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ABSTRACT 

The current research studied the relationship between demographic variables and organizational 

processes and their impact on organizational processes and outcomes. The mean differences were also 

studied. Demographic variables: gender, age, designation, education, salary, job experience, 

management level, functional department and organizational size significantly impacted 

organizational process and outcomes (ie. national culture, organizational culture, emotional intelligence 

and perceived organizational support, organizational citizenship behavior, quality of work life, 

organizational performance). Gender differences were significant on perceived organizational support. 

Job experiences were significant in all years and across organizational processes and outcomes. 
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INTRODUCTON 

Today’s competitive environment is 

challenging, helping organizations to enhance 

their performance and success by implementing 

new approaches (Salajegheh et al. 2015; 

Taslimi, 2015). They need to have a clear 

understanding of demographic characteristics 

of employees and the influence of demographic 

variables to organziational processes and 

outcomes. Employees are seen as most 

important asset. Their work is affected by a 

number of organizational and subjective factors 

(Robbins & Judge, 2013). The demographic 

factors influence organizational behaviors, 

processes and outcomes. Demographic 

characteristics are also called biographical 

characteristics. These variables impart potential 

contributions of a diverse workforce leading to 

enhanced job performance. These demographic 

characteristics are a source of skills, abilities 

and talent for organizations. These individual 

differences may also lead to 

miscommunication, misunderstanding, and 

conflict in work life. Today the statistics of 

demographic variables of workforce have 

changed as they were before three decades. Age 

and gender is no more a hurdle now. Women 

and individuals of 55 years age and above are a 

large part of workforce. Their experience 

benefits in improving quality, employee 

productivity by improving customer service 

and work–life conflicts (DiNatale & Boraas, 

2002). 

Similarly gender differences affect job 

performance, problem-solving, ability, 

analytical skills, competitive drive, motivation, 

http://journalppw.com/
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sociability, or learning ability (Weiss et al. 

2003; Jorm et al. 2004). Researches have shown 

significant minor gender differences where 

women are more agreeable and conforming to 

authority as compared to men. Men are 

aggressive, competeive, have more success 

expectations of success. However, no 

significant gender differences were found in job 

productivity between them (Black & Holden, 

1998). But significant higher rates of 

absenteenism and turn over found among 

women due to family responsibilities (Tait et al. 

1989). There is a role reversal between women 

and men for job and family responsibilities 

(Halrynjo, 2009; Jayson, 2009) but mothers 

were rated especially low in competence 

(Heilman & Okimoto, 2008). Gender emerged 

as a significant predictor of quality of worklife 

and is strongly associated. Also, gender 

moderated the relationship between 

masculinity and quality of worklife (Ganesh & 

Paramasivam, 2014). Previous researches 

showed   non   significant   gender   

differences in emotional intelligence (Meshkat 

& Nejati, 2017). The researchers report 

significant gender difference in organizational 

citizenship behavior. Women are seen to 

display less organizational citizenship 

behaviors as compared to men (Punia & 

Shyam, 2017). Female employees experienced 

better quality of worklife than male employees 

(Tabassum et al. 2012). However this 

relationship was non-significant also (Wright, 

2002; Bhuvaneswari, 2012; Ahmad, 2017). 

Many organizations found older workers as a 

huge pool of potential of experience, judgment, 

work ethics, more specialized to certain types 

of work, show high commitment and 

organizational citizenship behavior, more work 

satisfied, have better relationships with co- 

workers (Ng & Feldman, 2010) and have higher 

wage rates, longer paid vacations, and more 

attractive pension benefits. They are also 

perceived as having low flexibility, less 

adaptable, less open to change, fewer job 

opportunities, resistant to new technology, low 

job turnover, less absenteeism (Ng & Feldman, 

2009). The store staffed with employees of age 

 

over-50 was found significantly more 

productive than others (Labich, 1993). 

