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Abstract

This empirical study seeks to investigate knowledge professionals’ career preferences with respect to the dilemma of a single or a hybrid path. It incorporates two categories of research variables; the type of Research and Development (R&D) laboratories in which knowledge professionals are employed (i.e. asset exploiting or asset augmenting units); and the employee-related characteristics (i.e. age, education, gender, marital status). Research evidence is based on a large scale study of 921 professionals employed in 70 R&D units of MNC subsidiaries in Greece. A logistic regression model was run with the professionals’ preference for a single or a hybrid career path formulating the dependent variable. Research findings indicate that the type of R&D unit, employee age and marital status constitute strong predictors of knowledge professionals’ career choice on either a single or a hybrid path and thus, should be taken into consideration when formulating a human resources management policy. This paper contributes to the scant evidence provided by career literature hitherto with respect to the career choices of R&D knowledge professionals in MNCs. It is, further, seemingly the first study to incorporate the type of R&D units as a predictor of the single vs hybrid career choice.   

1. Introduction

Career literature examination reveals that historically, authors have paid significant attention on career orientations from the perspective of stability. Schein (1978) views careers as stable throughout one’s work life. In the same vein, other scholars describe careers as linear, specialized and continuous (e.g. Driver, 1982). However, these approaches have received criticism, which suggested that authors should further explore the diversity of employees’ career experiences (Sullivan, 1999; Sullivan et al., 1998). The reasoning behind this criticism is based on the rapid changes that characterize work environment (i.e. corporate restructuring, internationalization, recession and technological advancements, Cappelli et al., 1997; Coovert, 1995; Rosenthal, 1995) as well as demographic trends such as more working women, part-time workers and married employees (Grover, 1999; Feldman et al., 1994; London & Greller, 1991). In response to that criticism, there has emerged a second stream that claims that individuals tend to have multiple careers in different organizations and areas (Arthur et al., 2005; Savickas, 2002; Fagan, 2001).     

Even though the subject has been investigated for decades (e.g. Duffy and Dik, 2009), authors have not shed light on the career preferences of knowledge workers (Farris & Cordero, 2002) with respect to the dilemma of a single or a multiple career. Research community has scant evidence particularly on knowledge professionals employed in Multinational Corporations (MNCs) (Manolopoulos, 2006). This begets very little knowledge for MNC managers on employees’ intentions and career path aspirations. Further, the elaboration of a research that investigates career intentions of knowledge professionals in MNCs is particularly important as these employees make up a significant fraction of the workforce in many economies and their contribution is fundamental to organizational competitive advantage (Redpath et al., 2009). In this paper we examine the career paths of those professionals employed in research, development and engineering (RD&E) activities of MNCs.
A single career path reflects employee’s devotion to a certain career (e.g. technical path) while a hybrid one represents his/her desire to follow multiple alternatives (i.e. technical to managerial career path advancement). This empirical study seeks to investigate knowledge professionals’ career intentions with respect to the dilemma of a single or a hybrid path. This paper explores the factors that influence MNC knowledge professionals’ preferences and seeks to provide utilitarian evidence to both researchers and managers. 
In doing so, we have grouped the factors in two main categories, namely the types of R&D laboratories of MNC subsidiaries and the employee-related factors. First, we explore the types of R&D units that constitute the professionals’ work environment and thus, can affect their desire to drive a different career or stay devoted to one. Surprisingly, the literature has mainly neglected R&D units’ effect on this particular research area. R&D units of MNC subsidiaries may have been established to undertake adaptation work but increasingly evidence suggests that they can become active contributors to MNC innovation efforts worldwide (Pearce, 1999). Employees working in different R&D laboratories are likely to have different skills and talents. They are also expected to have different stimuli based on the characteristics of their work environment and therefore, they may shape differently their preferences on future career choice. Second, career literature has revealed that demographic variables can provide significant explanations of the career management (e.g. Petroni, 2000). In line with literature directions, we incorporate four employee related variables; i.e. age, educational background, gender and marital status of the RD&E employee. 

Career preferences with respect to the dilemma of a single or a hybrid path selection has not received attention and thus, this paper’s contribution to the existing career literature is fourfold. First, it provides evidence on the under-investigated issue of career preferences of RD&E employees in MNCs. Second, it incorporates the influence of strategic roles of R&D units, which, to the best of our knowledge, has not been examined hitherto. Third, it adds to the debate of whether employees stay strictly on one route or desire the multiple alternative. Fourth, most of the existing empirical evidence relates to MNCs based in developed economies (mainly the US). Our study, contributes to the investigation of the phenomenon in advancing economies, as it was conducted in Greece. Greece is a European and Monetary Union country that has significant levels of human capital, which justifies why many MNCs establish R&D units. Finally, to the least of our knowledge this is the first empirical study that investigates the aforementioned subject in Greece.           
The remaining of this paper is structured as follows. The second section discusses the theoretical background to the study and advances related research hypotheses associated with the types of R&D laboratories; and, with employee-related factors. The third section explores methodological aspects of this research. The fourth section presents and discusses the findings. The concluding section outlines the implications of the study for research and management practice; and, explores limitations and directions for future study.

2. Research Background and Hypotheses

2.1 Types of R&D units

In relation to the person-organisation fit theory (PE), a fit occurs when employee needs, desires and preferences are satisfied by the organisation (Caplan, 1987; Kristof, 1996). This is in line with the concept of “career exploration”. Career exploration involves the exploration of the “self” (self-exploration), and the environment (environmental exploration), in determining one’s career choice (Zikic & Richardson, 2007; Flum & Blustein, 2000; Jordaan, 1963). Based on this rationale, individuals tend to make work-related decisions and show a considerable preference for organisations and positions (i.e. environments) that match their personalities (i.e. selves). Extending this argument further, knowledge professionals working in different types of R&D laboratories are expected to choose dissimilar career paths.
In current study, we refer to two types of MNC R&D laboratories with respect to whether they are asset exploiting or asset augmenting. The laboratories characterized as asset exploiting fall into the type of “Support Laboratory” (SL), which is classified in the comprehensive typologies of Haug et al. (1983) and Hood & Yound (1982). These particular R&D units deal with the effective implementation of well-existing technologies and procedures of the MNC with a view to becoming embodied in the production process of well-established products. Hence, the central function linked to this Support Laboratory (SL) role is adaptation development of the product or its production process.


The second type of R&D laboratories refers to the units that are characterised as asset augmenting. The description of these laboratories match that of  “Locally Integrated Laboratories” (LILs) and “Internationally Interdependent Laboratories” (IILs) that have been incorporated in the studies of Haug et al. (1983) and Hood & Yound (1982). LILs seek to operate as a closely integrated part of a subsidiary in order to develop distinctive products. These units extend the scope of the subsidiary without adapting to the existing MNC technology. This suggests that LILs have a “productive” scope and a more empowered role than SLs (Papanastassiou and Pearce, 1999). Internationally Interdependent Laboratories refer to the provision of basic or applied research inputs into a programme of precompetitive work undertaken by the MNC. Unlike previous strategic roles, IILs have a close coordination not only with the subsidiary’s functional departments but also with MNC laboratories in other countries; as well as with the parent laboratory. Both LILs and IILs seemingly accommodate the objective of a regional or global innovative approach for the whole MNC (Pearce, 1999).

