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Abstract 
 

This study compares the perceptions of managers and workers from the public and high-
tech sectors regarding factors leading to promotion. A questionnaire containing a series of factors 
related to promotion was completed by 277 workers and 69 managers. The findings reveal that 
the differences between the high-tech and the public sector workers are much greater than 
between the managers from the two sectors.  Managers and workers from the high-tech sector 
and managers from the public sector perceive success in projects/missions as the most important 
factor in promotion decisions, while the public sector workers perceive organizational politics as 
the most important, followed by pressure on the supervisor (which also, partially, characterizes 
organizational politics). High-tech workers rank organizational politics second and pressure on 
the supervisor third. Managers from the public sector attribute higher importance to tenure in the 
organization, politics, age, and gender in promotion decisions, while high-tech managers 
attribute higher importance to education and success in projects/missions. The meaning of the 
findings and their implications for human resources management (HRM) and organizational 
performance are discussed in this paper. 

Keywords:  Promotions; Managers; Public Sector; High-Tech Sector; Human Resources 
Management; Israel 

 
Introduction 

 
From the employees’ perspective, promotion is not only an expression of gratitude and 

reward for effort, but also a chance for self-fulfillment and career advancement, satisfying an 
individual's need for achievement and success. However, for an organization, a promotion is 
both an expression of gratitude and a motivational tool. There is no doubt that promotions bring 
the additional benefit of "binding" the worker to the organization and preventing "brain drain". 
Promotion (or 'organizational career development’) is a positive necessity for an organization 
and is one of the most important tools in HRM (Bore, 1997). 
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Promotions are a sensitive, emotionally loaded subject. Extensive use of non-rational 
considerations and a lack of transparency regarding promotions, beside the ethical problem, 
create anger, frustration and low performance (Baptiste, 2008) as well as a decrease in work 
performance, involvement and commitment, and higher rates of absenteeism (Bonnie-Bei & 
Carolyn, 2005; Fairris, 2004; McKay, 2004). Such a promotion process leads to turnover not 
only among the low level workers, (Chun-Hsien, Mu-Lan & Nai-Hwa, 2006; Fairris, 2004) but 
also among the middle and top managers (Eby, Allen & Brinley, 2005; Saporta & Farjoun, 
2003). 

Managers do not seem to be objective in their decision-making of who to promote and 
the negative outcome is that many employees, especially in the public sector, claim that 
promotion is based on who you know and not what you know; that the impression one makes 
and playing the promotion “game” can lead you to the top management (Singh, Kumra & 
Vinnicombe, 2002). Thus, they feel that anyone wishing to advance in the employment world is 
required to invest great efforts into establishing interpersonal relationships with the right people 
rather than investing their efforts in improving their work performance for the benefit of the 
organization (Deondra, 2006).  

One assumption is that organizations operating in a competitive environment will strive 
to maximize human potential to survive the business competition; therefore, promotion 
according to whom you know is more prominent in public organizations where there is little or 
no competition. Another assumption is that public organizations are related to national politics 
and therefore the organizational politics will have a major impact on their activities (Vigoda & 
Drory, 2006; Vigoda & Kapoon, 2005), including the promotion process.  

While there is much research that compares the perceptions of employees in the private 
and public sector regarding politics and performance, to the best of our knowledge there are no 
comparative findings between the high-tech industry (as a unique part of the private sector) and 
the public sector and from the managers’ and workers’ perspectives, regarding varied factors in 
getting promotions. This study investigates the perception gaps regarding promotion factors by 
comparing the high-tech and public sectors, by comparing managers from the two sectors, and by 
comparing workers from the two sectors. The gaps can reveal a mismatch of expectations and 
destructive behaviors; accordingly, we can suggest practical implications to deal with the 
perception gap. 
 
The private and public sectors 

In his classical study, Murray (1975) compared characteristics of the private and the 
public organizations. The differences focus on five main points: 
1. Criteria for goal realization: In a private organization there are purely economic 
considerations, while in a public organization there are blurred considerations meant to 
ultimately achieve consensus among the various population components. 
2. The degree of activity and emphasis on values: In a private organization there are simple 
activities and a limited emphasis on values, while in a public organization there are complex and 
value-based activities that serve the interests of different and sometimes opposing groups. 
Frequently, such activities result in extensive extra-organizational and intra-organizational 
politics. 
3. Law: Private organizations may act within any framework that is not against the law, while 
public organizations have to obey the law exclusively. 
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4. Exposure and auditing: A private organization is less exposed to auditing because of 
alternatives available to the client, while a public organization can be subjected to a long list of 
auditors and supervising bodies. 
5. Dependence upon the system: A private organization is free from politicization, while a 
public organization is often impacted by, and must always be cognizant of, politics. 

The inherent politics in the public sector and the inherent profitability goals in the private 
sector can explain the main differences between the two sectors' function and performance. We 
cannot deny that the main factor for the differences is the level of external pressure. According to 
Pfeffer (1992), the higher the external pressure (competition) on the organization, the lesser the 
internal organizational politics and the higher the inter-organizational politics will be. When 
examining at a continuum based on degree of environmental stability and an organization's 
chances of survival, the private organizations (especially the high-tech companies) are at one end 
of the spectrum and the public monopolies, operating in a secure stable environment, are at the 
other end (based on the continuum of organic-mechanistic organizations by Barnes and Stalker, 
1961). Clearly, the latter types of organizations are more internally focused, less exposed to a 
turbulent environment, and usually do not face a high level of uncertainty (Harpaz & 
Meshoulam, 2004); therefore, they are more prone to considerations based on personal relations, 
organizational politics, tenure, and gender when granting promotion, and less prone to rational 
business considerations (Jackson & Schuler, 2000; Vigoda, 2002). 

Although recently many of the world’s nations have introduced a significant level of 
competition into the public sector (many public bodies and mechanisms have to justify their 
mere existence by the comparison between their performances and those of their competitors in 
the private sector in the fields of employment, health, education, and even security), this 
competition level is still not similar to that in the private sector (Vigoda, 2002; Vigoda & Kapun, 
2005).  

Vigoda and Kapun (2005) have found significant differences between the private and the 
public sector employees in all nine items reflecting politics perception. The public sector 
employees show lower agreement with the statements "promotions in this department generally 
go to top performers", "since I have worked in this department, I have never seen the pay and 
promotion policies applied politically" and "rewards come only to those who work hard in this 
organization" than the private sector employees.  They also show higher agreement with the 
statement "favoritism rather than merit determines who gets ahead around here" than the private 
sector employees. Therefore, this explanation strengthens the expectation that we will find more 
internal politics at play in the public sector than in the private sector.  

