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Abstract  

The aim of this research was to assess how meaning in life influences job 

satisfaction and organizational commitment among Millennials across diverse 

professions. Data were collected to examine these relationships comprehensively, 

employing the Multidimensional Existential Meaning Scale, Minnesota Satisfaction 

Questionnaire, and Organizational Commitment Questionnaire. Despite extensive 

research in workplace spirituality, research on Millennials and meaning in life 

remains scarce. Methodologically, this research adopted a quantitative cross-

sectional design involving 131 participants from 24 industries in the United States. 

Reliability analyses demonstrated the trustworthiness of the employed scales, with 

strong correlations observed between job satisfaction and organizational 

commitment with the dimensions of meaning in life. Multiple regression analysis 

substantiated the predictive relationship between meaning in life dimensions and 

work outcomes. The findings revealed that comprehension and purpose 

significantly predicted job satisfaction and organizational commitment, whereas 

mattering exhibited no predictive capacity. These results provide valuable insights 

into Millennials' experiences with meaning in life in the workplace. 

Keywords: meaning in life, Millennials, workplace spirituality, job 

satisfaction, organizational commitment 
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Chapter 1 – Introduction 

The time has come that a Millennial (born between 1981 and 1995) is most 

likely soon to be your boss. As Veterans and Baby Boomers, the most senior 

generations within the workforce, transition into retirement, organizations within 

the United States progressively rely on Millennials to fill executive, management, 

and leadership positions (Shukas, 2020). Generational scholars have been 

predicting Millennials’ critical influence on the workplace and are now grappling 

with the realities of engaging and attracting a generation known to have unique 

workplace expectations (Bogosian & Rousseau, 2017, p. 387). The Millennial 

generation brings many unique contributions to the workforce, including a greater 

focus on spirituality, such as seeking meaning and significance at work. According 

to the Deloitte (2017) study, a unique value of the Millennial generation is that 

many prefer to seek purpose in their organizations without sacrificing their passions 

and social purpose. Furthermore, purpose is a reoccurring theme within workplace 

spirituality and is conceptualized as inner motivations that give a greater meaning 

to life (Overell, 2008). 

 The effects of workplace spirituality are experienced differently among 

Millennials compared to their generational counterparts (Jolliffe & Foster, 2022), 

yet research on past and present approaches to engage Millennials using workplace 

spirituality is scarce. To render a culture of innovation, collaboration, and 

creativity, organizations should seek to better understand what Millennials desire or 

expect from their workplace experience while striving to gain a deeper 

understanding of the Millennial mindset (Jones, 2017). From an industrial and 

organizational psychology perspective, expressing empathy and understanding can 

motivate employees effectively (Eyring, 2022). As Millennials adopt benevolent 

and universally oriented values, organizational practices that reflect Millennials’ 

self-transcendent characteristics are needed (Črešnar & Nedelko, 2020). Scholars 

and practitioners should evaluate the effectiveness of strategies to support 

Millennials rather than adopt a “one size fits all” approach, which may fail in 

meeting the unique needs of this prominent generation (Stewart et al., 2016). 
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Failing to invest in the purpose development and spirituality of Millennials can 

affect an organization’s ability to retain and engage the workforce’s most 

prominent generation (Burstein, 2013). Therefore, the aim of this study was to 

understand how workplace spirituality impacts the job satisfaction and 

organizational commitment of Millennials.  

Some workplace characteristics that influence the Millennial generation are 

opportunities for achievement, work-life balance, positive work relationships, and 

participation in work that helps others and has meaning (Kuron et al., 2015). 

Millennials also place great importance on intrinsic values, such as personal 

morals, and on positively impacting society (Buzza, 2017). McMurray and 

Simmers (2020) indicated that although Millennials are less religious than other 

generational cohorts, they seek spirituality in the workplace, an aspect of whole-

person development that concerns finding a sense of connection between oneself 

and the workplace (Rathee & Rajain, 2020). The term whole-person refers to the 

four realms of human nature: physical, emotional, cognitive, and spiritual (Piercy, 

2013). Millennials value a whole-person perspective, as work life and home life are 

not mutually inclusive entities; instead, they are cohesive and integrated (D. Wang, 

2015). A whole-person approach to business challenges the traditional 

organizational perspective as it emphasizes less wealth and economic development 

and incorporates a spiritual environment that improves all areas of life (Gjorevska 

& Takács, 2016; Marques, 2005).  

Over the past few decades, the widely discussed construct of workplace 

spirituality has gained the attention of scholars and organizational practitioners as it 

encompasses an individual’s pursuit of a higher purpose, personal meaning, and 

transcendent values (Gotsis & Kortezi, 2008; Schutte, 2016). Cavanagh (1999) 

defined spirituality as “the desire to find ultimate purpose in life, and to live 

accordingly” (p. 188). Concerning the whole person, a working definition 

of spirituality is “the quest for life-meaning and self-awareness for a higher purpose 

demonstrated through efforts to achieve the common good for all” (Piercy, 2013, p. 

32). Mitroff and Denton (1999) defined workplace spirituality as the effort to 

discover one’s ultimate purpose in life, develop a solid connection to co-workers 
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and other people associated with work, and align one’s core beliefs and the values 

of the organization. It is important to note that purpose and meaning are 

reoccurring themes within spirituality in the workplace (Overell, 2008). Frankl 

(1946) and Maslow (1968) referred to meaning in life as not only the center of 

human motivation, but also the focus of psychological well-being.  

Therefore, psychologists have defined meaning in life as (a) significance, 

which refers to the extent to which an individual feels connected to others and as if 

they matter; (b) purpose, which is described as being engaged in goal directed 

pursuits; and lastly (c) coherence, which is known as the understanding of one’s 

life and experiences making sense (Heintzelman & King, 2014; King et al., 2006; 

Martela & Steger, 2016; Park & George, 2013). George and Park (2017) argued 

that this tripartite view of meaning in life would facilitate a deeper understanding of 

the concept and therefore, developed the Multidimensional Existential Meaning 

Scale (MEMS). Considering that Mitroff and Denton’s (1999) definition of 

workplace spirituality closely relates to George and Park’s (2017) tripartite 

approach to measuring meaning in life, in this study, the MEMS was used to 

measure reoccurring themes in workplace spirituality.  

Spirituality in the workplace directly addresses the needs of the Millennial 

generation, as it inspires employees to engage in their role beyond obligation and 

encourages participation in work that aims for the common good of others (M. 

Wang et al., 2019). Grant (2017) indicated that purpose is an emerging cultural 

narrative, and organizations have started to shift to focus more on “transforming 

business through the science of purpose” as Millennials, more than any generation, 

are searching for purpose and purposeful work (p. 2). Although spirituality and 

purpose in the workplace have proven to yield physical and psychological benefits 

such as motivation to achieve goals, the attainment of a more optimistic outlook, 

reduced stress, and increased resilience, scholars still question whether these 

concepts should be used as a tool to increase organizational commitment and 

engagement (Grant, 2017; Schutte, 2016). Therefore, future research should seek to 

understand how spirituality in the workplace affects the organizational outcomes of 

Millennials, such as job satisfaction and organizational commitment.   
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Statement of the Problem 

Within the present ever-changing and unstable business contexts, 

organizational leaders identify and develop new strategies to embrace challenges 

and bring change (Iordanoglou, 2018). Unfortunately, employee development 

approaches fail to meet the current organizational challenges and demands 

(Deloitte, 2016). Although the Millennial generation has been labeled as 

narcissistic and self-absorbed (Galdames & Guihen, 2022), E. E. Smith and Aaker 

(2013) suggested that Millennials are unique contributors in the workplace in their 

quest for purpose integration and spiritual fulfillment beyond superficial needs. Yet 

most traditional workplaces do not integrate spirituality as a core component of 

employee development (Rothausen, 2017). Organizations may have more difficulty 

motivating Millennials as they do not live to work and view work as less central in 

their lives (Chatrakul & Smithson, 2016; Chen & Lian, 2015). In summation, 

scholars have extensively researched how to support Millennials as followers (E. 

Martin & Warshawsky, 2017; Rodriguez & Rodriguez, 2015), but there is a need 

for a comprehensive exploration of the development of Millennials through the lens 

of purpose and workplace spirituality (Bannerman, 2018).  

Purpose of the Research  

Although the influence of spirituality and purpose within the workplace has 

become increasingly relevant, little attention has been given to examining its 

relationship to Millennials and their development (McMurray & Simmers, 2020). 

In the current study, the MEMS, the Minnesota Satisfaction Questionnaire (MSQ), 

and the Organizational Commitment Questionnaire (OCG) were used to measure 

meaning in life, job satisfaction, and organizational commitment among 

Millennials of various professions and organizations. The research approach 

adopted for this study was a correlational quantitative research design to analyze a 

cross-sectional dataset and compare meaning in life’s effects on job satisfaction and 

organizational commitment among Millennials. 

  



Exploring the impact of workplace spirituality on Millennials using the MEMS  5 

 

Research Question(s)/Hypotheses 

Millennials are often viewed as narcissistic, entitled, and self-absorbed, and 

it may be commonly believed that this generation lacks organizational commitment 

while being highly monetarily motivated (Twenge, 2013). Conversely, generational 

research suggests that the low engagement rates and retention of Millennials may 

not be an issue of a lack of loyalty or compensation but a failure of organizational 

leadership to meet their spiritual needs (Alper, 2015). This study encompassed an 

exploration of reoccurring themes in workplace spirituality, such as meaning in life, 

and its impact on job satisfaction and organizational commitment among 

Millennials. The following two primary research questions guided this study: 

Research Question 1 

Can meaning in life (measured by the Multidimensional Existential Meaning Scale) 

predict job satisfaction among Millennials? 

H1a: Comprehension (independent variable) predicts job satisfaction 

(dependent variable). 

H1b: Purpose (independent variable) predicts job satisfaction (dependent 

variable). 

H1c: Mattering (independent variable) predicts job satisfaction (dependent 

variable). 

Research Question 2 

Can meaning in life (measured by the Multidimensional Existential Meaning Scale) 

predict organizational commitment among Millennials?  

H2a: Comprehension (independent variable) predicts organizational 

commitment (dependent variable). 

H2b: Purpose (independent variable) predicts organizational commitment 

(dependent variable). 

H2c: Mattering (independent variable) predicts organizational commitment 

(dependent variable). 

 The aim of this study was to use an online anonymous survey instrument 

distributed through the partnering organizations to participants. Comparative data 
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were gathered via anonymous, voluntary online surveys using MEMS (George & 

Park, 2017), the MSQ (Weiss et al., 1967), and OCG (Mowday et al., 1979).  

Significance of the Research 

As the Baby Boomer and Gen X leaders transition into retirement, 

Millennials are assuming leadership roles and creating a dramatic shift in 

workplace values (Cioletti, 2017; Potter, 2018). Millennials differ from their 

generational counterparts as their perception of purpose is inseparably tied to job 

satisfaction (Klimkiewicz & Oltra, 2017). A Deloitte (2017) study revealed that 

two-thirds of Millennials selected an organization whose purpose aligned with their 

individual purpose, whereas only 1 in 5 Millennials found satisfaction in 

organizations that lack clarity of purpose. Although Millennials are often described 

as needy, high-maintenance job-hoppers with low organizational commitment, such 

claims are frequently only anecdotal and lack empirical credibility (Deal et al., 

2010; Edge et al., 2011; Hershatter & Epstein, 2010; Murray et al., 2011). 

Therefore, scholars and practitioners should invest in future research to understand 

how Millennials perceive spirituality within the workplace.  

Conceptual/Theoretical Framework 

  The conceptual framework of this study focused on two components: 

Millennials and spirituality in the workplace. Spirituality in the workplace was 

interpreted through the lens of the tripartite view of meaning in life. According to 

George and Park (2016), the three distinct, but nonrelated subconstructs are 

comprehension, purpose, and mattering. In addition, the aim of this study was to 

offer information regarding the intersections of the two concepts in this framework. 

Millennials 

 Millennials, also known as Generation Y, bring forth their perspectives of 

an ideal work environment shaped by their values and explanations (Rony, 2019). 

The “Digital Generation” represent not only highly confident achievers who are 

tech-savvy, but also globally minded individuals who strive to make a difference in 

the work they are involved in (Hallman, 2016). Millennials also seek purpose 

above material gain (Cox et al., 2014) and desire their opinion and thoughts to be 
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valued and accepted (C. Smith & Turner, 2015). Therefore, organizations should 

aim to understand and meet the needs of this population, as Millennials are 

considered the most prominent generation within the workforce and transitioning 

into leadership roles.   

