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Abstract This paper seeks to explore the relationships between demographic variables and work outcomes, specifically
motivation, promotion, and work advancement. It also investigates the impact of demographics on sector preference, whether
public or private. A conceptual model was developed based on a review of the literature. The model was tested through an
empirical study involving a questionnaire collected from multiple respondents working in Lebanese companies. The results
imply that demographic variables have a significant impact on work outcomes, some separately, and others jointly due to a
multiplication factor. A deep analysis of the findings will be discussed in this paper. In order to understand the mentality of
the Lebanese Employee, this paper will focus on the relationship between demographic variables and work outcomes. This
paper fills a gap in the literature by providing empirical evidence about such relationships, as well as relevant implications
that policymakers can utilize in making decisions that aim at raising performance and other work outcomes.
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1. Literature Review

It is a common knowledge that demographic variables like
age or gender may have some influence on work outcomes
such as motivation, job commitment, career advancement,
and even sector preferences.

In general, education level represents the most important
hiring criteria that applicants must satisfy to be assigned to a
certain job. Also, there are promotions criteria, since
measures of productivity within a job are necessarily
restricted to workers who were assigned to a certain job and
have not yet been promoted. For example, an empirical study
[1] find that better educated workers need to achieve lower
level of productivity before being promoted than do less well
educated workers. Hence, even if productivity were
positively correlated with education we could find that the
better educated within a job are, on average, less productive
than the less well educated workers.

Older workers typically have more years of work
experience than younger workers. Employees with more
work experience generally earn more than workers with less
experience. Thus, the age difference between private and
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public sector workers may indicate that public sector
workers have more years of experience than private sector
workers. In turn, a difference in work experience may be
reflected in differences in earnings between private and
public sector workers. [2]

Workers with more education generally earn more than
workers with less education. Other things being equal, the
higher educational attainment of public sector workers,
especially workers with an advanced or professional degree,
likely affects the relative pay of private and public sector
workers. [3]

Due to the global work lab or force, the participation of
women has increased dramatically over the past three
decades, occurring in nations of varying levels of
development [4]. Given the emerging global economy,
understanding gender and cultural differences is critical to
business success [5, 6]. Moreover, there are several
management studies that examine gender differences in the
workplace [7, 8] but underlying psychological explanations
for these differences is not often the primary focus of gender
research.

Many theories discussed gender reproduction theory from
an historical perspective and described gender as a socially
constructed variable that is based on biological sex type [9].
While Gender systems, are historically rooted in inequality
between men and women and comprised primarily of social
practices [10]. Behavioral researchers have undertaken
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several strategies to discern disparities as they relate to the
performance of working female and male adults in
organizations. Their research on gender differences are
generally associated with either culture value systems
[11, 12] or personal attributes [13]. The findings from
cultural studies indicate that males are more aggressive and
competitive and less gentle, tender minded and concerned
with home and family than females. The evolution/heredity
explanation of a gender differences suggests that the key
factors associated with them are attributed to different
hormonal characteristics that occur as a result of evolution
[14, 15]. These theorists believe different adaptive
challenges throughout evolutionary history resulted in
different responses by male and females to procreation,
pregnancy, childbirth, childrearing, hunting, arousals needed
to detect and avoid danger, and the like. Moreover, the social
learning explanation of gender differences is based on social
role theory [16]; the basis of this theory is a reciprocal
interaction of the individual within the environment [17].
This psychological foundation holds that males and female
are potentially alike. In fact, there are a lot of psychological
characteristics that describe male and female behavior such
as:

According to heredity, that is transmitted genetically from
generation to generation, illustrate that men and women vary
with regard to motor differences, sexual/romantic attraction,
and social dominance. First, Males have greater grip strength,
throw velocity, throw distance, and sprint speed. Second,
Males have less muscular flexibility especially boys have
less ability to control their attention and impulses, and they
demonstrate greater behavioral problems.

According to Intelligence/aptitude, which is the ability to
solve problems and comprehend potential to learn; male
scores are equivalent for art, English language, and
composition tests. Males score higher in math and science
whereas boys score higher in science, spatial, and
quantitative reasoning tests and lower in verbal and language
tests. [18-20].