 
The public and high-tech sectors in Israel 

Israel was established in 1948 as a welfare state with its economy and society managed 
by a highly centralistic system that favors the public sector at the expense of the private sector 
(Vigoda, 2007). Since the 1970s, the Israeli economy has shifted from a centralized socialistic 
economy, with employment virtually guaranteed for almost all, to a capitalist market economy 
characterized by an uncertainty of employment (Sharabi & Harpaz, 2010). The 1980s 
privatization of state-controlled organizations led to the decrease of the sacred institution of 
‘work tenure’. It also led to an increase in the unemployment rate and employment uncertainty in 
the labor force (Sharabi & Harpaz, 2013). 

The public sector (especially the governmental units) reacted slowly to the change and 
became more efficient. The employees still have tenure status and their unions are very militant 
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in preserving the employee's historical condition. In addition, the public sector still suffers from 
high political involvement that limits the rational, effective and efficient decisions and policy 
(Vigoda & Kapun, 2005; Sharabi, 2012).      

The trend of global high-tech growth has made a major impact on the Israeli economy 
and society. The first high-tech organizations were founded at the end of the 1960s, but only at 
the beginning of the 1980s was there prosperity of Israeli high-tech organizations occurring 
simultaneously with the opening of subsidiaries by large multinational corporations (Blumen & 
Hareli, 2006; Sharabi, 2008). The development of the high-tech industry has particularly 
influenced managerial philosophy, attitudes, and behavior in the workplace (Harpaz & 
Meshoulam, 2004). HRM faced the new challenges of managing a multi-cultural, multi-value 
workforce. The HRM and management practices applied by the high-tech industry, such as 
flexible work agreements, 'high performance work systems' and organizational career systems, 
permeated the public sector (Sharabi, 2008).   

The significance of the high-tech sector in the Israeli economy goes far beyond its sheer 
size or the number of its employees. For example, in 1999, more than 52 percent of all 
investments in industry, 41 percent of all exports, and over 23 percent of all industrial revenues 
(the highest of all the segments in industry) came from the high-tech sector (Harpaz & 
Meshoulam, 2004). Today, there are many multinational corporations that have invested in 
Israeli technology and opened subsidiaries in Israel (e.g. Motorola, Cisco, Intel, IBM, Google, 
Microsoft, and Philips) (Invest in Israel, 2008).  

This research was conducted on one corporation subsidiary in Israel and on one of 
Israel’s governmental units, with the purpose of comparing the employees’ perceptions of factors 
influencing promotion. 
 
Promotions in Organizations and their Effect on Employees  

Many scholars perceive promotion as one of the most important components of 
employer-employee relations (e.g. Bore, 1997; Fenwick & Bierema, 2008; James, 2000; Saporta 
& Farjoun, 2003). As far as a worker is concerned, a promotion is not only an expression of 
gratitude and a reward for effort, but also a chance for self-fulfillment and career advancement, 
satisfying an individual's need for achievement and success.  However, for an organization, a 
promotion is both an expression of gratitude and a motivational tool. There is no doubt that 
promotions bring the additional benefit of "binding" the employee to the organization and 
preventing "brain drain". Promotion (or Organizational Career Management) is a positive 
necessity for an organization and is one of the most important tools in HRM (Bore, 1997).  

It was found that a lack of promotion opportunities, flawed promotion processes, and the 
perception of unfairness in the promotion decisions, are all related to a low level of performance, 
a low level of loyalty and commitment (Bonnie-Bei & Carolyn, 2005; McKay, 2004; Williams & 
O'Reilly, 1998) and high turnover and absenteeism (Chun-Hsien, Mu-Lan and Nai-Hwa, 2006; 
Eby, Allen & Brinley, 2005; Fairris, 2004; Saporta & Farjoun, 2003). Furthermore, these 
negatively affect employees' wellbeing and performance (Baptiste, 2008). Actually, individuals 
who are more involved and socially integrated, those who perform better at work, and those who 
are more committed to the organization, will have greater chances of being offered promotions, 
and vice versa (Williams & O'Reilly, 1998). 

The replacement costs of talented employees are high not only due to the HR functional 
aspects (e.g. recruiting, selecting, interviewing, staffing, training and development) but mainly 
due to the intellectual capital aspect; i.e.: departure of employees who are familiar with 
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processes, work methods, knowledge, operating systems, classified information, etc. According 
to this, maintaining and promoting good employees is the main mission of public and private 
sectors (Sharabi, 2008). In addition to the above, promotions according to “who you know” are 
likely to be a means for discrimination against women and minorities and may result in lawsuits 
against organizations. 
 
Variables that Effect Promotions 

Varied studies found correlations between personal similarities between employers and 
employees and promotion opportunities. These similarities may be expressed between workers at 
the same level, or between a worker and a supervisor, through sharing the same perspective, 
responding in similar ways, interpersonal trust, and personal commitment. The greater the 
number or degree of similarities, the more "bonus points" (social capital) credited to the worker. 
Thus, a particular worker becomes a natural candidate for promotion (James, 2000; Eagleson, 
Waldersee & Simmons, 2000). 

Furthermore, wider social capital allows individuals to draw on more resources from 
other members of the network, which can be very useful in the labor market. Various studies 
have found that these social ties are crucial for success in job seeking, recruitment, professional 
career development, and promotional processes (Easley & Kleinberg, 2010; Sharabi & 
Simonovich, forthcoming). This is typical of organizational politics and emphasizes the 
importance of personal connections in achieving promotions. Organizational political games are 
one of the tactics employees use to pursue personal interests, including pay and promotions 
(Vigoda and Drory, 2006; Deondra, 2006). Similarly, Singh, Kumra and Vinnicombe, (2002) and 
Deondra (2006) assume that employees, by not using political tactics or "impression games", are 
limiting themselves from achieving personal goals such as promotion. In order to survive and 
advance in an organization, employees must use political tools such as being familiar with the 
organizational culture, identifying the sources of power, nurturing relations with superiors, 
cooperating with colleagues and other figures of power, building a positive, well-liked image, 
etc. (Vigoda & Drory, 2006; Vigoda & Kapoon, 2005). 

Other studies have focused on the effect of demographic variables, such as ethnicity, 
gender and seniority on promotion opportunities (James, 2000; Taniguchi, 2006; Tharenou, 
2001). One aspect reported in various studies is that educational similarities (i.e., level of 
education, educational institution attended, and type of certification) are also factors considered 
by supervisors when making a decision regarding the promotion of employees (Bonnie Bei & 
Carolyn, 2005; Sharabi, 2008). This notion is familiar to the Israeli organizational culture, for 
instance, where upper level managers who were formerly senior military commanders, ensure the 
addition of newly retired high-ranking military commanders to their organizations (Tzafrir, 
Baruch & Meshoulam, 2007). Although this is not a case of educational similarities, the similar 
background creates empathy and may be a factor taken into consideration when making 
promotion related decisions (Bonnie Bei & Carolyn, 2005; Tzafrir et al., 2007).  

