The Study of Organizations and Human Resource Management Quarterly 1(2)2016 2016 1(2) '"wRN AXWNN 71011 DR APNY [1V27




ININD PN
719N NVIDIPIN
921X 2)7

Drexel University
PN Y

719N NVIDIPIN
127 M9T

719N NVIDIPIN
50N N
SNV D17D)19

qnY MMNT

7190 N0 TV P

The Study of Organizations and Human Resource Management Quarterly 1(2)2016

19991
qu MIN
N9y NoNM
MVN DY
NNYY NINY
NION-9909 TN
993 2INY

NITP PN

piraRivil

K.O. Dekel & Co.
1990 PN

7719°0 NO0IIIIN
N OON

DIN-91 NDIOIDIN
Y120 APy
77’1\’-71 NO0IININ
DYIVN 1PN

779N NO>0II2IN
0 YN

SNIPT ININI0 N12D-)1290077

2016 1(2) 'wikn ARUNN 71011 DX AENY (1Y

NI9¥NN *an

YIVON PNY
Middlesex University
VNN N)

719°N NV>0IIIN

NP2 5N

719N NUDIIIN

P22 M

719N NUDIIIIN

T2 DT

University of Southampton

WYY NWHY
ESADE, Barcelona



The Study of Organizations and Human Resource Management Quarterly 1(2)2016 2016 1(2) '"wNKRN AXWNN 71N DIIR APNY [1Y20

039397 199

Ty
B et e ettt e et ae e e 2016 (2) 11992 - TN 12T
299819 9112
MIND NNYTN NITNNA WHN YARWN DPIN
B ettt eiitr e e IV YOI D2 )N
MNNND MNP DNNIND AN HINDN MPYY NV
20 et 71T21-17) )W) DXOON-TI0 D117
1Y 01NN NINIPIY XMWY RN 12 WINNND DY — 7DIP2IV NN YD W7
B0 ettt ettt e e et e e eitsraaan Y2202 IWO? 15T

A framework for understanding the consequences of value congruence and
incongruence in organizations and a call to enhance value alignment
B e Shimon L. dolan

VNN IRYD IMININX NIVIVON ,NTIAYN 12220
TS et MTPN-)IN AN

0297 NPYN O9PIN 91T

D72 YV DIVIN 1222 NTIAYA NI NYPYN 12 WP
B et INDY TN

NN DINIPD 21N NNPNRI , 00099 - BININ

N27YN NIINA PY->D YTY NPV NIYINI NPMAIN 1’2 NINIIWN NOXAN

0 e NEND 227 PHT I
105 NN NI DY NI
........................................................................... QU PINY , PION W, Y2) SIN : WINT
112 NNYNN DN — VIAY NWIIY NI DI
...................................................................................................................... NI 92)

117

DININ IPNY 19990 HY DO TNY DIWIN

118
D>X2AM2Y NYMIN




The Study of Organizations and Human Resource Management Quarterly 1(2)2016 2016 1(2) '"wNKRN AXWNN 71N DIIR APNY [1Y20

[T
xti7g 2016 (2) 1 1992 = 7991 931
<& 5
- e
2y GY9 NPIN 794

P92 YATIN DY 2 10N YOI NN NNND DNIOWNND ANYNIN D172 DININ PN )YIIN NOIWN
,INDY VYN DYDY IPNNN D9 P2 DD NIOY TITY NI NDMIN INHNY PNIND OINN) DX MY
PYYN PN MV YD NI DT NONIT MNPN OVIN PAY DMIPIN P NUNMTY NN NN MYNHNI

HNONN DN DIWNNN DIINNNN DY

MIYTN NITNND WNIN SANWYN PPN NI YOI DIVN 120X DY DIINND DM DIPHND 9919 NN
oY NMAMYN ,DXAMON MYV .TMNIN NMIVTND VNI YARYNI D110 PIAY WP POWND ININD
NPONN DY NTHYN MNYO DIIND NI IMNIN NNIYTN NMVIVOX MM YHNX YARYND NPHNN
MTH-NTHN )Y OXOOX NN-122D DN MXPHRN NN OITPY,NIN 2IWN QNI ININD WX YINYND
YN MPYY MNDINN DN DXTIY 27P2 NINDVINND MNNINNY DXI20N 1NN DINNNI DPOW
NDY O NDNN NPV TPNDVIND .DMINNY DPNPIDYN , DPONPYIN , DOYIN DININY NYY IWPN NN)
-NYPYNN DN IR TPNIVHOWYA 99V DY912 7PNIVAYN 71PD),79NND NIANY NN NI MIWN
NN MYV DY DVIN O ,D¥PP0N MT) DTN ODNOVN INDN HMINN MIIYNI NINNIN
DX NNINN = NYNN AN P2 I NONX DOWIX NN ONIWNI DITPIN NIND W PMIPY
VYN NIIWNN TINA DOVINRD DI 2950 NOYPN NANN NYINNI NITHN 725 MDTI DY DPVLPIVY”
1D NN NYAIN NIRNND  N>NDIMNIA-NYO TODT .ONY NNPIN NN DY PND NIND NYINM
NI NPY NIM)I DY MIINM MNOYNN 7Y NINAIRNDT YN .NTH-NTIN DNV MY NININY
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MYIITY NMYINIA MDNNA 2NN DIMNIND DX2N NI NONNN NN MINNL TNYD MmN Dy
TPVIVOND DIININNRN DINWYN MNIWA N9 NN NNYTN .NIXY NIXA0NY MYTHN NPT
Lyon & Ferrier, >mnnn 1m7n> 5y T11NNNY )HIND NI IR NV 1YWY TITD 127210 IININ
NITHN MDYN OXRWY) PN NTHRNN 7IOYD DYTY NX MNINND DNIVWA Y NN NN KD .(2002)

I INYITN NITNN NNDSNA WNIN YARWYN TIVN DY 1NN PPN, ININD NIYIN

A% TNINRD XTINNN NN DY NNV PNIRD NNISND NN NN NNYTNL OINX)T 017 OOMN
DYNVAND NWVIDYN TN YD NN DY IWIANN 0N ,D0NIN OD70)) Pa ININKY TIY 9PNNa

DXNYY D19 ©YMN 791 MY .(Conference Board, 2013) DN”92 DX TMYN DMII0DN DONNIYN

n915> .(Economist Intelligence Unit, 2009) 1IN NMHY NP 9NV 2IWN1 N2IHDD NN NHYTN

MIND T2 DY NPNPOM POTN ,7PNIPDVINI NNHYNI YRID DNNY INDIND DY NNDYTINN
99010 MW, .(Obstfeld, 2005; Gupta & Singhal, 1993 ; Whelan, Parise, De Valk & Aalbers, 2011)
TYTYD IRNNN NINNINRD NIPNIRD DX NV NYOY T )7, JNIND 292 NTMYN NI MINY
TTIWO YT DTN D10 DIINNNN D9 DYDDNNN NN PNIND PTNND T 17ININ NN
DY NIT WP WY TN 11NIND OWNRN ARWNN DINI0 NNVTN P2 DIRNNND VPN NN ITINIYTN
SV NNDXNN 19992 70 POD DN PN (Jimenez-Jimenez & Sanz - Valle, 2008) 1)IN2 NRYTN 21N
YANVN TIVN DY NPITHN NMIVIVDNN MY SWNIND DIND TOW ,NNYTN DY NNVIVOND NN
PV WPN DY MONO D37 OIPNHN IMIN SMIND PNINY NP TINND NNIVN IUN WIRD
Foss & Laursen, 2005; Gupta et al. 1993; Jimenez-) D)W DMIINN2 WNINX YXARYN MDOYAD NIYTN
V2NN DY ININKRD (Jimenez & Sanz-Valle, 2005; Shipton, West, Dawson ,Birdi, & Patterson, 2006;
.(Beugelsdijk, 2008; Chen & Huang, 2009) YoX MM2%¥9 H¥ »)0IVONN

) TIIYI .TIMIX NPNPY PAT NN ODTIND TININ NNWTN DY MYNWNRN DY TNy N 9INNI
,ININND ONIWA NNIND DXYIAPNN MININD N2A0N MY NND  NNIYTN TITY1 MBOWYNN Yy
MOMNN MDYNA NTI NN DY 1IN .NNYTN DY NIVIVOX NIDINI MDYNN DY DNYIVM
TTIVO 912 NI DN DXD772) DONNT ,MYON ,NMININ NIYTN NITNND WHRD SARVND TIvN
NN

AN ovIn

M29 MIMNHN NNY RGN )IIMNN MDIND 952 DXTY NN 1Y ,INNOVN 02V NXNIAN MNNANIN
NI ONZN MINNN TDIDIN TPRIN THIND .12 VAN MTIPID ONYN N NN NNYNN
MTTINNN .ONYP NN NVIND NN DY MINNT NMIYINID) MPNNL )N OMNIX NN NPINNN)
Chen ) NOVIVY MYTNNN NVIND) PIXII SO PNIRD MDY NN NIND MIVPPN TNND IR NOYND N
11N, MINNN DY NNNYNN MYIITI MYNITI MPNNIA 2NN DN OMON ONININ (et al. 2009
95,00 MYYMNN NP XIIYN IN MYITN PIVY MDIYN NIOY ,0MWTN) DIWTN DININ I8»D
DNV ,1PTY DX TTIVD PIIRD N NMIDN DX DMWY OMINNN ONIN DY NIV YT NNY
NIDINRA TNSN NI ,0NDIDY NN WPWND ,(Mumford, 2000) MIYTNY NPNVIOY 315907 NPHRN
DN P ON DMPNTNOVN DIMIYN I TNITD YW .NNIY NNYTNI NININD YHN MINWNI DY NMIVIVON
DN TN TPARY 7PYY) ,DMAINNIT OPNY OMNMDI DIION .TINININN 122202 MNVN INNDND TNN
D) DNNNI TO2 IMTTINNN DY DOUPNI PNIND D27 DXNNN DXDDINN (TTNND NP NI TN
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ML NIND MWD D972 NON DMIIXINA P XY NIYTNM NPNPY YIFNY NIDN N0 ON
N2 90N ,079210) DMVINY DMPWYI DYDY DINND DXTIVNN T D30 . TI DINN DD, D¥HNIM
D720 DY TINNP NMVY DY TN 2579 NTHIAY NID NNNND,DMNY DD NI FTYM WP YN
AT TTHINNNY PHINT MNMPN NPYIVN D¥ITITN N NNYTNY NPNPN TV DONT-PA,0"MIAIN
Jackson, Chuang,) )IND 29INY 1YN2 0) NON YT PNY DMNIN P9 XD DPN 771D 1990 1N

PN NINYTN OYIV 1I9INA I8N N (Harden, Jiang, & Joseph, 2006

VY, NNX NYPNd (Creativity) NN (Innovation) NMWTN DNHWIND MWD N TY NONMNN
MY NN NPNP NHVYA NNNA O IMNN DTIN NV TN .XYNN DY NNO2 MII NHMPN
YN ,NTIAY YT D0NN , DI OXONMNNT NNPYIN DY RO NNYTN DN DXWTN NPV
T NPNPYY OXONMN NN .(Jiang, Wang & Zhao, 2012) TN NS, 1NIND DY INNYSND I
DTNV INNRD .NINIDIN Y12 DPNNY YNDIY DXTHPN ,DIVTN DT PIDdY ,NTIAYA PRy DY
DY INND IININ NMIYTNY DI0IN NX ONNNN PN DN ,0MIND ¥I7TI MYNNN NNPYIN MDY ON
NN DY YTNNND DX2ON DNNIN . T2 TN ,INND ,NA PIYD YN ,1ININ NNYTNL TPNRNn
Sv D»NN DT D29 YA NAVNI ANNYTNY .ANM INY XTNINN NYYI THINND PIVIA OTHYN DY MWD
YN TONNY NN NONMNN NIVTN (Zahra & Covin, 1994, pp. 180) ”NMMNDY NPNY NNIND NN
VTN XYY NPRPY . (Van de Van & Angle, 1989) DOWTN NNPYI DMIW»NY DINNN IMYSHNI
,TIYIN) NPNPN DY DOWAVN DMV DXOONN XN JNIND TN TR TS M) TIY Ny NN
NPNPY JNIND MIAIN DNNNAYN AXP ,)NIND NDAD YWD NNIYTN DY IDINY ,(1PDMIN  NPYIN
NYNY P NPNR NNYTN IR NXAPN NN NIYTNN IDN) NPT NN NN IPOYI NON
NN TPNINDI NMINT NTIPID NNYTNA DNV DT MPOIY MININI 27DIRD NINY MOWUNN ,DMININ

3IMVIVON NYIAN NPITH NYIPI NN NNIYTNI

MH9D2 MY NVVINNN (Damanpour, 1996, pp: 694) NMNINT DY INITHN NN ,NT ININNI,NON) DN
IYAYNY N1 NDIVAD IN TNNINT 1125202 DMWY N2NND IN,)NIND NINYY TITD NWAN) NN
,TPIONI ,NPPTNI NN DAY P, NNMND N JPYI DY NN DN ANYTN JNON .N20N Yy

7 ANIND DWVTN DY MNP IN TN

YNNI MIWTN NDY MXMNIN  TPIRPITI NIWTN : RDNTY .DONY DIPIVIP 29 DY NIVTN INDY 1)
210 NP MNS NPY INNND ,TPDVINIPIN NNIYTN NMYY ,)NINRND DY NPNONN MDD NNNWNA
,DOUTN DN NOON) THINONOV NNYTN ,MDOYIN I9IN 29 Y IN .JNIND DY 1PNONN MDYIN
, YT NPPTHY NONMNN) NIVIVDIPHRTN NNIYTN NNMIYD (DOWTN DNIPY IN DYTN MININOV
DYTN IMNIN MDY D52 RVANNY ,)D ONX NI NIYTN (DOWTN DXONN N WTN MNIN MIAN
MIIN .1NT HNIXN N0 MOYI MIIN IPOY 1T TIHIRD MININ NNIXND NNINN NN NINNND)
DM TIN DXANWYN NNAYIY 122201 MNNND TN IV )N MIDIIN NNYTN DY) NMHVIVONX MOYYI
,DMN MPNY YR MDY DINNNOY IN ,PIVA YIDID IN NINND NYP WX PUNND ARWNN H91D)

.(Brown & Eisenhardt, 1995) YMINN 1171 XN NMININ NPTINM NN 75

YR NPIPNDYTY DXNNI NNY MIYTNN >PTIN HW RINA MTIPI AT INRNT NPY 1Y KINY ,INYTA NN NN PN 0037 3
TN D3 7PN NIINY (NMIDIVDNRY PIPY DO MNP PN ,MINT DN IPN WNN SIRWN DI, DI : NNNTI ) Ipoy DN N2
(Adams, Bessant, &Phelps,2006) DiNNa 01710 D8NW %9 JNIN .NYY DOPNYN PYNND WP NPYNDYTI MNT NTIPIN

N921P1 NNX DTN NIDNT 1HD9IDT NI PN NIYTN IWIND
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MIIYINI VIIN 2aARYN 1’1 TYPH

Delery & Doty, 1996; Huselid, 1995; MacDuffie, 1995; Youndt, Snell,) ©>0 1y0L 1127 0NV TwNa
Organization ) 1IN MINAD YHN PANWND MY P2 2PN WP v ) (Dean, & Lepak, 1996
NN DMIPINNIAND 1993-2 .ANYTNY 2PN VP YY DI NNINN NN D29 1) XM (Performance
NHYTINN DY 7157910 DN DN DN XYY OOWINY ) (Gupta & Singhal., 1993, pp: 41) YM0)
NPNPY DY NYAVYN N1 YNNK YARWYNY ¥ DN DMVIVOR NIV YNVY NYIIN PN 7NN
.2 DXRNN OVNN 27NN OHYA DMINNN NTIAY XTIVN NNPN- YNINR PINWYNI ION .1 NINI NNYTM
4 1190 NPT NIVTN TIDY-DX1IINN TIND .3 NN PPIY OXT2Y TIDY- DIVIND NN

. DY NANYN- MIIPN NN

YD) GUN DYINNDI DPPOIN DMIPNN DY QLY DNN DN DMAONN NNV NINN TY DY 7P N TN
IYANND ND PTY D22 NV DIPNNN N .NNYTND YIN YARYND MDY PA WpPn NN NIOND
YN ,ITI20) AN DMIPNN D) DY IMINIYA PYTY DINSNDI NN DIPN NN DTN X IWON ¥
DYP NN NYDINY DINAN DOVAN DMIPNNNN NI P IND I .PNVIY NN DNPPD DY NYPN

NN INIYTNN TYITYD WNN AR MDY P2 W

P2 PN DY IpNNna W asn (Shipton, Fay, West, Patterson, & Birdi, 2005) ©INX) NOOY , 1MIYNI
DNYIDY ,DNOITM ONOWN ,NTAYY (Induction) DNIDM DIPH ,DITAIWY NIPRY MNTPNN MY
DYNYPN DIIMINYI MIYTN N2 ITN0Y THIN MNIN DIDPNY INSD 19 19D .7ININ NNYTN N1D
IR DYDY DININ 19D ,2006-1D GONN DIPNNA .IIX» MIONNT NNYTN DINITH 2IWNY MY
Jimenez-) DD DMPIN  .DPIDY MNIPYY DXT2Y MHIINK) DITIY MM, NN NTIAY DM
SINN NNIYTND YNNX YARWHD MDY P2 O2PN WP DN GX NS (Jimenez et al., 2005, 2007, 2008
,N199YNN TINA MNTPNN 9NN NITHINT VINOY ,NOITH ONPIDYN 1INV DT NVIYPY NN
PoNn P (Beugelsdijk, 2008) 3102312 .0>T2IY NIOYY TITY D02 DY 510N N2 NN
MYYY DPPANL PSSV ,NDITN ,MINOWN NN MINNDSYD G0N 22PN TP RNNDY DINSNDNNIN

M) Ny

MIVTN TITYY 219990 DX DY oIPN O S5y wamn 901 NYI NN ININRD MIIN 2D PX)
THYTN P2 WP NITN ,MN9DA NV ITY NN RYNN MDYN .TPINN IPNI XJ) LYY PMINA
MMVIVON DWMD TITD MINRD MIIN S5 NMDWYNI NYOLN NN NPINN AYUN  IMNIN mand

. (Lean, 2005; Martin, 2001; Lau & Ngo, 2004) "2IN2 NIVTN

MVUN DNY YNNX YIRYN Y MDY NN 5-2 1T NN 1IINND NINA APV TRNNND NINT TINN
MIIN (1: 0N DDINNN .THPIMNIRD NNYTNN NMVLIVONI YN YINWYN NN N3O NMIM
NN (3 (MININD NN ININNY TY TN NVOP TONNN) MM M TN (2 IMININ

MIN MIDINN (5 Y2 NIOYN TN (4 D1m DN

IYVIND TITYT YIIN YANYN NIVIVON

PNNIN Mamn

D»DXD21 DMNIN DY Y RID NIYTN DY NMNIVIVON DY NAVY ,NNAY PN DY TN NYP?
112 NN INDINDIDINIDN DY DPPI NPNYA PTWY DY TPRNNIND NIN XD NNVTN DY



The Study of Organizations and Human Resource Management Quarterly 1(2)2016 2016 1(2) '"wNKRN AXWNN 71N DIIR APNY [1Y20

DMTTIINN NDIDD NPDIVA NNIVPP NWIIT, )N DO NN NNWTN IWUN,YTN NPNY NPWYN N o0
NHYTN DPPA NOMIND NPIN ININ MIIN PN DIMINI MDY I OP .PMINNN N1202
;200 ,D0DN 020N MNAN 11 TIY NONT AT MIAIN DY INYP DXNOVNN D27 DMNIN DI NNV
N8P, TPONND NI NI NNYTN I IUXR MIAND NIND D) .NINKN N2 TV VNDIPIN ,NNNVIN
LI MR, MDY NN OMIND PIN NPXY TITI ANYTN DY MIVIVONX MINNNHNT NN
PIIND NN V) TIN J2 MITIOIN NIIN N OIDYT DY AN 215730 NNITI,TIV) DPININ §¥0NN2

DTN PNIN MIYND 73591 957 NN

NN NIVTN TITYA 2179 NI DIND NMIN NI NN HNIND M2AIN NN N

N5 MIAT.FPANN TRD VYN TPNI NT KXY DI NNIYTND DMIVPN D27 DIRWI NIV XN PIYNN
Naranjo-) M2INN DY DY DMANN 1IINN 12T ,02NNM) 29 RIN WY OIPINNRD IPNN TN, 1POY
DMMYN DMIPNN NND NINND 1N NRY MINY . (Valencia, Jiménez-Jiménez, & Sanz-Valle, 2011
( McLean, 2005) PYPn NNT 050NV %90 , NMIYTNY DWPN) MIAIN P PN DY N DONWUN

JIINNI

720 7290 7T HY NYIPNRM PHINN I 129 9y TWN PDIDIN DIIIWN NIIYN NN PAIND MAIN
TIND HY TPNNMINNT NPNNDY HPNIANN NPTINMD DIINN TIDN 17 .DNNMINN DY NYowNm
72N DAMWYHRN MNIPYY NNNKN D3N TO NN MIYMN NIND MM .(Cameron& Quinn, 1999)
NOWIVN ,DPIPYY PININ NIND TNVDN :ND D27 DRIV YOI XM PIIND
Ravasi & Schultz, 2006; Needle,) TPRIN9T M2AINM 91NN NND ,DXTAIWN DPIN ,MIVIVONMN
MMPS DY M OY N WP MOMO MNP DTN N2 TITN DY NYOWN MIAINN 30 M3 . (2010
Schrodt, N9 Y277 YMIND DY DTNYN HY DMNTIN NN DX NYNP 0) MAINN .Y 25y
559 TPTINY N MINVIX MATIN D PO )NIND M2 PN 292110 (Schein |, 1992) W 4.(2002)
P MNIVIVON NPY NNNTI ANV NYP NIN TNXN NIPHRI DIDIWN NN NPUM PIINY NN

5. 0OWITIN DOWTNN DY MOVLY WIND "TINPN” WNT WK

¥ NN . (Carmeli, 2005) PIIND N2IN XN NNIYTN DY NI NYIVN 1D WX DINWNRNN TAR ,ININD
TN TTIYD DMK D>N0 NYY ININY OXTAIY NNIIND DY NPIN NYIWN v NNVTNN TV
AN AT MANWYN DY DYIND DXTIYY NN NIN D N¥NI 1D 19D .PHIND 21N T NNVTNA
D099 TR NN ININND MIAIN2 0N D117 OIPIN (Hartmann, 2006) TIMNIND 1OWY2

.(McLean, 2005; Mumford, 2000) NIYTN DY NNNINNY OXT2IVN TITOYL DMIIINN

DYWPR/MIAIN SV >IN NN NN (Tesluk, Farr, & Klein, 1997) ©NXY P1YOV YW 0I9pNN
,DMIVND DXOITIVOM NNYTN NPNPND NIND MIVN NANTNN .1 : NNYTN DY DIYIWNT MININ
DN ININNY MDYND DXIYN DT 207N MIVPINNDT MTVN )ININD 2I12ND DIYTINI DN

MNINM MMHXN DN NN MIIN NIN DYPRY IR AN NNNN P YIDdWA 21PY ,DOMYY ,MI90a N8m N 4
NMPTN BIYNN T IINND .NHYPND MIINN DMYINNI TWNR NPDMINNM DMDNN 0N DYPN DN JNIND IR MPP2INN NPOI0IN
. (McLean, 2005) 153 IX0 M290 10, AN 0PN 92PN 59197 3w 15917 OHWIND MY P2 NITINN Y7203

TPININD DNDIPAN ,0°979N NN PN DN MY NNNN WX IR PINN 12 PNIPN YN 19 MAINN ST IR Dwnn Pw) 5
NV DINAN ,H3D DMOIN (Artifacts) D»NXINN DINNPDN DN DN N HYNRVY TN JOPN PONN IPNI TSNN PNAND NWP NI IWNR

.(Islam & Zyphur, 2009) MMNXM DIIIYN NXR DIOINNDN DMNIN DINDI,MTIXI DPOINHD DIN9DI,MININ NOVA ,DX0PVI
(.7PNMNIRN MDD DIIIYN 22)0 DMYNWNI NIYIY DMNNNT DNINNDN NN PNIND MIAIN DY TINDY 1Y NN
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MYNN N2 DPNRN .2 .DPNPIY NNYTNI INY DXIANWN P DXTIWNY ND0N Py ,0nD
D27 DMDOYY T HY DI DDMNN DN .OXTIYY MM NNVTNY NPNPND MN TN
NN AW TTHINNND DN NX DWINTN )10 NNPY DIIYN DN D 10N DITAWD PIYNID
AON NPNNIND INANY OXTIVN 2D AN M) PN NDPON ,MYT NAONT MNPN DI TTIVIY MN»P
DV 1NN TPNDVIND NN PN NNYTN NPNTPY DI DY DI NIIYM 01N NA NN .3
1NN DN THIN PHIND YD DOPNPNNY DIYN DXTNYN N2 NTHNN .4 .NNYTN NPNPYY D3 TN
IN DN ,NNPYTY DYDY IN NPNPYY DINNIN (MDY D) 0N TP 90 )91 DIANYND
NYTNY NPNPN PIDYY INY DD DXIAND) P DN D NDDN NN 1YY ,DOWTN MNIND
YNINY T2IYD NXININ IYOIN P2 NIAN DIVAND INDIDI PHINRD ¥ DIPHNND DY TNYM NN .5
DXNING DN, 02NN DNIPT NIYINRI NTIAYN N0V DOWUN DI TN TWNRD ,WTNDY NN HWN
WHN DN ,NDMIND P2) DM TN PN NV DND INITI NAON YNIND YD NWIINN VYN NI

JMYTND 12PY DPNPN NNPYI MOYND) 1220 NNPY N DININ

DYV DYNINN DNNIN IIN NMIVN PWND NP NPITAN MIRNND TITN NI JNIND MI2IN
NVDIND PNIND NN OXTTIVNN D¥DTT) DV 1N MIAIN TINNDI NHYTN NPNPY HY DIy NIVY
NN NPAN DY OMNTINI NIIYNA ONNNINND NOYAV TITD O¥IIWN

JUNND ARYN TIVNAD 211N XTN P2 NDIAN PNINPYIAY MDYND XNNT NN PNIND 12N D)
YIYN TIVHIN MAVY IRINNT X211 OINN NXIN INNIN AT .DIVNN DINND NN NN T8 DI
YV YT AWANNT OYINPNT YNIN NIN YNRN YARYN TIWN 12N (Bartlett, & Ghoshal, 2002) 19982
2V PHRNN NOY TTIVD RIN YNIRD YIRWYN TN DY 1PN IMNNIND INX DIPYY MV IR DO N0
TN DR PITADY MIAINN MOLY OO NNIAD ,NPIIY NP OOPY 1NN IIYN NIIWNN MNN
MIND NTIAYN M DI NMMIDND MIAIN DY WP MYHWNRN ,MYNN 1Y DTV DX ODINNIN

(2015 399 own)

YN YNRD PARYN TIVND DY DYV ,IMVI INDNIT, TNIND YYD TIVHIN NI NN GNMIVD
DYP NPNIAD MHNYN .NIMN NINIIVN TPNYN 21NN PNIIND XD TN DVP L 5PYNI .NVIWI N
YOIYN DNYIAN MIAND NITIN MYONDNA  DXTHYIN NNAND ,DIYD NIWIM NOITNY 030N
MIINN OY NDOXINA TINYD NN NPININ NPYNN NN . JNIND MAIND DNKY DIRNND DNIIDN
YANYN TIVN DY NPTIIIN PIMDVNN NN T NIADWNI TPNIIVN NMOXI NPDXD NV ¥TI NIININD
1YY NITNNA PDIND NINNIAD YD ,THPAYNN NPRNN 71792 DY DXTRA YNIN YARYND .WIND

.Mann

NIIYNN NIV NIIWNN MDY NITNNY DHDINRNA ITY 39 NI DY DX TP VIIN YINYNI 50V
IUN NOIWN 2D MAXD PR ,NINTY LWNIRD PARYND MOIYN DO DY 119OON2 TNYD NIMN NPOIYN
DMNIND 0292 MY TDINYT MNYP NYIXTHN 21N NN NIXRN NIWTNN TIY NN NYITH
2N O I DI NNYTN IX MNT DV NdIIY NYIANT 10X TN MTNIY DX MOIWN .0
NNV DX DWNININ NOIYN TN ,5UND D .MAINN DY NNOYNY NIIRNND NINDNN DI JNanNd