RD&E employees in asset exploiting laboratories show higher levels of MNC embeddedness and apparently follow closely the mandates of the headquarters (Manolopoulos, 2006). They are instilled with the values of the MNC and show low levels of flexibility and autonomy in work-related tasks. This is additionally corroborated by the fact that they choose to seek international assignments only in parent laboratories rather than other MNC subsidiaries or host country R&D facilities (Manolopoulos et al., 2010). With respect to the person-organisation fit theory, we may assume that RD&E professionals working in asset exploiting units, may be reluctant to change career route and follow a dissimilar path. Having low responsibilities, they are more likely to experience their work as job security and show willingness to continue working in the same post. Further, other career directions such as the managerial path or the entrepreneurial one, necessitate high levels of creativity, inspiration and flexibility. As these attributes are not in line with our speculations about the behaviour of asset exploitation units employees, we assume that they may not consider multiple careers as a possibility for them and follow a single path.

On the contrary, RD&E professionals employed in asset augmenting laboratories are quite autonomous, and their everyday tasks are largely unstandardised and not so formalised (Pearce and Papanastasiou, 1997). This is because the influence of headquarters in the operations of their R&D units is relatively weak. Given the likely autonomy and flexibility that these employees possess away from the parent firm pressure, one may expect that they will be in accordance with the significant levels of independence and leeway that other career paths (such as the entrepreneurial) incorporate (Steward and Roth, 2007). Thus, it is relatively possible for them to lean towards other routes, also. Consequently, they may show preference on various paths, and possibly, drive a hybrid career route.

Further, RD&E employees working in asset augmenting laboratories face particularly high uncertainty environments due to rapid technological changes (Hoyt & Gerloff, 2000). This is the case for the professionals in LILs and IILs, given that such employees have higher responsibilities compared to their colleagues in SLs, and thus, need to take initiatives and encounter directly the uncertain environment. Facing uncertainty, asset augmenting unit professionals realize that the R&D task is risky and equivocal (Gerloff et al., 1991). Regarding career decision making, the discouraging effects of such circumstances may lead them to shift away the technical route towards a hybrid career path. Altogether, we posit:
H1: Other things being equal, knowledge professionals employed in asset exploiting laboratories are more likely to prefer a single career path while knowledge professionals employed in asset augmenting laboratories are more likely to prefer a hybrid career path.  

2.2 Employee Demographic Variables
Age. Employee preference on either a single career path or a hybrid one is mainly investigated in literature through the research conducted in the “career indecision” area (e.g. Creed & Patton, 2003; Patton & Creed, 2001). There is evidence that shows employee age as an important factor in the aforementioned field (Loughlin & Barling, 2001). However, to the best of our knowledge, the direct effect of employee age on the decisiveness of career options has not been investigated hitherto. Instead, the linkage can be elicited through the lens of other variables, which closely relate to the issue. 

As Amundson (1995) claims, there are two main constructs that moderate an employee’s career decision; self-efficacy and self-awareness. Both have been associated with employee’s age. Based on the social cognitive theory, self-efficacy refers to individuals’ beliefs about their ability to carry out courses of action required to produce specific attainments (as of Nilsson et al, 2002). These beliefs play a pivotal role, as they exert control over choice of behavior, persistence, affective states, and thought processes (Bandura, 1997). Self efficacy (as well as “career decision making self-efficacy” proposed by Hackett & Betz, 1981) has been presumed to be a causal antecedent to career indecision (Taylor & Popma, 1990; Betz & Voyten, 1997), that is, a causal antecedent to being career decided or undecided (Hackett and Betz’s 1981). The general notion that is suggested in literature is that professionals who feel efficacious in their work roles will be more strongly committed to a specific career that they choose (Cherniss, 1991). Further, empirical evidence suggests that individuals that score high in self-efficacy, show a higher degree of commitment to a specific career (i.e. a single path rather than a hybrid one) as they have a profound sense of job calling (Dik et al., 2008). 
Research has evidently shown that as employees get older, they became more self-efficacious and mature in respect to career decisions (Crites, 1997; Luzzo, 1993a;1993b; Healy et al., 1987, Healy et al., 1985). This is even supported by Giannakos (1996) who identified self-efficacy differences among different age groups of younger individuals. Hence, we may speculate that older employees are more self-efficacious and consequently, more willing to drive a single career.
With respect to age and career decisiveness, except for self-efficacy, authors have pointed out the role of self-awareness. Self-aware individuals manage to define effectively their vocational identity, i.e. they have a stable picture of their interests, personality, and talents (Flum & Blustein, 2000). Self-awareness has been characterized as an ‘internal career compass’ providing direction (McArdle et al., 2007). Raskin (1994) posits that individuals have a clearer picture of themselves as they get experience with age. That is, we may assume that older individuals are more self-aware, and thus, they may tend to prefer a single rather than a hybrid career path.  
Further, the relationship between age and career decisiveness has gained attention through the lens of other variables, also. McCathy and Garavan (2006) reported less behavioral change for the older employees. In the same vein, some authors investigating behavioral change in a close related field, (i.e. in career development) found that older employees are less receptive to making changes (Ryan et al., 2000; McEvoy & Buller, 1987; Ilgen et al., 1979). In addition, older employees were found less open to new experiences compared to their younger colleagues (Warr et al., 1998). They also scored higher on consciousness. In line with the previous is the research of Costa et al. (1986) who also detected a negative relationship between age and openness to experience and a positive one between age and consciousness in a large possibility sample of 10,000 respondents. The latter finding of consciousness, which implies a more determined behavior, is also supported by Goldberg et al. (1998), McRae et al., (1999) and Yang et al. (1998). 
Finally, based on attachment theory, it is proposed that younger individuals may still have close affectional ties with their families, allowing them to safely explore their environment and the career possibilities that it may hold (Blustein et al., 1995; Bowlby, 1982). Thus, it is implied that younger individuals favored by parental security, may tend to explore multiple career paths.   

All previous findings regarding self-efficacy, self-awareness and behavioral change may imply an indirect effect of employee age on career decisiveness; that is, older employees may tend to aim at a single direction and be more decisive regarding career decision making. We can also assume such a relationship in the under-investigated employee subcategory of R&D knowledge professionals that is of interest to current research.

H2a: Other things being equal, older knowledge professionals are more likely to prefer a single career path while the younger ones are more likely to choose a hybrid path.
Educational Background. Employees’ educational background and its effect on career choices has drawn some attention in career literature (e.g. Manolopoulos et al., 2011; Rajadhyaksha, 2005; Kim & Cha, 2000). Authors have investigated whether employees with technical specialization and employees with managerial orientation have received either managerial or technical education. However, their intentions over a single or a hybrid route have not been discussed.

Employees undertaken managerial education are mostly expected to either follow managerial posts (Li et al., 2007; Kim and Cha, 2000; Igbaria et al., 1991) or be engaged in entrepreneurial activity (Chianglin et al., 2004). Technical-oriented careers are mostly preferred by employees with technical background (Allen & Katz, 1992). 

Research on employees with managerial education does not provide evidence for mixed career routes (i.e. managerial and technical).  That is, they intent to drive a single managerial route. Especially, MBA graduates are generally thought to have realistic self-concepts and thus, certain career directions (Simmering and Wilcox, 1995). Further, they are more focused and display high introspection when formulating career plans which imply their focus on specific career targets (Beutell & O’Hare, 2006). As Baruch & Peiperl (2000) identified, employees that hold an MBA degree score higher on self-efficacy compared to their colleagues that have different educational background.  As discussed, higher levels of self-efficacy are associated with higher decisiveness in respect to career decision making (Betz & Voyten, 1997), which implies a single career preference.

