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Abstract

The concept of work as a calling has the potential to provide unique and
powerful insights into how individuals relate to their work and organiza-
tions. However, although this concept may be one of the oldest in the study
of work—harking back to the Protestant Reformation—its impact on main-
stream OP and OB research has been limited. We review the research lit-
erature on work as a calling, and identify several issues that are preventing
research in this area from reaching its potential—issues of definition, differ-
entiation, generalizability, and relevance. We consider each of these ques-
tions and propose a path forward. Central to that path forward is an inte-
grated conceptualization of calling—what we call a transcendent calling—
that puts dual emphasis on the inner requiredness of passion and enjoyment
and the outer requiredness of duty and destiny.

421

https://doi.org/10.1146/annurev-orgpsych-012218-015140
https://www.annualreviews.org/doi/full/10.1146/annurev-orgpsych-012218-015140


OP06CH18_Thompson ARjats.cls December 12, 2018 12:22

INTRODUCTION

The idea that work can be viewed as a calling may be one of the oldest and most well-established
constructs in the study of work. According to Weber (1930), the concept was first introduced
by the Protestant reformers in the sixteenth century and became diffused throughout society in
the intervening centuries. In recent years, we have seen a wave of research on work as a calling
in the organizational psychology and organizational behavior (OP/OB) literatures. This growth
coincides with what some consider a generational trend toward emphasizing meaningful work and
living one’s calling (Ng et al. 2010, Twenge 2014, Twenge et al. 2010).

In a 2013 review of research on work as a calling, Duffy & Dik (2013) noted increased interest
among researchers in the topic and identified several emerging themes. With a larger corpus of
studies to consider today (approximately 130 articles having been published since 2012), and with
the field now entering its third decade, we feel this is an opportune time to take stock of research
on calling and reflect on challenges and opportunities going forward. To that end, we review the
literature on work as a calling in an attempt to identify common themes, vulnerabilities, and op-
portunities for scholarly advancement.Our primary objective is to articulate developments needed
in the calling literature to ensure that calling research matters or, put differently, that it realizes
its potential to provide important insights into the meaning of work.

Careful accounts of the historical evolution of the calling concept are readily available (e.g.,
Bunderson & Thompson 2009, Elangovan et al. 2010, Hardy 1990). Consequently, we do not
provide here a thorough description of the development of the calling construct over the centuries.
We do, however, wish to frame our discussion with a thumbnail sketch of its historical progression.

The classical origins of the idea that professional work can be a calling reside, as noted above,
in the Protestant Reformation. Martin Luther made the then-controversial assertion that secu-
lar work—not just the work of the ministry—constitutes a calling in life (Luther 1883). Luther’s
writings elevated secular work by articulating its religious significance and inherent nobility. John
Calvin extended Luther’s work by viewing calling as something uniquely personal.He argued that
callings derive from the unique and innate talents with which one is born (Hardy 1990). To both
Luther and Calvin, a calling represents an obligation to devote one’s career in service to others.
As Calvin (1574, p. 307) put it, “For as God bestows any ability or gift upon any of us, he binds
us to such as have need of us and as we are able to help.” A classical definition of calling, then,
is “that place in the world of productive work that one was created, designed, or destined to fill
by virtue of God-given gifts and talents and the opportunities presented by one’s station in life”
(Bunderson & Thompson 2009, p. 33).

In the centuries since the Reformation, the idea of work as a calling has become secularized
and diffused throughout society as a way to think about and connect to one’s work. One way to
visualize this diffusion is to diagram the frequency with which the phrase “work as a calling” has
appeared in English language printedmaterial over time.Figure 1 (generated inGoogleNGrams;
seeMichel et al. 2011, Pechenick et al. 2015) depicts the frequency with which the phrase “work as
a calling” appears in Google’s corpus of almost 190 billion words from printed English language
texts between 1900 and 2008. The y-axis is the percentage of all four-word phrases within the
Google corpus that are “work as a calling.” As we see in Figure 1, the concept of work as a calling
has risen considerably in usage since the mid-twentieth century, and continues to rise. In fact, the
steepest rise appears to be in just the past decade, with usage frequency nearly doubling between
1998 and 2008. Interest in the concept of work as a calling is clearly increasing.

We begin by describing our review of the literature and the key trends and findings we ob-
served. We then provide a critical analysis of the field’s contributions, weaknesses, and opportu-
nities. We conclude by suggesting four key questions that must be answered before research on
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Figure 1

NGram of “Work as a Calling” (1900–2008).

work as a calling can truly make a difference in advancing our understanding of how individuals
relate to their work.

RESEARCH ON WORK AS A CALLING

Method

To identify relevant articles for our review, we used the PsycINFO database, searching for articles
that contained “calling” in their titles or abstracts, or related keywords such as “work,” “voca-
tion,” or “meaning.”We also identified articles that cited either Wrzesniewski et al. (1997) or Dik
& Duffy (2009), two seminal articles in the calling literature. We then examined abstracts and
retained only those articles that were clearly related to the experience of work as a calling. This
process resulted in the identification of 203 articles published between 1997 and 2018.A frequency
graph based on date of publication (see Figure 2) suggests that calling research began to pick up
steam between 2005 and 2010, with an exponential increase after 2011.

To focus our review on articles with the greatest impact, we considered articles published in
journals with a Social Sciences Citation Index (SSCI) impact factor of 3.0 or higher. We also
retained articles that had twenty or more SSCI citations, regardless of the impact of the journal
in which the article was published.1 After applying these criteria, we ended up with a sample of
84 articles that formed the basis for our review (see the Supplemental Literature Cited for a
complete list of those 84).

High-Level Trends

Of the 84 articles in our final set, 72 (86%) were empirical. These 72 studies included a total of
53,047 subjects, ranging from eight participants in an inductive qualitative study (Ahn et al. 2017)
to 9,803 participants in an online survey (Peterson et al. 2009). A significant portion of study par-
ticipants were university students. Nevertheless, our sample of studies also considered a diversity

1For articles that appeared in journals that are not tracked in the Web of Science database, we used Google
Scholar citations and adopted a 50-citation minimum.
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Figure 2

Number of calling articles published by year.

of occupations, including animal shelter workers (Schabram & Maitlis 2017), Korean firefight-
ers ( Jo et al. 2018), Church of England ministers (Clinton et al. 2017), information technology
(IT) managers in Ireland (McKevitt et al. 2017), teachers and aides (Rawat &Nadavulakere 2015),
health care workers (Cardador et al. 2011, Rasinski et al. 2012,Wrzesniewski et al. 1997), Chinese
accountants (Lan et al. 2013), musicians (Dobrow 2013), faculty (Gazica & Spector 2015), law
enforcement employees (Chen et al. 2018), megachurch staff (Kim et al. 2018), bank employees
(Xie et al. 2017), zookeepers (Bunderson & Thompson 2009), retirees (Duffy et al. 2017b), and
unemployed adults (Duffy et al. 2015).

