54 

Considerations for Future Research 

In addition to the results of this study, there are other areas for consideration and future 

research related to spirituality, stress, and job satisfaction among tenure-track faculty. First, 

additional research could be conducted so the results would be more generalizable to tenure-

track university faculty as a whole. Replicating this study within other universities and larger 

samples could further substantiate the findings of this research and offer new insights into the 

relationships between spirituality, stress, and job satisfaction. Another area for future research 

that could build off this study would be to examine what elements of spiritual connectedness 

are most important to reducing academic stress for women or for non-tenured (assistant pro-

fessor) faculty. Providing further insight and expanding the data could help in determining 

workplace wellness programming and resource allocation for these specific subgroups of uni-

versity faculty. Finally, longitudinal studies in this area could be conducted to examine corre-

lations between spirituality interventions and job satisfaction among the faculty. 

Summary 

I believe having a connected community of faculty helps to nurture a positive work-

place culture that can foster a sense of belonging and well-being within the university environ-

ment. Faculty are a unique population, and their work impacts many lives. The spirit they bring 

to the classroom, to their research, and to their service has the potential to have a wide-ranging 

effect. Our spirituality is something inside of us as individuals. It is part of how we see the 

world and it cannot simply be turned off because we are at work. Most respondents within this 

study found spirituality to be not religious, but rather a form of connection, purpose, meaning 

and sacredness. Although the study sample was small, the results show an association between 

a feeling of connection within the faculty workplace and job satisfaction. These findings in 
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conjunction with past research indicate there is an unequivocal relationship between institu-

tions and their employees. 

Having programs in place that convey the university or department values the welfare 

of faculty may help to foster a sense of community connectedness. Providing greater support 

for assistant professors who are working to obtain tenure appears to be needed. These faculty 

may be experiencing higher levels of work-related stress and feel less job satisfaction. Like-

wise, creating a fair, equitable, work environment where female faculty feel valued, and part 

of the community may help reduce their stress and improve job satisfaction. The study showed 

that many respondents engaged in some form of spirituality practice at work. Supporting these 

practices and offering space, classes, and resources in areas such as yoga, meditation, physical 

exercise, outdoor events, and creative activities is something university workplace wellness 

programs should consider. One third of respondents attributed their job-related stress to themes 

of feeling not supportive or being in a negative environment. To respond to this need, admin-

istrators and university leadership should focus on introducing evidence-based programs and 

resources that promote a positive, supportive, and equitable culture for faculty. Offering or 

requiring training programs for management leaders to complete may also cultivate a support-

ive environment to improve the culture and decrease workplace dissatisfaction. 

I hope in the future to conduct a more in-depth qualitative study that will explore further 

understanding about tenure-track faculty’ perceptions and beliefs about spirituality, job satis-

faction, and the stress they experience. I hope to build on this study by including other popu-

lations within the university such as the Dean's office, support staff, non-tenure-track faculty, 

and professional staff. Ultimately, I believe that the spiritual meaning, purpose, and connection 
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found within academic work environments can make a marked beneficial difference in overall 

sense of well-being and quality of experience within institutions of higher education. 
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Appendix A. Invitation & Approvals 

 
Invitation 

 
Greetings! 

You are invited to participate in a research study conducted by Desiree Reynolds, doctoral student in the Educa-

tional Sustainability program at the University of Wisconsin – Stevens Point and research associate at Indiana 

University – Bloomington. 

Faculty members' jobs can be challenging. They can be stressful. Finding meaning, purpose, and connection at 

work may make a difference. This survey is about you! As faculty members we are seldom asked about our own 

wellness. This is your opportunity to contribute to the knowledge of faculty workplace spirituality, stress, and job 

satisfaction. 

You are eligible to participate in this study because you have been identified as a faculty member at a university. 

You were selected as part of a random sample; your participation is important in our achieving representative 

survey results. 

The survey takes approximately 10 - 15 minutes to complete for most people. Upon completion of the survey, 

you will be able to request a $10 electronic Amazon gift card for your time. 

Participating in this study is voluntary. You may choose not to take part in this study or may choose to leave the 

study at any time. You should feel free to skip any questions that make you uncomfortable. Although we cannot 

guarantee absolute anonymity, we will take every effort to ensure it. If you have any questions, please feel free 

to reach out to me at dreyn046@uwsp.edu or 812-327-4306. 