However, MNC RD&E knowledge professionals, that particularly concern our study, select a technical-oriented career and thus, are most likely to hold a technical degree (Wynarczyk & Renner, 2006). Early work on RD&E careers reveals that the most widespread utilised and assessed strategy for knowledge professionals is the “dual ladder”. According to the concept, employees have two main alternatives, notably a career advancement linked to managerial responsibility or promotions to technical positions (Merton, 1957). Given that the managerial path is associated with higher status quo, prestige, social recognition and higher economic return, employees are expected to shift often to this path (Erdogmus, 2004); i.e. they are expected to drive a mixed, hybrid path. 

H2b: Other things being equal, knowledge professionals with technical educational background are more likely to prefer a hybrid path while knowledge professionals with managerial educational background are more likely to prefer a single career path. 

Gender. Career-related literature has shown considerable interest on the gender differences issue. The suggestion that depending on gender, employees display different career paths is not new and has already been investigated previously. However, gender differences on the issue of career decisiveness and especially on the choice between single or hybrid paths, has not been directly researched. Yet, authors have used several approaches that incorporate variables closely related to this issue, from which we could derive useful information. 

The typical male pattern of working is a full time job, often for the same employer and for the entire career. Male employees basically aim at vertical advancement and external rewards (Mac Dermid et al., 2001). However, that is not the case for women. Female employees are more likely to pursue career goals focused on individual learning and growth rather than organizational rewards (Sullivan, 1999; Still & Timms, 1998; Tolbert & Moen, 1998). They often give priority to a balanced blending of work and family responsibilities while trying to be self-fulfilled through their career (Reitman & Schneer, 2003).
Drawing on the previous arguments and extending them, several authors have labeled an individual’s experience in work as job, career or calling, based on the subjective nature in which people attach meaning to their work (Duffy and Sedlacek, 2007; Heslin, 2005; Wrzesniewski, 2002). Female employees have most often been found to attach the most profound meaning in their work and experience them as an inner calling. The latter is the basic characteristic of a protean character, i.e. an individual who views his job as an obligation towards professional activity and has devotion to a higher ideal with a strong sense of purpose (Hall & Chandler, 2005). A protean career is a lifelong series of experiences, skills, learnings and transitions so that the individual can achieve the purpose of his existence (Hall, 1996). We may assume that such behavior fits the choice of a single career path (even though it may include job post transitions within same career), given that such individuals are more decided on the career they are meant to follow. 

Authors argue that women’s career choices embrace most of the characteristics that fit a protean career (Reitman & Schneer, 2003). These are basically self-awareness and adaptability (Vigoda-Gadot & Grimland, 2008) with women fitting more to the former. With respect to the study of Jamali et al. (2008), investigating managers and employees, women were found significantly more self-aware compared to men. Other factors found to influence career paths for women are consistent with the protean career; self-confidence (Rosenthal, 1995; Tharenou and Conroy, 1994); tendency to self-rate and self-promote (Hite and McDonald, 1995); perseverance (Richie et al., 1997) and assertiveness (McDonald and Hite, 1996). Given the behavioral characteristics embraced in individuals that follow a protean career, it is more evident that women would prefer a single career path rather than a hybrid one.
Further, other approaches have yielded some rather equivocal results on career decidedness between men and women. Some authors draw on Bandura’s 1977 self-efficacy theory and find that women displayed lower confidence in their abilities more often than men (Betz, Borgen, & Harmon, 1996; Gold, Brush, & Sprotzer, 1980). Lower self-efficacy, interests and persistence were reported in Arbona’s (2000) study for both women and girls in particular career domains. However, more recent evidence finds that women display more self-efficacy and less career indecision than male individuals (Guay et al., 2003).

Exploring gender and career maturity, with the latter being a good indication of whether employees choose a single or a hybrid path, researchers have come to mixed results. Most find that women score higher on career maturity (Luzzo, 1995; King, 1989; Alvi & Khan, 1983). However, others such as Archebe (1982), who researched in the Nigerian context, showed opposite results. Respectively, the exploration of the effect of gender on career decision status has not come to conclusive results. Some display higher results in terms of career certainty for young males (Kishor, 1981; Richardson, 1974), other show the opposite (Wallace-Broscious et al., 1994; Vondracek et al., 1990). Finally, there is evidence that no significance exists between the variables (Stead, 1989).    
  Although, the different approaches that have tried to explore the effects of gender on career decidedness do not yield cohesive results, we posit there is a movement towards the following belief: women seem to be more self-aware, they mostly experience their work as a calling rather than as a job, they have a strong sense of purpose and show higher levels of career maturity, and consequently they fit more to the concept of the single career choice rather than the hybrid one. Hence, with respect to our concern on knowledge professionals, we assume that:

 H2c: Other things being equal, male knowledge professionals are more likely to prefer a hybrid career path while female knowledge professional are more likely to choose a single path.   
Marital Status. Prior research on marriage within the career literature has mostly focused on issues regarding job performance differences between married and single employees or their career preferences (Leung, 2006; Fairlie, 2005; Erdoğmus, 2004). To the extent of our knowledge, empirical evidence on the direct effect of marriage on employees’ choice between single or hybrid paths has not yet been conducted.  
However, research has investigated the level of willingness that married employees show to career changes when their spouses are obligated to be relocated geographically. We assume that this is indicative of their willingness to realize changes in their career life and be reluctant to a single path. Groeneveld (2008), focusing especially on the careers of diplomats, posits that until recently, spouses had simply been expected to give up their own career and follow a different one if their partner was offered an overseas post. However, he continues that with an increasing number of dual-career couples nowadays, this is not the case. As Reynolds & Benett (1991) hold, spouses are not willing to give up their career when they encounter the aforementioned circumstances.
Further, marriage creates an environment of stability and avoidance in behavioral changes.  This is why Felmlee (1984) posits that it creates such constraints that limit the possibilities of career mobility. Married employees (especially the female ones) are not willing to change their career route in the case of a job relocation offer, even for improved job opportunities (Bielby & Bielby, 1992; Markham & Pleck, 1986; Markham, et al, 1983). Thus, they may not be willing to be engaged to a multiple career route. Such a behavior can be attributed to either the involvement, satisfaction or attachment of the employee to his or her environment. Authors have displayed a negative correlation between the extent to which individuals are linked to other people (Mitchell et al., 2001) and their willingness to leave current job post (Feldman and Bolino, 1998; Fisher and Shaw, 1994; Noe and Barber 1993). 
Except for the concept of job relocation which has most evidently been researched in literature, we may extent the argument to all possible cases of occupational changes of the spouses. We speculate that marriage provides the couple with such relationship constraints, that they are more likely to be reluctant to any major career shifts. The established notion we have of married individuals serves for the reasoning behind the former argument. A strong sense of belonging, the effort towards inner harmony, credibility (Sagiv & Scnartz, 2000) and attachment to job (Robins et al., 2003) as common married individuals’ characteristics are in line with our speculation.  
H2d: Other thing being equal, married knowledge professionals are more likely to prefer a single career path while single knowledge professionals are more likely to prefer a hybrid career path. 

3.  Methodology

Data collection

The sample for this study was drawn from the population of MNC subsidiaries based in Greece. The International Capital (ICAP) database was the sampling frame employed. This database is the most comprehensive sampling frame that exists in Greece. It provides the most accurate description of Greek industrial and service sectors and is commonly employed in studies involving MNC subsidiaries located in this country (e.g. Manolopoulos et al., 2007). In total, 317 subsidiaries of different MNCs were included in this database. The sectors of investigated subsidiaries incorporated automobiles and transport equipment, electronics and information technology, manufacturing, chemicals and pharmaceuticals, food and beverages, textiles and services. Examined MNCs originated from the EU, US, Japan and other European nations.

