Qureshi T. M., Runic-Ristic M.,& Tot V. (2024). The Impact of Individual and Organizational Characteristics on Work Ethics-
Cross-Cultural Comparison, International Journal of Cognitive Research in Science, Engineering and Education (I/CRSEE),
12(3), 633-645.

Original scientific paper UDC:

005.966
Received: July 26, 2024. 159.947.3
Revised: November 18, 2024. 174.7
Accepted: November 28, 2024. d.110.23947/2334-8496-2024-12-3-633-645

M) Check for updates

The Impact of Individual and Organizational Characteristics on
Work Ethics- Cross-Cultural Comparison

Tahir Masood Qureshi® @ , Marija Runic-Ristic 2* @ , Vilmos Tot 3

'School of Business and Quality Management, Hamdan Bin Mohammed Smart University, Dubai, UAE,
e-mail: t. masood@hbmsu.ac.ae
2School of Business and Quality Management, Hamdan Bin Mohammed Smart University, Dubai, UAE,
e-mail: MRistic@hbmsu.ac.ae
SFaculty of Business Economics, University Educons, Sremska Kamenica, Serbia,
e-mail: tot.vimos@gmail.com

Abstract: This study aims to analyze the effect of individual (gender and education) and organizational (organizational
sector) characteristics on work ethics in the United Kingdom, Serbia, and the United Arab Emirates. This research is centered
around a survey conducted among managers, from the UK, the UAE, and Serbia. Their main task was to evaluate the aspects
of the Multidimensional Work Ethic Profile (MWEP) short form. The MWEP was chosen for this study as it does not explicitly
address work ethics with religion, making it a suitable tool for examining work ethics across three cultures with different religious
practices. This study contributes to existing literature by exploring how organizational factors influence work ethics in three
countries that share business interests and have cultural and economic ties. The findings indicate that these factors have an
impact on work ethics in studied countries.

Keywords: individual characteristics, MWEP, organizational characteristics, cross-cultural comparison, gender, education,
human resources development, Serbia, UK, UAE.

Introduction

Since work ethics represents an individual’s system of values and norms, much research has been
directed at its connection with national cultures. Numerous studies have analyzed the relationship between
national culture and ethics (Chen et al., 2018; Perez, 2017; Sims and Gegez, 2004; Vitolla et al., 2021).

However, the majority of these studies either focused on Protestant Work Ethics (PWE) (Kalemci
and Kalemci Tuzun, 2019; Zhang et al., 2021) or Islamic Work Ethics (Ali and Al-Kazemi, 2007; Khan et
al., 2015; Mohammad et al., 2018). Recently, researchers have tried to stop analyzing work ethics in the
context of religion and have paid more attention to the Multidimensional Work Ethic Profile (MWEP) (Miller
et al., 2002). Therefore, recent cross-cultural studies have used the MWEP instrument (Li et al., 2020;
Meriac et al., 2013; Miller et al., 2002).

Previous studies have also analyzed and emphasized the significant influence of work ethics on
employees and organizational performance (Adeyeye et al., 2015; Runic-Ristic et al., 2024; Sapada et
al., 2018). Moreover, the authors discovered that work ethics are related to a country’s economic devel-
opment. Work ethics are higher in developed countries than in less developed countries. According to
Adeyeye et al. (2015), work ethics represent a crucial factor in organizational development and produc-
tion, leading to an increase in national wealth and sustainable political stability (Adeyeye et al., 2015).

The present study analyzes the relationship between work ethics and individual and organizational
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characteristics by comparing three nations: the UK, the UAE, and Serbian, which differ in many ways
(having different languages, religion, economic conditions, standard of living, legal, and educational sys-
tems, and finally, not having the same cultural values). In our study, we used sfTMWEP (Meriac et al., 2013)
instrument, which is the shorter version of MWEP and consists of seven work ethics dimensions. These
seven dimensions are hard work, leisure, self-reliance, morality/ethics, the centrality of work, wasted
time, and delay of gratification (Miller et al., 2002). We used the MWEP instrument in this study because
the three cultures that we examined belong to different religions, and the advantage of this instrument is
that it doesn’t analyze the work ethics from the aspect of religion compared to other instruments (e.g., the
Protestant Work Ethics Questionnaire (PWE) and the Islamic Work Ethic Instrument (IWE).
In this study, we analyzed the following hypothesis:
H1: There is an interaction effect between gender and nationality on work ethic dimensions among Brit-
ish, UAE and Serbian managers.