P9I 1P77N NWIHTHN M2IN NNIWYD DTV MM NNXYN ,NMINPN NYTHN MAIN2

M2AINN MDY DN NYNY DXTAIVM DXIMINN NIWIN DY TR WNIND SANYN TIVD , 1Y
MY PN BN NPMNIRD NPWNHWNT Y DXMIND DT 1PN NIIWND NN NININ NN
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VY 1NN NONON TONNA 12D .JNIRD DN YN NIDD DN DITAYY NPNIVWIM NPNIVTH
LOMLYPIN NN DMYY HPN WX DT ,NMYNYNI TIIYN NOIWNN DX OXT2IYY NANDY Paynd
NNPIY NHINNA P KD THIVND NP 22DV 92D 1T YN 1PN NPTN DYDY NOIYN DN MIAN
DRI TPNIRD NIIYN NIIWNN NN THYIND NINAND DI XIN, TRYINN XY NNIN NIV NN
DNN” NONYA VIATNNY N/TRYIND TYINY PIIND TO2 . JNIND NDON DY THVINDND NN NNNIND

217291VNY NIMNYN IN PINYN MIN T ¥ITY NOIYNI

DYPA T DNIVNY DIWIAN NN .ININ-0I NNYPN DY TP WNINRM YANWN TIVN ,NoyYa9
NOIWNN OPPY D1NIDNY DIXWIN DN ,NNYN DY NPNYY MYI9N DMWY MDIIYN NIIWNHN
P2 NPIVIND MNP DNV PNNIAPY YN DID DY DOPANND DINDMP NPIIY NOWN Y51 .1N¥DWN
NNTIF DI THNN PANN MMN MAIN DY NNRYP DN NIND NNV MNP DY NMIAIN NN
TIYIN MDY TINAN PNIN,RONTY DT DY TPYIVN NMVIN DY MYNINNL D) DIMYD) NIYS
.DIVLO NNNDY ,D0539 HY ,NYIVN NMVIT PIANI MINY KINNY NYY 0NN DILVLD NNND NNNIM
DMPN PN DYV OMIDID .MAINN RYNI LIV NPV 27 DMPO NIIWNN NX DXIA»NN NONX 9D
YANRWYA TPAN ANIND MIIN HY MDWYNN NN DITTNNI PNRPHY NITTINNNL NIIYN D30 0INI
YR IR DMOY DIXRWIIA MOINM T IWIND NIV I8 DPPY NINTD NN ,INUD P2 WX

PMININRD 2NN NN DNHY

NION Y5 DY T99) XNY2 POND NN NIIWNN NN 91T WNNRN YARYN TIVN DY YTPIN ,NYINN
NPND2 MTYY PN YHNX PANYA NPMIONY NYVIND INWNRN DY TNy POY . WIRD SARYN TIVN
, IV DNVYP ,DYTNYN NYNN ,NNYPNN ,DX21INT MW OMNIND YN TIvHa MO
NN N NN THNN 2D ;702 NN 21N DT WP DPP .JNIRD IV PR WP MMYp
21991Y O YNINR MARWYNI YT DY INMAY DN NDMINN OY) NN P2 2APYY MDD

PNV NN

NN DYV TITANPYY PIIRD NN NDNN D117 3955 )NIRD MIAIND NPPXT MON»NN 5HYIY
19IND OMPY 29N WININD YARYND TIVA .NIYM PIIND MIAIN MIYIIN DX NN PDIND 1Y D
9y TP PO N»I2Y RHINT) DTV T DY PIIND 2D DY DIWHN NYANT DY NIPA WP YNV

(Baum & Ratcliff, 1992 :’'03m1700»NX DOPY’ NIINT PIIND MIAIN

DY29Y1 INX MPNNND 1D )IIRD DPN> 0N NPIPLY NYa vovw NN (Wilkins, 1983) ©¥pON
T2 5y D00 NON MNDY MD) 19IND D¥IIYN DY DMIATH DN DT YNNI .)NINI DOMYUNN
NMS 02N NN NPDI02N NPIIYN MNIN JY TINYD NN SYY NN MYHWYNN .ONNMNN MYNNNI
ANIND MV DINIAN DINIVT DMNDD 00N ,Nawd (Artifacts) D»59yN DNNNON NN
INND MYN,MAMYN NPNIIN NNV MNVIY NI NN "NPNNIVNY DY MWD TIY,XDNTD
STV NDIN T2 PDINRD DY DTNV NN, IR O DY MNNND DX TDD MDD ,NTIAYN MYV
, DN NPYIN, DR DNINND SY THIRNNRD MYNWND NN Y2110 YA NYTRM NPPRYN NTIAY NYIT
MYNNN MTRIW OXT2IY HY TIO> MNINNI PON TIUNRD MY NP ,NIY .TPTPNINRN NIV NYany
NN NP, ININI NMIPNY ITYUNY PHNND TUN PIIND,NHINTI 1IN NMININRD MNINN OY
NOY  THPNIPY NNIAPY MIPNYN X 01T TN ,DIVVLD MNNDD MDYN DNMNPN T, DIVLON
2T IR TN TV, NYIANN MY NI . )NINRD NININD T MITYN DR PIMIYIIN NN PNOND
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99 1Y NYNYND NN NDYN ,N2T DIMIY MY DN DY) OININ DY MdYan Wby 151 NN Hv
MY ,NIMIIND NN NXINX IMYDI NNIND MIINN NN MIINN NIPA TP NIRSIN DNX»N
ANIANRD MIAIND NPNDL DIIYD

MLINY PMIRND MAIN DY NIP PO NOYON ION NYA ,WHN YARVND NN MA1NN PN NPYI VDY
DXYTN D55 DNY,ID 1N JNIND MIIN DY D1IMD DXODN DY PRIYY DTN DMIPODN D
NP2 MIPO N2 OIDPPN DPNNITINGN O1YPN MIND . NIMYN NMAINN-NN DY 2N I¥MN
DN NNPODN NPOM OMIPON MM’ .MAINN DIV MIAND 1935 YN DMIPDA AN VINOY KNI
TP ININ DY NNYLIN TIN MY NPYIL DIDVY NNV NOIN,M1NT NI NMIONY DI OINNN
MAINN 9 PONNN TIN SN2 PON NPNY 2PN NIND MIAIN NIP2 IPD IIMRY PHIND
077 NONNN ,MAINN DI DY NNDNNN NTITNAD PNIND 292 TRIWN 2101 YD1 INT .TININD
PAT TNIND ARNYN NIVARNDN TPNPITIN NIN AP0 DI . AWARN DD DT NPYA NN INPINNY
MINNIN DY D»NNNHN OINNTN NNPONN NPON ,INMN ,IPON NION .NOIWNN NPDI IN MINYN DY
91909 NYION NYONA OXTIWN NIOY DY TP TUN 13 NIN LYNND YANYND TIVN 3T DY N> 9p0n
MRNN DX N0 NTPPANND TYUN TININ-DNAN NNYPNN DY ,IPON TINN DYV MPIN MWoiNa

VYN PNINAD TN MAMY NN TIN DU DXNN MVLINN NN IPON

MNP 9N JIYn

OV NPNPOM YINT,ININOVIND DY NIYIRNND NIND DY NNIYTNN NOID> 2D MANN TINN
TTIVN DN MDA TINMY J9IND IWHORIIINNIN MDD DDIY WNIND MARYN NIIWN DY )NIND T
.(Jiménez-Jiménez et al. 2008) NMIYTND JMNX MNY»I) NPNPN> MNNNY NMNNIND

MO NMNNAY NNYTNN NMVIVONI TINTOY J9INI MNIN MIANN NNRNNY NDdYN NV
West, 2002 ; Van de Ven, Polley ) M17901 .1V YN 72T 18D XTI DDHNN N DOMPY 008N
N)2NN TN, ANYTNN DITPY DINNXA VIO YN MDWN NX MW (Garud & Venkataraman,1999
NTIAY D N¥NI 1) TN DTX IT-DY V1N Y1) 25710 TPONN XIN DNIYM DMIVTN NNPYI MM D
2NN NX PONY ¥ ,OXNND .NNNN 212N P2 OMNY NNPYI NP NONIVN NVN NTTIVH NN
MIINNN DOVIND DIAINNN DINMNN IDIDI NN OYNN DPNNN YHYA NTHIAY SINNN DY IDDID) MININD
D) NN DM NTIAY ONNKI MOTIND DIVN NN TAR MIIND DY DMWY NPNNIN PIDWY
YUNNN DPNNNN .(Beugelsdijk, 2008) MININD NNWTND NNNM OMPYO MTNINNN NNI NN
DNPANY NYN MTNNI PN 1 ,OMONEPHD MNHNN DN PO NN 1N RLIANND ,DXMINI
, DY DININN P2 NIYPNN MDVLNVIND NPNPION NDYNN NN DIVIAND WYN) IPIN .DPNPYIN

NYTN 5NN DXIWNN YTRN MMPN TNHYID 092107,y 12 NNOPWN NN

MNIN NN NPY NI, TNDNIV NNIYTN POV, NNYTNA THIND MININ NI HY IWPNL GON WIT
N> DN NWOAYY ,ODTPNVPON  NINPON MYAITY 10D, IMPOI TIiPXn DY) .IMPY MOn
DYTN DPNPY NNPYI NPNIAD 122P PRI ,MNON 2A5W PN NDWNI NPIIND MMVN

.(Schuler & Jackson, 1987) mnow» »oya

IUND DMNPNY DN DIVIN MIONITITIND DI . NNYTN MNMVIN PAY IWPN DY NAMD MIO0N
NTI2Y DN NION DY VIT NN ¥ 195 .0WNNIY DIMNNPYI MINK NNND NNNTIND WHINN ONY 1NN
GNTN NN ,1PIIAN MINDVIND NN TTIVA N YN .NTIIYN NNDNI N T DITYD PIDW 19N
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Jiang et al,, ) TPNPX> NDWYND 1N YPIP NN NTIAYA OXNNARND DY MITHNNNN ININD NIIDN
T2 YT-DY MMVIND NN DTIAYN ONNXD INN YN MININ 7DD INMD NOMN ,ONNNA (2012
NINY MOND DY 1IN NAIP IN MOLINN NYIAPY MOND DY ,NON> DNVP TN ,DINNN DXNNN
NTIAY YONN PNNVINR IWIRY ,DINNN DY 1NN OMIXPN 2570 NION .MOLINN NP2 MIANYND TN
,DYIN2)N NNPYIN PN, NNPYI IROYN : 99190 NIWTNN TONN .ANXN YN HY DMLY DIPYTH
YAINM MMNMLIRD NN YW NNXY TWUNRD GOIVI NN 19IND TWIRT 00V DIWMD ANPYIN NN
25972 MY ,VPNIA0 OIWIN NN DIDNIN DY YN D) XVINND NI MNMVIN IYNID

. (Kanter, 1985) D¥)WN DIY»N Y15¥1 MYND VPN PWIN

DYIVOND ION .MYTN MYNHNI MODINM MNNY THYD ,NPVIPITINI NN LYY OMNIN MIAND
Styhre &) NIYTN NMIVIVONRI DIINDIN TO2) Y2 NNV OIONN DITTIVN , D210 NNIPIY NINNDNY
DXTPNYY DOMN DY NI NNYPN MYNNINI VIR YN NMY 991NN (Sundgren,2005
NN NNY W ,0MNN NTIAYN YONM MNIND NINN NITHIN TONNA 0TI HY NN MIANYI)
DTP9Y TINNY DND IVINIY 19IND ,DNPINNIY DXANYNIN 91N DXHTIN DY UNDY MDD NYTH

(Amabile, 1997) DPNNN HY DIONPION NNPYIN NN

DYPPONN MITHINY, RTNY ,NMIYTNN NMVIVON NN NN ,TIINT YN SARYNI NN DY
MY 2259V TPAN NITHND NNINNND MMNVIN .NPNPXD IWNN NMINMVIND 22999 NN MO0
YT VIDND PIDN AT D) IWIND TN, TIPANN NITHIN YT-DY ININNDY 295 ,NTIAYN DN 0NN
1Y PORNPIND NOWP MI2N DY PIIND NYTN NN NN v .(Jiménez-Jiménez et al., 2008) NV NS
Y NP2 9T OOON DMNNIN DIOHNN 1D 1D JNIND NPNVN PNONY 5IDY TN ,NTNIN DY
MNAYYD NYINH NI POPNI ,TNIN DN MINM MNNDN NPV NPYA DTN DY DONIN

.(Amabile, 1998) TPININ MIYTN TNAND D1V DITAIYN DY WHINM

YANYN TIVNII DININ MIT P2 MAMWYN DY NNANN YIONNNI TAN NIN PNIND DX PPANT WIN TONN
DYT2IY2 NIRN NN YHINRD YITI JNIRN DY TIYTNN IVIVORN DY THIMNND 1DIIN I WNRD
TPNIY VN DT VIN NIOX PONN 1PY .NYIAITIN NIYTNN NN 1IN 1DIP 10nmy
PN NN XY DYT2Y INRD TN DY . (Amabile, 1983) NIVTN NPNPIY DXIVNN DIMINNI
D72 DI YWY PNINON DY NI2TH MIODN 02170 D) NINPNA WHNYND XONI ,)ININI SWNIND
V> 91PN .(Jiménez-Jiménez et al., 2005) PINA YN NIMPH 1NYIY INDINY, 09NN NMNPHN
TN OXTNYN OITPY MNNIND MM DV ITIDN NDWYN TONN ,POMNY TN NPV, YNID
SR AT NNVLY NN DITAIVN DY NNV INY WRY PR .OXTPINI 7IXVIT PINIT JNINRD

.(Jiménez-Jiménez et al., 2008) NPNTIY’ ¥IHNNY 1IWNN YNDYNN IV NN DX VIVINN

DY DXTHYVIN PND MDOONN .NPNPY MDD HHY DITAIY NPT NIPND DM MDWN MY
MONDN DY DITAWY Y NIHPN IWIN ,0) NN DINYIDL TP TIN, 13 2INDY DIPNHYN NNPRI
(1 : DPNPYIN DNMINNDI NPNNIN VIYY P2 NAN WY IWRD NIYIRND NPNPY . NPNPIY NN
Jiang) N1PNIX MONIN MDD’ (31 1929 7PNVIN (2,50INDIN PIDWN DINNA TIMINPN NPNIN

.(etal., 2012
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219X, DN NIV

990 MNP DY PTAWD DN NN L,MNIVTN TOINN NIND NP2 OOYNIND DINNON THN
NYN PONINIVIO NP0 1IN JIIVI 22NN PRY NIN NPNPXN NNYTN DY 210N NIIWN TN WTNHD
NMMVIVONI DN DITYN NPNPNA YIS NXIN L)) N PN DINN TN DXY MDD Wy

(West, Hirst, Richter, & Shipton, 2004) nWTNN

NN NTIAY DN MTID? 19010 DY NODIAN ,MIVTNY THINVY MDY NNNIN 7PYYY YPIPn
TIPDY MADNN NPYA NNAD DITNd HY TN PNV ,MNT) OX 2ANNY NNYID YDA NV
DXIMNN DINN TIVNY DMINT NOIYN NN N2 NYTH AN NNY ¥ PN YI5 .7IinIn NV

NYTH NMLILONI

DoV)X23 1129V77 )00

Y791 257 AN NN NNWTN M MR TIND L, ANYTN MV NN NTIAY MDY DY 92T M9
YIMNN HY DIWINI NIIYN 12N DIVIY DIWINIIN NI PINN DY ,ORNNA .TAN DTN IT-DY WwNaD
NDSND NN NP YR, TIINND 7THYN NYIND PINNN 1% 7172 7252 RN YW XY Nayn
Jimenez-Jimenez & Y12 GNYO MNINN 12N HY 7PNIVIND NN P2IN DOINY DITY DY WIT NdOY
PHN MPY DNYP DIRY DIRVIIL D) MIMIYNM MIIPOY TN >IN NN (Sanz-Valle, 2012)

.(Lau et al., 2004)

NN DNHMIY DN TIPMID NMVI MY MINXNIN DY DDIANN MNIN DIV NIV IO
PIT,NDOWN NINGD ), NYPYN DY 1INN : HYND ,DMDLP1IN DNPIVIPY DRNNA IXP PIT NNVI
N2 ININNY NIVIVONND TYND ,7PY2 NN DI, NTOYW DIWINID NN TINN .NYITII NN NIANN
VTN NP0 TINN DI HY DO ,ONDNIV NNWTN IPO¥2,NNYTN .NNYTN NMMVIVON NN
(L1, Zhao, ) NM2) MNXTI-N NN MY’ DN DININI NPOWI,DOWTN NNPYI 18D NI0VNL YN OY
DN, )20 NNPY IN NMYL NOYYN YYN1L DXTPINND P> DTV DDMIND 21 ONX .& Liu, 2006
DOWINIAN NOIYN INNNY 2IVWN,TI9D .112) 127D ¥ DNAY,DPNIWTN DN NNPYI NNIINY DINDY
1272197y DTV NINK .YTND PO NDINRNDN DX D) XONX ,NNYTN NNOXNN NN P RD 910
West) N191299 9NNY DIPNI M MNITINIPATI,WTNY DIPNI 1N NNIVIN NN T T2

(et al., 2004

,DMMNINY DPINY ,OOYIN ,D¥IDNN WIITY TIIND NNV O TPNHN’ DX NIIYN PNV XININ
L9012 . N2 IXNNPY DTPIY IMNIND YTNN NRND NOTHIN XIIND 7N DY ,NNT YT NNV NON DY
SV DMIPNA D) ,WTND DINNHNNDI NN ININDY PPINT ,IMD TIT 210N DWINIIN NOIWNY 1IWN
ND NIYTND NPNNY NPNPNOY 1D 7PNDVIND NN TITL .OMNAY NN XD NIYTNNYIY ,)1OVD
951 DT MOANNYN TNV ,J9INI NNIAD I DOWINIAN NN PN NN .NININN-IND VION
NN .DNN NPPXY DN DIANN DY BN 2IVWN DNY PAIDNY RTNDY ,DONNIAM DXTYN NITHIN TONN

LONIN 219N TIVNA TIND YN DWNININ NIV PN

210077 TIWNO

DV MDA MINDVINA TINTOY YT, INT JDIND YNINND TIN DMIWTN OWNIN NIVTN DY 210N
P2, NRVANNKN NN TPNDVIN Y DPNPY DIVIND NI YD NI NNYTN NPNPND O>TYN
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TWHNY 2WN .DOWVITNND MIANYNN DINIPO ,NYYI DY MTTHNNN MOOWNI MPaATa AN
91NN YN NNSY N0OVNNN TIPMIN DX VDY XD )T 1PN MPISDVIND YIO XD INMNIND D1dNN
.(Amabile, 1983)

P2V ONYNN N NXINN .OMININ-NRD DININM OMIMN DIXINN PA PHANY ¥ DY IWPN2
MNP IINY L(Li et al., 2006) NPNI2N NIOND APV DNMNN YININ-ND Y>INN TYND 959D NNID
YR DY ININ DMPNN 90N JNIND DY DITAY DY NWN TP INNN XINY T2 PINd W
,DINN DMIPNNI XD, TPNRN .(Jiménez-Jiménez et al., 2008) D*TAIYN IOV NN NNVYTN P2 2PN
MY DONPN DWIND .(Amabile, 1998) NHYWTNA DOYN 70V NNOYN ,DINA : NI ,0IDIN DI10N D
9127 Y7320 X190 .ONYVYN DITIN NYN M NNPYIN MINN NTIY MANINN NI PV
MINY YWINMNY TNND DX PINDI NMIN TTIVD D122 330N KD N>I0N )INNWYD I XDV NDYTY 01D
noaP : NPNY MID PNV NNNIND DITTIVIY DPIDIN-ND DININND MINHNT .(Li et al., 2006)
IN DINXN 2N DY NN IN THPYIR NNYAKY MADN NPIIVAN IX TPINT INY NIANHN POINVIN
.DOWININ NIV NN DY NIODNA DININNN IND NV P 2OV DN ,TI95 .ONNMIND YNIND
D171 P2 25VY 1Y JNIND DIV DIWIN TIVIIY 19IND INNIND 1OV NN NN DD, 1IURY
DN DINNNY RTNY ¥ .(Amabile, 1998) TPIINKN 1992 212N DINND ,TPLIND NN YININ-ND
D»2YHNN DXTY DPNNY DI NPYIN MDD : PNV NIYTN DINDTPNN NIMNIPYN TITY Y

2INY NIV >TPINN

DYV TPINN DINNOAN NIIWN PINY X : NTND YW NNYTN NMIVIVONI TIIND MN Y , 0105
P N9 NNV IOIIN DMIOHNN DMTY NV MY NN NINY .2 ,DOUON DXTY P KDY DO
TANI PNV T INDS XD DNYI D), NNYTND DINNNHDY MNP PPN NNHD NINY .0, DONNSIN
PINNY IMN X X1INN OY NXIAPA TRHNNN YIIN XIIN DY 20NN 52510 Y0010 51N TIivna
TPNDVIND DV NIV VAN [, N11DODNT DIRNNDI TUNI ON) WONX WTND THDNION 7PNDVIND NN

ANIANRD DY MIYTNN NMMIVIVORMD 120NN DITNYN DY NPNPND

N5 (Knowledge Sharing) y12a 99n°wn 7991

YYD DINNA YT DY NDDINN MININD NN NI NTOW ININI NIVTNN MDY 15902
,NNRD LNDNN NPNPY NNOKND NIPHY MDYN DY DN NNVPYIN MYT NAYNN YT NNOY
JUN NMININ NN MAIN NPNY NAMN O (Martens, 2011) N8N TN NN .NININ NIYTND
DNNYY DXTIIVN P2 DXMND OXONY ,NTIAYA NOYY YN NONOM OWTN NNNPYI NXDYNI MOIDIN
NSM NYOVNN ,D>TNAN DY THNNDY Y2 GNYY DN NX DXTIVNN YT Y2 PIY NN

.(Casimir, Lee, & Loon, 2012) DNNYD Y1 NNV PNHLN

2117 .DOWTN DXTHN MNINKRD DNV IDDP TININ NIITM DTN NNV YT NNOXWN DN
PN YT YD PNIRD NN M0 DM S NI 1IN (Knowledge Management) y 10
,NYTN DY NIVIVORND MNNONN OY NIPNNN NITIN TPDINI TINPND MIT.JNIND NN IN M
NYNNI NOWIND NDOLPAN) NIV NN YT YDV PDIND TINA YT NI 91 NN NONON
VNI MIN9T NTPNNN TWYN TPDINI MDOYAI AWN) YDOPIN YT D10 ININD . TIIND JID 1NIND

. (Darroch & McNaughton, 2002) INN Y NPIVIVORN MIVNN NMHVN NN Y1 HY
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TON NN YA NNOVI IR NPIDOYD P 02PN TWP INSD WNIN YANYND MY DY WYY DMPNN
YONY IYXTHN MIAIN YT NIOWN DY PIIND MAIN NYAYN P2 RN PIN WP . ININ INYTND
Casimir et al., 2012; ) Y72 PNNOY NTTHIIVH NNIND NNVPN DN NTIAY TITY ,0XT2IYN P2 )ION
Y20 2 (Jiménez-Jiménez et al., 2013) N80 22PN 9O WP .(Suppiah & Singh Sandhu, 2011
NYIN TOYR-PI NNYPM NIV MINNDIY 1NN 7NN NNHay 505 9N (Job Design) Tponn
NTTIY NN DXPPON NITHNT INTNN MININD 1IN NMIYN) YD NN G0N YA NV DI TN
MNINAY ,DYDNIINT YA NIOY P2 2PN WP D) DMIPIND IR 1D 10D YDA NNV DY NNNINN

TI0) YA PIOYO DITIVN TITY NN DXLV YINYAN NOIYN MNVIIY DINI NONY

VAV NNDTA NYIONN YA PNMY DY NYIDN NYIUN DY O} DXTIY NIV WHN YINYND MDY
TTIVD 7921 NOIYHN TINN DX T MNP OITP NNIWY YT XIMY TI2) ININD \INN D37y NPOY
NNMLY MYNVN 1T NVLYNND .N2IVN NNIVIVON NVDNN NN ,NTNY DY MAIN TITY) TININ M
NTTIVNY ININD DTN MINK NN NPIND DXTIYD NN NPVITIN JNNI MDINN INNRD ,TIIN
DY NMIM N2 MDYN NN YN NMY (Jiménez-Jiménez et al., 2013) PINA YT NOY
INIVN NN NPINN INNIND YN DINID YNINX YARYN NMIIN .MINNN D1 TTHNNND PIIND NI
MDA PON NIN YT NIV JNIRD DY THIMINND NDIDN TITY ,WNINR YARWYNI 5170 DY N3N
PPN NNYTNM NPT MDD AN NI SWNNRN NN TIY IX PINND PIINA YT 917030 T19)
DIRNNT MY NNOYI HIRNNN NDIZIIND ,DINNNN YN NIYN NN NIN YHN YIRYN
DMMNIN DIONN N2 .29 NID MY NIN HY MM NPNN NN VNN YINWND D1 DY N
D215 0N DTN MM NIYYN NITTN DY MNIND 1NN , DTN DY YT 2N NPT YT D

JUNND PARYN TIVAN NNXNNIN 2T PON

MININ WNIND OARYA TIVNI DY NP DM 19010 NN (Michael, 2006, pp: 181) MIVONIN
SININT NOITN YT NIPY TIVN NI 5W NPPTNI TINND

YT NOYY MNNY DY WITN N2 OYP UK PNIRD MIAIN MMV NINN @
DTIN PIRY MANNN DY TININ NP TIDY @

NEPM DAVWP TN I MYSHND YT PPV TAINN ,)HIN DY M) NN > e
MMYPN ANPYI NOYNNA ,NPYIT ,MMIYNNA GMYN MN DNY IWN DXT1Y H¥ MNY)
TIY SINY NP DPIDYY

VTNV DY VN NN DNHND) Y722 DXINK GNY DITY YIND OITIMUNDYNW e

DYT2Y NNOYY NDOWN ,NVOOP DIVIRND) DX TTIVI TIUNR MO DN NPPTH DIWM Y e
AW YTIN NN DINY DIMN

NIV MM ,INYN P2, TRNN IUR DOVINA NI DV I PONNI MM NN e
YT PV OV

YT 5 219 NHAYNA Y AUN TPYOIN 19T TMNIN NTNIY YDONIN NN e
SYIN DD DY YT PIOY ITIVANY IUN MTYN DIPND DTN IDIWN N1 e

TTIVD TN HY 1NN 92920 91NN DID 212N P YT NI MON MDYN DIPP) DY e
YT NP 217032 TINTPA TINND ,MNMN LIdND DNIN

MINT TITY MIVWN 2520 MTPINN 1Y YN PARYND MNP M0 MYN TN NV PAD RID
DYPY PANNIN POND YA PIPYO MDYNN NYXTH TN ,0XTYN NOITM MM, NPNndd
JNAIRN DY OMINNN ININ DY NIV DY JRINI NNIYTND )NIND NMHVIVON
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(Employee Engagement) 0>72)y 492901

YMYN MNIND DIV TNV XA HVIND IMNIN MIINND HIWINT TON NININKN MVN DIWY1
PR IVIND DX ,05972,1THNY DX0IN DNN DX UKD 1T MINMYNNY NV DN G NN DXININND
ARNYN YT DY )TN NN VLYY XD MO NN .DINNN NN TN NNDINN NNNON DTN DY NNOON
7792 ,2510 NMIVN IPOY D NN TN NDNYIAND NNYN NITHIN NN MITHN DY DXNIND 1900 DY
TTONRNIY,ININD NDYTNY NPNPNY DY NYIVYNDY DT MIINND PAY IWPY ,THN 1N1NY NN MY
2NN NP TITYL WX OARYN TN SV ¥ PPand
PIIND Y20 NDINIIINMN PTHIN NN AW DOWNRNWNN 19N N (Kahn, 1990, pp: 894) YINP
NIVNI OMYITIM DMVINPN ,OMAN DXIANWNN NIV NN I WPY DNV T OININD OTPOIND
¥ O (Harter, Schmidt, & Hayes, 2002, pp: 269) ©INNX)Y 70N .1IVAN NOVIND RXVN NN PADY
Macey, Schneider, Barbera, ) 00N YONND INTIAYN THOYN MIANONN,PIND ,MANYN XN MIINN
MVY2Y NN DXINNRD TINY 29D TN DY NTPINND PININRD MIINND O PTIN (& Young, 2009, pp: 7
Truss, Soane, ) ©INNY DRIV .JNIRND MIVNI MPAT NIND ,MIINDN NDID ,TPYOIN NN NINNA
MIINK” NN NNIVYA NN NXRT O PTHIN (Edwards, Wisdom, Croll, & Burnett, ,2006, pp: 1X
.(Engagement means feeling positive about your job) ”TnTiayn n>a»n NvxIN NNIYHYNH
DO NVIYYY  oon»nn (Alfes, Truss, Soane, Rees, & Gatenby, 2010, pp:5) DXINN) DIYN
IMN YNID T PPN DY NPNY NDWND TN MINKD ,NIYRID : INNIN NNINNL OMIOIN
SUVIOYUN N0 NTIAY VIND MIAPYA NPAVN OWYINDD 1D ,1OWXT MINNND MWD .INY 0
DNV LY ,NTIAY2 OINK DY NMIYD NNNTIN DI DP9 J9INA 01 9D ,11PNIIN MANNN
Taya VI
N2W NIOWI TININ MNTN NYNT INP2 NIADNI NDOWND 7N PHIINI ININ MIIND NN
,DINNNND NYPYN DY MY DMWY NNPY MVY TUN, TUNNN NDRND INT WD PARWND DINNIN NIT P2
NYINN DTV IPODOY T, PMOIYN NX NNAY HNODNN PN, NN NIMNND MAIN NN >TD
Crawford, Rich, Buckman, & Bergeron, ) ©NNX) TN . T MIANYND , NN MY ,mMannn dv
STIMNIN MIINND DPP DY DWW DXIPN DX 190N ONN (2014, pp: 59-62