Researchers found that age and job task 

performance are unrelated (Ng & Feldman, 

2010). The age and job satisfaction showed a U- 

shaped relationship. Job satisfaction increases 

with age among professionals, but it decreases 

during middle age and then increases in the 

later years among nonprofessionals (Kacmar & 

Ferris, 1989; Hochwarter et al. 2001). Age and 

quality of work life are significantly and 

positively correlated (Ahmad, 2017; Wright, 

2002).With age increases job experience 

(Robbins & Judge, 2013) that ultimately 

benefits the organizational performance. As job 

experience increases with age, emotional 

intelligence, quality of worklife and seniority 

increases with age and a deep concern develops 

due to which skills develop (Ahmad, 2017; 

Bharti et al. 2010; Chen et al. 2016). Job 

experience increases job satisfaction and 

employee productivity, reduces absentineenism 

and turn over also. Past literature  suggests  

that emotional  intelligence may   increase 

with age and lead to higher levels of subjective 

well being in older adults (Chen et al. 2016). 

Lowering age combating by organizations 

indireclty enhances organizational performance 

(Kunze et al. 2011). Higher educational levels 

give orientation of the better environment and 

enhance our social skills. Higher levels of 

education enhance organizational effectiveness 

(Nazarian & Atkinson, 2012) and enhance 

quality of work life (Ahmad, 2017; Wright, 

2002). Learning and education teach 

individuals to be better equipped with 

knowledge and deal issues of daily life with 

logic and reasoning. Organizational processes 

and behaviors are affected by higher education 

(Schieman & Glavin, 2011), higher 

management levels (Dasgupta, 2015; DiRenzo 

et al. 2011; Langley, 2000; Nazarian & 

Atkinson, 2012) and higher wages (Ahmad, 

2017; Schmidt & Dantas, 2012; Okpara, 2005; 

Wright, 2002). Similarly departmental 

differences affect organizational processes 

(Dalton et al. 1980; Gray et al., 2003) 

https://www.researchgate.net/profile/Ayesha-Tabassum
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The purpose of this study was to 

explore the relationship between the 

demographic variables and organziational 

factors, processes and behaviors with the main 

research question of the study determined as 

follows: Do demographic factors create 

differences with respect to the organizational 

processes and individual factors? Do 

organziational behaviors differ due to gender, 

age, education, salary, job experience, 

management levels, functional departments and 

organizational size? Do they carry an impact? 

The reassessment of national culture produced 

different results (Jordan et al. 2017; Lee et al. 

2013; Taras et al. 2010) which suggested the 

reassessments of affects of national and 

organizational culture at different levels 

(DeZilva, 2014; Downey et al. 2011; Santos & 

Goncalves, 2014; Taras et al. 2010). Thus the 

objectives of study included: to reassess and 

directly measure the dimensions of national 

culture on Pakistani sample; to study the 

relationship among national culture, 

organizational culture, emotional intelligence 

and perceived organizational support, 

organizational citizenship behavior,quality of 

work life, organizational performance and 

demographic variables; to find out mean 

differences of demographic variables (gender, 

age, education, job experience, management 

levels, organizational size and salary) and their 

impact on national culture (NC), organizational 

culture (OC), emotional intelligence (EI), 

perceived organizational support (POS), 

organizational citizenship behavior (OCB), 

quality of work life (QWL) and organizational 

performance (OP). The term demographic 

refers to traits of population (age, gender, 

salary, education, job experience, 

organziational size). The demographic 

variables of the sample were analyzed in detail. 

Large sample size and different cross-sections 

of industrial population was obtained. The age 

of participants was divided into three groups as: 

20-30 years age group (young adults), 31-45 

years age group (middle adulthood) and 46-65 

years (middle late adulthood) age group 

(Erikson, 1950; Robbins & Judge, 2013). The 

 

