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Abstract

:

The purpose of this article is to make an exhaustive analysis of the influencing factors for the phenomenon of workaholism in IT. In contemporary economies, workaholism is an increasingly common phenomenon. Companies should evaluate the impact on workers of this trend, and note that knowledge of the factors influencing the decision to overwork can be a competitive advantage when implementing human resources policies. Our approach involved the use of multivariate analysis of variance combined with multiple linear regression analysis. The article analyzes the data from 178 respondents who are employed in the IT sector in Romania, taking into account seven potential factors of influence. The data and econometric analyses were processed in IBM SPSS Software. The results of the multivariate analysis of variance combined with multiple linear regression analysis show a significant relationship between workaholism and influencing factors such as the remunerative component of work, the intrinsic pleasure of working, the sense of responsibility towards family, and the desire to develop during a professional career. In this study, socio-demographic influences were found to have a weak influence on the decision to work excessively.
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1. Introduction


Workaholism is a reality for contemporary society in most fields of activity. However, Clark et al. (2016) explain that the scientific research on the phenomenon is still currently at an early stage because, at present, there is not yet an agreement in terms of defining the gaze and measuring the adequacy of the phenomenon; however, their study showed that workaholism is not related to demographic issues such as gender, marital status, or parental status. Recent research (Molino et al. 2016) has shown that the trend of working in excess is significantly correlated with negative outcomes in three important areas of life: health, family, and employment. So far, this view has also been confirmed by Clark et al. (2016), whose results provide evidence that overwork and workaholism generate negative results at an individual, interpersonal, and organizational level.



Advanced research in the field of psychology (Aziz and Burke 2015) has shown that behavioral aspects related to a person’s appetite for hard work include stable individual traits or predispositions. In addition to individual predispositions, situational factors also play an important role in encouraging development of the workaholism syndrome. In a similar context, Stoeber and Damian (2016) show that at the employee level, the workaholism syndrome manifests itself in three approaches related to work: work engagement, work in excess in the form of workaholism, and job burnout.



The results obtained by Hakanen and Peeters (2015) indicate that, beyond its suggested benefits for organizations, active involvement in work can stimulate the positive interactions between work and family for an individual, while workaholism can lead in time to conflicts between work and family needs. It is important for companies to make a clear distinction between a commitment to work and workaholism; the seven-year research study recommends that organizations encourage a firm commitment to work and discourage workaholism so that they can have employees with sustainable work arrangements and happy family lives.



Workaholism can have multiple causes and motivations. Clark et al. (2016) show that often, workaholism is related to one’s own personality traits (perfectionism, a type A personality) that are achievement-oriented; on the other hand, workaholism has no significant connection with other personality traits such as self-esteem and conscientiousness.



Regarding the analysis of workaholism, we found that there are some studies on this issue in the literature for different domains such as agriculture, construction, consulting services (Taris et al. 2012), and the banking industry (Andreassen et al. 2012). During an analysis of a specialized bibliography on relevant research from the past 15 years, it was highlighted that no relevant analysis was conducted on the factors that determine the phenomenon of workaholism in IT companies, and only individual studies were carried out focusing on Romania (Negrila 2019; Butucescu and Uscatescu 2013; Nistor 2014) to highlight the effects of the phenomenon.



Considering the importance of the IT sector in Romania (turnover, number of employees, premises for development, number of students pursuing IT specializations) on the one hand, and the lack of research on workaholism in this field on the other hand, we consider that our research is relevant because it aims to analyze the factors influencing workaholism in the IT sector in Romania. The multiple linear regression analysis we performed highlights the factors that are determinant in the phenomenon of workaholism, as well as their levels of importance for different aspects of the phenomenon.



The research questions we answer in this scientific article are the following: what are the main factors influencing the phenomenon of workaholism in IT? What is the individual importance of each influencing factor in the overall phenomenon of workaholism in IT?



The article is organized into the following sections: the abstract, introduction, literature review, materials and methods, and results and discussions. The introduction section presents the general context of the research problem, while the literature review section presents the previous relevant research and the state of the IT industry in Romania. Then, the materials and methods section presents the research hypotheses. Finally, the results and discussions section presents the results obtained in detail, as well as the managerial implications and future directions for the research.