Workplace Spirituality  

 Spirituality in the workplace has been researched since the 1990s, and 

researchers have proposed its relationships to factors that contribute to desired 

organizational outcomes, such as job satisfaction, employee motivation, and 

organizational performance (Belwalkar & Vohra, 2016). Purpose and meaning are 

reoccurring themes within workplace spirituality and are conceptualized as inner 

motivations and desires to participate in activities that give greater meaning to life 

(Overell, 2008). Research has indicated links between workplace spirituality and 

positive organizational dynamics (Garcia-Zamor, 2003; Jurkiewicz & Giacalone, 

2004; Milliman et al., 1999), such as performance, commitment, and job 

satisfaction. Workplace spirituality is increasingly being incorporated to increase 

the possibility of the workforce “applying greater effort in comparison to those who 

see it merely as a means to a paycheck” (Rathee & Rajain, 2020, p. 36).  

Methodology 

The research approach adopted for this study was a quantitative 

methodology with a correlational design to guide the research in determining 

whether a relationship existed between meaning in life, job satisfaction, and 

organizational commitment among Millennials and whether there is predictive 

capacity of the variables. Creswell (2012) stated that a correlational research design 

is most appropriate for identifying relationships between variables and predictive 

patterns within samples. After receiving approval from the Institutional Review 

Board, surveys with a random sample of participants followed using electronic 

mail, including a link to SurveyMonkey. 

Instrumentation 

 The independent variable, meaning in life (MIL), was measured using the 

MEMS tool designed by George and Park (2017), which explicitly measured the 
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sub-constructs of meaning in life: comprehension, purpose, and mattering. The 

comprehension construct was defined as the extent to which individuals perceive a 

sense of coherence and understanding regarding their lives (Baumeister, 1991; 

Reker & Wong, 1988). Purpose refers to “the degree to which individuals 

experience their lives as being directed and motivated by valued life goals” (George 

& Park, 2017, p. 2). Lastly, the mattering construct is the degree to which 

individuals feel that their existence is of significance, importance, and value in the 

world (Becker, 1973/1997; George & Park, 2014; King et al., 2006). After 

collecting data from three samples of undergraduate college students, George and 

Park (2017) documented Cronbach’s coefficient alpha as follows: 0.90, 0.90, and 

0.90 for comprehension, 0.89, 0.89, and 0.88 for purpose, and 0.84, 0.85, and 0.90 

for mattering. 

 The dependent variables were job satisfaction and organizational 

commitment. Job satisfaction was measured using the MSQ (Weiss et al., 1967). 

Lester et al. (2014) reported a Cronbach’s coefficient alpha of 0.93 for the short-

form MSQ. Organizational commitment was measured using the OCQ (Mowday et 

al., 1979). Garg and Rastogi (2009) reported Cronbach’s coefficient alpha of 0.88 

for OCQ. 

Population and Sample 

 Field (2013) stated that sampling is used to collect data from a small 

population subset and then analyze the data as a population representative. For the 

purpose of this study, there were six predictor variables. According to Hair et al. 

(2006), obtaining 15-–20 participants per predictor variable is recommended when 

conducting a multiple regression analysis. Once 120 usable surveys had been 

achieved, the quantitative analysis began. The sample population for the current 

study included Millennials from different organizational industries and professions.  

Analysis 

 I used a multiple regression analysis to examine the prediction capacity of 

the independent variable on the dependent variable (Girden & Kabacoff, 2011). 

The software used for multiple regression analysis was SPSS Version 21.  
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Scope and Limitations  

The limitations of this study may affect the interpretation of the collected 

data and the results. Creswell (2012) defined limitations as “the potential 

weaknesses or problems with the study identified by the researcher” (p. 199). This 

study occurred in the United States; therefore, the findings may not be 

generalizable to other geographic regions. Additionally, the sample size of the 

populations may not be generalizable. Pallant (2010) recommended obtaining a 

larger sample size than necessary to generalize results to a larger population. The 

aim of the current study was to target a diverse group of Millennials of various age 

groups, job experience, various experiences of workplace spirituality, and from 

different organizational industries and professions.  

Definition of Terms 

Several terms require clarification for this study to have meaning and 

application. The following definitions help clarify the meaning of each term as it 

appears within the study: 

Comprehension. The comprehension construct of meaning in life was 

defined as the extent to which individuals perceive a sense of coherence and 

understanding regarding their lives (Baumeister, 1991; Reker & Wong, 1988). 

Mattering. The mattering construct of meaning in life is viewed as the 

degree to which individuals feel that their existence is of significance, importance, 

and value in the world (Becker, 1973/1997; George & Park, 2014; King et al., 

2006).  

Meaning in Life. George and Park (2016) defined meaning in life as “the 

extent to which one’s life is experienced as making sense, as being directed and 

motivated by valued goals, and as mattering in the world” (p. 206). Their 

conceptualization of meaning in life comprises three distinct but related 

subconstructs: comprehension, purpose, and mattering. 

Millennials. Strauss and Howe’s (1991) generational theory associated a 20-

year timeframe with the emergence of every new generation. Millennials, often 

referred to as ‘Generation Y’ or the ‘Me Generation,’ are a “generation cohort born 
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during the last two decades of the twentieth century and therefore began their adult 

life in the new millennia” (Galdames & Guihen, 2022, p. 3).  

Purpose. Purpose refers to “the degree to which individuals experience their 

lives as being directed and motivated by valued life goals” (George & Park, 2017, 

p. 2).  

Workplace Spirituality. According to Mitroff and Denton (1999), workplace 

spirituality is the effort to discover one’s ultimate purpose in life, develop a solid 

connection to co-workers and other people associated with work, and align one’s 

core beliefs and the values of the organization.  

Summary 

  Workplace spirituality, specifically meaning in life, and its impact on 

Millennials is an organizational concept that warrants further explored. The aim of 

this study was to examine the effect of meaning in life on job satisfaction and 

organizational commitment among Millennials of various organizational settings 

and professions. The instruments used to obtain data for this study included the 

MEMS, the MSQ, and the OCQ.   
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Chapter 2 – Literature Review 

Although researchers have explored the concept of generational cohorts for 

decades, attention to generations in the workplace has increased in prevalence over 

the past 20 years. Numerous credible and sizeable international consulting firms, 

such as Deloitte, have studied the attitudes, perceptions, and characteristics of 

generations to provide organizational resources for managing different generations 

(Jolliffe & Foster, 2022). The American Psychological Association (2017) 

conducted annual work and well-being surveys to compare generational groups and 

work outcomes such as stress and career satisfaction. Psychological research 

organizations, such as the Society for Industrial and Organizational Psychology, 

provide valuable information to examine the quality of evidence regarding 

generational stereotypes. As the working preferences and characteristics between 

generational cohorts differ, researchers, organizations, and practitioners are making 

efforts to understand the attitudes, behaviors, and values of past, present, and future 

generations. The purpose of this dissertation was to advance the understanding of 

how Millennials are affected by spirituality in the workplace by evaluating the 

organizational outcomes of job satisfaction and organizational commitment using 

the MEMS (2017), the MSQ (1967), and the OCQ (1979). 

Researchers have suggested that although most literature focuses on 

Millennials as followers, a focus on their attributes and behaviors as a leader is 

lacking (Faller & Gogek, 2019; Lopez & Grubbström, 2018; Nolan, 2015). 

Additionally, practitioner data, such as the Pew Foundation data sets, indicated 

generational cohorts have different views on workplace spirituality. The current 

study adopted a quantitative approach to understand the impact of spirituality on 

Millennials’ job satisfaction and organizational commitment. The aim of this 

literature review is to define generational cohorts within the workplace, identify 

characteristics of Millennials, and understand the dynamic between spirituality in 

the workplace and job satisfaction and organizational commitment of Millennials. 

Generational cohorts and their differences in values and behaviors represent 

a form of workplace diversity (Cletus et al., 2018). Organizations are responsible 
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for leveraging workplace diversity to comprehend how a generational cohort’s 

work values may impact how they must be managed and led (Urick et al., 2016). 

Workplace diversity is an organizational concept that indicates the complex 

physical, sociological, or psychological differences and similarities among 

employees (Cletus et al., 2018; Griffin & Moorhead, 2014). Within a global 

organizational context, employees must interact and compete across various 

backgrounds (Patel, 2016) while understanding individual uniqueness, such as 

personality, age, gender, ethnicity/race, religion, marital status, income, and work 

experience (Nwinami, 2014). However, individuals with different values, ideas, 

work ethics, and communication have always existed in the workplace. Kelly et al. 

(2016) suggested that generational differences can affect various aspects of an 

organization, such as recruiting, building teams, change management, employee 

motivation, and productivity.  

Generational differences in the workplace and the impact of socially 

constructed groupings on organizational outcomes is an area of disagreement 

among researchers. Costanza and Finkelstein (2017) argued,  

Researchers have generally not identified and then appropriately tested a 

sufficient explanation for why generations exist and why they should have 

an impact, have struggled to find empirical evidence actually supporting 

generationally-based differences, have offered numerous and viable 

alternative explanations for differences that have been observed, and, like 

their practitioner colleagues, have not conducted systematic assessments on 

the effectiveness of interventions designed to address any perceived 

differences. (p. 109) 

Much of the debate over generations in the workplace has revolved around whether 

the social-historical construction of ages helps conclude whether they meaningfully 

affect organizational outcomes (Costanza & Finkelstein, 2015). Twenge et al. 

(2010) depicted that although generational stereotypes are widely and commonly 

accepted, the research is sparse and contradictory. Researchers Jorgensen (2003), 

Macky et al. (2008), and Sackett (2002) focused on detailing misguided 

organizational practices that create talent management and human resources 
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strategies “based on stereotypical generational differences in the workplace and 

have encouraged research efforts to focus on validated and effective methods for 

understanding and handling evolving changes in the workforce” (Costanza & 

Finkelstein, 2017, p. 109).  

Although Urick et al. (2016) suggested that many aspects of workplace 

generational debates perpetuate stereotypes and exacerbate conflict, other scholars 

proposed that the understanding, analysis, and acceptance of each generation’s 

beliefs and values act as a valuable resource for organizational growth (Betchoo, 

2015; Tamunomiebi & Onah, 2019). For example, Powell (2018) described these 

differences as personal characteristics that exert a lifelong impact and shape an 

individual’s self-image and sense of identity. Ultimately, although researchers have 

not found a consensus on the validity of generational studies, some believe that 

each generation brings forth different perspectives, perceptions, and expectations 

into the workplace, which impact how they behave, how they prefer to be managed 

and recognized, and how they choose to manage others (Scott & Bird, 2012).  

Generational Theory 

Although the notion of the term ‘generation’ is prevalently used to “make 

sense of differences between age groupings in society and to locate individual 

selves and other persons within historical time,” social scientists have paid 

significant attention to understanding the significance of a generation (Pilcher, 

1994, p. 481). Whereas there is no universally agreed age range regarding 

generational theory (Jolliffe & Foster, 2022, p. 453), it is agreed that generations 

are a group of people born within a particular era who share common attitudes, 

knowledge, and experiences that affect their values and beliefs (Johnson & 

Johnson, 2010; Tamunomiebi & Onah, 2019; Zemke et al., 2013). Several scholars 

have attempted to group generations by social and historical backgrounds. At the 

same time, Kupperschmidt (2000) defined a generation by shared years of birth and 

the significant events during critical stages of their lives. Current studies indicate 

the prominence of two generational theories: Karl Mannheim's generational theory 

and William Strauss and Neil Howe’s generational theory.  
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Social scientists desire to understand generations and the tensions between 

them and have allotted the opportunity to explain cultural change. Pilcher (1994) 

suggested that many academicians praised Mannheim’s essay “The Problem of 

Generations” as the most developed perspective of generations from a sociological 

point of view (Bengtson, 1974). Karl Mannheim (1952) was considered the first 

modern scholar to investigate the development of generational values and 

differentiate generations by two distinct factors: a common location in historical 

time and an active awareness of the experiences within that historical location 

(Knight, 2009). Notably, Mannheim believed that an individual’s year of birth is 

insufficient in classifying them within a specific generation; conversely, he 

suggested that it is essential for them to participate in the defining life events of the 

generation.  

Historical events may not have the same effect on individuals of different 

cultural and social backgrounds. The National Academies of Sciences, Engineering, 

and Medicine (2020) cited the modern example of the terrorist attack on September 

11, 2001, on the World Trade Center in New York City. Although Americans who 

witnessed the events were deeply affected by this significant event, it would not 

affect the attitudes and thinking of those outside the United States who experience 

terrorism more regularly. According to Mannheim’s (1952) theory, even Americans 

of different socioeconomic status, education, and wealth may have construed the 

tragic event alternatively. In agreement with Mannheim, Ryder (1965) rejected the 

notion that generations “emerged at regularly spaced intervals, noting that the 

rhythm of generations depends on the timing of historical, social, and cultural 

events occurring during young adulthood are particularly influential” (p. 848). 