educational levels of the participants were 

categorized into Intermediate (12 years of 

formal education), BA/BSc (14 years of formal 

education), MA, MSc (16 years of formal 

education) and Post-graduation/MS/PhD 

(Schieman & Glavin, 2011). The job 

experience was taken as reported and later on 

divided into many groups :1 year, 2 to 3 years, 

4 to 5 years, 6 to 10 years, 11 to 15 years,16 to 

20 years and 21 above years (Schmidt et 

al.1986; Vineberg & Taylor, 1972). The 

management level of the participants was taken 

as lower management, middle management, 

senior management and others (Dasgupta, 

2015; Langley, 2000). The salary of the 

participants was categorized as less than 

20000/- PKR, 21000/- to 50000/- PKR, 51000/- 

to 100000/- PKR and more than 100000/- PKR 

(Darin-Mattsson, et al. 2017). The functional 

area or the functional department of the 

participants included HRM, sales/marketing, 

general admin or management, production or 

engineering, finance or accounting, research 

and development. The organizational size was 

categorized as small, medium and large as 

reported by the participants. However 

organizations with 100 employees are 

condidered small, 101- 499 as medium and 

above 500 is large in manufacturing sector 

(Atkins & Lowe, 1996; Australian Bureau of 

Statistics, 1999; Dalton et al. 1980; Gray, 

2003). Designations were taken as reported by 

the participants. Current research focused the 

industrial employees that was an important 

contribution. The research on such sample is 

highly recommended by experts in this field. 

Various researches outlined to study the 

demographic differences but not relating it to 

the effect of demographic factors. The 

demographic variables were studied in a 

comprehensive way along with organizational 

factors and processes. 

 
Methods & Instruments. A quantitative cross- 

sectional survey research design was chosen to 

study the relationship among the study 

variables. The analyses included Pearson 

s’correlation, mean-group comparisons (t-test 
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and ANOVA) and multiple regressions. 

Demographic information included gender, 

age, designation, education, salary, job 

experience, management level, functional 

department and organizational size. Each 

demographic variable was grouped into 

different categories. Organziational factors, 

processes and behaviors were measured in 

terms of national culture, organizational 

culture, emotional intelligence, perceived 

organizational support, organizational 

citizenship behaviors, quality of worklife and 

OP in the current research. National culture was 

measured by Values Survey Module (Hofstede, 

1994) which comprises of five dimensions. i- 

Individualism versus Collectivism. ii- Power 

Distance. .iii- Uncertainty Avoidance.iv- 

Masculinity versus Femininity.v- Long-Term 

versus Short-Term Orientation. OC was 

measured through Denison Organizational 

Culture Survey (Denison, 2000). Emotional 

intelligence (EI) was measured by Genos 

Emotional Intelligence Inventory (Concise) 

developed by Palmer et al. (2009). Perceived 

organizational support was measured by Survey 

of Perceived Organizational Support 

(Eisenberger et al. 1986). Organizational 

citizenship behaviors were measured by scale 

of organizational citizenship behaviors 

(Podsakoff et al. 1990). QWL was measured by 

Quality of Work Life Scale (Swamy et al. 

2015). Organizational performance was 

measured by Scale of Organizational 

Performance, developed by Kuo (2011). Higher 

scores on scales indicated higher values. A 

sample of 994 industrial employees was taken 

from different industries/organizations at 

Industrial State Hattar, Wah, Taxila, 

Rawalpindi and Islamaabad, Pakistan by using 

purposive sampling technique. The inclusion 

criteria of research maintained that participants 

must be industrial employees with at least 12 

years of formal education, aged 20 years and 

above with at 1east one year of the job 

experience. Data was collected from 

participants at their offices or work p1aces after 

taking permission from their organziations. 

 
Results and Discussion: 

 
Reassessment and direct measurement of 

indices of national culture was done. The 

indices of national culture were calculated by 

formula for current study as under: 

Individualism vs collectivism: IDV = 50.2 

Power distance: PDI = 14.45 

Uncertainty avoidance: UAI = 73.05 

Masculinity vs femininity: MAS= 87.5 

Time orientation: LTO= 36.8 

 
The reassessment of national culture of 

Pakistan done on industrial employees revealed 

that work values showed collectivism, low 

power distance, high uncertainty avoidance, 

highly masculine and short term orientation. 