2. Literature Review


2.1. Determinant Factors of Workaholism in the Context of the Modern Economy


Workaholism has been analyzed in various ways and specialized studies; Taris et al. (2012) have shown that employees who are more prone to this phenomenon tend to be workers in the agricultural sector, construction, communications, consulting, and trade, as well as managers and higher-level professionals. On the other hand, public sector and social services employees do not seem to be affected by the phenomenon of workaholism. Research to date has shown that an employee’s tendencies towards workaholism can be determined by assessing various individual influencing factors. Zhang et al. (2020) have shown that the need to reach personal well-being is a very strong motivating factor towards the process of being hard working. According to Van den Broeck et al. (2011), this aspect of personal well-being often affects another important component: one’s own health. These aspects in turn belong to two types of motivations: controlled motivation and autonomous motivation. Controlled motivation is directly associated with compulsive work that leads to burnout at work, while self-motivation is associated with workaholism that does not generate unpleasant perceptions. In Asia, the study conducted by Sharma and Sharma (2011) showed that workaholism is significantly influenced by the size of the wage incentive.



Research conducted by Alonderienė et al. (2017) has shown that in terms of jobs in the white-collar area in Europe (Lithuania, Germany, Switzerland), the tendency to work overtime is mainly determined by the intrinsic pleasure of working, which is determined by an accumulation of external factors. Özsoy (2019) shows that one of the factors that significantly influence the decision to work overtime is determined by the satisfaction in the marital relationship. Thus, a study conducted in Turkey reveals that there is a significant negative relationship between marital satisfaction and willingness to work excessively. On the other hand, Yuksel (2014) and Hakanen and Peeters (2015) show that working overtime can harm affective family relationships. The owners of small and medium enterprises feel much more attached to the business and usually the economic activities are carried out and managed by the family members. From this perspective, the study conducted in the United States by Wiatt and Marshall (2020) shows that men are more prone to workaholism due to the feeling of obligation to ensure and maintain the well-being of the family. Motivation to work increases with the number of dependent children in the family.



According to Zhang et al. (2020), workaholics have a very strong inner motivation and enjoy working perseveringly and with enthusiasm. They are stimulated to work to meet their need to demonstrate their own competence. Additionally, Gillet et al. (2017) and Clark et al. (2016) showed that a strong factor influencing the desire to work with increased enthusiasm is the need to demonstrate perfectionism in the workplace. This need to demonstrate one’s own perfectionism to others was seen by Ryan (1982) as an obvious manifestation of the ego in order to gain self-esteem and recognition from others. van Beek et al. (2011) found that those who choose to work overtime are driven by a desire to meet certain organizational and economic standards, and the study conducted by Popescu et al. (2018) revealed that the information and communication technology industry includes creative knowledge workers. In terms of job satisfaction, Tziner et al. (2011) show that this is closely related to organizational justice.



In Europe, Andreassen et al. (2019) conducted extensive cross-sectional research in Norway on a sample of more than 1600 employees and found that duties (tasks) at work, control and role conflict, as well as negative actions have a substantial contribution to the manifestation of workaholism. As a result, workaholism is also a result of psychological pressures that are exerted on employees by the internal environment of the organization. In the same direction, Lanzo et al. (2016), Burke et al. (2004), and Kanai et al. (1996) show that workaholism is significantly associated with psychological stress in the workplace. This psychological stress is felt mainly as a result of destructive leadership, according to the study conducted by Molino et al. (2019) and is a particularly important aspect that affects the sustainability of activities at work.



According to Kim et al. (2019), the fear of losing the job is another determinant of workaholism in Asia (South Korea, China, Indonesia, Philippines); this is especially the case among foreign workers. The study conducted by Shin and Shin (2020) shows that job insecurity has positive effects on workaholism. In Europe, Andreassen et al. (2012) found that in the banking system, workaholism is often determined by the desire to climb the hierarchical scale within the organization and to occupy management positions. On the other hand, Burke and MacDermid (1999) highlighted that for employees who are already in management positions there is a negative relationship between workaholism and career satisfaction, and they start to have a tendency to quit. The research conducted by Kim et al. (2020) revealed that supervisors’ workaholism is positively related to subordinates’ emotional exhaustion through increased perceived workload and interpersonal conflict, which result in subordinates’ turnover intention.