H2: There is a statistically significant relationship between the education and work ethic dimensions
among British, UAE, and Serbian managers.

H3: There is an interaction effect between organizational sector and nationality on work ethic dimen-
sions among British, UAE, and Serbian managers.

The UAE has a very close economic relationship with Serbia and the UK. British expats in the UAE
represent one of the largest groups of expats, and there are strong trade ties between the two countries.
At the same time, Serbia represents the UAE’s most important economic partner in Southeast Europe.
Therefore, it is essential to understand the influence of individual and organizational characteristics on
work ethics in these three nations.

The paper is organized as follows. In the first section, we analyze the literature on the impact of
individual and organizational characteristics on work ethics. In the second section, we present the meth-
odology and results. At the end, we discuss the limitations of our study and further research.

Theoretical framework and literature review

Gender and work ethic

The position of women in the examined societies (British, UAE, and Serbian) differs in many ways,
and there is a difference in gender parity among these three cultures.

The discovery of oil reserves in the UAE led to significant changes in society. It has transformed from
a traditional society based on agriculture to a modern industrial society. These changes have also affected
the role of Arab women in all spheres of life, particularly at work. Before modernism, women in the UAE
were not active at work. However, with modernization, Emirati women have begun pursuing higher educa-
tion and moving into the labor market. As a consequence of these changes, the UAE has had the highest
increase in the female workforce among Arab countries over the last decade (ILO Data Explorer, 2023).

The position of women in Serbian organizations is better than that of Emirati women; however, it
is worse than the position of women in Western Europe, particularly the UK (Sto3i¢ et al., 2015). Serbian
society is mostly male-dominant and has been especially emphasized in the past decades. The wars dur-
ing the 90s, sanctions imposed by the UN, exclusion from international trade, transition and privatization
only increased the crises of man’s role and withed the gap between men and women in organizations
(Arandarenko et al., 2012). Increased misogyny is one of the characteristics of Serbian society during the
transitional process, and the position of women in Serbian society is still marginalized. The proportion of
employed women (41%) in Serbia is considerably lower than that of employed men (56%) (Statistical
Office of the Republic of Serbia, Employment, 2024). Although Serbian women have better qualifications
than men, they are less paid, do not participate in the decision-making process, and work more in wage-
paid jobs. This is in contrast to Western economies, where average employed women are less qualified
than average employed men, justifying the wage gap (Avlijas et al., 2013).

Since the UK is a developed country, there is more parity between the female and male workforce.
Approximately 72% of women are employed, compared to 80% of men (UK - Office for National Statistics,
2024). However, even in the UK, women are mostly present in low-paid jobs and less productive sectors
(ESG and Education, 2024). There are still barriers for women to progress and build skills in the UK, and
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the highest positions women occupy are mostly in public administration, tourism, education, and health.
Therefore, British women were less willing to enroll in STEM education.

The influence of gender on work ethics has been one of the most analyzed demographic variables.
However, the results of these studies have been inconsistent. Some authors have identified that gender
has minimal or no impact on work ethics (Alsarhan et al., 2021; Barragan et al., 2018; Schminke et al.,
2003). Others have found differences between genders in terms of work ethics, but there is also inconsist-
ency in these results. Some studies have shown that women behave more ethically than men (Bageac et
al., 2011; Furnham and Rajamanickam, 1992; Ghorpade et al., 2006) others have identified that men are
more ethical than women (M. Fredricks et al., 2014; MclInerney et al., 2010; Phau and Kea, 2007; Stam
etal., 2013).

Authors who used the MWEP construct to analyze gender differences in work ethics have also
reached inconsistent results. Meriac et al. (2010) identified no gender differences (Meriac et al., 2010),
whereas Ryan and Tipu (2016) found some differences (Ryan and Tipu, 2016). According to their study,
women consider the Centrality of Work, Hard Work, and Self-reliance to be more important than men,
whereas Leisure and Wasted Time dimensions are higher for men.

Considering the inconsistency in previous findings, the following hypothesis is proposed

H1: There is an interaction effect between gender and nationality on work ethic dimensions among Brit-
ish, UAE and Serbian managers.

