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IANY DOVP DININT DOPTMNND NANNN ONSY PNV DY PY TORID NN MDD Hawn dasna
970210 OTRYN NN DIYITHN DOINDIN-ND TSN 901D .09955 DMK P2 PNIN NNV (2) .ONNN
1290 NPYOIN MTYN 29D DVY-9T0 NP () .0NN DMLV DT HY DTHYNY INNVYNL DDMIN DY
() .DPMIN MOLINN NYIAP PDNNA ONY NMNIN MINNIN PYND 0NN DY D3N DTHYN 21NN
,DYTP) O HY DMWY DX TNIYN DXANYNL LYIN) 1T YINIY ,IMDI .DDINN NPIYNL MV
;IR NYO0N AN YWY ,TIAD MV DNY DYN9ONN NI 1NN (11PN MDPN DNy DX
SYW NN NN MDD LDDMIND DY NYNNINNY MTHYA NPIAPY DY NTOPN (M) .NNHNRN NYNRvN
JIMNIY 090 D100 NYTINMD OMMYNDY NOIYNA MDY NIVHI NNTPYY NPLINND MDY
NOYPIRY  NPYINR MOYVIN NPYND YTYN 1NV DIWN,JMNNA NPV 1N MINKI DX NMNIN NPNIND
DM MAP PN N DX PAD ,)d

MPN2MN NN MY NVIPIN OVMI DPNX DVMN DIIDN DIPNI MM NYOYN MOIY
NON NV YOIAT NN PPNY .OMMNYT NN DTPY NIVNI NN ,DIPMMIN DIPNDNN DYTY 299D
NITHN 29-5¥ PMIND OINND ,DXI0N PINVYD PIPY DMNNY T2YD XN MV NPWN (X)) : T
PYUNY MY NVIPI (2) (NTIAYD MY 72¥0I NTIAYN DIPND \INHD DOYIN DIMIPY ,)ID) TPINN
19T NN L) INVITH NNANND IN IMITIND JDIND ,ONINAN DY VIPWN TWIIN IPNDNN T 2975
(DyPRY ,0°9°93) NYIN YY MAdY DXTYPHN DMIMD DISNY NOYan () .(DXPnY NXNNI HIna
SV NYWUN NYIN ,1ND) NHNDHN NNMND NYIN X L(DPHO0PNR DXON> 19D ,)ND) NNNDN NNMNN
noRN YW (manipulation) 51590 MOPWNN ,NYT NN MNANN NOVIPI (1) .(ONINY PPINY NOYY ¥ 1N
MININ NN NN N IVND NORD DI DTN VNN NN .(NMNVOY ,NMIMPD ,0°N)
NDY 7PN ROV ,UNINNY TOIVY NN PR DY NAND ANIND ,DINTI) NORD DY Iny XOD SHavnh
MPNN ,MAT) : D993 2995 DM NIDINI WINIWN MYNNNIA DN T DY RN NOVN (M) (X1
MLV NNANIND TPV NPOPVINY ,THIXNNA DMV DINPNY NPYVN ,MYIDM MYaYN ,MTIVM
ND .ND) TTRD DMIND DNMN OXTIVN DV MONN DY) RO THND DOMIND NNXIY DY MODIAIND
799 1229K) DXMIY 2975 D) NPV NPNMND DXOPN DNNXIY NX DXTPIN) DIDMN DIONIN DY

DN DXV Y955 TYRN NNV INDA DXI2TN Y2VN YD DN, 0NN DY’ DYDNIN
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,OMPMIVN DY NMNYY YTO DNV DD DIV — DMIVND DO — DYDY ;M PIY DINDY
NNIN OMONOM OMYNNN OININN 2930 NN DAPY 1D — 915Y HYMY , DX PPON NMNITA OTPNND
MYSNNI N2 DOVNHNYNI NNXIY DDMNN DN DX MIVND .DMOY NYVIND TPDINMIN NPINKD
LN N MIND ,DO¥9) YYIN PN DYV DN ,To2 .0ND DINADN 29D IPOYA , MNNND NPVITY MP VPV
S5y MODIANN ,NONN DY NYIYN 29T NNXMN DN MPPOPL NN D52 NONINNN MDD NPPVININA
(273 :2002 ,9N1M0) 7NN YY DYMNN YW dNIDN XND YY) PY IR DY NNy DY DmIon NN
NINT DXV DX NPVLIDID NYIYN MLV DOVNNYNY NIN) ,NNT DXVIY DDNIND DI XD 18D 9D

PNY-DPN NTIAYA DMNX DX22IDN DOWIND DI 7950 OV OINTND ,W1AP 191N N1ONA

PINYIN M0 : NIEVINY

IND PISD NN ,NIN DN PN ONNIND ISPVIND DX TTIVN 1PN DIWIND DD 719D 119D
SapNipal

257 NMIYN NN DY DIDNIN DOVIDN DY RY .DOWYNN PTY IN PIIND MIVN NN 0IM»y .1
,DONYPNDY MPTNND 92YN )90 OTIP D2IPN 7PN IWRND NNV N1NID DMIAN YOMINY YNIND YT HY
NITRN ,DNNY ONOY NYAI9M NPIDYNN NN NAVN D ,D2IT DIDIVIN NIYY TYN NT NDN MDY
LD ©YHWI HY NINDN INOOWIRD POLININD

MHVNA YHNDNY DXV DIV DTN DI ODNIN .OMIIY DITYH MIVN-NNA I -MTPNPNN .2
MIDIND DY PY ORI PIND NS TINH ,NIND NHTIN DYLVN DM MANNN ITNRND MNIND MMNWN
MTNN DY MDY NNDHNI DOWITI DXTY) MIVN DTPY DN IOIN 9N ,00NA NPT IIMNIN

A0y DY TPAN DY

POV 29 DY HAVN NOTYN NV HYYA MPVIPIIVY NNNN DTN DIYNNN YY INP-WHT NIV .3
IN YNND DTYN N NSTYN .OXTYN MIVN ,DII8 NIAYN DY DMNIX OOM) DY NN NTOPN ,INT
DNNXYTN 7OMOVIPIINN JNIRD MNPY YT-DY DOWPIAN DIMPYI DINYINR,MOINN MINTD IY8ND
YTHANN WWNN YT-DY DN DN MNP DINYY ININD DIIYA 7225100 DMNN ,7TOY PN D1D01d

PN KON DPMINSINND DOYOIN DD NDOVIN DNOY

NOND DXNNY .PMYOITY NYND (DXT2IY TY ND) PHIIND DIVIN-MNAP YV 0OYN I8Ny 4
HWNNNI NDNYN ,DOMINY) NNPAY 1D ,DMYNS DXTYS NVIPIA ,DMI1PNI MY DY DNON
NI TDUN NN 9D NN 1N NXIAP DY NIVNN 217 29-DY . NPVLIVN MIXIIYD 719 1PN NNVYPNN

ANINT MINK DXT2IY MXIAP PIAVYN DY 11D 772N DY DTN

MNIPY , DMWY MNND OPID DY PNIN YW DPNNON PNIY YOV .0MNYIN 1Y dHya NaTyn .5
DNAY ,TNPNI DN DIMNIND .NTIAY SWPIN D970 DWWPYN DNYIPY DN DMV DMNDN
195) ©X27PN PTYND NMVI YW — DXPAD DY) DNYAP DY ,DOWTN DT DY NN D110 NN NN
MPY) MLYNNN PDAPN DY GMYN 1Y DN YWY DXPAD ,(NVOVN NHDAN) MIDON 12N ,(NNaWN M2
VNN NN IN TANR DN DN RIWA .(NINI RXPI) ITH ONTY NI ,NVIDIMNND DTN ONIN
, DTN TMNIN NPV TTIVD ,MANNK IN NINN 1D DM ONPOY DDA DY ,qTVNN DINN DY

.(MPVIADIN MOVLONNN AP 957 NPVAYN MYIAN IDANY DINYIY ,MINND , MNYND

DONIT NIND TIND PRY DY NOND DMIIPN LOMIMNIN D998 %9 Yy D9 PIDD YV NaTyn .6
NYPRY MDY ,IITY LJNIRD PIAYN DY INWID SN TN PODY 1D ,DNNYY NN MV Mvnd
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MNLIAND NNNND PN OMPY NOIAP JNIND NOVIN X NION N2 PRY ,PXOYNN NN HINa
MYDN ,1ND) DOYNR DXNYPY NYAP .NTIAYN DIPHN N/TYN DY 1OV IN THYHN NITYY MPOIon
DY PIDD .(NNYITI DINNN M DY NINY ,DTID MOVINIY ,DMYIN DINON NOAIN ,NNAWN N2 HY