When examining promotion by gender in Israel, it is evident that although women were 
53 percent of the workforce in 2011, most of them were employed in traditional feminine 
occupations characterized by low wages, such as teaching, secretarial work, sales, etc. (Statati-
Kal, 2013). Data from the Statistical Abstracts of Israel (Statati-Kal, 2013) shows that although 
the percentage of women managers has more than tripled over the past 30 years, in 2011 34 
percent of the managers were women, but most of them were concentrated mainly in the field of 
Human Resources, which is considered more feminine, and thus they are discriminated against 
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with regards to working conditions – basic wages, benefits and stock options. The percentage of 
women CEOs is only about 6 percent of the total CEOs.  

 
Method 

 
The Samples 

Our public sector sample was based on 166 employees who returned the questionnaires 
that were distributed (42 percent of the questionnaires were returned to the date of this writing). 
They were from public governmental agencies in several geographical locations (the center and 
the north of Israel). 141 of them were workers and 25 managers. 55.4 percent were men and 44.6 
percent were women. 16.9 percent had secondary school education; 46.4 percent had some 
college or vocational-technical education; and 36.7 percent had first or higher academic degree. 
The mean age was 44.2 years. Our high-tech sector sample included 180 employees in an 
international high-tech corporation’s subsidiary located in Israel. The questionnaires were 
distributed and collected by the author at the work place (88.3 percent of the questionnaires were 
returned). The sample included 136 workers and 44 managers in the R&D area. 83.9 percent 
were men and 16.1 percent were women. 59.4 percent had first degree, 38.9 percent had second 
degree and 6.7 percent had third degree. The mean age was 32.3 years. 
 
The questionnaire 

A questionnaire containing several demographical questions (age, sex, educational level, 
status: worker/manager etc.) and a series of factors related to promotion. The employees were 
asked to rate the degree to which they agreed to the next statement, ranging from 1="very little" 
to 7="very much". 

Statement: Promotions in your organization are based on: 

1. Education 

2. Tenure in the organization 

3. Professional experience 

4. Success in projects/missions  

5. Politics - social relations with the “right” people 

6. Multi-disciplinary professional knowledge 

7. Constant pressure by worker on the supervisor (including presenting letters of recognition, 
certificates of excellence, etc). 

8. Age 

9. Gender 

10. Luck (or "being the right person at the right time") 

 
The Findings 

 
The means and the correlation coefficients of the two sectors are presented in Tables 1 

and 2. The general means in Table 1 indicate that public sector employees believe that 
organizational politics is the most important factor influencing promotion (5.42), followed by  
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Table 1: Factors influencing promotions in the public sector 
Factors Meana S.D. 1 2 3 4 5 

1. Education   4.13 (6) 2.15 -     

2. Tenure in the organization 5.01 (2) 2.34 .07 -    
3. Professional experience 4.40 (5) 2.72 .17 .23 -   
4. Success in projects/missions 4.64 (4) 2.16 .25 .00 .25 -  
5. Politics  5.42 (1) 2.24 -.21 .39 -.23 -.56 - 
6. Multi-disciplinary knowledge 3.69 (8) 2.17 .13 -.14 .15 .21 -.29 

7. Pressure on the supervisor 4.84 (3) 2.63 -.33 .42 .11 -.60 .71 

8. Age 3.88 (7) 2.37 .19 .76 .52 -.18 .34 
9. Gender 3.52 (9) 2.43 -.12 -.01 .13 -.05 .36 
10.  Luck  3.44 (10) 2.42 -.35 .23 -.31 -.24 .31 
11.  Employee’s education  2.33    .93 .15 .23 -.12 -.21 .02 
12.  Employee’s age 44.3  10.17 -.22 .18 .31 .12 .38 
13.  Employee’s gender c 1.45    .50 -.03 -.02 -.10 -.23 .41 

 
Table 1 (Continue): Factors influencing promotions in the public sector  

Factors 6 7 8 9 10 11 12 

1. Education          
2. Tenure in the organization        
3. Professional experience        
4. Success in projects/missions        

5. Politics         
6. Multi-disciplinary knowledge -       

7. Pressure on the supervisor -.12 -      
8. Age -.06 .22 -     
9. Gender -.06 .47 .16 -    
10.  Luck  -.20 .44 -.12 .19 -   

11.  Employee’s education  .19 -.07 .12 -.02 -.24 -  
12.  Employee’s age .25 .41 -.15 .23 .19 .30 - 
13.  Employee’s gender c .12 .44 -.23 .46 -.02 -.18 -.04 

a. Rankings are in parentheses 
b. Correlations higher than .16 are significant at P<.05 
c. 1-Male, 2-Female 
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tenure (5.01) and pressure on the supervisor (4.84). Success in projects/missions, experience, and 
education are all considered to have similar, medium influence on promotions. 

The general means of high-tech employees (Table 2) indicate that they believe that 
success in projects at work (6.38) is the most important factor influencing promotion, followed 
by education (4.80), and multi-disciplinary knowledge (4.63). Organizational politics, 
experience, pressure on the supervisor, and luck are all considered to have similar influence on 
promotions. 

We see in the two sectors, that education, success in projects/missions, experience, and 
multi-disciplinary knowledge are negatively correlated to politics and pressure on the supervisor. 
Moreover, the employee's age was positively correlated with the promotional factors of 
professional experience, multi-disciplinary knowledge, politics, and pressure on the supervisor. 