Education and work ethic

All three countries that we analyzed had different educational systems. According to the ranking of
the U.S. News and World Report’s Best Countries for Education list for 2022, the UK in 2nd place right
after the USA, the UAE in 28th place, and Serbia in 68th place (The Best Countries in the World, 2022)
their ranking is based on three factors: the level of development of the public education system, the quality
of education, and whether respondents are willing to enroll in a university in that nation.

There are not so many studies that have analyzed the influence of education on work ethic as is the
case with gender and age (Gierczyk and Harrison, 2019). The results of these studies are inconclusive.
Some authors have found that educational level has no impact on work ethics (Keller et al., 2007; Lee
and Tsang, 2013), while others have identified that an impact exists (Asio et al., 2019; Ghahremani and
Ghourchian, 2012; Yousef, 2001).

The authors, who discovered the influence of education on work ethics, have also come across
inconsistent results. Some research found that employees with higher educational levels are more ethi-
cal (Asio et al., 2019; Yousef, 2001), while others have revealed that employees with higher educational
levels behave more unethically (Constandt and Willem, 2019; Kim and Miller, 2008; Malloy and Agarwal,
2003). However, none of the previous studies tried to discover whether work ethics change with the edu-
cational level of employees by using the MWEP construct.

Considering the inconsistency in previous findings, we propose the following hypothesis.

H2: There is a statistically significant relationship between the education and work ethic dimensions
among British, UAE, and Serbian managers.

Organizational characteristics and work ethics

Organizational and industry characteristics (e.g., industry type, organizational size) can also have
an impact on work ethics. However, in this study, we analyzed the effect of the organizational sector on
work ethics among the three nations. Only a few prior studies have investigated the effect of organiza-
tional characteristics (such as organizational type, sector, and size) on work ethics (Ali and Al-Kazemi,
2007; Budhwar and Mellahi, 2016; Metle, 2002; Yousef, 2001), but none have used the MWEP. For in-
stance, Yousef (2001) analyzed the influence of organizational type (manufacturing or service) and sector
(government or private) on work ethics and found that employees working in service and government
organizations support Islamic work ethics more than those working in private and manufacturing organiza-
tions Yousef (2001). The results of Yousef (2001) correspond to those of Ali and Al-Kazemi (2007), which
indicated that UAE managers in the public sector had a higher work ethics than managers in the private
sector(Ali and Al-Kazemi, 2007; Yousef, 2001). On the other hand, Metle (2002) found that Kuwaiti man-
agers in the public sector behave more unethically than those in the private sector (Metle, 2002).
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The majority of studies that have analyzed the influence of organizational factors, particularly the
organizational sector, on work ethics (especially Islamic Work Ethic) have been conducted in the Arab
region, and no studies have analyzed these factors in the West, particularly in Europe.

Considering the results of previous research, we propose the following hypothesis:

H3: There is an interaction effect between organizational sector and nationality on work ethic dimen-
sions among British, UAE, and Serbian managers.

Materials and Methods

The respondents in our study were British, UAE, and Serbian managers. We researched compa-
nies in the UAE and Serbia. The sample consisted of 467 managers. Of these, 153 were Serbian, 157
were Emirati, and 157 were British. The Emirati managers and Serbian managers were analyzed in
Serbia and the UAE. However, British managers were surveyed in public and private companies situated
in the UAE. Demographic characteristics of the participants are presented in Table 1.

Table 1. Demographic characteristics
Serbia UAE UK Total

% % % %

Gender

Male 60.8 74.5 42.0 59.1

Female 39.2 255 58.0 40.9
Education

Primary - up to 5 years 0.0 0.6 0.0 0.2

High Schools - 10 years 1.3 1.3 0.0 0.9

Secondary Schools - 12 years 20.3 6.4 204 15.6

Undergraduate degree - 14 years 49.7 36.9 49.7 454

Graduate degree - 16 years 28.8 54.1 23.6 35.5

PhD degree 0.0 0.6 6.4 24
Organizational Sector

Private sector 60.0 76.9 26.8 53.7

Public sector 40.0 23.1 73.2 46.3

The questionnaire consisted of two parts. In the first part, we identify the personal characteristics of
the respondents such as nationality, gender, and education and characteristics of the organizations where
participants worked (organizational sector:1= private, 2= public).