A significant portion of the eighty-four articles in our sample (44%) were published in voca-
tional psychology and careers journals, including the Journal of Vocational Behavior (22 articles),
Journal of Career Assessment (6 articles), Journal of Career Development (2 articles), and Journal of
Counseling Psychology (5 articles). Research on work as a calling has appeared less frequently in gen-
eral management journals, with just one study each in the Journal of Applied Psychology, Academy of
Management Journal,Administrative Science Quarterly,Organization Science, and Personnel Psychology.
Four calling articles have appeared in the Journal of Organizational Behavior. Research on work as
a calling has also appeared in the Journal of Business Ethics and Journal of Positive Psychology and in
some health care management, hospitality management, and public administration outlets.

Calling was the independent variable in forty-three of the empirical studies in our review
(60%), the dependent variable in eleven studies (15%), and a moderator or mediator in nine stud-
ies (13%). The majority (86%) of these studies were quantitative and deductive, whereas just a
handful (11%) used qualitative/inductive or mixed-methods (3%) approaches.

We found no standard definition of calling across studies. In fact, across the eighty-four studies
in our review,we found 14 distinct formal definition statements,most of them appearing in just one
or two papers.Definitions ranged from “work that a person perceives as his purpose in life” (Hall &
Chandler 2005, p. 160) to “a consuming, meaningful passion people experience toward a domain”
(Dobrow&Tosti-Kharas 2011, p. 1001).Given this diversity of calling definitions, it should not be
surprising that we also observed a wide range of calling measures. Although calling was typically
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Table 1 Key calling measures

Instrument Definition used Description of the tool
Number of times used in
our sample of 84 articles

Work Orientation Scale
(Wrzesniewski et al. 1997)

A calling is work that is
inseparable from one’s life
and motivated by “the
fulfillment that doing the
work brings to the
individual” (p. 22)

Includes both a single-item
response to a paragraph
describing calling and a
7-item scale

9 (3 articles use the
single-item tool
exclusively; 6 adopt the
7-item tool)

The Brief Calling Scale
(Steger & Dik, 2006)

The items reference “calling”
but do not provide a
definition

Composed of two subscales
(presence of calling and
search for calling), each based
on 2 items

21 (primarily use the
presence of calling scale)

The Living One’s Calling
Scale (Duffy et al. 2012a)

The items reference “calling”
but do not provide a
definition

6-item scale measuring whether
respondent is engaged in
work resonant with a sense of
calling

9

Dobrow & Tosti-Kharas’
(2011) Calling Scale

Calling is a “consuming,
meaningful passion people
experience toward a domain”
(p. 1001)

12-item scale 8

The Calling and Vocation
Questionnaire (Dik et al.
2012)

Calling is composed of 3
dimensions: transcendent
summons, purposeful work,
and prosocial orientation

For each dimension, 4 items
measure presence of calling
and 4 measure search for
calling, for a total of 24 items

5 (all exclusively use
presence of calling scale)

Neoclassical Calling Scale
(Bunderson & Thompson
2009)

Calling is “that place in the
occupational division of labor
in society that one feels
destined to fill by virtue of
particular gifts, talents,
and/or idiosyncratic life
opportunities” (p. 38)

6-item scale 5

The Calling Motivation
Scale (Duffy et al. 2015)

The items reference “calling”
but do not provide a
definition

3-item instrument that
measures the intensity with
which an individual feels
driven to pursue a calling

2

measured using survey-based measures, we counted no fewer than twenty-three different survey
instruments across the studies in our sample, with sixteen instruments used only once (i.e., in
one published study). Table 1 describes and compares the seven measurement instruments that
appeared more than once in our sample.

Summary of Research Findings

In this section, we review the questions that scholars are asking in the calling literature and the
answers that are being offered. In doing so, we temporarily set aside the question of whether
findings across studies can be reasonably compared given the diversity of definitions and measures
just described. We return to that question in a later section. For now, our goal is to understand
what researchers are examining and what they are finding.
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Attitudinal outcomes.We identified 66 unique dependent variables across the 84 studies in our
sample.We classified 31 of these constructs as attitudinal, and found that they fell into several fairly
discrete thematic categories: satisfaction (e.g., in job, life, domain, career; represented in 24 total
studies), attachment (e.g., commitment, engagement, identification; 8 studies), withdrawal (e.g.,
turnover intentions, burnout, psychological detachment; 7 studies), efficacy (e.g., self-efficacy, ca-
reer decision efficacy, service quality efficacy; 7 studies), occupational clarity (e.g., career decided-
ness, career choice comfort, clarity of professional identity; 7 studies), and meaning (e.g., in life,
work; 5 studies).

The positive relationship between calling and various forms of satisfaction is easily the best-
established finding in the calling literature. For instance,Wrzesniewski et al.’s (1997) seminal work
demonstrated that calling orientations relate positively to both work and life satisfaction. Duffy
and colleagues have robustly demonstrated the salutary impact of calling on work and life satis-
faction (e.g., Duffy et al. 2012a,b; 2013; 2016b; 2017a,b), and have suggested that this relationship
is mediated by meaningfulness (Duffy et al. 2012a,b; 2017a) and career commitment (Duffy et al.
2011a, 2012b). In other words, calling appears to enhance satisfaction by endowing work with
greater meaning and fostering attachment to one’s career.

Calling also appears to relate positively to attachment with one’s organization (e.g., Cardador
et al. 2011, Duffy et al. 2011a) and occupation (e.g., Bunderson & Thompson 2009), and to mean-
ingfulness in both work (e.g., Bunderson & Thompson 2009, Yim & Fock 2013) and life (e.g.,
Praskova et al. 2014, Steger & Dik 2009). Other studies suggest that calling influences the rela-
tionship (i.e., mediating or moderating) between meaningfulness and other constructs. For exam-
ple, Steger & Dik (2009) found that individuals who are seeking meaning in their lives are more
likely to experience life meaning when they view their work as a calling, suggesting that meaning
at work can spill over to broader measures of well-being.