Starting from the existing results in the scientific literature, Table 1 shows the determinants that may have a significant influence on workaholism.




2.2. Aspects Regarding the Importance of IT Industry in Romania


One of the most effervescent economic sectors in the world and in Romania is the IT industry. This is justified by the evolution of several representative indicators. Thus, according to Bolocan (2019), the number of IT workers increased in Romania by 33% in 2019, reaching a total of 100,000 employees. This increase has multiple causes starting from a tradition of the education system with IT as the main field of study and reaching to fiscal facilities granted to programmers who are exempted from paying the state income tax (Oncu 2019). Additionally, according to the study conducted by Caraiman (2020), the level of income in the IT industry is significantly higher than the national average (National Statistic Institute 2019). This can be a serious impetus for new applicants to access careers in this sector of activity, on levels of competence of junior type (average salary = 870 EUR), middle (average salary = 1720 EUR), senior (average salary = 2260 EUR).



From the point of view of the age of IT employees in Romania, the recruitment platforms (Sirbu 2019) mainly record CVs, applications, and job offers for candidates aged between 18 and 45 years.



The productivity level of the sector is also confirmed by the fact that although there are only 100,000 employees in the Romanian IT industry, their share in the gross domestic product is 6%, with a growth potential of 10% in the next five years (Bolocan 2019), also contributing to entrepreneurial behavior with consequences for economic efficiency at the macroeconomic level (Nițu-Antonie et al. 2017).



According to specialized financial analyses (Dumitrescu 2019), foreign investors control 53% of the capital of software companies in Romania, while the share of domestic investors is 47%. The list of the most representative IT companies operating in Romania is made up of domestic companies and subsidiaries of foreign companies operating globally: Oracle, IBM, Ericsson, Endava, NTT Data, Electronic Arts, Continental, King Games Studio, Microsoft. Foreign investors come from 60 countries, with the largest share coming from Germany, Luxembourg, the Netherlands, the United Kingdom, and Cyprus.



From the point of view of geographical distribution, the Romanian IT industry is concentrated in several economic centers: Bucharest, Cluj-Napoca, Iasi, Timisoara, Brasov. These economic centers are in fact the most representative university centers that have higher education programs in the field of information technologies (Mihai 2017). Universities have adapted and diversified in the past 10 years their study specializations (Muntean 2016; Bejinariu 2019; Danaiata et al. 2018), so that at present educational programs with IT specialization are available in the polytechnic, medical, economic, mathematical, and computer science fields of study.





3. Materials and Methods


3.1. Aims and Hypotheses


In this article we aim to clearly define the influence and contribution of the following indicators on the phenomenon of workaholism within Romanian IT companies: (1) employee remuneration; (2) the intrinsic pleasure of working; (3) impulse/support from one’s life partner; (4) the feeling of responsibility towards one’s family; (5) the need to demonstrate competence; (6) desire for hierarchical advancement; (7) fear of losing the job.



The initial hypothesis is that the variables mentioned above have an important impact on workaholism regarding the employees in the IT industry. More than this, we will also test the relationship between these indicators and some representative socio-demographic variables.



Considering the specialized studies summarized in Table 1, previous studies have considered only some of these factors or small groups of influencing factors. Our research is important and relevant because it performs an exhaustive analysis of the variables with significant influence on the phenomenon of workaholism in the IT industry in Romania. Our study also classifies these indicators for the first time in the scientific literature. The result of the research consists in selecting and highlighting the indicators that have a specific level of significance. The selected indicators, starting from the previous partial results from the scientific literature, are analyzed as individual hypotheses (H1–H7), as can be seen in Table 2.



In our research, we also aim to analyze whether various demographic aspects can generate a significant impact on workaholism. Based on this additional objective, we propose the following additional hypotheses as they are detailed in Table 3.