In the second part, we measured work ethics using the sSfMWEP (Meriac et al., 2013) which is the
shorter version of MWEP and consists of seven work ethics dimensions. These seven dimensions are
hard work, leisure, self-reliance, morality/ethics, the centrality of work, wasted time, and delay of gratifica-
tion (Miller et al., 2002).

Research Results

The theoretical model was first tested using Structural Equation Modelling. SEM was conducted on
a sample of 467 respondents using a five-point Likert scale measuring work ethics with 28 items (Figure 1).
In our dataset, we did not have variables with missing values, three respondents were unengaged.
After conducting factor analysis, we removed four items (CentralityofWork1, CentralityofWork2,
CentralityofWork3, and CentralityofWork4) because of strong factor cross-loadings. When we removed
these four items, the KMO value indicated that sampling was adequate (KMO =0.906, Sig.= 0.000). All
Communalities were above .607, and the six-factor model explained 71.261 of the variance. There were 0
(0,0%) non-redundant residuals with absolute values greater than 0.05. The discriminant validity showed
that we had no strong cross-loadings. The Factor Correlation Matrix showed that all values are below .560
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(Table 2)

Figure 1. Latent variables and rectangles measure variables
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Table 2. Factor Correlation Matrix
Factor 1 2 3 4 5 6

1 1 0.052 0.519 -0.157 0.194 0.086
2 0.052 1 -0.072 0.149 0.348 0.127
3 0.519 -0.072 1 0.224 0.399 0.436
4 -0.157 0.149 0.224 1 0.39 0.56
5 0.194 0.348 0.399 0.39 1 0.458
6 0.086 0.127 0.436 0.56 0.458 1

Extraction Method: Maximum Likelihood
Rotation Method: Promax with Kaiser Normalization

All the Cronbach’s alpha values exceeded 0.70 indicating that the model’s reliability is confirmed.

The AVE for all factors was above 5, and the CR for each factor was above the minimum thresh-
old of 0.70 (Table 4). Finally, it was shown that the hypothesized model represents a good fit to the data
(RMSEA=,000 CFI=1,000 CMIN=220,919 DF=237) and, thus, there was no need to conduct post-hoc
modifications. (Table 4)
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Table 3. The AVE

S x
Ll = % — g %g % % E«?S é <
5 =z 2 £ g8 85 3 & 3§ Z£E
SelfReliance 0.893 0676 0221 0894 0.822
DelayofGratificaton ~ 0.932  0.774 0288 0932 0.194 0.88
Leisure 0913 0723 0127 0913 035  0.051 0.85
HardWork 0932 0775 0.288 0933 0403 0.537 -0.068 0.881
MoralityEthics 0895 0681 0338 0897 0399 -0.156 0151 0.229 0.825
WastedTime 0869 0625 0.338 0.87 0.47 0.087 0.13 0.447 0581 0.79

After confirming the reliability of the scale and the theoretical model, we started confirming the

hypotheses.

Hypothesis 1

We used a two way ANOVA to examine how gender and national culture interact to influence work
ethics. The respondents’ preferences for work ethic dimensions were dependent variables, while national
culture and gender served as the independent variables. The ANOVA setup was framed as a 3 x 2 facto-
rial design (culture x gender). (Table 5)

Findings revealed that significant interaction exists between gender and all three national cultures
on the Self-reliance, Hard work, and Delay of gratification dimensions (Table 4)

Table 4. A significant interaction

F p partial n2
Self-reliance 6.559 0.002 0.028
Hard Work 7.375 0.001 0.031
Delay of Gratification 3.428 0.033 0.015

A pairwise comparison identified significant differences.
The findings have discovered that a significant interaction between gender and national culture
on three work ethic dimensions among the three groups of managers exists, we can conclude that H1 is