Several studies indicate that people with a high calling are less likely to harbor withdrawal atti-
tudes, such as feelings of burnout (e.g., Yoon et al. 2017) and thoughts of quitting (e.g., Cardador
et al. 2011,Chen et al. 2018).Lastly, people who score high in calling also demonstrate greater effi-
cacy in their work (e.g.,Dik et al. 2008,Dobrow&Tosti-Kharas 2011) and clarity about themselves
and their career choices (e.g., Dobrow & Tosti-Kharas 2011, Duffy & Sedlacek 2007, Hirschi &
Herrmann 2013). In summary, there is abundant and consistent evidence that experiencing work
as a calling is associated with positive perceptions about work and life.

Extra-attitudinal outcomes.The remaining thirty-five dependent variables in our sample exam-
ined the relationship between calling and extra-attitudinal outcomes.However, none of these con-
structs appeared more than once across the studies in our sample. Consequently, extra-attitudinal
outcomes of calling are far less established in the literature than are attitudinal outcomes.We cate-
gorized these outcomes as follows: career choices (e.g., calling-related job choices, career planning
strategies, career flexibility; represented in 11 total studies), health andwell-being (e.g., depression,
stress, emotional exhaustion; 10 studies), behaviors or behavioral intentions (e.g., organizational
citizenship behaviors, work effort, willingness to sacrifice; 9 studies), and career outcomes (e.g.,
employability, job performance, career success; 5 studies).

In terms of career choices, the evidence suggests that individuals with a calling are more
likely to pursue studies in the domain of their calling (Dobrow & Tosti-Kharas 2011) and to
pursue a post-master’s degree (Duffy & Sedlacek 2010). Lysova et al. (2018) suggested that call-
ing reduces the flexibility with which employees consider potential changes in their career path
because the self-defining nature of calling causes people to foreclose consideration of other alter-
natives. In contrast, Praskova et al.’s (2014) analysis suggests that calling increases career adapt-
ability (note, however, that their chosen measure was more focused on resilience in the face of
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challenges than on anticipating changes in one’s career).Taken together, these findings support the
notion that a calling propels one to career decisiveness, and resilience to challenges in one’s career
path.

In terms of behaviors or behavioral intentions, Xie et al. (2017) demonstrated a link between
calling and supervisor-reported organizational citizenship behaviors. Praskova et al. (2014) docu-
mented a relationship between calling and self-reportedwork effort.AndBunderson&Thompson
(2009) showed that a calling orientation fosters a self-reported willingness to make sacrifices for
one’s work.

A handful of studies have demonstrated a relationship between the presence of a calling and
job performance, although exclusively with self-reported performance measures. Scholars have
shown, for example, that people with a calling report better work performance (Kim et al. 2018,
Rawat &Nadavulakere 2015),more career success (Chen et al. 2018),more employability (Lysova
et al. 2018), and more professional competence (Guo et al. 2014).

Lastly, a calling at work has been shown to relate positively to various indicators of employee
health and well-being. For example, calling was found to lower emotional exhaustion (Rawat &
Nadavulakere 2015), improve health and health satisfaction (Wrzesniewski et al. 1997), improve
sleep quality and increased morning vigor (Clinton et al. 2017), improve psychological adjustment
(Steger et al. 2010), accelerate personal growth (Duffy et al. 2014b), and enhance overall well-being
(Conway et al. 2015).

“Dark side” outcomes. Although the preponderance of scholarship on the outcomes of calling
paint a rosy picture, several studies suggest a darker side, or that calling is a double-edged sword.
For example, Bunderson & Thompson (2009) found that zookeepers with a sense of calling felt
a stronger sense of moral duty, which led them to accept job-related sacrifices and to be hyper-
critical of organizational actions. In a study of animal care workers, Schabram & Maitlis (2017)
further detailed sacrifices individuals make for their callings, and articulated three distinct paths
(two of which involved leaving their organization) by which animal shelter workers respond to
negative emotions that rise from challenges to their sense of calling. Dobrow & Tosti-Kharas
(2012) found that music students with a sense of calling were less accurate in their perception
of their own talent and less willing to heed negative career advice from others. Jo et al. (2018)
found that calling strengthened the relationship between burnout and posttraumatic stress dis-
order (PTSD) for firefighters. And research by Berg et al. (2010) as well as Duffy et al. (2016b)
suggests that people who perceive they have a calling but are unable to live it experience regret
and lower life satisfaction.

Predictors of calling. Relatively few studies have examined calling as a dependent variable.Of the
84 studies we examined, only 18 looked at predictors of calling. As with research on outcomes, atti-
tudinal/perceptual measures have dominated research on calling antecedents. For example, studies
have concluded that people aremore likely to experience a calling when they are satisfiedwith their
job (Duffy et al. 2014a), when they feel attached to their career domain (Dobrow 2013), and when
they experience or search for meaning in their life or their work (Duffy et al. 2011b; 2014a,b).
Other research has suggested that callings are more likely among individuals with stronger zest
(Peterson et al. 2009), lower burnout ( Jager et al. 2017), and higher vocational self-clarity (Duffy
et al. 2014b). Given that many of these variables (or variables very similar to them) have also been
proposed as outcomes of calling, some researchers have suggested that the relationship between
calling and work-related attitudes is reciprocal and self-reinforcing; i.e., positive attitudes foster a
sense of calling, which, in turn, strengthens positive attitudes toward work.
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Apart from attitudinal antecedents of calling, researchers have suggested that callings are more
likely to result from behavioral involvement at work (Dobrow 2013) and applying one’s signature
strengths at work (Harzer & Ruch 2012). Not surprisingly, employed people are more likely than
unemployed people to claim a calling (Duffy et al. 2015).Duffy & Autin (2013) have demonstrated
a positive relationship between income and living a calling [although Bunderson & Thompson
(2009) reported a post hoc analysis showing a negative relationship between income and calling
among zookeepers]. Perceiving that one is free to make career choices (work volition) is both a
predictor of living a calling (Duffy et al. 2016a) and a mediator in the relationship between income
and living a calling (Duffy&Autin 2013).Finally, vocational development appears to be a predictor
of calling among physicians (Duffy et al. 2011b), as does religiosity (Curlin et al. 2007).

Calling and other OP/OB constructs.We identified very few studies that carefully examined
how calling explains variance above and beyond that explained by related constructs within the
field of OP and OB. Although numerous studies report correlations between calling and related
constructs (such as organizational commitment, meaningfulness, work engagement, satisfaction,
job involvement, and self-efficacy), only a handful of studies control for these related constructs
in examining the effect of work as a calling. In the few exceptions to this pattern that we found,
researchers found that calling explained variance in some outcome after controlling for organi-
zational identification (Cardador et al. 2011), work engagement (Dobrow & Tosti-Kharas 2011),
objective and perceived ability (Dobrow & Tosti-Kharas 2012, Dobrow Riza & Heller 2015), and
core self-evaluation (Hirschi & Herrmann 2012).