The study was conducted in two stages. The first stage involved a national questionnaire-based postal survey in order to identify MNC subsidiaries that had an R&D department. Questionnaires were posted to subsidiary CEOs in an attempt to acquire this necessary information. Out of 315 subsidiaries, 133 useable responses were collected (two questionnaires from the original 317 firms were returned undelivered). Consequently, the effective response rate for this first stage is 42%, which is deemed to be perfectly acceptable when compared with similar postal surveys (Harzing, 1997). Among these 133 subsidiaries, 70 had an R&D department.

The second stage of the study involved a survey on career preferences of knowledge professionals of MNC R&D laboratories in Greece. The questionnaire was pre-tested by two academics, two professional consultants, five MNC subsidiary CEOs and ten RD&E professionals. All these persons could spare considerable time to discuss the questionnaire. In the 70 R&D laboratories identified from the first stage of the study, all employed RD&E professionals were posted the questionnaire. At the end of each of the two months following the initial posting of the questionnaire to RD&E persons, a reminder letter was sent to all employees who had not replied yet. Out of the 948 initially posted questionnaires and following two reminders, 598 fully usable questionnaires were collected. In addition, a research assistant solicited telephone responses from 323 RD&E employees who did not respond through the post, bringing the total number of responses of full-time professionals to 921. Therefore, the effective response rate of the second stage of the research is a remarkable 97% (921/948). No statistically significant differences between respondents through the post, respondents through the telephone and non-respondents were obtained in relation to the number of R&D employees and years of operations of the laboratories. Consequently, response bias does not appear to constitute a threat to the results. Among the employees who responded, 850 are Greek citizens and 71 foreigners. The average age of respondents is 39.8 years with a standard deviation of seven. 433 (47%) of the respondents hold a technical degree, notably are graduates of technology-related universities or institutions specialising in physics, chemistry and biotechnology. Furthermore, 562 (61%) are men and 571 (62%) are married.

Statistical method and measures

In order to test the hypotheses, a logistic regression model was run with the career preferences of the RD&E employees. The dependent variable in the regression examination is the RD&E employees’ intention to follow a single career path or a hybrid one. Respondents were asked to provide information on whether they show preference on multiple career paths or they are determined to select a single career during the period of three to five years to come (cf. Gardner, 1990).
The dependent variable was captured through a dummy variable whereby 1 reflects the knowledge professionals that have reported a desired hybrid path while 0 refers to the knowledge professionals that have shown preference for a single path. Out of 921 respondents in 70 MNC R&D units, 603 professionals (i.e. 65,5%) reported a preference for a single path whereas 318 (i.e. 34,5%) lean towards a hybrid route.    

There are two sets of independent variables in the regression analyses, notably the types of R&D units and employee-related factors. Concerning the types of R&D laboratories, decentralized R&D activities can be characterized as either asset-exploiting or asset-augmenting. In the first category we include the effective application of the parent’s creative inputs to host environments; whereas in the latter we include the generation of distinctive technological competencies. This variable sought to identify whether the laboratories are asset exploiting or asset augmenting. It was captured through a dummy variable whereby 1 refers to laboratories that adapt existing products and/or processes as only role or main role, and 0 otherwise.
In order to evaluate laboratories' role, respondents were asked to grade in a four-point Likert scale (4= only role, 3= main role, 2= secondary role, 1= not part of a role) each of the following roles in terms of the importance in the operations of the R&D lab. The roles are as follows: (i) Adaptation of existing products and/or processes to make them more suitable to our markets and conditions (Asset exploiting) (ii) The development of new products for their distinctive markets (Asset augmenting) (iii) To carry out basic research (not directly related to the current products) as part of a wider MNE group level research program (Asset augmenting).
In relation to employee-related factors, the first variable of interest is the age of the respondent (AGERES). This variable was captured through a three-point Likert-type scale whereby knowledge professionals over 45 years old take the value of 3; professionals between 36 and 45 years old the value of 2; and, professionals under 36 years old the value of 1. The second variable that was examined is employee educational background (EDU). It was measured through a dummy variable whereby 1= an employee with a technical educational background, 0= an employee with a management (or other) educational background. The third variable of interest among employee-related factors is gender (MALE). This is represented through a dummy variable whereby 1= a male professional, 0= a female professional. The fourth examined variable is marital status (MARRIED), which is also a dummy variable whereby 1= a married respondent and 0= a single respondent.

There are three control variables that are employed in this research. First, the nationality of the respondent (NR) is measured through a dummy variable whereby 1= Greek employee and 0= foreign employee (e.g. Srivastava et al., 2007). Second, the technological intensity of the sector (HIGHTECH) in which the MNC subsidiary operates is captured through a dummy variable whereby 1= firm located in highly-intensive technological sectors and 0= a medium- or low-technology sector. Following the respective distinction of Pearce (1994), high-technology sectors included MNCs in the telecommunications, electronics and information technology, chemicals and pharmaceutical industries. Third, prior working experience of the employee is measured through the logarithm of the number of years the RD&E professional has spent in related previous working experience (e.g. Dokko et al., 2009; Narayan & Steele-Johnson, 2007).
4. Findings and Discussion
Means, standard deviations and correlation patterns between the variables of current research are reported in Table I. The strongest positive correlation patterns were found to be firstly, the one between the marital status of the respondent and his/her age; and secondly, the correlation pattern between the gender of the employee and his/her age. The correlation between the age of respondent and the desired career path was the strongest negative one. Multicollinearity seemingly is not a source of bias and therefore, does not pose a threat to the regressions results reported in this paper.
	Variable
	Rubric
	 
	Mean
	Std.
Deviation
	Min
	Max
	1
	2
	3
	4
	5
	6
	7
	8
	9

	y
	HYB
	(1)
	0,34
	.108
	0
	1
	1
	
	
	
	
	
	
	
	

	x1
	ASEXP
	(2)
	0,78
	.654
	0
	1
	-.457**
	1
	
	
	
	
	
	
	

	x2
	AGERES
	(3)
	1.52
	.775
	1
	3
	.252
	.185
	1
	
	
	
	
	
	

	x3
	EDU
	(4)
	2.36
	.854
	1
	3
	.274
	-.339**
	-.181
	1
	
	
	
	
	

	x4
	NR
	(5)
	0,92
	.785
	0
	1
	-.189
	.206
	-.153
	.261
	1
	
	
	
	

	x5
	MALE
	(6)
	.62
	.449
	0
	1
	.331**
	-.327*
	.488***
	-.087
	-.422**
	1
	
	
	

	x6
	MARRIED
	(7)
	.60
	.417
	0
	1
	-.415**
	.274
	.509***
	.336**
	-.291*
	-.368**
	1
	
	

	x7
	HIGHTECH
	(8)
	.31
	.107
	0
	1
	.227
	-.388**
	-.232
	.108
	-.115
	.177
	-.085
	1
	

	x8
	PWE
	(9)
	4,1
	2,7
	0,301
	1,176
	-.194
	.109
	.346**
	-.164
	-.094
	.204
	.109
	-.216
	1




Table II presents the results of the logistic regression model. As discussed, the hybrid career path category consists of 603 respondents while there are 318 professionals included in the single career path category. The eight independent and control variables were regressed on the professionals’ desired career path, which suggests the dummy dependent variable of the study. The estimation of variance inflation factors for the regression variables resulted in values close to 1, which are significantly lower than the accepted cut-off value of 10. This provides further support that multicollinearity does not constitute a problem to the results reported (cf. Netter et al., 1996). The pseudo R2 value in the regression model is 22% which is satisfactory taking into consideration the cross-sectional and cross-national nature of the sample. The F ratio is large with corresponding statistically significant levels.