Regarding the personality, the stable constellation of
psychological characteristics that are unique to individuals,
studies illustrate that men are more aggressive and place
greater importance on taking the lead and controlling others.
Moreover, males are less emotional (i.e. less anxious, less
depressed, greater self-esteem, etc.); less agreeable, less
warm/nurturing and less open to feelings [21-27].

As far as the work interests, a stable constellation of
psychological characteristics that are unique to individuals,
it was illustrated that males are more assertive and open to
ideas, they have a higher tolerance of risk, and males are less
people-oriented and less tender-hearted. Furthermore, males
score lower on social and conventional traits, however they
score higher on realistic (i.e. mechanics, carpentry, etc.) and
investigative traits. Furthermore, males are less people
oriented and they demonstrate more interest in things, data,
and ideas. [28-32].

Regarding to live/work values, that is intrinsically
desirable in life and at work, researchers had illustrated that
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males are more likely to value accomplishment and
independence. Males are less likely to value friendship and
equality, and they also place more importance on high
salaries, taking risks, and organizational prestige. Males
place less value on work satisfaction, respecting colleagues,
clean working conditions, community and family, and
friendships. Males devote less time to their careers [33, 34].

On the other hand, there are gender differences in terms of
preference  sector, commitment, motivation, and
advancement in Lebanese organizations.

2. Research Methodology

In this study, a number of variables are considered along
with the gender differences variables. Some of these are
demographic (age, experience, marital status, kind of sector)
and others are more job-related (motivation, advancement,
commitment, and sector preferences). By considering these
variables simultaneously, fake effects are minimized, and the
most potent differences, by gender, are identified. A survey
is developed that is about the gender differences in terms of
motivation, advancement, and commitment in Lebanese
organizations is developed and it is composed of 17
questions which 12 are questions related to motivation,
advancement, commitment, and sector preference and the
other 5 questions related to respondent’s profile.

Therefore, participants are asked to respond to Likert scale
items ranging from 1 = strongly disagree to 5 = strongly
agree.

For the next phase of the project, 25 organizations were
randomly selected from different cities in Lebanon. Through
intensive mail and telephone follow-up initiatives, 7 agreed
to participate in the study. A total of 300 surveys were
distributed to employees in several for-profit (financial
services and insurance), Non For profit organization and
public sectors.

3. Research Model

Demographics

Age, Gender, Marital Status, Education, Experience

Ha
H2
Commitment Career
omm| Advancement

The above figure describes the conceptual model of this
paper. The aim of this paper will study the relationship
between the Demographics attributes of the Lebanese worker
and the work outcomes. The Model considers that
Demographics attributes can play commonly a role in
changing the individual work outcome. To serve this aim,
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this paper will test proceed by testing the influence, of the
Demographics  attributes  separately and  jointly
(multiplication of factors), on the selected work outcomes.

4. Research Hypothesis

- Sector Preference

Sector preference is used to define intrinsic and extrinsic
motivational factors [35] and consists of multiple measures
representing several specific disciplines within the field of
psychological measurement [36, 37]. It is used to help
working adults make informed academic and career-related
choices. Sector preferences also influence career choice
decisions [38] and may shed light on the person-to-work
environment fit.

H1: Demographic variables may significantly affect the
sector preference of employees.

- Job Commitment

Job commitment may be defined as “one’s attitude
towards one’s profession or vocation” [39]. In essence,
career commitment involves the development of personal
career goals and an identification with and involvement with
those goals [40]. Employees who are willing to exert energy
and be determined in pursuing personal career goals may be
considered to have high levels of career commitment. At the
core of the attitudinal approach, the individual is portrayed as
having three dimensions of commitment: a belief in the
organization’s mission, a desire to remain with the
organization, and a willingness to exert considerable effort
on behalf of the organization.

H2: Demographic variables may significantly affect
organizational commitment.

- Motivation

The profile of motivation captures the relative strength of
employee’s achievement, affiliation, and power motivation.
McClelland (1990) has performed extensive research on
motivation related to behavior in managers. Each individual
has, to varying degrees, needs for achievement, power, and
affiliation. The need for achievement is defined as the desire
to do better than others or to solve problems and to master
difficult tasks more effectively. The need for affiliation is the
desire to establish hand maintain close unfriendly
relationships with other people. The need for power is
defined as the desire controls other people, to influence their
behavior or to be responsible for other people and their work.

