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Abstract 

 
Work Ethics among the employees is an important issue that needs to be faced by businesses and 

industries. Cherrington (1980), and Hill (1992) found that female has higher work ethic than 

male. Wentworth and Chell (1997) also found that female students had higher Protestant Work 

Ethic (PWE) than male students. The objective of this study is to find out whether there is work 

ethic difference between male and female. The scales used for work ethics adapted from the 

Occupational Work Ethic Inventory (OWEI, α = 0.973). The study was limited to a single 

employment center with different departments, 55 employees have filled and answered the 

questionnaires. The result shows that there is no work ethic difference between male and female, 

for the employees who work at one hypermarket in Surabaya (p>0.05). The discussion will 

explore why there was no work ethic difference between male and female. 
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1. Introduction 

 

Work Ethics among the employees is an important issue that needs to be faced by businesses and 

industries. Ethical research has examined the relationship between work ethic and economic 

growth. Weber [1] argued that Protestantism was one of the reasons why capitalism succeeded in 

the West. When employees have work ethics, they tend to perform at their best for the company. 

Furthermore, people believe that between males and females would have difference work 

behaviors. It is because since they are young as girls and boys, they are involved in different 

social interaction.  

 

Boys are expected to have some behaviors like: Independence, diligence and hardworking. On 

the other hand, girls are expected to be attendance and dependence. These behaviors are carried 

over when they grown up. Stedham, Yamamura and Beekun [2] found that females focus on the 

interpersonal aspects of the situation and have the acceptability of the decision, while males take 

more on personal approach and abstract the moral content from the interpersonal situation. They 

also found that males are focus more on independence and objective and absolute aspects, while 

females focus on interdependence and concern for others. Furthermore, Cherrington [3], and Hill 

[4] also found that females have higher work ethic than male.  

 

Several studies have been conducted to see the relationship between gender and work ethic. The 

most popular one is Protestant Work Ethic (PWE) study. PWE is the cultural characteristics of 

the people and communities that had deep impacts on changes. Some researchers when they 
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conducted research in PWE believed that males and females performed particular activities based 

on their membership in males and females groups. Institutions of the society related to education 

and socialization, modernize with modernization of the society. It will bring result for evenness 

of the people in spite of their differences in class, ethnicity and gender.  Wentworth and Chell [5] 

also found that female students had higher Protestant Work Ethic (PWE) than male students.  

 

Other scale that has been used to conduct research related with work ethics is the Occupational 

Work Ethic Inventory (OWEI).  Using the OWEI, Hill [4] reported females scored higher than 

male on all the subscales items in a workplace study. Cherrington [3] reported females scored 

higher than male on pride in doing a job well and on working hard. Furnham and Rajamanikam’s 

[6] research indicated that females have stronger work ethic belief than males while Wentworth 

and Chell [5] found the opposite. 

 

Because of the differences from the results, this research wants to know if there is any difference 

in work ethic between males and females for the employees at one of the hypermarket in 

Surabaya. Retails business has brought a significant impact to the business growth in Indonesia. 

There are five hypermarket companies in Indonesia, three of them dominate 88.5% from 

hypermarket’s income shares in Indonesia. “H” Hypermarket had 22.1% from hypermarket's 

income shares in Indonesia [7].  Nowadays, people like to do their groceries at the supermarkets 

or hypermarkets more than traditional markets. The satisfaction of the consumers will be effected 

by the service conducted by the employees. Based on the above discussion, the following 

hypothesis is: there are differences in work-ethic among employees grouped by gender. 

 

 

2. Literature Review 

 

Work Ethic 

Work ethic was introduced by Weber [1] on his theory about Protestant Work Ethic (PWE). 

There are four themes in Weber’s theory: 1) the doctrine of calling- God was pleased by hard 

work, 2) predestination-success in this life is a sign of God’s grace; 3) asceticism-saving, thrift, 

and a drive to work hard as the ends and not the means, 4) doctrine of sanctification-individuals 

should choose to do good work [8]. The construct of work ethic has been shifted from being 

derived of the Christians doctrine into a secular construct.  