I would greatly appreciate your contribution to this research. Please click the following link to access the survey: 

https://iu.co1.qualtrics.com/jfe/form/SV_eIC7V8I3HozuP7o 

Thank you for your participation, it is much appreciated. 

 Desiree 

  

https://iu.co1.qualtrics.com/jfe/form/SV_eIC7V8I3HozuP7o


 
 

68 

 

 
 

  



 
 

69 

 
 

 
 

  



 
 

70 

Appendix B. Instrument 

 

University Faculty Spirituality Survey 

 
Welcome! 

My name is Desiree Reynolds. I am a doctoral student in the Educational Sustainability program at the Univer-

sity of Wisconsin – Stevens Point. I am also a research associate at Indiana University – Bloomington.  

I would appreciate your participation in a research study designed to explore the role of spirituality, stress, and 

job satisfaction. You have been selected as part of a random sample of tenure-track faculty at Indiana University 

- Bloomington or University of Wisconsin - Stevens Point.  

The survey takes approximately 10 - 15 minutes to complete. Participating in this study is voluntary. You may 

choose not to take part in this study or may choose to leave the study at any time. You should feel free to skip 

any questions that make you uncomfortable. Although we cannot guarantee absolute confidentiality, we will 

take every effort to ensure it. The results will be stored on a secure platform and stored so that no one can iden-

tify any individuals. No IP addresses will be recorded as part of the survey. We hope to gain an understanding 

of the role of spirituality and stress on job satisfaction for tenure track university faculty.  

Once you complete the survey, you will be able to request a $10 electronic gift card to Amazon. The request for 

a gift card will collect your e-mail address (so we can send the gift card electronically) and will be completed in 

a separate database from your survey responses to protect your confidentiality.  

This study received approval by the University of Wisconsin – Steven’s Point IRB, protocol # 2021-56 and In-

diana University - Bloomington IRB, protocol #13307. If you have any questions about the study or desire in-

formation in the future regarding your participation, please contact Desiree Reynolds (dreyn046@uwsp.edu). 

You may also contact the Office of Research Compliance, Human Subject Office at Indiana University – 

Bloomington (812-856-4242 or irb@iu.edu) or David Barry, PhD, IRB Chair, University of Wisconsin, Stevens 

Point 715-346-3799 or at irb@uwsp.edu.  

I, as the participant, have read and understand the information provided to me, that my consent is given, that 

participation is voluntary and that no promises or threats have been made to or against me to obtain my consent 

to participate. I also understand I may withdraw at any time.  
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o Yes, I give my consent (1) 

o No, I do not give my consent. (2) 
 

Purpose The purpose of this research is to investigate the role of faculty workplace spirituality in mediating the 

impact of job stress on job satisfaction and to understand how employees perceive themselves, each other, and 

their organizations.  

  

For the purpose of this study the following terms are defined:  

Spirituality is having meaning, purpose and a feeling &/or perception of interconnectedness in your life. In this 

context spirituality is broader than religion. 

 

Spirituality at Work is a feeling &/or perception of having meaning, purpose, and sense of connection to your 

work.  

 

Instructions: please complete the survey to the best of your ability. 

Page Break  

Spirituality These 3 questions relate to workplace spirituality. Please indicate the extent to which you agree or 
disagree with the following statements: 
 
 
 Disagree Strongly Neither Agree 

nor Disagree 
Agree Strongly 

 
 1 2 3 4 5 6 7 
 

The work I do is connected to what I think is im-
portant in life.   
I feel part of a community in my immediate work-
place (department, unit, etc.)   
I see a connection between my work and the larger 
social good of my community.   
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Spirituality These 4 questions relate to workplace spirituality. Please indicate the extent to which you agree or 
disagree with the following statements: 
 
 Disagree Strongly Neither Agree 

nor Disagree 
Agree Strongly 

 
 1 2 3 4 5 6 7 
 

My supervisor encourages my personal growth.  
 

I have had numerous experiences in my job which 
have resulted in personal growth.   
I understand what gives my work personal mean-
ing.   
I am valued at work for who I am.  