NN FPNDVINY PPN INNHNT MYIND — NTODY NMIYIN NI, NNIP DIV NIND DOYIN

2101 190 :MMNIN NPIVINY
SR DY IMNY NTIPIN L0 09 DY QN .DMNNA 7DO0NI-ND MDA NI IMININ NPV ,ININD
DNYN TPIMINY IO MYINI) NIXY NI, TPUNT :NPIAPN MOV NN IMNIN NPIVININI v
N, TID ON M DIy DY) DY) DD NPY DY ,MDINDN NIIN DY NNNWIN NPPVINN NYIV
DXT2IY THND NVPONIP NVX L JNIND 12909 NNONN ,DMININ DY NIDP M Y8ID NIWIND
T OV KD MMPHN NDN YN YN ,MINPIDM NOMNN NPPTHI OXTHN) DIND DNY
D912 DNY DIVN ,7DOD)IN MMPXLY NPIVAN JWIRY NNIYTN TN NTTHIVD TPININD NPPVIDIaN
MDY OMVYTN NNPYI OHYA DY DITAINN DINDIX DN NON .DXTOIN DYIPHN) DXDIPNL ,D0MA
N, D912 DPRY DIVHD 7DMT> DN DN MNP DIXNYY D .DNPNNYYI DY DMNIYS NX NI
DOPAND NN DININ DHNDN DMV L, PNDNY .TMNIND MOLIPINAN DY THNNNY D08 DN
.DNYY DMMWYNIN DYDY MNSD ,/INTID INNKXY DMNINTIM OPMINNYY DX OTPY 1D 0»VIN9N
NN OMNY PRY OHYA DY NMTINNN GIN MOLONTD VINAD NYMON TINIRD NPIVININ ,IYHY
DYTINNN P2 PANNDND NIRSIND OOV DXIHNN DN DMNINI MLYNN NP 0NN ,2OV0 NININD
,TP0MN QNN -5y NDAPNN NXNDN NVONNY YXIN 0PN ITO DYV MOLONNY DXTINNN P
DYOMIM NVYNNA DXTINNN ,ODNNPIYD JNINT VI NN YNND DO (NOND ¥ THN) DX TNNDN
SN OIRNNND DIHNY DNITA DOONNN NYNLND YOO NIVNI NPVIND MLV DY
,IN09N MNVIAN ; INVINDY OXTAWD NDVINN NNYIYN DY) NOINNN MNIN DY NIIDN MYNNINI

YIONN NN DXAOYN NN DOYINN NOX YW (shaming) v DNMOM DNPR DN NPIYD

.NYNLNN

Y41 190 :NMNIN NPIVINY
V5N DYODNN TAN LIND MITN MY OPHINY ,DMDPHY DXVDN NN PAD RID W MNIND NPPVINSY
DMY DMYPNA 1D PIANY DRI MNIR-DN NNODIDT NNV NTTIVN NNV ,To2 MV MY Na
DOVONN ,DNYN DMININ DXNIDMNA) DYDDNT RVANNDN SNMYY PN NYAPHN MNIND NPPVININ
,VNNMY TN OXTNNNT P2 OXTTNNN P2 NIV DNV DIPNI .APTTN MV MNNYND DXIYad
M) YNNI MYMNN 0N DOMNND NON NN DION DXINMD) YNINDD DOYD DIWNY DININND
95 DYS NY .MODN NMNIN MINDNI) D1PNNOYN DIPOYI ,NPNIOY MTHINI ,NPVIDD NNYONI
IN DIND2 ,IMNIND NPPVINAN .POINN PN (lose-lose game) DI TIDIN DINRKY DINNN OITTNN
MIINM OXONN OO NMVD ,MINDN NNIN N AN .PINND TIDI-HX NTTIVA ,NIMND NOY
MO JNIND INYY 7ATOM PINDY IR MYIYN IR NPDHY NIYOIN .JNIND MITOMN MNINNI
NDY DX 8-y — DNOY NPYWIND NINNID DXNN2 NNID PNIND 1IN0 NN THPININRD MAIND NN
O TMIN MAIN .TITHN MM ,TPONXR MIIN NNAVN TMNIRD NPIVINAN .ONANND 19-DY
DYNXIP-P) DMYIR-PI DIPANNI ,NMNIN MTN> P2 NYP MINND 00T 29I MIMIIND
VY NN N NMINID DIVIND NN NNTHND /DIN DIDD YPAND DXPNYNN NN MNIPN NOIN
YN IMYNRYND L TOIMNIND NPV JNINT DINKRD DY DNAVN DY IVIN TIT D01 ,0nY
T2IN NIND DY ATON PIND TWND .JNIIND SWVIN DY NPINI MNNYIN NPNMINND NNNN NUNHWYA
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2NN NWID MNPNYNY WNIN DY PR — DNNSYD MIYRID) UNRID DINIT NYINRY YR D) ,99)IN0)
-ND DD772 D) ,008Y DY) )IINRD DY VONY DT NVWOND NYTINN 1IN L(DVIA 1ND) NIND
.(D25987 NIRNN ON MNLYN ,NMVYID DI ONT D) NPPIN

9319191 191 5NN APPVIND

,NPDOW P ND Y NIVOIN DD N9 MDY L0921 DIDININ NPV YD IMININD NPPVINAD
MONMNM) DNDINDY DTHYNI MYND ,)NIND DOVIN MDXAWNT NPNTIND 1D WX .TIVIDN D) NON
PNV OMPN RN NI PIXIY INYNRIN NIWDND NYNIND .INY D PRY NINY'T NMODN 0N
YUNT DI ,DIND DNXYY DNNN DINVPPT DI DDMN ,NYYNN MY DOV DINPIVN
2N MNP OXNYD ON NOX DT H1HN YIND .NTINRID ,PNIX DY DX02 DY DN DT ,MOVD
DAYV MNNRD YPINY DXWIN ,NIND DXNP DNPNA XNONN ANNNN OY INPYY NYND ,NNIDN MDon
SY NS HY9 0PN NYN DD TN IN DN IMN ODYL DNV NIND IN L, NNNNN DY PITHY NN DNIN
INND D YN NT PR ITDPY MIVND D3 NN DN ONY DNV DY RON ,DONSPN DINYD
YT 90NN DTPOND IPYOY DX9D DNMIN NN DN HYN DXPYDN DD DINNND DNMIN NN-JN
NI FTAY DXV NNTIND DN PNHX TDIN DY MYV ,DNPIRNN DMWY TDINHD IN DN TDINND
DMNNIN DY NPINKRND NV PON 1N YV DNY ONY MMNI-ND NPNMINND MYNINN X ,)9INMN
D10 Y995 991D N2 YDV ,DXDIXPNA PPN-RD WIDOYW DUNY mOD15 WX PN NPNMND .oNY
NYY I DNNOY NYAP ,OMNOVIN OXON DPPY T NV [, NDNNN NIPN YN NNYYN ,0MIND
YT PIINIYD DYDY DOWNWN ONY 091957 NYN I1PPNY 91215 ,7D9D )PP DINMI” DIDMIND : INN
N1 ,D7792 YV DY TNNDY DXHYIL DIV NNYND .OMNPDY DNNNN DY DIDWIN DY THHNN DY 995Y
Sy DWW DTNN IN NWYN YD HY NNYN NHLNA INLVIAND ,PMNTIPNY INY NI PN MV
N TIT OMVN OHPYNRNT L0212 HY NIV NHMND T .(7.).¥-N INNDNT) 1NIND DIV DT
91959 OYVOYN DN DNYRIND DXTYN D27 DMPNA .02 HNY XY DY ,0IV1) OMNTNI DOYND
NYIN NI ,INY DNNN DXTYNI VIPIY KDY G ,07PDY DXVYONN OXPI2N DY MYNND ,DNNYNI
.DNY YN XOVW NOP MK NXRYD DOPTIN-INDAN DNV NN YNND 3T ,NNT DI .NPLIVN My’ an

(=)= 24~

TEININD DYIND MIPIND NIYVARD ,NPVINY MYVNNT MPT OPND DY DMNINA DX NOXINN
DX2OONNM DNANN NN PNND I NMNAND YOIN .DPNNY-ND DI NIV DMININ DY DDV DY TindH
NMONTY NN DOYNNN OMNDN NINDN NN GUINT ,DNININ IPNI D2IPNN NP NNY NN DININD