Within national culture model of Pakistani 

culture, a transition and shift in values is 

visible. Hofstede’s data (Hofstede, 2021) is still 

on their website and it’s about five decades old, 

based on IBM subsidiaries. The data was form 

Karachi, southern region of Pakistan. The data 

of current research is from Hattar, Haripur, 

Taxila, Wah, Rawalpindi and Islamabad, the 

northern region of Pakistan. The sample of 

present research was of industrial employees. 

Over years, researches have confirmed 

Hofstede’s dimensions (Jamal, 1998; Khilji, 

2004; Rehman, 2010) but these are only relative 

positions of the country to the other countries. 

Due to historical affects and societies’ basic 

problems and striving of solutions to such 

problems, the cultural values change slowly 

(Hofstede, 2011). Technological shifts have 

changed societies and cultures a lot. Theses 

shifts have brought changes in entire world. 

The thinking styles not only have changed the 

life styles but contributed to lesser sensitivity to 

traditional and cultural values. Technological 

advancements have pushed the world towards 

globalization. The changes have been felt 

across the globe. The technology and social 

media have slowly moved thoughts and people 

towards materialism (Robbins & Judge, 2013). 

This change supported and pushed cultures 

towards individualism and short term 

orientation among people. The change in value 
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of power distance is also visible. Social media 

have inversely highlighted the unbalanced and 

biased use of power towards nepotism that has 

favorably shifted low acceptance of power 

distance. But high uncertainty avoidance still 

binds to the economic conditions of the 

developing country. The confirmation to rules 

and regulations is highly appreciated and 

accepted. The compliance to formal rules and 

regulations reduces ambiguity and insecurity. 

This has led to enhanced uncertainty avoidance. 

However masculinity in the culture has 

enhanced. It is also because of patriarchal 

Pakistani society that has favored masculinity. 

Further evaluation of Pakistan s’ national 

culture as explained by Hofstede (2011) is 

discussed here. Being collectivist society, it 

bears joint and extended families and demands 

too much responsibility, belongingness and 

loyalty in all family matters including financial 

matters. Respect and harmony is maintained. 

People survive in groups and groups as in- 

group or out-group. Personal opinions are 

suppressed and group decision by some elder is 

favored. Obedience, conformity and team work 

is endorsed. Skills and tasks are more important 

to perform. Relationships have more 

importance than tasks and duties. Generally, 

business deal is dependent on personal 

relationships and friendships in Pakistan. A lot 

of inter-personal discussion is done before the 

final business deals. The decision is highly 

centralized by eldest of the concern and politely 

endorsed (Khilji, 2004; Anjum et al. 2013). A 

mix of characteristics of low power distance 

and high power distance is evident in Pakistan 

s’ national culture. Power used is legitimate and 

also subject to get good. Parents teach children 

with low obedience and treat children equally. 

Older people influence has reduced than before. 

Education has student-centered approach now. 

Hierarchy in organizations lies close to political 

influence that has endorsed inequality of roles 

and uneven salary distribution. Subordinates 

are consulted and supervised too. Political 

structure is democratic with frequent corruption 

scandals that are covered up too and are also 

used to end political careers. Religious beliefs 

more importantly affect commitments, business 

and lifestyle in a hierarchy of priests. The 

calculated index of high uncertainty avoidance 

has cultivated a continuous threat needed to be 

combat in society. This resulted in increased 

stress, anxiety, emotive, neuroticism that 

ultimately lowers subjective well-being. There 

is low tolerance for innovative ideas and 

creativity. Novelty is usually not accepted. A 

strong need for clearness and structure is 

always there. Supervisors must have all the 

solutions. Jobs are carried on even if jobs are 

not liked. Conformity to rules is an obligation 

through emotional needs. Citizens are 

understood incompetent towards authorities 

and hold strong beliefs in grand theories and 

ultimate truths rather than philosophy, science, 

and religion. Being highly masculine society, 

she has utmost social role and emotional role 

differences between male and females. Men are 

expected more to be assertive, strong, 

ambitious and fight back than women. Work 

has much importance over family and 

moralistic attitudes are much more expected. 