3.2. Variables and Instruments


In order to confirm or refute the proposed research hypotheses presented in Table 2 and Table 3, the research includes several variables. Thus, the independent grouping variables are age, gender, and marital status. The independent variables are of interval type (scale of values) and they refer to the employee remuneration, the intrinsic pleasure of working, the support from one’s life partner, the feeling of responsibility towards one’s family, the need to demonstrate own competence, the desire for hierarchical advancement, fear of losing the job.



The phenomenon of workaholism manifested for IT workers in Romania was assessed based on a questionnaire that includes 11 questions: 4 questions consider the criteria for filtering respondents and their demographic characteristics, while 7 questions refer to independent variables that are analyzed in the research. Each worker was asked to rate the significance of each indicator analyzed for the phenomenon of workaholism. We used the Likert scale to rate from 1 (the factor has a very low effect) to 5 (the factor has a very strong effect) the opinion of the respondents on the decision to overwork.




3.3. Sample


Our study analyzed responses from 178 respondents. The sample was calibrated by using (RaoSoft 2020) for the entire population of IT workers in Romania (100,000 IT specialists). For a 95% confidence level, the sample size must be at least 139 for a distribution of responses equal to 90%. Out of the total respondents surveyed, 37.64% were more than 25 years old (millennials) and 62.36% were less than 25 years old (generation Z), 64.41% of respondents were male, and 35.59% were female. Regarding marital status, 22.59% were married and 77.41% were single.




3.4. Statistical Analysis of Data and Procedure


The survey was conducted in Romania between January and March 2020. The survey was distributed in electronic format to 178 workers in the IT industry in Iasi-Romania, one of the representative centers in Southeast Europe (Ciulu and Iosub 2017). The participation of the respondents was voluntary. No financial or material rewards were involved for the questionnaire respondents. The respondents were between 18 and 45 years old; age separation was achieved for two representative and recognized generations in the literature (Alonderienė et al. 2017; Agheorghiesei Corodeanu 2015): millennials and Z-generation. Descriptive statistics (mean values, deviation) were used for all data collected from respondents. The tool that we used to calculate the statistical indicators and coefficients was IBM SPSS Statistics v. 21. Based on a detailed literature review, we set the research hypotheses. The reliability of the questionnaire was analyzed using the Cronbach’s Alpha test. The verification of research hypotheses was done by using several statistical analyses, in various stages: Pearson correlation (to analyze the correlation between independent variables and dependent variable), multivariate analysis of variance (to determine demographic groups and their influence on the phenomenon of workaholism), and the multiple linear regression analysis model (to determine the relevant coefficients of the multiple linear regression equation).



The reliability of the questionnaire was verified by calculating the Cronbach’s Alpha coefficient. Thus, for N = 7 the value of Alpha = 0.715 was obtained, which according to DeVellis (2003) validates the internal consistency of the survey that was used to obtain the answers from the respondents.





4. Results and Discussion


The values of descriptive statistics are presented in Table 4. We took into consideration all the seven independent factors selected from the scientific literature and for the dependent variable (workaholism level).



As it can be seen from Table 4, the respondents considered that the level of workaholism was mainly affected by the following variables: the fear of losing the job (M = 4.64), the feeling of responsibility towards one’s family (M = 4.42), and intrinsic pleasure of working (M = 4.21). According to the means of the survey’s answers, the level of workaholism was less affected by the support from one’s life partner (M = 2.43), the remuneration component (M = 3.91), and the need to demonstrate competence in work (M = 4.15). These values partially confirm some previous research conducted in the literature on workaholism.



In order to test the validity of H1–H7 hypotheses, we used the analysis based on multiple linear regression. In this econometrical model, the dependent variable is the level of workaholism in the Romanian IT industry, and the independent variables are employee remuneration, intrinsic pleasure to work, support from one’s life partner, the feeling of responsibility towards one’s family, the need to demonstrate competence at work, the desire for hierarchical advancement, the fear of losing the job. All variables were included in the multiple linear regression model by using the Enter method; we also used linear association. Following the calculations performed using IBM SPSS Statistics, the data from Table 5 were obtained. The Beta column contains the coefficients with standardized values. For the elaboration and validation of the econometric model in this article, a significance threshold of less than 5% was taken into account for the values of the coefficients to be considered relevant.