confirmed.
Table 5. Means and standard deviation
Tme e Enis  HadWo leswe  iOT
M SD M SD M SO M SD M SO M SD
Culture X Gender
UK Male 398 46 364 62 423 31 394 72 308 56 272 .78
Female 406 .38 391 61 424 32 331* 104 319 73 237* .85
) Male 362 47 371 53 337 37 377 48 336 .60 3.44* 58
Sebia  omale 371 55 350° 62 334 31 369" 49 311 67 349 52
UAE Male 380 .64 371 62 360 .71 407 79 294 70 3377 61
Female 374 65 364* 52 383 .61 4.06* 71 296 .68 3.22¢ .61
Culture X Organizational Sector
Private sector 407 49 378 59 426 30 367 89 314 67 245 72
Public sector 400 38 380 .64 421 32 352 100 314 65 256 .88
K Businessman/woman 4.74* 00 465 .00 459 00 430 .00 415 .00 285 .00
Others 441* 28 400 55 459 02 406 20 291 106 182 .15
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T e Eoe? HadWork  Lesuwe  QoRO
M SO M SOM SO M SO M SD M _SD
Private sector 356" 53 351 60 336 39 366 51 315 68 344 56
 Public sector 374 48 372 55 337 31 384 43 333 57 351 54
Sebld o nessmanwoman 380° 33 391 43 333 24 374 40 359 55 341 55
Others 365° 35 400 A7 347 09 358 99 390 01 351 102
Private sector 386 .64 376 56 371 65 414 74 289 69 332 57
Public sector 372 69 358 65 366 77 398 82 304 72 352 56
VAR pisnessmanwoman 370 44 353 48 345 47 384 55 325 33 333 .30
Others 350° 60 352 69 349 78 387 88 305 79 304 87

Notes: * p<.05

Hypothesis 2

Pearson’s product-moment correlation was used to assess the relationship between work ethic
dimensions and educational level for each of the three nationalities.
Analyses indicated that the relationship was linear. Both variables were normally distributed with
no outliers.
A correlation was discovered for the UAE and British samples, whereas there was no correlation
between educational level and work ethics for the Serbian sample. (Table 6)

Table 6. Pearson’s product-moment correlation

Correlations
UK UAE Serbia
Wasted Time Score Pearson Correlation 137 25Q* -028
Sig. (2-tailed) .086 .001 734
N 157 157 149
Self Reliance Score Pearson Correlation 027 191* -.036
Sig. (2-tailed) 141 017 .659
N 157 157 149
Morality/Ethics Score Pearson Correlation .079 .058 112
Sig. (2-tailed) 324 471 A74
N 157 157 149
Hard Work Score Pearson Correlation 270* 143 -.045
Sig. (2-tailed) .001 073 587
N 157 157 149
Leisure Score Pearson Correlation -100 -148 -.047
Sig. (2-tailed) 212 .064 569
N 157 157 149
Delay of Gratification Score ~ Pearson Correlation .168* .035 -.081
Sig. (2-tailed) .035 661 329
N 157 157 149

**_ Correlation is significant at the 0.01 level (2-tailed)

*. Correlation is significant at the 0.05 level (2-tailed)

between education and work ethic dimensions for the Serbian sample.

Considering our results, we can say that H2 is partially confirmed because there is no correlation
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Hypothesis 3

Atwo way ANOVA was conducted to analyze if there is an impact on work dimensions based on the
combination of organizational sector and nationality. Respondents’ preference for each work ethic dimen-
sion was a dependent variable, and the culture and organization sectors were independent variables. The
ANOVA setup was framed as a 3 x 2 factorial design (culture x organizational sector). The results can
be seen in Table 5.

The results revealed that there was a statistically significant interaction among all three national
cultures and the organization sector on the Wasted Time (F (6,455) = 2.287, p = .035, partial n2 = .029).
A pairwise comparison identified significant differences.

The results indicate that a significant interaction effect between the organizational sector and na-
tionality on work ethic dimensions among the three groups of managers exists. Therefore, it can be said
that H3 is accepted.

Discussion

The findings confirm most, but not all, of our hypotheses. These results support H1 and H3, and
partially support H2.

Testing the first hypothesis of the study indicates that both gender and culture influence work ethics.
To date, studies about the connection between work ethics and gender have been inconsistent. Studies
that used the MWEP scale have identified inconsistent results. Our results show that males from Britain
and the UAE consider the Wasted Time dimension more important than Serbian males. British male man-
agers are expected to place greater importance on time management and that they do not spend much
time nurturing social contacts at work because they belong to a low-context and individualistic culture.
Moreover, they belong to a masculine culture in which employees are more competitive, people are more
ambitious, and material success is highly appreciated. Since “time is money,” they try not to waste time at
work. However, since the UAE belongs to a high-context and collectivistic culture, we do not expect UAE
male managers to value the Wasted Time dimension. They should be more oriented towards fostering
personal relationships at work, which is usually time-consuming. Perhaps such a result can be ascribed to
the fact that the UAE scores 50 on the masculinity dimension, which means that it is neither a Masculine
nor Feminine culture (Hofstede, 2001). Thus, UAE male managers from our sample express more charac-
teristics of masculine culture. The results could have been different if we had analyzed another profession
that was not as competitive as the management profession.