  

Work-ethic is a social or cultural norm that places a positive moral value on doing a good job. 

Work ethic is based on a belief that work has intrinsic values for its own sake [4, 9]. According 

to Cherrington [3], work ethic is a positive attitude about work, which includes a belief that work 

itself is important. As work becomes an important issue, then we should perform work as well as 

possible [10].  Petty [11] found three characteristics of work ethic: 1) being dependable − dealing 

with the expectations and agreement to perform certain functions at work, 2) interpersonal skills 

– relating to working relationship with other employees. It includes personal characteristics that 

will facilitate good interpersonal relationships and contributes to job performance in a setting 

where cooperation is important, 3) initiative – relating to promotion and dissatisfaction with the 

status quo. It includes personal characteristics such as sticking with a job until successfully 

completed, dedication to work, and being productive on the job [12]. 

 



 

3. Method 

3.1 Sample 

The population in this research was all non-managerial employees, who worked in one branch of 

"H" hypermarket. This branch is located in a shopping mall, which is located at South Surabaya, 

Indonesia. This study used a total-population sampling. The number of employees was about 70 

people. This study used self-administered questionnaires as the data collection the technique. 

Fifty-nine employees participated in this study. Some of them could not participate in this study 

because they were on leave or they were at work and could not leave their job, or not willing to 

participate in this study. Of the fifty-nine questionnaires that were distributed, fifty-nine were 

returned, but only fifty-five were complete and could be used in further analysis. 

 

Table 1 Demographic Characteristics of the Sample 

Demographic Variables Frequency Percent 

Age   

Below 20 8 14.55 

20-29 39 70.91 

30-39 6 10.9 

40-49 2 3.64 

Above 50 - - 

Total 55 100 

Gender   

Male 41 74,5 

Female 14 25,5 

Total 55 100 

The amount of salary   

< 1 million rupiahs 32 58.2 

1-2 million rupiahs  19 34.5 

2-3 million rupiahs 2 3.6 

3-4 million rupiahs 2 3.6 

Total 55 100 

Working period   

1-3 months 6 10.9 

4-6 months 9 16.4 

7-12 months 13 23.6 

> 12 months 27 49.1 

Total 55 100 

Employment Status   

Part-time 6 10.9 

Contract 30 54.5 

Full-time 19 34.5 

Total 55 100 

Division   

Fresh 10 18.2 

Groceries 

 

6 10.9 



Demographic Variables Frequency Percent 

Front End 8 14.5 

Ebaso (electronic, bazaar, soft lines) 4 7.3 

Supporting 21 38.2 

Cleaning service  6 10.9 

Total 55 100 

 

 

3.2 Measuremalet 

Work Ethic was measured using the Occupational Work Ethic Inventory (OWEI). OWEI was 

developed by Petty [11]. OWEI consisted of three subscales: interpersonal skills (the working 

relationship, and the general concept of cooperation); initiative (the idea of ambition, job 

advancement, and adherence to a difficult job situation); and being dependable (fulfilling the 

minimum expectations of the employer for satisfactory job performance, including punctuality, 

and honesty) [13]. The OWEI consisted of fifty questions, with the stem “At work, I could 

describe myself as ….”, and fifty adjectives in the blank which is describing the respondent’s 

characteristics at work. The respondents was instructed to rate himself on a continuum: a seven-

point Likert-type scale, with 1 (never) to 7 (always).  

Since most respondents speak only in Bahasa Indonesia, OWEI was translated from English into 

Indonesian, and the translation was checked by a language expert. In this research, OWEI has a 

good reliability (α = 0.976). OWEI has a good construct validity (α = 0.93), and good reliability 

(Adjusted Goodness of Fit Index, AFGI = 0.947; Comparative fit Index, CFI = 0.935; Root Mean 

Square Error of Approximation, RMSEA = 0.047) [14]. OWEI is also has a good internal 

consistency; interpersonal skills (r = 0.90), initiative (r = 0.88), and dependable (r = 0.78) [15].  