 
 
Spirituality These 3 questions relate to workplace spirituality. Please indicate the extent to which you agree or 
disagree with the following statements: 
 
 Disagree Strongly Neither Agree 

nor Disagree 
Agree Strongly 

 
 1 2 3 4 5 6 7 
 

When I have fears I am encouraged to discuss 
them.   
When I have a concern I represent it to the appro-
priate person.   
At work we work together to resolve conflict in a 
positive way.   

 
 
 
Spirituality These 3 questions relate to workplace spirituality. Please indicate the extent to which you agree or 
disagree with the following statements: 
 
 Disagree Strongly Neither Agree 

nor Disagree 
Agree Strongly 

 
 1 2 3 4 5 6 7 
 

I look forward to coming to work most days.  
 

I am encouraged to take risks at work.  
 

I am evaluated fairly here.  
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Spirituality These 4 questions relate to workplace spirituality. Please indicate the extent to which you agree or 
disagree with the following statements: 
 
 Disagree Strongly Neither Agree 

nor Disagree 
Agree Strongly 

 
 1 2 3 4 5 6 7 
 

My spirit is energized by my work.  
 

I care about the spiritual health of my co-workers.  
 

I experience joy in my work.  
 

I believe others experience joy as a result of my 
work.   

 
Spirituality These 4 questions relate to workplace spirituality. Please indicate the extent to which you agree or 
disagree with the following statements: 
 
 Disagree Strongly Neither Agree 

nor Disagree 
Agree Strongly 

 
 1 2 3 4 5 6 7 
 

My spiritual values influence the choices I make.  
 

I consider myself a spiritual person.  
 

Prayer is an important part of my life.  
 

I feel hopeful about life.  
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Spirituality These 4 questions relate to workplace spirituality. Please indicate the extent to which you agree or 
disagree with the following statements: 
 
 Disagree Strongly Neither Agree 

nor Disagree 
Agree Strongly 

 
 1 2 3 4 5 6 7 
 

My immediate work unit cares about whether my 
spirit is energized by my work.   
My immediate work unit takes into account the re-
sponsibilities I have to my family.   
My immediate work unit is concerned about the 
health of those who work here.   
My immediate work unit cares about all its em-
ployees.   

 
Spirituality These 4 questions relate to workplace spirituality. Please indicate the extent to which you agree or 
disagree with the following statements: 
 
 Disagree Strongly Neither Agree 

nor Disagree 
Agree Strongly 

 
 1 2 3 4 5 6 7 
 

My immediate work unit makes it easy for me to 
use my gifts and talents at work.   
My immediate work unit encourages employees to 
develop new skills and abilities.   
I feel positive about the values of my immediate 
work unit.   
In my immediate work unit people are not encour-
aged to learn and grow.   

 
Spirituality These 3 questions relate to workplace spirituality. Please indicate the extent to which you agree or 
disagree with the following statements: 
 
 Disagree Strongly Neither Agree 

nor Disagree 
Agree Strongly 

 
 1 2 3 4 5 6 7 
 

My immediate work unit encourages the creation 
of community.   
My immediate work unit is concerned about pov-
erty in our community.   
My immediate work unit has a conscience.  
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Spirituality These 3 questions relate to workplace spirituality. Please indicate the extent to which you agree or 
disagree with the following statements: 
 
 Disagree Strongly Neither Agree 

nor Disagree 
Agree Strongly 

 
 1 2 3 4 5 6 7 
 

I feel connected with the mission of my immediate 
work unit.   
I feel connected with my immediate work unit’s 
goals.   
I feel positive about my future with my immediate 
work unit.   

 
  



 
 

76 

Job Satisfaction The following questions relate to job satisfaction.  
How satisfied are you with the following aspects of your job? (Mark one for each item) 

 Very Satisfied (1) Satisfied (2) Marginally Satis-
fied (3) Not Satisfied (4) 

Salary (1)  o  o  o  o  
Health benefits (2)  o  o  o  o  
Opportunity for 
scholarly pursuits 
(3)  o  o  o  o  
Teaching load (4)  o  o  o  o  
Autonomy and in-
dependence (5)  o  o  o  o  
Departmental lead-
ership (6)  o  o  o  o  
Departmental sup-
port for work/life 
balance (7)  o  o  o  o  
Prospects for career 
advancement (8)  o  o  o  o  
Relative equity of 
salary and job ben-
efits (9)  o  o  o  o  
Flexibility in rela-
tion to family mat-
ters or emergencies 
(10)  

o  o  o  o  
Overall job (11)  o  o  o  o  
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Stress The following questions relate to stress in the workplace.  
Please indicate the extent to which each of the following has been a source of stress for you during the past 
year: 