Ultimately, later generational theorists stressed the importance of culturally bound 

life stages in addition to historical events, such as education, marriage, building a 

family, and career (M. W. Riley et al., 1973).  

William Strauss and Neil Howes’s generational theory stemmed from their 

book Generations: The History of America’s Future 1584 to 2069 and strayed 

away from scientific theories in two distinct ways. First, Strauss and Howe’s 

generational theory associated a 20-year timeframe with the emergence of every 
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new generation. They believed “that four generational personalities (idealist, 

reactive, civic, and adaptive) emerge every 20 years or so in a cyclical pattern that 

repeats roughly every 80 years, driven by a generational reaction to the prior 

generation” (National Academies of Sciences, Engineering, and Medicine, 2020, p. 

42). This generational theory also highlights that generations are formed by how 

historical events shape their members' lives and that those events affect and 

influence people differently depending on their birth (Strauss & Howe, 2007). 

According to Strauss and Howe (2007), generations are categorized and labeled by 

four archetypes: prophet, nomad, hero, and artist. The archetypes are categorized 

by characteristics such as similarities in age, geographical and historical location, 

values, culture, communication, and technology.  

Generational Labels 

Strauss and Howe’s (1991) generational theory was instrumental in how 

American culture described and labeled generations. Generational labels are often 

used to describe groups born within a specific time-period; for example, 

Millennials are often described as the generations born roughly in the 1980s and 

1990s. Both globally and domestically, the identification and knowledge of varying 

ages have been discussed and applied in various contexts, such as research, 

business, and human resources (Dimock, 2018; U.S. Census Bureau, 2015). 

Ultimately, using generational labels creates convenience around categorizing 

people, mainly by age. Appelbaum et al. (2022) noted, “By their nature, 

generational characteristics are a generalization of a group of individuals. This can 

lead to negative generalizations and stereotypes that create a stigma against a 

group” (p. 10).  

Williams (2019) explained that the purpose of today’s generational research 

is to assist organizations in understanding the recruitment, development, retention, 

and motivation process of various generations. Cogin (2012) detailed that each 

generation reacts differently to workplace scenarios, such as behaviors, training, 

learning style, communication style, problem-solving, and leadership. In the 

workplace, the focus on generational labels is also used to assist in managing 

multiple ages by understanding broad generational descriptions. Although the 



Exploring the impact of workplace spirituality on Millennials using the MEMS  16 

 

generational explanations used within organizations may not overtly acknowledge 

potential diversity within generational cohorts, practitioners should be aware of 

creating an environment enrooted in respect, inclusivity, and openness “where 

workers of all ages and cultural backgrounds can share who they are without fear of 

being judged, ‘fixed,’ or changed” (National Academies of Sciences, Engineering, 

and Medicine, 2020, p. 44). Organizational research aimed at exploring 

generational differences helped researchers understand social change. Still, it has 

also been used in psychological research to connect outcomes to work-related 

values, attitudes, and behaviors. This literature review will highlight four 

workplace generations that differ in expectations and values according to 

generational theory, including Baby Boomers, Generation X, Millennials, and 

Generation Z. 

Figure 1 

Different Labels for Generational Categories and Associated Birth Years From 

Various Sources 

 

Note. Adapted from Are generational categories meaningful distinctions for 

workforce management?, by National Academies of Sciences, Engineering, and 

Medicine, 2020, p. 45. 

Baby Boomers 

The term “Baby Boomer” was given to individuals born between 1946 and 

1964, after World War II, and raised during a time-period of opportunity, growth, 

and optimism (Hogan et al., 2008; Tamunomiebi & Onah, 2019). The term 

originated from the United States' significant increase in the birth rate following the 
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war. The Baby Boomers were shaped by events such as the Vietnam War, 

Watergate, the civil rights movement, the Kennedy and King assassinations, and 

the sexual revolution (Becton et al., 2014). Becton et al. (2014) stated, “Because 

this generation comprises such a large segment of society, Boomers have had a 

strong generational presence (i.e., significant influence on society)” (p. 177).  

Regarding their skill set, Baby Boomers are known to be rational thinkers, 

highly productive, and task-oriented, but hardly delegate tasks as they enjoy being 

in charge (Abrams & Von Frank, 2013). Baby Boomers believe firmly in their 

abilities as employees and are resistant to change (Harris, 2015), and are also 

characterized as “workaholics, strong-willed, value promotions, titles, corner 

offices and reserved parking spaces, and they spend rather than save” 

(Kupperschmidt, 2000, p. 68). They also respond well to authority and direction yet 

do not appreciate constant feedback while attempting to achieve goals (Tolbize, 

2008).  

Generation X 

Neil (2010) described Generation X, born between 1965 and 1980, as the 

first to witness mass media and technology. Therefore, they are known to 

understand and use technology more efficiently than Baby Boomers (Graves, 

2013). Seemiller et al. (2019) noted that Generation X is considered the majority of 

the senior members of the workforce as Baby Boomers continue to retire. Another 

distinct difference between Baby Boomers and Generation X is a lack of company 

loyalty. Appelbaum et al. (2022) credited Generation X’s lack of company loyalty 

to “watching and experiencing the impact on their parents from downsizing and 

layoffs” (p. 8). The term “latchkey kids” was used to describe Generation X. Many 

came from broken and empty homes as parents were obligated to work long hours, 

leading to this generation becoming adults early (Becton et al., 2014) 

Eisner (2005) noted that Generation X is described as individualistic, lacks 

loyalty and trust in organizations, and works diligently on work-life balance. A 

common stereotype of Generation X is that they are “more likely to leave an 

employer for more challenging work, a higher salary, or better benefits because 
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they grew up in an era where organizational loyalty and commitment were not 

regularly rewarded with job security” (Becton et al., 2014, p. 177). Generation X 

seeks instant specific, constructive feedback (P. Allen, 2004) and aims to find job 

satisfaction. Egri and Ralston (2004) provided empirical support to show that 

compared to Baby Boomers, Generation X attributes higher importance to openness 

to change values and lower priority to self-enhancement values. Although 

Generation X exhibit similar technological behaviors to younger generations 

regarding social media and smartphones, they “tend to have different 

communication preferences from those of younger generations” (Mahmoud et al., 

2021, p. 197). For example, whereas Generation Z prefers texting, Generation X 

uses emails and phone calls within the workplace.  

Millennials 

Generation Y, most commonly known as Millennials, were born between 

1981 and 1995 and are the children of Baby Boomers and early Generation X. They 

were raised by supportive or “helicopter” parents and are considered to have strong 

social and family ties (Appelbaum et al., 2022). Millennials are characterized as 

confident, optimistic, sheltered, looking for opportunities for achievement, and 

feeling pressured to excel. Millennials “have not known life before cell phones, 

personal computers, and ATMS” (Becton et al., 2014, p. 177). Therefore, 

Millennials are familiar with various aspects of internet content and find 

technology a fundamental part of their everyday lives (Seemiller et al., 2019). This 

generation is the first “high-tech” generation in the workplace and frequently 

multitasks when needed (Johnson & Johnson, 2010). Chi et al. (2013) noted that, 

unlike the Baby Boomers, Millennials seek constant feedback and reassurance from 

their counterparts and leaders. Millennials do not fear speaking their minds, 

expressing opinions, and questioning authority. Significantly, this generation 

prefers a cordial and polite relationship with authority and admires leaders who 

collaborate and bring people together (Ardueser & Garza, 2021). In addition to 

being team-oriented, Millennials are known to be more accepting of diversity and 

inclusion practices (Farrell & Hurt, 2014).  
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Deal et al. (2010) suggested that Millennials differ considerably from 

preceding generations, specifically in higher self-esteem, assertiveness, and 

narcissism. According to Mahmoud et al. (2021), Millennials find motivation 

through opportunities for development and the promotion of authenticity and 

transparency. Notably, this generation seeks meaningful work (Ryan, 2001) while 

prioritizing lifelong learning and happiness within the family (Mitchell, 1998). 

Eisner (2005) stated that, like Baby Boomers, Millennials have a strong desire to 

find success and base their success on the significance of their work. Millennials 

firmly hold values, “including being more ambitious to make a difference and 

secure a comfortable life” (Ardueser & Garza, 2021, p. 4). T. Martin and Otterman 

(2016) noted that among those firmly held values, Millennials have unrealistic 

entitlement expectations in conjunction with immediate recognition and the 

expectation of instant gratification.  

Generation Z 

Finally, Generation Z is a label that categorizes people born between 1996 

and 2012. Seemiller et al. (2019) recorded that Generation Z is the most racially 

diverse generation, with 49% of the cohort being non-White. Like Millennials, 

Generation Z is known for being nonconforming and open-minded, especially 

regarding gender fluidity. Significantly, Generation Z was raised in a technology-

driven lifestyle resulting in an expectation of always having speedy high-tech 

communication in conjunction with readily available information (Janssen & 

Carradini, 2021). Ryback (2016) stated that Generation Z’s need for flexible 

working hours and utilization of technology are nearly identical within the 

workplace. Berkup (2014) characterized Generation Z as individualistic, addicted 

to technology, lacking the desire to be a part of a work team, and adopting global 

points of view. Seemiller et al. stated that, like Millennials, Generation Z prefers 

instant messaging and text messages as their primary platforms for communication. 

Ultimately, Generation Z grew up in a complex environment immersed in 

significant influences of technology, which may have led to their focus on 
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discovering truth, specifically what is true to them and the truth of others (Francis 

& Hoefel, 2018),  

Mahmoud et al. (2021) also noted that although Generation Z is highly 

intrinsically motivated, this generation values performing well at work. Ardueser 

and Garza (2021) stated, “They have also been characterized as being achievement-

oriented, have greater economic well-being, are more highly educated, and are 

more ethnically and racially diverse than any other generation” (p. 4). Although 

Generation Z is highly achievement-oriented, Francis and Hoefel (2018) argued 

that it is the most devoted generation in searching for deeper meaning and truth. 

From a well-being perspective, organizations should invest in their mental health 

and wellness resources as Generation Z has the highest rate of diagnosed 

depression, followed by anxiety, compared to other generations (American 

Psychological Association, 2019).  

Workplace Spirituality 

Spirituality in the workplace has been an increasing interest to both 

practitioners and scholars (Giacalone et al., 2005). However, although spirituality is 

an emerging field within the workplace, Miller and Ewest (2013) stated that there is 

scarce practical support within organizations that ascribe to being spiritual. 

Conversely, Young (2020) argued that workplace spirituality is receiving well-

deserved attention due to its ability to create an environment of self-expression and 

inner purpose that assists organizational consciousness. Farmer et al. (2019) noted 

the synergy between individual values and workplace spirituality, which “serves as 

a guiding principle to personal practice” (Jolliffe & Foster, 2022, p. 452). McGhee 

(2019) described workplace spirituality as a tool to assist employees in realizing 

they have a sense of purpose and community at work. Ultimately, workplace 

spirituality allows the employee the opportunity to move beyond economic self-

interest and motivate employees to work toward the benefit of others and their 

well-being (Jolliffe & Foster, 2022; Wimbush & Shepard, 1994). 

Defining Workplace Spirituality 
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Schutte (2016) explained that a lack of agreement on a widely accepted 

definition of workplace spirituality leads to not a “dominant paradigm or a 

prevailing framework within which the discussion on workplace spirituality is 

carried out” (p. 2). Therefore, scholars consistently aim to clarify workplace 

spirituality's definition to create a common ground for theoretical discourse and 

empirical examination (Schutte, 2016). Nonetheless, researchers in workplace 

spirituality explain that the process of discovering meaning through work is more 

profound than material success (Madden, 2015). Ashmos and Duchon (2000) 

described the concept of workplace spirituality as the understanding that inner life 

is nourished and nourished by meaningful work within the community. Jurkiewicz 

and Giacalone (2004) defined workplace spirituality as “a framework of 

organizational values evidenced in the culture that promotes employees’ experience 

of transcendence through the work process, facilitating their sense of being 

connected to others in a way that provides feelings of completeness and joy” (p. 6). 