OYN DY PNIRD MNNND DINY PPINN AN NTIAY2 ONW ,NPINK ,PPIND Y DNN - @

JPUWIND MINNANNM NYOIND INIXIVINI

IV MIRXIN DY NP2 NVDY NYITN DI NINNNYY WIN PPN TDNMLIN  ®

MY NPNNPHI VDY) NN WNINT TITVIRNDD IMDOYI NN @

.DNTIAY DY NPDOVPAND DY DITIYY NI PYW NWN NN @

T2IYN I TITO ORNN) NPYAINA XHMNND TAIWD NIYIRNDD NIND N20Y TN PANION e
JNNY DX VAN

TOWVWN MNNIND DNMISY NYVNTIN e
TOMAND DMINN DY NN DN e

2N IYPY N2 MINDIN INYND) MNINND DN WA IWN (Haid & Sims, 2009) 0¥ DMIPNNI
N2YTHN MANONNN DX PAND 1) ,ININD .OMNY DMNIN DOVINDI MXXIND NININ MIINN P2
NINIINTNY NDID MW PNIRD DY INPPY RYNN MDYUNND WNND YIRWYN D11 D110 1T OV
,INIPON NPT MYIWD 1192 7OYD )NIND NPNNID M2APN WP N8N, NITY 0225701 1222010
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MNNNA NTPY ,0TIY NMINNA DT, D3N DOXVITIVDA DAY NYIND TN NN NNPOY
ST Ny

WAV TN N .NNYTNT NPNPXD THPININ MNIND P R¥NDIY PN NIND XD NIMYY 1IWNN
1IN YPIND 22PN IYPM NANNKI NI TINND NTIAYY TIYN MIDNNNY NIINN 12 229NN IWPNNY
DYTT12 DMIPNN INSND) PN KDY LYND NT XYM NV D290 TN .DNYTN NPNPIY NI WP
DN DPNINSIN,NNYTND MIIND P2 WP MY ©POWN (Gichohi, 2014; McEwen, 2011 )
TIVN SV INMINA 235919 DIPN NOMN MIMNIN NMIINND 1D PAD NY PN .DMVN P2 2PN WP DY
PYTY DNDMI NPNX NNYTN DY NYOYNN DN D) ,INA0 DY TTINNNY PIIND NDIND WNN YINWUND
NYPYN, MUY JNIND 110N DY DPNN NNNT PDIND DN OTPN IMININ MIINN 19100 .1IpNn»
1Y DNRYOYI TUN DX LTIV NPANT MDY JNIND DX ANYD NNI-IN N0 NI ,NTHIaYa
,PIOIN INIVN OITPA YNNK YINYN TIVAD NINYA NOPY TIT2 O) ,INYTN NNV DYPPY
JNANRD YNINN PNIN NN NN

TN HY NPINNRD 2DINND NIRKNDI DPIVNY THIININ MIDIND NPXD MNYPD DMWY M9
NMINIINM YHN YIRYN P2 MOMYN PINY NP TPYUNT D INN MVLDIANOIN . WIIND YINYND
TON DX DIVONY IO )NIND MIAIN MOV 722 NININ ,TIYY NN YNIRD DY 1IN
IUN VNN OARYND NNDNI OINN VYN PN JNIND NPTN MINNN NN THIND YDIDIN DIIIWN
NOYNN NNNY NN RNINND NTIPI .TNIDINKN DIPPD NMOYY DY DWaWND DXOVINON 12 PN
YANYN DYV DIWXITIN NITIN ININDT,NMININNDD NHPNMD) TIPD XIDIN IIMON,TITH PP DY NMIHIVIVON
VNN OANYN MDY 18D 9201 (Guest, 1977) VD) DY DININIAN DT, NAITY .JNINT OTPDY WIN
MNMOY, DTV NOIND DY MIYAWN MANYNI) DX PPONM 12PN ,DO1HN1,NDIYN ,NDTN NN
¥ DN ,MANY O I .IYPYNN DY TN 1NIND YNNI 7PDY IRNINDY ,0MIANYNI DNYY NDIVIN
21732 N3 OPININ OMNYY NNNPND OXTY NN .ANYTN NPNPY 7PHYY 0) ,NININ Y NT M
MY DYDY DY YTN NT DD XVIANNKD PONT-29 NTIAY MO D) DY VI ,WNN YINYN
MPY 1PN NN ,INNRD L,DMIIND DIXTIIVY MINY .OXT2Y MIINNA TIPIIN IR M THNN
NTIAYN MO 30% P 2D T ,NNINNA DT ,PANT L, ININD NI NN MNTPND NINNIN
60% 5 NN (Shuck & Wollard, 2008) IPNNN TIVI N2 MNIN 16 TINND JNIND 92NN MDIND»IAN
,TINN DMINNN OITYN 90N MINY .ONTIAY P20 OPNIIN-N IN DXANYN DPNX DXTIVIN
.(Ketter, 2008) DMNIN YY NPIIIAN NIDTYNN NNND TPIMNIND MIINNDND NN 01752 DY MO
DINNIND IO ,NVYYNDY ,NYPY 2571 PONN XIN IMNIND MIINHN TONN YD PNIYNL XN W

LDMNDN IR DY R 91PN WNIND MANWYA TIVND DY DMINN D29

(=)= 24/

MVIVOR TTIYD D27 DNNIN XNON I2AND ,NI2NN TNV MINNN NDADN MNY NINN DY
YNIND YANWYN TIVND DY ITPON .NINN TTHINNND NIINRD DY 1IN ONITN NN, NNWTN DY
IINN AT TIND 1INIYIHIMIAND PNIN DYND PIINRTINNND DY MNY PIND NRYA TINND RN
D199 DAY XNVY DY NTHY ,NNYTM NPNPY DY INMYRYN DX NIA0M MITHINY INND ,M
JUNN OANYND NN JNIRD NMVIVONI NINNY NNXIY NOYI NN YNHNX YIRVNY ¥ D2
YAV TN DY MIVIVORN NN ,)IYRT 2DV )PTI WAPY , NMNIVIVONN NYIANT NN DINNNNDN
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VAP AUN NV NTIAY TION TION TYNND JNIRD DY NNIYTNN NMNIVIVONND NI YIND
IN2Y MIVIVORN DYPI MINAD D110 MIT DY MAMVYN VN PARYN DY NTIAYN 1T0 NN
JPIMNIN NNYTND YNIN SIRYN TIVHD NN MV3IY NN DN 0?19 DXDINN NYIHN NI VYN
ANV TIIX TONIN INT .NNK N2 NHYNY DIINNN NWNN 532 NPYN NN YN 1N XD I PAD MY PR
N0 O VYN NI INMD YD ,NDTH YW .25 2DV 5D INND NINNIN NTTHY NPNT NN 2»NNN
NYINT TN ,TPNVOY TITI ONPINK NPYI NOIVNY PTNND WINN YARYNI DY TUN ,TIININ MIINND
0N MNNY

TNIN. MIIN MV, )N ,NNL MININ MYV DX P2 ,MIVIVONN DYPY 19N DINNN NN
TN 1D, MTPNN MY OX P, TMNIN IMIDNN X DTN YT NN TN ,NNOIN
MDD , MDOLPNIIY NONT ,NPNRYN MIAYNN |, DN DONNAN NOIWN N MDD DI
NN WVXYTAY , 7V, 1M22VN) 1MNN DX PNAND ,TPYNT 102 DX IMDYON NNN Y51 .mMv1Io)
ANNONNY YNV, INTITRND WIND YARYNI TIVN DV INMIN

NNTIN NN THPIMNIRD NNYTNN NMIVIVONI VN YANWYA TIVA NN D WHTNY IN»1a 2IWN
NN DM TTHINNNY PNINRD N2IDD INM/IND DY PON NNPD YNN PARWND 9112 DINND NNINY
2015 VOMIN TP P .ANRM NINNN,NYP NP 19T WNIN OINWYNI INPN THIY NNINKRD NNPNI
Rethinking Human) 9mn~na  (Harvard Business Review) 127 ©iva 798NN NIy R
MEPRA SMNN MWW XNPn (Resources: It’s time blow up HR and build something new
DOININD PYTY NHMPN TN PDVIVDIPNTRND NYONN DIPN ,NIVIVONN NYIAND 712YM)
SY YTHYN MYD DIINY P90 NOY, NI NNWTN NMHIVIVDNI YIN YANYN NPYNN MWD .09
INIVNY NNANN NMYYA WINPHRN NN OIPPD DTN IVN G JNINT YINX SIRYND 9110 TIvn
DY MTTHINNIN JNIND OTIND PIN NP MMV IMINN XM DINNN DY NIOINN
Y MDYNN NX D) NIN ,NNYY NMIVIVORD DI MDYN NN P NRD ,NIYIITH NNYTN NMIVIVON
210N HYNY ,NMDVY HTINY NIN MIAIND NINDN DY MTTINNN 21700 MNIT DY MOMY NN
NTTNR NINMN NNV NN NYP ,NIVN NIVND NHIYND YNINRD PARYN TIVD NI HY 7PNINVIN
SPNINSIN NPNIADY

1199939202
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DTPYY INY OIIND,NDIND MPY MDIWND GIVXND DMNX GNITI ¥ 119) 7NN TN T2 0NN
NPLNVNONN NPNDN NNNX TN PNV MPYWY (Motivation) P8V N NN 1IN NN
9210 N NP VINND NPTV NPIIYN MTH SYNNM HMINN DINNA TN MPNIND NPYYHM
IINNN .DINNT DY NPMPN MDD NN NI NN T TIND NYN DY NN NMINH NN
D371) 1901Y NOY WP DX NN MPYD MIXDVIN NMNNINND OII20N 190N YN D) NOIN
DYPNYN IPNNN MNP DX TIYND PO 00N IINRNN .DMINNK) DOPNPIDYN ,DONPYIN ,DOYIN
N72N2 NN MPYN MNNONM ONDNN HMINN IPND OIVAND DNMIN NN DT DINNA

1Y 9211 ,YNIY 10D MHPINDI NPVIPINT

Nan

DNY OIND ;N0 MPY MOIWNY GI0SND OMN GNITY YN NN I2I8N DN YT DN N
NPVLNNONT NPNDN NNNX N YNDN MPYWO (Motivation) N8V IN NYIN 10PN NN OTPD
YN ,DININNPN .NMITIN NPAIYN MPTHI DYNNM DNINN 0NN TNV MPNIND NPYYHM
MYANN DX PRI PN PIPY MR )NIND DNDNND SOMP PWNRND ARYNIN DV INPID
mawn nn»p NNt oY .(Baroukh and Kleiner, 2002) TNX »112°870 911991 Y0797 I1)HHY MIVININ
SY MNNONN ONDISN HNIND ININ MNYY NP2 DIVN DY DDPID NN TP 1NN
DOVIND TANY DININRD DNVYY TRND INNONN 12 VNN ARYND 9110 DY) MN8N H7nn
TN L NIN NN NRVIAN N 7PNV ONDY MPYD PNDOINN NXIN N2 ONTIN DOIDINN
72N .0MNY NTIAYI NIIPI RON PIDY DINNI P KD YNV MY 1INAD NI NNHIRNNIN
MY NNV DOYY DONDYNM DOOUNNONN ,OMWIND MITION DY Tyd vpan Nv I8p
,NPINDN MOIWN DY OMDN TITYD 1INDIN IMNNIND MM NN NMIDY I NDY MPYY 1INV

20992 YN HDO1 DY

09N 0NN NIN NN MDY 7PNVINT PIDYY DIPOYN DN MDD NNNX

NPM-) 7¢1n »NM23% 51127 ININM DXNVWY NYIDYN TN TONN2 1T ITII NOIINNNN IDININ
PIVN DY 51700 MINIPY DY TN 921 NN NMINN 13 NN .(New Public Management
TAN DY DNONN MDD YV TN D1DINP DD NPT DY TN YNVNN NVPON 7Y YOI

NVIDIDNN,NPTHN OYTNT 90N T2 ,TPNDXY NPITNY HINY NPINNA MVINVPIT NN DNOVN NN-19H DM /1) ©
rotem.miller@gmail.com : No>N

1 N9N NVXOIDNN,NNTHN OYTNIY 90N N2, 7NN NPT HNIND NPINKRN ,MTI-NTIN JIY /979
eranv(@poli.haifa.ac.il
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TNDIYHONIYN NN YTAIY HY NPINPNTI NPNIDINT NV XN NON NININT DY DIWND MNIPYN
,NDN DNXMNT,DIRPIVINGD TN NN TN 92NN XNY MY DI9WY N8N (Civic Servants)
NP 0 MPY NOAPS MIYIAN I XYY DODYN YN NN INDNN MDNINI MOONN PDaAPN 2905
SV NIIPY 29 DY PININY YNDINN NN DI Y DY NINDIN IRNIND NN DTHIND YD
NPNDY NPNND HY 0NWN NXR PN (Transparency and Accountability) nyPnyanxy MmaXpy
(Skills and Capacity) DTXN ND NNPHII MIN 299D NN 1N NNPIAN 197 PN TN NNPIAD
Ponn Yyw Tva .(Willingness and Motivation to serve) w9 1877 M2 %955 11919 INNX PN
D77 XD NNIM MIXDVINN DINNY I, TPRTPRN NIWIND TIVNN MWD MTPM NYNIN
,DNPYIND  DNNYY 7OINRNND” NTIAY DIPN WOND DITIIY DY THYIND MOIN DY DIINDN MONNIND

,N219%7 DINNHD MNS IPNI TPNDVINN DINNY )2 .ONYY YT ONINDY DNNOVNID

NINY DY TN .NMIY NPNIAN NPNVYOIN  NPNTHY,NPNDIDDI NPVLNY NIVNM PRPNNN PN HYI
Coyle-) 1 M2°% NPT/ HNIN NI HY JMYINIT NI MPYN MW IMDWND DN PAD PN
YYNNN ANWNIN DY (MIXDON/NYIN) NN )ININ 2359 Nasn )Y .(Shapiro and Kessler, 2003
PMYTNN YNINN DINNN7 DY 1Y T8 NN DINN TPDININ NPIPNHNT MIIYNNN 19902
PTR NON DI -D2121) NNPIADY PNDY PNIYD NPN DONNN VNIV DONDY OINIRY DTNV

0T TIIRD 12 IRYINADY Y NDINN NIPYY GI0SNY MINDVIN T MDWN NN DIINYN

919 Y4

(PSM) Public Service Motivation-292°% m9°WY 18250

YA NTHRYN TN MNMIN NPNIM MDA NN DAY 0NN DIMINNIN 299 NINNM NYIITN
NN DN IPN 12D INDINN TN PTAW DY NYIND NPVLID PIDWN NN DIXNVY NIV
NN PINNNY DNIND XIN NN N N TMPYY 7PIDVINY NN DMIPNNN 21T DY XXINN NNN
WIANN W NNONA (Bright, 2009) MAWNN O1YMMXIWNL TINYD DNININD YT DY DIPNNINN
NN OTIND J9IND DMMINNT DIIND IND DINMDN DOVIX DY NNTPINN DNMV)Y DY DMIPIN
PSM-Public) 11238 m7rwo ML NITIND NNIT IWN NMV) ,DMONDNN DIINNIRD MTOMN
NN MPYO MXDVIND XY .(Perry & Wise, 1990: p.368; Perry, 2000) (Service Motivation
MNNANM YPI DY POV, N2 MIMIYNND NI /90-N NNV MIYNXIN Y NDINN DINNIN PN 252 TNy
IWN (1990) Perry and Wise >y nnnn PSM 2pn5 n»an 1ax .((NPM) w10 »112°80 5179710 No*an
19X 1T DTN DY O NDINN I NTIAYY DINNND TN PIN 19IND DYIWNII DINNDN DIVIN ¥ MYV
VIO NN MYNNRN NPVLDIRIVIN MIMD XVAY PSM-v 07202 NINON T NN DXDN DMIPIN
w1 (Bright, 2009; Sangmook, 2009) MWNND 593 IN NNIND ,NPTNN ,NDNN DIVIN NN NIWD
DINRM NNNRN 23579 NI T DY NANNN N NITHIN .OYWNR IN D231 dNIIN) INK DIVINND
NON OMPIN DY MDD NN .(Sangmook, 2009) NPMNIND NIV TPYIRN N2IVY I2YN DI TN
MINNI,NDNN MPYD NPINNIY DDA DINONIND ,NNTHN MPYA ,NDN TV NN DINN)

.(Vandenabeele, 2008) N72nN Yy NYaWm NONMD MPYY XTI NN DIVIND

LTPPAND NIANY NON 129 20 N/IVAD NI VI MNDIY MPYY MSDVINY HHO1 NDLVIN
NMPY NN DNIN MDIWNI IRNIN-NYPYNN ONY IR THIMYNYNI 19V D912 7PNMIYOVN 71PHIN)
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Y MY .NINNT MINMID,TINN )NV NS OMINNA NNTHN DXPN DY 1PN DNIN 1N DTN N
NI, IYINTY )INIT N T DY IN MDD NV T DY DX P ,DTNRD ND MDY 07112 DXVINN
DY2'D1N AN IV PAND 1PDN 2220 IPO¥N DNIPNIN INT.MMISY NPDNPN NPYODI MOOVN Hya
LDOINNN DR NI DY OITNY DMID 099N NDOWY 1971,07PN YNDINN DTRD M DV NDYD DI NYPN
N MYAY HY N MM NN NYOXRM 1M PSM nns »bya 0)vwiN »5 £9Y9120 D29 DMIPIN

LDYNIIND) OPNDIN DNNINT NIV NN N7 MNINNID) TN DOMN) OV ,PIDYNIN

N2NY ONYPN OO D) PSM 0159102 9UN D70 N)N2D YRy D19 DMpNHnY mnd
GIVNNY NVONNN Y NDY DPPON NYA NN T2 29D 199 DMIPNHNN 2 (PNWOIVNIY PSM
Camilleri, 2007; Bright, 2007; Bright 2005; Houston, 2000; Ritz, 2009; ) »1h23%n MPYo
DYy )Y DMIVPN NN NNV DIPNNY NPITY LYND PR .(Sangmook, 2009; Vandenabeele, 2009
WPTAY TN IPNHN 0PN TY WYY KD 1D 19D ONDS MPYH MINDVIND NN PAY NPYINX NPV
(MN58N) MASNWNY NMD DY AT TIND DPNPIDYNN NPNAN NNNVM NPNPIDYN MNNINN

PTHN MPYWA

OOUON T2 - 7N SNDN MPYY 7P8DVINT MIPOIWN NYNNNN HHD D012 NTMIVN NORYN
¥ NN DY NNVIN 1T NORYD MIVIN 720290N TUND 17102 212877 1102 71TI2Y0 D22V D)D)0P
DY PADY MIVY YNDXN MPWA NTIAYN .0225710 DIVIN DY NN 297N DIPNINON ,DNINPV)
TN TINIIND NAIND ,ONIINN PINN NYINT,NDXN NIVY MINT NININ : DA, DONNN) D2
MMM 595 NXIPDIN (1990) Perry and Wise .(Perry and Wise, 1990; Bright, 2009) m»sy navpna
DOYNIN P DY N0 NN NTIAYD NIV TPAD-HPININIET : NPINVP VITWD DPVINDIN NYIND
N2HN NI ,TNDE MVNNL GNNYNYD TPHNIPST NN ,DOYN DIDIVIN DY DOINIPNI
NTIAYD TUVIND DMWY DIVIN MIAY-H25101999) ; INWYD SLIN DIVIN NNTPNN MNDY NPPTNI
INDXN DIVIRN NN NIV YVDIRIIVIN 1IN TPNIAN MM TINKD ,NPNDVNIN MDON NN
;ONNAND PINN DY NPNRYY D000 SYNnd NNHNI N ,NNION NYINNA ANPNR N MINVP
oY PNIINN MDYNA THIIPHRND NIONN DY TOUYY) TINDY NTIAYY NDOWN PAD-N"0PON
LINND NN NIYD NI W VP ONYDD NPION DY TN MINTIND DXYIAN NON DIYIN I3 NPIOYN
DNDN MIPY IN NNON HY NMDWNIA NIINN NNDNI DPRITVINI IX MTI IDIDIIY DLV

.(Bright, 2009; Perry and Wise, 1990)

NTIAYD NYIND D7) DIDID T -TPDVPIRT MDVNIND ,TIINRIVNNIN -I1DON NPINVPN YDV
Clerkin et al., 2009; Perry, ) 11 nT2y> 0Mwn ©XX1HNN DX 121N NIMIV ) YNDIXN MPYAI
NN OXTTH NP 191 PSM awimnn Sv monnenn n77nN2 .(2000; Perry and Wise, 1990
DY PONN NIN DN DIDIN HY 12192 NYIN 2D DN NONR MMINVPY (1996) Perry on»nn

: DTN NYIAIND NON

MPYA NTIAYD NDOWN DIVIND 2792 INPN OONRIVYT WIN - NPT NYIAPY NOWN (1)
s TPNDN NPPTN DY NYIDN PON DIV NINTINNN PIND NN

NN MY DY INNA OXNTHN OMDVNPIND MTIVNN THN - 1NN DIVINY MIANNN (2)
JPVDIRIIOVIN TPNITN NN NYINNAINPNRY
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955955 NYYPN NANN NYINND NITHNY 2D MDTI HY DPVPIVYY D) NNDN - NYNN (3)
.(Perry, 1996: 7) ©DN2 NIPIN MMM DY PNY N2IND NWINDY VIO NIIYNN TINA DIWIND

D101 NAVY ,09DI DININN DY NN TIN INKRD MPY PNIYNY NN - NXNINY NP (4)
.(Perry, 1996: 7) M92>80 MV DXYN DDIAPNNN OOWYMN NI

PINND MDY NN N dv (Validity) 9pmnn DX 0M9vn PINd NOR D710 NYIIN
VINPNID INDINN MY PIDYY NN T DY DININPNNN VIN YW DI WX (Empirical stability)
:92Y2)NNY NPINLPN VDY DY THN MNP DI DNUNIN OXTNN NIV .(Perry, 1996) »py
NPONIPN NPYNRINVNIN 7PXDVINN NN NN DXINN ON) NPDVPANT NDVNINT,TIINIVNIN
ONDDN DY NPORIPN NPNIINONN) NN DPNIIN DTN IN DD 0O DY MDD TWUN
NI NON NPINVPY NP NIR ,TPNRNYN NAIPNN TR YN TN (DINK) TIOPN ,I197TON
(Camilleri, 2007) V992 1N2XXN YNNI XDV NPNNOND NYIND NYIANND NN AN YTIN»
DONIINY DIRPIVIND ,DIRPTN KW INYN NNIZVLONM NNVDINN NYANN NN NINMN NPINY NP

2SN93N PPXNY MNMDY - - NN NIPY DY ITIY MINKND YNl

Y25 PSM yav qvpa 900 P2 )poy 0Mpnnn PSM 8230 0911010 09913 92y2 »Na DMpnn
199U I ,9%) PA WP NYINN INNAYN DIVVLDY ,NTOUN NN ,ITHI LD D DOYIN DIMINND
90 NM2) PSM 04 >5ya5 1xsm) 9Ny NmMa) nbown dya) any 0> aan 00wy .PSM-n nn- ypab
-1 NN NV TRD DIWN DIPN NIND D) (Bright, 2009; Naff and Crum, 1999; Camilleri, 2007)
;211 T2 0N : 012, PSM-N n1n72 PN 9P 5¥10 INSD) DY DMININ DONYN 1N .PSM
PMIND PNV PHANININD AN TAYN NDON ,PIDOY IMAND |, PPANT MIPNA ,DPON NMIIPN
D 0N’ *oya 0>121y (Camilleri, 2007; Gabris and Simo, 1995; Moynihan and Pandey, 2007) 1w
IMIND PNV PHNY ,D>TAIY ON 12 PHIIRD DY DMAPN NDXAM PIDY MIMAND ,NNNNN DY DXV
NI 0) TPPIN ND7N2 M) DIPM 1D R¥M) 19 119 .91 MM PSM mina »5yas ixsm) nHinnan
Dy YOV NYIVN DY MNWNI XYM PPONI MPN2 90Ny Twa ,PSM-n nna Yy apnd yavn
DOWAYN) YNDN MPYD DT DOYINN DN D NYIWY 0 IPpNNNI .(Camilleri, 2007) PSM-n nna
DY2I8Y TUNI TN 12N OMIPIVINY DMINT DIIIN PIDY OINVP DNOY PSM-n nna Yy 2vnd
Bright, 2009; Forest, 2009 ; Buelens and Van den) nYN 0>y Y¥ 0M»I00PN) 0”00

.(Broeck, 2007; Wright, 2003

P2 DA NYN KDY MIDNN ITNAN TV ITPNRNNY TO2 DMIIPNNN 2T DY MPIPYN DHION NNT OY
PNV MTIN OPPN YN NN PXRYNY YT .DMINN IN NN TIND DY DINDNN ,DINN DITIY
MMIANM PAY MNIANN NN TTND D) TI XTD IN DOPNRNYN DOVININ TPHNND 2IWN PN MPYD
972N ©»P D NN PN L(Ritz, 2009) Y0797 TN OITIYN MIMINN P2 Y NN TN OXTIYN
DYMPY PODY ININ ONDNN NVPON DY NON PAT Y09 NOLPON YTV DV NYIND 297N PO MNN
YNVNN INNN ST 2TP2 INY DM ONDNN DIVINN NN OTPY GNTN NN Ty Hoya
PN NPoNn NNX .(Buelens and Van den Broeck, 2007) 0990 91010 » 120 DNMIN DN
5 NHND W NV YTNIY DY NPV MPIdN AN DINIX D>THND M DY »d N (2009) Ritz Hv

20997 THNN NN DIWHWNN D11 DY YINIWN NN YOI MDINN ITHND DIINNN D1
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NN MPION DY MNDINN MPYN XTIV NN Sy PSM v micbwina 1pnnn 0Mpnn S 9NN on
oy MaYN NYawN Sya »n M PSM-v 15 Yy 0> myn 0) 0»Pany 0 pnn (Bright, 2009) min
DTN OMINI DY 721N 19IND NV NN PSM 0075 INS1H DMIPNN NN TV DY NHRMNNN
D>72W % 8¥) .(Vandenabeele, 2009; Naff and Crum, 1999; Bright, 2009) ynIxN 181 Yy
9N MO ONDY NTYN NPLN NTIAYNN DM N8I MYV OHYa 0) DIN NMAY PSM nn soya
MNYNN P2 D) XY 730 vp .(Bright, 2009; Naff and Crum, 1999) 7wy PSM »oya o> 12wn
DNRNN NP HY 23379071 DY WIANNY NN 1IvN MY R8N .PSM 125 (POF) 130IR-DTX Nnxnn
PR LANT DY TN .PMPIDM Y NDINN 1IN DY DIIND DIND NIIYNI VI P2 HNIANY MY
, MDD PINRY NN PNIND GIVSNY NN 1A 1IN TNTPNN NNIRNNN DX NNAY OXIPNN PITY
N2D 121D NNNMND NPV DY ,NPIXI NIND VI P2 THINYNRI NHRNNIY NTPHNN NN NI XD
NID POY NYANN MI0NY IWPN .OWNNA DY WAYnD D) TONN DY INDI Td >T> DY) MNDVIN

29219 DY INONDD NIY TAD2 MINRNN

MNP OXIPNN INSIN

NN MY INIIVINI DTIIVIN D99 )P IUPN

YT2IY : MINN DN ,0MIPIVIN DTN MY IPOYA DIV NN YTNYY TI DY DITYN DIPNN
179NN ,0N9Y TYIRN MNNANNN ,OND TININ MNMVLIND ,NTIAYN 1IN 7Y 1PV OOV NN
DN NN T2 .OOWTN 02T TOD DMIVINY NTIAYA DX9HIN DAY PRIV NN ,01% DN 1D
¥ DMIODN DMIPNNN 2 .NYYNI DINYNID DXPY 0»HITD DN DMIDD DIMNN DIXDYNN
DNNNAY YOI NN YT DY DIPIIN NNIYY NN >T2Y DY DPIINI DOMNN DIDTIN ONIMP
YT2IY,TPIPIVIN NNNKD DY NDYITIIYY TIYA : ONPMITYN DIVANND DN YMN NPINTINN T
Buelens and Van den Broeck, 2007; Cacioppe and Mock, ) mi»700pN DOynn >0790 9000
,Ton NI (1984; Crewson, 1997; Forest, 2008; Wright and Pandey, 2008; Bright, 2009
NN DDHIN NN T 7P 10 WK, DONNIND DWIXIA-DDILN DIVVN NYN DMPININ DIPNN
NN T HY 7PNDVIND NNT DY) DM IPIVIRND OTPIIY DY NT DIVYN 1IN DY IDOWUN INYavn
.(Forest, 2008)