	Variables
	Regression Results (Ordered Probit)

	x1 - ASEXP
	-747***
(.225)

	x2 - AGERES
	.554**
(.251)

	x3 - EDU
	.256*
(.104)

	x4 - NR
	-.624
(.598)

	x5 - MALE
	.385*
(.164)

	x6 - MARRIED
	-.482**
(.204)

	x7 - HIGHTECH
	.754
(.601)

	x8 - PWE
	-.332*
(.181)

	Pseudo R square
	0.22

	F
	5.37***

	n = 921

	

	


Based on the logistic regression model, the results show that hypotheses 1 and 2d are supported while the remaining are not. In the main, three out of five hypotheses showed strong statistical significance with the remaining two being weak predictors for single vs hybrid career path preference of RD&E professionals. Specifically, the types of R&D laboratories variable was statistically significant at significance level of 0.01 and two out of four employee-related variables (namely age and marital status) were found to be significant at significance level of 0.05. The remaining two variables incorporated in the employee-related category, i.e. educational background and gender appear to be significant only at 0.1 level, suggesting that they are weak predictors of RD&E professionals’ career path preference. Finally, prior working experience, which is controlled in current study provide likewise a weak prediction of the dependent variable.   

As discussed, literature does not specialize in RD&E knowledge professionals and therefore, our conjecture on both employee-related factors that were found weak predictors (i.e. educational background and gender) was not strictly in line with the special needs and preferences of this particular employee category. Thus, the education and gender results may be attributed to this particular lack of RD&E career evidence in literature hitherto (Manolopoulos et al., 2011). 

In line with our expectations in hypothesis 1 are the findings that knowledge professionals working in asset exploiting R&D units prefer a single career path. Respectively, their colleagues in asset augmenting laboratories were found to prefer a hybrid one. This is also in accordance with the literature that shape RD&E employees profile (Pearce and Papanastasiou, 1997). The results seem to contradict to the argument that less employee autonomy leads to job exit (Igbaria & Siegel, 1992). 

The age of researcher was found to be a strong predictor (Loughlin & Barling, 2001), albeit not in the direction we have hypothesized. Hypothesis 2a suggested that older knowledge professionals would more likely prefer a single career path whereas younger ones would drive a multiple career route. However, the results indicate the opposite; i.e. that older employees desire a hybrid career path and hence, the younger ones prefer to persist in a single career direction. These findings show that younger professionals aim at developing expertise in specific areas that they truly enjoy more than older ones (Kim & McLean, 2008). They present higher levels of excitement towards their career and need to be self-fulfilled through their work (Lewis et al, 1998). Following the same reasoning, older generations place more importance on job security (Kim & McLean, 2008) and thus, they are more willing to change career route in order to secure themselves. Further, career decisiveness, as discussed earlier, is positively related to one’s levels of self-efficacy and self-awareness (Dik et al., 2008; Flum & Blustein, 2000; Betz&Voyten, 1997). Previously, we followed the notion that as age increases, self-efficacy increases (e.g. Crites, 1997), and therefore, individuals tend to be more career decided. However, the results provided in the current study show that older individuals are less career decisive, which may imply Mauer’s (2001) argument that self-efficacy reduces with age.

In hypothesis 2d, we suggested that married knowledge professionals would more likely prefer a single career path, whereas unmarried ones would more likely follow a hybrid route. The results concord with our speculations and provide further support to literature. Individuals shape certain value systems which affect their occupational choice and vocational behavior (Walker et al., 1982; Brief et al., 1979). They seek careers that fit their value systems (Brenner et al., 1988), and therefore, provided that these values include stability, sense of belonging and inner harmony (e.g. Sagiv & Schnartz, 2000) especially within the Greek context, married employees show reluctance to change. Further, the reasoning that relationship constraints within marriage may not allow high levels of behavioral change is again in line with the idiosyncrasies of the Greek context in which the current study was conducted.
5. Conclusions

Implications


This study sought to explore R&D knowledge professionals’ desire to follow either a single or a hybrid career path. It was undertaken among a large scale sample of 921 employees in R&D laboratories of MNC subsidiaries in Greece and resulted in a series of findings that suggest important implications for both researchers and managers.

The career-related literature suggests surprisingly scant empirical evidence on career orientation of this particular employee category. Especially in the Greek context, our study contributes through shedding light on a significantly neglected research area. To the best of our knowledge, this study is the first to include the types of R&D laboratories as a predictor of the career choice between a single and a hybrid path. In line with the person-organisation fit theory (Caplan, 1987; Kristof, 1996), the research findings display the importance of the incorporation of the work-environment in such a study. In addition, it provides stimulus for further future research.      

This research is particularly useful to organizations as it begets several managerial implications. Schein (1982; 1978) viewed employees’ careers as stable throughout their duration. On the contrary, Derr (1986) claimed that modifications in career paths exist always with respect to changes in environment. On the debate of employees’ preference on a single, stable career or a multiple path, this research provides evidence that both options are possible depending on the applied contingencies each time. Therefore, we posit that, at least in the Greek context, there is no clear tendency of knowledge professionals’ choice on either a single or hybrid path. Instead, we claim that, in order to detect their employees’ intentions, HR managers should pay attention on both work environment (i.e. types of R&D units) and employee-related characteristics (i.e. mostly, age and marital status). In accordance with the contingency approach (e.g. Zeffane, 1994), this implies that managers should handle each case differently, depending on the variables discussed. Despite that, previous research on career preferences related issues has focused mainly on employee characteristics, namely demographic factors (e.g. Petroni, 2000). 
Further, it is noteworthy that MNC RD&E professionals constitute a special employee category that may be particularly different to other employee groups in respect to the desire for a single career path or a multiple one (Petroni, 2000). Hence, MNC managers that deal with career advancements (e.g. such as the dual ladder system), should take into consideration the probable intentions employees may have: RD&E professionals employed in asset exploiting units (i.e. SLs based on Haug et al., 1983) are more likely to be reluctant to a career change; whereas, their colleagues in asset augmenting R&D units (i.e. LILs and IILs based on Haug et al., 1983) may show a major need for change. This stems form the fact that these employees are characterized by high levels of autonomy and flexibility. Evidence suggests that managers should provide them with motives such as challenging tasks and opportunities for learning (Amabile et al., 1996) in order to increase their job satisfaction and limit their intentions for job shift (Amabile et al, 1996; Igbaria and Siegel, 1992). In addition, older professionals are of special interest. The results of this research imply that MNC managers should identify older professional devotion to current post as, particularly employees over 45, are likely to seek different career paths. As regards married knowledge workers, they are less likely to lean towards a career change. Finally, we propose that MNC managers be indifferent to employee educational background or their gender, as both factors suggest weak predictors of professionals’ intentions.             
Limitations and future study directions

This study faces limitations that can provide suggestions for further research. Three of them are outlined in this section. First, the findings presented in this research may not be generalisable to other countries, as the study draws from MNC subsidiary operations in Greece. Hence, replication of this research in subsidiaries based in other nations with different levels of technological development is essential. Second, this study captures intended career preferences of knowledge professionals, which can be different from what employees actually did. Future research is likely to seek to discover the extent to which intended and realised career routes overlap. Third, further study should take into consideration features of the national context such as the level of technological advancement of a country and MNC subsidiary roles in this country (cf. Manolopoulos et al., 2007; 2010). Regarding the employee-related variables, results indicate the importance of two other variables that direct their behaviour in career decision making; namely, self-efficacy (Nilsson et al, 2002; Betz & Voyten, 1997) and self-awareness (McArdle et al., 2007). Hence, future research should take into consideration these variables in order to explore more profoundly their mediating or moderating effects on career decision making. 
6. References

Allen, T.J., & Katz, R. (1992). Age, education and the technical ladder. IEEE Transactions on Engineering Management, 39, 237-45.