Workplace spirituality is defined as an employee’s experience that leads to 

self-transcendence, meaning, and community while acknowledging that these 

experiences may stem from the organizational environment—including 

organizational ones (Pawar, 2008). McMurray and Simmers (2020) stated that 

workplace spirituality not only reinforces values of concern for self and others, but 

it is also considered the foundation for an employee’s ethical schema, which 

impacts how they interact with other individuals and groups workplace. In addition 

to creating a space for responsible business practices, workplace spirituality also 

encourages a more meaningful work experience. Rathee and Rajain (2020) 

suggested that research supports that the fundamental elements of workplace 

spirituality are inner life, meaningful work, a sense of community, alignment with 

organizational values, and a sense of contribution to society. For this study, the 

concept of workplace spirituality mirrored Mitroff and Denton’s (1999) thoughts 

on workplace spirituality as an individual’s effort to search for the ultimate purpose 

in life while having a solid connection with others associated with work and having 

alignment between organizational values and one’s core beliefs. 



Exploring the impact of workplace spirituality on Millennials using the MEMS  22 

 

Figure 2 

Elements of Workplace Spirituality 

 

Note. Adapted from " Workplace spirituality: A comparative study of various 

models," Jindal Journal of Business Research, 9(1), 2020, p. 31. 

Dimensions of Workplace Spirituality 

 Regarding the multifaceted nature of workplace spirituality, it is important 

to note that spiritual values can be discussed and applied from an individual, 

organizational, and interactive perspective (Kolodinsky et al., 2008). In From 

Advocacy to Science, Giacalone et al. (2005) suggested that scales used to evaluate 

spirituality are “designed to assess individual adherence to theistic connection, or 

membership affiliation” and additionally measure an “interactive relationship of 

organizational and personal beliefs and their impact on criterion variables” (p. 521). 

Miller and Ewest (2013) suggested an organizational rubric in which spiritual 

instruments were classified into three distinct categories: manifestation scales, 

development scales, and adherence scales.  

 By definition, manifestation scales relate to the “orientation to universal 

religious or spiritual values, disclosing specific manifestations, phenomenological 
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experiences without regard to specific traditions, and expressions of a person’s 

values and corresponding motivations” (Miller & Ewest, 2013, p. 39). For example, 

the Spirituality at Work Scale (SAW) (Ashmos & Duchon, 2000) measures three 

aspects of spirituality: inner life, meaningful work, and community. Not only does 

this instrument measure the individual perspective, but it also delves into 

organizational perception as it is concerned with understanding how well an 

employee identifies with the mission, values, and goals of their organization. 

Ultimately, the aim of the SAW is to recognize how spirituality can assist in 

creating a more productive work environment. The Spiritual Climate Inventory 

(Pandey et al., 2009) measures the integration of work and spirituality, while 

focusing on harmony with self, harmony within the work environment, and 

transcendence. Harmony with self focuses on a person finding meaning, purpose, 

and enrichment within their work, whereas harmony with work relates to respect 

with others and diverse relationships. Lastly, transcendence addresses the divine 

and direct connectedness with existence (Miller & Ewest, 2013).  

 Miller and Ewest (2013) defined development scales as “the level of 

development within the participant in reference to a range of mature versus 

immature behavior, and/or nascent or developed religious/spiritual expectations” 

(p. 40). The Spiritual Leadership Scale (Fry et al., 2005) seeks to understand and 

measure spiritual leadership, which is considered as the establishment of values 

congruence between the leader and the follower, more specifically relating to 

strategy and empowering teams. The elements of spiritual leadership add value to 

the areas of organizational commitment, productivity, and employee well-being. 

Lastly, the adherence scale category relates “to authentic adherence of religious, 

spiritual, or traditional beliefs and to the integration or practice of specific religious 

or spiritual traditions without regard to maturity” (Miller & Ewest, 2013, p. 40). 

The Forgiveness Scale (Hargrave & Sells, 1997) considers religiosity in its 

approach as it recognizes that the concept of forgiveness is found in various 

religions, such as Christianity, Judaism, Zen Buddhism, Confucianism, and Islam 

(Hargrave & Sells, 1997; Miller & Ewest, 2013). Forgiveness is not only viewed as 

central to the cultivation and development of relationship with self and others, but 
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it is also correlated with the development of cognitive and moral reasoning (Miller 

& Ewest, 2013). Although scholars have various definitions of workplace 

spirituality, the application of the variables mentioned depicts the multidimensional 

nature of the interactive relationships between the individual and organizational 

perspectives. Notably, a plethora of instruments is used to measure workplace 

spirituality, but for this study, the MEMS was selected to understand the 

relationship between meaning in life, job satisfaction, and organizational 

commitment among the Millennial generation.  

Meaning in Life 

According to Valdivia and Li (2022), meaning in life (MIL) is a 

psychological experience that has increased interest due to its relevance to human 

existence. Wong (2017) stated that one of humanity's primary motivations is a 

pursuit of MIL. Although MIL research continues to flourish, researchers have 

labeled its conceptualization as abstract and problematic (Martela & Steger, 2016). 

George and Park’s (2017) research on the tripartite approach to measuring MIL 

detailed the myriad of definitions used to define the term depending on the specific 

concept, such as: 

The intuitive feeling that things make sense (Heintzelman & King, 2014), 

having goals (Ryff, 1989), engagement in activities that are personally 

valued (Scheier et al., 2006), having an ‘integrated and consistent 

understanding of self, others, and life in general (Reker, 2000, p. 48), 

having a life aim (McKnight & Kashdan, 2009), feeling fulfillment (Reker 

& Wong, 1988), and experiencing a sense of significance (Crumbaugh & 

Maholick, 1964). 

Notably, these definitions and varying conceptualizations impede the researcher’s 

ability to accurately predict and compare MIL across studies. Although scholars 

have debated the conceptualizations of MIL, many have agreed with the 

convergence of Steger’s (2013) definition. The more concise, multifaceted 

conceptualization is as follows: 

Meaning is the web of connections, understandings, and interpretations that 

help us comprehend our experience and formulate plans directing our 
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energies to the achievement of our desired future. Meaning provides us with 

the sense that our lives matter, that they make sense, and that they are more 

than the sum of our seconds, days, and years (p. 165) 

Steger’s (2013) definition emphasizes three components of MIL: comprehension (a 

cognitive component), purpose (a motivational component), and mattering (an 

evaluative component).  

 George and Park (2017) argued that a tripartite view of MIL suggests a 

multidimensional view facilitates a more in-depth and detailed understanding of 

meaning in life. Comprehension is considered the degree to which people perceive 

understanding or coherence regarding their lives. Purpose is the extent to which 

people experience life as being directed and motivated by valued life goals 

(McKnight & Kashdan, 2009). Lastly, mattering is the degree to which individuals 

feel that their life is of significance, importance, and value to the world (George & 

Park, 2014).  

Multidimensional Existential Meaning Scale  

 The MEMS (George & Park, 2017) is a self-report questionnaire consisting 

of 15 items, which are grouped into three subscales: comprehension, purpose, and 

mattering. Participants rate each item on a 7-point Likert scale, ranging from 1 = 

very strongly disagree to 7 = very strongly agree. George and Park (2017) 

developed the instrument using three separate samples of undergraduate students 

from a large university in the northeastern region of the United States. The 

researchers reported high internal consistency for each subscale, with Cronbach's 

alpha values of 0.90, 0.90, and 0.90 for comprehension, 0.89, 0.89, and 0.88 for 

purpose, and 0.84, 0.85, and 0.90 for mattering. 

The Influence of Generational Diversity on Spirituality in the Workplace 

As the growing body of literature and knowledge about the foundations of 

spirituality in the workplace increases (Benefiel et al., 2014), there are gaps in 

research regarding the influence of contextual factors on spirituality, such as 

generational diversity (McMurray & Simmers, 2020). Yet with various generations 

occupying the workplace, it is vital for leaders to understand how shared 
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generational characteristics such as affect relationships, work ethic and behavior, 

intrinsic and extrinsic motivators, and collaboration, including workplace 

spirituality (McMurray & Simmers, 2020). However, although generational 

scholars and practitioners are committed to addressing the impact of generations in 

the workplace (Haserot, 2008; McDonald, 2008), little empirical evidence exists on 

the relationship between spirituality in the workplace and generational diversity 

(McMurray & Simmers, 2020). Further research exploring generational views on 

workplace spirituality may provide insights into critical organizational functions, 

such as productivity and human resource policy development (Hernaus & Poloski 

Vokic, 2014; Sori et al., 2006).  

Spirituality in the workplace not only reinforces values of concern for self 

and others, but it is also considered the “foundation for a person’s ethical schema, 

impacting how an individual interacts with other individuals and groups within the 

workplace, encouraging more meaningful work experiences and fostering 

responsible business performance” (McMurray & Simmers, 2020, p. 70). 

Cartwright’s (2001) spiritual development theory highlighted that contextual 

variables such as subjective experiences, social interactions, and life events impact 

spiritual growth. Sori et al. (2006) believed that understanding how different 

generations view spirituality in the workplace could assist in leadership's strategic 

and tactical functions, such as human resource policy development and meeting 

employee expectations.  

The increasing interest in spirituality in the workplace and generational 

diversity has helped practitioners understand the intersection between work and 

life, which allows individuals to pursue meaningful experiences within the 

workplace. For example, Baby Boomers measure their self-worth by advancing up 

the corporate ladder and through organizations with integrity and structure and find 

meaning when they work for organizations that demonstrate integrity, purpose, and 

structure (McMurray & Simmers, 2020). Baby Boomers are also known to have 

strong, formal, and well-established local ties for a sense of community and 

interconnectedness. Generation X finds meaning through their work and life 

responsibilities, considers their core values prime motivators, and prioritizes social 
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connections rather than material ones (Daboval, 1998; McMurray & Simmers, 

2020). A study by the Pew Foundation indicated that although Millennials are 

considered less religious than their older counterparts, they are just as spiritual 

(Pew Research Center, 2010). Notably, the Millennial generation aims to serve the 

benefit of others while having strong social connections domestically and globally.  

Spirituality and Millennials 

One unique aspect of Millennials in the workplace is that although they 

indicated they were less religious than older generations, they considered 

themselves just as spiritual (McMurray & Simmers, 2020). Significantly, 

Millennials consider a purpose-driven workplace a foundational and underlying 

expectation and desire to transform organizational cultures into businesses that 

create impactful change (Deloitte, 2017). In Madden’s (2015) literature regarding 

the pursuit of meaning and purpose, they referenced Gallup Organization research, 

stating that many people engage in finding meaning through work that is deeper 

than material success. Ultimately, Madden argued that the commitment of 

searching for meaning through work “carries the potential both for great individual 

satisfaction and for gains in society as people seek ways to serve, honoring their 

connectedness with each other and with the surrounding world” (p. 75). This study 

focused on identifying how Millennials are impacted by workplace spirituality.  

To enhance, cultivate, and develop the Millennial generation as leaders, 

organizations should be committed to understanding their attitudes, characteristics, 

behaviors, and expectations (Folarin, 2021). Millennials want to be valuable 

contributors to their organizations and society in general. Studies by the Society for 

Human Resource Management depicted that Millennials were highly eager to use 

their skills to benefit a cause and sought out organizations with more company-

wide service opportunities. According to a Deloitte (2017) study, Millennials are 

consistently seeking purpose within the organization and they serve without 

sacrificing their identity at work and nourishing a fulfilling life outside the 

workplace. Specifically, Millennials aim to work for companies that relate to their 

passions, serve a social purpose, and prioritize work/life balance (Deloitte, 2017)  
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 As of 2015, Millennials embodied most of the workforce and consistently 

assumed leadership positions with direct reports. The Millennial mindset has not 

only assisted in evolving cultural norms, but it has also transformed the status quo 

by seeking purpose within their organizations. Research suggests that this 

generation’s most sought-after organizational culture element is to be purpose-

driven in their work (Deloitte, 2017). According to Deloitte’s (2015) Millennial 

survey, 2 out of 3 Millennials stated that they chose to work for an organization 

because of their purpose. Conversely, in organizational cultures without an overt 

purpose, only 1 out of 5 Millennials found satisfaction in their role.  

 The modernization of purpose in the workplace through technology, skill 

alignment, innovation, and work-life integration has positively impacted 

productivity, engagement, and retention (Deloitte, 2017). A CompTIA survey 

depicted that Millennials believed they were in the upper tier of using technology 

(CopmTIA, 2023), and innovative technology allowed Millennial professionals to 

work more purposefully. Millennials are known to combine business social tools 

with networking applications to collaborate continuously and believe that 

technology has developed a more fulfilling work life (Deloitte, 2015).  