 
Table 2: Factors influencing promotions in the high-tech sector 

Factors Meana S.D. 1 2 3 4 5 

1. Education   4.80 (2) 1.65 -     

2. Tenure in the organization 3.01 (8) 1.59 -.06 -    

3. Professional experience 4.10 (5) 1.53 .27 .47 -   

4. Success in projects/missions 6.38 (1) 1.38 .37 -.07 .21 -  
5. Politics  4.27 (4) 1.85 -.51 .22 -.18 -.46 - 

6. Multi-disciplinary knowledge 4.63 (3) 1.45 .23 -.31 .19 .32 -.41 

7. Pressure on the supervisor 4.03 (6) 2.10 -.44 .25 -.26 -.52 .60 

8. Age 2.31 (9) 1.34 -.04 .52 .43 -.01 .03 

9. Gender 1.84 (10) 1.41 -.30 .16 .01 -.09 .28 

10.  Luck  3.94 (7) 1.97 -.33 .19 -.22 -.19 .37 

11.  Employee’s education  3.47  .60 .22 .02 .33 .53 -.12 

12.  Employee’s age 32.3  6.97 -.10 .12 .18 .02 .33 

13.  Employee’s gender c 1.16  .35 -.09 .08 -.20 -.11 .22 

a. Rankings are in parentheses 
b. Correlations higher than .16 are significant at P<.05  
c. 1-Male, 2-Female 

 
A comparison between managers from the two sectors (Table 3) shows that public sector 

managers attribute significantly higher importance to tenure, politics, age, and gender while 
high-tech managers attribute significantly higher importance to education and success in 
projects/missions. A multivariate significant difference was found for the importance of 
promotion factors (F(9,68) = 15.63, p < .01). Although the managers from the high-tech and public 
sectors ranked success in projects/missions as the most important factor for promotions, followed 
by education, the high-tech managers gave significantly higher scores to these two factors than 
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their colleagues from the public sector. Among high-tech managers, multi-disciplinary 
knowledge and professional experience were ranked third and fourth, whereas among public 
sector managers, professional experience and tenure in the organization were ranked third and 
fourth. High-tech and public sector managers ranked politics in the sixth place, but public sector 
managers gave significantly higher scores to the effect of politics on promotions. 

 
Table 2 (Continue): Factors influencing promotions in the high-tech sector 

Factors 6 7 8 9 10 11 12 

1. Education          

2. Tenure in the organization        

3. Professional experience        
4. Success in projects/missions        
5. Politics         

6. Multi-disciplinary knowledge -       

7. Pressure on the supervisor -.36 -      

8. Age -.12 .07 -     

9. Gender .03 .23 .27 -    

10.  Luck  -.32 .43 -.00 .05 -   

11.  Employee’s education  .27 -.26 -.11 -.09 .19 -  

12.  Employee’s age .26 .41 -.22 .14 .07 .36 - 

13.  Employee’s gender c -.08 .31 -.17 .36 .27 -.32 .15 

a. Rankings are in parentheses 
b. Correlations higher than .16 are significant at P<.05 
c. 1-Male, 2-Female 

 
A comparison between workers from the two sectors (Table 4) shows significant 

differences in their perceptions regarding most of the factors relating to promotion and a 
multivariate significant difference was found for the importance of promotion factors (F(9,275) = 
32.14, p < .001). High-tech workers attribute significantly higher importance to education, 
success in projects/missions, multi-disciplinary knowledge, and luck while public sector workers 
attribute significantly higher importance to tenure, politics, age, and gender. The high-tech 
workers ranked success in projects/missions as the most important factor influencing promotion, 
followed by politics, pressure on the supervisor, and multi-disciplinary knowledge. The public 
sector workers ranked politics as the most important factor influencing promotion, followed by 
pressure on the supervisor, tenure, and success in projects/missions. Pressure on the supervisor as 
a promotion factor was ranked seventh and ninth among the managers from the high-tech and 
public sectors respectively.  
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Since the sample of high-tech employees was significantly younger, more educated, and 
had a lower percentage of women than the sample of public sector employees, regression 
analysis was conducted to investigate the effect of the participant’s demographic variables.   

 
Table 3: Managers’ Perception of the Factors Influencing Promotions in Public and High Tech 

Sectors  

a. Rankings are in parentheses 
b. t-tests of promotion factors between public sector managers and workers were significant (p<.o5) 
c. t-tests of promotion factors between high-tech managers and workers were significant (p<.o5)  
*P<.05;   **P<.01;   ***P<.001 

 
Overall, the organization sector and employee status (worker-manager) have the highest 
prediction rates regarding the promotion factors, especially regarding pressure on the supervisor 
(β= -.44, p<.001; β= -.31, p<.001 respectively) and politics (β= -39, p<.001; β= -.31, p<.001 
respectively). Women bestow higher impotence to the influence of gender than men (β= .13, 
P<.05). Besides that, gender and age have low effect on the promotion factors and they can 
hardly explain the perception differences. 

 
Discussion 

 
Our assumption that high-tech organizations which operate in a competitive environment 

would involve less politics than public sector organizations which are related to national politics, 
were confirmed among managers and workers from the two sectors. The most important factor 
influencing promotion according to high-tech managers and workers was success in 
projects/missions and that corresponds with one of the stated goals of the organization, namely 
"results orientation". Organizational goals are achieved mainly through the success ratio of 
workers in various projects. The low ranking given by workers and managers to tenure in 
promotion decisions (in comparison to managers and employees in the public sector) reflects the 

 High-tech 
sector managers 

Public sector 
managers 

 
Promotion factors 

t value S.D. Meana S.D. Meana 

-2.28* 1.72  (2) 5.42 2.32  (2) 5.21 Education   

 4.44*** 1.40  (8) 2.56 2.24  (4) 4.63 Tenure in the organization 

 1.34 1.51  (4) 3.94 2.88  (3) 4.70 Professional experience 

-2.25* 1.12  (1) 6.72 2.11  (1) 5.77 Success in projects/missions  

 3.20*** 1.44  (6) 2.61 2.21  (6) 4.14 Politics  

-0.51 1.41  (3) 4.73 2.10  (5) 4.48 Multi-disciplinary knowledge 

0.13 1.78  (7) 2.57 2.52  (9) 2.64 Pressure on the supervisor 

 3.38*** 1.12  (9) 2.10 2.26  (8) 3.58 Age 

 2.34* 1.08   (10) 1.44 2.33 (10) 2.42 Gender 

 1.22 2.02  (5) 3.28 2.66  (7) 4.01 Luck  
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belief that tenure in the organization does not guarantee successful performance in high-tech 
organizations. This belief, typical of the high-tech sector, exemplifies a major difference between 
the private sector as a whole, and public organizations, where tenure is a major factor in 
promotion (Vigoda, 2002). 

 
Table 4: Workers’ Perception of the Factors Influencing Promotions in Public and High Tech 

Sectors  

a. Rankings are in parentheses 
b. t-tests of promotion factors between public sector managers and workers were significant (p<.o5) 
c. t-tests of promotion factors between high-tech managers and workers were significant (p<.o5)  
*P<.05;   **P<.01;   ***P<.001 
 

The key to high-tech organizational survival is to stay on the “cutting edge” of 
technological advances by operating in technology-driven markets. Therefore, high-tech 
organizations are more exposed to the external environment, which is characterized by complex 
and global markets; in fact, the business environment directs them to competition and 
achievement. An additional characteristic of high-tech industries is a high growth rate (Harpaz & 
Meshoulam, 2004; Kunda, 2006), hence there are rapid promotions (Kunda, 2006). The highly 
skilled, high-tech workforce must be able to adapt to the demands of an ever-changing and 
uncertain industry; hence, promoting suitable workers for achieving the organizational business 
goals has to be based mainly on success in projects/missions as well as on professional 
experience, multi-disciplinary professional knowledge, and education. (Kunda, 2006).  