DY) NM PSM nna 'oya 05721y 01900 559 DY RPIdIVIN MaTynD Mwips N8n) PSM
YOV WP DMP 1D N¥NI LD DY AN .ONTIAY DY NPIPIVIRD NPNNTINM DXTHIIN NN N2 NTNI
NID D NP DM PTN DY PSM-n nnav 955 : 0905 00N noTyn 1»ad PSM-n nnpa pa
P25 DMIPIVIN DY Pav oxNNN (Bright, 2005; Bright 2009) ©905 0917502 Pyn MNS
TON 71970 DN OXXI NOY DXPIXNIN DINY DIPINY T >TI TY MDA V2 ND MV Japn PSM
1N DIV .Y WP NN AP KD PrTY OIPNND ) NN oY .(Georgellis & Tabvuma, 2010)
DMIPIVOPR/OMINIVIN DIDNNIN INTY> NN YT NIV NTHN DX XN XN PSM oxn wapd

ONR 0NN yown PSM -w N

991258 MY NP¥IYVIN) DIVDIVPHIP IN DIVTIINITAITINN D99y )2 WP
D720 OV IWPNA NNTI DOVDDLPIP DI PAY DPVODONIPDTION DMWY P2 MNIANN
N DVONIDDTORD NNT VI OMNINI DXTIY P2 OPMIAIN ODTIM ,HH51 O»MIAIN
DYINNY VAN P2 DXONOT YAV DY NYANM NIAIN NIMANND NPNDN NN MINHN OVDVPPN
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DVINITDIPN .AON ODTIN DY OPMIOYN DY Tinyd 10 037 OIPNN .NHAN NNINA
,INPY L, THPNIIN NP DN INRY DY IVIND NX NN VI IV JIPIND DXVAN) DVDLPID
Hofstede, 1980; Hofstede, 1981; Papamarcos, Latshaw and Watson, 2007; ) y2IN2 QN) N> 112
121N YN NI NPNIAN NNDND NOTYND DIONITDTIN PN (1980) Hofstede .(Street, 2009
YMIN YT DY NNONN NYN DY DNNMND .T252 NAIPN ONNOYNIDY DNSYY NNTY DINNDN DIVIN
GUN DIPYTN PNIIN NNONY NITYN IXMN DDDOPAP TIY TN .NPYIN MOTYM NIVIN-MDY
NNINY TIN DYDY PN WX NINNK NXIAPY N NIANIN NNAWNY 1P DIINNN DXVID NOINA
Hofstede, 1980; Probst and Lawler, 2006; Papamarcos, Latshaw and ) naymyn »nba 110
NMVYNI WURID DI ,NON DPLDIDVPIP DYDY MHYa DXV HW NYIND MM (Watson, 2007
DMMANNNI DN 1D DY I .MOMY DXV ON PON DOPIPN T DY DXITNNN MAINT MNINN
NALY OMYINN DXOIVIND NPNTY ,0INND MYT DY NDaAPY NP OVNRMNINPY I»LVIA

(Triandis, 1995) TPNXIAP TIN NBIN NIWI NIV DPNNIAPT DIDIVIND

YINI NYIDN NPND MIYY T1IY PIONNND N2 DLDONITDTIN IN NVLDIDVPIP DY NOIWN
DYT2IY .NMININ MANNND DY MM DT IVNI THY OXNNAY PN DMINNIND PIIN 19D TY NINRYY
YINT DIVPND IINIT NN T2 DI THIYNI NNSY 10 YIYA DIN DOVDINITDTIN DYDY OOYI
DX PN ONY NN DX YPAD MITN DX DWNOHIN 0N NOX DXTIW 17P2 MNPy YOI NN
,ININN T NN NYITNA DOWN TN IR MYN DOYN DN NON DT .DIONITDTIND
MDYN DOONMN DMVDIDVPLIP DY MITYI DT ,qONI TN DMVIIN NI DIWNIN
D72 ONY TN .DMYOINX DININN HAPY DXANIWY DN 19971,1179595 NNOXNDY 09D DINNINY NI
ONNIND MPYY MBDYN DXONMMIY ,NNINITD IR 1902 DXPRYN DOVDDVPNP DYDY OYa
ON PON TONYND 1IN PHIND THYIT MOND DMMIND ON NNTD OXNN .OMNNPO HOPNXIAPN
Willamson, ) n¥12pn 555 N5 onnNI Sy IMNY 0011 MAMYN MIVN TPHNND DOV

.(Burnett and Bartol, 2009; Papamarcos, Latshow and Waston, 2007

YIONN HY DNYIVN .VIIN DY NPNPIDYN MATYM MY 1Y NP1 NWN 0PN MIAIND
MINAD NYPN D92 D) MYNWYN 273 RXNI PTII NON PYN MY 1IN DY OPMAIN MMSDININD
o»wa .(Cohen, Zalamanovitch and Davidesko, 2006) 12 N10YN) 7112080 9399 MIYIND MY
D39y VDI OVDLVPNPI DVINIPDINN PAY WPN NIRYI N2 NPOIY MIADN MININKRND
YN DYT2IY YD DIV NINR OMIPNNA .DMNWN ) DY INNIN NNMND PV 01VIPIT O1MIAIN
NON DYTIN .DNOY MININD MDINKN NN DTN DYIN NNT Y92, 0% DN DYIAPN
DIYN MNNXD ,0NIAVY DXVNAN P ,0PMIAIMN DIIY YPI DY NI DTN DWOINN
DTN YPI DY MNWN NYIAPI MMNIRD MININNN NNT .OMVDIDVPNIPM DPVDIRITDTIND
DYV WK DN OPVLDDLPNP DI YA DITAW .JPIDD DY NINI DT DY DIPMITYN NaY
Y YNIND NIRND MIVN DX YINRDY MNTIND 27 MDD DY DIN D1NXIIAP DY NIND DaApd
SV N MM NN PXANNND TN NIRNINDII ,)NIND 7Y DIPNDN DXNIWNT DNIIIN) DIPMTYN

.(Willamson, Burnett and Bartol, 2009) n»nx m2a»nn
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NN MWD NINVINI PIOYNN NPIVPIVN )23 YYPN

Employer Attractiveness and Organizational ) 77’138 NP2DLPIOR PXOYNN NPDVPIONR
NPDOPIVRY NN WIANND N POY NN HTANN TRD DT ONINWN DN (Attractiveness
T L0079 NNWY NN PXOYN HWND) DY DOPXOYN P MININX NIVOND  PIOYNN
TPANNY NVNNIN NION NNMP ,INRD .ONDN ININ 95 TITI NMIYN NIMNIN NPDVPIONRY
9N DYNNN MY DINYPN DININDY DIIMINNDY ,MITHND NVPn D02

NNNL T2 NMA MIONA SYNN ARYN DP) NNOXNA VNP DM INNN PPOYNN NPDVPIVN
NIYN 5P NIYND PIRYY THYIND DY XTI NITHN PIOYNN NPDVPIVN .XYNA PIDYN MIYN
W 0901 0PN (Tsai and Yang, 2010) ©M)IN YW ©N0N MDA X DNIDN )NINI NYXIND
927 PIINRD DX NN YPI DY, )IIN 299D VION YN DMK TAPN 1PODD NTNRY IN NI N IVIN
Sv NRTPIN NVIY .(Aiman-Smith, Bauer and Cable, 2001) 1050 P5N NN NI MON TUN NN
DY NPIDYNN ININ NN INYIAN 1NIY PIOYNN DY NPDOLPIVND NN NYAPA YIIN HPYN TN
NLPADIY HY NAT DTN NDDIN PPOYN DY NPDVPIVND NTNY IR .OPNIMIYHYN D
DN PIIND 212N OY NWANI MINT DDA DY ONNIND D¥5WNI DIT2IY 7D NXNI 1IN) .NDVPMID
DX9Y19)NN NOIYN DN DMNIND NN 2D DOWHND DT )0 DY 917 DM NPYON MY DY
NPOSN DAY NTNN 79Y NYAP) PIOYNN NPDVPIVN ,TI9Y .DNYY NYINN MIND NNIRNN
Vandenabeele, 2008; Walker, ) p>0¥nn )DIND 3NN OY TNNR P2 MW TN HW MATYNM
.(Field, Giles, Bernerth and Jones-Farmer, 2007; Vandenabeele, Hondeghem and Steen, 2004

YN MPYO PRV PAY PIOYNRN NPDLPIVN PIAY WPN Yy WD (1990) Perry and Wise
NPIDYN Van> DTRY MPMIon Ny M) PSM-nv 555 omyvd .PSM ywinn nysn oy 1315
DOWIN MY MYVLN NN WYX (2002) Lewis and Frank .9m» nma) 7dnn 0»NN 0NNINA
DYVIN 7D INYND DN .DXIVYNI DOWNN DN OMN OIDNIINNN TN ONY PADNN TN TIAYD DIXDTYN
9IN2Y AN 27 MDD OHYA DIN NMAX MDY OYID HINIIN MDY NONRD NY 2DY DMIPNNN
MIYN NOIPY MIPADNY T DY YYD DIPNN INRNNN 19 DY I .PXOYNI Y NINN HMINIY HWNna
oY IPNN MIRIN 0) .M PSM nna »Hya 0w 19p2 U911 1I9IND DM NPNOVNHN
PoYNN NPDLPIVN PO PSM P2 »ayn oxnn O»pw 75 Yy Myasn (2008) Vandenabeele
DN (NYIDY XTI MIPNNA YTMN TWNR) PSM mnvnn »1m0m NyaIx 93 55 170910 1pnn N8N
"15°0 YDya 03N NMA2) PSM nnn »Hya 0owaN 91 ProyNnd SWnnd naTynn DY Npnam nyawn »ya
PP0YNN NPOVPIVN PAD PSM 12 5Hw OXNND D) R¥ND IPNN .THPNOVNN NPIDYN WOND 9N 19
NYDOLPIVRN NTN DY YAIWNI PSM mnwnn S¥ 2wNn y1Pan Sy TinNdY 10 Nt Ipnnn ovIan
DXPOYINY D DYy MTYN ,DOVITIVD 2P T IWUR ,IAPNND MINSIN ONDNN PrOoyHNn SV
DN DOTNY DPIOYN PTYND AN DM M0 Xoya 0N NMIA PSM nna »oya 0158089
NPIOYN 9 DY NNATYM NPNOVNN NPIDYND T2 DY NDPWN ¥ TINDD 1NN NON DIXRNNNND NN
NORYY TUNI T2IYN DY PMYION NN D) XON ,NTIAYI OINYPN NMDTY 2ITO P RD NOPYN NOPOY
n2VPIVN (Lewis and Frank, 2002) 91y 1210 17182 ©»0Y02 0¥ DY MY’ OINVPONN NN
PPOYNN NPDVPIVN .DNDN PNIND GIVNNY T2 DY POVRNIID NATYN L1 DX ,TINMN PIOYNN
071N NM2Y PSM nn9 'oya 0721y 12 19IND 0N ONHWHN NIND TIAYD 7NN 1IN M NDND

.DNPY 02N NDXANYY DNYOIYY ,DMPIINY ,DIMNPLID YYYN MV
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999258 YWY NINIIVIN 12D DYIN DIINANN PV TVYPN
1IN INY OIMNND OMIPNN . PSM- 0»wR 02»axn DY NITO 2 Iwpn NN N2 (2000) Perry
Camilleri, 2007; DeHart-Davis, Marlowe and Pandey, 2006; Vandenabeele, ) noN 0vp 10213
N NMPOY o oNan ophna .(2008; Clerkin, Paynter and Taylor, 2009; Bright, 2005

DYDY MY DWW DINYN DINSNDNDN

NN MIPYY NNV 91N P2 YVPN

DYV D12) DY IPYIXPNRN NNMNN NPNPIDYN NN THIMYHYN MNY Y 2D DININ DMIPNN
DOWAWNN D972 DXY TN NN DOVITIVD 2172 .(Agarwala, 2008; Fox and Schuhmann, 1999)
D120 DY) : MITIN NMY NNZINI DT 2992 D) .02 DX DY NPAPIDYNN NMYNan Dy
S NMIDTY D DY ,0Y TD DY NIV MYANT M) MINSPNN OPIN TIND DY DININ
(Ibid) NV XNWN DI1HVY MVLIV HYI DI MNDN

DeHart-Davis, .9>2) 5¥ 1% vyn 1My PSM nny oowid 5 xsn (1999) Naff and Crum
Y1) NWIDY TIND DMV DY IMYNYN NI 17 T2IWN ITIN 2 INSND (2006) Marlowe and Pandey
Camilleri .0w3 292 PO MYNYN MM NINNN NN NPPTH YIRS NwNn N7 .PSM-n
INMYLY .NDNNN TIM LYY YT D5 Dy PSM-n n1n9 a5 970 2 9P XD NN NNYD (2007)
oY 17PNN D) 1197 DN PA OYTIN .0 YW 13N INY NN PSM nny mbya 0 o
WP ,TINOVNN NPIoYN N9TYN PSM pa »ayn qup 0»p v X8 YUK (2008) Vandenabeele
NYMIATIND NPV PON NNPD MVIY 2PN 1PN NP PSM 0 XN 9NN .0ow) M2y 9y pin
.(Clerkin, Paynter and Taylor, 2009) ©>72) Y8 9UNND DY) DEN N PIN IWPM NININ 1NN

NN MIPYY NINVINI DIINY OINA )P IUPN

DYTINY DINN .OTN DY DIV VO NN NYNN DX 12T DTN MHNMN DTN OINN DY 1PN
YTO NNMYP NIIP DIVON NN LTYNNA WINPN NPNIAD AN DXOIIND DINDIND THXR INNN
[(Taylor, 2005) YMMMY M2 NPMINN P2 MY PYO THONNND NYOWN NMON NNDNI WINN
YY) YNDNN TN NIYD NNTPI NIAPN 1MV DY ,DHINNND DT D) 7D NN MDD
.(Lewis and Frank, 2002) nTayn 07PN 79002 9N» 19T nNosnY 0w Nnma) PSM nmy
MPYH O>1IYN 219p2 PSM-n 1nna SW1 nmnann maTynn DY 0T 7192 5 0PN OV 195
YMDMN YDVPITING NN AN TITYY DMIPN ,)AT THIND DIIANIWN NYN T AN T8Y NN
D7D DIND PAY IWPN NX 1IN DINNA DMPVINDIN OIPNNN 2, NNT D MY (Taylor, 2005)
N9 P1AY OXTIOD DINT NN PIAY WP NX PIYINLIPTI RO NPNPIDYN MATYN DY Pad
.PSM

DXTIOYN DINN HY IMDYND MITY OINNN DIVITIVD 1792 IWY) IUN DMIPNND INININ ,NNT DY
YMINDLPISDYTN YPI2 DD TAN YPI DY DXVITIVD 27P2 NTIAYN MY NX PTAY IPNND . PMIYOVND)
MY TINY MPOPNDITH DOXVITIVD P2 OMVINDN DPMYNYN DTN RN NTIAYN PO
DYVN ONIX DXDIINDY DX NYPN 931 05710 XN .(Taylor, 2005; Vandenabeele, 2008)
NIT TN DOVIVNY ,DXPDYD DOVITIVD : NPNPIDYNT MDNYY 191 NYYNI DMIWYNRID DXVITIVON
WTNHN DXOITIVD DNNIYY ,INNI MDD DIPHI DNIAYA NDIDNN DY NMDWYND WV TONN NN
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SY25 NF TN NIT DOPOTH OOVTNY MIN OV ,NNNMIN,(TPNDIN NPT DM N YD) Ny THn
,0772Y M2XYUN 3395 D1 IPIVOPN DIIIN NIT DOVITIVDN 11TV TIY,90N2 9N NI MDWYN
NOTYN DIMIN OXININD NNIND NOTYN 127 DI TH DOYTND NININD ,NITNHN MY TNY DOVITIVD
NIPYN DIVLON NX IVYNN DTN ,DY0IVNY ,DIPDYY DIVITIVD .DMIPIVIN DIININD NN
TN OV TR DOVITIVD ; NN NITHN PYTHY DOVITIVDD NRNYNA DIIWND NTIAYNN DIYIAND
T ,NONPN DX NIWO DN TIT OND NTAYY DONMNN DNY VA PN MO IPND)
NYTHN SYTH DINNND DXDWNN ;DY TN DY MNTIN 1PN KoY DOVIVN) DXPDY DINNN DOVITIVDD
NYIYN ; OINNKN DIDINNNN DXWNN 211D NITYI IWUR ,NMAX PNV NPININD DNIMINDD INND)
TN NPTRN HOYTND DOXVITIVD : NININD NNIAN DY MHN OXTIODN DINN DY NN NMYHVN
NP2 VP NMD-INTA 1Y 79910 MNININDY DONOVNND DININD GI0NNY NPTN NOTYN ININ

(Taylor, 2005) ©»1Y9 DMNIND GIVNND

DMIND NN PT2 AWK (2008) Vandenabeele S¥ 17pnn »Mny Mindin D) MNNDHN T NN
N¥n Vandenabeele 12522 DWW Mpspnd DOVITIVD 1992 PIOYNN NPDLPIVN DY DIYIVUNN
YTIYN DYTIAND PY0YND SWNNN AN IDTYN MININDY DXVIVYND  NNMININ SYTNHD DXVITIVD D
WTNY DOVITIVD ,MINN D992 .PXOYNI HWNNY NNIND NITYN ININ TN ,DXPDY DMy NooYo
DYPOY 5NN NYITI YTDY TIYA Y09 PIOYNID NI NIPWN 1% NRID-1AD) DXVAVND  NNMNIN
MPIDYNN PO PV MAY NN NONR DIRXNN DY NPIVAR NMIYHYN .1V NPIDYNY 1IN V)
NYPYY MIXDVINDI PV IN YNDNN NVPDN T2Y DX DINNA DIPOIWN NN YR 1NN 12 MYSIN
INY DNTPII DAY DXTINDN NYIVNN OINN NN T DY NNNDN NTHIA NINGD ,NYIAPI MNDY

P DY NVONN HY

NY MIPYY N8IV D) P2 IVWPN

YT2IWW Y550 R¥N (2007) Camilleri .5%Y DXNNA NNNWND DMWY NIDTY Y1 TD) MITHRY ,MIDONRY
MNIVNVY TV ,DXINNI MMNMYPN MIVN 9 JY MNNYN VINNN DX INTYN DN TI 1NIANN NN
P2 VPN NN PTIY INN APNN .MV NPNINIIT NIV NPVDIRITVIN NPVI 1D DI PYNN NN
SV NN PAY DXPYS HY DN PAY DDTINI POY NN NN HPMATIND NMHMNN 1> PSM
DNV DIVYN 2ATINND DIV DXPYSY TIYA ¥ NOYN IPNNN .MIATIND MW PON NI OININ
DM TINY NNRT MYYD DXV OXININ 90D 51N NYAPY IN NIMIP NN NINTIN T2 OONRN
oV 1IPNNA O) 1) M3 &8N viver L(Clerkin et al, 2009) 79wno) NNWY” )18 DOVLDINITVIN
,PADI IPRY NPNHTIN 1IDIYN DIND NN YTNYY T NPNXI ¥ XN .(2009) Bright
,I9N DYDTAN .DYPYNN O7PINY 2P XYY D10 ONMYHWYN 19N MDD NPV NPIPIVIN
19INA HTAND ,DXPYN NMYY DXINN DITAY DY NNV DMPNN 1P : MO 190NDN DINND DMWY
121 DY DIYIPRY DIONMNN DN 12 JDIND NNRNN TTYN ,NMIN DY MINONND DX TH) DN 1Y
05972 MIPIN NV NPNNRTIN OXNNIN ON 12 1IN DTN

(POF) Person Organization-Fit :1))9XY DX 12 NN 111 TINRY 391258 N9PWY 1982501
JOIND DIBNPNN DIMANDN DIPINY 1319 DIDIDN DIWIN SV NNTPIN NMLID 1NN PSM nNo
I NN MYIN NPLDIRYIVIN NNND D ,DXNIN DMIPIN .DPNDY DNNINDY MTOML PTINY
Perry ) 113 INM TPYIRD NIV 1290 DXTHY TUN DINNY NN TIND NN DIVIN NN NIWH
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DOVIN) NNTPIN NOVIT DIIMNNN IWR DOWIN .(and Wise, 1990; Bright, 2009; Sangmook, 2009
PSPIVIND NDOLPODIY 295 .PSM Dy mma) MmN 1W» WX DYIX DMN )0 DX 0N NYN
DOMANI T DY I NMYAPI NTIAYN ©IPN 952 MNMNM TN N (Interactionist Perspective)
TP DX9IY PINAND TWUN INDIN PNIND DIOIN T2W INTIAY N0 YT HY I TIYN DY DONPYOIN
mMaxy ) 7595 (Willamson, Burnett & Bartol, 2009) 9101 ¥ nnTpmm PMYr) oy 1NN
D29 MWYNN NOIYNIY IWIN NS NIND DNDND DIV 2YWa NMA) PSM nna oy DOWIRY

03 TINRD M2 PSM 095 197w 10IRY 098NN DNDY

NN (1996) Krostof 1MIN-DTN NHONNN YW XYN N2 MPNIHYNND DXTY DX 90-1 NIV INN
90N DMWNN TN NMINAY (X) : TWND NYNINNT DININY DIWIN P2 NIDINND )NIN-DTN NHNNN
TP D) DIV (3) IN, DT DOTIDY DIIMINND D¥PYIN DMWN TWUND (2) IN 10 PIPT NIUNY NN NN
D) 12192 N, 09577 NNIN NNNI MIYVIN NPND NI NNIND DT PIAY NNPNRNND DIWY TAX DIDIRNN
,D°9D1N) DMANNI DY NN DTX YN NN IWN (Supplementary) NSO NIDINRN MYSNNI : TN
(Complementary) 12°5wn NMNPRN MYSNNI ;INDIDI DINNK DOVID DY NINRD DIMNT IN DN
;12 90NY NN DX NY D901 IX NNOYD 1N NX DXINN DTN DY PININD TWUNDI NN TWUN
PIMSTYN PNMINT,1DIX INN XINDN NIND 71790 TUN , D998 NNIYY NPSDON DY MNIND MYSNNI
12 WY MDD HYA 1NN VION TYND NYNINNDN MNP -MYIIT DY MDIRN MYNNNI IN ; VI9N HY
195N 09770 ¥2IRN NN 95 (Kristof, 1996; Bright, 2007) nyINm mwrTd myn jnn own

ANIND DTN PAY NNRNNN NYIND 120N MPIDN TN D) 19191 NNNYOWI

PV NHRNND DTN O NITI T AN NN PN MDY 7PNDVINN NNIY 9335 INKN DIPHN
ONDY MPYY P¥1VIN (Bright, 2007; Bradley and Pandey, 2008) 721y X0 12 )XY DTRN
7792 NNIND NYN) NNIVYRIN : NN SNYD NPONI ,NA YPANRM YVNNNN PIDWN D) TI0 ONNND)
WY DMNNN DOYIND N YRIND 10N DTN NTHY YY1 030 1M1 PSM nna o dya oovs
PNIVNI P, THIIND NPYNAY YINY DVINY DI 1T NOYY TINIY NN NYIN NIV ; NN
L1005 TM T NONR DOYIND NDNY NN TI-PMNNID OMIMIM WY NONX DY TN NP DY
1M ININD VI DY INDNID DINTIPN DOYOIX DMDINN D NYIVID INDY MPYY 7PXDVIN
Camilleri, 2007; ) POF mynwinn D19321,10982 0VI9N DY INPY NN DIMANNT DPNNIN D00

.(Gabris and Simo, 1995; Moynihan and Pandey, 2007; Bright, 2009; Naff and Crum, 1999

DYDY PNN 5N MNIND MINNY M1 MYNY 1Quo Vadis

MORY PV PYTY INDY MPYH 7PXDOUINN MIANT NENIND MNNANDN MINY ,NMINID YNNIV 295
1N NYNM NI NIRY .TPNYI DXIPNN PIDYY 170X DN DN TY NIT NI MION DN M)
N2WN DTN NI NIWN DY PIOYNN NPDVPIVRN DY NN MPYY 7PXDVIND NN NYIVN TN
DNDY NYPYWY TPXDOVIND NNT P VP DMP ORD 17112 DIPNN , 0N I PNYA NPTHN MPYH
D202 NN MPYI MITVNN INNRD Y NDNN MPYY IXDVINN MNI AT, )HNIND DO DIV
NN TIY 92YN AT THIRD PNDY MPYY 7PNDVIND DY NNNNYN NYNI 27 PRY DPP  MINNK
TIINRD PNDY NPYY PXDVINT MNNINT DY DINN DINYN DY DNYAVN NINRYIIPDY DIPNNIY
NNRNDN 222290 NHNTI ,DXINN DD MAIYNNL MNWN N IWP DRN PITAD MINT I 0NN
STND NN OMIAINND NIYPNL Y NN MPYD 7PXDVIN HY NPYTA D) .1N2X2D/)NIN) DTN PV
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MDIADY MNTN P2 NDY MPY T2 DY 7PNV P2 DIPNANN DPMIAIN DOOTIN W DXN
VN DIPN OMNIN DINYN IDAN N TY VIV DIIPNNN DY DI 2172 ,NNINRD THINY NPNOIN
D»MAIN ONNWYN SY DNMPHNI PNT> O YPNY IPNNY MR .1NI120N PSM-n nna »ana TNn
DINN DI PY OND IPTL DIPNNY NIWN ,NIDAD) .OPNPYIRN DMNIND NIN TED DI
NVND NOND DMIPNN DY DPPON .JNIND T2IYN NDND 090 PSM-n nna N N2Y J1) D79 DY
NN N IDINY ,NPNDIDDI ,NPDIYI NPNNIN NNPNTY) 0NN OININND PNINN NONON TN
MPTHI HYNNI MNDN DN MDY TITY DY N 2IWN 235910 NMAND DIINY (VAL DPNN SYTHN
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MNNN DOWNN DY NNNND-D2213 PRIV NNPXI DY DDIANY IMIMINRN NNONN 13 DY TV IPNNN
Y HDAPN MNIPY DY YW YN DIRNNDIY O IV /INYRIN NNYNNDY MDY

YHaPN MDY NPY-INN DY HOVIPN (N : NNPNID VYWY D310 DINV) MY PN INND 892
TN DXNYY ,MPYN NN DI INITYIY NPHWI-NON DI7TN (2 ,NNYY DPIPIN DY MDY
MY NNIN DY DTPOM DNIPHNI PIDY YTN .DMIY NPY ODAPNY ) ININD DY NPTHN NPY
222 OYNN DOWIN YW NP NITNA 21 — N NNNA

»Services for the poor are poor services” (0100 TVNM)

NN

VINT OINNNIIN ,INIDI) MNYRIN NIWIN NIPY RN P WI9NN NN 1NN YPan YNONN IINDN
DMPNN .NPYN NN DY DN MNTH NN INY DONN NIMPY P (PHIIND NINPY DY P
DINTO) NNNIN NMIYA P21 7Y DPNN NIMPY PV OINMYIN WP DININKD DINVYL IPOY DNV
TN ,2006 )2-9997 ;2006 ,P72) 123-9MP ;2013 ,009; 2003 ,1989 )97 ;2009 ,90 O DY —
TPNNND RON ,NNNIN MDNINI PIDYD ROV YNINA YNONN IPNNA — VX DXIWN DMIPNNND NNV
DYP YV DMDYDIN D¥DIXY DNYN DNMIN ,7OMNPPNYY MPY MNIND DTN MY HNNM
D»TD’ 79D N2, TPNDY INIANN ,NNAYN NNIIDT ,DOVPININD) NUMNND NIINA MTIVM

(MNP O NP

NNAYNT DY SNMDNN TPINN NN 2D 10D JN0) ,IWYNY /MPUN YTV NN NNRY DMIWYN NIRHDN
- 9P ,DINK DPNIIN DNIAN 10N - DMDIDA DIDINI MNAY - YIN 137182 DDIVND NP
nvp 7o on . (Cook, Goh, and Chung, 1999; Woodside and McClam, 2009 ) m7ow »MnIN
P25 (D»DXD2 DYIIX PADNT MY TITHVYI TNNI) MDY HAPD VI DY TNN P2 TN INY
NNIN DY 17900 MNNN NX PONY YN NYN DININD .TITIND NOTNI TIIWY 1Y MIVIND
— DOV DY DXDONNN ,MANN DY — MDY MNIN DY NHYNI NYNRIN DTPAN 19D ,MPYN
WP XD NMY NPININ MYNND GMVN N OIMNND Y2V .ONIN PADYY DTN 22 798D MY RN
,INIA ,NPIDYN) DYDY DN 12 OINNDL(DITH IN JOP) DITN L(NNNY IX PNDN PVI) ONIDY
L1791 ;00NN 1555 MODIVIIN ,D>TD> ,0OWIvP) DXNIVN DN NNMIN NPDIDIIND (TN ,AMNIANN