General Observations

Over the past several decades, research on calling has accelerated in the OP and OB literatures.
These studies have generated a number of useful insights about the benefits of calling, as well as
a number of cautions about its potential liabilities. As we reviewed the eighty-four articles in our
sample, however, we recognized several important challenges that have limited and will continue
to limit the impact of this research outside a relatively small set of committed scholars. We now
turn to an articulation of those challenges that we consider to be most significant, and suggest a
path forward that can help to realize the potential of this important domain of inquiry.

HOW TO MAKE CALLING RESEARCH MATTER

Few, if any, constructs in OP/OB can claim a longer or more distinguished history than work
as a calling. And yet, as our review suggests, contemporary research on calling has struggled to
gain momentum in the mainstream OP and OB literature, with just a handful of studies in the
field’s leading journals.We suggest that progress in research on work as a calling has been slowed
by a need to resolve four important questions: (a) the question of definition, (b) the question of
differentiation, (c) the question of generalizability, and (d) the question of relevance.

The Question of Definition

For researchers interested in the phenomenon of work as a calling, the question of definition is
clearly the elephant sitting awkwardly in the center of the room. Put simply, there is no clear and
consensual definition of calling in the literature. As a result, researchers interested in the phe-
nomenon of calling typically begin by acknowledging the diversity of definitions in the literature
and then selecting one definition for their study, or proposing their own version. For example,
Bunderson & Thompson (2009, p. 32) noted that “there is little consensus around the defining
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elements of a modern, secularized version of calling.” Dobrow & Tosti-Kharas (2011, p. 1003)
observed that “research on calling has not yet established a clear definition.” Douglass & Duffy
(2015, p. 59) pointed out that “myriad conceptualizations of calling have been proposed.” And in
a recent study, Clinton et al. (2017, p. 29) concluded, “Reviews of the calling literature…reveal
little consensus about how the concept may be defined.” In short, research in this domain has not
yet converged on a clear definition of calling, which complicates efforts to compare and cumulate
findings across studies.

Moreover, the definitions that have been proposed in the literature not only differ but also tend
to fall into different camps that reflect different assumptions about the core elements of the call-
ing experience. Several scholars have observed this balkanization of calling definitions and worked
to characterize its underlying dimensions. For example, Praskova et al. (2014, p. 125) observed,
“While there is no standard definition of career calling, conceptualizations can be categorized as
either traditional or neoclassical (i.e., religious, or other external source of a calling, and a sense of
destiny or prosocial duty) or modern (an internal drive for self-fulfillment and happiness).”Gazica
& Spector (2015, p. 2), Rawat & Nadavulakere (2015, p. 501), and Xie et al. (2016, p. 71) all noted
a similar bifurcation in calling conceptualizations. On one hand are traditional, classical, or neo-
classical conceptualizations that emphasize destiny and duty, and on the other hand are modern or
secular conceptualizations that emphasize passion and self-fulfillment.We might characterize the
former as outside-in views because they anchor calling in societal obligations or an external sum-
mons, whereas the latter might be characterized as inside-out views because they anchor calling
in internal preferences or passions.

In the following sections, we critically evaluate each of these two views and consider their
core similarities and differences. We then propose an integrative path forward that may help to
resolve this stalemate in the literature on calling, while simultaneously helping to address other
key questions.

The neoclassical view. As its name suggests, the neoclassical view of calling is anchored in
the classical, religious origins of the calling concept and retains the core elements of that
conceptualization—a conceptualization that traces its origins to the Protestant Reformation in
Christian Europe. The theological revolutionaries of the Protestant Reformation argued that ev-
ery individual has a divinely appointed mandate to discover, embrace, and diligently fulfill his or
her calling. Several elements of the classical conceptualization are important to highlight. First,
the classical view presumes that there exists some domain of work that is right for each individual.
The classical conceptualization therefore implies that each individual was destined or meant for
certain work. Second, the classical view presumes that it is the duty of each individual to find and
embrace their destined calling, a duty that derives from one’s obligation to glorify God and to
be productively engaged in service to the human family. And third, the classical view implies that
finding one’s calling is a process of discovery that begins with an evaluation of one’s distinctive
talents, passions, and life opportunities.

For some, the classical conception of calling as a mandate from a divine being is still personally
relevant (e.g., Dreher et al. 2007, Gaede 2009, Kent et al. 2016, Scheitle & Adamczyk 2016,Word
2012). But as Max Weber (1930) argued, a secularized version of the classical view of calling has
become broadly available throughout society (at least Western society) as a way to think about
modern work. As he famously put it, “The idea of duty in one’s calling prowls about in our lives
like the ghost of dead religious beliefs” (p. 124). The neoclassical conceptualization of calling,
then, is the secular reimagining of the classic formulation anticipated by Weber, a view of calling
that retains the core elements of destiny, duty, and discovery described above but that does not
presume or require an explicit belief in a divine Caller.
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Bellah et al. (1985), for example, observed that every legitimate calling is perceived as “a contri-
bution to the good of all.” Bunderson&Thompson (2009) propose that certain occupational paths
feel “destined” because they perfectly fit one’s interests and capabilities and allow one to claim a
contribution to society.Dik &Duffy (2009, p. 427) note that a calling is “a transcendent summons,
experienced as originating beyond the self,” which motivates effort through “other-oriented val-
ues and goals.” Coulson et al. (2012, p. 84) viewed calling as a belief that one is “destined to fulfil
a specific life role, regardless of sacrifice, that will make a meaningful contribution to the greater
good.” And Elangovan et al. (2010, p. 430) view calling as a prosocial course of action that embod-
ies both what one would like to do and what one “should do.” Although these conceptualizations
vary, it is, as Weber predicted, easy to observe shades of the classical view “prowling about” in
these various definitions, specifically in the form of destiny, duty, and discovery.

Themodern view. In contrast to neoclassical conceptualizations of work as a calling,modern con-
ceptualizations presume that the concept of calling has diverged quite substantially from its classi-
cal roots and is now more aligned with modern values and sensibilities. So whereas classical views
of calling may have emphasized destiny, duty, and discovery, modern conceptualizations—in line
with our modern emphasis on expressive individualism—reflect an emphasis on self-expression
and self-fulfillment. Under this view, callings are expressions of internal passions and interests
and are pursued for the enjoyment and fulfillment they can bring and not out of any sense of
societal duty or obligation. A calling is therefore meaningful when and if it is significant to the
individual and not necessarily because it benefits society in some way. Moreover, callings are cho-
sen and enacted as a form of personal expression rather than something destined and awaiting
discovery.