H3: Demographic variables may significantly affect
employee motivation.

- Career Advancement

Career advancement defined as a pattern of work
experiences spanning the course of a person’s life and is
usually perceived in terms of a series of stages reflecting the
“passage” from one life phase to another [41]. In this respect,
career scholars have studied career advancement in specific
organizations, particularly the implications of organizational

career paths for both the organization and the individual.
Organizational career advancement is an objective
assessment of an employee’s career movement, either via
hierarchical advancement or horizontal mobility. An
employee is considered to have a “consistent and fair
opportunity either to move higher in the organizational
hierarchy or to move to other functional areas within the firm
to gain broad-based experience for developmental
purposes”.

Therefore, companies try to eliminate gender differences
so that women can compete as equals; they typically
encourage women to learn to survive in a male dominated
environment by adopting more masculine attributes. [42, 43]

H4: Demographic variables may significantly affect
career advancement.

5. Analysis of Findings

- Sample Adequacy

Kaiser-Meyer-Olkin (KMO) & Bartlett’s Spherecity test:

KMO is used to assess the suitability of survey data for
factor analysis [44]. As shown in table 2 below: KMO score
had a value of 0.77 which is greater than 0.5, indicating that
the data is suitable for factor analysis. Moreover, Bartlett’s
test, which tells whether the variables are correlated in the
population, revealed a significance value of .000. (p<.05)

Table 1. KMO Test
KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling Adequacy 770
Bartlett's Test of SphericityApprox. Chi-Square 422211
Df 66
Sig. .000

- Factor Analysis

Table 2. Rotated component matrix (These are correlations between each
variable and each factor. The higher the factor loading is, the greater the
correlation)

Component
1 2 3 4
Sector Preference 1 702
Employees Motivation 1 .696 319
Org Commitment 2 693 307
Org Commitment 1 .686
Equitable Promotion 1 778
Advancement Opportunity 770
Equitable Promotion 2 582 363
Employee Motivation 3 .864
Employee Motivation 2 312 761
Org Commitment 3 445 .530
Sector Preference 2 .839
Sector Preference 3 470 .679
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It is used to find latent variables, or to reduce the number
of variables.

With fewer variables, research becomes easier. As shown
in table 2 above the researchers were able to identify four
dependent variables that respondents perceived as distinct
work outcomes.

- Organization Commitment

Organizational Commitment is highly valuable for
organizational performance. Studies have highlighted that
commitment has a great impact on the successful
performance of an organization because highly committed
employees will identify the goals and values of the
organization. They have a strong desire to belong to the
organization, and they are willing to display greater
organizational citizenship behavior.

Men were committed to their career more than women
were (Gender and job attitude). [45]

Table 3. ANOVA test (Organizational Commitment)

Source Type LI Sum df Mean F Sig.
of Squares Square
Gender 6.621 1 6.621 8.125 .006

The results of ANOVA shown in table 3, illustrate that
gender has a significant impact on organizational
commitment (sig=0.006). In the research, the results showed
that female (60.1%) is more committed to the organization
than male (23.9%). In Lebanese organizations, most females
are loyal and dedicated to their job.

On the other hand, Lebanese males feel dissatisfied and
unhappy with their jobs which reduce organizational
commitment.

- Career Advancement

Promotion is defined as advancement to a higher-level job
with increased authority, responsibility and pay within the
organization. Economists and psychologists at the
University of Warwick analyzed 1,000 individual
promotions between 1991 and 2005, knew that people in
high positions tend to have better health and expected that
their research reflect this, but researcher Chris Boyce, who
worked with Professor Andrew Oswald, said: 'Getting a
promotion at work is not as great as many people think. A
promotion is viewed as desirable by employees because of
the impact a promotion has on pay, authority, responsibility,
and the ability to influence broader organizational decision
making. A promotion raises the status of the employee who
receives a promotion which is a visible sign of esteem from
the employer. [46]

However, the results ANOVA illustrated in table 4showed
that both age and experience have a significant impact on
promotion (sig=0.048). In our study, the results showed that
employees ranging from (20-29) of age are fitted to
promotion more than older employees. Also, the results
explain that employees having an experience ranging (4-8)
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years are more fitted to promotion than other employees
which have a less or greater years of experience. In fact,
young Lebanese employees are more excited about their job
than older employees, and they are fitted to promotion.