299N 'NPNIIND

JUNN OANWN OWIND ,DOD1INY DNN INNN 717727 DI DY TININRD NPPVINSN ,1OUYN NINT NTIPMN
NPV HY DMV DMV DY NN TTINNNDY PANY YT .NTIAY YON1A DIPOIVIY ,DINNIN DINYPD
S35 VY9 PN MDY NPNMND ,OMTPIN GPIND , M MM DOWITI NONX #DNOY” NINI
NTND DOWITY NOX DXTPON OD¥a 7O NMO DMNX DOYNINN DNMYN DIDIVPNN NN JNIND D)
DMOYAN P2 I WIS DMOY 1D DY AN LPYIND IN YNIND MPAIN PR NPV NPRMINNNY

(DPHNNINY NPYONIP HY NHYANI N3N ,ND) D1VIDIY DIYNNNIA DI DXNNYNNN

YMNN PON NN 5 MIND DDA TPOIVW NYNIN NIVPN TININD NPPVININY Td DY NMIYT PPN PN
SV NN NOIWM NNYPA NION NROD,TPININD NPPVINAN MIAND YNIIN ONIN .OMIMNIND OPNNIN
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MMNDNN NN NYY NPIOUN MYAVnN NONY DMV D197 DN DY DMININD PN NIMDYN
SY NNYP NTYY DOWNONND D27 DOVIN ,NNMYPNN N DMYSHNIY DIIONNNN DOYSHINID
TMNIND NPIVINDN ,NXO DIYND .PIYINL DN HY NNV NPN NN TIY DI ,DNMNIND NPIVINON
YYNIN NI MY NINA NI ,DMNIND PHN DHLVN DMNMYN DNOYSN PA NN SON HY NODIN
95 .0MNIN P2 MNP P2 ,00PN P2 OMVIDD DXPNVYNI MI-IPIANND HY NNONNI MNP DINYY

.(2002 ,5N110) NPPYVINNNA MNPYI 771 NINDN YONYA NPY

1999519323

NDMID NYNND ) NTIAY OPINN NN — NININ NNTINN VI NIAVNN PN .2005 .N WY
NVIOIDNIN,TPNINTINMNY FINYPXIOD 1NN .NVIDIDNINI THDI ININ NYAPD MYITIN PN
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-WM Y1990 MHNNPN YV NVANIN MIINN NYIVN
vy 739 SN P12 YWINIYWH JDIN YY BIDIV0IINN
.ﬁ“ tf:;, 1199590 PN Yy MVYHNN ’5117)3
B
"’; ”‘\ 20998 113599 ,139 13947 ,/\*2)P91 01y

YN

VTN 7N DPRN D30 OOPNT DXVYN) ,DOWTN YOI MMNMPN NNY NXXIAN VITVINRD AN MNNAND
191991219 ,9a2 VI IV ONNON YTINN NNMD MINTIN DID NIYINDY OMINNN PYTIND DD NN
VTN PN MLV POV TRHNNN MTPRD IPNNN ,NNT MY .DXANYNI NIV MDD MIHIND
NN P72 ONONN IPNNN DMWY DY INYAYNA PYINIVA ,ONIN YTNN MDNI MN ,VITVIRIN
MNNA DY) YMINT YN WIIUN J9IN DY DMVITVIND YN MMPN DY NDININ MDNRN NYIVN
ARVND YN MOYN X IWXYTHIN KBV 1779900 Pa 25wn apnnd >umNenn 9020 .Nnan

.Menon & Varadarajan (1992) >y nmaw ¥ 12 ¥idWn 97N Pad ININ

YN MNMPN DY NDININ MR D XYM HNXIYI MOLINN DIAPN 107 NN IPNNT NMODIDIN
N YD IR PO MMM ;0NN 293P YT 2I¥9 DY PN YD OX TN NMAY NNMN DMVITOIND
NN O DY DX 13D ,Y T DIWIDY T9DN DY MIAPN NYOVWN Noya

NYan

NINI MNNANTY 1IN YR ,7PIDNI-NTI DXDONDIN IRNIND MPNNI MNWN MHPPOYN N2X207N
ONNWNN MMPY MOTYM OOMPY ,O0XN ,0OPNY D) 1N YT MIPNY NPYYM NNV DY
y1M (Information) y71nn .(Martin-de Castro, Lopez-Sdez and Delgado-Verde, 2011) 9n
57 2901 7o ArIND (Khairul et al., 2008) nPpPOY MHaN NNNXD 0PN 1990 (knowledge)
NP9 YT DI ,YTN THIYNA YPYNM MIPdY NY DM YT INI NPPOY MNIAN DV THM
NI YN PR DPIN OMPYHY Mmyn nnd 71 (Competitive intelligence) >MaNn Py 1n
Knowledge Based View - KBV n»won .(Martin-de Castro et al., 2011; Olszak, 2014) Ymann
5 PONN (Grover and Davenport, 2001) 9N 2IWNN MNIND ANWND YA NTpnnn Theory
PIN AXNY 70N, MIVIND DAPNY INKAM ITIDY )NIND YN NVYP AN D9 ;M DY ¥y
Teece, Pisano and Shuen, 1997; Eisenhardt and ) ©9wn ©WINIA0 521V NHI»P-72 YMINN

.(Santos, 2000

9N NVIDIVNR DINNIY NVNPAN VI YN DIV NN VLINVPIT KN PNPI DPNY M 2
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Menon and Y¥ Y12 DWWV ST PAD N NINON P2 A5WN SNONN IPNNY SONNINN ©I0IN
VT2 DY DVIDOY HY o»wyn oovna KBV nX obwnn ,Varadarajan (1992)

1992 DN DOXYN) ,ININD OMNNN YMIND YN MNPN DY WIN DD NIX VITVIRN MNNINN
DXMPY 0NN ,0MNY2 ,NPNIIN MNYI ,0II0PNI 20N09NT) VIDN HSYNN |, 1IODNT NMNMY
NNY 9521 ,1996 MWYN 92D YOV 1PN VITVINI XMINN YN .DMINNNN MINNY OPPNY OINNOY
PYTIND OINNA IPNNN .(Benczar, 2005) »pN0 1P)Y VYN MY LITVINI XTINNN YTNN MNPN
o1 ,CIL YW 1ONOXIvN 71DIIND HPMINNN NDADN NN MDWNA 9oy Tpnnn (CI) >maannn
NVIVONN NIONA INWMY PO DYDY YN NOOIN MY, DTPNIMIDNI DINNNIN AXN NIONY DNNN
MOON MPIOVA IPOYA TPHNN VITVINI XNMINNN YRN OINNA PPN , N80 (Ettorre, 1995)
mny (Rouach and Santi, 2001; Du toit, 2003; Vaughan and you, 2011) LTOPNNN DN
5Y VITVINRNN YTNPN MIN NYawN (Lackman, Saban and Lanasa, 2000) 90N Y7102 DWVINIVA
NN NN N PN MIPY .(Teo and Choo, 2001) 192NN WX Sy MLYNN YDaAPN MY PYIDIY
STV 0N N WY IOIRY YN ;5 NNSY 29 N0 INNN IIN OMIND YN NOIRY INRD ,PN0y?
.Y P00 Y9 DYHWAY NN YNONN IPNNN NIVN ONINNN YNNI DY NIONOXIVIdN NMIND JN1Na
MDY DWW DY ,VITVIRI XMINNN YTHRN MNPN DY NDANIN MR NYAYN NN N2 IPNHN
YOI DOWVIDYN DY MIVNNN NN YINND APNNN .NIANN NN DY) YN DOMN DIVWY N9V
NPV NPYH NAND DMWY DWW T TN, Menon and Varadarajan (1992) Y 57132