Fathers handle matters inside and outside of 

family. Mothers deal with training, education 

and feelings of progeny. Religion strongly 

invests supreme Sovereignty. The time 

orientation index showed short term 

orientation. People live with orientation of 

imperative life events already occurred or going 

to happen now. Personal stability and 

consistency about traditions, morality, 

character, virtues, altruism, attitudes and 

behaviors is expected. Traditions, norms, 

values, religious and family rituals are carried 

on to next generations and guided by elders. 

Patriotism is the key feature of one s’ pride. 

People sustain and maintain their traditional 

social gatherings and spend huge amounts even 

if they have to lend money. Locus of control is 

usually attributed to luck and fortune. The 

economic growth is a gradual process in 

developing countries (Hofstede, 2011). 
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Table 1: The results of Pearson s’ correlation in 

table 1 revealed that the national culture indices: 

power distance, uncertainty avoidance and 

masculinity had significant negative correlation 

with OC, POS, organizational citizenship 

behaviors, QWL and OP (Hofstede, 2011; 

Ganesh &Paramasivam, 2014). Collectivism 

showed significant positive correlation to 

EI(Gunkel et al. 2014, Gunkel et al. 2016) and 

POS and significant negative correlation to 

demographic variables. The links in such 

networks enhance perceptions, if group favors 

them positive. There is a more chance to share 

emotions and thoughts lending expression of 

emotions. There is more dealing and handling 

with people and issues. This results in enhanced 

emotional intelligence. This means increasing 

age, education, management level, functional 

area, salary will decrease collectivism. The 

power distance, high uncertainty avoidance and 

high masculinity were negatively correlated to 

all variables including organizational factors and 

demographic variables. These are negative traits 

within a culture that bring with certain liabilities. 

They hinder innovation and creativity and bound 

people to rules and regulations (Hofstede, 

2011).This means increasing power distance,                                    
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uncertainty avoidance and masculinity will 

reduce OC, emotional intelligence, perceived 

organziational support, organziational 

citizenship behaviors, quality of worklife and 

organizational performance. However increasing 

age, education, designation, job experience, 

management level, salary, functional area and 

organziational size will lower power distance, 

uncertinity avoidance and masculinity then. 

Short term orientation had significant positive 

correlation with EI and POS but significant 

negative correlation with organizational 

citizenship behaviors and OP (Once & 

Almogtome, 2014). Demographic variables 

showed non-significant relationship with short 

term orientation. It is because short term 

orientation focuses traditions and important life 

events. For a prosperous and growing 

organization long term commitments are 

required according to circumstances (Hofstede, 

2011). According to  An et al. (2010) there were 

significant correlations between OC, quality of 

work life, EI and organizational effectiveness. 

EI has a positive effect on job satisfaction while 

QWLhas a direct positive effect on job 

satisfaction, which shows that EI and quality of 

worklife are inter-correlated. 

https://journals.sagepub.com/doi/abs/10.1177/1043659609360849
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A strong significant positive correlation was  

 

                                                                               

found among OC, emotional intelligence, 

POS, organizational citizenship behavior, QWL 

and OP ranging from .39** to .84** (Aaltındağ 

& Kösedağı, 2015; Ahmed & Shafiq, 2014;  

Akhtar et al. 2015; An et al. 2010; Argote & 

Ingram, 2000; Aryanto et al. 2018; Danish et al. 

2012; Dastjerdi, & Pour, 2015; Dhanalakshmi & 

Kohila, 2018; Huynh et al. 2018; Ilyas & 

Abdullah, 2016; Jeong & Kim, 2021; Kim et al. 

2017; Kumar & Shah, 2015; Podsakoff et al. 

1997; Riggle et al. 2009; Sadeghi et al. 2016). 

The correlation of demographic variables with 

study variables was exploratory. Organziational 

culture had weak significant negative correlation 

with management level but significant positive 

correlations with education, job experience, 

functional area and organziational size. EI had 

significant positive correlation with functional 

area. Organizational citizenship behaviors had 

significant positive correlation with education, 

job experience, salary, functional area and 

organziational size but significant negative 

correlation with management level. POS had 

significant positive correlation with education 

and organziational size but significant negative 

correlation with age and management level. 