HNYIV PRY NOYID YN SMPYY NNN YN MWD 5T 720 99 7
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Barnetz& Vardi, 2014; Leonard and Yurchyshyna, 2010; Zins, ) ©9¥9 01 12 YN920N WWpnm
.(2001

PINY DY MONNOTION NITHNN DY VY PINN2 voanny (Rawls, 1999;2002 ,7yDy) ©9"
DOWNY (3 THIY) 7OMNIN DY NNVYNIN NOYNRN NIN PTY7 9 WO (justice as fairness® ) 7nnno
YYD SWIP NOYN LN I9IND DI DTN 222 NNY W 1P HYYW ,DNININD NI PIPYD PN
DINNA DXHYY) DN NON DN MNP DIXNYDY DTN 72 DY DIIIXN NN MNTY JN) THHN NOW NN

LDMNINN DY DXDIVINN

MNMVIN DY ONPIIIND MYTINN YY NDDIAN MY O1NN MNP NIPY AIM)I P2 YVINNI MTPNRNNIN
DMMNIN 02210 ONXMNN MPEPY M) P2 WIONN DY MIAINND TX TN 192N MPYN
-9 52013 ,)99) INNRN TENN,0NOYW DMYNNRD DTN WA DMONN NINPY PAD DI
°N72NN DMWY POW PPNoY Apnnn ,nwynd . (Podur, 2002; Lister, 2004; Sen, 1993 ;2006

21Y2 DMNN DMNIMPY 2995 DMDIDL DXMPY NN DY DMTHNNN ¥

992 0NN MMPY

DN NNXY OXIWY RN NDPNN D NN (2014 9511 DL POPIL,TOITIN) MIND MV TOINN
TPNRYI I INYN INY ININA (NPTHN NMDIVIIND 20%-3 OINNNN) DTN M2 1,838,600 -5 DNV
DN 860,900-5 ,001N1 .(2014 /MW TOATIN) MIMINID JPXNN TPXNND TYNND NN JNY MDIIN”D
99N D019 NV ¥ JN WHYI T2V DXNNNN TANK MNAD NIV MNAWNIN 64.8%-1 .0>TD
(D»NIND MY YTTN 19 DY) INY TIY NPIYD NMIIYN MNIWNN 1997 NININRND DNV TWYa ,NN3
NININD NVINN NPITN (N : DD NYAIN DY IRNIN ON NON DNMY NN (2014 /MY TOITIN)
DINNNY DXNONN DINNPN (3 .2008-2 921930 Y9555N) YDIVAN TAWNN (2 NPNVOYN MOWNNN DY
Lister, 2004 ; 2013 ,599) .D>T21¥1 MNIN MYONT NTIAYN PIVA DNOYN (T.01NOWNNN DXPIVHN

(ONNY

DINNNNT 2PN NN DXV DNYXIIN NN MY NMODTHOHYI DINIIN DN MY O1NN DIWVIN I DY
DYVIN DN (D) IN DN DINY) NTIAYN 972 DINIAN N2 - NITA PINY 3951 ,NDIN9 NINDD
MNLYNNY NIINN TN NI HOYYI JDINIY NMDIVIIND ITTH OYINA (2014 /MY TOATIN) D>T2Y
=I217P) MY MNINI DXPOY 1D (2013 ,)59) ©IMNY DMNIIN DIND TN MNIYNND VI ,MIINN
MNS NXD DN IMPY-IR ONND OXTY NN INIWI TRND D3NAX MW INN) T8Y 79 .( 2006 ,)12)
SV HOVIPN DY DYODINNN NITH PDHNNN AN P2 OYIAND L(2014 NN DNOVN-IMP ,P272D)
SV NPDIDIN MNIINN MITN NN YNNI DIDMPN DMVYN DIXNIPYWL WNRNWNY 21y DINN DIVIND

.(Sen, 1993 ;2007 ,JNNT) NI2ANN DY MY MANNYN

;0992 79NN NON MHMPY” ORI P55 J9IND 7DXINK DRI MY ONRINI DN DIVIN 2973 DN
9555 NNYNN NOONNN TN THOID-ININ NYIDI ,TNN DIDPN IIIOVN DMIITI YNPN
POYMINNYI IOYIY DIWIND MY ONIN DN NN DIDINI ,TNYIYN NIIND . TTNND NXNII NNIIX
V159 1282 NN NENI NNOIX NTHVHRN M1 . (Lister, 2004 ; 2006 ,12)-991777 ; 2008 ,17777)
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TV MM DONNN DIANIY DPNRY DIWIND Y DN MNMPYN DX09N) ,INYNNY NN DY)
DIVN 7DXPY NMMPY” DY DNNDY 11 (2008 ,1171T) IRIY NP THI NPHMPR-PIIDN MOIWYN2
2PN MY MINN P2 DION DTN DMIPNNI DN ,0N2 N2 DIV NPPTN PR DMININD 21DV

.(Barnetz & Vardi, 2014; Barr, 2004; Farmer, 2003) T'Xn Mpind ©Xny> D151 DN MY

NNYND P NIV YT DN DI DN ¥, DTRN 12 INYD 1D )Y ONINL NN DTNRD
INIVD .0NN2Y DHYD MHIVN NN DMIYN NMPON DY DTV, 0NN DXV DOWITI NON DIIIND
PY 9 TIND OYAD (NNND XMPY DY NI DY XTIV QN DY) N MYN 280 INNN (2007)
Y VDN DY QNI DY MDY MITOI) DNNIN DY PITN DI DXTTINNN MY DONN DIWIND
DYRY VN XTI DMWY DOMPY DY TNINM NPDIVON PYVIMNIND D27 OMIPHIY PPN
DAY DININ DX, NON DIMIPY DI WIDTD MINDN PWRY NPDIDIINRND NNOYNN NN MDY

NP2 0»DIDIAN DNYIIND NN NXINNY DIINDN DN MY DPNN DIVIND D17 DIPNI

NMMPY 2955 MON»NNN I0IN NN D2awnn oNdYD NN (Andreasen, 1993) Y01 TIN TN ,1975-2 9215
1PNV PODIYVIAPN PIYIOVIPI MTNV I ININT NN NPDIZIIN T INON NI TUNKD DM
DYMONN’ MO NINY NN DX INNND XIN TID NHONTI JMNX DX ¥IN NIPNY )N DOYNN 20N
DINNN IOV INH MTMINN MYPN 03N DNY WIVY ( barriers to shopping ) 7nyp N3Yo
MIRNNND IPYI) P12 SMIPYY MY FTYM L(DINVIND DIVID WIDND NN DN - IMDD)
NON DYNONN 29NN MPTNI OMYIYIN DN MOANNYNY MNIN ONNNN ORIYN YDVON
YNNI D) OMPINNI DIPNA ONMNIN DXMPYN DY THNDY MY D1NN DIVIND NN NI DINIYI DININN
NN IO NDON .OMOEN DXNA) M OO ORIUN OXINI NNPDY ,ODMPD DXMNY YN
YNIND DXDIIN IN D) DIIPNNI MNND) DXMPY PIDY DIIITI D»XVNIN DIPOY KW DMYINII
NN DY 80 — N MIVA 110 5N ) .(Hill, 2008) 70N XY7D DYDINI DNY DIV DMIY NN
MY YONMNNA (creaming) 7NINYN NOIX VPIN” NPOY NN DY (1989) NNT and My
12 9905 PINMYIY TDIYIIND NTOIND  DXVIMNN OOXMPYN NPAON NNNON Y9 DY .nNNIN
2)THY PO AN PNT .ONN NININD MPYN OININD JIIY NINPON ON DN D, 1193051 NINANN
MPINN MXIAPN DY AN NPT DIDNM HY ORIV IDIDI-5001970 TONNN DY MINDN NNINA

172N

VIIN 'Y

ANV NI P MINPND 2N J9IND I, ORIV NNANNDI YTN MIXPN RINY ,WININ SMPY DINN
D) 15 ,NYIN TRNHNN YHN XNPY DIND ININN-PA YT DIDI MYNNINI OPYNNR DN DY NMYD
D»NN MDN NYI MANNNN JY NNYS NN NNNONN TI TIN,0MY DOYNNX NPYI) 0OIN]
Barnetz & Vardi, 2014; NOHSE, 2010; Leonard and ) mvn npovowN v nvuon
MOIWN OTPY NI WIRN STPY MN8PN .( Yurchyshyna, 2010; Woodside and McClam, 2011
NPNN T DY D) NON DIPYIN DNPYN DY MNP XD MTPNRNN T DY MIMWND MPY NN
Yagil,) ©>m1dv 0Xpo0nn NPNNIDM DININD ,WINPN IVIN P DINT,NPINK MY NDOYH

.(2008; Zins, 2001

M, NINNTM 21DV STPYD ONMNN 'WNR SMPY NNND MNP DNYOY G DY N8O 1wn
DV 12N MYNYN YW MPY OINIRIY NIANN TINKD ,IN NIANT MYNWYN 5P XIN MNINND DNYIY
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Leonard and Yurchyshyna, 2010 ; ) MW ©pavnn 0MIND 910 NX Y910 XM ,07N MODN
D581 MY NI9NN NN NN (Mills and Margulies, 1980; Woodside, and McClam, 2011
MNNND NONMNNI NN TYNI NT INNRNDD .Y MNIN NMYYNIND DIPNDN NYIINNDN 1IN OPYINRD
DY 0N 12 MPYN OMNIN MYININD DPYNN DN DIPADNN DITIIVN 212 NN NODID N MPY
990 SN2 D) PNDXN ININD DINNYNN DINK L(DMPI2) DXD1D71 D) DMINDNI DMVIY OPON

(PPN NIANN 1ND) DINMNND DPIM ,(NINSI)

NNNY TV NN TN DY NPIMIVNN ,DX9NMWYN DNV D27 DIV MY NNNYY NTIYN 9N
DOMPN IPOYAY DY DMNIYD DY PN OHYa ,INY Y ODya mManp Onyd on M
PN DY 0PN L(Yagil, 2008) MMPYn ,NPYN PN DY MNY NPINPH NPIPRIVIN
Mills and Margulies, ) M¥pPRIVIRND 11257191 ND 23 5Y NMINY NNV MYSNNRI MDY 1IN
Macdonald and Sirianni, ) 19921 NPWNXPNRN DTN NWITIN NIWINN 29 Y ,(1980; Yagil, 2008
Mmwin Mo .(Mills and Margulies, 1980; Yagil, 2008) my71>wn »N0 HY 1NINRN D 23 U (1996
190NN NOMYN ,D1DI02 DY5IN DY DINYN DXNMTPY DINNNIYNY INTIZY,DXN1PYN MIMI DD 290

. DIPMMPY Y998 My NN -

991 9NY ,YNN IMIY by

19Y95N OHNNA MOINN DTPANA IV MNYa 0NN MNPYD DN MPY MNIN DY OM2DWN
;2013 )59) 7NN (social exclusion) mN7an N TN 9NN 7NN (social inclusion) NPNIIN
172NN Y27y YV "NAPWN NRINY PYHD DN MY NN N2 N (Podur, 2002 ;2006 ,12)-900p

(DINNY; 2007 ,0719-19; 2013 399 ; 2003 ,1989 ,1YNT) DM»PNN DN N2

nown ( Podur, 2002) 71719 »xn (The racial caste system ) 770y30 MOORPN NN 1ININNI
YW OTINN DAN MY NITNA POY DINNX NIN .NITN NDNNN NYINN DY NODIANHN NXNIAN NITH
DTN (1 292 DONN DXVIN DY TAPN ,MINK MNP DY NITHN INNN INONY DY DINRNN
NN NPMTN YYD NITN (2 .0ND OOTIND 7PNN IR DIV DX NTTIAN NTINN IMINYY
YTPINNI NN T DY NIVWYIN NPVIDD NITN (3 .0YW DNIX NIIWNI NPDIDON NN MINNNY D1IYN
PMIAIN NITN (G . MINNHD NAPAYN TIND Y0AVNI XNIVWN N2 WIDIYW T DY D) 19 ,MYIDIM N
NP T HYY (ONOY DNMYPI DNMN DY H91D) YN NN MOIWNND DIV NRXIN YT DY VYN
TN 22 OYNN DOWIRD 1YY DN DIHVINIVDN NN DPNIINN DN NN NINN MY
DYYNN DMIVP NP DY NUPRNY IR VIR NI (kinship ) My 0y 1n (5.7vyaa 759057

JPYNN N2IPY DOVIVY

172N2 MVAND 11, 0PN 1N) OTPAM OMIPN IR MNXID P ,NTI0 PNNY DTINN NX OMNI DN
N INY YINNNT TNT .Y IMN MDY MINIR DY NDIN IR NITH 2ONNA (NP MPINN
12 39NN PAD YA DONN MINIPY HY NPYIAN NN DI0NN MWD MNIN 12 19IND 2 DMPN IYON
-INIM) 2NHNN PMIAINT NOWN T DY DINON DO TIT2 MPYN MINN KON MNMPON NN DXONN
MY NN DHYY DNON NPNRY M DI MNXIY DT DN DN DNNIND T DY 121D, (097120
DIPN DY DPRY NINP TITN NN 72101 YNDISN ATON DY PININD DY Y92591 MPP HY DPNY
=T NNNI NON X9 DY - MY NN NMIPHD .MPYN 1NN DY TPWRND INDIIO DY 190D ,NTavn
NN PYND NN TIPWN NVNN MY SN MPON NAY - THN .PTIY DX NIRD DX 7)20n”
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DND 1NV DOWY G010 PN AYND D) I8V 111D JTAN KDY M8 INVP TIIND 1D WATIN NPYN
1N WO DY WD )N

9PNNN NOVIVY

.(grounded theory) "nTYva MNYN NN NVIW NIMDIND YN VINOY NYY ININNDT IPNNRN
MIP DXNYY .NPINVPY DM IPMN NTYA DINNI NOIXA NDINNN T DY NI TINNDN
DN DXYSNND NN IPNND PONNWN DY SIIWID IO 7PV NIVND NN ,NT YN 29 DY 9PNNN NIVH
VNOND NORYN IN PNNINRDY NPN DTV TINYND DNINN DY NVIWN DY NIVNN .NNY DX TTINNN ON
VINOY ST DY 1PNNaIN NYaIN ( to conceptualize) »wWnNno NYIN NON N30 MPININ MY
NVOYD NINAY NTYA NIMYNRN TPINONN .(Strauss & Corbin, 1990 ; 2003 >TPW) DOPININ DINMI
NPNOM NPYIN AN MONDY MY NNMN NNYRIN NIVNRNIY NN DT IPNNY NNIRNND IPNN

221¥2 DONN MNIPY DY DWINNI DY D1DIDI DMPY NN DIPN) N2

Y12 DINVIN 1) 10 : MY AN OXWINN OY DI IXN PRIY NNPRI DY DDIANN OINMIN NOIN
NPRNND PN TIINY MYN NN MPY) 0915992 NPRNP 10 ,(MT1I2 TNND MYN NN NPY)
NI 10 (DT IPNWUNKI NPOUND TNND MIYN 1NN MIPY) OPTID? 190 N33 MMM 10 (M3
TNXY MYN INNN MPY) 2122 01905 10-1,(NPMIYRI MINID NPYIY MYNI INNN MPY) NNIWN
VP NINRD D) XINY 1210 9152 NN DT ONY YN MPY INNY IRDY MY (019 Dinna
029985 NYPY MIYN DXPADN DD (N : DIMINND MNY DIPYIN 0N L1791 DM ,NTOVN INSPN
NPYIN NPEPNRIVIOND D3MYH DD — IV /INYRIN NNYNN MY HNNY BN (1,090’03
MION MYNNNA DY IPNNN INND YTRON YT HY 10N IPNNA DANNYNN .NINMPON DY MPY

DOV NTI NV PYOIN

L(713Y MIPY NN /NN TXYI) DY MDY ODAPN NMD IDNMNNY MIRY DD NNPNXIN TITHI
LY NPV DAPN DY WINNIA HMNNY T DN DONP DID ¥ ONXNY) YNIND DY NYITHN MNP
TN /YNNI NI/NN TNI7) )Y MY 52PN DY DY MITTINNNN 237 MIYN 1NN DV PMIYINNA O
,IYYD MIPT DMWY P2 71PN INVPRIN TR (7Y MY 5IPNI N/WND /NN TYNRD N/AMNND /NN

DPINLPDY NPT NNND ITIV IVININ NNVPNRIN

Strauss ) ©MMNI MVNM IRNYN NPT OV PHIN XINY ,MND TITR MYXNINI WY DN NN
oY NXAP YD Y TO INNY,TIN PRI D10 May 1NN Nwyd Mt PONN (& Corbin, 1990; 1994
PIN TI INKI GMYNI PND NPIDINN MNNN (1721 ,00NN ,DIIVIX 7)) ,IDIDI) MISPN SWIN
NN YNV TPNRNN INONN IPNN1A (Strauss & Corbin, 1994) NYSINN DY SNINNWN NINdI MYNNINI
DINDIIA NVY INN DIOPNI VORI — 725721 207 PN D222V DPUIND (K : NIPRINND WYY NPIPOY
Y INND DIDNN INNNM .2IVI W DIPITN NMIPYN DNV PRY ,NYD PIPIN MY DTN MND
NN 9PYY YTO DXNMPY NINN DXOVPNY (DPNYIA ND APOYI) DIWNIN — 7O 799 25 v (A
MY 92210 INYD NIN DY (DY MY 52PN DINVY NP TN PX DIIDY) PNIND DY NPTHN

DMy

NPNN MONRY NN MOYNDY ,DHRSY NNPNIND VIVIN T DY NINNN PNWD MINDIYT NNHD NAND MINIA
PPV (NY2 O1NN DIWIX DY) 7D¥NPY MY ODAPN” DX MPYN MININ DY DNYY MNVPN
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P85 2wn .(Podur, 2002 ;2008 ,177; 2013 ,329) NYY NITNN MNINNN PN NIINN DY NON? DY
2Y YIINY MTHYY 0017 DD DNXMN 0N TN ,T292 MNRNNT ON N OINIIND DIVIVINN D
% PN VP9 DAY NNPNIL JINY

[=Rd 39A)aTp
79758 NN PN DY DIVIND”

Y M2YNN .00 MY INNY MWK DIDNND DIIMNRININ 217 X DY ININ MY NMIPY MY >Wpn
L APNNNHOONNWNI D29 57> HY D91 MPYWY 1MWK DIDNNDD NININ NIIY NT2IYN DY qONI 1T NHn
MPYN DaAPN SY OONINMT MY PIIS NI IO OHN MDY JNND PYUNIN TYSHY NN
DY IPA DIVVIN N (DT MY D) ™1 ,manTy .(Colgate & Danaher, 2000; Yagil, 2008)

SN

N7 7PY377 . WTNA WD 3277 5Y T2 INYD TP .02y DY DO 5 oY 10737
SONN 71977 0P8 OV PN D23V DIVIND... 7PV 2 P05 DN YTV PN NI ININY
NI, JINN 7719 177, 090925 QU (72900 19 771777 X2 OV 9N 7120 719771 N7, YO0
D2YO5) , 1PIY 1150 2119377 ... OPYODT INY TIN 3200, 19100 VY 23N OV T 77977
YINN FTLPN PINN 7INZY NN DY . 02D 125 QU (72900 19 71971 N2 22 NTI10 15 21110
PN 7TV UONT SV OOPNT NN 05 71N NI, 0900 NI N 29 115V9 19 0050 NoV
V2. 0077 9102 INUIY 710 19 )Y TP DY 220 WD YO NI7T,iT20Y 1IN 12

7.7 UP0 OV ... D00 DT )5

DVINI NYIAD) YYOIN NOYWIID 1OV NN DN MNYY DIV THPHN 07y DIWIN TN OP TN XD
NININND MY NPNYA NOION NWIAN (2006 1299 ;1997 ,1112) 1»PNONY DIOIN MYA O»NN
; Ehrenreich, 2001; ;7157 >0 Yy 9IND KXW YOIIOINRD MWD N7YT) NN D27 DMIPNNI
D>719>2 92711 IWNO .(Andreasen, 1993 Lohmann, 2009; Walker et.al., 2013; Wicks-Lim, 2012
PINYY TOON NP DY NYIAN IYINDY DIVHN INY 7Y YR NPND D0Y NN, Nmy mMNawnn
NN DOND LXIND PIND ) NN NN LOT (1997 ,1NI3) 2YIN DY IPAR MNP OINYD NDANND

: IN2D NONTD

INIT N80 NI 2INY DT DIVIY NIYTI N7 D190 1102 25 NIV NVYNIT 13771
NI NIN ON...17Y TONSWOIPD DINIY D>T2 .0 57 X5, ININ . (OMY DNv=)
NI ,ONPUN XS W I3 TON T8O IS )IT 713977 DD TN W 110
D232 D790 D77.778 IN PNO7IS D200 077... NN TID... PIND )0 ...ONPINN
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Abstract

The paper begins with the argument that the principal determinant of behavior in the
workplace is the core values of the employees. Values explain more variance than previously
thought in a variety of consequences of constructs such as needs or attitudes. Nonetheless,
the construct of values and their causal links with both individual and organizational
consequences have been neither sufficiently studied nor empirically supported; clear,
relevant and validated conceptual and methodological tools are missing in order to render the
concept of values truly instrumental to leaders who wish to enhance positive work-related
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consequences. Shedding light on the latter can be of great help to leaders who are desperately
looking for strategic concepts and tools to manage people better in the 21st century.

The paper traces the genesis of values, proposes a conceptual framework to understand them,
offers new and innovative metrics and relevant tools to measure them, and provides several
key conclusions in showing the impact of value congruence (and incongruence) on indicators
of productivity and well-being at the individual and organizational levels. By reviewing
related antecedents and outcomes, discussing underlying theoretical perspectives, and
highlighting future directions, this paper integrates value congruence research into a
comprehensive framework. Implications for effective leadership are discussed and an agenda

for future action as well as research is proposed.

Introduction

In today’s increasingly globalized, chaotic, and changing world, the main role of a leader in
an organization is to motivate and inspire people to create, innovate, and contribute their
greatest potential to their work and respective organizations, as well as their respective selves.
The best leaders know that achieving this requires more than developing strategies,
performance objectives, or compensation plans—it requires developing organizational
cultures based on shared values. Values represent the nucleus of an organization, the DNA of
its culture, and they underlie individual, group, and organizational behavior (Dolan et al,
2006; Dolan, 2011). We argue that all meaning and behavior, therefore, orbit around values.

In the past, progress was primarily determined by the ability of a person, organization, or
society to become bigger, richer, or faster, which translated into achieving economic values.
This addiction to growth, however, has become unsustainable for many organizations. As
organizations have grown, they have inevitably become more complex. The traditional
response has been to put processes, rules, and structures in place to manage that complexity.
The consequence has been a dehumanization of the organizational environment that has
reduced employees from being trusted agents to automated units, limiting freedom to
innovate and create and support positive change (Raich & Dolan, 2008; Raich, Eisler & Dolan,
2014).

In earlier writings, we have explained that harmonizing the beliefs and values of the owners,
employees, and other stakeholders of a company is a vital source of competitive and
cooperative advantage. We have recommended that leaders humanize their strategic vision,
develop and implement “values-based cultures” and lead organizational cultural
reengineering programs to create a shared culture of value creation that implicitly and
explicitly guides the daily activities of employees at all levels and in all functions. To do this,
we have argued that leaders need to develop core values that correspond to a tri-axial
configuration depicted with three axes: the economic-pragmatic, the ethical-social, and the
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emotional-developmental (Dolan, 2015a). The three axes represent a total sum of the values
and are relatively orthogonal. This means that if one axis is dominant, others are by definition
less dominant. The intersections between the axes represent concepts such as “survival”,
“sensitivity” and “innovation”. Despite the asymmetric nature of this configuration in
practice, it has often been suggested that if it is congruent or aligned with the organizational
mission and vision it leads to many positive and sustainable organizational consequences
(Brillo et al., 2015).

Cultural models and values are nothing new; they have been studied since the 1970s. Once
considered “too soft” to be a leadership resource, values have now been accepted as the basis
of organizational identity and a fundamental principle of an organization’s strategy. Although
the perspective of a tri-axial model of values is fairly new, more and more companies are now
using it to change or sustain their organizational culture (Dolan, 2011). The extent to which
leaders are capable of applying this configuration of values in an organizational context is
reflected in the effectiveness of their leadership (Dolan, 2015b). Their secret for cultural
reengineering is to align the organization’s core values (as depicted in their own tri-axial
model of values) with its vision and mission statement while also creating alignment in the
purpose and behaviors of all its members and stakeholders. Such a cultural change process is
very challenging and complex, demanding what in the past we would have called
“transformational leaders”—meaning leaders who hold a noble ethos and lead from ethics
and values, while also inspiring everyone in the organization to reach for this ethos (Burns,
1978). But, the key question remains, what is the alternative? What happens if values are
misaligned or incongruent? How does it affect the productivity and well-being of all
stakeholders including the leaders themselves, the followers and other employees in the
organization? The remainder of this paper will focus on these key questions.

Value congruence and value incongruence revisited

Hoffman & Woehr (2006) and Verquer et al. (2003) conclude that while value congruence is a
prolific field of research and has been studied from various angles, all in all, it shows positive
effects on employee attitudes and behaviors. Value congruence has been studied from angles
such as staffing and socialization (e.g., Cable & Judge, 1997), job attitudes and performance
(e.g., O'Reilly, Chatman, & Caldwell, 1991), and leadership (e.g., Brown & Trevino, 2006).
Despite the abundant findings reported in the literature, one has to admit that given the
different methodological treatments and various theoretical perspectives, it is very difficult
to both measure it and compare the results (Arthur, Bell, Villado, & Doverspike, 2006;
Edwards, Cooper, & Robertson, 1991; Hoffman & Woehr, 2006; Kristof-Brown et al., 2005;
Kristof, 1996; Meglino & Ravlin, 1998; Piasentin & Chapman, 2006; Verquer et al., 2003).
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Nonetheless, extrapolating from previous published research (i.e. Ostroff et al., 2005;

Piasentin & Chapman, 2006), some conclusions can be advanced:

e First, that value congruence can be viewed from a multi-type, multi-level, and
multi-dimensional base.

e Second, many studies in the field of psychology and management have used
value congruence as synonymous with the concept of value fit: “person-person
and person-group or person-jobsorganization fit” (e.g., Arthur et al., 200¢;
Hoffman & Woehr, 2006; Kristof-Brown et al., 2005; Kristof, 1996; Verquer et
al., 2003).

e Third, a host of studies connect values and especially the notion of value
incongruence with the social-psychological construct of “dissonance” or more
specifically “cognitive dissonance” (Festinger, 1957, 1959 & 1964). The latter
refers to a situation involving conflicting attitudes, beliefs, values or behaviors.
The theory proposes that this is not sustainable as it might produce abnormal
behavior or even diseases and thus this feeling of discomfort eventually leads a
person to alter some of his/her attitudes, beliefs or behaviors in order to restore
balance.

In this paper we will review these concepts and propose an integrative framework. Perhaps
the most significant contribution of this paper is the proposed typology, which shows a

different angle from those of the many other previously published reviews.

Shedding light on the genesis of values

Values are predispositions to our behavior; they are associated with beliefs and norms. Thus
if we can understand our values, organize them in a coherent logic (a logic that makes sense
to us), and align them with our goals (life, work, family, and so on), we can get closer to the
state of utopia known as optimal well-being. To begin to create a model for this, let us briefly
discuss the multi-dimensional core element that is represented in the construct of values.

A value is a belief, standard, mission, or principle that has worth and is useful. Values are
deeply held beliefs regarding what is good, correct, and appropriate. They help us determine
how we should be and act if we are to be of worth to ourselves and useful to society. Values
can range from the commonplace, such as the belief in hard work and punctuality, to the more
psychological, such as self-reliance, concern for others, and harmony of purpose. Once we
identify the values that are meaningful to us, we can develop strategies for implementing
them. But toward what ultimate goal: What exactly is “optimal well-being”? Of course it
varies from person to person, organization to organization, and culture to culture. However,
in order to create models flexible enough and sufficiently specific to help people attain the
state as they see it, we need to get more clarity about its universal elements; we need to go
beyond a general understanding of “well-being” and happiness by starting at the beginning.