For example, Bellah et al. (1985, p. 66) viewed a calling as work that one does for the intrinsic
enjoyment and fulfillment that comes from doing so. Similarly, Wrzesniewski et al. (1997, p. 22)
suggested that “a person with a calling works not for financial gain or career advancement, but
instead for the fulfillment that doing the work brings to the individual.” Berg et al. (2010, p. 974)
defined a calling as an occupation that an individual “(1) feels drawn to pursue, (2) expects to be
intrinsically enjoyable and meaningful, and (3) sees as a central part of his or her identity.” And
Dobrow & Tosti-Kharas (2011, p. 1001) define a calling as “a consuming, meaningful passion
people experience toward a domain.” While Wrzesniewski et al. (1997) include one item in their
scale that measures respondents’ feelings that their work makes the world a better place, and Berg
et al. (2010) mention a sense of social purpose, in both cases these concepts seem to be peripheral
to the definition rather than central.

From competition to integration. Although the distinction between neoclassical and modern
conceptualizations of work as a calling is helpful in beginning to characterize the variety of call-
ing definitions in the literature, it is important to acknowledge that most conceptualizations are
neither purely neoclassical nor purely modern. Rather, calling conceptualizations might be char-
acterized as lying on a continuum between neoclassical and modern ideal types, with some con-
ceptualizations leaning more toward neoclassical conceptions of duty and destiny, while others
lean more toward modern conceptions of self-expression and self-fulfillment. Most neoclassical
calling scholars would acknowledge, for example, that if callings are just about duty and destiny
without any sense of passion and fulfillment, they are less likely to inspire a deep and sustained
connection to one’s work. And most modern calling scholars would acknowledge that if callings
are just about finding one’s bliss at work without any sense of societal contribution, they are less
likely to inspire a sense of meaningfulness at work. In other words, no matter where they land on
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the calling continuum, we suspect that most calling scholars would acknowledge that one view
without the other is likely to miss important dimensions of the calling experience.

AbrahamMaslowmade a very similar point in a 1967 paper inwhich he analyzed the question of
what continues to motivate self-actualized people.He first notes that in all cases of self-actualizing
people that he studied, a sense of “devotion and dedication [was] so marked that one can fairly use
the old words vocation, calling, or mission” (Maslow 1967, p. 94). In other words, having a calling
may be a key element of self-actualized people. He goes on to consider the motivational priors of
this sense of calling or mission and lands on two:

One can be spoken of as the responses within the person, e.g., “I love babies (or painting, or research,
or political power) more than anything in the world. I am fascinated with it…I am inexorably drawn
to…I need to…”. This we may call “inner requiredness” and it is felt as a kind of self-indulgence rather
than as a duty. It is different from and separable from “external requiredness,” which is rather felt as a
response to what the environment, the situation, the problem, the external world calls for or requires
of the person, as a fire “calls for” putting out…Here one feels more the element of duty, or obligation,
or responsibility, of being compelled helplessly to respond no matter what one was planning to do or
wished to do. (pp. 95–96)

In this quote,Maslow succinctly captures the core distinction between neoclassical andmodern
views of work as a calling. The modern view emphasizes “inner requiredness”—fascination, need,
obsession, self-indulgence rather than duty. So, a passion for music leads inexorably to a career in
the symphony, or a fascination with animals compels one to a career in zookeeping. The neoclas-
sical view, in contrast, emphasizes “external requiredness”—duty, obligation, responsibility, a fire
in need of putting out. So, a recognition that habitats are being destroyed obliges one to pursue a
career in wildlife conservation, or the fact that inner-city children lack quality education compels
one to pursue a career in education.

But Maslow goes on to argue that the calling experience for self-actualized people is not about
either inner or outer requiredness independently but about the matching of the one with the
other. And when that matching happens, an individual perceives a sense of harmony, inevitability,
or destiny—the fit just feels right:

In the ideal instance, which fortunately also happens in fact in many of my instances, “I want to” co-
incides with “I must.” There is a good matching of inner with outer requiredness. And the observer is
then overawed by the degree of compellingness, of inexorability, of preordained destiny, necessity, and
harmony that he perceives. (p. 96)

In other words, a conviction that one’s work is more than just a job or career may result not
solely from a sense of inner requiredness (as suggested by the modern view) or from a sense of
outer requiredness (as suggested by the neoclassical view) but from a compelling personal narrative
that sensibly marries the two. And the discovery of that narrative results in the sense of rightness,
harmony, or destiny that we see in many formulations of work as a calling. Maslow further de-
scribed this sense of “destiny or fate [as] a way of putting into inadequate words the feeling…of a
beloved job, and furthermore, of something for which the person is a ‘natural,’ something that he
is suited for, something that is right for him, even something that he was born for” (p. 95).2

Rather than conclude, therefore, that calling conceptualizations should be arrayed on a contin-
uum ranging from neoclassical to modern, it may be more useful to view inner and outer required-
ness as two orthogonal dimensions along which calling conceptualizations vary. So whereas jobs
or careers are low on both inner and outer requiredness, neoclassical callings are high on outer

2See Bargdill (2006) for a discussion of fate and destiny as psychological concepts.
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A framework for calling definitions.

but low on inner requiredness, and modern callings are low on outer but high on inner required-
ness. The most powerful experience of personal calling—often marked by a sense of harmony
or destiny—is observed when both inner and outer requiredness are high. Following Maslow,
who characterized this state as one of self-transcendence that goes beyond self-actualization (see
Koltko-Rivera 2006), we refer to this as a “transcendent calling” to distinguish it from the other
conceptualizations we have identified in this review. This framework is summarized in Figure 3.

Table 2 summarizes fourteen distinct definitions of calling that appear in our sample of eighty-
four articles and reports our classifications of those definitions in terms of inner and outer re-
quiredness and whether the definition explicitly includes a sense of destiny, fate, inevitability, or
inexorability.Table 2 also notes our assessment of whether a given element (inner/outer required-
ness, destiny) is a primary emphasis of the definition or a secondary or implicit part of the defi-
nition. Of the fourteen definitions examined in Table 2, six are primarily concerned with inner
requiredness and seven are primarily concerned with outer requiredness. Five of the fourteen def-
initions explicitly incorporate a sense of destiny or fate. In short, calling conceptualizations that
emphasize both inner and outer requiredness in a balanced way, and that explicitly acknowledge
the sense of destiny or fate that results from marrying the two, are notably missing in the calling
literature.