.(action oriented uses ,N2Y9 NN DIVIDY) WHRNWNIN

DMIT2 MOLONN OYAPN 107 NI IPNHNT NODIVIIN .IPNNA WYY MIPNND OYON PN DNONY
DTN YYD NORYN IRV PYNN DY HY 2NT) 1TNNHD NPPDY MIAN DNXMHN DY DM
— DMONN ONNWNN NYYIY ;VITVINI YTHRN NMNPN DY NDINN MINRN MINYND DXONONNN
VITVINI YN NMNPH DY NDANIN NIDONM D NN .DOYINIAY YT NIV NN DWW NYINN
DOVINY DY DOXVDN 90N DY NXAPN NYIVYN NOYA NPN 1D NN PO MMM ;> TN0 1M NN
DNN IPNNT .VITVPN XTINNN YR MDYN DY MIWIANN YR NITAY NN MY DY ¥
NMINOND NVIVON T2T) PO ,Menon and Varadarajan (1992) Sv y 11 DOwInOwn 5110 nanino
9N 2V PONY NPPOY MIINI MOVLONN YHAPN YT YOO MIVINI NPVWYN NN 0) IpNnY KBV
TNO ,APNNN O 2 OMHNONIVIAN DIVIIYN NXY VIIVPNL XMINNN YR MNPNR ONY NN
IN 112NN TNNN PNAY DNIAT DOIMNIND DYPPI2 DMIT2 MVONN PYAPN WYY DMWY ,PNNPON

.DNND THITIV DTN DY NNPN

YONINID Y79

CI »s9nnn Py 1nn 05910

YNNI ; PMSIDN PITIND PARYN JY MININ D29 YN 25NN IPOY MIVIVON NVNT WITTH YTINHN
YTRN 203N .0PMINT NN AMYYNN N1)2AN ,0NNN ,MNPY — NPPOYN NIA0N DY MNNN
912 QUR TINNNND N220N DY NS ¥y : (Herring, 1992) (CI) >»yann py1ind 97mm mMmxnn
o2 >NINNN PYTNIN (Teo and Choo, 2001) >NINNN NAINM DY NIANN MOVLONN DY YIUND
.(Porter, 1980) mM27 IPNN NNV 72D STINN PIN NOTHND OPLPVI NVIVONX I VIV

MNVIY PLMVIN IR NPHYIY HYIN NYWIN NN NPND WK MIDIN YW NOY "1 NN (web crawler) nwA yont 3
VAN DY NIDTY NNNN DAPY YT DNIDNTI DOWNNWN LWIDN OYNN TINMA 0517 DMINN OINITO)
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DMOVYIVIN MNPN NV ¥PTHN Vaughan and You (2011) .n0MN MOV NWUY) YN NON
12 VITVINRD ANII ,NMINNN NMIAN DY VITOVINRN MINN : DNDN NVPOI MIAN DY XMINN PWTIND
YNYN VTOPNRN .TNIINN YINNRD DINYIP HHYL VITVINRN 9T XIAPNY ,XVIADIN NVPDN DY MY W
YN, INOLPI MOTHY ,MIANN D30 15NN MY 1NN TRIN MLINN YJIAPND DOWN YN NPN
LYY PO YANNWNN 44% > NN (2000) Lackman et al. .(Fuld, 2010) »oxy0N0n y 1o oyt
» 3881 Teo and Choo (2001) 77N\ 2IWN”7 IN 721WN7D VITVINA YN NMNPH DY DY NN NPT
DXNNNA YNIRD DY MIAPN NYAYN 1T MR PIIINNN YN MIN DY NPAPN NYIVN ¥ VITOIND

P9I MY NMDY NN ,MIDIDN NN DY

Y1) 02N 0NN - Information y711N : DMVIAYT DY NV ,INYN PA ,H9I1D YN DIVPID
Knowledge y7n 29957 .709830 MVNY NNy 121y 90N ¥y - Knowledge vy ; mynwn
Wapn NN wawn XM (Sawka, 1996) >mannn pwTmnn ovva Intelligence Py 1in nnon

.(Fuld, 1995, Cloyter et al. 2013) W1¥>2) MVYNNN NP TYNINI MOLONNN

NN PYITII YT 91N

DMOINN 0N .01 DaMwN oMNN (Knowledge Management — KM) y1> 517901 >mann pyr1ind
MILNAY OXVNYN YT YNNND YN IR YT DY NP DIV DNMIYAHN ,HINI XMIND NIN MV
YN PYTIND O) TR LD DPIPIY M0 ONMIND YT> NIYN) MININR-DMI YT N DY NPONOP
NYON NN OMON OMIY .(Grover & Davenport, 2001) 11IND DY MHVIVONI YOPL NION NVY
19NN YN DI .OMIND YN PR NPNNIND NNOY) DI TAIYN DY NDIVON NNV 10N )N

DNNNN YT —OMINNN PYTINN 9290 Y102

MIND PY1INIY YVNNN ©r0a5 KBV n»9nen

(Carayannopoulosa & 9112 23WNN MNIND ARWNN 1N D DY) Y71 nTpnnn KBV moawon
INNOM ITIY NN YN NVWP NN DD O NN YAy YN D) POnn . Austerb, 2010)
Teece, ) DMINVYN DONIAD 2NN ,TYHANND XTNINN PNIN NPY TNXD  MOLSNNN IAPN 19P2
YOV YNRY 00N 0w IND 12w (Eisenhardt & Santos , 2000; Pisano & Shuen, 1997
X Wy KBV-n 7oreon .maovn mxT ,mM12571 SY MY MmN 1) 00y 00N 0»MINN
T - SNINNN YN OND HH35 D) DI DT . JNIND 22N YN TNXN NN YN AINYND MDWN
MIND NN MM ST DY GONIV YN 0 NI ,(Barnea, 2013) PNIIND YW NIPINN SWIN T DY wODN
LKBV-n 100N nysny mnanan 0) .ownd ,0YI0PRN NN (PINY 1NN PWTIN ,1MVIVON)
5215 1N0 YN NTIO NIVARNDN DINNKI NTIAY ,NONTY ,TD OMINND PYTINN DD DMV
YN NTIY NIVINNNY DOINNA NaYA .(Grant, 1997) TIMNIRN NYDTPNN TN DIRNNIN DTN
NMIND MV IPRY NPNIIN MNYIA DN ONPN MIDN DYND ,POX DIVYN) DITIIYY SVITVIN

ANIND DY PYTIND

IR TINA N2YPY 935 JNIND XMIND PNIN INNN IMN TWUR YT ARWND XN SMINDD PYWTIND
IWIANTY D - DOMVIAVIN DWOMNDY DITAYD) ,DXWITIN MDONIY MPNN MIP ,INN DM M3
9Y NNWHY XN NNPIN INNNRND NNDNL INY MND) MOONN HAPY DNWN DNITA NNIPN YoMmnd
NN WYAW> NPMNIND MOINNN NOIAP TONNA YNV YR XMINNN YTHRN DV OSMINDN AN
MDD AN INNHY PMINDN PINT DY 192 1)1 )NIRND M VDN Y NVIVONND 98N DY N9
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NITIVNN
92PN YT HY YN WINIWN NN DY WIAWNN DIND DPVLITVIND YTIN NINPN DY NDIMIN MDIND
MLYNN Y92APN YT> HY HVITVINN YT YN DMVYN YINOWN OINDY 0PN TY NIPNI DIV ,MLONN

A9ND VN YR YT WIOWN DTN NXINY 29D, MOONNN NYAP 2V DY NPW NOOYN

Marketing knowledge use y1a v11°vH 510

PWTINM THIPIVYN MMIND ;INNP2 DIWNN NDNIRD aRwNN wn ypn  KBV-n mowon »a)
(Teo and Choo, 2001; Lackman et al, IXN WINA5 QX DXIWNM YMIND PNINOY DHNN XNINNN
MNIN> DOPND DIV PPIPYN YA WNRRYNYD 1PTP NI T8 PIANY 1D DDNIN ,T9D .2000).
JON

YPNRN MNMPN Mvnn 070 Menon & Varadarajan (1992) > Yy nmav y1a vidwn D1n
Y MYOVNN YaNI YOI VINOWY DNMNN DTIND YT WY NN Y NPMIVIL PO OVITOVINRD
MOY) DPOVNNAPNY (YT NPT LY NIYTH MIIN ,1X2N) DMMNIN,DMNIIAD : DININ OMINN
DVYN DXWIDYN NN PONND HTIND .(YTIN DY NDININ NONNN Y TNN DY NOININ INMPHN VNN
TN PYNIN NDN .MOLYNNN NDAP YNNI YOI YIDOWN OND NYaVYn DY vXT Noov TIin L,y
MPYY DIV ,MLONN NYAP TONNA YA VIV - MY (Action-oriented) 7nDws oMo
;172NN NPTH DY MY WAYNT Y PHVIMIVOIN YINWD PON) NIN .WHNYNN DY MMDOyaa
NON IMDON DY XD MLVONNN NYAp YNNI YN DOVHNHNWND DYHTIND YN D100 vinowd)
,NOM WYY (Congruous) DIRNNND APY : MWD MO NYI PONI YIN YINIWUN PY TPIRIND INY
- (Benign) 79w : mMwN N0 NWVIDYY PN ¥y Y912000 windwn (Incongruous) WpnN N3N
nYAP PYNNY DAMVY DNY NYINH ,DXYY NNNT YN OPADY NN DINYY DOMNYI YyNINNn»
PYHY DMNNN /DINKY NIAD XIN TN, PPV TIY TN Y12 WHNYN DNINYI - ON YDV ; MOINNN
NON ,I199Y MOt NPT IND Y02 WHRNWHN SNV DYPNNN - 22PN VI ;19¥NY 10 OMVY
.(Meon &Varadarajan, 1992) 12IX2 7°2yn5 515°¥ 21NN 100N Swa