Alvi, S. A., & Khan, S. B. (1983). An investigation into the construct validity of Crites’ career maturity model. Journal of Vocational Behavior, 22, 174-181.

Amabile, T. M., Conti R., Coon, H., Lazenby, J., & Herron, M. (1996). Assessing work environment for creativity. Academy of Management Journal, 39(5), 1154-1184

Amundson, N. (1995). An interactive model of career decision making. Journal of Employment Counselling, 32, 11-21.

Arbona, C. (2000). The development of academic achievement in school aged children: Precursors to career development. In S. D. Brown & R. W. Lent (Eds.), Handbook of counseling psychology (pp. 270-309). New York: John Wiley.

Archebe, C. C. (1982). Assessing the vocational maturity of students in the East Central State of Nigeria. Journal of Vocational Behavior, 20, 153-161.

Arthur, M.B., Khapova, S.N., & Wilderom, C.P.M. (2005). Career success in a boundaryless career world. Journal of Organizational Behavior, 26, 177-202.

Bandura, A. (1977). Self-efficacy: Toward a unifying theory of behavioral change. Psychological Review, 84, 191-215.

Bandura, A. (1997). Self-efficacy: The exercise of control. New York: W. H. Freeman.

Baruch, Y., & Peiperl, M. (2000). The impact of an MBA on graduate careers. Human Resource Management Journal, 10(2), 69-90 

Betz, N. E., & Voyten, K. (1997). Efficacy and outcome expectations influence career exploration and decidedness. The Career Development Quarterly, 46, 179-189.

Betz, N. E., Borgen, F. H., & Harmon, L. W. (1996). Skills Confidence Inventory. Palo Alto, CA: Consulting Psychologists Press.

Bielby, W., & Bielby, D. (1992). I Will Follow Him: Family Ties, Gender-Role Beliefs, and Reluctance to Relocate for a Better Job. American Journal of Sociology, 97(5), 1241-1267.

Blustein, D. L., Prezioso, M. S., & Schultheiss, D. P. (1995). Attachment theory and career development: Current status and future directions. The Counseling Psychologist, 23, 416-32.

Bowlby, J. (1982). Attachment and loss: Vol. 1. Attachment (2nd ed.). New York: Basic Books

Brenner, O.C., Blazinni, A.P. & Greenhaus, J.H. (1988). An examination of race and sex differences in managerial work values. Journal of Vocational Behavior, 32, 336-44.

Brief, A.P., Van Sell, M., & Aldag, R.J. (1979). Vocational decision making among women: implications for organizational behavior. Academy of Management Review, 4, 521-30.

Buetell, N. J., & O’Hare, M. M. (2006). Career Pathfinders: A qualitative study of career development. Psychological Reports, 98(2), 517-528

Caplan, R.D. (1987). Person-environment fit theory and organizations: commensurate dimensions, time perspectives, and mechanisms. Journal of Vocational Behavior, 31(3), 248–267.

Cappelli, P., Bassi, L., Katz, H., Knoke, D., Osterman, P., & Useem, M. (1997). Change at Work, New York: Oxford University Press.

Cherniss, C. (1991). Career Commitment in Human Service Professionals: A Biographical Study. Human Relations, 44(5), 419-437.

Chianglin, C.Y., Chen, J.S. & Yu, P.L. (2004). Transforming from a researcher into a leader in high-tech industries. International Journal of Information Technology and Decision Making, 3(3), 379–393.

Coovert, M. D. (1995). Technological changes in office jobs. In A. Howard (Ed.), The changing nature of work (pp. 173-208). San Francisco: Jossey Bass.

Costa, P. C, McRae, R. R., Zondcrman, A. B., Barbano, H. E., Lebowitz, B., & Larson, D. M. (1986). Cross-sectional studies of personality in a national sample: 2. Stability in neuroticism, extraversion, and openness. Psychology and Aging, 1, 144-149.

Creed, P. A. & Patton, W. (2003). Predicting two components of career maturity in school based adolescents. Journal of career Development, 29(4), 277-290.

Crites, J.O. (1997). The revised Career Maturity Inventory. Paper presented at the National Career Development Association Conference, Daytona Beach, FL. 

Derr, C. B. (1986). Managing the new careerists. San Francisco: Jossey-Bass.

Dik, B. J., Sargent, A. M., & Steger M. F. (2008). Career Development Strivings: Assessing Goals and Motivation in Career Decision-Making and Planning. Journal of Career Development, 35(1), 23-41

Dokko, G., Wilk, S. L., & Rothbard, N. P. (2009). Unpacking Prior Experience: How Career History Affects Job Performance. Organization Science, 20(1), 51-68.

Driver, M. J. (1982). Career concepts - A new approach to career research. In R. Katz (Ed.), Career issues in human resource management. Englewood Cliffs, NJ: Prentice Hall.

Duffy, R.D., & Dik, B.J. (2009). Beyond the self: external influences in the career development process. The Career Development Quarterly, 58(3), 29-43.

Duffy, R.D., & Sedlacek, W.E. (2007). The presence of and search for a calling: connections to career development. Journal of Vocational Behavior, 70, 590-601.

Erdoğmus, N. (2004). Career orientations of salaried professionals: the case of Turkey. Career Development International, 9(2), 153-175.

Fagan, C. (2001). Gender, employment and working time preferences in Europe. Luxembourg: Office for Official Publications for the European Communities.

Fairlie, R.W. (2005). Self-employment, entrepreneurship, and the NLSY79. Monthly Labor Review, 128(2), 40-47.

Farris, G.F. & Cordero, R. (2002). What do we Know about Managing Scientists and Engineers: A Review of Recent Literature. Rutgers University Press, New Jersey

Feldman, D. C., & Bolino, M. C. (1998). Moving on Out: When are Employees Willing to Follow their Organization During Corporate Relocation?. Journal of Organizational Behavior, 19, 275–288.

Feldman, D., Doerpinghaus, H., & Turnley, W. (1994). Managing temporary workers: A permanent HRM challenge. Organizational Dynamics, 23(2), 46-63.

Felmlee, D. H. (1984). The dynamics of women’s job mobility. Work and Occupations, 11, 259-281.

Fisher, C. D., & Shaw, J. B. (1994). Relocation Attitudes and Adjustment: A Longitudinal Study. Journal of Organizational Behavior, 15, 209–224.

Flum, H., & Blustein, D. L. (2000). Reinvigorating the study of vocational exploration: A framework for research. Journal of Vocational Behavior, 56, 380-404.

Gardner, A.M. (1990). Career orientations of software developers in a sample of high tech companies. R&D Management, 20(4), 337-52.

Gerloff, E. A., Muir, N. K., & Bodensteiner, W. D. (1991). Three components of uncertainty: An exploratory study of the effects of aggregation. The Journal of Management, 17(4), 35-56.

Gianakos, I. (1996). Career development differences between adult and traditional-aged learners. Journal of Career Development, 22, 211–223.

Gold, A., Brush, L., & Sprotzer, E. (1980). Developmental changes in self-perceptions of intelligence and self-confidence. Psychology of Women Quarterly, 5, 231-239.

Goldberg, L. R., Sweeney, D., Merenda, P. F., & Hughes, J. E. (1998). Demographic variables and personality: The effects of gender, age, education and ethnic/racial status on self-descriptions of personality attributes. Personality and Individual Differences, 24, 393—403.

Groeneveld S. (2008). Dual Careers and Diplomacy: The Willingness of Dual-Career Couples to Accept an International Assignment Within the Dutch Foreign Services. Review of Public Personnel Administration, 28(1), 20-43.