It is beyond the scope of this review to fully explore the nature, antecedents, and consequences
of a transcendent calling. Rather, our purpose here is simply to suggest that a definition of calling
that integrates outer requiredness (as per neoclassical definitions) with inner requiredness (as per
modern definitions) may promise a solution to the definitional stalemate in the calling literature.
As a starting point, we propose the following definition of transcendent calling: A transcendent
calling is a conviction—often felt as a sense of destiny or fit—that a particular domain of work
leverages one’s particular gifts and consuming passions in service of a cause or purpose beyond
self-interest. We believe that this transcendent view of calling will make it easier to resolve the
remaining three questions, identified earlier, that have plagued the calling literature: questions of
differentiation, generalizability, and relevance. We turn now to a discussion of those questions.

The Question of Differentiation

A second question that has stalled the impact of research on calling in the OP/OB literatures
is the question of differentiation, or the question of how and whether the concept of calling is
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Table 2 Definitions of calling and their key elementsa

Definition

Number of
times adopted

in 84 key
articles

Inner requiredness
(intrinsic interest,
passion, personal

meaning, enjoyment)

Outer requiredness
(duty, obligation, a
need in the world)

Sense of
destiny

Wrzesniewski et al. (1997, p. 22):
“People with Callings find that their
work is inseparable from their life. A
person with a Calling works not for
financial gain or Career
advancement, but instead for the
fulfillment that doing the work
brings to the individual.”

9 X

Hall & Chandler (2005, p. 160): “work
that a person perceives as his
purpose in life.”

1 X

Oates et al. (2005, p. 212): “a
compelling summons by God that
leads to the expression of oneself in
a particular profession.”

1 X

Dik & Duffy (2009, p. 427): “A calling
is a transcendent summons,
experienced as originating beyond
the self, to approach a particular life
role in a manner oriented toward
demonstrating or deriving a sense of
purpose or meaningfulness and that
holds other-oriented values and
goals as primary sources of
motivation.”

25 ∗ X X

Bunderson & Thompson (2009, p. 38):
“that place in the occupational
division of labor in society that one
feels destined to fill by virtue of
particular gifts, talents, and/or
idiosyncratic life opportunities.”

5 X X

Berg et al. (2010): an occupation that
an individual (1) feels drawn to
pursue, (2) expects to be intrinsically
enjoyable and meaningful, and (3)
sees as a central part of his or her
identity.

1 X

Elangovan et al. (2010, p. 430): “a
course of action in pursuit of
prosocial intentions embodying the
convergence of an individual’s sense
of what he or she would like to do,
should do, and actually does.”

1 X ∗

(Continued)
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Table 2 (Continued)

Definition

Number of
times adopted

in 84 key
articles

Inner requiredness
(intrinsic interest,
passion, personal

meaning, enjoyment)

Outer requiredness
(duty, obligation, a
need in the world)

Sense of
destiny

Hunter et al. (2010): “originating from
guiding forces, co-occurring with
unique fit and well-being, having
altruistic features, and extending to
multiple life roles.”

1 ∗ X X

Dobrow & Tosti-Kharas (2011): “a
consuming, meaningful passion
people experience toward a domain.”

7 X

Cardador & Caza (2012): “a view
toward work in which one expects
the work to be intrinsically
meaningful and sees the work as
making a difference in some way.”

2 X ∗

Coulson et al. (2012, p. 84): “a strongly
held belief that one is destined to
fulfil a specific life role, regardless of
sacrifice, that will make a meaningful
contribution to the greater good.”

1 X X

Duffy & Dik (2013, p. 4290): “a belief
that one’s career is a central part of a
broader sense of purpose and
meaning in life and is used to help
others or advance the greater good
in some fashion.”

9 X

Praskova et al. (2015, p. 93): “a mostly
self-set, salient, higher order career
goal, which generates meaning and
purpose for the individual, and
which has the potential to be
strengthened (or weakened) by
engaging in goal-directed,
career-preparatory actions and
adaptive processes aimed at meeting
this goal.”

2 X

Neubert & Halbesleben (2015, p. 860):
“a summons from God to approach
with a sense of purpose and a pursuit
of excellence in work practices.”

1 X

aXs indicate the primary focus of the definition, and asterisks indicate the secondary or implicit focus of the definition.

different from and adds unique value to the wide range of related constructs in the broader litera-
ture. The field of OP/OB has been criticized for construct redundancy, i.e., for admitting multiple
constructs that get at closely related aspects of the same underlying phenomenon (e.g.,Highhouse
et al. 2017, Morrow 1983). Construct redundancy is avoided, first, by clearly identifying
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conceptually related constructs and making it clear how they differ on a conceptual or theoreti-
cal level and, second, through formal analyses of discriminant validity and incremental predictive
validity. Unfortunately, research on work as a calling has not grappled with these two issues in a
careful and compelling way, which limits our ability to claim that research on work as a calling is
getting at something new and different.

Some scholars have made a start at addressing construct redundancy. Dik & Duffy (2009) ex-
plicitly addressed the conceptual distinctiveness of the calling construct in their paper on the rel-
evance of calling and vocation in counseling psychology. They argued that the concept of calling
is distinct from concepts like personal engagement (Kahn 1990), flow (Csikszentmihalyi 1990),
psychological participation (Vroom 1959), and intrinsic work motivation (Amabile et al. 1994)
and from research on work values and workplace spirituality. Although their analysis was useful,
we are concerned that it did not go far enough in identifying constructs with clear theoretical
relationships to calling.

For example, several constructs in the OP/OB literature are concerned with the sense of inner
requiredness (i.e., passion, intrinsic interest, personal connection) that is central to modern con-
ceptions of work as a calling. Examples include work importance (Dubin 1956), job involvement
(Lodahl & Kejner 1965), and occupational or job identification (Ashforth et al. 2013). Other con-
structs in the OP/OB literature are centrally concerned with the sense of outer requiredness (i.e.,
duty, obligation) that is central to neoclassical conceptions of work as a calling. Examples include
the Protestant work ethic (Mirels & Garrett 1971), duty orientation (Moon 2001), and research
on work values (Blood 1969). Careful theoretical comparisons of calling with these constructs—
comparisons that go beyond the mere analysis of semantic and surface differences—are needed to
clarify where calling fits in the broader literature.