YMNY PO DIVINIVN DTN 29D Y152 NDIVEN 11191 YWINIWN IND 1 DIV

NTIVDN [N UmMren "o
T
Action oriented use

Instrumental Symbolic
use use
e winte "Jante winw
Congruous use Incongruous use Benign use Cynical use Positive use
npy vine DVIN et "o’ winvw Y wine nin vy

Y NYAVN ¥ YN OMNWN VIDIWN MDY D X3 ,Souchon et al. ( Working paper) v oapnna
20 ,N2120 NITHND NNYTN DY DIWAVUN YINIWN M0 DN ,TI9D JNIRD OINI DY) NNYTN DY
.MADN M SW NN’ Sy NYAWN D) DN MNIN ¥ NIND
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MPNRND XN NPYUNRIND YDHRN MION DY D0DN MWL TPnnn Varadarajan-y Menon S 510N
YT NIV (VY IYP) YTINN MIVD DPIDY - MPNN DY DOWIWNN DININM YN DY NOININ
TTIVN ,NMAX YR MY TSO NI YT MPNHN DTN Y79y (PY AUP) DPININ-DNON MN1NI
-N99) NNTPN YTV D95 O HTINa YOI Q0N (VYW VIOV DY) YN OY)IAMD Wiy
VNN .INY NN RN YN DY NOININ MINNINXD T ,9N) MNON NODNNN YaAPN DY 4 NovT
NNOPHN,VIOY DIRIIND DININD NPYIDIWM MPNRND NN PYNND DTIND .NPYIDIVN ,NIN NIUN
Meon ) widwa NPND YHRN S DANIN HNINIVIND NPWINIVN NNY YN DY DIMN TIVD MNNND
Teo &) y1NN MIN 12259910 PON DN NPV YN MPNN (& Varadarajan, 1992, p. 66

DPANN DINDY,2DON0D YN MDN NN PN IwN 7295 .(Choo, 2001

2y DMVITVYNN YR MNPH MK NDXAN DY NYAVNN NN - NORWYN DY NNYD N YNDNN IPNNN
YTINN P PINNN DY YTV PNINNDY DN P2 THNNN WY .1MIVINNN YDaPN 7Y YN VDY 19IN
DY MHVIVONN DY MPYN NPMYNVN MOOWN W NYDNYD DMNMIOIN ORIV Yy RONN
POOITOPND ANINA NSNND OMINDN) YNRN MODON NYIY YA VIV DTN NaININ 72295 .J0IND
YONNIN-MIPNNT VN N OIIND TN NN MOVLINNN V2PN 7Y 12 VIV 1IN DY PMOOYM

SUYNN VINL YN

NN 0N yPa ovidvwn STn KBV moaneon pa nadvn apnnd numNonn nonn
THPDOPIN YT NIIYN 2D TIYIVI )N YD YTIIN NN 10NN X Nann KBV mawon .Cl-n
GONIN YN 12 PPYTIND DHYNI NMINNIN A5WD DYAPN YN DYDHNN .DMINVN DOIVINAD 1PN NP
y1a vIwn 51 (Sawka, 1996; Fuld, 1995) muvonnm apn M1y ywindiw) »Nxda pywind o0
SV NPONINIVITN MYIVNN 1PIN ,TI9D .0MDY DOWAVUNT DD YT NPVINIYI MPNNA 1DINN
YNIND YT NTIHD MOLIY PTHND YO, MOLINN 02PN 7Y (DYTVINRIN) YMINN YN DYV

LDNNIND MLINN NYAP YONNA TIVM ,VITVINRIN

OMVYN YTRN MMNMPHN DY NDIMN MNRN NYAVYND MONMNNN IPNND MIYYN NTNIN D DWH
(DMON DMNYWNI) NN NN DY YT 7NV MMM DVIIY DY (N2 MINWN) VITVINI
LUNNYNN DY NPONID MNP IN NPITNI DMPYA NV MY X1 YT DWW NN vInY

.(Menon & Varadarajan ,1992) Nt y7°9 MW DIWPY 1N IWNR

Direct (Instrumental) use 9 vinIYw

OY MY WAUNN YT TN TIOW YN 12, PYON NI YT NDIVAN NI VIDYN MDD THN
VIDVN .(Incongruous) NV YINY (congruous) Ypy windwy phny XN .NIaNN NPT NYIP
Low & ©pnn .(Menon & Varadarajan ,1992, p. 62) DXNDNN DY 72APY NON NVIN PN APYN

£99 NN TI29Y OHVINMIVDINRN VIV YTNN MK P2 Y 22PN WP NS, Mohr (2001)

12057 )2 ,INP IIMIIND DO PVITOINT YOV 55 :(H1) 1 .09 9nn nivvn
JNVSNNN N2 TO7ND 23PY) PV WY 13 WONYID 71720077

.MVYNT NOAP NPT DIN MNND YT7 1102 10D, D1INITAPN DYTAN DV NTHN 10 DN HW NPT N1 4
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PNNN MIYYN 12 0OVIN

Instrumental (direct) information use

H1(+) {| Congruous (consistent)
Information use
H2(-) Incongruous (biased)
information use
Quality | e H6(+)
of Web Performance
information
H3(-) Benign (social)
Information use
H4(-) Cynical
Information use
H5(+) Positive
Information use

Symbolic information use

VPN MK DRI, YTNRN IR DXON MOLINNN IDAPN 12 VIDOY : INN T D) W PYON VINOIW)
PPNODIDD VINOW OV ND 1T YINIW IRT DIPIN LYN NI .DMNIN-02 DMV DN IPrya
NI WY NI [ PYON VIDWN DY GO 10N 92110 0, NYY Menon & Varadarajan (1992) TN
72290 SYNYN TN PN YNNIV MINAD N NNN NIV MOLN .MOVINN NDAP YPDNNI PV VIOV

NNON 13, NV SIMDIND DO YOITOINI YOIV 533 :(H2) 2 .09 1900 nIywa
05NN N5AP PN (Incongruous) VW PY> WY 12 WHNVAY 7107

121350 VIV

VIDOW INT YTNN MDOND NIONA NYP IIRY 000 XD )O12000 1m0 Hya Npnd 910 Y1 vinow
DXV, NITY (Benign) 99w V2N 170 — DNN TOND .ONIN 190D RVANNY 1Y, PY IRIND
L(DNNN IPNN IXYY NENT) YN IPDY IN (VITVINI YT NV NN D) YIN FPIONY NND
MINK N TN MDON WPN IR DNY INYY NIVNI ,MOLINNN NOAP TONINI MAMY NYIND

912N MDNN MDY D) YXINNY NWY ,NT NIPN2 YN vidwn .(Menon & Varadarajan ,1992)
72295 (MY WIDOW 1IN TN INMNN 2D NMIND 1N SYMDN YTNINYD)

TINO T2, 970 XIMIIND DINI YOI IVPNT YTV 532 :(H3) 3 .00 99n0 nivvn
JNOSNIT NEIZ TIANIT POV 2212000 WD 13 WONWID 71720977

VNI WHNWN NVINNN YapN ON 8T .(Toften, 2005) »P8 VIV RVINNY 91D ¥12>0N THNN
PV TIY 0N NPNY NVY NISY YDHRNIY MIND 1DIAPNN 120 MOONN DY TaYTa NPTSN TNINY
72295 .0F WIDOW 19IND TN INONND ONMDNR YNNIV IND D) .(Menon & Varadarajan ,1992)