Table 4. ANOVA test (Career Advancement)

Type 111
Source Sum of Df Mean F Sig.
Square
Squares
Age*Experience 9.434 4 2.359 2.520 0.048
2k *
Gender*Status 4.950 1| 4950 | 5280 | 0024
Age
- Motivation

Employee motivation is a reflection of the level of energy,
commitment, and creativity that a company's workers bring
to their jobs. Motivation is important for several reasons.
First, motivated employees look for better ways to do a job.
Second, motivated employees care about their customers.
Third, motivated employees take superiority in their work.
Furthermore, motivated workers are more productive [47].
Motivation can have an effect on the output of your business
and concerns both quantity and quality. In a way that: your
business relies heavily on the efficiency of your production
staff to make sure that products are manufactured in numbers
that meet customers demand. If these employees lack the
motivation to produce completed products to meet the
demand, then you face a problem leading to disastrous
consequences.

Table 5. ANOVA test (Work Motivation)

Type 111
Source Sum of df Mean F Sig.
Square
Squares
Experience 9.212 3 3.071 3.650 0.016
Status*Age 10.824 3 3.608 4289 | 0.007
Status*Experience 9.067 3 3.022 3.593 0.017

Nevertheless, the results of ANOVA in table 5 prove that
status and age have a significant impact on motivation.
Where status*age (sig=0.007) and status*experience
(sig=0.017) are significant. The results showed that
employees that aged (29-39) are more motivated than other
employees. The results also show, by comparing means,
employees that are married are more motivated than single
employees. Furthermore, young married Lebanese
employees are more motivated than older ones, since they
have a family which puts a large responsibility on them to
provide money. To some up, employees, that are motivated,
have the opportunity of advancement.

- Sector Preference

The private sector is the part of the economy, sometimes
referred to as the citizen sector, which is run by private
individuals or groups, usually as a means of enterprise for
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profit, and is not controlled by the state. By contrast,
enterprises that are part of the state are part of the public
sector; private, non-profit organizations are regarded as part
of the voluntary sector. There are many different job
opportunities in the private sector. Generally, there is the
potential to earn higher salaries in the private than in the
public sector. The convention recognizes the importance of
the private sector, including manufacturing and service
industries, in achieving the reduction and/or elimination of
release of the persistent organic pollutants into the
environment by offering new and efficient technologies that
are making for the investment for the development of
alternatives.

Table 6. ANOVA test (Sector Preference)

Type 111
Source Sum of df Mean F Sig.
Square
Squares
%
gender 9.757 3| 3252 | 3.052 | 0033
Experience

The results of the ANOVA illustrated in table 6 shows that
experience has a significant impact on preference of the
private sector (sig=0.033). The results showed that 42% of
the employees are interested in working in private sectors
while 39% of employee’s don’t even care if they work in a
private or public sector, and only 13% prefer to work in a
public sector. The results also showed that employees that
have an experience ranging (4-8) are more likely to work in a
private sector than other employees having a greater or lower
experience. It can be inferred that most of the Lebanese
employees are willing to work in a private sector job, since
they get high salaries than a public sector.

6. Interpretation of Results

Results show that sector preference is not affected by
separate demographic variables. In fact, sector preference is
significantly affected by the multiplication of gender and
experience. This multiplication factor was the only factor
that was highly significant in establishing an impact on
sector preference (Sig. = 0.033).

Furthermore, there seems to be a significant relationship
between gender and organizational commitment (Sig. =
0.06). After comparing the means, we found out that women
show more organizational commitment than men. This may
be understandable since women seek security on the job, and
are more willing to stick with their company than men are.

