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Work-ethic
Orientation toward work which emphasizes dedication
to intense work, delay of immediate rewards,
conservation of resources, and the avoidance of waste
in any form (Beit-Hallahmi, 1979, p. 263).
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A multidimensional model of work
ethic.
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… belief in the value of work for it’s 
own sake, and the importance of 

work. 

… belief in the value of work for it’s 
own sake, and the importance of 

work. 



Work-ethic: a multidimensional 
secular contruct.
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…attitudes toward independence 
and reliance on one’s own 

abilities.

…attitudes toward independence 
and reliance on one’s own 

abilities.



Work-ethic: a multidimensional 
secular contruct.
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… belief in the virtue of a high level 
of effort.

… belief in the virtue of a high level 
of effort.



Work-ethic: a multidimensional 
secular contruct.
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… attitudes and beliefs about the 
importance of non-work 

activities.

… attitudes and beliefs about the 
importance of non-work 

activities.



Work-ethic: a multidimensional 
secular contruct.
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… belief in a just and moral 
existence.

… belief in a just and moral 
existence.



Work-ethic: a multidimensional 
secular contruct.
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Work
centrality

Work
centrality

Self-relianceSelf-reliance

Hard workHard work

LeisureLeisureMoralityMorality

Delay of 
gratification

Delay of 
gratification

Wasted timeWasted time… value of defered reward and 
an orientation on the future.  

… value of defered reward and 
an orientation on the future.  



Work-ethic: a multidimensional 
secular contruct.
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Work
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Hard workHard work

LeisureLeisureMoralityMorality

Delay of 
gratification

Delay of 
gratification

Wasted timeWasted time

… value placed on an active and 
productive use of time.

… value placed on an active and 
productive use of time.



Person Centered Approach

– Sample consists of multiple differentiated 
subgroups (latent classes/profiles)

– Profiles differ quantitatively
– Relations among variables may be different 

across profiles



Affective.

Continuance.

Normative.

Variable-centered

Job satisfaction
r=.42, p<.05

Intention to quit
r=-.34, p<.05

Variable Centered Approach



First steps.
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Identification of meaningful 
work ethic profiles using LPA.
Identification of meaningful 

work ethic profiles using LPA.

Examining the extent to which 
the profiles replicate across two 

large and divergent samples 
from Mexico and the US.

Examining the extent to which 
the profiles replicate across two 

large and divergent samples 
from Mexico and the US.



The Multidimensional Work Ethic Profile.
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(Miller, Woehr, & 
Hudspeth, 2002)

MWEP-SF
28 items 

(4 per dimension).
Likert scale



Mexico Profiles
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US Profiles
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Profiles Similarity Tests
(Morin, et al. 2016)

ΔABICΔBICΔCAICΔAICABCBICCAICAICSC#fpLLSimilarity

46343.6846537.546598.5146168.491,26561-23023.3Configuration

412,875346,149325,148473,18646756.5546883.6546923.6546641.671,16940-23280.8Structural

2920.042897,792890,8002940.1449676,6049781,4549814.4549581,821,59733-24757.9Dispersion

191,074184,719182,719196,81849867,6749966.1749997.1749778,641,38231-24858.3Distributional

Mexico USA



March 
2020

June 
2022

Assessing the stability of the profiles 
before and after the lockdown

in Mexico.



35% of employees felt they were AT LEAST 10% 
MORE PRODUCTIVE working from home.

On the contrary, 30% of managers believed their
employees were at least 10% LESS PRODUCTIVE 

working from home.

A perceptions’ shock

Results from a longitudinal study conducted in 
the US and published in HBR.

Bloom, et al., (2023)



Potentially a cognitive 
dissonance was 
experienced when 
employees were 
informed, they had to 
return to a hybrid or 
FTF modality.

“why should I have to return 
to the office if it is clear that I 
am more productive working 
from home, it does not make 
sense.”