The fact that the Self-reliance dimension is significantly higher for British females than for Ser-
bian females indicates that British female managers are more oriented towards achievement and self-
fulfillment than their Serbian female counterparts are. The lack of need for achievement among Serbian
females can be a consequence of the fact that they work in a transitional economy characterized by a
deteriorating economic situation and lack of employment opportunities, especially for women (Linz and
Luke Chu, 2013). Therefore, women in Serbian society rarely have the opportunity to choose jobs that
would fulfill them and where they would be able to express a need for accomplishment.

We expected that both British females and males would value more the Morality than the other two
groups of both males and females. They come from an individualistic and highly developed country and
do not consider bribery and preferential employment of relatives and friends to be acceptable business
practices. On the other hand, bribery and preferential employment of relatives and friends are still codes
of business conduct in the other two countries, especially in Serbia. In general, nepotism is a common
way of doing business in collectivistic cultures, such as Serbia and the UAE. In general, in Arab organiza-
tions “wasta” phenomenon (connections help one to become successful) is deeply rooted.

The results of our research demonstrate that British females consider the Hard Work dimension
to be less important than the other two groups of females. On the other hand, UAE females expressed a
significantly higher mean score for this dimension than Serbian females. British females, who come from
an economically developed Western country, have more opportunities for promotion than females from
an underdeveloped economy in the East, such as the Serbian economy. Moreover, British females have
better opportunities than UAE females who live in societies where female roles are still constrained to
traditional roles. When Serbian and UAE female managers encounter a “glass ceiling.” which inhibits their
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success, they might believe that they are going to overcome these barriers by expressing hard work. This
is especially the case with UAE female managers, who still live mostly in a male-dominant and traditional
society. Traditionally, Arab women were expected to be confined and devoted to their families (Read,
2003). Although the UAE has had the highest increase in the female workforce among Arab countries over
the last decade, less than 50% of UAE females participate in the total UAE workforce (ILO Data Explorer,
2023). Therefore, it is expected that UAE females express a higher mean for the Hard Work dimension
compared to the other two groups of females.

Testing of the second hypothesis of the study partially identified that there is a relationship between
educational level and work ethics among members of different nationalities. A relationship was discovered
for the UAE and British samples, while there was no relationship between educational level and work eth-
ics for the Serbian sample.

Thus far, the results of previous studies that have analyzed the influence of education on work eth-
ics have also been inconclusive. The results of our study are also inconsistent if we consider that we have
not identified any impact of education on work ethics in the Serbian sample. On the other hand, UAE man-
agers who are more educated value the Leisure and Self-reliance dimensions more than less-educated
UAE managers, while British managers with a higher level of education consider the Hard Work and Delay
of Gratification dimensions to be more important than their less-educated counterparts.

Testing the third hypothesis revealed that the organizational sector and culture affect managers’
work ethics. Both British and Emirati managers who work in the private sector have statistically higher
means for the Wasted Time dimension than Serbian managers do. Serbian managers who work in the
private sector have a lower mean for this dimension, which is probably the result of the fact that they work
in an economy in transition where the effort and excellence of employees are still not appreciated and
rewarded enough. Currently, the unemployment rate in Serbia is high, leading to a decrease in the living
standards of citizens and an increase in the poverty rate (Gallyamova, 2015). Therefore, employers in the
private sector in Serbia mostly do not treat employees as valuable assets that cannot be easily replaced,
and they do not find it necessary to reward high performance. They believe that they can easily find new
employees in the labor market. This attitude decreases employees’ motivation and willingness to be more
efficient and productive. Although there are no significant differences between these two sectors within
each culture, managers in the private sector for all three groups have higher means for the Wasted Time
dimension than do managers in the public sector. For managers who work in the private sector, it is more
important to be more efficient and productive than for managers from the public sector because their sala-
ries and incentives are usually aligned with their work performance. In the public sector, compensation is
more balanced and less aligned with individual performance (Heinrich and Marschke, 2010; Speklé and
Verbeeten, 2014). Moreover, in the public sector, there is less chance that one will lose their jobs if they
underperform, whereas this is not the case in the private sector.