 Like any other generation, Millennials who feel they cannot use their 

favorable skills believe they cannot work purposefully. A 2015 Gallup survey 

illustrated that Millennials were less likely than any other generation to say they 

have the opportunity to do what they do best at work. This research related skill 

alignment and purpose presented global implications, showing that regardless of 

geography, only twenty-eight percent of Millennials believed their organization 

adequately used their skills (Deloitte, 2017). The improper use of Millennials’ 

workplace skills not only affects their ability to work purposefully but also 

ultimately leads to high rates of turnover.  

 Skill alignment, innovation, and purpose in the workplace are connected for 

all generations, yet Millennials in the Deloitte study believed organizations were 

underserved in areas such as research and development. In addition, although 

innovation is a critical organizational aspect and Millennials are eager for 

opportunities to innovate, 25% of Millennials believed that the central barrier to 
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innovation is senior management’s inability to be flexible and develop new 

processes to solve problems (Deloitte, 2017). Lastly, Millennials are often more 

purposeful within the workplace when their organizations empower them regarding 

well-being and work-life integration.  

Workplace Spirituality and Organizational Outcomes 

Benefiel et al. (2014) argued that the need to integrate spirituality in the 

workplace not only assists in establishing ethical values that help guide guiding 

organizational principles but also promotes employee well-being and 

environmental and social responsibility without sacrificing fiscal performance. 

Although implementing workplace spirituality is associated with positive 

organizational outcomes, organizations should implement intentional 

organizational change strategies to instill workplace spirituality practices. 

Researchers such as Ashmos and Duchon (2000) studied how workplace 

spirituality could be implemented by organizations to increase productivity. 

 From an employee perspective, workplace spirituality assists employees in 

self-discovery and individual development as it induces positive behavior change 

(Illes & Zsolnai, 2015; Khasawneh, 2011). Rahman et al. (2015) suggested that 

spirituality in the workplace creates more opportunities for overall knowledge 

sharing, which leads to increased trust. Regarding employee well-being, Daniel 

(2015) noted that employees who work for organizations with high levels of 

spirituality tend to experience lower levels of work stress.  

Job Satisfaction 

Scholars have considered the implications of workplace spirituality and 

identified links to positive organizational outcomes such as “an increased 

commitment to organizational goals, increased honesty and trust, greater kindness 

and fairness, increased creativity, even increased profits and morale, higher levels 

of productivity and performance, reduced absenteeism, connectedness with the 

colleague's job satisfaction and intrinsic motivation” (Schutte, 2016, p.3). Benefiel 

et al. (2014) also noted the positive outcomes of organizational commitment, job 

satisfaction, reduced frustration, reduced inner conflict, and retention. Ultimately, 
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workplace spirituality provides a framework for integrating the individual and the 

organization through power sharing, empowerment, and non-financial values that 

can be nurtured (Benefiel et al., 2014; McMurray & Simmers, 2020).  

 According to Akehurst et al. (2009), job satisfaction is considered “the most 

important and frequently studied attitude” (p. 280). Whereas an institutional 

concept of job satisfaction exists, mainly describing an employee’s attitude 

regarding work, the definition for job satisfaction has gradually evolved. In 

Hoppock’s (1935) doctoral thesis, Job Satisfaction, he described job satisfaction as 

the combination of psychological, physiological, and environmental circumstances 

that cause an individual to genuinely feel satisfied with a job. Karatepe et al. (2006) 

described job satisfaction as a set of favorable or unfavorable feelings and emotions 

in which an employee views their work.  

Organizational Commitment  

 Fares and Noordin (2016) described organizational commitment as “one of 

the most widely examined variables in literature” (p. 30). Organizational 

psychologists argued that only job satisfaction had received more research attention 

than organizational commitment (Rego & Cunha, 2008). Organizational 

commitment is a psychological state that depicts an employee’s relationships with 

the organization and reduces the likelihood that the employee will leave the 

organization (N. J. Allen & Meyer, 2000).  

Considering the effects on common workplace dimensions, research 

supports the notion that workplace spirituality yields benefit regarding 

organizational performance and commitment. Significant relationships exist 

between higher levels of individual, group, and organizational performance and 

workplace spirituality (Albuquerque et al., 2014; Daniel, 2015; Jurkiewicz & 

Giacalone, 2004; Pirkola et al., 2016; Rego et al., 2007) as it creates cross-level 

connection. Rego and Cunha (2008) studied the influence of workplace dimensions 

and workplace spirituality and found that employees felt more connected to their 

place of work when they experienced spirituality, which led to a more profound 

sense of obligation and loyalty to the organization.  
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Summary 

 Understanding spirituality in the workplace has increasingly gained interest, 

as there is relevant overlap between work and life and the employee’s pursuit of 

meaningful workplace experiences (McMurray & Simmers, 2020; Pawar, 2008). 

Although each generation holds various motivators and expectations in their views 

of the workplace (Cogin, 2012), research is scarce on the effect of spirituality in the 

workplace and Millennials, specifically regarding MIL. 
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Chapter 3 – Methodology 

This chapter includes details of the quantitative methods used to examine 

the relationships between Millennials' meaning in life, job satisfaction, and 

organizational commitment. The aim of this survey research was to investigate the 

relationship and predictive capacity between meaning in life, job satisfaction, and 

organizational commitment. The surveys were cross-sectional, whereas the data 

were collected at one point in time. Data analysis encompassed a multivariate 

statistical methods approach to convert the complex data into valuable and 

applicable information (see Hair et al., 2006).  

Research Questions and Hypothesis 

 A research question “is the first and most general step in designing and 

conducting a research investigation” and “must be specific so that it can be 

answered with a research project” (Cozby & Bates, 2018, p. 53). Creswell (2012) 

described research questions as tools to narrow the purpose of the study to specific 

questions that the researcher seeks to answer; researchers typically state multiple 

research questions to fully explore the topic. A hypothesis is defined as “statements 

in quantitative research in which the investigator makes a prediction or a conjecture 

about the outcome of a relationship among attributes or characteristics” (Creswell, 

2012, p. 111). Lastly, a prediction, or a deliberate guess, follows the hypothesis and 

is directly testable, while including specific variables and methodologies.  

The current study involved an exploration of the impact of meaning in life 

on job satisfaction and organizational commitment among Millennials in various 

organizational spaces. The research approach adopted was a survey research 

method to examine the correlations between the three factors of meaning in life and 

their predictive capacity on two organizational outcomes: satisfaction, and 

commitment. The primary research questions that guided this study are as follows: 

Research Question 1 

Can meaning in life (measured by the Multidimensional Existential Meaning Scale) 

predict job satisfaction among Millennials? 



Exploring the impact of workplace spirituality on Millennials using the MEMS  33 

 

H1a: Comprehension (independent variable) predicts job satisfaction 

(dependent variable). 

H1b: Purpose (independent variable) predicts job satisfaction (dependent 

variable). 

H1c: Mattering (independent variable) predicts job satisfaction (dependent 

variable). 

Research Question 2 

Can meaning in life (measured by the Multidimensional Existential Meaning Scale) 

predict organizational commitment among Millennials?  

H2a: Comprehension (independent variable) predicts organizational 

commitment (dependent variable). 

H2b: Purpose (independent variable) predicts organizational commitment 

(dependent variable). 

H2c: Mattering (independent variable) predicts organizational commitment 

(dependent variable). 

Research Design 

Correlational research designs are nonexperimental methods that allow the 

researcher to observe the covariation between variables (Cozby & Bates, 2018). 

Creswell (2012) stated that correlational research designs are most appropriate 

when researchers aim to identify relationships between variables and predictive 

patterns within the samples. For this study, a self-administered survey method was 

used to make generalized claims about the population. A survey design assists 

researchers in answering various questions: descriptive questions, questions 

regarding the relationship between variables, and questions about the predictive 

relationships between variables. The research approach applied in this study was a 

quantitative methodology with a correlational design, which assisted the researcher 

to determine whether a relationship existed between meaning in life and job 

satisfaction and organizational commitment among Millennials using surveys. 
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Variables and Measures 

The MEMS measured the independent variables, specifically the tripartite 

view of the instrument: comprehension, purpose, and mattering. The dependent 

variables were assessed using MSQ and OCQ. Also evaluated were demographic 

questions, such as age, education, gender, race, and job title. DeVellis (2017) noted 

that reliable instruments perform consistently and predictably. Hair et al. (2006)  

defined reliability as the “extent to which a variable or set of variables are 

consistent in what it is intended to measure. If multiple measurements are taken, the 

reliable measures will all be consistent in their values” (p. 3). 

Regarding reliability for a scale, Cronbach’s coefficient alpha is considered 

the most commonly used measure, and most scholars agree on a minimum internal 

consistency coefficient of .70 (Robinson, 2009; Taherdoost, 2016). Dean (2021) 

referred to internal consistency as “the extent that responses to items designed to 

measure a single construct are consistent with each other” (p. 14). Whereas internal 

consistency refers to the consistency of survey responses across constructs, 

Cronbach’s coefficient alpha determines the interrelatedness of the items within the 

scale.  

The MEMS (George & Park, 2017) is a 15-item self-report questionnaire 

that comprises three five-item subscales that measure an individual’s 

comprehension, purpose, and mattering. Each item is rated on a 7-point Likert 

scale, ranging from 1 = very strongly disagree to 7 = very strongly agree. George 

and Park (2017) developed this instrument using three samples of undergraduate 

students from a large university located in the northeastern region of the United 

States. After collecting data from three samples of undergraduate college students, 

the researchers documented Cronbach’s coefficient alpha as follows: 0.90, 0.90, 

and 0.90 for comprehension, 0.89, 0.89, and 0.88 for purpose, and 0.84, 0.85, and 

0.90 for mattering. 

The MSQ (Weiss et al., 1967) evaluated and assessed satisfaction within 

intrinsic and extrinsic aspects of the work environment. Weiss et al. (1967) 

developed the questionnaire based on the assumption that work fit depends upon 

the correlation between the individual's skills and the existence of reinforcement 
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within the work environment. The self-reporting measure has a long form, 

consisting of 100 questions with 20 subscales that measure satisfaction. The short-

form consists of 20 items with the highest correlation from the original subscales of 

the MSQ. Lastly, the MSQ rates each response on a 5-point Likert scale, ranging 

from 1 = very dissatisfied) to 5 = very satisfied. Lester et al. (2014) reported a 

Cronbach’s alpha of 0.93 for the short-form MSQ.  

The OCQ (Mowday et al., 1979) is a 15-item widely used instrument 

measuring professional commitment. Porter et al. (1974) defined organizational 

commitment as the “relative strength of an individual's identification with and 

involvement in a particular organization” (p. 604). The three factors used to 

describe organizational commitment were willingness to exert effort, desire to 

maintain membership in the organization, and acceptance of organizational values. 

The response format used a 7-point Likert scale, ranging from 1 = strongly 

disagree to 7 = strongly agree. Garg and Rastogi (2009) reported a Cronbach’s 

coefficient alpha of 0.88 for OCQ.  

Population and Sampling 

Cozby and Bates (2018) referred to the population as a composition of 

individuals of interest to the research. Creswell (2012) stated that a population is 

when “a group of individuals possesses one characteristic that distinguishes them 

from other groups” (p. 381). The sample is a group of study participants selected 

from the target population from which the researcher generalizes to the target 

population (Creswell, 2012). A large sample size is vital, as larger sample sizes are 

more likely to yield accurate data that reflect the true population value (Cozby & 

Bates, 2018; Creswell & Creswell, 2018).  

Although the “rule of thumb” for the recommended participants per 

predictor has generated much debate (R. D. Riley et al., 2019), Hair et al. (2006) 

recommended 15–20 participants per predictor variable for multiple regression 

analysis. Because this study had six predictor variables, the goal was to obtain 120 

surveys. The participants did not receive compensation, and the recruiting process 

entailed surveys emailed to a random sample of Millennials, ranging in year of 



Exploring the impact of workplace spirituality on Millennials using the MEMS  36 

 

birth from 1981 to 1995. Additionally, when the participants completed the survey, 

they were asked to email it to others interested in participating in the study.  

Data Collection 

The data collection method for this study was random sampling, with 

SurveyMonkey, an online anonymous survey data collector, for collecting the 

responses. The researcher entered the MEMS, MSQ, and OCQ into SurveyMonkey 

so that all 55 questions, including the demographic inquiries, were answered within 

one survey. Potential participants received the survey via email and the social 

media platforms LinkedIn and Instagram. 

Analysis 

The analysis method for data in this study was multiple regression analysis 

using the 29th version of IBM’s Statistical Package for the Social Sciences (SPSS). 

According to Creswell (2012), multiple regression analysis is appropriate “where 

multiple independent variables may combine to correlate with a dependent 

variable” (p. 350). By identifying these relationships, predictions can be made 

about the dependent variable. This dissertation focused on investigating the 

relationship between meaning in life, job satisfaction, and organizational 

commitment experienced by Millennials. Hence, multiple regression analysis was 

the most suitable approach for data analysis. 