NS T2, 1N 2MIIND DO YUIIVINT YTV 590 :(HE) 4 .09 9ph0 niyvs
NVSNIT NS3P TINI 2PN 71200 WY 13 WINYD 71220077

NN 2PN 00 NIV - NMNIN-DI9 NP MIVND NIN YN DN MVIN YN0 VIOV
IMRY YT NIOYW WINOY MVYD JOYN> DO 1D ,NMND 1NN DY NIPNA 0TIV DN NIROYND
272295 SNWY YT DY WY 101N D DTV 172NN DTN NNAN TPDOY NYIVN APY SN
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92077 72,7792 2INIOND DI YVITOINT YOV 529 :(HE) 5.09 99010 5nwvs
INVSNAT NE3P 203 221N 2212000 WOV )3 WONWD 7170077

mMOLYNN YaAPD DML YOO MY ,MIINT MLDNN 92PN YD YHINNT OMODIN OVITOVIN YN
272292 JNINN MWINA NN NINVNY

02219¥ )3, 900 XDIND DI SVITOPNT Y TPV 553 :(H6) 6 .01 1700 niyva
CDNINTT ONIN2T 1905

NN
PPN SANNYN

nVXWS OMIRYIA WY ¥X11  Marketing Knowledge Use -1y KBV Y nmpnnn n1ond qunna
D»T DONOPA DAY NNIN TINK ,NYYNI DM AT DN 1IN NIVNN NODIVIIND .IPNKN
Wilson and ; Floyd and Woolbridge, 1997) y7>m92n nX ax»5 15 192NN NN Odvin yHna
.(Lilien,1992

SV HOMY MIPON 9PN MDY, 0372y 10 MND MPIOYNN N7V NPPDY MIAN NYDI NMXTH NINON
,DNNIN D2 MOONN YDAPN HY NN IPNNN NPDIIVINIX .TOPIVY MDY MDY ,N7YN 3 MND
SV NNPH 90N PA NADNN MY NYNIA NPOXTN DN ©IPIVIPD NMIVD MHAND DINYY DD
NOWYY L TINDPN OVYNN TINPN AN DoY) mDamn mAHann 500 BDI »ny1  DUNS N0
IDNNYN IPNNA 2005 MIVN N7NPNN TIVA DY HXIWI DIOYTY DINIY NIV NPNXONIAN NI2ND
917 M PN DONNWNN PN (68%) 73 .27% >0 (Response Rate) nuynn Myw v 107
12 .(23%) DXP DMIND N PIVY DN 25 ,(31%) DD7IIN0 33 ,(14%) D97 15 :D>XPoa
NN .02 DINYY PN DONNWNNNI (7%) 8 .NIN IDINI XTINN PYTINA IPOY DXINNWHNNN
MNINNN (10%) 10,051V I (17%) 16 ,1MWYN Y9391 (54%) 52 : PWNN 393Y DY AN 1NN NNNMN
D) .DMONOPN DXV (4%) 4-1 INDNN MINNND (6%) 6 ,00DINI PWN SAYN (8%) 8 ,NNVPM YN
P2 MPIOYN (26%) 25,072 60-7 15 12 NN MIANNN (29%) 28 .OMNNN MIIND DV I TNHN MTO
175 .0POIN 3,000-H 500 P2 v MIAN (14%) 13-1 .0>T2W 500-D 250 P2 (27%) 26 ,0>T2W 250-D 60
SV MINN MNN) NIDONN 0TI 3,000 D¥N 1N N7I2W DIy MNAN (4%) 4-10 DIONRWI 1DNNYN L)
DYNIYN NINN PNINN NIPNND NNXMND NIAND (3 OIWIN) RO R NN NNNN DXNTH NIAND
DORIVIN PYNI MDITHINN PIY MIIN G, MDY, NP1, NNVP MY MIaN

M9 IMNYONN :3 DIVIN

nNnann 90n

20 15 10 5 0
; : b
. . n"wnb5Ty
‘ || i nNndn
! | | n"wn 20-10 nmv
L}
‘ v | n"wn 100-50
l

. n"wn 1,000-500

n"wn 10,000-5,000

=
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Ypnnn s9a

Sy NINY T M ,PIY MYNNNI DIONUIN DY OWINRD DD NOWVIV PN )ORY 71PN IpNnn 9o
JORYAIPD Y90 7253 NN NN MAIVON DY, DXTPNN DYOD onmdnnd  DNYIN
IDINY DMYIN NMNPNXI 7Y, DX TNIAY IIRD DINYTN DN 9 YW NXIAP DY NIVN IPNN 1N NONYN
JONUN DY DTy NoMa wnvIin Pre-Test-a 0NN MY LND 0 PT 455
YNN MNPN 14 MONX NN ITH YPanNn DRWIN 12 ,PYRIN P92 71PN 9NN SMYNRVNn N»vn
MONY 100 VYN DD Y25 1T P9 YD L(MNPN DID) MMN YT 7 NYYIY NN NXIVNI , DN
1PN YIAP INNY PAD 12 OIOPY TUR IRV TN YN DY NN MDONN YTTN NN PRYND VINN
APNNT NIVN DY YNNI YN YNAD VAN NORYN NP TO2 .NPHNN MIONY Tava TN
NNV ,DNWYN YN MMPH MIN NN NITY YPIAND ONWIN ,MIRY 14 595 1 PI9 T MYV
VYD B2 DY NN VI 5D MANNN ,)IINYN YPID IRV (7 TIND TAY) 7-5 (1IN Tiny7) 1 ypav
555 ,0ONNA-MONN DINWNY DNMPNN 2 799 (N2 NN 7-D (7N YY) 1 Pavw Tna MNPl 7 12
YMINN DIPYH ,IVIVON NN IV NN ,INMIN MDD ,NPNNI TR0 MON»NNN MORY 7
MY DXONMNN (4-8) DD DXPID NYINN .ONY 3 DY NNV TNNRD ,NPINN 2INY DWIN)
nYaAP PONINA HPN IO VINOYY MONN NWND ONMNN 4 PO YN DNYN DIVIDIVYD
9515 NIN AYAPNN 720V MLYNN DY TAYTA NPTIN TNND XMIND YT YINOYW NS XY, MOLONNIN
7PAY OO VIOYY NONN THINWNY ONYNN 5 P9 .MVDNN NYap MDHNNY N NONRY 5
NYIND YTRN PPADY NNY DIIRWIN DX NN TY 1IN MITYPHN MYRY 10 9391 N0 (Benign)
VIDY? NONN MNWND DNYNNI 6 P9 .0NY IWPN DX T MY 919V MODNNN NYAP TONNI MoNMVY
YN WNRNYN NOONNN 22PN DTN IPXA PNIY MINIY MORY 6 27510 NI 7Y 2PN Y1200
NONN NYNI MY 7 P9 ININD PIYND DIDY 21NN 0NN HWA NON 109Y MO NPT INY
.DYMINNNN DY YNRY APy WINOWN 190 TY PNAY DININ DXTON 7 D919) N0 NY /APy DY vy
NN M2 ,0XTON 312 ,NUNRIN .OOPON NY 59D /N0 PY VIDIY! MDNN MINWNI PO 8 PIo
YPINID VI PNAY N2 ,DXTIN 6 D91ON IVN .OMNIN-DND D1VINND DYIIXD YMINNN YTIIN NMLN

SYIN DYTPD SMINNN YT VINOY RIN YTNIN NPV DY

NPT 20-5 7N PORWN DY MY NNOWND WATIN YA .OXTION 76 57N D1 NORWYN

D99 NN

MR MON»NNN MORY 14 - NN SNDAN MNYNY DNMNNND NYRIN PN DY DN MM Y¥II
PN DY MNAR/OMNNMN 3 IR MYTRN MNPH MDONY IWIND IMDD MNP 3 DY YDHN
Analyze :D9M10 MNY 1IN TO0 ORNND ,9MYN MIDN Y1 DN DN YD 025990 OXTONN
72y Compete ; MNID NN TPNYN INNND YT IR NNNND YN DIPNNN MNPN 7 N1 INAPD
07N NN MNPN 3-Y Formal ; (Y10 MMpn 4) MINNN MNIN2 1NPNRY OVITVINRD YN
NP Y 1M IPNNN .NPINDN NN DY DD MINIT D NV YN HY DIODINN N DINHYI

(D99) MXAPNN NNX DI DI NN NIYYNNY T ,NNSY 392 MNPNH
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YPNIN INYIN
PNINH NPIVOIVLY