Philosophers and social researchers have defined happiness and well-being in a variety of
ways. The largest divide is between the hedonic view, which emphasizes pleasant feelings
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and avoidance of pain, and the eudaimonic view, which emphasizes doing what is virtuous,
morally right, true to one’s self, meaningful, and growth-producing. The hedonic approach
focuses on one’s subjective well-being, which is usually seen as having two correlated
components: a) one’s judgment of life satisfaction—overall or in specific domains such as
relationships, health, work, and leisure—and b) one’s having a preponderance of positive
feelings and relatively few negative feelings. In contrast, the eudaimonic approach focuses
on self-validation and self-actualization and suggests that a happy or good life is doing what
is right and virtuous, growing, pursuing important or self-concordant goals, and using and
developing one’s skills and talents, regardless of how one may actually feée/ at any point in

time.12

Values are indeed manifold and countless, and values in an individual’s life are
interconnected. Values are strategic lessons learned and maintained. They remain relatively
stable over time. These lessons teach us that one way of acting is better than its opposite if we
are to achieve our desired outcome(s)—that is, our values and value systems guide our
behavior toward that which we think will turn out well for us. Thus, to the extent that they
constitute deliberate or preferentially strategic choices, in the medium to long term, for
certain ways of behaving and against others, toward the survival or good life of a particular
system, values form the nucleus, the DNA, of human liberty.

Achieving relative happiness and fulfillment requires aligning our values with our goals and
then seeing how the systems in which we live and work are congruent (or not) with these. So,
the key question becomes: how do you achieve value alignment? What is the role of a leader,
a coach or a manager to help in the process? We argue that the 3Es tri-axial model (see Figure
1) has become a fundamental steppingstone in the process (Dolan, 2011).

Values are not only words. Values guide and direct our behavior and affect our daily
experiences. But the words we use to identify our values and the definitions that we assign to
them are particularly powerful; they give meaning to and direct the channeling of human
efforts, both on the personal and organizational levels.

The term “axiology” refers to the study of values, and originates from the Greek axios,
“valuable, estimable or worthy of being honored”. Significantly, it is also the root of the
English word ““axis”, the point around which the essential elements turn.

12 For an excellent review on happiness at work, see: Fisher, C. D. (2010). Happiness at work. Infernational Journal of
Management Reviews, 12, 384—412. And for life happiness, I strongly recommend: Ben-Shahar, T. (2007). Happier:
Learn the Secrets to Daily Joy and Lasting Fulfillment. McGraw-Hill.
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Figure 1: The 3Es tri-axial model of values
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Back in the 1970s Rokeach (1973) wrote an outstanding book on values that became an
authoritative and pioneering in this field of study. He stated:

A value is an enduring belief that a specific mode of conduct or end-state of existence
is personally or socially preferable to an opposite or converse mode of conduct or end-
state of existence. A value system is an enduring organization of beliefs concerning
preferable modes of conduct or end-states of existence along a continuum of relative
importance. ( The Nature of Human Values, p. 5)

In many Latin languages, the words value and valor (from the Latin valére, “to be worthy; to

be strong”) represent three different but complementary meanings that can be categorized in
the following dimensions:

* Axiological dimension: In Greek, axios means “worthy” or “worthy of dignity”; it
also signifies a focal point or center around which other elements turn.

* Economic dimension: In this sense, value is a criterion used to evaluate things in
terms of costs, benefits and relative worth, as in today’s expression, the “added value”
of'a person to a firm.

+ Psychological dimension: Equated with ethics, this dimension also includes the
courage that moves companies and people forward in confronting new frontiers
without fear.

Similarly, one can look at the definition of values through three perspectives that were used
to develop the 3Es tri-axial model of values: the economic-pragmatic, the ethical-social, and
the emotional-developmental.
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On the hierarchy and relativity of values and connection with value alignment

An underlying postulate in understanding the relationships between values, attitudes, beliefs
and behavior is the notion of hierarchy and also the notion of relativity. Our hierarchy of
values will determine what we do and how we live our life. It is almost impossible to align
all our values at the same time with our goals. And the attempt to do so can be so
overwhelming that we may give up. But we can make significant progress toward a healthier
and more fulfilling life by identifying our core values, putting them in an order, and choosing
a strategy for aligning those at the top of the list with our goals (Dolan, 2011). This
synchronization of our values and goals will be effective as long as our value hierarchy does

not change, but in reality the hierarchy is dynamic and may change.

Most will agree that we hold a set of principles to be important, that we value integrity, and
accountability, freedom, and respect for others. Most organizations will describe their values
as including care of the customer, safety of their employees, innovation, and performance.
But it is idealistic to believe that every action can fulfill all of these, and the test of “walking
the talk” has become a cliché. Most employees in the vast majority of organizations will say
that what is written on the wall (or published on the company’s website) is far from reality. It
is not that companies do not believe in these principles it is simply impossible to achieve them
all. A company, like a person, has to choose, and in these choices reveals its true value
hierarchy. A hierarchy of values is seen most clearly when there are limited resources and
choices have to be made regarding how they will be applied. These choices become symbols
of what is really valued. Creating a hierarchy of values is not a simple task. If you lack
methodologies to do so, the likelihood of value incongruence is higher.

What is value congruence in a work setting?

We define value congruence as the compatibility of work values between the focal person
and other organizational entities such as supervisors, coworkers, work group, and the entire
organization (Chatman, 1989; Edwards & Cable, 2009; Kristof, 1996). This definition differs
in several ways from the person-organization fit (hereafter, P-O fit) (e.g., De Cooman et al.,
2009). Firstly, value congruence can be the fit between personal work values and those at three
different levels, namely those of other individuals, the group, and the organization, whereas
P-O fit only refers to the organizational level. Secondly, value congruence only refers to value
fit, whereas P-O fit can address other characteristics. And thirdly, value congruence is mainly
treated as supplementary fit, whereas P-O fit can be supplementary, complementary or both
(Kristof, 1996; Muchinsky & Monahan, 1987).

Different methods of measurement have also yielded different types of value congruence in
the literature. Direct and indirect methods have been used. Direct measurement, or perceived
value congruence, examines to what extent the focal person thinks his or her personal values
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and the other entity’s values are congruent. In contrast, indirect measurement uses
commensurate dimensions to measure the values of both, and then uses an algorithm to assess
value congruence. Indirect measurement includes subjective and objective approaches. The
difference is whether the other entity’s values are measured from the focal person’s
perception or from that of other entities. Some researchers posit that objective value
congruence is the real, “true score” of value congruence (Judge & Cable, 1997; Ravlin &
Ritchie, 2006), while others claim that indirect value congruence is what really matters
(Edwards & Cable, 2009; Finegan, 2000). All in all, one can see that different types of value
congruence are offered (Dineen, Ash, & Noe, 2002; van Vuuren, Veldkamp, de Jong, &
Seydel, 2007). Based on some meta-analyses, the conclusion is that perceived measurement
explains outcome variance much better than other measures (Kristof-Brown et al., 2005;
Kristof, 1996).

Value congruence and some key HR functions

Stafting

The attraction-selection-attrition (hereafter ASA) model (Schneider, 1987; Schneider et al.,
1995) posits that job applicants will be attracted to and selected by those organizations whose
values are similar to their own; and that once they have joined the organization, those
employees whose values do not fit with the organizational values will either leave voluntarily
or be removed by the organization.!* This is especially important for organizations who
struggle to be homogeneous in terms of work values over time. The relative stability of
personal values (Meglino & Ravlin, 1998) implies that staffing may be the best way to achieve

value congruence.

Socialization

If values are difficult to detect through interviews, then socialization may be the means to
achieve value congruence, assuming that work values can be changed. Theories of
socialization tactics are referred to in this theme of research (Ashforth & Saks, 1996; Cable &
Parsons, 2001; Grant & Bush, 1996). It is claimed that socialization tactics are used to
assimilate employee values to organizational values and that it is only when individuals
understand the underlying organizational values that they are fully socialized into the

organization.

One study explored the impact of socialization tactics on the changes in newcomers’
perceived and objective value congruence over time (Cooper-Thomas, van Vianen, &
Anderson, 2004b). The authors found that socialization tactics (especially investiture tactics)
were significantly related to PPO, job satisfaction, and organizational commitment after four

13 A celebrated case, where people are removed even with financial incentives to look for another
organization where they may have better value fit, is the case of Zappos. (see:
www.youtube.com/watch?v=AbFIPc34AJ8)
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months of socialization when controlling for pre-entry PPO and OPO. In attempting to
integrate the functions of attrition and socialization, one study found that PPO increased in
the socialization process (De Cooman et al., 2009), and that PPO measured retrospectively
predicted retention status, indicating that attrition and socialization could function at the same
time. Another study found that institutionalized socialization tactics led to perceived value
congruence with the organization, and that this relationship was moderated by some proactive
behaviors on the part of employees (Kim, Cable, & Kim, 2005), suggesting that the
organization should pay attention to proactive behaviors capable of influencing the effects of

socialization tactics.

These studies confirmed that some types of socialization tactics can actually increase value
congruence, or at least perceived congruence, but it is still not clear how organizations should
choose between staffing and socialization to achieve value congruence. Longitudinal studies
integrating staffing and socialization would be useful to organizations by helping them to
decide in which aspect they should invest their limited resources. Moreover, it is clear that
the effects of staffing and socialization depend on several organizational and job market
contexts, and our knowledge of these moderators is not systematic. While studies have shown
that different socialization tactics have different influences, we need more evidence of how
and why this is so.

Leadership

Various leadership theories have recognized the importance of creating shared values (Dolan
& Altman, 2012; Dolan, 2015a). By acting as role models, transformational and charismatic
leaders assimilate subordinates’ values and motivate them toward an organizational vision
that goes beyond job duty (Conger, 1999; Howell & Avolio, 1993; Kuhnert & Lewis, 1987,
Dolan & Altman, 2012). The self-concordance theory of transformational leadership (Bono &
Judge, 2003; Shamir et al., 1993) suggests that, when a leader can instill values in subordinates,
the latter will see the job as self-expressive and engage with it. Research has found that PPP
with a leader mediates the effects of both transformational and transactional leadership on
followers’ performance (Jung & Avolio, 2000). When transformational leadership has a direct
effect on performance not mediated by value congruence, transactional leadership only has
an indirect effect, mediated by value congruence. SPP with supervisor was found to be related
to job satisfaction, commitment, and a reduction in tardiness (Meglino, Ravlin, & Adkins,
1989). PPP with leader induced leader support and fewer work-family conflicts (Thompson,
Brough, & Schmidt, 2006).

The relationship between value congruence and leader-member exchange (hereafter, LMX)
is still not clear. One study proposed that LMX leads to SPO (Steiner, 1988), while another
study suggested that PPP with leader results in LMX (Liden, Wayne, & Stilwell, 1993).
Ashkanasy and O’Connor (1997) examined the effect of SPP on LMX and found that the
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exchange quality was higher when supervisors and subordinates shared achievement and
obedience values. It was also proposed that LMX could be an alternative management tool to
support subordinates when the perceived value congruence was low.

In summary, the above studies confirm that transformational and charismatic leadership has
an effect through a value-assimilating process and that values are an important element in the
LMX process. However, we still do not know how leaders are able to instill values, through
what process, or what kinds of values are instilled. Dolan and Altman (2012) and Dolan
(2015a) propose that a leader can empower followers by employing the three “spires” during
the process of culture reengineering: Perspire, Aspire and Inspire. They warn against the
common stereotype within management circles of considering the spiritual dimension of a
leader as odd; actually, more and more writing argue that the leader’s spiritual dimension

may become critical in sustaining value congruence (Barrett, 2013 and 2011).

Work incongruence and some outcomes

There is ample research that shows the relationships between work incongruence, work stress
and both organizational performance and poor health-related outcomes (i.e., Dolan, 2006).
Because stress is generated when situations of value incongruence occurs, it is estimated that
the linkage between the latter and a variety of negative consequences is moderated by the
state of stress (Ting & Ling, 2013). Living according to one’s values in incongruence with
work values leads to a variety of health-related problems. An Australian study reported a
relationship between value incongruence and mental health, namely high rates of burnout
(Veage et al, 2014), accident propensity and turnover and overall general state of poor health
(Bao et al, 2013).

Value congruence and job attitudes

Treating job attitudes as outcomes of value congruence is the most prolific theme in the field.
Several theoretical perspectives are referred to. Among them, fit theory such as interactional
psychology (Terborg, 1981), P-E fit theory (Caplan, 1987), and especially P-O fit theory
(Kristof-Brown et al., 2005; Kristof, 1996) are the most important. The basic premise of fit
theory is that the joint effects of individual and environmental attributes determine individual
and organizational outcomes. When individual and environmental attributes match each
other, optimum outcomes will be produced beyond the singular or additional effects of
individual or environmental attributes. According to fit theory, individuals prefer this fit
condition and will have positive attitudes under such conditions. Similarly, cognitive
dissonance theory also suggests that, when values are shared, employees feel their inner belief
and outer environment are coordinated, thus experiencing a low level of cognitive dissonance
(Elliot & Devine, 1994; Festinger, 1957) which leads to positive attitudes.Similarly to this
approach, self-concept theory also proposes that individuals tend to maintain their self-
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concept by expressing positive attitudes toward environments that are consistent with their
values (Shamir, 1991; Shamir et al., 1993).

Another line of theory comes from the strong organizational culture perspective. Defining
value as a predisposition of human behavior (Meglino & Ravlin, 1998; Rokeach, 1973; Dolan
et al, 2006), these researchers claim that values are a fundamental cognitive mechanism
underlying human cognition, decisions, and actions. Values determine how individuals
perceive and process information and how they communicate and respond to stimuli. People
who share similar values will have similar goals, similar information processing mechanisms,
similar communication styles, and similar action orientations. Thus, value congruence will
lead to better communication and cooperation among people and make others more
predictable. In turn, ease of communication, improved cooperation, and enhanced
predictability will lead to an easy working environment, making the work experience pleasant
and satisfying.

Empirical research has confirmed that despite the fact that value congruence is a salient
affective construct, it is positively correlated with positive job attitudes and negatively
correlated with negative job attitudes across different settings. Similar findings have been
reported in specific countries, including Turkey (Resick, Baltes, & Shantz, 2007), New
Zealand (Cennamo & Gardner, 2008), Canada (Meyer, Hecht, Gill, & Toplonytsky, 2010),
Norway (Verplanken, 2004), and the US; as well as in various industrial and organizational
contexts, such as financial services, consulting firms, hospitals, public agencies, schools, and

restaurant chains.

In sum, there seems to be overwhelming evidence confirming the purported effects of value
congruence on job attitudes from the perspectives of shared culture, the similarity-attraction

paradigm, and cognitive dissonance theory.

The effect process of value congruence on various outcomes is largely a “black box”. That is,
it is unclear why and through what process value congruence leads to positive job attitudes.
To our knowledge, only two empirical studies have systematically investigated the effect
process of value congruence and identified organizational-based self-esteem, trust and
communication as important mediators of value congruence’s effect (Edwards & Cable, 2009;
Naus, van Iterson, & Roe, 2007). In order to have more consistent scientific findings and
rigorous theoretical reasoning, we should empirically test and confirm the mechanisms
proposed by different theories. In addition, different explanations of the effect process will
help us choose appropriate research outcomes in specific situations. For example, if the
mediators are more interpersonal and psychologically oriented, then value congruence will

be more proximal to attitudinal outcomes than to behavioral outcomes.
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A relevant question to ask is whether positive attitudes are beneficial to the organization.
Some researchers claim that, by trying to create a friendly working relationship, employees
may actually sacrifice working time and hurt organizational effectiveness by socializing
(Verplanken, 2004). Also, the actual purpose of studying job attitudes is that, by promoting
positive job attitudes, value congruence will contribute to individual and organizational

performance, yet this linkage needs significantly more empirical support.

Value congruence and performance

The theoretical perspectives linking value congruence to individual performance are similar
to those referred to in the job attitude theme. Fit theory also suggests that the fit of personal
and organizational values will lead to positive job behavior. Furthermore, when a strong
culture is shared among an organization’s employees, the latter will implicitly understand the
fundamental norms within the organization (Schein, 1985, 1990), and act accordingly. Other
than these two perspectives, another reason why value congruence should lead to better
performance is through the aforementioned linkage of value congruence, job attitude, and
performance. Research on the effects of value congruence on performance, whether in-role
or contextual, is less frequent, less consistent, and smaller in terms of effect size than on job
attitudes (Arthur et al., 2006). We partially attribute this to the inconsistent effects of positive
attitudes on performance (Schleicher, Watt, & Greguras, 2004), and also propose that the
relevance of value dimensions and research context has a significant impact on the
results.One can observe that value congruence is related more to attitudinal outcomes than to
behavioral outcomes and to contextual performance more than to in-role performance, and
that there are systematic contextual moderators of the effect of value congruence on
performance. Because the effect of value congruence on performance is complicated, we
cannot confirm claims found in interactional psychology and organizational culture theory in
this regard. As for the linkage between value congruence, job attitudes, and performance,
empirical evidence enabling us to draw any conclusions is lacking. Thus, remaining questions
on the effect of value congruence on performance may include: Does value congruence have
any effect on job performance and organization citizenship behavior (OCB)? If it does, is there
any mediator in this relationship? Are job attitudes mediators of this relationship? Is the effect
of value congruence on job attitudes greater than its effects on performance? Is its effect on
OCB greater than its effect on job performance? Finally, we should also systematically
examine the possible moderators of these relationships.

Values, new style of management and coaching: Some practical considerations

Because the environment has changed so dramatically, managers have found it necessary to
alter their practices in order to meet the needs of the times. In the early 20th century,
“Management by Instruction” (MBI) was considered to be an appropriate and adequate way
to run an organization. Change happened at a slower pace and therefore the way things were
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done in the past worked well enough to pass on to others. By the 1960s, change was
accelerating to the point where more flexibility of action was required by managers. Thus,
the introduction of “Management by objectives” (MBO) enabled managers to agree on a
direction and to choose their own strategy. As changes in the environment began to intensify
(e.g., global competition, impact of technology, global economic crisis, etc.), MBO proved to
be an insufficient strategy for managing in an interconnected and fast-paced world. In fact,
organizations still relying on MBO often discover that their managers fail to meet their
objectives. Frustration also increases when, in spite of their best efforts, they are unable to
determine what went wrong. Often it is not that the goals were lofty or unrealistic; simply,
many unforeseen changes occurred that were not and could not have been predicted. As a
result of this growing complexity, scholars began to draw upon chaos and systems theories
as a way to better understand organizational behavior (Dolan et al, 2003). Years of research
have confirmed that the key to understanding the behavior of such systems is to understand
the corresponding values of these living systems. Values systems are the motivators that drive
the behavior of individuals, organizations and society, leading today to the emergence of

management and coaching by values.

As depicted in Figure 1, we propose a method to understand organizational culture as a
combination of three axes of an organization’s value system that affect general human
behavior: 1) Economic-pragmatic values; 2) Ethical-social values and 3) Emotional-
Developmental-spiritual values.

e Economic-pragmatic values are necessary to maintain and bring together various
organizational sub-systems. They include values relating to efficiency, performance
standards and discipline. These values guide such activities as planning, quality
assurance and accounting.

e The way people behave in a group setting is guided by the ethical & social values the
group’s members share. Ethical-social values emerge from beliefs held about how
people should conduct themselves in public, at work and in relationships. They are
associated with such values as honesty, congruence, respect, and loyalty, to name a
few. A person’s ethical-social values are the rules to get to the end.

¢ Emotional-developmental (and perhaps spiritual) values are essential to create new

opportunities for action. They are values related to intrinsic motivation, to what makes

us excited and what makes us believe in a cause. Optimism, passion, energy, freedom

and happiness are a few examples of such values. Without these values, people will

not become creative or highly committed. Thus, it is essential to design a culture
enabling people to do what they do best.

The instrumentality of such classifications has been demonstrated to explain excellence in

various fields ranging from sport teams to traditional sectors and even to an entire country.

Top executives should take a lesson, perhaps, from these experiences. It is evident that

competencies alone do not lead to sustainable success; it takes also the conversion of

collective passion into a team/organizational synergy to reach sustained excellence. Thus, it
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is argued that the task of an effective leader in the 21st century is to build a culture that aligns
the tri-axial values with the “corporate core” (key organizational values) to foster a climate of
shared direction and passion (see Figure 2).

Figure 2: The 3Es triaxial Value System bounded by Strategic Goals
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While the “Managing by Values” (MBV) system was introduced back in the 1990s (Garcia &
Dolan, 1997), its application to the field of leadership and coaching has been developed more
recently (Dolan, 2011 & 2015). Coaching in business is a growing phenomenon and many even
claim that it is becoming “trendy”. Good coaching, nevertheless, like good parenting, is about
demonstrating a way of being as well as a way of doing. This way of being is reflective of the
way that our values drive our behaviors. Gandhi and Martin Luther King never took courses
on “non-violence”, nor did Harry S. Truman on “straight talk”, Abraham Lincoln on “valuing
diversity”, or Walter Cronkite on “integrity”. They trusted their values to guide them toward
doing the right things. They were their values. Thus, the ultimate objective in the coaching
by values process is to help people understand their values and behavior and help them strike
a certain balance between the three axes specified above in the tri-axial model via a process
of dialogue and consensus to get to the point of sharing these values.

Coaching by values includes the following simple steps:

e Identify a transformational leader who is willing to assume the role of a coach.

e Identify the current (real) core values of the members of the team and map them on the
tri-axial template to identify the dominant culture. (Are they distributed evenly? Are the
economic values dominating? Are there any values connected with enjoyment and
playfulness?)
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e Generate a dialogue amongst team member to question the validity and the meaning of
the current culture (i.e., dominant values) and generate a dialogue around it. (What is
the desired culture? Which values should change? What should be the shape of the tri-
axial model of values?)

e Tryand get consensus about the ideal tri-axial value culture. Then select the core values
that fit the model and ensure alliance with the vision and mission of the company.

e Based on the above, develop action and transformational plans and make sure to follow
them up.

e In the future, ensure to maintain harmony of values by selecting new employees who
have a similar set of values or a willingness to embrace the shared values. Train
employees for values and even compensate and reward people by the extent to which
they adhere to the new set of values.

e Conduct periodic value audits to ensure that the new values (culture) are maintained.
(For an online value audit see: www.mbvsuite.com)

Conclusions

In highly successful organizations, each person is aware of their personal values and how
these relate to the organization’s value system. In this case, values are conscious motivators
because there is congruence between the individual and the organization. Managing and
coaching by values is the task of leaders in Tomorrowland; it provides an effective way for
them to empower all employees and turn behavior and emotions into a genuine source of

motivation throughout the organization.

Leaders who are still operating from the belief that people hold the same values they held in
the 20th century will not be as effective at motivating a workforce. Studies and professional
consulting experience show repeatedly that a great deal of leaders have great difficulty in “de-
learning” and “re-learning” the required competencies associated with new or different
values of their employees, colleagues and customers. Coaching by values can be used by any
leader at any level; it can be used at the team level, at department level and throughout the

entire organization.

In order to survive in the 21st century, companies will have to develop a new way to operate—
a new culture. This paper shows the negative consequences of value incongruence and the
positive consequences of value congruence. It argues that the values of the employees need
to be aligned with the vision and the mission of the company. The paper explains the tri-axial
model of measuring culture and advances the logic for its reengineering by transformational
leaders using the proposed philosophy, methodology and tools. Simple tools such as card
games (www.learning-about-values.com) or more sophisticated online tools
(www.mbvsuite.com) can help leaders undertake a value audit, and from there a plan of
change can be developed.
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MNT,DIVXLDI DPMNIN DIIHNNT MYNN ONMA DXANION .TNNIN MYNWYN DY INWND TIVNIN
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D) TN LY OIMIN DIMINND T YN 90N .INN NTIAYA NDHM DMWY DNIT OO¥a P NNIYPN

.(2002 ,)) MINYT NMIVIVON DINNNNY DIINN DHINNND DINNIN

NTI2YN NI NADWN NI NI NPPTN NIV ,NTIAY NI NMHVIVONX NP D17 OMNINI
PN HY IOV T NTIAYN N0 NMHVIVONX TIND THRND NPPOYY MNP MNVIVON) TH
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ST MIXAPA YT NTNRY D) XON DININD NYNN NI1ON2ITHY KD 0NV — DX2NI

A2YN N0 DIPY JY NYIVN MNPN

, MM TND ,NTIAYN D22 MNHIN YV 11PY NI DTN IRVIN MNVIYN MM NTIAYN N0
-1 NNV YNNNI DDNAY DXTIVN DY ININD 27 IPNNY NDY2IN 1T MIIN 1) NNYPN NPNINOVI
N2YUN NIOND DDA DONNN PRNNNY,NIIND YT VIR DIIITX JY GMWUN IpNHN NN 7Y 90
5952 O1TYY) Apnnn dxsnn (Duffy, Laing & Crisp, 1995) 01N Ty 197NN Ny N0 DY
TN TN NTIAY YNID DT DOWIT) DN DXPPOINN DAINNY T DY WasN (2010 Ty DNV
GMYNI YT N2 HY MINK DXIITIIN NN NTIAY O) TN (N1PYA PIND IN NNPYI MNP 1NDD) 1157
125201 NN 0) T2Y MTHINND 1N MOVNN MYIIT (NX1AP NPT IN NN NYD 19I) DPINIY DY
MYNT NIYN NONN NONX LTI LPY YITI NYRIN NONND MOVNOY TV : 1DNNY ND DI OOWITIN
YPIMYVATY MDVN PA 2YNN .DPISYOINM MNY ,NOMYN NTIAY ININDND TITY To0 Mbapn))
DMPIND .DMIXP Y21 P99 79 HY NTIAYN DY TONNI YNNI JNDY NADN PONN D) T2 MTHINN
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MXXNY MXDNN D231 IPNNRD NNPON (T MNTI MWD 07T 2-3 P2 MXYONND , MYI9N
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:(Chan et al, 2007) y0 PNWOYN NTIAYN N0 X9IN DY MYAWND MMINY NPIIIIN NN
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A NTIAYY DIPPAN PIPAY DININ NPVI — MYOVNN NNX DY NYasn (Greenbaum, 2004)
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v — (Van der Voordt, 2004) D w10 D10 MNowa oy mw 9apna (Vischer, 2007)
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NIANY DI .("INN DTHY” NNONN YWINOYW NITHINT W DN MINIYNI DIONOY MPY YT 1md
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D) VYY) .DMPNY TIVN 1332 DY TIY TUNRNY PIYPRN TN NTNN NTI2Y MIAINT YN MNDP0N
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NNYPM DAY HOYIIN ,NTIAY NIYY) NTIAY MNINY DOYNIN DMNIIN DTN D) NNMDN DTN
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PN NTIAYN N2X20 D NMHINN YY DXODINN DMNINY NTIAY M2X2D PNIONA NN OIIPNN
DIPIN YY DI NYAIPN N MIN .ANIN NNINDN TIVIVONRDY PNHIND MDY NARMIN NPND NN
(Vischer, ©>1wn mY>»TXY ,1ON220M TNIND 7INND0N 910N MINNND MINPN SWINY
MIINN  NIND MYNIND ,DXTIVN DINMNN P2 NNODN NYITY ,DMPIN NIYVS 1N NN .2007)
(McElroy & Morrow, 2010) N2> 1) IN NPYY >TI DOWYNINND ON N2 MAN N0, NNININD

NNY N0 KNIV INPINY MYTNN NOWNNN NPIP DA ,DX9IT) DINNIN NHDD NNV 13 YN
RTN MPYN NDY PIPOWY ,NOUNNND NTIAYA NVIVOR NPY DY VOMN 19 73D NWYD .90 -N
MOy DX TIVNN NITYY ,NOWNNN M2 DY DTN DWW [NDNN OPYI PTIIVY NOVNNN
1219,(N9YM YA IN,NDNT , AN DN ,0XOWIVI) NOVNN NMIP 5I10PIN 7D OV 0NV MININOVN
DN NOVNN YTIVN P2 DT P2 NDW NNV TTYN DAINYY DITIVN DN DMITIN D]
DRMIN 1PN XY 9ITHN OPYN TIRIPN IDVIY D) IATY NOWNINM ITIVND .NDXD NIPYN NDY D)
TIUN NONTNOVT WMRMN NPIPN N2 . AMIVIN NNYPN NPNTNIVI VIDIY TWIN NI YPPInY
(M1 992 DY DDTH MDY STTN) DIXNNNI NTIAY DXTTIVNIN THN NPNN D95 DM NPNWIY
TIVNN DY NN WNRYN SN MNPYN DY NVIVORN NPV NDOY NV DI NTIAYI MDPY)

TINRN KDY PAIN) NINKIND NMIVIVONRN MIVNI

YMPY N12N) 71190 SOL N7aN .0»VI9 DMNINI O) NHYPN NVIVOR) M NPY NDOY NV
NAYNN INNY .90-1N NNV YXNNI 119 MNVIVON MV DY A2IWN TONN NYNIA (NNVINI DIPNN DI
MLYNNA MTIY DX NANWNT ,TPNPNN MY NI2N DY NMHVIVON NN NYNIN NI2NN ,D0Ya
92YVWO 51T YONNY 1YY NI1ANN Y TIVI .NTIAYN N0 DY, DXTIYN NNOWIA,WTHIND PNION 1Y
DYINA TN MIAPN NN DIPN) MINY DY NRNP XD ,TPNNY XD NN DTYVN dPIOIN Ml