 Extensive (1) Somewhat (2) Not at All (3) Not Applicable 
(4) 

Managing house-
hold responsibili-
ties (1)  o  o  o  o  
My physical health 
(2)  o  o  o  o  
My emotional well-
being (3)  o  o  o  o  
Review/promotion 
process (4)  o  o  o  o  
Committee work 
(5)  o  o  o  o  
Students (6)  o  o  o  o  
Research or pub-
lishing demands (7)  o  o  o  o  
Teaching load (8)  o  o  o  o  
Lack of personal 
time (9)  o  o  o  o  
Job security (10)  o  o  o  o  
Self-imposed high 
expectations (11)  o  o  o  o  
Increased work re-
sponsibilities (12)  o  o  o  o  
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Job Satisfaction In the past year, have you: 
 Yes (1) No (2) 

Considered leaving academe for 
another job (1)  o  o  
Considered leaving this institution 
for another (2)  o  o  

 
Spirituality How would you personally define spirituality? 
________________________________________________________________ 

________________________________________________________________ 

________________________________________________________________ 

________________________________________________________________ 

________________________________________________________________ 

 
 
 
Spirituality What practices of spirituality do you use to mitigate your stress at work? 
________________________________________________________________ 

________________________________________________________________ 

________________________________________________________________ 

________________________________________________________________ 

________________________________________________________________ 

 
 
 
Stress How does the degree of stress associated with your job effect your job satisfaction? 
________________________________________________________________ 

________________________________________________________________ 

________________________________________________________________ 

________________________________________________________________ 

________________________________________________________________ 
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Demographics Just a few more questions to go. Please tell us about yourself (note: all results are reported in ag-
gregate-for example, averages and percentages. To protect your confidentiality you will never be personally 
identified in any report). 
 
Gender With what gender do you identify? 

o Man (1) 

o Woman (2) 

o Non-binary (e.g. genderfluid, genderqueer) (3) 

o Agender (4) 

o Do not know (5) 

o Another gender identity not listed (6) 

o Choose not to answer (7) 
 
 
 
Age What is your age? 

o 18 to 24 years old (1) 

o 25 to 34 years old (2) 

o 35 to 44 years old (3) 

o 45 to 54 years old (4) 

o 55 to 64 years old (5) 

o 65 to 74 years old (6) 

o 75 years or older (7) 
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Race With what race(s) do you identify? Please select all that apply. 

▢ American Indian or Alaska Native (1) 

▢ Asian (2) 

▢ Black or African American (3) 

▢ Native Hawaiian or Pacific Islander (4) 

▢ White (5) 

▢ Other (6) __________________________________________________ 
 
 
 
Q9 Do you identify as Hispanic or Latinx? 

o No (1) 

o Yes (2) 
 
 
 
Rank What is your current rank? 

o Assistant Professor (1) 

o Associate Professor (2) 

o Full Professor (3) 

o Emeritus Professor (11) 

o Other (4) __________________________________________________ 
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University At which university are you a faculty member? 

o Indiana University - Bloomington (1) 

o University of Wisconsin - Stevens Point (2) 
 
 
Page Break 

 

Q19  

We thank you for your time spent taking this survey.   

  

 Your response has been recorded. 

   If you want to request a $10 electronic Amazon Gift Card gift card, you will need to provide your email ad-

dress. Your email will be collected in a separate database and will not be linked to your survey responses to pro-

tect your confidentiality. Your electronic gift card shall be sent within 7 days of your completion of the survey 

and supplying your email. We can only send you a card if you supply your email.    

  

 Please click the link below.    

  

 Yes, I request a $10 electronic gift card. 

 

 

Display This Question: 

If Welcome! My name is Desiree Reynolds. I am a doctoral student in the Educational Sustainability... = No, I 

do not give my consent. 

 

Q18 We thank you for your time spent taking this survey. Your response has been recorded. 

 

End of Block: Default Question Block 
 

 

https://iu.co1.qualtrics.com/jfe/form/SV_etgZxvNSab1WLVI
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