Grover, M. (1999). Financial chemistry. Forbes, 163(12), 238-246.

Guay, F., Senecal C., Gauthier L., & Fernet C. (2003). Predicting Career Indecision: A Self-Determination Theory Perspective. Journal of Counseling Psychology, 50(2), 165–177.

Hackett, G., & Betz, N. E. (1981). A self-efficacy approach to the career development of women. Journal of Vocational Behavior, 18, 326-339.

Hall, D.T. (1996). Protean careers of the 21st century. Academy of Management Executive, 19(4), 8-16.

Hall, D.T., & Chandler, D.E. (2005). Psychological success: when the career is calling. Journal of Vocational Behavior, 26, 155-76.

Harzing, A.W. (1997). Response rates in international mail surveys. International Business Review, 6, 641-665.

Haug, P., Hood, N., & Young, S. (1983). R&D intensity in the affiliates of US-owned electronics companies manufacturing in Scotland. Regional Studies, 17, 383-392.

Healy, C. C., Mitchell, J. M., & Mourton, D. L. (1987). Age and grade differences in career development among community college students. The Review of Higher Eduction, 10, 247-258

Healy, C. C., O’Shea, D., & Crook, R. C. (1985). Relation of career attitudes to age and career progress during college. Journal of Counseling Psychology, 32, 239-244

Heslin, P.A. (2005). Experiencing career success. Organizational Dynamics. 34(4), 376-90.

Hite, L., & McDonald, K. (1995). Gender issues in management development: implications and research agenda. Journal of Management Development, 14(4), 5-15.

Hood, N., & Young, S. (1982). US multinational R&D: corporate strategies and policy implications for the UK. Multinational Business, 2, 10-23.

Hoyt, J., & Gerloff, E. A. (1999). Organizational environment changing economic conditions, and the effective supervision of technical personnel: A management challenge. The Journal of High Technology Management Research, 10(2), 275-293.

Igbaria, M., & Siegel, S. R. (1992). An examination of the antecedents of the turnover propensity of engineers: An integrated model. Journal of Engineering and Technology Management, 9, 101-126.

Igbaria, M., Greenhaus, J.H. & Parasuraman, S. (1991). Career orientations of MIS employees: an empirical analysis. MIS Quarterly, 15(2), 151-169

Ilgen, D., Fisher, C., & Taylor, S. (1979). Consequences of individual feedback on behavior in organizations. Journal of Applied Psychology, 64, 349–371.

Jamali, D., Sidani, Y., & Abu-Zaki D. (2008) Emotional intelligence and management development implications: Insights from the Lebanese context. Journal of Management Development, 27(3), 348-360.

Jordaan, J. P. (1963). Exploratory behavior: The formation of self and occupational concepts. In D. E. Super (Ed.), Career development: Selfconcept theory (pp. 42–78). New York: College Entrance Examination Board.

Kim N., & McLean G. N. (2008). Stability and dominance in career success orientation in South Korean employees. Human Resource Development International, 11(1), 19–34.

Kim, Y. & Cha, J. (2000). Career orientations of R&D professionals in Korea. R&D Management, 30(2), 121-137.

King. S. (1989). Sex differences in a causal model of career maturity. Journal of Counseling & Development, 68, 208-215.

Kishor, N. (1981). Effect of self-esteem and locus of control in career decision making in Fiji. Journal of Vocational Behavior, 19, 227-232.

Kristof, A.L. (1996). Person-organization fit: an integrative review of its conceptualizations, measurement, and implications. Personnel Psychology, 49(1), 1–49

Leung, D. (2006). The male/female earnings gap and female self-employment. The Journal of Socio-Economics, 3(5), 759–779.

Lewis, S., Smithson, J.,  Brannen, J., Guerreiro, M.D., Kugelberg, C., & Nilsen, A. (1998). Futures on hold: young Europeans’ talk about combining work and family. London: Work-Life Research Center.

Li, L., Tse, E.C.Y. & Xie, L. (2007). Hotel general manager profile in China: a case of Guangdong province. International Journal of Contemporary Hospitality Management, 19(4), 263-27.

London, M., & Greller, M. M. (1991). Demographic trends and vocational behavior: A twenty year retrospective and agenda for the 1990s. Journal of Vocational Behavior, 38, 125-164.

Loughlin, C., & Barling, J. (2001). Young workers’ work values, attitudes, and behaviors. Journal of Occupational and Organizational Psychology, 74(4), 543–58.

Luzzo, D. A. (1995). The relative contributions of self-efficacy and locus of control to the prediction of career maturity. Journal of College Student Development, 36, 61-66.

Luzzo, D.A. (1993a). Value of Career-decision-making Self-efficacy in Predicting Career-decision-making attitudes and skills. Journal of Counseling Psychology, 40, 194–199.

Luzzo, D.A. (1993b). Predicting the career maturity of undergraduates: A comparison of personal, educational, and psychological factors. Journal of College Student Development, 34, 271-275.

MacDermid, S.M., Dean Lee, M., Buck, M., & Williams, M.L. (2001). Alternative work arrangements among professionals and managers: rethinking career development and success. Journal of Management Development, 29(4), 305-17.

Manolopoulos, D. (2006). Motivating R&D professionals: evidence from MNEs decentralized laboratories in Greece. International Journal of Human Resource Management, 17, 616-646.

Manolopoulos, D., Dimitratos, P. & Sapouna, P. (2010). An investigation into international assignment directions of R&D MNE employees: evidence from Greece. International Journal of Human Resource Management, 21, forthcoming.

Manolopoulos, D., Dimitratos, P., & Sofikitis, E. (2011). Predictors of Career Preferences of MNC Knowledge Professionals. Personnel Review, 40(4), forthcoming. 

Manolopoulos, D., Papanastassiou, M., & Pearce, R. (2007). Knowledge-related competitiveness and the roles of multinationals’ R&D in Greece. Management International Review, 47, 1-21.

Markham, W. T., Macken., P. O., Bonjean. C. M., & Corder. J. (1983). A Note on Sex, Geographic Mobility, and Career Advancement, Social Forces 61, 1138-1146.

Markham, W., & Pleck, J. (1986). Sex and Willingness to Move for Occupational Advancement: Some National Sample Results. Sociological Quarterly, 27, 121-143.

Mauer T. J. (2001). Career-relevant learning and development, worker age and beliefs about self-efficacy for development. Journal of Management, 27, 123-140.

McArdle, S., Waters, L., Briscoe, J. P., & Hall, D. T. (2007). Employability during unemployment: Adaptability, career identity and human and social capital. Journal of Vocational Behavior, 71, 247-264.

McCathy A., & Garavan T. (2006). Postfeedback Development Perceptions: Applying the Theory of Planned Behavior. Human Resource Development Quaterly, 17(3)

McDonald, K.S., & Hite, L.M. (1996). HRD initiatives contributing to women’s career progress. In E.F. Holton (Ed.), Academy of Human Resource Development Conference Proceedings, Minneapolis, MN.

McEvoy, G., & Buller, P. (1987). User acceptance of peer appraisals in an industrial setting. Personnel Psychology, 40, 785–797.

McRae, R. R., Costa, P. T., De Lima, M. P., Simoes, A., Ostendorf, F., Angleitner, A., Marusic, I., Bratko, D., Caprara, G. V., Barbaranelli, C., Chae, J. H., & Piedmont R. L. (1999). Age differences in personality across the adult life span: Parallels in five countries. Developmental Psychology, 35, 466-477.

Merton, R.K. (1957). Social Theory and Social Structure, Free Press, New York, NY.