In addition, it is commonly believed that gender has an
effect on employee promotion. Promotion is decided mainly
based on age, with some adjustments given for education
level. Our results are different with this belief. Our results
contrast sharply with the results of many previous studies
which report substantial gender promotion gap within US
and UK.

This study shows that gender does affect the motivation
process. However, through our data analysis the results
showed that the multiplication of age and experience has a
significant effect on promotion. Employees who are still
young are motivated and do not see that promotion is easily
available to them. However, older employees with more
experience see that promotion is available to them. So we
can conclude that age and experience are positively related to
promotion in the Lebanese workplace.

7. Conclusions, Implication

- Conclusions

This research objective was to find out if demographic
variables had an impact on work outcomes. Using ANOVA
procedure, four variable factors were chosen to test for any
difference in gender in case of organizational commitment,
promotion, motivation, and economy sector. It is generally
perceived that there is no significant difference between men
and women in the work field, since women nowadays are
being treated as equals. However the majority of employers
still have stereotypical beliefs that men are more qualified at
their jobs than women. Our results have generated new
results that connect demographic variables to certain work
outcomes, separately in some cases, and jointly in other
cases.

- Implications

1. Since males showed less organizational commitment
than females, companies should adopt retention
strategies that enhance the organizational commitment
for males, such as engaging them in activities that
would raise their feeling of belonging to the company,
and targeting them for development opportunities and
empowerment initiatives.

2. Since younger and inexperienced employees do not
believe that firms are providing satisfactory career
advancement opportunities, it is important that firms
clarify the career path for all new hires, and adhere to
the career path in a consistent manner.

3. Since experienced personnel show more motivation
than inexperience done, it is important to assign
complex and important tasks to experienced employees
since they have the needed motivation to complete them
successfully. As for inexperienced personnel, it is
important to adopt strategies that would raise their
motivation level, through the proper incentives.

4. Since experienced females have a preference and
commitment to the private sector, this means that the
private sector will benefit from low turnover rates and
quality experienced personnel. This means that human
resources in the private sector are stable and rich in
quality. So the private sector should maintain current
practices to retain those valuable human resources.



38

Ali Sankari et al.:

REFERENCES

(1]

(2]

(3]

(4]

[11]

[12]

[13]

[14]

[15]

Mowday R.T., Steers, R., Porter L., (1979), ‘The
measurement of organizational commitment’, Journal of
Vocational Behavior, Vol. 32, pp. 92-111.

Medoff J., Abraham K., (1980), ‘Experience, Performance
and Earnings’, Quarterly Journal of Economics, Vol. 95, pp.
703-736.

Ehrenberg R. G., Smith R. S., (2000), ‘Within occupations,
earnings generally increase with years of experience’,
Modern Labor Economics: Theory and Public Policy, 7th ed.,
Reading, MA, Addison-Wesley, p. 418.

Mayer G., (2008), ‘The Rise in Wage Inequality by Level of
Education, CRS Report, 1975 to 2008. Current Population
Survey (CPS) USA.

Raynor J.L., (2007), ‘Comparative civilian labor force
statistics, 10 countries: a visual essay’, Monthly Labor
Review, Vol. 130 No. 12, pp. 32-7.

Parboteeah K.P., Hoegl M., Cullen J.B., (2008), ‘Manager’s
gender role attitudes: a country institutional profile approach’,
Journal of International Business Studies, Vol. 39, pp.
795-813.

Stedham Y.E., Yamamura J.H., (2004), “’Measuring national
culture: does gender matter?” Women in Management
Review, Vol. 19 No. 4, pp. 233-43.

Heilman M., Block C.J., Martell R.F. (1995), ‘Sex
stereotypes: do they influence perceptions of managers?’,
Journal of Social Behavior and Personality, Vol. 10, pp.
237-52.

Karakowsky L., Elangovan A.R., (2001), ‘Risky decision
making in mixed gender teams: whose risk tolerance matters
most ?°, Small Group Research, Vol. 32, pp. 94-111.

Laslett B., Brenner J., (1989), ‘Gender and social
reproduction: historical perspectives’, Annual Review of
Sociology, Vol. 15, pp. 381-404.

Ridgeway C.L., Smith-Lovin L., (1999), ‘The Gender system
and interaction’, Annual Review of Sociology, Vol. 25, no. 1,
pp 1991-216.