VINOWA 1IN DY ,09NNWN 105-107 N9 9PNNN NNWN HO5 NMODIVOIN,1 NYIVN NINID MY 19D
IN/Y DT DX NINND IPON PANNVNNA 32-Y ,NTYNN YIN »IND .0aNNWN 75 - Benign avn
-1 25¥1A VI KD-079 DD 1T P VTN NN NNIDIY YVITVIRN YN YPAD DINH NN DPIN
T P92 NPVIADI-IND NYV DIMRIININ 5 .XVND NN MSPITIN NN»N Pre Test

D2NYNN DY DMINNNI NN NPIODIVLY :1 NYav

Factor/ index variable N Mem SD. o (] (2) (3 (4) (5) (6) 7 (8) (9) (10)
(1) Factor Web_Analyze 106 461 120
(2) Factor Web_Formal 106 521 108 A7
(3) Factor Web_Compete 107 4711 11 52**  2ge*
(4) Index varizble Performance 107 327 090 86 A40*= 27**  35**
(5) Index varizble Sym_Cymic 107 468 109 na. 37 30**  26**  31*
(6) Index varisble Benign 73 432 102 5 40 18 A1es 24 .28+
(7) Index varishle  Sym_ Positive 107 351 125 719 2n1- 04 g 09 14 34
(8) Index varizble Instru_Dirsct 107 381 116 72 24+ o7 18 27 Ades 47 45°*
@ fndex Instru_Bizs_Info 107 375 168 B3 23 13 08 ] ] 18 507 .21t
(10) varizbles Instru Bias Self 106 385 153 & 13 -03 25 -07  -09  34°= 3%== 15 15
*p=05
2 pe (1

TAN DO AN LN NWVIYY DY L (DITVINI YTINRN MDON) NND DNWHNN PADN NN TY NpdTad
SPSS -n monmn Beta -n »mnd 039 1o 21 1Y201a .N2I10 MO NYSIA ,0MDNN DINVNNN
MORNI MIAYYNN TINN 353,020 N300 .Y ONONNN ,PPIND PO DTPN YTNIN ONMIYHVNIY

S TAN D72 THINWN D) MINSD M1y

NNX NXAP O7Y OAPNN IWPD NPT MPNDND NPND NONHM IAPY PY> vidw nyiyw  Hi
21N O vIidwa npown SHS ynn Mmoo yon 14 nn 7 mmn (WEB_ANALYZE)
WEB_ANALYZE »t»n n$ap o7y »1avnn avpn PP Mpnamn n»nan NN G N2
MINWNN YTHN MNP (3-N) 2 27y MPNAMN PNPIN NN NINNI ,NNIN MWNIAS non»nnn  Hé

WEB_COMPETET -y WEB_ANALYZE : n»an

,T2 - TYWNY TIANN PO DINN ,MPNI NRNMD) D OX ,DINRNNDNN 7Y MOINN) 1PN MIWYNN 1IN’
DN TR MPNI IRID NMIRHIND .NOIIN YN YIDIYN P2 YTHRN MNP ODOW ond nnon H2
DYPNN PN OIRNNN (Benign) 1own wvindwn Yy y1nn Mo HY mow nyawn nnnn H3 »avn

YYD TN NN AVN PN NYAVYNN PP TR, PVDLVD
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(direct) use use use
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Factor/index vanahble: Instru_direct | Instru_bias_info | Instru_bias_self | Benign | Sym_cynic | Sym_positive Per_3year
Web
- 22%% 24%% 06 2T7*= 24 19% 26%*
analyze
Quality of
. Web
web - 06 04 12 04 17* .78 09
information formal
Web
- 09 -03 25%* 28%* 09 12 J9%*
compete
*p=03
=p<0l
"

VTN VIV J9IN DY VITVINL XTINNN YTNN MNPN DY NDIMN MR NYAVYN POY I1PNNN
DMV ONIT2 MOVYNN HYAPN 107 2P YMND IPNN MY NNT NN NN DY) ,DOMN MY M
DONRIVIT PYN Y9IY PMININI DMWY DT T MNIN 96 DNIXMNN

DINNA OMPNNRA SMINNN PYTINA DY MNDMOPN IPNNN MYNI INY YO PN NIN 723
INH/IND HPMINNN NI0N NPPO MDYNI IPOY2 OXTRIDND PPIPYM SMINNN YD PYTINN
YTHRN NOONX 9NN PP 1PN LLIIVIRA TPYL DI IRD PMINNN PYTIND HY ORIV
MIMIYNN LYY DN ,DNIYIWI PVITOVPNN SMINNT YOI MNPH 12 VIOW 19IN NN NI
.(Benczir, 2005) 1996 MWN 125 LITVINI YAV PMIND YN NIXNY JIIV GN DY, 1PPINN NIPNN

YDNIN DY PRI NPNIAN OXY - TARD : DMIPOY DOVDN NYA NN DY IPNNI NNONNND NIYTND
2N 2T INNN DT RYN .OMININI MOLONN NYAP 220NN DY DOYAIWND IMIONI PIDD Y0ITOIND
NYPMIND MDD DY YT NYAYN DY IWPN2 NYIDNN IMYNYN GX DY ,Pniyd 1N DIVY IpNNa
JPPOY 172N DD DY DI DYTYY DY NNNY ,NTOY NPMIND M VO NPXD NPNND .OMININD
J9IN DY NOANIN DMINY DMVITVIND YIN MNPN DY MIYIRD NYIVIN NPYTA - MWD VININ
TN YXTN IURD ,72¥2 1OPON PN DT XY .IINI MNY MNI2 MOLIND 02PN DY YN VINIWN
12192 509N) ¥ YT NANN DY YTV .99 DIPVNI DIDION,PIV PN DXIIP0IINPNRY YN DY
T2 TN/ APPOY NNINY NN TOX T8N - MOONN DAPN DY 1R NYOIN MOOYN DY NPORYTM
DN NYHAY DP2NN DARYN AT DXIOYDY) DN NP THNM NN DXV DN NONY
DMNINN YTRN MNPHN NIIWNL DVN TR YTNN MNX NN DX PN2Y 0pn v (Gilad, 2015)
OYPN YNRN DND TY PITAD NI ,TI95 . NIN2 MOLINNN NYIAP MONN DY VIYIVM DMI»PN

NPPOY MIIN DMONINIVIAN PYHNNWN MY SMIIND DN VITVINI

Dy NNYOVM DMVYN DMVITVPND YTNN MNPN DY MIORN NDON NN )INIAD NNMN IPNNN NIVN
DININN DIVINWN PRV 1P IPNNN DDA DINNIN .0DMIN YT XMINNN YN YYD 1IN
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YTNRN NTID MITHINA YO ,MULYNN ODAPN MY VITVIRN ANINA OMPN 1IN YN DMOIVINM
NYAVNY MONMNNI MYV 1TNIN TD OV .OMININI MLINNN NYAP 22PDNNAY VITVINI XTINNN
YT DD DMN DY 1IMONT YN 7N2IYA PO YINIWN MND DY PO Y0ITOIND YN MIN
Varadarajan, 1992) wnnvnn NmM»Oyaa N»Yo NANY 1D DNA WY mudnn nvap Ponna

.(Menon&

DN NN OTNHD NMIAXD DMONIY DYHMN 29P2 NN DOVITVINRN YDHN MNPH MIN
DNXMHN DI NYIDY NOYN YNNI MNP DY NDIMN MR DNMNNN PONYA P90 DY ¥y
NN YT IN NNV YR OONNN YN MNPN XIpn ,Web_Analyze ,7NXD .11NMP10 D¥ mxap
S5y DYODIANN N DIV DMIMIN ONNNN MNPN 99N ,Web_Formal ,vn .mnd nnn mnwn
DNPNN JANY MINNNA MNMIPNRY OVNLVIR ¥R XD ,Web_Compete pvovwn N YN
™)) 7-9 1 Pa NMVA ,NNPNNNA ,4.71 ) 5.21 ,4.61 YN MMPHRN MINRY DMIPOIN VMY DIYNINNDN

APMMNNN21.11 -1 1.08,1.20) N1 PN NMLD DY (" TINND

NN O DY PN PPN NYOWN NRYNI DOVITOIND YPNRN MNPN YW NDOMN MPNY
22PN Y9120 XAPYN PO YT DTN 2NN DIVIDWNN DMV SY 1PPON NPAPN NYSUM