A5(0Y Y02 MY NTIAY MY DXV DXTAIVN INY DI JDIND MO DY NIN

Y NXIN NYTNN NPIVIVORNN YIANT TPININD MAIND NPWN NYNRLND NN NDADN Y NNMIN
DY10N NXN NADN PIND MYIANN IRIND MYSNNRA ,TNN .1 /0N TPND ININD S TARD PP
T2 NTIAYN MWD DY NYAVN NON, DN .O>T2IYNN NPNDY NNIND 1YY NPYI 1NN OINNNN
TN XAPN ,OUND TN N0 MININ YIDYN NN IR DXTIVN DY NND NUYNY NNOYNY
NIANIPN NN MYNNINI NN DTN PNRIND DIWIT DITIIVN GMVNN HINN 19902 OPINN MY
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07299 N*TIVNN NTIAYH NI’2D

(MINM YYI IP7¥2) TIVNI 0»NIX20) DM DINNNNIPNI 20-N NIRNDN DY DINYRIN DINWUYN INND
NOAM NTIAYN NIV 70 -N NN HNN DTV NTIAYN DY DNYAVN 19IN IR TiNDY 1»ON1
PN MDN DY NTIAYN MINN DY DN NIN DY NON 2AIWNA DMWIYNI DO 71PIINY NOIYND
NN IN PPN, THYN 1DI) DPNIN DINYN D) DO TN N NPNN DMIPNN ,)ON) DTN

(TIWN2 2NTNDN I9IN) D1 N (DM9MNINT DIMAND) D1NIAN,(YNIND D9 12

295N - MNY TIYNY AN INY DY DNMNN ’NTIAY NDADY NNNND DOYD MININY NNNNN NND
MHINNN YWHYN TN 1Y MNINKRD 0w wona ,JLL Yy»n n7an »oy .09 D120 9mwvn
NPDOPITND DTPDY YHON 2NN TIDND YTD TPNXIAP N NNIND N2X202 NTIAYY N DY MIPOIN
NTI2YN N30 HY NNIN IPNA 21090 RYN NXIN PMOYYM 9ayn dv Mt Tonn .Roberts,) (2014
NTIAY NTNY W T2 935) 527 MNS TIVNN 72YNN D) 1PN N DITIYN PN MDON) MNVWIYN

SN NYTHYY IN YN TIVNY (NP

,DPMIN NNIN NNWN YY DPNDIAD) DM DI NYOUN IPTIY DIPNKRY MNHNT 1901 1919
99912 TIWNN SY ODAN Y9IRD MDNMNN KOY NNH NPDOPITIN NI MYV IPya

IPNNR7 . PMOOYM DN YYIN NX DTV NIIWYN XN DXIPNN 190N PTY YN0 DM
VI91D DIND WY 1N DYTIVNN 41% 7D XN (Louis Harris & Associates, Inc., 1978) »Steelcase
MYITN MOLNI NI NNONN NNNYN .NTIYN Y2802 D) IPN) TIVN WY .DNTIAY YIN2D TRND
Y2870 NPDOV NYAVN NNYYN VP YYIT TIVN NTIAY Y2802 §ND NDXAN OPNDPHY OYTT 11D
Evans & Johnson,) mpT2)n >y NNYN NDAN DY XY TR DPNOPN DTN YW MININ DY wyIn

. (2000

MY LMoY MYAYN 1INAY 1D D27 DMIPNN 1991 NI NN INIRD NPDVPITING DY MDYNN
TIWIY AIPNN INSY MNYNI RO NPDOPITIND NDXAN 7PN DMIPNN 212 PTIV MNWNN KNIV
2195 DMWY DNNINND DT 1,100 27P2 NYX 0INWN IPTW 12 (De Been & Beijer, 2014) 1992
,MIVIAP NTIAY MTHIY YHYa DININD DXTIVN ,DXOMYN) DIOYIN D TN) NTIAY MDD YND 19010
NPDOPITNG  IMNIND PPN DINN PA PIN WP NOYN ("MNN7 MTNY YHYa DXWNI DITIVD)

DD DIMING OXTIVN YT2IY DN IYNAD DXIND DTN YTV 21992 1N NI NN

,TPLHY PNONOV MIAN TIO MYIITR YTIVN DD DN DY NPNINN N0 DIINDN DININ
v (y0 MxINY SOL 192N mmT /) ,N1PNIND DN DY DXMPY MYNHNN MIIN DPIa
TPNNNY APNN JXTY NNV PNOY NTIAYN NI0A O MIYN MYINNN NINI )2
NYOVN IN P12 MPP NYas nnn M nwnn (Lichtenfeld et al, 2012) nynp TyMya
PN PNRY YT DPNX NN TNND NIVNA D) JNOND 7PN 1D NN L)1) G0 DX TN
N3DN NOYN QoM APNn IR (Stokols et al, 2002) NDHNY NPNPX NTTIVH DY NPNX D NOYN
DOYAND VIDOYW LYN NI DM NPYY TN N0 NNYP NDINY NPNPX> PO DY AMD
-N2>0 Y0N2 12170 XYY NN DIMODN OIX¥NNNN NIWAR N .(McCoy & Evans, 2002) 0oy
NY DPONY) DD NN DY NOMVYN NYIYID RON ,TMININ INRXIND D9 DN P2 DYPY NINSIN

APT2) XY DN DIV DIINNND DNNYN DIDMPY IN (N IPTD)
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DMNIND 10TV NPDVPITING DY NV NYIVN NPIT 172 MINIPY 29D MNAY TIVNY ¥ DN
TYN NN TAND : 219 120 92y0 DY NVYNNA MO0 MYNYN DMWY 011590 DINPIY NV v
DT NMIITION NN IRSINDY OXTWN DY NPMINIT MOOYN — WM NMDY NN YITHOY 10T
oy wasn JLL »m1an 5w nyT (2008 ,10WAN) (7N9INN 12320 DINTODY APpY) NYDLPITINNA
DY WAYND DMWY PPN TIVNN 122991 ,195 .APDVPITINN DY NP M2 DY MV MYV
DINM DN PNX MOOX MDA NPTV IXIVNN NNNN NMYYNINL ,D>TIYN NPDOLPITI
MO 16.10P1 1922 TIVHD DY DIMAND DYID [, NPYOVDIPN ,NIN2 MND) SYI0 N0 DY) ,MINVN
NTIYN MITYN 12D DPYP DIIY 11YY DYT2IY MDAN DIPNN2HIPTA (Singh et al, 2010) /NN
DYIPIND .D221NN MW 2PV T2YNN NN IDAN DITIIVN ¥ XN NPDLPITND OV IXIDNN APY
(2702 M Py pn) LEED jpna ymyw o> 1wn »»2pT1a (Lee &) Guerin, 2009 PN »
DNYY NPDOVPITINN NN DNDXOM DX TAIYN NN MY DY DN YIWNY 735991 DINN 2D INSNDI
77 PN NTIAYOY NN NYN DMIPNN NITON MIPONN NN PNND NN VININ MDN PN

NN OYTAIVN DY NPIAPN MHWN W 1IN

- RN ORY) NN DYDY DIRSNNY HRIWI DX NTIAY N0 MND YW ISP NPPD onY
PO 12520 YW NPTIPOM NPININ NMYHYUN

MNIN T9vNN

LDYTIVN 222 DXAMYN NTIAY DON DY DD PHND DNMNNN 991D NN XIN NN TIVNHN
1IN N NIND TIVNA NTIAYY DN DXITN NTIAYN OMNIX DY 1Y NINXINN NNYIVN NIVNN
NIOY , NPNPY SY TITY ¥ TOIY NNIN TINND ,07T2IY P2 OMONRNIND XD DOVIN NNVYPN TTIVD
NN AN NIPNY 2NN DANI NN TIVNHN Q0N (2002 ,NNHY) DONNY NTIAY TITY NI
NNONY DRNNA OIND OXTIVN MNIND MTHY DY NDPY 301D XN IWRI D) ,0271TNN MIAN Y TIVN
,0>71°32 SWnd) MO DM -5ya P M JPNY OX 12 OOPY IR YN NIRT MDD OTHYN
M NN YOS DY (MMNS MTHY DNY DINPHRY DN DMV NNWY DMIND DYHND DIINN
N (MINNS MITHYZ MIAYPY DXTIVNI NINKX MWINN MXAP D) 11D) Odw) .(Wasserman, 2012)

D201 9N 27 MPI9Y NIMNNI 199 INY MIAX MNPV

NTIAYN NTHY 220 MDD YW DMIPHNRNN PYNI : PNX IPON DNIND DXTIVN DY OO 1INYN
MMM 593 PR OXNYD (721 NDIDT,NPVY, D)) DMWY D3NN MDA D312XA MYIN NONY NN
,2UND DNNPY MOIYNI NIV TIVD — GMVYN TIX NNV THINRD D2IWY DITYM NTIAY MTHY P2
NIMON NN .0IDIO NMIDD NNV MYIITIR YTIVN — NPT NVPD’A D) OPP NNINKD TN
NNNN NN TPNYT NOMP DINYD — MNYN NN D) MNN TIVNI TOYINRND NTIAYN NTHY DV

DY NMIWIN DD PR DXNYDY NITHY P DTN

AP 2D RN TNN : DOYNHWN TN KD DINNNND NOYN DXNIND DXTIVNI NTIAYD DXTY MY NP>Ta
D>T2W INN PPN TN ,(Hua et al, 2011) NS <HNdY DXT2IYN YPY2 NTTIVH DINN DY MITHIYD

http://www.gbcsa.org.za/wp-content/uploads/2013/06/NZGBC-Jones-Land-La-Salle-Green-Buildings- 6
Driving-Employee-Productivity-September-2011.pdf
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DYIND DXTIVNIA NTIAYD INNYNA DA NDIWO NNV NPVPN NPNT NIND TIVNI NTIAY >D VYL
.(Lansdale et al, 2011)

TV ORI SNOWNN TIVN .APNNY XY XIN 1NNYOWI DXNIND DXTIVNY 1a¥nD MZHNONN TONN
MITY DRNNA MIMNI MMITHYY DTN INPIN I WTN 1232 DIVIN INKD DWTIN 9 )INT MYV 1P
) Ny (Windsor, 2005) (MXNNA DXPINN DPYIN NTIAY YNNI DXTIIVN 217,00 Tha DY PI3)
TONNN P9 ,00879N PN DM TNA DITIIWNNI 89% TIVA : THNN NNV MM (1) YIONRNDNON THYNIN
NPVIY YTIN PN NNIN MYAY ORD DTN DININN .)INT OYIY P MINMNN MTHYL OXTIVNIN
TINOW 72¥D2 DXTIY P2 MNYD NWM MITHYD DIXNPNY NYNNN NIRYIND MNIN NMIYIAN) M
T WpTav (Zalesny & Farace, 1987) DRINDY MDY D) OXNNTH OIIT DIRNNDND .NTIAYN ONN
MONMNNN IR — NNV IDIND TN, THNN DN RN YITH NN TIWND 12¥0 INNY INHWNN TIVN
WAYN DY NN NN IPNN DY HEN N0 ITHN DY TOTRYRN MYNYNN YTIIND 9pPya NN
NNIND NTIZY N0 OXPXNN DXINNM TN N2 MPAI 1NN IZINDN DIPYN DY TAY - MIINDN DY

. Van der) (Voordt, 2004 nw»nxn

DYTIVNNI 12YV OV PHIND DT NXIAP INN MV TINRY 1apY (Brennan et al, 2002) /NNy 83712
M2INONN NNPNIY 72NN 290 ,PT MNP 4-2 DXNMN VDN NNMND NTIAY NIA0DO DD
DY DPON MIN DY ,TIVNNN DXTIWN DY ININ MY DY 92NN NYOWN NPT PINKOY
TAIVNY 92YNN INKD DT DY ININ NONX DI .NTIAYN YN MDY ,NDON) NPDVLPITN ,0IMNIY
DMPNNA — MY TYN DY NN 199 OTIP MY 20 1NDNY 1IN MYV ORSNND RNV .NIND
Marans & Sprecklemeyer, MNan TIWNNN ¥ OYIY DN DTNV, TARD DIININDN DTN
MLYNNN YAPN DRN IPWN TN IR DN 1N NNY NYTO NYp (.1982; Sundstrom et) al, 1980
DNNWYN DY DNNTN XY IX DXPTIA XD DIIPNNNY IN ,DMNITIP DIRNNNND DNOYNN ONININI

LDIRNNINN NN 2A0ND OMVYY DMININ

2y VYTV DYTAYN NIANN NN NPTIY N OIT DY NNT NIND TIVNN NN MYIYW NIRYN) 1AW NIPN
TIVNND NVOYNN DXTIYN DY )INT MY NIRNNI NIPNNA TPYWNRD DTIAYN NTHYI NINN
DYT2W YW NXIN MY VD IPNNRNNI 990N 10 NNd Ty N1 R (Veitch et al, 2011) Y552 ninan
MNIN TIVNI DLV POY PN DI TITIV SWIR DI DY NVOWY 1O IR 59951 NMINON TIVNIN

YN R¥NDNN DX PADND N1 ,(NPTIIND XN NNIRND NOIWN)

NOT MM YON>  OYITINN MINYND IONMNN DIPNN VYN DIXTIVNI MTIYN DOVIN N2 MIND
.(Wasserman, 2012) MN9 TIWND 12y 1NN YRV NIND TIVNLIPTI) MINSN TIVNI DMIPNVY
,2ANNN DY VIDYD INMDY D123 MNON HONA NP TN 27 MPIAY NN DOVIY NHYN IPNNN
(Hameed & Amjad, 2009) ,500'P92 MIPIN ,TRONDNY PHORND DY IPNN  .DNMIND ,MIAVY |1 )12

PDAN ATIAYN N2220 OVI9Y 20 DOWYH DM TN ML DOV ¥ NOYN

NP NPINIVID DININD,DNYNIYN TN DIXRNNN PR MININ TIVNID DN DTV MNWN DIV LYND
DYONANI PPN ROV IPTY MMIPHRM DXANNN DY NITHIN MAINNN 9932 INIID NINT .NMNINY
MINYHW NI TR DITY DININD DITIWA DY OI1AN 1INV MM PINN ,DOY0 99NID .DMIPNND YMPTI
MTHY P2 PNIND ,OWNY .05 DNINIY DN DNIX IPTIVD D) DIXNNNI DTIND D>2I1NY Ny
N MTHYN P2 MPHNND NN O) TO ,NPLI NYIND NPXD YION P HTIN NNNY D

JINT NIWAY OIMIPT DY WAVND DMWY, 0N ,NON .NIYSN NY NIONITIN MNOPOND
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NPN ININD MOPYI NMPNYY NN XIN NIPOWY ,MIND TIVNY 12ynn DR INDNY NPPNLIN D)
D>152N D7 DIPNA  .OWTNN NTIAYN XANIN DY HYIH D11212) 1INV STPNN NV NRNIN
DTN N2 MMN MITHY DY NN IRYPIN NVNI DMDN I TH TIYa DINMND DITIVND DYIPN
ININIVIDN NN MINDY 1OINNY NN NPV >TH MNDY NNYPN >TH INY — MYI9NN 0D

DUIND

DINNIVIIV KD DIV DITIVN

,TNNN Y DY DXONN RON N/TNN N/TYY MPYAPA DIIMYN DIRY NTIAY X IMIND D10 DW I
TON9N5V VIV DITHN DY ,DONINKRND DNYYL YT DMWY .DXMNI DXTIVNI 123TH 593 71T
V97N YPNNA DTN NMOOY,NPMIND,NPNT52ID) 19D MYAWN NIND 19),03T0NI,NNKIY NI NTM)
,DYTIVN NPIND NMDYA TIONY TITI IPO¥2 DXTIVN 1T DY 1D IR OININ .Y MINNA

ITIAYN YT NYID KOO NTM PNDNOV WIDIVN 12NV DI DIPY) DXIANNIY

MIVNT VYN NND TY TINMNA OMIPIN T IPTI NTIAYN N0 N VINY NN NN DY
NNRIPTION .DMYYA PNIDN 5INY PNIND NPIIND OXT2W PA NNYPNN NIDN DY - MINNIND
NPDLPITINND MDY IRNMY TIVA 1D INYNI DT HY NDIMN NPDVPITIIOM NXIN MYV
APY DIV IPNRN .NTIAYN DIPHNY TPININ NXIN MYV N NNMON T NVIWD 92y INND
DTPIN NYIN PINIT M9 DIDNND VINT NIAND PO NIYIIN DY YIAXN TP DI TAIYN MIANN INN
(Volker & Van 71070 5¥ 0D 12912 791 NRMMDN NTIAY NTHY 7OI9ND 920N 15 99112
IUNND INY OP OWIY - ITIN DY MYV poy NON OIPIN DY 90N X¥Nn .der Voordt, 2005)
77705709 NI NP MNP NPNVIV TNY NMIND 717 IMYI NTIAYN NTHYA PONNNY 0D

DN INY YOP TIVH NVYI MPONDNI D) DIV .NAONNNI NI

TN IOTIN ANWNA VINIWN DX DY) RIN DINRY NI IRV RON TIVNN DY NNPIAN 1N
DTND THOYI 101NV NI OIPN ,TYINRN PNVIVN JTIIRD DITAIYN MANN NN NIYNI NN N
VIYIP M9 IN DININY DT MNNKN) SN MNVIAY D) TN NTIAYD 12 DOWNNWYN NOTI/NIN DIDN
NY TIvNa MmN Apnn oy (Elsbach, 2003) 7ao5x .(Vischer, 2007) (DY D»YWN
0N 2PY IPOYA,D2IRIIND DY THPYIRND MM DY DPN NI YR JTIR NYINH NN OONTIVI0

. TPV AOYID OTIND NN DM DIYNNNI PN PYNND NN

MY T9UN

DYMANYNN YN NMNX DY TN DITIVY IX NMNIX NTNYD DIINNYNN DITAYD DXIMWN DOON
NPYIAD DMWY NN NNVYI NN, NMISYONN HITVIRN NNX NTIAYA IWIRD 935100V T
MY AITNI D) DMININDND PONI NNY NTIAY XOON DITINND NPYINR NTIAY MTHYY G0N, NONTD

MY NMINM DTN MNYD TYPHN NVWIINI) DMWY DTN DNOYN

MO»Y NYINND) MNXN MTI5Y 037NN DN TN MIAIN N2 OIVARND NNX NTIAYD OOON
DY DO Y NINVIN D0 9ONNW 495 (Lu, 2015; Vischer, 2007) nnxY MO»Wn 77T 1OIND
IN MINYS DY NN NTIAY THIND DIPMNIYHY DINK DN DY TN (2002 ,N0)W) NN MINMN DOPNY

9ND NTIAY YMIN PODY DOVN (MPYI HWNNI 291 19D) DMP IXIN IN MPY NDY
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NTYN NHI*200 0Y72IYN 22918 YN YaNYN HTIN?

DMNINDD PONA NN DX DX TN N NN NTIAYN VINA ,NTIAYN NA0 P PYTHN WPD
D»PNN T2TN N2 OWY DY NTIAYN NI DY 1T YN PANWND NN DY MMV DY D
M0)297 DD NTIAYN NIV XY NDAN NN 1T ANNY DIVAN NDD .DININDD PONA P NNIND
NTIAYN N0 NDXON DTPYI NT 280 NNWD PO )NIND NONIN 7Y IN WHN SARYND DTN 77y
NNY DYTAIYN MINY NN IWNTHIVY YN 1PNY TSI WNX YARVND DTN NTIAYA MDOVND 199D

.MYN ONY NN N1 NTIAYN N2 N2 OXIVTN

259N NNX NN N2 DN DINRNNIN Y NMININT DXIIND MIYN WNNN DTN N0 NXIIN NN
1 NN L(Saegert & Winkel, 1990) DTN »172 nAXIWNN NN NDADN YW 1PN MM MWNHN
IND ODIITINRD 2IOYN NN DXNIND NINIPYN THN (D229 DXIPN2 NP O) Td HY192)) NN NN
YANWYN DTN MANYN NINY YN DI INND 912> NTIAYN NIA0 DOUWNNYNN MINN MDY, NINY

.DMP NN OMNY NI OODNYI IPPYA NTIAYN N0 DY NIONN TONNT WIN

DNAY — dNIIN-2ANTINM PVO-HYNINN — NN NXADA D72 MW DNINMN PNDYY DIIIND INIPN
DYDY MIYD NI NN NDADM D112 HY DIIIN DINMP

072391 HY 1YMIOYN NNHAYN NYAD HY SPI-SUMNN 12990

NINOOY NYIAY .NTIAYN VIN DSYY — P290N XD DN D) — YNIDN ININ NIN PPNDY D¥OI8D Nyn
PoN P DNA DYXANNY MPHINDN DXTINN NYITI DT NTIAY MMIPHNI ,PONN 1210 NI ONY MYN
7791 NI MDIND PNIN,NNINNND XY NIIND,DIN9NY NIV NONIN ITYN ,NPNTY) DY) DIIINNN

DXNAND NONIN DIPH OO NTIAYY MYITIN MNWIN NINIAD PN OOXRNNN PP NN -
WYUN NOY DONINPNI DOUWOINR

PN XD MYION NYIN 0PV ,NIINRD : DPIRNN DPNDIAD OONIN - -

DIPN DY INMNIN NNV N/TY0 INIDNN IN DYDY DIPN XOY TD NANWNHN OV N0 -
DMV DIWIN ITYN ,NIMINT 3929 PNN MODN , NN

,TIAYN DY TYNA NN NNNND N DIPN 12) NV PID IPNH DN DY) -
.MV OIPN O ONNNN OOV OXNN DOMIPY -

(T80 DIONN 1PN 1) THN MNIND H912 WX PNV NIWHN DY -
91920 — 2NN 12190

LDMINNX YW ONMNONA TPRNDI AININD NPV IV THHN OMON ,0NY MYNM ,NT TAI2 DXIINN
DT Y DNIIRD DN DMN MDY NI NT T2 DIIIND MYN VYN ,NPVLIAN N

UM NN NN ,TNN : DMWY DM DN YW A0IWN IXIN XN NPV NYINT : PV
NTayN N220a .(Vischer, 2008) LN Y790 Y1 DMINN DY YN DY NV TN ,NDWN NYNNN
.(Sundstrom et al, 1980) N?MNIN NMAINI DMININ DN MYXNNI DI NPVINA TNXY MYNN IVY
S99 WpaAnnY YYan 0) DNTIAY N0 NN I DIMANNY 1Y DYV DITNYY TNY NI NPVIS
PPONM NHAYNN NEIT MY NNNN NPV NVIND THVNY TI DY DNN DMIPNND ININN
AN NPIDVY P TIVNI NPVID IWPD DXV DITIY DMNIND DN 09577 .(O’'Neill, 2006)
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DXIPNN DOINY,MNHD NIXINM NN YD DY) 92Y0 DY NNOPOND 19 MYIND NTIAYN N0 DY
NMVIY NYINT NPYND TIWANNDY NN DPMAINT ODMININ,D119 DTN DY DY D DOHYN NwNa
SV MM NYNLN ,NTIAY MTHY P PNIN OMNS D> TIVN1 (Kupritz, 2000) NTHAYN NTHRYI D)
NTI2Y NINIY DTN DMIN DY MPNT 191 MMNS NTIAY MTHYD MDA NIYIND MYIIN
DYY5 - MYIDM NTHNN NYN NYIND NNANY TD MYY NNIY DNDNY DNO X DM NYNTH

TN DY MINON DOYNN NMINAY IX NPVIY NYINN DIOWN

DTND ¥ DIPNN N/YY2D ;N0 TOVI DXANDN T HY 1919V DIPN KO DTN DY NNV : A9IVI90
MNAY IN ATNN 1D, MTIWNN MNVMVN .(Vischer, 2008) 121N2 NYYILY PN DOV M
NANN) MXPONDIAY SYNNNIT MDY NP MNPHRN NTPPIND NVHYN ,NNIAPN NTIAYN NTNY

.(Wells & Thelen, 2002) 7°5y2 MTIX Y7179 NSO (YOXY IN NNOYN NNNND DIOYN DIV

DN, 0119718 DMYIND DY DIMNITNY DXTAIY T DY NTID YN IPNX MTIVNI NIV TNNN
DN DY) DITIVN/OMININVIIV KD DY TIVN DY IPNNNT TRD NN TNND NN NN NITYN2
J17(Elsbach, 2003) 75 Yy 281 ny1ap MNIVIL DITIWD PN

NPY MYNNNA YHOY NDID DAY N0 ,MINNYN XIN OXT2IY DY SNIAN TNX :MIPNYN
D72 NPV 2IWN DIND NNIIT INIRD MDY JNDIRD — 17T INXY PN NN PINHY 2NN
,(O’Neill, 2006) 5> (Vischer, 2007) nw» 03 .(Lu, 2015) v 1 Dy THMY R¥HN ,0NPIOND
NPYND TV NDIND MODOYN DX NV NIMNN DAY N0 HY MBDYNN NN DNIMIN

LDYINN IR OOPNTN NTIAY O MIIN NMYNNNI

NYINN 12 OXTYD PRYND N1 TN DTV NN 212N ON NIV DOV ,OON2 NOMWN NS
N2>202 072 .90 1IP0IV 9D DXMND DIXTIVN DIINYHY NPIIOY MYINN NXNNY TI2) MINY
MNT,5WNY) ANTHD VINIY DY) NNYPN DY NN NODIDN DNYWHN MIIN NN DXV MHANS NTIAY

230191 DYNINN MDY MITN VINOWI MINTN NN, VPV WY

NTIAYN N30 IPYI NPIDIND MOLINND DMV DN DITIVYI :MOVINND NYAPI DITIY NNY
TONNA OONNYNN DI DY GTYIN IONX OX D) ,2IOYN DY MDY 1HIND MY NYINH NI
PN PIND MHPNYN NTIAYN NI DR JWNRIY,NPIDIMN MOLONNN DY 12y . (Vischer, 2008)
NNNANY 22210 MIYY TONNI OXTYN DY TPNNN MIANYND )NIND NMD) .0MTN X NNIND
MY VN NPPOYM TPININD IMYNDYNRY [ 1PINKD MHINDNA DN I2YNY N1IONN NNPNA OXNNN
)21 Yy MLYNNA DXOMY DTN 1PN 12 PN SOL an v DY ANINY NIPHNa .3 TIINRD
TI2YN N2220 1NOM PNIND IV PN NNPDY INKYOIND IR (X9 DY) 21TYD DI TWY YN, TIVNIN

.DYT2IVN MANYN NI DXNNNN NNNND NNTXID INT IIN

2IY DY MOLINNA POIWN PNIRD TN PONI DIWN PPN NPND 51D WNIN MARWND NTND 010D
DM ONINN DNYMNI PIAN INVY INND DTN DV 1OPONON NNIMIN IOV NTIAYN N0
MI2N2 NN L(D20D JNIND NOMIN) DPPOYY OONM) N (PNIAN N ,MNONOV ,NOTIN)

.DYTIVN — PNIRN DY 215991 ARWNN DY NIV NPIYNN

9595 1EMHNINVIIV NS DITIVN Pyo 17 Y
995 IINN STIVNDY PYDI DINNHPN 0) 1 18

85



The Study of Organizations and Human Resource Management Quarterly 1(2)2016 2016 1(2) '"wNKRN AXWNN 71N DIIR APNY [1Y20

MMOUN MMM

NPNYNOV ,NPNINPHN ,NPININ MM DY 22N I8IND NOIIN NN N0 NN PN 713 IIND
PMIVM PMIND NN NIYD NTIAYN N0 DYV ,1POY02 MIND DX2ND 7IND NPPON .NPOIITNY
TOINN NPINOY YA NPNAN,MINN DX9DT ; TONY NI PIIND NNPNNNA NANIWN NPNY DY 199)
NN 12 VPY IRD 572N NDVY PHIINRND DR NNIVN XN PRI ORND PN2Y D1 NTIAYN N20Y

.TNN PPN N YNNIV MYINN NN

,ITIAYN N0 DY IOV PIONN POINND PON MIMNN PNIND WX SANYHD IYPRY NODN
,DPNINDII D)) DY DMMPN DXND DN’ ,0O0)1T) DMNINA .DXTYN PONY IMNX D INYD
IR, NIYTNN NTIAYN N300 MINDN 2INY MOLINN MANIYN D915 19X YNIN SARYND DTN PN

IV PONN DY DIWOYN DOMY DN DITIIY DMIPHRNN PN P

NPONN 795 DRNNAY MNINPNI MHVIVON DD NTIAYN NIX2DA INT DMINIY DNNIN D) 7D MINI
NAN 9NN IOYN 2D VYNNI DP21IN INSNN PONY TIVNM NTPPON NN NN WNIN dINVD
AUNN ORI NPONN YT DY NDINT M2NVHN NMINAD IN DITIYN NIPY NN NN TID MOLIWNIN