It should be noted that, as a result of the performed calculations, the R-Square indicator has the value of 0.444, and F = 19.360, p < 0.01. Values from Table 5 lead us to conclude that workaholism is significantly statistically influenced by some of the analyzed indicators. This affirmation is also supported by the values of the multicollinearity test for independent variables (VIF = variance inflation factor) which are presented analytically in Table 6.



Given that the VIF values for all the independent variables are less than 2.00, we certainly conclude that the variables are not collinear. The result of this multicollinearity analysis is strong evidence to support the model’s validity.



Based on the indicators’ contribution from Table 5, we note that workaholism in the IT industry is positively determined by employee remuneration (Beta = 0.334), the intrinsic pleasure of working (Beta = 0.215), the feeling of responsibility towards one’s family (Beta = 0.201), and the desire for hierarchical advancement (Beta = 0.150).



Based on the research conducted and the results obtained, we can conclude that the research hypotheses H1, H2, H4, and H6 are confirmed. So we can affirm that the correlations related to the variables about the employee remuneration, the intrinsic pleasure of working, the feeling of responsibility towards one’s family, and the desire for hierarchical advancement are confirmed. The assumptions are not supported for indicators of support from one’s life partner for workaholism, the need to demonstrate competence at work, and the fear of losing the job.



In order to test the hypotheses about the demographic variables (Ha1–Ha3), we implemented the multivariate analysis of variance. The purpose was to highlight whether the level of workaholism in terms of remunerative component, the intrinsic pleasure of working, the feeling of responsibility towards one’s family, and the desire for hierarchical advancement depends on the socio-demographic factors: gender, age, and marital status.



The data and significance thresholds presented in Table 7 as a result of the performed calculations reveal the fact that only the Ha1 hypothesis is partially supported. Additionally, the hypotheses Ha2 and Ha3 are not supported. According to the results of the multivariate analysis of variance, the age indicator generates differences that are statistically significant for the variables remuneration component (F = 3.548, p < 0.10), intrinsic pleasure of working (F = 5.747, p < 0.05), and desire for hierarchical advancement (F = 6.353, p < 0.05). Gender generates significant differences only for the variable intrinsic pleasure of working (F = 20.006, p < 0.01). In the developed model in our research, marital status does not generate statistically significant differences for the factors included. This means that the model of the linear multiple regression equation is generally valid for all demographic categories in the IT industry.



Based on the analysis performed in this study, it is clear that the following factors have a significant influence on the workaholism in the IT industry: employee remuneration, the intrinsic pleasure of working, the feeling of responsibility towards one’s family, and the desire to advance in the professional hierarchy. According to the analysis conducted in this research, the linear regression model that contains only statistically relevant variables is shown in the following equation:


Y = 0.772 + 0.334 × X1 + 0.215 × X2 + 0.201 × X3 + 0.150 × X4



(1)




where:




	
X1 = the remunerative component;



	
X2 = the intrinsic pleasure of working;



	
X3 = the feeling of responsibility towards the family;



	
X4 = the desire to advance in the professional hierarchy.








The results also show that only age generates some statistically significant differences in terms of motivation for workaholism in the IT industry. The other demographic factors do not have any relevant influence.



The article is relevant because it is the first one of this kind which comprehensively addresses the factors influencing workaholism, presenting a concise and scientifically documented picture. The previous research mostly focused on individual indicators or groups of indicators, while our research provides a complex analysis of the factors influencing workaholism in the IT industry. The results of the study are useful to human resource managers in IT companies because they provide an objective and representative tool that can help identify employee motivators, possibly by including them in an existing framework (Tofan et al. 2015).



Based on the results of this article, human resources departments can assess the condition of employees by placing them in a relevant profile. Depending on the dynamics and organizational culture, companies can recruit employees whose attitude towards work is compatible with the long-term objectives of the company. If the attitude of employees towards work and their individual performance do not converge with the company’s objectives, the influencing factors highlighted in this research can be a scientific benchmark in assessing the causes of the problem.