Although managers from the public sectors rank success in projects/missions as the most 
important factor influencing promotion, its importance is significantly lower for the public sector 
managers than for their colleagues from the high-tech sector. Public sector workers rank politics 
as the most important factor influencing promotion, followed by pressure on the supervisor, 
while surprisingly, high-tech workers rank them second and third, respectively. These gaps raise 
the question of whether workers' perceptions are unsubstantiated, or whether workers are rational 
and try to maximize their chances of promotion. Workers from both the high-tech and especially 

 High-tech sector  
workers 

Public sector 
workers 

 
Promotion factors 

t value S.D. Meana S.D. Meana 

-2.26* 1.62 (4) 4.59 c 2.12 (7) 3.90b Education   

 6.65*** 1.66 (8) 3.27 c 2.36 (3) 5.13 Tenure in the organization 

   .79 1.54 (7) 4.12 2.69 (5) 4.36 Professional experience 

-6.64*** 1.46 (1) 6.20 c 2.17 (4) 4.42b Success in projects/missions  

  2.73** 2.00 (2) 4.93 c 2.25 (1) 5.71b Politics  

-3.83*** 1.47 (5) 4.52 2.18 (9) 3.54 b Multi-disciplinary knowledge 

 1.88 2.22 (3) 4.66 c 2.65 (2) 5.28 b Pressure on the supervisor 

 5.57*** 1.42 (9) 2.42 2.39 (6) 3.94 Age 

 5.80*** 1.41 (10) 2.14 c 2.45 (8) 3.67 b Gender 

-3.06** 1.95 (6) 4.20 c 2.38 (10) 3.30 b Luck  
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the public sector, from their experience in the sector milieu, assume that promotion can be 
achieved mainly via politics (having the right "connections", lobbying, "advertising/promoting" 
themselves in one way or another) and by applying pressure, directly or indirectly, on their 
managers to promote them (Deondra, 2006; Singh et al., 2002; Vigoda & Drory, 2006). Workers, 
especially from the public sector, who do not apply these tactics, jeopardize their chances of 
promotion.  

These findings also indicate that there is a lack of transparency in the processes of 
evaluating and promoting workers, since using and applying clear criteria for promotion should 
have prevented this discrepancy between managers and workers. A situation in which only 
partial information is available, together with many rumors about what influences promotions, 
would cause differences between the perceptions of workers and managers, especially 
concerning politics and pressure on the supervisor, as promotion factors. 

The greatest and most significant gaps between managers and workers in the two sectors 
were in the scores and rankings given to politics and pressure on the supervisor. Managers gave 
low scores and rankings to these factors, possibly because they did not want to reveal their 
weakness and lack of objectivity in promotion decisions or because they were actually unaware 
of how much they were affected by these pressures, or perhaps this is indeed what they believe. 
These gaps raise the question of whether workers' perceptions are unsubstantiated, or whether 
workers in a political environment try to maximize their chances of promotion. 

It is interesting to see that public sector managers ranked luck – "being the right person at 
the right time" higher than workers. Among those managers, luck was ranked similar to politics 
and higher than pressure on the supervisor. It is not certain whether this is coincidental or not. As 
noted previously, the low rankings of politics and pressure on the supervisor are understandable 
(even if they are indeed part of the considerations). Managers are expected to base promotion 
decisions on extensive objective considerations. Perhaps the notion that a promotion is based on 
"luck" is a way of avoiding criticism that these decisions are affected by subjective 
considerations. It might be better perceived if a manager claims that a worker was promoted 
because of luck rather than politics or personal relations. We have not come upon any research 
dealing with the effect of luck in the promotion process so it needs further investigation. 

Although gender is ranked at the end of factors influencing promotion, there is a 
troublesome gap between managers and between workers regarding the influence of gender in 
the promotion process. Managers and workers in high-tech give much lower importance to this 
factor in contrast to their colleagues in the public sector. It can be assumed that public sector 
employees believe that there is more sex discrimination in the promotion process than high-tech 
employees. 

It is likely that workers act according to how they are evaluated, appreciated, and 
rewarded. Therefore, they will prefer to devote their time and energy to organizational politics, 
as well as putting pressure on superiors, rather than succeeding in projects and acquiring more 
knowledge, education, and experience. Hence, workers focus on activities that they perceive are 
crucial to their personal success, but which do not necessarily contribute to the organization's 
success, thus reducing organizational effectiveness. 

In international high-tech companies, supporting an organizational culture of innovation, 
diversity management, and maximizing personal potential, is essential to coping with 
environmental demands. Furthermore, the growth of the high-tech industry is more dependent on 
successful HRM in terms of enhancing motivation, loyalty, commitment, and workers’ wellbeing 
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(Harpaz & Meshoulam, 2004; Baptiste, 2008). Promoting the most suitable candidates regardless 
of subjective variables is one of the main bases for reaching the above advantages.  

Global competition, together with the privatization process of the public sector in western 
countries, requires an increasing efficiency of organizations, and obligates management to focus 
on improving the way in which promotions are determined. The perception of public sector 
employees in our research that seniority is the third most important factor (after politics and 
pressure on a supervisor) was found to be a major factor in promotion in public organizations 
(Vigoda, 2002; Vigoda & Kapoon, 2005). According to this, young talented employees will find 
it harder to progress in the public sector than in the private sector since seniority is one of the 
most important factors in promotions. Seniority in the organization does not guarantee successful 
performance in an organization and the HRM has to balance the promotion of young talented 
employees and senior experienced employees.  

HRM practitioners' missions are to insure that career path planning complies with 
organization strategy and needs, and to set objective requirements for each promotion. Hence, 
they need to assure that those workers who contribute the most to the organization’s success are 
promoted by developing and using relevant criteria for promotions. In addition, more and more 
HR managers today consider the promotion process as a main issue in Corporate Social 
Responsibility (Fenwick & Bierema, 2008). 