Importantly, the conceptual novelty of the calling construct becomes more apparent when it
is conceptualized as a perceived match between inner and outer requiredness, and the sense of
destiny that results from that perception (i.e., what we called transcendent callings above). Calling
thus conceptualized might be viewed as a form—perhaps a strong form—of person–job fit. But
whereas person–job fit is typically conceptualized as the perception that one’s job requirements fit
with one’s competencies and expectations (e.g., Cable & DeRue 2002), calling is concerned with
a deep conviction that one’s job or work matches core passions (inner requiredness) with needs
in the world (outer requiredness). Conceptualizing calling as fit or congruence underscores the
unique contribution of calling to the literature on OP/OB while connecting calling research to
existing streams of work.

In addition to careful theoretical work comparing and contrasting calling with related con-
structs in the literature, research on work as a calling would benefit greatly from more studies
that formally examine the discriminant validity of the calling construct. With just a few excep-
tions (e.g., Dik et al. 2012, Dobrow & Tosti-Kharas 2011), calling research has tended to sidestep
the discriminant validity question. As a result, beyond just a few construct comparisons (e.g.,
intrinsic motivation, optimism, religiosity, career decision self-efficacy), we know very little about
the extent to which calling is empirically distinct from theoretically related constructs like those
identified above. Systematic analyses of the discriminant validity of calling relative to these and
other constructs, using exploratory and confirmatory factor analyses, will help provide greater
confidence that measures of calling are getting at something different than what we have been
measuring with established constructs.

Moreover, as noted in our review, only a handful of calling studies have controlled for the effect
of theoretically related variables in examining the effects of calling on work outcomes. Dobrow
& Tosti-Kharas (2011) controlled for work engagement and job involvement in examining the
effect of calling on domain satisfaction, career-related self-efficacy, career insight, and professional
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association involvement. Cardador et al. (2011) controlled for job satisfaction in considering the
effect of calling on turnover intentions. Dobrow and colleagues (Dobrow & Tosti-Kharas 2012,
Dobrow Riza & Heller 2015) controlled for ability in examining the effect of calling on career
decisions. And Hirschi & Herrmann (2012) controlled for core self-evaluation in studying the
effect of calling on life satisfaction. In all of these studies, the effect of calling remained after
controlling for these different variables. This is an encouraging start, but more work is needed to
establish robustly that calling is not just conceptually and psychometrically distinct but also helps
us to better explain variance in constructs of central interest in the field, some of which we discuss
when we address the question of relevance.

The Question of Generalizability

A third question that has limited the impact of research on work as a calling is the question of
generalizability, or the question of whether calling is a construct with relevance for workers in any
setting. Concerns about the generalizability of the calling construct are based on three important
insights. First, as noted earlier,Weber and others have argued that the concept of work as a calling
is a legacy of the Protestant Reformation. But because the Protestant Reformation took place in
sixteenth-century Europe and its effects on beliefs and worldviews were largely felt within West-
ern societies with heavily Christian populations, it is fair to question whether calling will have
the same resonance in non-Western societies and in societies dominated by other religions. Sec-
ond, it is significant that research on callings has frequently been conducted in work settings that
Bellah et al. (1985, p. 66) called “economically marginal but symbolically significant”—settings
like zookeeping, animal shelters, firefighting, the clergy, education, and music. Bellah et al. and
others have questioned whether callings will be observed only in settings such as these and will be
difficult to sustain in settings where economic pressures and rewards dominate other considera-
tions. And third, for much of the world’s population, work is not about meaning and transcendent
purpose but about survival.One might argue that the notion of work as a higher calling is an elitist
concept with limited relevance outside economically privileged settings. In short, there are still
questions about the extent to which the concept of work as a calling is able to travel seamlessly
across cultural, occupational, and socioeconomic boundaries. The following sections examine the
case for (lack of ) generalizability across each of these boundaries.

Cultural boundaries.To the question of cultural boundaries, six recent studies conducted in
Asian work settings (specifically, China and Korea) have found significant effects of work as a
calling. Lan et al. (2013) found that calling predicted job satisfaction among Chinese accountants.
Guo et al. (2014) found that calling predicted learning environments among Chinese undergrad-
uate students. In two studies using Korean samples, Lee found that calling predicted (a) service
quality efficacy among waiters and bartenders (Lee 2014) and (b) career satisfaction among hotel
employees (Lee 2016). Xie et al. (2016) found that calling predicted work engagement and career
satisfaction among employed adults in China. And Jo et al. (2018) found that calling exacerbated
the effect of burnout on PTSD symptoms among Korean firefighters. These studies used both
modern and neoclassical conceptualizations of calling.

In other words, participants in these six studies, and the researchers who designed them, clearly
found the concept of calling to be relevant in their (non-Western) work settings. This raises an
interesting possibility. Although it may be true that the idea of work as a calling from God was
expressed by Protestant reformers in largely Christian Europe, perhaps the experience of calling
as a match between inner and outer requiredness is a more universal human experience—available
to anyone who grapples with her or his place within a complex division of labor. In short, it may
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be that we as calling researchers, following the lead of Max Weber, have overstated the extent to
which the concept of calling is a legacy of the Protestant Reformation instead of a common—and
culturally independent—human experience.

Occupational boundaries. Although it is certainly true that the calling literature includes sev-
eral prominent studies conducted in “economically marginal” occupations (Bellah et al. 1985), it
is also the case that the concept of calling has increasingly been used to explain work attitudes
and behaviors in more mainstream occupations. So, for example, calling has been studied among
IT managers in Ireland (McKevitt et al. 2017), salespeople (Yim & Fock 2013), hotel employees
(Lee 2014, 2016), health care workers (Cardador et al. 2011, Rasinski et al. 2012, Wrzesniewski
et al. 1997), accountants (Lan et al. 2013), bank employees (Xie et al. 2017), and working man-
agers (Dobrow & Tosti-Kharas 2011). These studies report significant effects of calling in these
economically mainstream settings using both neoclassical and modern calling conceptualizations.

Perhaps the question, then, is not whether calling is relevant across different occupations but
whether the strength, intensity, or even character of the calling experience differs across occupa-
tions and, if so, why. It may be that some occupations lend themselves to the emergence of callings,
perhaps because they “require unique skills and economic sacrifices for a perceived public benefit”
(Bunderson & Thompson 2009, p. 54). In other words, callings may be more common in settings
where a clear societal benefit lends itself to a sense of outer requiredness (i.e., there is a clear need
to be filled) and where the need for distinct skills lends itself to a sense of inner requiredness (i.e., I
can express my particular passions and talents). Callings may be rarer in settings where the societal
contributions of the work are less obvious or where the skills required to perform the work are
less distinctive. At the same time, we expect that the more interesting and potentially informative
research will emerge from cases that present exceptions to this pattern, e.g., when individuals are
able to carve out a strong sense of inner and outer requiredness in settings where doing so requires
unique framing of the work experience and its meaning (e.g., a university custodian who views
her cleaning skills and love for orderliness—inner requiredness—as contributing to the strength
of her institution by creating an environment conducive to scholarship and learning—outer re-
quiredness).