Given that the research was conducted in a country where the IT industry is very competitive, the results of the study are also an important benchmark for IT companies operating in other countries.



Regarding the limitations of the article, we note that the research results are limited to the cluster of Romanian IT companies. As we described above, we analyzed only seven variables that can influence workaholism in IT together with three socio-demographic variables. Therefore, the research is constrained by these limited numbers.



Based on the results obtained in this article, we identify several future research directions. One of these could be the analysis of workaholism in a comparative manner by including other countries or geographical regions. Another future direction could be related to the analysis of the influence on workaholism according to several relevant indicators at regional level. The inclusion of many socio-demographic factors in the comparative analysis could be a new additional research direction. Another direction for the future could be analysis performed on clusters of types of occupations in the IT industry (programmers, database administrators, network administrators, web developers, etc.).
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Table 1. Factors of influence for workaholism.






Table 1. Factors of influence for workaholism.





	Factor of Influence
	Contents
	Literature Review





	Employee remuneration
	Personal well-being, earnings and extra-earnings
	(Zhang et al. 2020; Sharma and Sharma 2011; Van den Broeck et al. 2011)



	The intrinsic pleasure of working
	Own job satisfaction
	(Alonderienė et al. 2017; Zhang et al. 2020)



	Encouragement/support from one’s life partner
	Marriage/cohabitation relationship
	(Özsoy 2019; Yuksel 2014; Hakanen and Peeters 2015)



	Feeling of responsibility towards one’s family
	The need to ensure and maintain the well-being of the family
	(Wiatt and Marshall 2020)



	The need to demonstrate competence
	The need to demonstrate perfectionism, the need to show competence, self-esteem, ego satisfaction
	(Gillet et al. 2017; van Beek et al. 2011; Clark et al. 2016; Ryan 1982)



	The desire for hierarchical advancement
	Obtaining a top-management position
	(van Beek et al. 2011; Burke and MacDermid 1999; Andreassen et al. 2012; Kim et al. 2020)



	Fear of losing the job
	Psychological stress, fear of losing the job, fear of failure
	(Kim et al. 2019; Lanzo et al. 2016; Burke et al. 2004; Kanai et al. 1996; Molino et al. 2019)







Source: authors’ own processing based on the specialized literature.
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Table 2. The research hypotheses.






Table 2. The research hypotheses.





	H
	Alternative Hypothesis





	H1
	The employee remuneration has a significant impact on the phenomenon of workaholism in IT.



	H2
	The intrinsic pleasure of working has a significant impact on the phenomenon of workaholism in IT.



	H3
	The support from one’s life partner has a significant impact on the phenomenon of workaholism in IT.



	H4
	The feeling of responsibility towards one’s family has a significant impact on the phenomenon of workaholism in IT.



	H5
	The need to demonstrate competence has a significant impact on the phenomenon of workaholism in IT.



	H6
	The desire for hierarchical advancement has a significant impact on the phenomenon of workaholism in IT.



	H7
	The fear of losing the job has a significant impact on the phenomenon of workaholism in IT.







Source: authors’ own processing.
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Table 3. The additional research hypotheses.






Table 3. The additional research hypotheses.





	H
	The Hypothesis





	Ha1
	The phenomenon of workaholism depends significantly on age.



	Ha2
	The phenomenon of workaholism depends significantly on gender.



	Ha3
	The phenomenon of workaholism depends significantly on marital status.