Hofstede G., Bond M.H., Luk C.L., (1993) Organizational
Studies, Individual perceptions of organizational cultures. A
methodological treatise on levels of analysis.

House R.J., Hanges P.J., Javidan M., Dorfman, P., Gupta, V.,
(2004), ‘Culture, Leadership, and Organizations: The
GLOBE Study of 62 Societies’, Sage Publications: Thousand
Oaks, CA

Eagly A.H., Steffen V.J., (1984), ‘Gender stereotypes stem
from the distribution of women and men into social roles’,
Journal of Personality and Social Psychology, vol. 46 (4), pp.
735-754.

Boring E.G., (1969), ‘The influence of evolutionary theory
upon American psychological thought’, in Persons S. (Ed.),
Evolutionary Thought in America, Yale University Press,
New Haven, CT, pp. 266-99.

[16]

[17]

(18]

[19]

(20]

(23]

[24]

(23]

[26]

(27]

(28]

The Effects of Demographic Attributes on Work Outcomes: A Study of the Lebanese Labor Market

Buss D.M., (1984), ‘Evolutionary biology and personality
psychological science’, Psychological Inquiry, Vol. 6, pp.
1-30.

Eagly A.H., Steffen V.J., (1984), ‘Gender stereotypes stem
from the distribution of women and men into social roles’,
Journal of Personality and Social Psychology, vol. 46 (4), pp.
735-754.

Bandura A., (1999), ‘Moral disengagement in the
perpetration of inhumanities’, Personality & Social
Psychology Review, Vol. 3 No. 3, p. 193.

Ackerman P.L., Bowen K.R., Beier M.E., Kanfer R. (2001),
‘Determinants of individual differences and gender
differences in knowledge’, Journal of Educational
Psychology, Vol. 93 No. 4, pp. 797-825.

Birenbaum M., Kraemer R., (1995), ‘Gender and
ethnic-group differences in causal attributions for success and
failure in mathematics and language examinations’, Journal
of Cross-Cultural Psychology, Vol. 26, pp. 342-59.

Kuhn J., Holling H., (2009), ‘Gender, reasoning ability, and
scholastic achievement: a multilevel mediation analysis,
Learning and Individual Differences, Vol. 19 No. 2, pp.
229-33.

Schmitt D.P., Realo A., Voracek M., Allik J., (2008), “Why
can’t a man be more like a woman? Sex differences in Big
Five personality traits across 55 cultures”, Journal of
Personality and Social Psychology, Vol. 96 No. 1, pp. 168-82.

Meier-Pesti K.A., (2008), ‘Sex or gender? Expanding the
sex-based view by introducing masculinity and femininity as
predictors of financial risk taking’, Journal of Economic
Psychology, Vol. 29 No. 2, pp. 180-96.

Brody L.R.., Hall, J.A., (2000), ‘Gender, emotion and
expression’, in Lewis, M. and Haviland-Jones, J.M. (Eds),
Handbook of Emotions: Part IV: Social/Personality Issues,
2nd ed., Guilford Press, New York, NY, pp. 325-414.

Feingold, A. (1994), ‘Gender differences in personality: a
meta-analysis’, Psychological Bulletin, Vol. 116, pp. 429-56.

Munroe, R.L. and Romney, A.K. (2006), ‘Gender and age
differences in same-sex aggregation and social behavior: a
four-culture study’, Journal of Cross-Cultural Psychology,
Vol. 37, pp. 3-19.

Contreras M.J., (2007), ‘Sex difference in dynamic spatial
ability: the unsolved question of performance factors’,
Memory & Cognition, Vol. 35 No. 2, pp. 297-303.

Costa P.T., Terracciono A., McCrae R.R., (2001), ‘Gender
differences in personality traits across cultures: robust and
surprising findings’, Journal of Personality and Social
Psychology, Vol. 81, pp. 322-31.

Westerman J.W., Simmons B.L., (2007), “The effects of work
environment on the personality-performance relationship: an
exploratory study”, Journal of Managerial Issues, Vol. 19, pp.
288-306.