Managers from the UAE who work in the private sector express a statistically higher mean for
the Self-reliance dimension than Serbian managers. We have also identified that UAE managers in the
private sector value this dimension more than those in the public sector, while the situation in Serbia is
the opposite. UAE managers in the private sector seek more independence and have a higher need for
accomplishment than their Serbian counterparts, because their work and contributions are more appreci-
ated by superiors. They have more opportunities for promotion, and their ideas and innovation are highly
appreciated, but this is not the case in most private companies in Serbia. These results are supported by
Schwartz and Bardi’s (1997) findings, which report that if the reward is equal for most employees, it hin-
ders their willingness to make more effort and strive to achieve more at work (Schwartz and Bardi, 1997).

Another interesting finding that we have not expected is that British managers employed in the
public sector show a significantly lower mean for the Hard work dimension compared to their Serbian
counterparts. In Serbia, as in most transitional economies, employment in the public sector is usually
acquired through political and personal connections, and most often, it is not a matter of individual qualifi-
cations. Therefore, we believe that Serbian managers from our sample who work in the public sector will
express a significantly lower mean for Hard work ethics compared to the other two groups of respondents
who work in the public sector.
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Conclusion

Although it is clear that cultural background influences employees’ work ethics, organizations with a
diversified workforce also need to pay attention to the gender and educational level of employees. Higher
scores for hard work ethics among Serbian and Emirati females indicate that they should be given more
career opportunities and more autonomy at their workplace. The higher support for female work engage-
ment in these cultures might increase Self-reliance on work ethics among the female workforce.

Interestingly, Emirati managers who work in the private sector displayed a statistically higher mean
for Self-reliance and Hard work dimensions. This is a very interesting result because UAE nationals
mostly work in the public sector, where they can easily obtain a high-paid job and receive higher benefits
(Berengaut, and Muniz, 2005; Forstenlechner et al., 2012). Research indicates that UAE nationals who
work in the private sector have a higher need for accomplishments and achievements. Perhaps by work-
ing in the private sector, they have become aware that one needs to try hard to move up the career ladder.
Since differences between the work ethic of Emirati managers in the private and public sectors are identi-
fied, it can be suggested that Emirati youth should be encouraged to be present in the private sector. In
doing so, perhaps Emirati managers will also start valuing other ethical dimensions.

The results show that Serbian managers working in the private sector express a lower mean for
Wasted time, Self-reliance, and Hard work dimensions, which can provide valuable insights for interna-
tional companies operating in this region. Serbian managers in the private sector are usually underpaid
and high performers are not rewarded and appreciated. International companies that employ the Serbian
workforce should pay special attention to rewarding high performance to encourage Serbian managers to
nurture more of these ethical dimensions.

We believe that our study has several limitations. The first limitation refers to the instrument. By
using a comparative approach, we examined differences in work ethic among analyzed nationalities.
Since we analyzed cultural dimensions from the aspect of nationality, we did not pay attention to individual
differences within cultures. Even the criticisms of Hofstede’s concepts point out that we should consider
individual differences among members of one culture (Kirkman, Lowe, and Gibson, 2006). For future re-
search, we would recommend that cultural dimensions should be measured at the individual level.

The second limitation refers to the sample. The British sample was not equivalent to the UAE and
Serbian sample. The British sample consists of British expatriates who were UAE residents, and previous
studies have shown that the behavior of expatriates can be changed by the influence of the new country
(Boonsathorn, 2007). Thus, if the sample consists of expatriates, future research should include the num-
ber of years expatriates have lived in the host country as the significant variable of the study.

The third limitation regards the number of respondents in our research. We believe that it is not
large enough to generalize the findings. For future research, we would recommend that it should include
more respondents.

We have contributed to the current literature using the MWEP scale to analyze the link between
work ethics and individual and organizational characteristics. So far, only two studies have analyzed the
link between gender and work ethics using the MWEP scale, and none have analyzed the influence of
education and organizational characteristics on work ethics using the MWEP scale.

We extend the current literature by analyzing the connection between work ethics and individual
and organizational characteristics among three nations that share business interests. Previous studies
have been conducted on the population of students or employees in a particular sector. Our respondents
had full-time employment and were from different sectors and companies. Furthermore, none of the pre-
vious studies have analyzed three countries that are both culturally and economically different and that
share business interests.
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