QWLand OP had significant positive correlation 

with education, job experience, functional area 

and organziational size but significant negative 

correlation with management level. The table 

also depicted the alpha coefficients and mean of 

scales used in the study. The determined alpha 

reliability of scales ranged from .50 to .95 that is 

acceptable. National culture indices showed low 

reliabilities as compared to rest of values 

(Spector et al. 2001). The accepted value of 

Cronbach’s alpha is 0.6 and above (Cortina, 

1993; Griethuijsen et al. 2014; Hair et al. 2003; 

Taber, 2018).  

Table 2: Table 2 revealed that gender 

differences were non-significant on all variables 

except POS with cohen‘s d value showed small 

effect size (p< .05). Previous researches showed 

non significant gender differences in POS 

(Amason & Allen, 1997; Yoshimura, 2003) and 

mixed of pattern of significance and non-

signficance for EI (Bar-On, 1997, 2000; Craig 

et al., 2009; Meshkat & Nejati, 2017) but 

significant gender differences in OCB (Punia & 

Shyam, 2017) and quality of worklife 

(Tabassum et al. 2012). It may be because men 

are habitual of working in different types of 

work settings as compared to women. One-way 

ANOVA showed that the organizational 

citizenship behavior, collectivism, OP and 

QWL had significant difference with small 

effect size on age but other variables had non-

significant difference of age. The Post-hoc 

analysis showed that the participants with 20 to 

30 years aged (young adults) had high mean and 

were significantly high in perceive 

organizational support than others. The 

participants with 46 years aged and above (late 

adulthood) were significantly low in 

collectivism but had high mean and were 

significantly high in organizational citizenship 

behaviors, OP and quality of worklife. It is 

because with increase in age years, employees 

have earned their potentials, so less tried to 

form more social networks, perceive the work 

environment better and engage in more 

citizenship behaviors. The results may expalin 

the inspiration for the decisions and actions of 

employers in the field of personnel management 

and for creating workplace conditions, 

encouraging senior workers to continue 

working, even upon becoming entitled to old-

https://journals.sagepub.com/doi/abs/10.1177/1043659609360849
https://journals.sagepub.com/doi/abs/10.1177/1043659609360849
https://www.researchgate.net/profile/Ayesha-Tabassum


age pension, and having better wok life balance 

(Richert-Kaźmierska, & Stankiewicz, 2016). As 

age year advances people generally struggle and 

strive for better living that enhances QWL 

(Ahmad, 2017; Wright, 2002).
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The education mean values were compared 

also on variables. The results showed that the 

collectivism, masculinity, OC, emotional 

intelligence, organizational citizenship 

behavior, POS and QWL had significant 

difference with large size effect on education 

but other variables had non-significant 

difference of education. The participants with 

post graduation qualification had high mean in 

collectivism, uncertainty avoidance, 

masculinity, OC, and emotional intelligence, 

organizational citizenship behaviors, POS. The 

Post-hoc analysis showed that the participants 

with MA/MSc qualification were significantly 

lowest in collectivism and masculinity than 

other groups. The participants with 

intermediate education were significantly low 

in OC, emotional intelligence, organizational 

citizenship behavior, POS, OPand quality of 

worklife than others. Participants with post 

graduation were significantly high in 

collectivsim masculinity, EI and POS. Higher 

education increases QWL (Ahmad, 2017; 

Wright, 2002) and organizational effectiveness 

(Nazarian & Atkinson, 2012).  