Mitchell, T. R., Holtom, B. C., Lee, T. W., Sablynski, C. J., & Erez, M. (2001). Why People Stay: Using Job Embeddedness to Predict Voluntary Turnover. Academy of Management Journal, 44, 1102–1121.

Narayan, A., Steele-Johnson, D. (2007). Relationships between prior experience of training, gender, goal orientation and training attitudes. International Journal of Training & Development, 11(3), 166-180.

Netter, J., Wasserman, W., & Kutner, M. (1996). Applied Linear Statistical Models. (4th ed.), Homewood, IL: Irwin.

Nilsson, J. E., Schmidt C. K., & Meek W. D. (2002). Reliability generalization: An examination of the career decision-making self-efficacy scale. Educational and Psychological Measurement, 62(4), 647-658

Noe, R. A., & Barber, A. E. (1993). Willingness to accept mobility opportunities. Destination makes a difference. Journal of Organizational Behavior, 14, 159-175.

Papanastassiou, M., & Pearce, R. (1999). Multinationals, Technology and National Competitiveness, Cheltenham: Edward Elgar.

Patton, W. & Creed, P. A. (2001). Developmental issues in career maturity and career decision status. The Career Development Quarterly, 49, 336-351.

Pearce, R.D. (1994). The internationalization of research and development by multinational enterprises and the transfer sciences. Empirica, 21, 297-311.

Pearce, R.D. (1999). Decentralized R&D and strategic competitiveness: globalised approaches to generation and use of technology in multinational enterprises. Research Policy, 28, 157-178.

Pearce, R.D., & Papanastassiou, M. (1997). European markets and the strategic roles of multinational enterprise subsidiaries in the UK. Journal of Common Market Studies, 35, 243-66.

Petroni, A. (2000). Career route preferences of design engineers: an empirical research. Career Development International, 5(6), 288-294

Rajadhyaksha, U. (2005). Managerial competence: do technical capabilities matter?. Vikalpa: The Journal for Decision Makers, 30(2), 47-56.

Raskin, P. M. (1994). Identity and the career counseling of adolescents: The development of vocational identity. In S. L. Archer (Ed.), Interventions for adolescent identity development (pp. 155-173). Thousand Oaks, CA: Sage.

Redpath, L., Hurst, D. & Devine, K. (2009). Knowledge workers, managers and contingent employment relationships. Personnel Review, 38(1), 74-89.

Reitman, F., & Schneer, J.A. (2003). The promised path: a longitudinal study of managerial careers. Journal of Managerial Psychology, 18(1), 60-75.

Reynolds, C., & Bennett, R. (1991). The Career Couple Challenge. Personnel Journal, March, 48.

Richardson, M. S. (1974). Vocational maturity in counseling girls and women. In D. E. Super (Ed.), Measuring vocational maturity for counseling and evaluation. Washington, DC: American Personnel and Guidance Association.

Richie, B.S., Fassinger, R.E., Linn, S.G., Johnson, J., Prosser, J. & Robinson, S. (1997). Persistence, connection and passion: a qualitative study of the career development of highly achieving African American-black and white women. Journal of Counseling Psychology, 44(2), 133-48.

Robbins, S.P., Odendaal A., & Roodt, G. (2003). Organisational Behaviour: Global and Southern African Perspectives. Cape Town: Pearson Education South Africa.

Rosenthal, N. H. (1995). The nature of occupational employment growth: 1983-1993. Monthly Labor Review, 118, 45-54.

Ryan, A. M., Brutus, S., Greguras, G. J., & Hakel, M. D. (2000). Receptivity to assessment-based feedback for management development. Journal of Management Development, 19, 252–276.

Sagiv, L., & Schwartz, S. H. (2000). Values priorities and subjective well-being: direct relations and congruity effects. European Journal of Social Psychology, 30, 177-98.

Savickas, M.L. (2002). In S.D. Brown and R.W. Lent (eds.), Career development and counseling: Putting theory and research to work (pp.42–70). Hoboken, NJ: John Wiley & Sons, Inc.

Schein, E. H. (1978). Career dynamics: matching individual needs and organizational needs. MA: Addison-Wesley. 

Schein, E. H. (1982). Individuals and careers (Contract N00014-80-C0905). Arlington, VA: Office of Naval Research.

Simmering, M., & Wilcox, I.B. (1995). Career exploration and identity formation in MBA students, Journal of Education for Business, 70(4), 233.

Srivastava, A., Blakely, G. L., Andrews, M. C., & McKee-Ryan, F. M. (2007). Mechanisms Linking Nationality and Subjective Well-being in Managers in China and the United States. Journal of Managerial Issues, 19(4), 494-516.

Stead, G. (1989). Career decisional states and their correlates amongst White high school pupils. Unpublished doctoral thesis, University of Port Elizabeth, South Africa.
Stewart, W.H. & Roth, P.L. (2007). A meta-analysis of achievement motivation differences between entrepreneurs and managers. Journal of Small Business Management, 45(4), 401-421.

Still, L. & Timms, W. (1998). Career barriers and the older woman manager. Women in Management Review, 13(4), 143-56.

Sullivan, S. E. (1999). The changing nature of careers: A review and research agenda. Journal of Management, 25, 457-484.

Sullivan, S. E., Carden, W. A., & Martin, D. F. (1998). Careers in the next millennium: Directions for future research. Human Resource Management Review, 8, 165-185.

Taylor, K. M. & Popma, J. (1990). An examination of the relationships among career decision-making self-efficacy, career salience, locus of control, and vocational indecision. Journal of Vocational Behavior, 37, 17-31.

Tharenou, P., & Conroy, D. (1994). Men and women managers’ advancement: personal or situational determinants?. Applied Psychology: An International Review, 43(1), 5-31.

Tolbert, P.S., & Moen, P. (1998). Men’s and women’s definitions of ‘good’ jobs: similarities and differences by age and across time. Work and Occupations, 25(2), 168-94.

Vigoda-Gadot, E., & Grimland, S. (2008). Values and career choice at the beginning of the MBA educational process. Career Development International, (13)4, 333-345.

Vondracek, F. W., Hostetler, M., Schulenberg, J. & Shimizu, K. (1990). Dimensions of career indecision. Journal of Counseling Psychology, 37, 98-106.

Walker, J.E., Tausky, C., & Oliver, D. (1982). Men and women at work: values within occupational groups. Journal of Vocational Behavior, 21, 17-36.

Wallace-Broscious, A., Serafica, F. C., & Osipow, S. H. (1994). Adolescent career development: Relationships to self-concept and identity status. Journal of research on Adolescence, 4, 127-149.

Warr, P. B., & Birdi, K. (1998). Employee age and voluntary development activity. International Journal of Training and Development, 2, 190

Wrzesniewski, A. (2002). It’s not just a job: shifting meanings of work in the wake of 9/11. Journal of Management Inquiry, 11, 230-4.

Wynarczyk, P., & Renner, C. (2006). The ‘gender gap’ in the scientific labour market: the case of science, engineering and technology-based SMEs in the UK. Equal Opportunities International, 25(8), 660-673.

Yang, J., McRae, R. R., & Costa, P. T. (1998). Adult age differences in personality traits in the United States and the People's Republic of China. Journal of Gerontology: Psychological Sciences, 53B, 375-383.

Zeffrane, R. M. (1994). Understanding Employee Turnover: The Need for a Contingency Approach. International Journal of Manpower, 15(9), 22.

Zikic, J., &Richardson, J. (2007). Unlocking the careers of business professionals following job loss: sensemaking and career exploration of older workers. Canadian Journal of Administrative Sciences, 24, 58-73.
* significant at .10, ** significant at .05, *** significant at .001
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