The same research team found
that 32% employees did not want to 
return to work from an office following 
the pandemic. The primary demographic 
in this group were professionals with 
young children who lived in 
suburban areas.

In addition, it was found
that college graduate 
women with young 
children wanted
to work from home full-
time, almost 50% more 
than men.

Bloom, et al., (2023)



These findings suggest that a considerable 
proportion of employees felt they lost 
something in their lives when they had to 
get back to their offices, even in a hybrid
modality.

From the perspective of the psychological reactance 
theory (Brehm, 1966), it could be said that 
employees experienced a feeling of loss of 
certain key benefits they had working from home, 
and as a reaction, they faced an attraction 
towards these lost benefits.



What we expected.
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H1: The number and pattern of work 
ethic profiles will be consistent pre and 
post the pandemic lockdown.

H1: The number and pattern of work 
ethic profiles will be consistent pre and 
post the pandemic lockdown.

H2: The pandemic-based lockdown had a 
significant effect modifying the 

proportion of individuals in each profile.

H2: The pandemic-based lockdown had a 
significant effect modifying the 

proportion of individuals in each profile.



March 
2020

June 
2022

692 employees
Mean age 36.9
49.44% female
Respose rate

73%

568 employees
Mean age 40.4
48.4% female
Respose rate

60%

Samples pre & post lockdown.

Unpaired samples, 
because of 
anonymous

participation,
but extracted from

the same population
in both waves.



Measure.
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Delay of 
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Wasted timeWasted time

(Miller, Woehr, & 
Hudspeth, 2002)

MWEP
Spanish
28 items

(4 per dimension).
Likert scale

 α1,2 .73/.78

 α1,2 .74/.77  α1,2 .86/.87

 α1,2 .70/.73 α1,2 .71/.79

 α1,2 .67/.74 α1,2 .75/.80
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Profiles pre & post lockdown.



Are they
similar?



Profiles Similarity Tests
(Morin, et al. 2016)

Pre
lockdown

Post
lockdown

ΔSABICΔBICΔCAICΔAICEntropySABICBICCAICAICLLModel

.85924128.71024322.47424383.47524008.003-11943.502Configurational

-20.417-87.123-108.12421.794.85024108.29324235.35124275.35124029.797-11974.898Structural

-21.407-43.641-50.640-7.670.84824086.88624191.71024224.71124022.127-11978.064Dispersion

-7.886-13.969-16.240-3.961.84824079.00024177.74124208.47124018.166-11978.083Distributional 



The transitions

Live to
work
48.4%

Live to
work
47.9%

Work to
live

44.5%

Work
to live
27.1%

Work as a 
necessary

evil

6.9%

Work as a 
necessary

evil
25%

Pre

Pre

Pre

Post Post

Post

18%18%

Using multinomial logistic regressions, having age, sex, number of economic dependents,
and level of education as the independent variables, it was found in the post-lockdown
sample, that only age was significant; the higher the age of the employee, the higher the
likelihood to be assigned to the live to work profile, and the lower the age of the employee,
the higher the likelihood to be assigned to the work as a necessary evil profile.



What they felt they 
lost

Cuidado de menores, 
adultos mayores, o 

enfermos.

Avoiding commuting at 
rush hours, saving in 

transportation.

Eating healthy, cheaper & 
with family or friends.

Saving in clothing, 
wearing comfy
clothes, and the no 
need to follow a 
dress code.



What they felt the lost
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Our findings reflect that 
younger employees had 
a higher likelihood to 
move from the work
to live to the work as a 
necessary evil profile
than older collaborators. 
These findings are in line 
with the definition of the 
term recently coined in 
popular media and social
networks of “quiet 
quitting”.



Leaders need to 
understand and 
adapt to the 
changes in the 
attitudes and 
behaviors of their 
followers in an agile 
manner in the 
aftermath of a crisis, 
since they tend to feel 
more vulnerable, and 
are more willing to 
scrutinize the 
behaviors and actions 
of their leaders in this 
phase.