Table 3: The results of ANOVA in table 3 

showed that all variables had significant 

difference with small to large effect on job 

experience. Although the mean differences 

were significant but comparisons of means 

values through post-hoc analysis reveals that 

all participants with different job experiences 

were same in collectivsim, power distance, 

masculinity, time orientation, EI and POS. The 

participants with job experience of 4 to 5 years  
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were significantly low in OC, organizational  

citizenship behavior, QWL (Dalaney & 

Huselid, 1996) and OPbut high in uncertainty 

avoidance. It is because at this stage the 

employees are learning about their jobs and 

organization, more cautious and careful of 

their jobs. They follow rules and regulations 

strictly which reduces their creativity, 

independence and enhances stress. They are in 

the start of the career where they try to handle 

the issues, learning duties and much concerned 

of holding the job. Participants with 6 years to 

10 years of job experience had high mean in 

collectivism, power distance and masculinity 

than others. This is the stage where the 

maximum job experience, satisfaction and 

motivation have been achieved (Vineberg & 

Taylor, 1972; Schmidt et al. 1986). The 

participants with job experience of 11 to 15 

years were significantly highest in 

organizational performance. The participants 

with job experience of 16 to 20 years were 

significantly highest in OC and quality of 

worklife but lowest in uncertainty avoidance 

(Ahmad, 2017; Bharti et al. 2010). The 

participants with job experience of 20 years 

had significant high mean in OC, 

organizational citizenship behaviors and 

organizational performance. As job experience 

increases, it impacts and enhances work 

related emotions and behaviors with increase 

in life years (Robbins & Judge, 2013; 

Vineberg & Taylor, 1972; Schmidt et al. 

1986). 
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Table 4: The results of one-way ANOVA in 

table 4 showed that collectivism, power 

distance, uncertainty avoidance, OC, 

organizational citizenship behavior, POS, OP 

and QWL had significant difference with small 

effect size on salary but other variables had 

non-significant difference of salary. Post-hoc 

analysis revealed that participants with salary 

PKR. 100,000/- and above were significantly 

highest in OC, organizational citizenship 

behavior, OP and QWL but were significantly 

lowest in collectivism and power distance. The 

participants with salary PKR 21000/- to PKR 

50000/- were significantly lowest in uncertainty 

avoidance, OC, organizational citizenship 

behavior, POS, OP and QWL than other 

variables. The possible reason for the results of 

salary can also be attributed to the hierarchical 

level in the organization where the high salary 

employees are at higher hierarchical levels 

having clear strategies and guidelines are better 

adaptable to cope with the problems and having 

empowerment thus enjoying authority and able 

to bring change.This means increasing salary 

enahnaces quality of worklife (Ahmad,2017; 

Schmidt & Dantas, 2012; Okpara, 2005; 



 
Wright, 2002). Low salary has less authority, 

low sense of ownership and less chances of skill 

development with resistance and hesitance. The 

employees with low salary tend to perform 

better.The results of management levels with 

one-way ANOVA showed that collectivism, 

power distance, masculinity, OC, emotional 

intelligence, organizational citizenship 

behavior, POS, uncertainty avoidance and QWL 

had significant difference with large and small 

effect size on management levels but other 

variables had non-significant difference of 

management level. Post-hoc analysis revealed 

that the middle management level participants 

were significantly lowest in collectivsim, power 

distance, uncertainty avoidance and masculinity 

but were significantly highest in OC, OP and 

quality of worklife. The most prominent role of 

the middle level managers is that of an 

implementer and the role has a strong influence 

on OP (Dasgupta, 2015). The lower 

management level participants were 

significantly highest in uncertainty avoidance. It 

is because at this stage the employees are more 

cautious and careful of their jobs. They follow 

rules and regulations strictly. They are being 

socialized and learning more task.The senior 

management level participants were 

significantly highest in power distance and 

emotional intelligence. Langley (2000) found 

senior managers exhibited significantly higher 

emotional intelligence. The other 

(undifferentiated) management level 

participants were significantly lowest in OC, 

emotional intelligence, organizational 

citizenship behavior, POS, OP and quality of 

worklife. Moving up the management levels 

and designations impact work behaviors 

because of having greater job demands 

(DiRenzo et al. 2011). Organizational size mean 

differences determined by one-way ANOVA 

were significant with large and small effect size 

on all variables except emotional intelligence. 