According to Uma Sekaran and Bougie (2010),  

Multiple regression analysis provides a means of objectively assessing the 

degree and the character of the relationship between the independent 

variables and the dependent variable: the regression coefficients indicate the 

relative importance of the independent variables in the prediction of the 

dependent variable. (pp. 350-351)   

Multiple regression analysis is a quantitative research strategy employed to predict 

relationships between an independent variable and a dependent variable. Because 

data collection occurred through a survey instrument at a single point in time, this 

research strategy is also referred to as cross-sectional (Creswell, 2009). The 
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primary aim of this dissertation was to examine a sample of Millennials and draw 

generalizations about the population. 

Summary 

 This chapter included details of the study methods and resources selected 

for this study to examine the correlations between the three factors of meaning in 

life and its impact on job satisfaction and organizational commitment. The aim of 

this study was to generate quantitative descriptions of various aspects of the 

population studied (see Pinsonneault & Kraemer, 1993). The research methodology 

employed encompassed quantitative data research principles and methods to 

examine meaning in life, job satisfaction, and organizational commitment among 

Millennials in various professional groups, which, according to Creswell (2009), 

would provide an understanding of relationships between the independent and 

dependent variables. Lastly, data analysis involved multiple regression analysis to 

examine the correlations and predictive capacity between meaning in life, job 

satisfaction and organizational commitment among Millennials.
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Chapter 4 – Results or Findings 

 This research was an examination of the relationship between meaning in 

life, job satisfaction, and organizational commitment of Millennials using a 

quantitative cross-sectional study. The participants were selected using random 

sampling, including respondents working in 24 industries across the United States. 

In total, 131 complete surveys were used, which satisfied the minimum sample size 

required for the analysis. The participants did not receive compensation, and the 

recruiting process entailed posting information regarding the research on LinkedIn 

and Instagram. To meet the study's qualifications, the participant had to a 

Millennial employee, ranging in year of birth from 1981 to 1995. Additionally, 

when the participants completed the survey, they were asked to email it to others 

interested in participating. 

 The initial step was to analyze the sample using descriptive statistics. The 

second step was to perform an internal consistency reliability analysis to assess the 

reliability of each scale and subscale. Subsequently, the researcher performed a 

correlation analysis to describe the strength and direction of the relationships 

between meaning in life, job satisfaction, and organizational commitment. The 

other analysis conducted was a multiple regression analysis to evaluate the six 

independent variables as predictor variables.  

Population Demographics 

 The aim of this study was to obtain a random sample that could be used to 

generalize to a broader population. The general demographics, such as year of 

birth, gender, and ethnicity or race, are described in Table 1. The participants in the 

study ranged in year of birth from 1981 to 1995, and the median year of birth was 

1990. The participant population depicted a noticeable difference in the number of 

women (82.4%) who completed the survey compared to men (17.6%). Regarding 

the education demographic, most participants graduated with at least a bachelor’s 

degree (38.9%), whereas the second highest education level was completing 

graduate school (33.6%). 
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Another goal of this research was to have a diverse group of employees 

participate in the study. The race and ethnicity breakdown in Table 1 revealed that 

Asian, Black or African American, Hispanic or Latino, Middle Eastern or North 

African, Multiracial or Multiethnic, and White individuals were represented within 

the study. Conversely, although diversity is present, most employees who 

participated were Hispanic or Latino (44.3%) and White (40.5%). The list of races 

and ethnicities was obtained from SurveyMonkey and used as a guideline.  

Table 1 

General Demographics of Survey Participants 

Variable  N % 

Year of Birth    

1981  3 2.3 

1982  7 5.3 

1983  3 2.3 

1984  5 3.8 

1985  3 2.3 

1986  9 6.9 

1987  6 4.6 

1988  8 6.1 

1989  15 11.5 

1990  14 10.7 

1991  16 12.2 

1992  20 15.3 

1993  10 7.6 

1994  6 4.6 

1995  6 4.6 

Gender    

Male  23 17.6 

Female  108 82.4 

Education    

Completed High School  14 10.7 

1 Year of College  4 3.1 

2 Years of College  6 4.6 

3 Years of College  4 3.1 

Graduated from College  51 38.9 

Some Graduate School  8 6.7 

Completed Graduate School  44 33.6 

Race or Ethnicity    

Asian  5 3.8 

Black or African-American  5 3.8 

Hispanic or Latino  58 44.3 
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Variable  N % 

Middle Eastern or North African  4 3.1 

Multiracial or Multiethnic  6 4.6 

White  53 40.5 

 Table 2 shows the participant’s job roles and the various industries 

represented. Most participants were either individual contributors (28.4%) or 

managers (22.9%). Moreover, 22.1% of the participants identified as other and 

specified their job roles as director, nurse, or teacher. Lastly, another goal of this 

study was to include participants from various industries and professions. Table 2 

shows the diverse industries in the survey, with most participants employed in 

healthcare/pharmaceuticals (35.9%) and education (16.8%). The industries 

represented were defined using SurveyMonkey as a guideline for industries. The 

participants who chose other self-identified as consultancy, sports agency, legal, 

and hospitality.  

Table 2  

Participant’s Job Roles and Industry 

Variable  N % 

Job Role    

Individual Contributor  37 28.4 

Team Lead  15 11.5 

Manager  30 22.9 

Senior Manager  5 3.8 

Regional Manager  3 2.3 

Vice President  5 3.8 

C-Level (e.g., CEO, CFO, CLO)  1 .8 

Owner  6 4.6 

Other (please specify)  29 22.1 

Industry 

Advertising/Marketing  3 2.3 

Agriculture  1 .8 

Airlines/Aerospace  1 .8 

Automotive  2 1.5 

Construction/Machinery/Homes  3 2.3 

Education  22 16.8 

Entertainment/Leisure  1 .8 

Finance/Financial Services  1 .8 

Food/Beverages  5 3.8 

Government  3 2.3 

Health/Fitness  2 1.5 
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Variable  N % 

Healthcare/Pharmaceuticals  47 35.9 

Insurance  3 2.3 

Manufacturing  1 .8 

Nonprofit  6 4.6 

Real Estate  3 2.3 

Retail  1 .8 

Telecommunications/Technology  6 4.6 

Other (please specify)  20 15.3 

Reliability and Relationships 

 Pallant (2010) noted that the prevailing tool for assessing the reliability of a 

scale is Cronbach’s coefficient alpha (α). Per Hair et al. (2006), it is widely 

acknowledged that scores exceeding .70 represent a commonly agreed-upon lower 

threshold for alpha. In the context of this dissertation, an internal consistency 

reliability analysis was executed to appraise the dependability of each scale and its 

respective subscales. According to the data, all of the scales and subscales appeared 

to be reliable.  

 The MEMS short form comprises 15 questions that produce three subscales. 

The three subscales were evaluated using SPSS Version 29. Out of the 15 

questions, one was reverse scored, and the negative scores were transformed using 

SPSS to accommodate the reverse scores. Cronbach’s coefficient alpha values for 

the MEMS short form included comprehension, yielding an alpha value of .87; 

purpose, yielding an alpha value of .89; and mattering, yielding an alpha value of 

.85 (see Table 3). As all alpha values were above .70, the data collected from the 

MEMS are considered reliable.  

Table 3  

Multidimensional Existential Meaning Scale Short-Form Coefficient Alpha 

Subscale a 

Multidimensional Existential Meaning Scale Short-Form 

Comprehension 

Purpose 

Mattering 

 

.87 

.89 

.85 
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 The MSQ short form consists of 20 questions. It has three subscales, 

including intrinsic satisfaction, yielding an alpha value of .88; extrinsic satisfaction, 

yielding an alpha value of .86; and general satisfaction, yielding an alpha value of 

.93 (see Table 4). All alpha values were above .70; therefore, the data collected 

from the MSQ are considered reliable.  

Table 4 

Minnesota Satisfaction Questionnaire Short-Form 

Subscale a 

Minnesota Satisfaction Questionnaire Short-Form 

Intrinsic Satisfaction 

Extrinsic Satisfaction 

General Satisfaction 

 

.88 

.86 

.93 

 The OCQ comprises 15 items, with six items subject to reverse scoring. To 

account for the negatively scored items, a reverse scoring transformation was 

applied using SPSS, resulting in a calculated alpha of .93 (see Table 5). The alpha, 

surpassing the threshold of .70, signifies the reliability of the OCQ data for the 

current study. 

Table 5  

Organizational Commitment Questionnaire Short-Form 

Scale a 

Organizational Commitment Questionnaire Short-Form                    .93 

 The correlation analysis included the following variables: comprehension, 

purpose, mattering, job satisfaction, and organizational commitment. Table 6 

displays the results of the means, standard deviations, and correlations between the 

dependent and independent variables. The purpose of correlation analysis was to 

examine and describe the strength of relationships between the variables in the 

study. The variables job satisfaction and comprehension were found to be strongly 

positively correlated, r(130) = .56, p < .01. Additionally, job satisfaction and 

purpose had a strong and positive correlation, r(130) = .50, p < .01. Lastly, the 

variables job satisfaction and mattering were weakly positively correlated, r(130) = 
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.26, p < .01. The variables of organizational commitment and comprehension were 

found to be strongly positively correlated, r(130) = .50, p <.01. Job satisfaction and 

purpose were strongly positively correlated, r(130) = .50, p <.01, whereas the 

variables job satisfaction and mattering were weakly positively correlated, r(130) = 

.23, p < .01 (see Table 6). 

Table 6 

Means, Standard Deviations, and Correlations among Dependent and Independent 

Variables 

Variable M SD 1 2 3 4 

1. Comprehension 5.57 .99 -    

2. Purpose 6.20 .83 .59** -   

3. Mattering 4.81 .86 .32** .42** -  

4. Job Satisfaction 70.10 15.11 .56** .50** .26** - 

5. Organizational 

Commitment 

5.10 1.27 .50** .50** .23* .72** 

Note. *p < .05. **p < .01. 

Hypothesis Testing 

 Multiple regression analysis was performed to analyze the predictive 

relationships between the six independent variables and the dependent variables of 

job satisfaction and organizational commitment. This approach was beneficial for 

this study as multiple regression analysis is not only based on correlation, but I also 

“allows a more sophisticated exploration of the interrelationship among a set of 

variables” (Pallant, 2010, p. 95). The quantitative analysis comprised two models. 

The first model evaluated the six independent variables with job satisfaction, 

whereas the second model evaluated the six independent variables with 

organizational commitment.  

Job Satisfaction 

The first research question and sub-questions associated with the study are 

as follows: 
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Research Question 1 

Research question one asked if meaning in life (measured by the 

Multidimensional Existential Meaning Scale) predicts job satisfaction among 

Millennials. This research question included the following three hypotheses:  

H1a: Comprehension (independent variable) predicts job satisfaction 

(dependent variable). 

H1b: Purpose (independent variable) predicts job satisfaction (dependent 

variable). 

H1c: Mattering (independent variable) predicts job satisfaction (dependent 

variable). 

To test each hypothesis, regression testing was performed. As shown in 

Table 7, comprehension significantly predicted job satisfaction, b = .413, t(4.68) = 

6.23, p < .01; therefore, H1a was accepted. Purpose significantly predicted job 

satisfaction, b = .241, t(2.60) = 4.38), p < .01; therefore, H1b was accepted. 

Mattering did not significantly predict job satisfaction, b = .26, t(.334), p < .01.; 

therefore, H1c was rejected. 

Table 7  

Multiple Linear Regression Analysis  

Predictor Job Satisfaction (n = 131) 

Variable B SE β p 

Comprehension 6.23 1.34 .413 <.001 

Purpose 4.38 1.68 .241 .010 

Mattering .461 1.38 .026 .74 

Note. *p < .05, **p < .01. 

Organizational Commitment 

Research Question 2 

Research question two was as follows: can meaning in life (measured by the 

Multidimensional Existential Meaning Scale) predicts organizational commitment 

among Millennials? This research question included the following three 

hypotheses:  

H2a: Comprehension (independent variable) predicts organizational 

commitment (dependent variable). 
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H2b: Purpose (independent variable) predicts organizational commitment 

(dependent variable). 

H2c: Mattering (independent variable) predicts organizational commitment 

(dependent variable). 

To test each hypothesis, regression testing was performed. As shown in 

Table 8, comprehension significantly predicted organizational commitment, b = 

.323, t(3.54) = .410, p < .01; therefore, H2a was accepted. Purpose significantly 

predicted organizational commitment, b = .312, t(3.27) = 4.78), p < .01; therefore, 

H2b was accepted. Mattering did not significantly predict job satisfaction, b = -

.010, t(-.125), p < .01.; therefore, H2c was rejected. 