Lippa R.A., (2001), ‘On deconstructing masculinity-
femininity’, Journal of Research in Personality, Vol. 35, pp.
168-207.

Hirschi A., Lage D., (2007), ‘Holland’s secondary constructs
of vocational interests and career choice readiness of



[37]

[38]

[39]

[40]

Human Resource Management Research 2015, 5(2): 33-39

secondary students’, Journal of Individual Differences, Vol.
28 No. 4, pp. 205-18.

Prediger D., (1976), ‘A world of work map for career
exploration”™ Vocational Guidance Quarterly, Vol. 24, pp.
198-208.

Holland J., (1992), Making Vocational Choices, 2nd ed.,
Psychological Assessment Resources, Odessa, FL.

Dio L.D., Saragovi C., Koestner R., Aube J. (2005), ‘Linking
personal values to gender’, Sex Roles, Vol. 34 No 9-10, pp.
621-36.

Ferriman K., Lubinski D., Benbow C.P., (2009), ‘Work
preferences, life values, personal views of top math/science
graduate students and the profoundly gifted: developmental
changes and gender differences during emerging adulthood
and parenthood’, Journal of Personality and Social
Psychology, Vol. 97 No. 3, pp. 517-32.

Amabile T. M., Hill K. G., Hennessey B. A., Tighe E. M.,
(1994), ‘The Work Preference Inventory: Assessing intrinsic
and extrinsic motivational orientations’, Journal of
Personality and Social Psychology, 66:950-967.

Dowd L., (2006), ‘The Work Preference Match:

Administrator’s Guide’, JIST, Indiana, IN.

Gilbert G.R., Burnett M., Leartsurawat W. (2010), ‘the
psychological work = preferences of business students’,
Journal of Career Assessment, Vol. 18 No. 2, pp. 189-206.

Brown D., (1996), ‘Brown’s value-based, holistic model of
career and life-role choices and satisfaction’, in Brown D. and
Brooks L.O., Career Choices and Development, 3rd edition.,
Jossey-Bass, San Francisco, CA, pp. 337-72.

Blau G., (1985), ‘The measurement and prediction of career
commitment’, Journal of Occupational Psychology, Vol. 58,
pp- 277-88.

[41]

[42]

[43]

[43]

[46]

39

Collarelli S., Bishop R., (1990), ‘Career commitment:
functions, correlates and management’, Group and
Organization Studies, Vol. 15, pp. 158-76.

Callanan G.A., Greenhaus J.H., (1999), ‘Personal and career
development: the best and worst of times’, in Kraut A.L,
Korman A.K., Evolving Practices in Human Resource
Management: Responses to a Changing World of Work,
Jossey-Bass, San Francisco, CA, pp. 146-71.

Kolb D., Fletcher J.K., Meyerson D.E., Merrill-Sands D., Ely
R.J., (1998), “Making change: a framework for gender equity
in organizations”, in Ely, R. (Ed.) CGO Insights, Briefing
Note 1, Simmons School of Management, Center for Gender
in Organizations, Boston, MA, 2003.

Mattis M.C., (2002), ‘Best practices for retaining and
advancing women professionals and managers’, in Burke, R.J.
and Nelson, D.L. (Eds), Advancing Women’s Careers,
Blackwell, Oxford.

Hair J.F.J., Anderson R.E., Tatham R.L., Black W.C,,
(1998),‘Multivariate Data Analysis’, 5th edition, Prentice
Hall, Upper Saddle River, New Jersey.

Powell G., Posner B., (1989), ‘Commitment to career versus
family/home life: effects of sex, sex-role identity, and family
status’, Psychological Reports, Vol. 64, pp. 695-8.

Boyce C.J., Oswald A. J., (2008), ‘Do People Become
Healthier after Being Promoted?’ Department of Psychology,
University of Warwick.

Walker E.A., Brown A., (2004), “How do owners of small
businesses measure their success?” International Small
Business Journal, Vol. 22 No. 6, pp. 573-688.



	1. Literature Review
	2. Research Methodology
	3. Research Model
	4. Research Hypothesis
	5. Analysis of Findings
	6. Interpretation of Results
	7. Conclusions, Implication