The participants working in small organization 

were significantly highest in collectivism and 

masculinity but they were significantly lowest 

in OC, organizational citizenship behavior, 

POS, OP and quality of work life. The 

participants working in medium organizations 

were significantly highest in OC, organizational 

citizenship behavior, POS, OP and quality of 

work life. Gray et al. (2003) found that small 

organizations of Australia have high OC. It 

might be due to the cultural differences and data 

was collected from organizational executives.  



 

 
 

Table 5: The results of one-way ANOVA in 

table 5 showed that uncertainty avoidance, 

power distance, masculinity, OC, emotional 

intelligence, organizational citizenship 

behavior, OP and QWL had significant 

difference with large and small effect size on 

functional area but other variables had non-

significant difference. Post-hoc analysis 

revealed that participants working in 

production or engineering department were 

significantly highest in OC, emotional 

intelligence, organizational citizenship 

behavior, OP and quality of work life. The 

participants working in general admin or 

management department were significantly 

highest in power distance and uncertainty 

avoidance. Being the administration 

department, the employees are more cautious 

and careful of their jobs. They follow rules and 

regulations strictly and make others to follow 

rules and hierarchy. The participants working 

in sales and marketing department were 

significantly highest in masculinity but 

significantly lowest in OC. Being the sale 

agents, the employees become more assertive 

and persuade others. They tend to stick to their 

claims firmly and convince others. The 

departmental differences impact the 

organizational processes differently and 

significantly (Dalton et al. 1980).
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Table 6:  Impact of Demographic 

Characteristics on Study Variables 

 The current research also explored the 

combined impacts of personal and 

organizational demographic variables on study 

variables among industrial employees. The 

multiple regressions analyses were computed. 

To explore the impact ANOVA s F-ratio as 

model –fit (Field, 2009) was used. Multiple 

regressions coeffiecients in table 6 showed that 

demographic characteristics significantly 

impacted collectivism, uncertainty avoidance, 

time orientation, OC, emotional intelligence, 

organizational citizenship behavior, POS, 

organizational performance, and QWL with p≤ 

.01 except power distance and masculinity. 

These separate analyses showed significant 

model fit as evident from signicant values of F-

ratio and adjusted R
2 

values as variance 

indicator. The significant variance in study 

variables due to demographic variables ranged 

form 2.7%  to 13.6%. Age significantly 

predicted quality of life (β=.15***). Chen et al. 

(2016) confirmed impact of age on emotional 

intellignec and quality of worklife.  

 

 

Gender significantly impacted emotional 

intelligence, organizational citizenship 

behavior,  

and QWL (Ganesh & Paramasivam, 2014). 

Designation significantly predicted 

collectivism, uncertainty avoidance, OC, 

organizational citizenship behavior, 

organizational performance, and quality of work 

life. Education significantly predicted 

uncertainty avoidance, and POS. Higher 

education level impacts work related behaviors 

(Ahmad, 2017; Schieman & Glavin, 2011; 

Wright, 2002). Job experience significantly 

predicted emotional intelligence. The 

management levels predicted time orientation, 

OC, emotional intelligence, POS, QWL and 

organizational performance. Higher positions 

were also associated with higher organizational 

effectiveness (Nazarian & Atkinson, 2012). The 

salary of employees impacted time orientation, 

OC, emotional intelligence, POS, QWL and OP 

significantly. The incearse in asalary or income 

enhances quality of worklife (Ahmad, 2017; 

Schmidt & Dantas, 2012; Okpara, 2005; 

Wright, 2002).  
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The functional area or department of employees 

significantly impacted collectivism, POS, and 

organizational performance. The departmental 

differences impact the organizational processes 

differently and significantly (Dalton et al. 

1980).The organizational size predicted 

collectivism, OC and quality of worklife 

significantly. The organizational size impact 

organizational processes and behaviors (Dalton 

et al. 1980; Gray et al., 2003). 

This research study also got a number 

of limitations. The sample included less female 

employees. There were major differences in the 

designations, structure and ownership of 

organization. The lack of understanding of 

importance of the research and the resistance to 

give information was another big problem. 

Suggestions for future researches included that 

cross-cultural studies should be conducted. The 

current research model can be reproduced in 

other work settings. 
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