Table 8  

Multiple Linear Regression Analysis  

Predictor Organizational Commitment (n = 131) 

Variable B SE Β p 

Comprehension .410 .116 .323 <.001 

Purpose .478 .146 .312 .001 

Mattering -.015 .120 -.010 .901 

Note. *p < .05, **p < .01 

Summary 

This chapter included a presentation of the results of a quantitative cross-

sectional study exploring the relationship between meaning in life, job satisfaction, 

and organizational commitment among Millennials. The research involved 131 

participants from 24 industries in the United States, selected through random 

sampling. The study's methodology included descriptive statistics, internal 

consistency reliability analysis, correlation analysis, and multiple regression 

analysis. Reliability analyses demonstrated the dependability of the employed 

scales. The MEMS exhibited reliability for its three subscales: comprehension (α = 

.87), purpose (α = .89), and mattering (α = .85). Similarly, the MSQ and OCQ 

demonstrated reliability with alpha values above .70. 
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Correlation analysis revealed strong positive correlations between job 

satisfaction and comprehension (r = .56), purpose (r = .50), and slight positive 

correlation with mattering (r = .26). Organizational commitment showed similar 

correlations with comprehension (r = .50), purpose (r = .50), and mattering (r = 

.23). These results provided a nuanced understanding of the relationships between 

the study variables. Hypothesis testing through multiple regression analysis 

addressed the research questions and associated hypotheses. For job satisfaction, 

comprehension (H1a) and purpose (H1b) significantly predicted the outcome, 

whereas mattering (H1c) did not. Similarly, for organizational commitment, both 

comprehension (H2a) and purpose (H2b) significantly predicted the outcome, 

whereas mattering (H2c) did not. 

In summary, Chapter 4 contained a systematic analysis of the demographics 

of the study population, evaluation of the reliability of measurement scales, 

examination of correlations among variables, and rigorous testing of the hypotheses 

through multiple regression analysis. The findings contribute to understanding the 

relation between meaning in life, job satisfaction, and organizational commitment 

among Millennials.



Exploring the impact of workplace spirituality on Millennials using the MEMS  47 

 

Chapter 5 – Discussion 

 This study was a cross-sectional quantitative research to examine the 

relationships and predictive capacity between Millennials’ meaning in life, job 

satisfaction, and organizational commitment. The study also encompassed an 

assessment of the demographic questions, such as age, education, gender, race, and 

job title. Multivariate statistical methods were used to convert the data into 

pertinent information (Hair et al., 2006). The aim of this study was to contribute to 

the current state of leadership, workplace spirituality, and generational theory 

research. The MEMS was used in this research to understand meaning in life of 

Millennials in various industries in the United States, the MSQ to assess job 

satisfaction, and the OCQ to assess organizational commitment.  

The ensuing sections of this chapter focus on the research inquiries and 

theoretical implications pertaining to Millennials’ meaning in life, job satisfaction, 

and organizational commitment within various professions and organizations. 

Subsequently, the researcher delves into the study's limitations, explores the 

practical implications of the findings, and provides recommendations for future 

research. This chapter concludes with a summarization of the study's research 

overview. 

Research Question 1 

 The first research question was, “Can meaning in life (measured by the 

Multidimensional Existential Meaning Scale) predict job satisfaction among 

Millennials?” The relationship between meaning in life and job satisfaction was 

hypothesized through three sub-questions to address the tripartite view of meaning 

in life. H1a proposed that comprehension predicted job satisfaction, H1b proposed 

that purpose predicted job satisfaction, and H1c proposed that mattering predicted 

job satisfaction. The findings for H1a showed that comprehension significantly 

predicted job satisfaction in Millennial employees within various industries in the 

United States. According to the tripartite view of meaning in life, comprehension is 

an individual’s sense of coherence and understanding (Baumeister, 1991; Wong, 

1998). Although comprehension has been linked to highly predicting well-being 
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outcomes, such as life satisfaction (George & Park, 2016), previous research did 

not delve into its specific relation to the prevalent work outcome of job satisfaction, 

especially regarding the Millennial workforce.  

 Similar to H1a, H1b depicted that purpose significantly predicted job 

satisfaction in Millennial employees. Within the context of meaning in life, 

“individuals high on purpose have a clear sense of the ends they are striving 

toward, and they value such ends” (George & Park, 2016, p. 2) and are motivated 

and directed by their life goals. Conversely, individuals who lack purpose 

experience a sense of aimlessness and disengagement. Therefore, this result was 

expected as Millennial employees believe that having a sense of purpose is a 

primary reason for choosing an employer (Van den Bergh & De Wulf, 2017).  

 Lastly, H1c depicted no predictive capacity between job satisfaction and 

mattering. By definition, mattering refers to the perception or belief that one’s 

existence has significance and importance (George & Park, 2016). Conversely, 

although mattering is generally not given as much attention as comprehension and 

purpose, George and Park (2016) highlighted that it consistently predicts strong 

relationships with aspects of spirituality. Some scholars have questioned whether 

mattering should be a conclusive element of meaning in life as it may “fail to 

capture the MIL experience among people who are not narcissistic” (Valdivia & Li, 

2022, p. 180). Although the hypothesis focused on predictive capacity, it is 

important to note that the correlation testing showed a relationship between job 

satisfaction and mattering. 

Research Question 2 

The second research question was, “Can meaning in life (measured by the 

Multidimensional Existential Meaning Scale) predict organizational commitment 

among Millennials?” The relationship between meaning in life and organizational 

commitment was hypothesized through three sub-questions to address the tripartite 

view of meaning in life. H2a proposed that comprehension predicted organizational 

commitment, H2b proposed that purpose predicted organizational commitment, and 

H2c proposed that mattering predicted organizational commitment. The findings 
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for H2a showed that comprehension significantly predicted organizational 

commitment in Millennial employees within various industries in the United States. 

As mentioned before, within the scope of meaning in life, comprehension refers to 

an individual’s sense of understanding and coherence regarding their lives. 

Although organizational commitment is known as one of the widely examined 

work outcomes in literature (Rego & Cunha, 2008), previous research does not 

delve into how comprehension affects an employee’s relationship with their 

organization.  

H2b showed that purpose significantly predicted organizational 

commitment in Millennial employees. George and Park (2016) described purpose 

as having “a clear sense of the valued ends toward which one is striving and to be 

highly committed to such ends” (p. 210). The results of this research contribute to 

Millennial views within the workplace as this generation aims to work for 

organizations that assist in nourishing a fulfilling life outside of the workplace and 

serve a social purpose (Deloitte, 2017). As noted before, much of the research 

regarding the sub-constructs of meaning in life is not explicitly related to work 

outcomes; therefore, this research contributes to how purpose can be used to aid in 

the organizational commitment of Millennials in the workplace.  

Similar to H1c, H2c depicted no predictive capacity between mattering and 

organizational commitment, but the correlation testing showed a relationship 

between mattering and organizational commitment. Notably, the mattering sub-

construct is known to be a “very promising factor for psychological explorations of 

meaning in life as it enables researchers to examine people’s lives in terms of 

significance, importance, and value in the world” (Gerymski & Krok, 2020, p. 

185). Considering the lack of predictive capacity between mattering, job 

satisfaction, and organizational commitment, H1 and H2 were partially accepted. 

Overall, researchers have not delved into mattering’s impact on work outcomes, 

such as job satisfaction and organizational commitment. Conversely, it is essential 

to note that research reveals a consistent pattern suggesting that a profound sense of 

meaning and purpose in one's professional endeavors can yield positive effects 

across various dimensions of professional life. Specifically, studies have 
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consistently demonstrated a positive correlation between finding meaning in one's 

work and elevated levels of job satisfaction (Klussman et al., 2020). This 

correlation is attributed to individuals experiencing a heightened sense of 

fulfillment when their work is perceived as purposeful and contributes to a greater 

meaningful goal. Meaningful work is associated with increased motivation and 

engagement, as employees who derive purpose from their tasks exhibit a more 

significant commitment to their roles. Existing research further indicates that 

employees who perceive their work as meaningful are likelier to demonstrate 

enhanced organizational commitment, aligning their contributions with personal 

values and goals (Guangrong et al., 2021). This alignment, in turn, contributes to 

higher levels of commitment to the organization and increased employee retention 

rates, ultimately fostering organizational stability.  

Implications 

 This dissertation contributes to the current state of leadership, workplace 

spirituality, and generational theory research. This study also offered insights into 

Millennials’ experiences with meaning in life. Millennials were also asked to 

reflect on their job satisfaction and organizational commitment, the two most 

studied work outcomes. In this section, the theoretical and practical implications 

regarding the Millennial generation and meaning in life in the workplace are 

explored. 

Theoretical Perspective 

From a theoretical literature perspective, this researcher explored the 

following four overarching theories: workplace spirituality, job satisfaction, 

organizational commitment, and generational theory. In the context of this study, 

workplace spirituality provided a lens to understand how Millennials perceived 

meaning in life and sought to investigate the correlation between workplace 

spirituality and job satisfaction, as suggested by Ghazzawi et al. (2016), as well as 

to explore the association between workplace spirituality and organizational 

commitment, as proposed by Chawla (2016). Therefore, it was vital to have access 
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to a reliable and valid tool to measure workplace spirituality in the context of the 

study.  

Traditionally, tools such as the Spiritual Leadership Scale (Ashmos & 

Duchon, 2000) and the SAW (Fry et al., 2005) have been used to adequately 

measure spirituality in the workplace. Although scholars offered diverse 

interpretations of workplace spirituality, what remains consistent is the 

multidimensional interplay between the individual and organizational variables. 

Numerous instruments exist to gauge workplace spirituality, but, for the purpose of 

this study, the MEMS was chosen to explore the relationship between meaning in 

life and the two most researched work outcomes. Specifically, job satisfaction 

served as a dependent variable, influenced by the perceived meaning in life, and 

indicated that Millennials who perceive their work as meaningful are likely to 

experience higher levels of job satisfaction. Organizational commitment served as 

another dependent variable and suggested that Millennials who found meaning in 

life are more likely to exhibit strong organizational commitment.  

The focus on Millennials acknowledges the distinct perspectives and 

priorities of this generational cohort, contributing to the broader discourse on 

generational dynamics within the workplace. The integration of workplace 

spirituality, work outcomes, and generations theory provides a comprehensive 

framework for examining the relationships between meaning in life, job 

satisfaction, and organizational commitment among Millennials. It underscores the 

importance of aligning organizational values and practices with employees' 

personal and professional aspirations, particularly within the context of 

generational shifts and evolving workplace dynamics. By incorporating these 

theoretical perspectives, this study contributes to a deeper understanding of how 

organizations can foster environments conducive to meaningful work experiences 

and enhanced Millennial employee outcomes 

Practitioner Perspective 

 From a practitioner literature perspective, this research provides insight and 

directions for organizations seeking to improve Millennials' job satisfaction and 

organizational commitment in various roles and professions. The MEMS (George 
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& Park, 2016) can be an organizational tool used to assess components of 

workplace spirituality concerning comprehension, purpose, and mattering. 

Although traditionally, MEMS has been used as a tool in psychology, organizations 

may use it to develop, cultivate, and sustain meaning in life within a generation that 

refers to a purpose-driven workplace as their most sought-after organizational 

culture element (Deloitte, 2017). According to this research, comprehension, and 

purpose, two of the three sub-constructs of meaning in life, can predict job 

satisfaction and organizational commitment. With this valuable information, 

organizational leadership can gear development opportunities toward assisting 

Millennials to experience understanding regarding their lives and become directed 

and motivated by their valued goals (George & Park, 2016). 

 Insights derived from studies using the MEMS can directly inform 

organizational interventions to enhance Millennials' sense of meaning and purpose, 

individually or at work. A practical recommendation would be to use leadership 

development programs (O’Malley & Williams, 2012), such as mentorship 

initiatives or workshops, to help Millennial employees understand the connection 

between their purpose and the meaningful contributions and impact they have on 

their organizations (Kuron et al., 2015). Development opportunities used to guide 

Millennials toward a process of self-development and reflection can aid in higher 

stages of spiritual development (Rothausen, 2017). Advanced phases of spiritual 

growth can alter an individual’s understanding of the purpose of life and life’s 

work, which are considered the pinnacle of human development (Avolio, 2010; 

Kegan & Lahey, 2010; Laloux, 2014).  