Socioeconomic boundaries.Whereas there are studies within the calling literature that help
to mitigate concerns about cultural and occupational generalizability, we found few studies that
examine the concept of work as a calling across socioeconomic boundaries (see Duffy et al. 2016a
for an exception) or, specifically, samples that focus on the working poor. This trend is certainly
not unique to research on work as a calling. Research within OP/OB more broadly has tended
to overlook the working poor (Leana et al. 2012). As a result, the question of whether calling
generalizes to the working poor could also be asked of several other OP/OB constructs. But in the
case of calling, the question seems particularly germane given a long-standing presumption within
psychology that a concern with things like self-actualization and self-transcendence (i.e., calling)
emerges only after other needs have been met (Maslow 1943). Put simply, it is easy to imagine how
the daily stress of making ends meet could dominate any concern for expressing inner passions
(inner requiredness) and helping to solve broader societal problems (outer requiredness).

However, in the same way that people seem able to creatively carve out a calling in occupa-
tions that appear less amenable to callings, it may be that inner and outer requiredness simply take
different forms as the working poor craft their own sense of calling. For example, outer required-
ness for the working poor may have less to do with serving society and more to do with serving
one’s family and dependents. And inner requiredness may be less about whether the task at hand
allows one to express inner passions (e.g., I love to clean streets) and more about whether that task
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requires one to express inner values and virtues (i.e., I am responsible and hardworking). Clearly,
more research is needed to address the nature of calling across socioeconomic boundaries.

The Question of Relevance

The final question that has limited the impact of research on work as a calling is the question of
relevance, or the question of whether viewing work as a calling has implications for behavioral
outcomes that ultimately matter to managers and practitioners. So, for example, does viewing
work as a calling increase (or decrease) work performance, enhance (or dampen) creativity and
innovation, strengthen (or weaken) decision quality, decrease (or increase) worker turnover, and
accelerate (or decelerate) career advancement? Unfortunately, the extant literature on work as
a calling provides limited answers to these “so what” questions. As noted in our above review,
the clear majority of empirical studies on work as a calling focus (often exclusively) on attitudi-
nal outcomes—things like satisfaction, commitment, meaning, and turnover intentions. A much
smaller set of calling studies consider behaviors/behavioral intentions and career choices—things
like organizational citizenship behavior, willingness to sacrifice, work effort, career flexibility, and
specific career decisions. And an equally small set of studies consider outcomes that we might con-
sider performance related—job performance, career success, employability, health, andwell-being.
Unfortunately, because these performance-related outcomes were all measured using self-report,
it would be more accurate to say that this small set of calling studies looked at perceived perfor-
mance.We found no studies that looked at the relationship between calling and objectivemeasures
of work performance.

The implication for those interested in advancing the study of work as a calling is clear: We
need more research that looks at outcomes that are of ultimate interest to managers and practi-
tioners, and we need to go beyond self-report methods in measuring those constructs.We need to
show that calling matters. But we would add one additional recommendation to this appeal. We
suggest that in identifying dependent variables for studies of work as a calling, scholars should be
more thoughtful about the specific dependent variables that they believe will be especially and per-
haps uniquely sensitive to differences in an individual’s sense of calling. For example, a conviction
that one’s work is both an expression of inner passions and a contribution to the world provides
a compelling rationale (in the form of an obligation to self and society) to stay the course when
things get hard.Wemight therefore expect that a sense of transcendent calling will be particularly
useful in predicting outcomes related to resilience (e.g., resilience in the face of adversity, creative
effort in overcoming work challenges, and a willingness to sacrifice for one’s work). For the same
reasons, we might expect that individuals with a sense of transcendent calling will express more
rigidity (e.g., rigidness in how they conceptualize their work and career, less openness to alterna-
tive career paths, and more criticism of coworkers and management than those without a sense
of calling). Our literature review provided at least preliminary support for these predictions, with
evidence that calling is associated with an increased willingness to make work-related sacrifices
(Bunderson & Thompson 2009), creative responses to calling-related challenges (Schabram &
Maitlis 2017), greater certainty about one’s career direction along with a greater tendency to ig-
nore unwelcome career advice (Dobrow & Tosti-Kharas 2012, Duffy & Sedlacek 2007,Hirschi &
Herrmann 2013), and a more critical stance toward management (Bunderson&Thompson 2009).
In short, we encourage calling researchers to focus more attention on the relationship between
calling and both resilience and rigidity because a focus on calling promises to yield important new
insights and account for previously unexplained variance in these key dependent variables.

Finally, the relevance of calling research has also been limited by a focus on outcomes rather
than antecedents, on the benefits (or costs) of a calling rather than on how (i.e., the process through
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which) a calling emerges and is discovered. As we have noted, very little research has focused on
antecedents of calling, and when it does, it tends to be overwhelmingly perceptual rather than be-
havioral. Absent a clear scholarly demonstration of the behaviors and decisions that tend to foster
a sense of calling, those interested in developing a sense of calling among their workers are left
with little guidance. Achieving the goal of elaborating the predictors of calling will require lon-
gitudinal analyses that track experiences with callings over time. Dobrow Riza & Heller (2015)
provide an excellent example in their 11-year, 5-wave study of developing musicians. Other ex-
amples of longitudinal research on work as a calling are Duffy et al. (2011b, 2014a) and Praskova
et al. (2014).

CONCLUSION

Research on work as a calling should be one of the most robust and generative streams of research
within the study of work and organizations. After all, the quest to findmeaning in our lives “is a key
part of what makes us human, and uniquely so” (Baumeister et al. 2013).We are encouraged to see
so many scholars turning their attention to this important phenomenon and are eager to see this
field of inquiry reach its potential. For this to happen, though,we believe that calling scholars need
to strive for greater coherence and rigor in the way they conceptualize and measure calling. We
advocate for a transcendent version of calling that puts dual emphasis on the inner requiredness
of passion and enjoyment and the outer requiredness of duty and destiny.We also call for greater
attention to the fundamentals of construct development, including robust demonstrations of the
distinctness, generalizability, and relevance of the calling construct.
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