 

3.3 Analysis 
The data was analyzed using SPSS 14.0 software. The analysis included descriptive statistics, 

such as: frequencies and percentage to present main characteristics of the sample. Since the data 

didn’t have a normal distribution (Kolmogorov Smirnov, p < 0.05), the analysis using a non-

parametric test, Kruskal Wallis a one-way analysis of variance.  

 

4. Result 

 

Result showed that the overall mean of work ethic was relatively high (see table 2). When the 

empirical mean was compared with theoretical or ideal mean, the empirical mean was higher 

than ideal mean. This indicated that the sample had higher work-ethic than the usual. 

 

Table 2  Descriptive statistics for work ethics 

Variable Mean SD Ideal Mean Ideal  SD 

Work Ethic 267.07 62.827 200 50 

 

The majority of employees had a very high work-ethic (50.9%). This could be interpreted that 

employees in the hypermarket had a strong work ethic. Furthermore, there were no differences of 

work-ethic levels between male and female employees (see table 4).   

 

 



Table 3 Category of work ethic 

Category Frequency Percent 

Low 10 18.2 

Moderate 4 7.3 

High 13 23.6 

Very High 28 50.9 

Total 55 100 

 

Table 4 Cross tabulation between work ethic and gender 

Work ethic category Gender  

 Male (%) Female (%) 

Low 19.5 14.3 

Moderate 7.3 7.1 

High 22 28.6 

Very high 51.2 50 

Total 100 100 

 

To test the hypothesis, the study compared the means of work ethic male and female employees. 

The female had a slightly higher work ethic than male, but the difference was not significant. 

The statistical analysis showed that there were no work ethic differences between male and 

female employees (p >0.05).   

 

Table 5 Summary of Kruskal Wallis test 

Variable N Mean SD Chi-

square 

df Asymp. Sig. 

Male 41 27.91 57.382 0.005 1 0.946 

Female 14 28.25 107.48    

 

 

5. Discussion 

 

The research found that there were no differences for the work ethic between male and female 

employees at the hypermarket “H” in Surabaya (p > 0.05). The male and female employees had 

the same work ethic. The finding is same with the results from some other research such as 

researches which was conducted by MacDonald [16]; Mirels and Garett [17]; Buchholz [18], and  

Chanzanagh and Akbarnejad [19]. 

 

We are trying to explain the reasons why the result finding was difference compare to the 

previous research conducted by Cherrington [3] using the same tool. There are several reasons 

that we would like to explain. Firstly, according to occupational socialization theory, employees 

experienced socialization in a workplace [20]. The socialization in a workplace happened 

through occupational training, being exposed to organizational culture, and work environment 

factors. In this study, new employees who join with the company, the first stage that they have to 

go through is the basic trainings needed for the job. Therefore, every new employee will have the 

same code of conduct in doing their work, regardless of their gender. 



 

Secondly, we found that the employees who work there mostly (54.5%) are the contract 

employees, with the working period below 1 year (50.9%). Since they are contract staffs, there is 

the possibility that the company will not hire them again when their performances are not good. 

Therefore, they have to perform at their best to keep their position in the company. We conclude 

that gender is not a determinant factor for work ethics.  

 

Finally, there are some limitations to this study which need to be considered. Firstly, the number 

of samples was small and further study should use bigger sample size and involve more 

hypermarket in order to get better results. The further study should also investigate the work 

ethic of managerial employees. Secondly, the generalization of the findings of the present study 

might be questionable due to the nature of the sample. The number of males and females in this 

sample were not balance. Thirdly, the limited number of variables may affect the findings. Bogt, 

Raaijmaker, and Well [21] suggest that educational level and cultural conservatisms are 

important determinant of the work ethic. Therefore, it is better for the next study to include 

educational level, and cultural conservatism in relation to work ethic. 
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