The findings of this study reveal that workers perceive organizational politics and 
constant pressure on the supervisor (which also partially characterizes organizational politics) as 
important factors in influencing promotion decisions. Organizational politics based on personal 
relations, cooperation, interests, etc. create a preference for promoting workers similar to 
managers in their personal traits, gender, ethnicity, academic institution, place of residence, 
membership in various organizations and so forth. Using these characteristics in the promotion 
process does not support "Diversity Management" and legal/ethical norms, or Corporate Social 
Responsibility. HRM professionals have to assimilate an equal opportunity policy in promotion 
decisions, and support the advancement of discriminated-against groups (See suggestions by 
Woodhams & Lupton, 2006). 

 A survey such as this one, performed periodically in an organization, may help HR 
professionals identify patterns or changes in workers' perceptions regarding the factors 
influencing promotions. HR professionals may then be able to implement appropriate 
interventions to prevent burnout of organizational values and norms. Learning and development 
intervention can generate awareness among managers about non-relevant factors affecting their 
promotion decisions. With such intervention, managers will, hopefully, be able to focus on 
objective criteria regarding promotions to the mutual benefit of the company and the workers.   

The limitations of the study are related to the sample. While the sample of the public 
sector was drawn from several governmental agencies located in different geographical areas, the 
sample of the high-tech employees was drawn from one organization. The samples were rather 
small (especially the small number of public sector managers), yet it allowed us to execute 
statistical tests and draw conclusions.   

Future studies in this field should widen the samples and compare varied high-tech and 
public sector organizations to gain more insights on the subject. Furthermore, they will benefit 
from the combination of qualitative and quantitative data on the perceptions of employees from 
the two sectors regarding factors influencing promotion. In a wider perspective, cross-cultural 
studies that compare employees from different countries (in high-tech and public sectors) can 
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provide better understanding of the effect of culture, economic and political situation on their 
perceptions regarding the factors influencing promotion. 

 
References 

 
Baptiste, R. N. (2008). Tightening the link between employee wellbeing at work and performance: A 

new dimension for HRM. Management Decision, 46(4), 284-309. 
Blumen, O. & Hareli, S. (2006). How children feel about their fathers' work in the hi-tech sector. 

International Journal of Work Organization and Emotion, 1(4), 317-335. 
Bonnie Bei, Y., & Carolyn, P. E. (2005). Human resource management practices and affective 

organizational commitment: A comparison of Chinese employees in a state-owned enterprise 
and a joint venture. Asia Pacific Journal of Human Resources, 43(3), 332-60. 

Bore, M. (1997). Promotion as a tool for organizational planning. Human Resources, 112, 12-13. 

Burns, T. & Stalker, G. (1961). The Management of Innovation. London: Tavistock. 

Chun-Hsien, L., Mu-Lan, H., & Nai-Hwa, L. (2006). The impacts of benefit plans on employee 
turnover: A firm-level analysis approach on Taiwanese manufacturing industry. International 
Journal of Human Resource Management, 17(11), 1951-75. 

Deondra, S. C. (2006). Human-resource professionals' perceptions of organizational politics as a 
function of experience, organizational size, and perceived independence. The Journal of Social 
Psychology, 146, 717-32. 

Eagleson, G., Waldersee, R., & Simmons, R. (2000). Leadership behavior similarity as a basis of 
selection into a management team. British Journal of Management, 36, 319-48. 

Easley, D., & Kleinberg, J. (2010). Networks, crowds, and markets. Reasoning about a highly 
connected word. New York, NY: Cambridge University Press.  

Eby, T. L., Allen, D. T., & Brinley, A.  (2005). A cross-level investigation of the relationship 
between career management practices and career-related attitudes. Group and Organization 
Management, 30(6), 565-97. 

Fairris, D. (2004). Internal labor markets and worker quits. Industrial Relations, 43(3), 573-94. 

Fenwick, T., & Bierema, L. (2008). Corporate social responsibility: Issues for human resource 
development professionals. International Journal of Training and Development, 12(1), 24-35. 

Harpaz, I. & Meshoulam, I. (2004). Differences in the meaning of work in Israel: Workers in high-
tech vs. traditional work industries. The Journal of High Technology Management Research, 
15(2), 163-182. 

Invest in Israel (2008). Jerusalem: Ministry of Industry Trade and Labor, Foreign Trade 
Administration, Investments promotion center. 

James, E. H. (2000). Race-related differences in promotions and support: Underlying effects of 
human and social capital. Organization Science, 11(5), 493-508. 

Kunda, G. (2006). Engineering hulture: Control and commitment in a high-tech corporation. 
Philadelphia, PA: Temple University Press. 

47 

javascript:void(0);


McKay, C. S. (2004). Securing commitment in an insecure world: Workers in multinational high-
tech subsidiaries. Economic and Industrial Democracy, 25(3), 375–410. 

Murray, M. A. (1975). Comparing public and private management – An exploratory essay. Public 
Administration Review, 35, 364-371. 

Pfeffer, J. (1992). Managing with power. Boston, MA: Harvard Business School Press. 

Saporta, I., & Farjoun, M. (2003). The relationship between actual promotion and turnover among 
professional and managerial-administrative occupational groups. Work and Occupations, 3(3), 
255-280. 

Sharabi, M. (2008). Promotion according to who or what you know: Managers' and workers' 
perception of factors influencing promotion. Human Resource Development International, 
11(5), 545-554. 

Sharabi, M. (2012). Performance or politics: Promotions in the Israeli public sector. Public 
Administration Research, 1(1), 113-120. 

Sharabi, M., & Harpaz, I. (2010). Improving employee's work centrality improves organizational 
performance: Work events and work centrality. Human Resource Development International, 
13(4), 379-392. 

Sharabi, M., & Harpaz, I. (2013). Changes of work values in changing economy: Perspectives of 
men and women. International Journal of Social Economics, 40(8), 692-706. 

Sharabi, M., & Simonovich, J. (forthcoming). Weak ties for a weak population: Expanding personal 
social networks among unemployed to increase job seeking success. Journal of Employment 
Counseling. 

Singh, V., Kumra, S., & Vinnicombe, S. (2002). Gender and impression management: Playing the 
promotion game. Journal of Business Ethics, 37(1), 77-89. 

Statati-Kal. (2013). Statistical Abstracts of Israel, 132. Jerusalem: Central Bureau of Statistics. (in 
Hebrew). 

Taniguchi, M. (2006). Succeeding where others fail to try: A case study of diversity management in 
the Japanese retail sector. Career Development International, 11(3), 216-229. 

Tharenou, P. (2001). Going up? Do traits and informal social processes predict advancing in 
management? The Academy of Management Journal, 44(5), 1005-1018. 

Tzafrir, S. S., Baruch, Y., & Meshoulam, I. (2007). HRM in Israel – New challenges.  International 
Journal of Human Resource Management, 18(1), 114 – 131. 