Source: authors’ own processing.
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Table 4. Independent and dependent variables in the IT industry—descriptive statistics.
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	Indicators
	Based on Previous Research
	N
	Minimum
	Maximum
	Mean
	Standard Deviation





	Employee remuneration
	(Zhang et al. 2020; Sharma and Sharma 2011; Van den Broeck et al. 2011)
	178
	2.00
	5.00
	3.9101
	0.67726



	Intrinsic pleasure of working
	(Alonderienė et al. 2017; Zhang et al. 2020)
	178
	2.00
	5.00
	4.2191
	0.53786



	Support from one’s life partner
	(Özsoy 2019; Yuksel 2014; Hakanen and Peeters 2015)
	178
	1.00
	5.00
	2.4326
	1.27490



	The feeling of responsibility towards one’s family
	(Wiatt and Marshall 2020)
	178
	2.00
	5.00
	4.4213
	0.59136



	The need to demonstrate competence
	(Gillet et al. 2017; van Beek et al. 2011; Clark et al. 2016; Ryan 1982)
	178
	1.00
	5.00
	4.1503
	0.65167



	Desire for hierarchical advancement
	(Burke and MacDermid 1999; van Beek et al. 2011; Andreassen et al. 2012; Kim et al. 2020)
	178
	1.00
	5.00
	4.1742
	0.79405



	Fear of losing the job
	(Kim et al. 2019; Lanzo et al. 2016; Burke et al. 2004; Kanai et al. 1996; Molino et al. 2019)
	178
	2.00
	5.00
	4.6404
	0.62431



	Workaholism
	
	178
	3.00
	5.00
	4.3090
	0.61067







Source: authors’ own processing.
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Table 5. The independent variables’ impact on the description of workaholism in the IT industry.
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	Indicators
	Beta
	T
	Sig.





	(Constant)
	0.772 *
	2.097
	0.037



	Employee remuneration
	0.334 **
	5.323
	0.000



	Intrinsic pleasure of working
	0.215 *
	2.522
	0.013



	Support from one’s life partner
	0.032
	1.071
	0.286



	The feeling of responsibility towards one’s family
	0.201 **
	2.854
	0.005



	The need to demonstrate competence
	−0.070
	−1.060
	0.291



	Desire for hierarchical advancement
	0.150 **
	2.935
	0.004



	Fear of losing the job
	0.005
	0.074
	0.941







Note: * Significant for the 5% level, ** Significant for the 1% level. Source: authors’ own processing.
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Table 6. Multicollinearity test (VIF) statistics.
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	Indicators
	Tolerance
	VIF





	Employee remuneration
	0.676
	1.480



	Intrinsic pleasure of working
	0.581
	1.721



	Support from one’s life partner
	0.843
	1.186



	The feeling of responsibility towards one’s family
	0.705
	1.418



	The need to demonstrate competence
	0.656
	1.523



	Desire for hierarchical advancement
	0.744
	1.344



	Fear of losing the job
	0.607
	1.647







Source: authors’ own processing.
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Table 7. The demographic variables—the contribution in the prediction of dependent variables.
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Demographic Variable/Dependent Variable

	
F

	
Sig.






	
Age

	
Employee remuneration

	
3.548 *

	
0.061




	
Intrinsic pleasure of working

	
5.747 **

	
0.018




	
Support from one’s life partner

	
2.026

	
0.156




	
The feeling of responsibility towards one’s family

	
0.529

	
0.468




	
The need to demonstrate competence

	
1.803

	
0.181




	
Desire for hierarchical advancement

	
6.353 **

	
0.013




	
Fear of losing the job

	
2.503

	
0.115




	
Gender

	
Employee remuneration

	
1.652

	
0.200




	
Intrinsic pleasure of working

	
20.006 ***

	
0.000




	
Support from one’s life partner

	
0.172

	
0.679




	
The feeling of responsibility towards one’s family

	
2.318

	
0.130




	
The need to demonstrate competence

	
0.742

	
0.390




	
Desire for hierarchical advancement

	
0.063

	
0.801




	
Fear of losing the job

	
0.816

	
0.368




	
Marital status

	
Employee remuneration

	
0.211

	
0.647




	
Intrinsic pleasure of working

	
1.302

	
0.255




	
Support from one’s life partner

	
0.966

	
0.327




	
The feeling of responsibility towards one’s family

	
0.207

	
0.650




	
The need to demonstrate competence

	
1.763

	
0.186




	
Desire for hierarchical advancement

	
0.038

	
0.846




	
Fear of losing the j

	
1.185

	
0.278








Note: * Significant for the 10% level, ** Significant for the 5% level, *** Significant for the 1% level. Source: authors’ own processing.
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