MNP MIYH

90N VNN PN ,NOVNNN NP NONPN DY 39930 DIDID .77W0N7 1197 NO0 (TIRN NIJ) > PN
.. DOV ININD TIVN2

.607-8 (2147 ,77X19977 12NN 12320 NNNON .(2008) .2, PPOVIN

ININD IPNN NTIAY YT MO0 711303 OONNNI 77T7IIY0 1212977 7723077 )03 02500 .(2002) K, NOHWY
9N, 1MDVN DY NPA-NNVPVIIIND DIYTNY VDN
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D72 YV DIVIN 122D NNAYA NI NYPYN P32 VPN

9snnv 19NN

9580

NN PTHIND PO YY) NT IPNNA .ONNNIY DIVIN DY DNPNA 2IVWN 29590 INNM 1D NTAYN
nypwnn (Happiness as Subjective Well-Being- SWB) vz o»pnnn omvinn ya avpn
217 IWIN ORIV T2 404 12 Apnnn (HWI- Heavy Work Investment) 'nTaya nvo2
LN N ,DXYNT DT 2P IWND NTIAYD DITID DOWPWN 29P2 PN JIOIND M) NSND)
IINYN) NTIAYA NNIN (DMDOHY) DMIAPN MVYXI) YWIIN VN 1N (D1NNN NYI MYAY) XDVINPN
YUHIN ,OD2I00N) T2 DV OWIRND MIVIN DY DXODNN Y DY N MM NN XND MINVND
YIVIN DY DX0NIN DD YW 9N MO NI XN MINYND N8N NTIAYD GNT IR ,(d00INPM
MO MNI NN YDIDD TNN DY NTIIYI MADN MYV DY NYPYN 7D, X¥N) 1D DY M T2 DY

290N IVIN NNY,T2IY DY VIR DY SWITN VDIN DY INY

MONMNN NVPPO

DNNN NTIAYN YONN ,DXVIN DY DN 1NN DXNWND OIINND THXR NN NTIAYN DIPN O
M2 MYV DIWPYNI YDDIVIN 19INI DYT2IY D27 DIVIN .DNNNI) DN MIPNA 2IWN 1IN
.(Heavy Work Investment- HWI) 7nmaya n1o%) nypwn” nNIPIN NYOIN 07PN DIDN
DIVIND NTIAY NI NYPYN PIAY WP Y9IND DNMNNL DINNNP TN DY Waxn (2000) Burke
11022 191 YNONN IPNNN DY INPNPN ODOYW IN 2PN NIN IWPN DN 19I0N PR D) ,00T2IY DY
2772 2NN AVIN ,IVIN PIAY DT DV NTIAYD NN NYPYNN NYDN P PN DX PTHIND
NYpYna opown opnNN 20 .Subjective Well-Being (SWB) 'm»2>0p»210 nnns mnooa
Burke, 1999; ) (1n°19) 7mw71 NMINI2 : 1130) NN DY DINX 0205 ©on»nn (HWI) n1iaya nyo»
Burke, 2000; Burke, Koyuncu & Fiksenbaum, 2007; Vodanovich, Piotrowski & Wallace, 2007
NYPINON DY WY N ,(2012) Harpaz-y Snir >y yinw HWI 51in by oo1an snonn apnnn (
DOXNON ,DXTAN ,OINIINN NMINN TN O1VINTT OO PINN DN YT JY THNN MVIT NPYTN

HWIDw mnsnm

orit.shamai@gmail.com 19N NVIOINN ,DXPDY HMNY NN DI 990N M D112 Ph.D. RPY NN 1L
NVYOIDNN, DM TPNN DITIY JPYT ,DIY NVLIPIN 197N PNNY /9179 NITTNA VIVPITN NTIAY DYDY AN
.1T2Y YON IPNY IPURIVIT NTNRN DY — NYUNRI DIPH — HNIN YT D92 NNITIT NAY .NN
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mMAPN NNN D99 DY AVIND NI DX PN CHWI Sw 571mn ax pnad Non apnnn naon
DXIPYNY DMMNIN DYT2D DWPYNI ,NTIAYY DMNDN ,DVDNMPIN : NTIAYA DXT10N DWPWNN
1Ny HWI 5w 791077 OX77 - RO DY APN10A NPTOINN NYRYN .1PDITD ISVIMNIN TIND 1Tyl

20013 1t OO NP VIS SY

2992 SWIIM XDVINPN :IDAVIN IWIND DY DOVDN 190N PTIAINDN NYRIN ,NT IVTN 1PN
DY1DN ,DXVDNMPIN : DNYY MXIAPN NN NTIAYA D7D DOWPWNY NNV D)) DT
DIV YN PO INT .T5II MSVINNN TINND NTIAYA DIWOPYNI DPNNIN DIT2D OWOPYN ,NTIAYD

.U

NNNT DOV WNY DININT YNN MARYND SYIN 2992 NPVLPID NNPOND 52IND NVY YNONN IPNN
Sy DNTIAY JOIN DY WY DTN MXIAPD IINNY IWUN ,DOWTN DN NMIAY 1D) DY TAWN
LDIVIN IR MDYND DI GR),0>TVN

(Heavy Work Investment- HWI) naya n45% nypwn

DVOYMPIMY MH90a on»nn (Heavy Work Investment- HWI) nmiaya na5%) nypwn Sy )1
(2012) Harpaz-) Snir NN X>271 )% NYOIND 0MIPINN NTTH %521 MI2D2 NYDIPN NITHNA NONHN
DY IN YD NORNDY PO NTIAYD MANNN YT DY 'NTIAYA NI DYPYTY HAWIND DX PTHND
NN PNN YN ,NTIAYI NI DYPYN DY PPN TN IND DNIPIND ,MMVD)NN DNYMN1A ,q0N
YNNI TAX P XD OVNMPIN M1 9T mna HWI Sy mxnm omon 03100 008NN

.1 DWINA ININAY 9D YNONN IPNNY YPINNR-YVNINN D05 wravn XM HWI bv omon

DYTAIVY TIVA NORND IN AT DY NYPWNN 29D DXT110 DXWPWNRY DY DY P PNan DTINN
N PN IDIND DITAY NTIAYA DXTAD DOWPWN WAV MYV 40-3 720D 19IND DITY DD
NPDVNP NMNIWNIIX NP NPV NYPYNN MDMNI NN MYNNNI TN NOND .NININ

.(Dwyer & Ganster, 1991; Gorman & Kmec, 2007) N7T12ya mwa1) 9UN , M50

SV DMIVAN DONIN MO (2012) Harpaz-y Snir ,(1985) Weiner S ©IN»N NHNIINON DY DOINN2
9 X0 HWI 5w n2>0n ORMN) dYN2X0 TP : 7PIINNL NN WX, NPINLP vidv 97y HWI
12>0N ONN) M (NVOYI N2 IN NVOVI NN HWI by n2>on OXN) NUIOY (DTND 7NN IN
,0INMN NNINONY (2012) Harpaz-1 Snir Y¥ omon»nna .(ny> nyn mnwn N nyiap X0 HWIHw
DN DYTAIN ONWOPYWNN NXIAP DY DMVINDT DIRWND DMNNI DININD OMIPINND DN
£ 1ND) O1OW DPON (NTIAY2 MANYN ,NTIAYD NANN : )1ND) O»2N OPoNY (Dispositional HWI)
DN2ND DPNYN DIMINND DD OMIPIND , TN .(NTIAYD NNDNNM MNIAD NI NATYN NN

.(Situational HWI) 0»2xnn 07250 ©3pwnn n¥ap H¥ 0»0Vm)

MPOM oVNMPIM 0N (Dispositional HWI) ©1%90 01350 0swpwnn v oo nn
DY2>¥ DYDY YNY ,0MD0Y DMNNY DINN T DY YNINN ND NN NI 091717777 .01V
NN NNINA NXVINNDY ,NTIAYD NPIVN DV NV NN NNY NNWD |, 77713Y2 17772700 )% TINRD
D357y 0»PNN .(Snir & Harpaz, 2012) 191 TIND D238 ©XVHW) ,02PN D»I9 DINRN YT DY
NTIAY2 NYPYN DY MNI 0OY IXYNIP IR NTIAYD PXVIMNINY NTIAYY MINNN 2D DI PYN

.(Burke & Fiksenbaum, 2009; Schaufeli, Taris & van Rhenen, 2008)
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Snir & Harpaz, ) n1ayn n11591 D) 191 NayD VOWI YN GNTI NTIAYL NNRIN : NTIAY 29D MITHY
McMillan, Brady,) n»5mpan nynnmnn 1972000 NN0Nd DT NINONN NMINIINN (2012
Type A) A MO NPYWKRY YR NPHRMNN OXONMN 0PN 190N (O’ Driscoll & Marsh, 2002
MIMY IN NN, NNV 10N LI PNT ,NPIMIND ,MINIRY T DY NINONNN ,(personality
YNNNIND DT Y NN (1999) Robinson .(Haynes, Legine, Scotch, Feinleib & Kannel, 1978)
A NUN NPYN P2 PN WP KN (2004)Mudrack 191 ,0099MpPIN YW PN XN XD A hon
DYVLDNMPIN NT IPNNA ;)Y .NYITI NPRY NTIAYA ANYHN NPNY 1L NTIAYI MIANYN PaD
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NTI2YN NII05 DIVIN P2 TPIPRIVIND NN 0N NI MPIRIVIOY DTN P2 PINNN NONINN
IPNN .NTIAYN DIPNI DXWOPYN DNV NHINNDI 1ITI DIVIN P NNV DY NYIUNY XM ,0NoY
2PYWNN DY DINXINM ,TI9Y .11DIYI 7PNVINININY IMNIN MIIN >T DY MINYN NN ,M
Y9595 PSVIMNIN DN OMNYN DIAND Y95 DXINNN (Situational HWI) orrasnn orvasn
Y1) NNIN MIAIND DNMNN dNOVN IPNNKN L,(2001) Bellas-y Maume-Y oxXNNA .7MNIN MM
(Perceived ) NnTayo D»YINN DPNN P2 NHOXR OXTTIVND DXTYN YT DY DYDININ DMIMNIN DY
,TPOVINIVDIN NN Y1) MDAN DY 1IN DMNIN DY .Organizational Family Support
JwN oM ,(Jahn, Thompson, & Kopelman, 2003) 1NN ONY NPNAIN TOPWITN NPDVNNION

LD29ININ D>732577 D727 IR NI 1D DMIWANND

Harpaz-y Snir-5 0,72 .nTaya n75) nypwn Sy DN D) DWVN HNITDTIND DY 0»HYIH) 01N
OWPYY7 MNP PA PHAN YN ,D7) IND DX0IN) DMDOH5 DIIND DXONMNN NN (2003; 2012)
15559 PNV NIN TINY

SIVT 200 %95 0PN T, MIVIT 1PN DXTAIY DY DIYIN DY NTHIAYa NI NYPYN DY mMdNIvavn
9N MWD MY NV P2 IWPN NN P72 XD 9PNN 9N

(Happiness as Subjective Well-Being) 535055210 Nn195 9WIN

YT DY SNVOY DN IPN) NXIN PINKRD NUYD P TR, NMY MNPNA DMIPIN PR WX HVINN
Seligman v NN50MN NN 29D .(Diener, Suh & Oishi, 1997) M2arnn MNDIDINN OMIPIN
NLANN (IR YN (Happiness as Subjective Well-Being) m2>01»210 nnnno 9wIN,(2002)

.DINN OM2APN MW NXIN DY YINNNN NMINI2) NN IX OPNNN NOD )INT MY ava

Diener et al., 1997; Glenn & ) ©INX DPINY NMIT) (2007) Warr D¥ 7o0D1»0nI0N DY DOINNA
noNN PN (Weaver, 1979; 1981; Kahneman, Krueger, Schkade, Schwarz & Stone, 2006
Diener et al.,1997; Diener, ) vy Diener 295 .95219) 9WINY - VIR DY P10 VDY ONMNN
DYWIN DY DNIIYN NN IDINA D915 20203 WX ,(Suh, Lucas, & Smith, 1999; Eid & Diener, 1998
»2>UIPN VNN .(Diener et al., 1997; Seligman, 2002) »¥)7 V212 Y2VNP VI DN NN
(Warr, 01N )5 0Ny DXWIN DY Y5551 LIDWYN NN GPWN KM ,DMNNN X MY 1N
122,10y ,NNNY : 113D) DMIAPN MW DY 1NN NINIVN NN GPWN YWIIN VNNV Tva ,2007)
Diener, ) y2% Tw5 (DYDY NTIN,A8Y : 1112) D1DIOW MW DY (TN KDY N9INDI MINYIY DYDY (00NY

.(Oishi & Lucas, 2003; Kahneman et al., 2006; Lyubomirsky, King & Diener, 2005

NT2Y2 NV P2 Mvpn (Flow theory) 1>t R nom (Activity theory) m> wan n»inon
MNNNN NPMNIY NINRIN MPADN NTIAYI MIMIYN NMMDOYI YD NNNIN NNWYNRIN TNNONN IVIND
MY NIV D, NN 1MV MINNN (Diener et al., 1997) D121y DY 1PV NOVAN
(Csikszentmihalyi, 1975, in Diener et al., 1997) DTN Y¥ 730 NNOYNI MNINIY NDNNNI)
Csikszentmihalyi, 1975; 1982) 11>t n»HND N2 (Robbins, 2001) VON 115392 NMNVPNNI
NIN PYN DMWY MIANYN MIMN IWIN T P NINN 295 (in Csikszentmihalyi & LeFevre, 1989
D72 DY DPINWIID NNNIN NTIAYNY NN NTIAYN DIPHA OMPNND MDD NIT NPNNY 1012
INISA XD NTIAYA MNIPNN T NPNN W IR (1989) Csikszentmihalyi -y LeFevre 1o
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¥ NN (2008) Zohar -y Snir .NYPNPIN PINO ,NNNY 11D ,NNIY 0N TOY OMNMDN MVYIIN
TUNND NTIAYN PATA DMAPN MY INY NN NTIAYA DXT15N OWOPWNN DD DXTIIVD NNNVNA
NN DNTIAY DIPHNA TN 29 AT ODAN WX NTIAY DYTID DWOPYNI Y ,PPONY I JNIN ONINI
YN DMIPN MY DV INY NMIAX N0 DY INNT 1997 ,0097)9 DT IWRND DI NPNN N

Do 072y

029279 DOT2W TUND VDT IWIN SV I N2 07 NN 171V DITID OWpwn /N1 71Iwwi7

NOP MNN DY MDD XN O»NNN NI My (Bottom-Up theory) nbyn-non n»non »ad
DTN INMNY ARIM MININN DI DIID DY MNRLIN DYNN NN DPNNN )ININ MYV 1T NOPYN 29D
YN DMIAPN NMIVIT INY OINN TYUN,NTIAYI DT DWOPYN ¥ MONY 1) 7295 .(Diener, 1984)

.DYNNN NS MYV DY 9N MMA) NN DY D) NNTY DMWY , 09977 D12

FUND OPNPD NS DWW S¢ 90P 02 7009 5V N7 A7aVa D715 oW pwy (al 1y
L0292 D>TIW

IUIN DY 9N MM MNID NN VNP SYHTN VNN NN IDINA DYON 52N IWINY NN
D27 DT 27P2 IWNN DYTAON DIWPWNN 1P DI

252000 AN SW AN 020 7007 SV NN T TV D710 DWPWN  (Poown) 1 71Ivwi

NN MY DY TN ,TAD2 TN NIWYNN IR PN 1Y NN ,MIYYN 15 901 9pnnny Tyl
Ny MY NV 293) NOY MIYYNIN

noy

VIDMAN DXTH .NT AIPNNY 1IN TYN NTTHN MNIID NMIDINI GPIN NPITIY VIV YN 1 VIV
Y99 . NVIDININA DXVITIVD D) PN WYX (DM 50% -) DI12) 50%) NINDN NIWNA DT 150 HO5

.(0.92 1y 0.78 D¥ NNVLA PN TANIP DY -1 M TPN D) DINDINND INKNDI IPNNN

DN2I8N DX P0IN ITHIN DINIIND TIVIY IDNINN NONY MYNNNI DN NOIN : DX 1190 TPoNNn
404 555 DXTNN 72292 .MV NTIAY MYY 50-1 INY WPYNY DI1TIIY 27D 1PV INNN DINDONY
IUN DYDNIN DXTAIYN HY DMONNYN .(OXTHNN 71%) NTIAYa D110 DWPYH DIV 03Ty

.DYTIYN MNP ONVY P IRNYN IV NIVIR (DXTHNN 29%) IPNN2 IDNNYN

NN I3 : NTIAYA NID NYPYN DID91DN MIPNN DIDN DY D05 DY DDIANN IPNNN :APNNN 9
L2993 TN, NMNIN MIAIN ,NTIAYN NI ,NTIAYD GNT ,NTIAYA ININ ,A NON NNNINN OIT
IYIND) Y9210 IWVINY (DPNNN NS MYIIY) YDOINP IWIN (D10 DMIPN MWXI) SWXT) IVIN
NI NTIAYA AT NYPYN TA01) DNINWNN DY NTTHN MNND .(TN> D) YUINPM PWHIIN
(PTIND DYIDNY = 7TV D901 XY TING = 1-1HNN) NIV NMINIT 7 HY2 LIPIY B0 IW) (NTIAY2

.(0.93 7y 0.71 5¥ NNV PN TANIP DV -1 MNDTPN 9I) DIDINND INNNI) IPNNN MDD
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ONN1IN

YV DYV’ DYTAIY MNP P2 O TANN NNONY OMMYN ONYA tIN2N HY MXXIN 1NN 1 9900 MY
SIVIND OTHN NVDY DX TINDD) O920) IWIX ,DIYVYY 19D DDOUIMNPY WX )ODAD) VIR
2992 PN JPIND M) RY¥D) PDOHY-LUIIN PAVPN-VIIN L, DMONDN )N MYPIAY-DOINPN
[t(365,0.95=3.483, p<0.001] (M=5.03) D577 D>T2Y 217P2 TWNRN (M=5.32) NTHaya D710 DWPYN
M=5.04) > 05PN ,[t368,0.95=2.885, p<0.001] (MINNNI M=5.22-) M=5.47) >¥371 ©V2>N1 D) 1D
JDYYIR TPMAIYYN SNN DY TN 1700 NIYWN , TI99 .[t(369,0.95= 3.103, p<0.001] (MOXRNNI M=4.71-)

.DMIPOYN DIRYNNT OX9NNND IYYIN ) 13 -1, MADN MIYWN 14 10723 1Y IPNNA Y PINY v

D272 X3P 12 IWIN SV 0202772 D257377 : 290 00523 N0 217919 MY

tynan SD Mean N mnvn
71 5.32 181 NTI2Y2 DXT2D DWPYN
t65=3.483"" "9219) IWWIN
.92 5.03 197 DN DT
.76 5.47 181 NTI2Y2 DYT2D DWPYN
t(368y=2.885"" YUIT IWIN
.92 5.22 197 DN DT
369)= 2.
1.15 4.71 197 D977 DT D>»Nnn

*P<0.05, **P<0.01, ***P<0.001

-TWNN NN Y 19 WX ,(One way ANOVA) »M-T70 MNY N0 MINNIN DX 1NN 2 MY
INY DY DNNTN DD DT : DINIAN OINNNNN DY O a¥NN Post-hoc analysis Tukey HSD
19N (M=2.43) 1°9555 MXLININ TINN D7D DOWPYND NIRNYNL (M=2.56) D»DHw Mwi
oV N MM MNI DY OONNTH DNTIAYD ONONN ,NNY NIV .[te10,0.95=3.031, p<0.01] PPN
2 391 ,[t(95,0.95=5.354, p<0.001] PN IOIN (M=4.95)0°27)7 O TN (M=5.68) D»21PN MY
[t23s,0.95=3.79, p<0.01] (M=2.56) ©>>°)71 ©>T2yn (M=2.08) D»3>50 MWII DV TN M) MNI
(M=5.09) DNN )18 MYIY HY IN» M2 NINT DY D) DNNTH NTIAYY DNONN ,TOY qON

[ti67.835,0.95=2.181, p<0.05] PN PINA (M=4.71) D57 D7D NINNWYNI

1982 (M=4.85) ©0DMPINNI (M=5.68) D»11N NMIYXT 1N DN NTIAYY DINDNN D D) N¥)
(M=4.99) 75555 MYV TINND DT DOWPWNN INY 191 ,[(trs,0.95=4.288, p<0.001] PN
DNMUNNN (M=2.72) ©»2O0 MVYXI INY DY DONNTH DOVONMPIM . (ti131,095=4.302, p<0.001]
IYIND AN DN INYD) NTIAD OINONN (t(53,0.95=3.006, p<0.01) PN 19N (M=2.08) NTIay>
D) ) ,[ts9.112,095=4.66, P<0.001] PNAM ™IN2 (M=5.03) D)1 O (M=5.56) *520)
Y9355 MRV NN TINND OYTAD OWPYNN [t75,0.95=3.40, p<0.01] (M=5.07) DODNIMPINM

[t31,095=2.17, p<0.05] (M=5.28)
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D>721Y X122 200 P2 WIN SV D2035773 D257377 SV INPI-TN TN )NV 32 700 M2

SD Mean N
F NN
1.14 4.95 194 DD DYTaW
0.72 5.68 43 7aY> DN
0.98 4.85 34 DVDMPIM M
F,370=5.454
0.96 5.46 14 DYIMIN DXTID DWpwn  DPIPN
0.93 4.99 90 TPNVININ TIND DWPYN
mYaHo
1.02 2.56 194 DD DYTAW
0.69 2.08 43 7YY 0N
1.07 2.72 34 DOVLOYIMPIMN MY
F,370=4.554 0.99 220 14 DYMIN DT DWPYN  o»YY
0.83 2.43 90 TPNVIININ TIND DWPYN
o5
1.15 4.71 194 DD DYTAW
1.01 5.09 43 NTIYY ©DN
0.81 34 DLYMNP v
Fla379=2.418" >.02 MM
0.94 5.13 14 DYIMNIN DT OWPYD  gynnn
0.93 5.01 90 TPNVNIN TIND OWPYN
9955
0.92 5.03 194 DY DYTAW
0.61 5.56 43 NTAYY ODDN
. 0.65 5.07 34 DVDMPIM UIN
F373=4.877
0.77 5.46 14 DPMVIN DT DWpwn  *730)
0.73 5.28 90 TPNVNN TIND OWPYN
9955

*P<0.05, **P<0.01, ***P<0.001

NMYN HINKY Y9210 IWIN 21225 191 TWIND YTINN TAN DI 3123 NP1 MPDINT 2NN 190N 15
NI DY DMIPIYN DNNVNN 1 ,ININ DINIAN MXNIN L(DNN 22-34 P2 NIV ¥) NN
NP2 OONMWHYNRN DINDNND INSDIY ODOINPM WIIN ,OYNDIN IWIND NP NN NIDNN
NN NTIAYA NININ HYODD TNN YW NTIaY) NTAYY GNT ,NTHIAYa NININ : DN NIADIN MNYD
M5 MNI NN NI HYID XN NTIAYD GNTIDINY,IWIN DY NP MM NINT XN NINWNID
MADN MYV SV NYPYN 7D RN DN .(VINP) YWD D210 IWIN) DITAY DY DIVIX DY NP
YIVIN NINY,TIVN DY ITVIR DY HOUIIN VNN DY AN MDIN) NN NRIN D59 TN Dva NTiaya

292050

"

MYITHN NTIAYN MYV 29D 1T DX DT 01N DOPOYNI DXTAWY ,NTIAYN IV DY TOIVTNN YN 29D
2N ApNn XN NoNN Ipnnn (Golden & Gebreselassie, 2007) T21v0 NMINIM NTIAYN OIPN2
NXINY 9D ,NTIAYA DIT2D DOWOPYN DY DINY DIMND SV DNRVPY Y PIIN GPIN MPNNY NYRIN NI
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N9 NYPYN 12 22PN WP 1NN DY IPNN .(2012) Harpaz-y Snir »1 Sy >07NN 57102 NHWRID
), MYLN AN MPINN IPNNT NINNIN .DXTIY DY SUXIM dd00INPN ,OYDNN DIVIND 1Tyl
MYV DOWPWNRN DX DY TINMIY 07T DY DN NI MYNIYN H¥a DIPN INNN NTIAY DIPN
D>T2IY NMIYY IVIN DY INY MM NINT DY ONNTH NTIAY DIT2D OWPWYN 1OV ,NINNI MIIN

MY My 50 Ty D72V 090

SHWI 5w »a1nn 020N NN NTIAYD MM YD ,ND¥9NA MDNIN PNDNN IPNNN MXXIN 1D DY IN°
D>7257N DXT2IYN 1D ,DXTYN IWUN ,DIXRNNNN 29D NNT DY YOVN VNN NIN OVNMPIN 1PN
N DM PIDIYA PRYY NN TINND 297 YINND NTIAYI M MYY OWPYNRN ,DNTIAYY DXNONN
Y05 TPSVIININ TINND DYT2D DOYPYN) ,DOVDNMPIN ,D97)7 DIT2IY IUNRN YD2I1D) IVIND
MY Y NNI D) 191,0°99)7 OXT2IYN DMIAPN MYIIL NP DX NTIAYD DXNONN YD ,0) NI
D0V MWYXII2 NP 01N NTIAYD DXNDNN G0N .INY DM NN OM»NNN DNDY NSIN
NN MINWND NIRNNI NTIAYA NN YD ,0X YN 7PDNIN NN .DOXVDNMPIND D)) DXTIYN
NN DTIAYD GNTY T ,02d00INP) WX DY) IWIR DY DXVDNN DI DY 1IN MM NNI
MADN MYV DY NYPWYN ¥ ,0) N8N .IVIN DY DXODNN DI DY NP MM MNI NN NINWNID

DY0N MIYIN NN D) 1), TN DY VIR DY HOWIIN VNN DX NNPNN Y9I TN HYWIA NTIAYA

Brief &) nTaya 0oy a5 0712wy SY DIVIN P PN OAPN WP DY INVP NN NN
Wiess, 2002; Wright & Bonett, 1997; Wright, Bonett & Sweeney, 1993; Wright & Cropanzano,
DINN OMIPNNY NMTL .OMNINR DY DMV DY MIIVN MIOWN NT IPNN ORNNDND v (2000
T2V NOMIN NPT NI MIVARD NPVPIS NOYWN M IPNND (Kossek & Ozeki, 1999 : NnNTH)
,NYN MSIIAPN 9D TN DY INPD NX DIPYH D¥OMINY DIPPINK DY IJIWINDY INNNID MIXT TINN
D 72 DY DNV NN NONIND NPPTH DT NXIAP 535 ONIRMNN OO TIN DOXNIND NINT)
TINN ONTIAYA WPYND D1 PN DTV ,DPINY T P2 NI NNNNN IWIRN O
DNMIN OTIPON NN I9Y> NRNINDY DIVIN NN DX N2Y UK 72T ,NTIAYI IRIM PO )Y
29P2 NN MYY YW MOMNI NINTII DOVDIMPIND DY VOV YNYAN GNTA DIV DI NIWN JNIND

9993 HRVMNIN TINN DXT257 OITYN DY 191 VN D>T2Y
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INAY NOTRA TIPNYI NONIVN
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DONXY QNI PV PN VIOV NYYM PO NN DY DOV IWIRN MWD NNPN TINd
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MIT £yM9 P25 ,191¥ P2 97NV 19 N1N NIDIND .WIIWNT ININD DONP 1952 MNT PO-11 1IN
Middle -1 582 mnvH MIT 017119 — 07179MWY 191N 1NN, IPPWN 2016 INII29 IR MNDY
DORP 1952 MN pV-»n 1990 — TRI/O Tech— 27NN nHwnn Sw East Partnership Initiative
>mynwn T8 (LaunchPad) o1pnn M0a50pN) po-»n MmNty 990 m1a Y9151 (YIND 20 N7/MINY
YOO NN NONPY PO-YNN NOYYN NITNN TONN DX OTPY NIVNA HRIY NHWNN NOVPIV

MINA DYNVLIND NIDN MNYN NP MIWP DINH NN - 20
"191%72 NYIWIM D) OIND NS N - 2L

99


http://tsofen.org/en/
http://tsofen.org/en/
http://www.mit-forum.org.il/

The Study of Organizations and Human Resource Management Quarterly 1(2)2016 2016 1(2) '"wNKRN AXWNN 71N DIIR APNY [1Y20
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1918 NN MIVN

,TNYN MIYIN - NN NN NDAN MYNNNI PV NN DINATPN D2 NPIDYN DITP
INDIDIDIIN MINAD IMOYYND NHVNY IPNVIN, ONPIDYN NN

DTPY N HY DMIIY DMININA NPIDYN MDD NP MNYN ,MIVIN - DV NPIDYN DIYPP
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19182 SYIIINND ANYNN HY YMAIN 1220 NINON SN

LN PYNNI NYIVN NNV TOA NXIN NIND DY PO-1ND NNPYNN NNON DY DTN
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