Vigoda, E. (Ed.). (2002) .Public administration - the new generation: An interdisciplinary critical 
analysis. New York, NY: Marcel Dekker. 

Vigoda, E., (2007). Public administration – the next generation: Managerial transformations and 
challenges towards the formation of a modern public sector. Hamerhav Htziburi, 1, 57-88. 
(Hebrew). 

Vigoda, E., & Drory, A. (Eds.). (2006). Handbook of organizational politics. Northampton, MA: 
Edward Elgar Publishing. 

48 



Vigoda, E., & Kapoon, D. (2005). Perceptions of politics and performance in public and private 
organizations: A test of one model across two sectors. Policy and Politics, 33(2), 251-276. 

Williams, K.Y., & O’Reilly, C. A. (1998). Demography and diversity in organizations: A review of 
40 years of research. In B. M. Staw (Ed.), Research in organizational behavior (pp. 77-140). 
Greenwich, CT: JAI Press. 

Woodhams, C. & Lupton, B. (2006). Gender-based equal opportunities policy and practice in small 
firms: The impact of HR professionals. Human Resource Management Journal, 16(1), 74-97. 

49 



English abstract 

The Causes for Promotions According to 
Managers and Workers in High-Tech and Public 

Sectors 
Ethical Questions and Human Resource Management Responsibility 

 
Moshe Sharabi*145, Javier Simonovich24, Ofer Arian34 

 
Departments of Sociology and Anthropology1, Human Services2, and Politics3 

4Yezreel Valley Academic College, Emek Yezreel, 19300, Israel 
5The Center for the Study of Organizations and Human Resources,  

Graduate School of Business, University of Haifa. 
*Corresponding author: Phone/Fax: 972-4-8774131, E-mail: moshes@yvc.ac.il 

 
 

Abstract 
 

This study compares the perceptions of managers and workers from the public and high-
tech sectors regarding factors leading to promotion. A questionnaire containing a series of factors 
related to promotion was completed by 277 workers and 69 managers. The findings reveal that 
the differences between the high-tech and the public sector workers are much greater than 
between the managers from the two sectors.  Managers and workers from the high-tech sector 
and managers from the public sector perceive success in projects/missions as the most important 
factor in promotion decisions, while the public sector workers perceive organizational politics as 
the most important, followed by pressure on the supervisor (which also, partially, characterizes 
organizational politics). High-tech workers rank organizational politics second and pressure on 
the supervisor third. Managers from the public sector attribute higher importance to tenure in the 
organization, politics, age, and gender in promotion decisions, while high-tech managers 
attribute higher importance to education and success in projects/missions. The meaning of the 
findings and their implications for human resources management (HRM) and organizational 
performance are discussed in this paper. 

  
Keywords:  Promotions; Managers; Public Sector; High-Tech Sector; Human Resources 

Management; Israel 
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Résumé 
 

Cette étude compare les perceptions des managers et travailleurs dans les secteurs public 
et de la haute technologie sur les facteurs menant à la promotion. Un questionnaire contenant une 
série de facteurs liés à la promotion a été complétée par 277 travailleurs et 69 managers. Les 
résultats révèlent que les différences entre les travailleurs de la haute technologie et du secteur 
public sont beaucoup plus grandes que les différences entre les managers des deux secteurs. Les 
managers et travailleurs du secteur de la haute technologie et les managers du secteur public 
perçoivent le succès dans les projets/missions comme le facteur le plus important dans les 
décisions de promotion, alors que les travailleurs du secteur public perçoivent la politique 
organisationnelle comme le facteur le plus important, suivi par la pression exercée sur le 
superviseur (qui également, en partie, caractérise la politique organisationnelle). Les travailleurs 
dans la haute technologie classent en deuxième facteur la politique organisationnelle et en 
troisième la pression exercée sur le superviseur. Les managers du secteur public attribuent une 
plus grande importance dans les décisions de promotion à la l'intériorité dans l'organisation, la 
politique, l'âge et le sexe, tandis que les managers dans la haute technologie attribuent une plus 
grande importance à la formation et à la réussite dans les projets/missions. La signification des 
résultats et leurs implications pour la gestion des ressources humaines (GRH) et pour la 
performance organisationnelle sont abordées dans le document présent. 

 
Mots-clés: Promotions; managers; secteur public; secteur de la haute technologie; gestion 

des ressources humaines; Israël 
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Zusammenfassung 
 
Diese Studie vergleicht die Eindrücke von Managern und Arbeitern aus den öffentlichen 

und den High-Tech-Sektoren bezüglich der Hauptgründe die zu einer Beförderung führen. Ein 
Fragebogen mit einer Reihe Faktoren die mit Beförderung in Zusammenhang stehen wurde von 
277 Arbeitern und 69 Managern ausgefüllt. Die Ergebnisse zeigen, dass die Unterschiede 
zwischen den Arbeitern des High-Tech-Sektors und des öffentlichen Sektors viel größer sind als 
die Unterschiede zwischen Managern dieser beiden Sektoren. Manager und Arbeiter aus dem 
High-Tech-Sektor und Manager aus dem öffentlichen Sektor nehmen den Erfolg von 
Projekten/Aufgaben als den wichtigsten Faktor für eine Beförderungsentscheidung wahr, 
während die Arbeiter der öffentlichen Sektors Organisationspolitik als wichtigsten Faktor 
wahrnehmen, gefolgt von Druck auf den Vorgesetzten (was teilweise ebenfalls die 
Organisationspolitik charakterisiert). High-Tech-Arbeiter stufen Organisationspolitik an zweiter 
Stelle ein und Druck auf den Vorgesetzten an dritter Stelle. Manager des öffentlichen Sektors 
ordnen der Amtszeit in der Organisation, Politik, Alter und Geschlecht eine größere Bedeutung 
zu, während High-Tech-Manager der Ausbildung und dem Erfolg von Projekten/Aufgaben eine 
höhere Bedeutung zuschreiben. Die Bedeutung der Feststellungen und ihre Auswirkung für das 
Personalmanagement (HRM) und die Unternehmensleistung warden in diesem Papier diskutiert. 