One significant challenge is the presence of a traditional organizational 

culture that may be resistant to incorporating spiritual principles. Organizations 

with rigid structures, hierarchical norms, and a clear separation between personal 

and professional life may find embracing a more holistic approach challenging. 

Employee skepticism and potential discomfort with intertwining personal beliefs 

with the workplace can hinder the acceptance of spirituality practices (Jurkiewicz 

& Giacalone, 2004). Overcoming these barriers requires a strategic and inclusive 

approach where individuals are encouraged to have their spiritual practices without 
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offending others. Before implementing spirituality into development initiatives, 

leaders and employees should be trained in respectful pluralism.  

In the context of workplace spirituality, the training would apply Hicks’s 

(2002) conditions of respectful pluralism by education employees on embracing 

differences in spiritual and religious, cultural, and political beliefs, and perspectives 

within the organizational setting. Through various mediums such as workshops, 

seminars, and interactive sessions, employees would be equipped with essential 

skills to engage in constructive dialogues, navigate sensitive topics, and confront 

unconscious biases. Moreover, the incorporation of respectful pluralism training 

fosters attributes such as active listening, empathy, and understanding, thereby 

fostering collaboration and synergy among heterogeneous teams. By investing in 

these training initiatives, organizations not only nurture a workplace culture that is 

more inclusive and harmonious but also bolster productivity, spur innovation, and 

enhance overall employee satisfaction. 

Future longitudinal studies may give organizational leaders a dynamic 

understanding of how existential meaning evolves within the Millennial generation. 

This approach may assist in crafting strategic human resource policies and talent 

management approaches that adapt to the changing career aspirations and 

existential considerations of Millennials throughout different stages of their 

professional lives (Hernaus & Poloski Vokic, 2014; Sori et al., 2006). Cultural 

variations in existential meaning, as assessed through the MEMS, are pertinent in 

diverse and multicultural Millennial workplaces. Therefore, recognizing and 

respecting the cultural factors influencing Millennials' perceptions of purpose and 

significance in their careers enables organizational leaders to foster inclusive and 

diverse work environments. This awareness can enhance team collaboration, 

innovation, and overall organizational effectiveness, aligning with the values of the 

Millennial generation. 

Limitations 

 Although this study met the recommended participants per predictor 

variable criteria, only 131 out of the 164 responses were completed. The lack of 
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completions could have resulted from the researcher not using a progress bar within 

SurveyMonkey that would have provided the participants with knowledge 

regarding the length and time commitment of the survey. Another study limitation 

was homogeneity of the research participants. Notably, 82.4% of women, 

compared to 17.6% of men, completed the survey. From a race and ethnicity 

standpoint, this research lacked diversity, as 44.3% were Hispanic and Latino and 

40.5% were White. The lack of diversity may limit the generalizability of the 

findings to a broader population. Unfortunately, the demographic survey questions 

did not identify the participants' geographic locations; therefore, it is assumed that 

most participants were from the United States.  

 It is important to note that the recruitment strategy heavily relied on 

LinkedIn and Instagram, which may have resulted in a biased sample, favoring 

individuals more active on these platforms, which may also limit the 

generalizability of these findings. Lastly, a cross-sectional design was used in this 

study, capturing data at a single point in time and potentially limiting the ability to 

establish causal relationships between the variables. Longitudinal studies may have 

provided a more comprehensive understanding of how meaning in life influences 

job satisfaction and organizational commitment in Millennials over time.  

Future Research 

 The findings of this study expand the knowledge of meaning in life, how 

Millennials experience it in the workforce, and how it relates to job satisfaction and 

organizational commitment. Moreover, the study showed significant predictive 

capacity with each independent variable, except with mattering and its relations to 

job satisfaction and organizational commitment. Although participants in this study 

did not identify mattering as a predictor of job satisfaction and organizational 

commitment, it is still a component of meaning in life that should further explored. 

It is essential to note that this study was conducted post-COVID-19, and the 

workforce is still navigating organizational changes that affect primary work 

outcomes, such as job satisfaction and organizational commitment.  
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 Significantly, future research should focus on a diverse selection of research 

participants, as men and minority populations are underrepresented. Although 

education was a demographic question, there was a disparity as most participants 

were college graduates (79.2%). A future study can include salary as a 

demographic question and inquire whether the combination of education and salary 

predicts higher rates of meaning in life in Millennials. Future researchers should 

also attempt to select participants outside the United States and explore how 

individuals of different cultural backgrounds experience meaning in life and how it 

affects their job satisfaction and organizational commitment. Furthermore, similar 

studies with employees from faith-based institutions could provide deeper insights 

into how specific organizational cultures cultivate meaning in employees' lives.  

Future research could also include the exploration of meaning in life 

experienced by Millennial leaders and how it impacts how they lead. Although 33 

% of the participants of this study were leaders, only less than 1% were C-Level 

(CEO, CFO, CLO, etc.). Andert et al. (2019) highlighted how each generation 

enters the workplace with expectations of leadership roles and bases those 

expectations on their experiences and the significant events that occurred 

throughout their upbringing. Notably, Millennials are the youngest leaders to 

emerge within the workplace, and organizational research must be focused on 

understanding differences in their leadership styles. Taylor (2020) suggested that 

Millennials are purpose-driven leaders who stress impacting society and within 

their organizations. Although the literature suggests that Millennials have different 

views on leadership and followership compared to previous generations (Ben-Hur 

& Ringwood, 2017; Fore, 2012; Medyanik, 2016), there is a knowledge gap 

concerning the full exploration of their ability to lead and their behaviors within the 

workplace (Bargavi et al., 2017; Bushardt et al., 2018; Medyanik, 2016). Future 

researchers may aim to explain that though Millennials are considered less religious 

than their most of their generational counterparts (McMurray & Simmers, 2020), 

they consider themselves just as spiritual and seek purpose-driven workplaces. 

 A qualitative or mixed methods approach would be beneficial as future 

researchers could use interviews to explore how Millennials experience 
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comprehension, purpose, and mattering within the workplace. Considering a 

qualitative approach, understanding the perspectives of the subconstruct mattering 

would offer further insights into this study as it was the only independent variable 

with no predictive capacity on the work outcomes. Lastly, a longitudinal study 

would assist in gaining an understanding of how training and leadership 

development impact the relationship between meaning in life, job satisfaction, and 

organizational commitment. One may investigate meaning of life of Millennials in 

the workplace, establishing a foundation for understanding job satisfaction and 

organizational commitment. Subsequently, the design of training programs may 

revolve around relevant independent variables, allowing a longitudinal examination 

to ascertain whether addressing these independent variables through training leads 

to improvement in the dependent variable over time. 

Summary 

In this study, aimed at contributing to leadership, workplace spirituality, and 

generational theory, the MEMS was employed to discern Millennials' meaning in 

life across various industries in the United States. Job satisfaction and 

organizational commitment were assessed using the MSQ and the OCQ, 

respectively. In Chapter 5, the researcher navigated through research inquiries, 

theoretical implications, limitations, practical implications, and recommendations 

for future research. 

Research Question 1 focused on the predictive relationship between 

meaning in life and job satisfaction. The tripartite view of meaning in life is 

examined through sub-questions H1a, H1b, and H1c. The findings revealed that 

comprehension and purpose significantly predict job satisfaction, aligning with 

existing literature. However, mattering had no predictive capacity, prompting 

contemplation on its role within the broader context of meaning in life regarding 

Millennials in the workplace.  

Research Question 2 addressed the predictive capacity of meaning in life on 

organizational commitment, probing H2a, H2b, and H2c. Similar to Research 

Question 1, comprehension and purpose emerged as significant predictors, 
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contributing valuable insights into the less-explored realm of comprehension's 

impact on organizational commitment. Mattering exhibited no predictive capacity, 

prompting further considerations regarding its applicability in work outcomes. 

The study's implications extend to leadership, workplace spirituality, and 

generational theory, offering insights into Millennials' experiences with meaning in 

life. The MEMS is a valuable tool for organizations seeking to enhance workplace 

environments and foster connections with Millennials. From a practitioner 

perspective, the study provides actionable directions for organizations aiming to 

improve job satisfaction and organizational commitment among Millennials. 

The chapter highlighted limitations, including incomplete responses, gender 

imbalance, and a lack of diversity in race and ethnicity. Future research 

recommendations encompass the exploration of diverse participant profiles, 

consideration of global perspectives, and an investigation into the impact of 

religion on the relationship between meaning in life and work outcomes. Avenues 

for researching Millennials, employing qualitative or mixed methods approaches, 

and conducting longitudinal studies to evaluate the impact of training and 

leadership development on the identified relationships were also suggested. The 

chapter concluded with a comprehensive overview of the research, framing it 

within the broader context of the study's objectives and outcomes. 
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Appendix B 

Multidimensional Existential Meaning Scale (MEMS) 

George and Park (2016) 

 

The MEMS (George & Park, 2017) is a 15-item self-report that comprises three 

five-item subscales that measure an individual’s comprehension, purpose, and 

mattering. Each item is rated on a 7-point scale, ranging from 1 (very strongly 

disagree) to 7 (very strongly agree). 

 

1. My life makes sense. 

2. I know what my life is about. 

3. I can make sense of the things that happen in my life. 

4. I understand my life. 

5. Looking at my life as a whole, things seem clear to me. 

6. I have aims in my life that are worth striving for. 

7. I have certain life goals that guide me to keep going. 

8. I have overarching goals that guide me in my life. 

9. I have goals in my life that are very important to me. 

10. My direction in life in motivating to me. 

11. There is nothing special about my existence. 

12. Even a thousand year from now, it would still matter whether I existed of 

not. 

13. Whether my life ever existed matters even in the grand scheme of the 

universe. 

14. I am certain that my life is of importance. 

15. Even considering how big the universe is, I can say that my life matters. 
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Appendix C 

Minnesota Satisfaction Questionnaire (MSQ) Short Form 

Weiss, Dawis, England, and Lofquist (1967) 

 

Survey to determine the level of job satisfaction. 

 

Ask yourself: How satisfied am I with this aspect of my job? 

 5 = Extremely Satisfied 

 4 = Very Satisfied 

 3 = Satisfied 

 2 = Somewhat Satisfied  

 1 = Not Satisfied 

 

1. Being able to keep busy all the time. 

2. The chance to work alone on the job.  

3. The chance to do different things from time to time.  

4. The chance to be “somebody” in the community.  

5. The way my boss handles his/her workers.  

6. The competence of my supervisor in making decisions. 

7. Being able to do things that don’t go against my conscience. 

8. The way my job provides for steady employment.  

9. The chance to do things for other people.  

10. The chance to tell people what to do.  

11. The chance to do something that makes use of my abilities. 

12. The way company policies are put into practice.  

13. My pay and the amount of work I do.  

14. The chances for advancement on this job.  

15. The freedom to use my own judgment.  

16. The chance to try my own methods of doing the job. 

17. The working conditions.  

18. The way my co-workers get along with each other.  

19. The praise I get for doing a good job.  

20. The feeling of accomplishment I get from the job. 
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Appendix D 

Organizational Commitment Questionnaire 

Mowday, Steers, and Porter (1979) 

 

Instructions: 

Listed below are a series of statements that represent possible feelings that 

individuals might have about the company or organization for which they work. 

With respect to your own feelings about the particular organization for which you 

are now working, please indicate the degree of your agreement or disagreement 

with each statement by checking on of the seven alternatives below. 

 

(1) strongly disagree: (2) moderately disagree: (3) slightly disagree: (4) neither 

disagree nor agree: (5) slightly agree: (6) moderately agree: (7) strongly agree. An 

“R” denotes a negatively phrased and reverse scored item 

 

1. I am willing to put in a great deal of effort beyond that normally expected in 

order to help this organization be successful. 

2. I talk up this organization to my friends as a great organization to work for. 

3. I feel very little loyalty to this organization. (R) 

4. I would accept almost any type of job assignment in order to keep working for 

this organization. 

5. I find that my values and the organization’s values are very similar. 

6. I am proud to tell others that I am part of this organization. 

7. I could just as well be working for a different organization as long as the type of 

work was similar. (R) 

8. This organization really inspires the very best in me in the way of job 

performance. 

9. It would take very little change in my present circumstances to cause me to leave 

this organization. (R) 

10. I am extremely glad that I chose this organization to work for over others I was 

considering at the time I joined. 

11. There’s not too much to be gained by sticking with this organization 

indefinitely. (R) 

12. Often. I find it difficult to agree with this organization’s policies on important 

matters relating to its employees. (R) 

13. I really care about the fate of this organization. 

14. For me this is the best of all possible organizations for which to work. 

15. Deciding to work for this organization was a definite mistake on my part. (R) 
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