 
Keywords: Beförderungen; Manager; Öffentlicher Sektor; High-Tech-Sektor; 

Personalmanagment; Israel 
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Resumen 
 
Este estudio compara las percepciones de los directivos y de los trabajadores en los 

sectores públicos y de alta tecnología, en relación con los factores que conducen a la  promoción. 
Un cuestionario que contiene una serie de factores relacionados con la promoción fue completado 
por 277 trabajadores y 69 gerentes. Los resultados revelan que las diferencias entre los 
trabajadores del sector de alta tecnología y del sector público son mucho mayores que entre los 
gestores de los dos sectores. Los gestores y los trabajadores del sector de alta tecnología y los 
gerentes del sector público perciben el éxito en proyectos/misiones como el factor más importante 
en las decisiones de promoción, mientras que los trabajadores del sector público perciben la 
política de la organización como el más importante, seguido por la presión sobre el supervisor (que 
también, en parte, caracteriza la política de la organización). Los trabajadores del sector de alta 
tecnología ponen en un segundo orden de importancia las políticas de la organización y el tercero, 
la presión de la supervisión. Los gerentes del sector público atribuyen mayor importancia a la 
estabilidad en la organización, la política, la edad y el género en las decisiones de promoción, 
mientras que los gerentes de alta tecnología atribuyen mayor importancia a la educación y el éxito 
en los proyectos/misiones. Se discuten en este documento, el significado de los hallazgos y sus 
implicaciones para la gestión de recursos humanos (HRM) y  el rendimiento organizativo. 

 
Palabras clave: [Promociones, Gestores, Séctor Público, Sector de Alta Tecnología, 

Gestión de los Recursos Humanos Israel] 
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 ملخص
 

. ملتقدا لىإ ديتؤ لتيا ملالعوا لحو لمتقدمةا لتكنولوجیاا تقطاعاو  رلجمھوا من للعماوا راءلمدا راتتصو رنتقا سةرالدا هذھ
 لنتائجا تبین. مدیر ٦۹و  عامل ۲۷۷  قبل من تعبئتھا تم لتيوا مبالتقد لمتعلقةا ملالعوا من سلسلة على يتحتو ستبیانةا یعزتو تم

 راءلمد. القطاعینا من راءلمدا بین بكثیر كبرأ يوھ ملعاا علقطاا في لعاملینوا لمتقدمةا لتكنولوجیاا بین تختالفاا كناأن ھ
 ةلمؤثرا ملالعوا مأھ تلمھما/ ا تعاولمشرا في حلنجاأن ا نكورید ملعاا علقطاا من راءلمدوا لعالیةا لتقنیةا عقطا من للعماوا
 على لضغطا یلیھ ثم منو عامل مھكأ لتنظیمیةا لسیاسةا لىإ ونینظر ملعاا علقطاا يف لعاملینأن ا حین في م،لتقدا اراتقر في

 بالمرتبة لتنظیمیةا لسیاسةا نیصنفو لمتقدمةا لتكنولوجیاا لعما(. تنظیمیة كسیاسة یصنف جزئي بشكل یضاأ و)وھ فلمشرا
 ،لمنظمةا في(  لموقع)ا للمنصب علىأ میةأھ نیعطو ملعاا علقطاا من راءمد. لثالثةا بالمرتبة فلمشرا على لضغطوا لثانیةا
 في حلنجاوا للتعلیم كبرأ میةأھ نیعطو لمتقدمةا لتكنولوجیاا راءمدأن  حین في م،لتقدا اراتقر في لجنسوا ،لعمرا ،لسیاسةا

قةرلوا هذھ في متناقشتھا تم لتنظیميا داءألوا لبشریةا اردلموإدارة ا على ارھثاوآ لنتائجا تفسیر. تلمھما/ ا تعاولمشرا . 
 

ئیلاسرإ ،لبشریةا اردلموإدارة ا ،لعالیةا لتقنیةا عقطا،  ملعاا علقطا، ا لترقیة: ، البحثا تكلما  
 
 

*. Translated by: Zu'bi M. F. Al-Zu'bi, PhD, FHEA, School of Business, The University of Jordan, Amman 11942 
Jordan email: zubialzubi@yahoo.com 
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Abstract 
 
Lo studio fa una comparazione nelle percezioni di manager e lavoratori del settore 

pubblico e delle alte tecnologie, riguardo ai fattori che portano alla promozione. Un questionario 
che conteneva una seria di fattori riguardanti la promozione è stato compilato da 277 lavoratori e 
69 manager. I risultati rivelano che le differenze fra il settore delle alte tecnologie e quello 
pubblico è che i lavoratori hanno differenze molto più marcate rispetto alla comparazione fra 
manager. Manager e lavoratori dal settore delle alte tecnologie e del settore pubblico 
percepiscono il successo in relazione a proiezioni/missioni come il fattore importante rispetto 
alle promozioni, invece nel settore pubblico i lavoratori percepiscono politiche aziendali come 
fattore pi importante, seguito dalla pressione che si da al supervisore (che in se, parzialmente, 
caratterizza le politiche organizzative). I lavoratori del settore delle alte tecnologie valutano le 
politiche aziendali al secondo posto e la pressione sul supervisore al terzo. I manager nel settore 
pubblico danno una maggiore importanza al livello di anzianità lavorativa, politica, età e genere 
riguardo alle decisioni di promozione, invece nel settore delle alte tecnologie i manager danno 
maggiore importanza alla formazione e al successo su progetti/missioni. Il significato di quanto 
riscontrato e le implicazioni nella gestione delle risorse umane (HRM) e della performance 
organizzativa sono analizzate in questo studio. 

 
Keywords: promozioni, manager, settore pubblico, settore delle alte tecnologie, gestione 

delle risorse umane, Israele 
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The Causes for Promotions According to Managers and Workers in High-Tech and 

Public Sectors: Ethical Questions and Human Resource Management 
Responsibility 

 

高科技行业和政府管理者和业工晋升的原因 
伦理问题和人力资源管理的责任 
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摘要 
 

本文研究比较政府和高科技部门管理人员和员工感知的促使知员工晋升的主要因素。277

名员工和69名管理人员填写了包含一些列晋升因素的问卷。调查结果显示，高科技部门和

政府部门员工之间感知的差异比来自两个部门管理者感知的差异大得多。政府和高科技部

门的管理者和员工以及政府的管理者认为项目/使命的成功是晋升的主要因素。而政府的

员工认为组织政治是最重要的因素，其次是来自管理者的压力（部分的有组织政治的因素

）。高科技部门员工将组织政治排在第二，来自管理者的压力排在第三。来自政府部门的

管理者认为在组织的工作年限、政治、年龄和性别影响晋升决策，而高科技部门的管理者

认为教育背景和项目/使命的成功是非常重要的。本文讨论了上述研究成果的意义和对人

力资源管理（HRM）和组织绩效的意义。 
 

关键词：晋升，管理者，政府，高科技部门，人力资源管理，以色列 
 
 
*. Translated by: [Dr. Xin ZHAO, Shenyang University, P.R.China, wenya_zhx@hotmail.com] 
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