DTOM YN ,0NNNN SMPY 0T MINR) 01N 7 mmin WEB_ANALYZE nran mnwnn
H1 : mywn vidw 9200 (M) MO MY HOPIDN YR NPNIIN MNYIN YR 00000 YN
MMPN MNP 2PN WP NYL VX MY (0WNMNI) Hé-) 0avn vinow) HS (1w vinow)
,(1AVN NVIAN) DD DIVIDIY NIV DY NYIVYN D) ININ MIXXIND .DMVIADIN DIVIDIWN 2D YN
TINL,YTNRN MNPN 14-n TAN DI MION NN ITTY VPN DYRWIN (1 NDAV) NONNNN TION NI TN
MOLYNN 2PN 2P MOTY N YDH MNPN NNIAPOY XN N .MDINN 2207 DY 1INy Dopy
NN AUNR ,DXVN YN MDY DIONONN DN YN NINPN .OINNK DOVITOVINX YN NMNPN NN
DY YN INRD IYP,MIANT MOVONNN DIAPNY XTI MDD YPHN DM DN NYITIN YN
YN NPNIIN MNYIN YN 22D P2 DNHN 027N . PIIWHYN NN NMY 9N D INIDNa
V)20 YT DXTNY ,0MVIAVIN DINND VITVIN MNONT DIOYINT ,ANN ANIN2 NVNN IPIDN
NN DY R, DIYITIN TMPTNA ,NMDTY INNN DIAPD D013 MOLONN MDAPNY 19N ININ DI
IVANIY 19IND MINNNN MIAND PINNI DMIPY DY 2001 YT INRD 01> DINNY NN ,NONTY
MYNWYNN .OON ONIDIT M9Y 7157 1IT OXIYY ,0INNNN HY DMVIVON G D1VPL DIMNNY INNY
NONMNN 1T OXTNN NXIAP ,TI NONN YNRN M9 DY TIYND YN DDTYN DOMNY NN NN
MONY DN DXVIIYN DY 22PN 19N DOWAYN T 9N DMOWHWI DXDIMN YR MNPIY

.129 MdYN YN

MNXXIND) MIYYNN P DNX RO QN TN R L0710 3 95100 WEB_FORMAL nr7an mnvnn
NMNMPHRT NPRYI 2D NIN TIT MIVAN 9201 (NN TION PNIDD TR NN WIDIWN DY NYAVN ININ
NPINND YN OPY YINOY MUY YPINY 7N Y172 NIV DD NPNY N1 XPNT ,ODNMPHN NI
MYNN VITVINRN INNI DMINNNY MPPOY DXONMNN LIND DHDIIN DTN .TAYTI PMOVLIND
DYN) 1IN IV TN .INNHD NMIAN DY MDNAY DIMNANID) DINNNN DY D10 MINYTTY PVIAYIN
YR MNPRN INY DXV DIXIM DNPN HYI RPNT ,DOVINY XMIND YR MNPHI 0X0IM

.DINRN
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(o) Hé 7251 nnx naywn »aon ,oT1en 4 550N WEB_COMPETE nran mnwnn
D) 3 391 . WVWNIN TION NI TN (AWM NVINN) DXADN DIV MY DY NYAVN INIT MINNIND
NONY 9127 ,1910) NPYIDY — OMOVNT NNPNRI MIAND 12D .11 NPYINVA NI 110101 1N
MINNI XNV YT 12D .(NDMNIN NPDIDON MNNOYA DIDIY) DIN»PN DIWINN DONNI NI
APYNRM YNRN DMIYA XIYI 1910 NPYINIWY 9201 19N» — DX PN NMIATY ,DXINNNN HY VITVINN
NPNRY ,ARNYA 2NN OMPYN NIOR ,N2T 29 NIVA TINN DINNI OMNINPY INN APYNDY PP -
MINWNNNM 10-) 9 THON) NONIY APYN YMY MIYINT MIAN NP DD INMH T2 RY 11D MNVDIN

AWEB_ANALYZE nran

WEB_ANALYZE ,n7a o©)nwn MmN MY 7y INRD Nonm (0owsa) Hé  naywn
omx WEB_FORMAL nypnn nsip .moN > 10 (14 7inn) 11 05950 , WEB_COMPETE -
TPNDNPN NN NYAPNNY NPNIIN IRNIND NIND NIRY OY TR ,7PDININ JNN2 NPNI NINNDI KD
TINA NXIP-NND N NNSY N9 NNIIAPD MVIADT VINNA NOXD YD PIXONY 1N PN NI Pad N»a

.DYVIVIN YN MNPN DY OOV 9o

DINN TN 9200 1IN L,YTNI DNYN DWWV MIYYNL DIXNNNND DY NN NMNINN
VIV MAPYN YHVINTIVDINN WINIWN ,DINRNNNN MY DIININ DIVIDY DNIN YD DN .NIWON
APNND RYN INT — NIANND DY XTIINNN NNIN? DY DOWIDYN IRYND INY DOWAWN IAPNN ON2D0N
12, TUND IPNN DGR MIPNTHD ,DINNNN OMNPIY MITIND TR MPNANM INSDIY MYV TN

2N DPTPNRYY NPHNIY MIINT DIDNIN VIO NV

SV STIND 7Y ,VITVINI XNINN YN DMV DIVIDIVN NN PNIYY 1MV NYNRIN IPNNN MY
INNINT NNV IIVAR NIY NNYRIY NI NN A1PNNN MIywnn 5 .Menon & aradarajan (1992)
DNNYND 1IN ,NNON NN DY YPHRN MR Nyawno non»nnn Hé naywn .o»nx 0Mpnn
YTNN MR D ,NN»N 09PNN MYV NNX .Teo & Choo (2001) Y¥ DIpNNN DI9IYN DINNNDND
NNNON ,MDIIN N :DXTHN 3-5 MONPNNN ,NMIVIVON MYIN DY 22PN WP M YVITVINND
Dy 0) NYOYONI NOM DIPNND ONSNND 7Y NDNAN) L,THN 3 DY 1N NIWWYN DI MDW) NPDY

JPNRNDN

NN MILYN

DITOVPNI NIPND NIV SMINNN YTNN PAD [, IPNNN IRXNNND NYIVN NIVNN THPVYND MIPONN
oY DT YN MON DY NPAPN NYAYN NNITINY NTIYN T8O OXIVI DDMN 19P2 YMIND DN
YTINN MIVN DY DOWIANN - YOI NTIWAN NN DOWIDIWN 5-1 2 DY JNDIND DY ONINNN NN
TN, PN VI YN AN 21T .DINNI D17 VITVINL YTINN MNPN IND .VITVIKI SNINNN
D191 XY N (MDY SPAD) DN PYN TIONOXINDT NPN MNPHN VIV NNI ,IPNHNNN N
MMNMPN OY INY NIV MIDN YD ,NNND 1N (IPON YANNVNN YOV LYNI) DT MLVINN PIAPNY
MNTPNN PNAD I JN TYNRN MIPNNDY ,MMNPN DY AN NINI NPYINIYY NXXIAN ,DMNWUN YNN

.DONNNA IPNNRN MIYYN INYI NNDM

,)P0T ANRWN 1N ,NITIND VITVINI YTIIN NINN MDY SNNNI PIMRNIN NN PN YPOY NN 93 Oy
10 P00 PN IPINIY YN DY NN NN DT DMIPNI ,NINRNIND L2170 DN MDY 900 v
VOND TOIN YTINID ITIPID YTNIN NN DY NUPNHY
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PWTIN NMPPO DY NNY NP .OINNY DANRYN DY THITIW) NINSPN NN XYND MNINSD THN
Y DYARWN NRSPN T DY NNY .L(Gilad, 2015) 51N YMINNN YN NXON DX MIANN TYN XNINN
YT DPODNN OMNNN YN OPOD DY MIVPNN 7Y INA ,DINNA NNHNNN NN NN DN
NPNY DI N PPN NNLVP MIANA TN IV YN VOIDIN NIN INITIND .ANNNI 19190 PVIAYI
D) NINNDD 1N NP OVIND TN ,NONTY 2P DINNA POIWN PVIADY PPIN Sya Dy NoVIN
GT/P120»9N TINY/VITOPNN INN - VITOVIND NYPY NN Y52 MPOWN NPXPNY NNLP MI2NA
YNRN OINNA D) YIVD MLPN NIANT DI IMNX DY PVND NPYD NRIN I ; PRTPPDA NHAND
172NN NOMN H2IN D .(NTOW PNIND YITN DT IPNNA 1IPDIV MIIN 190N) LITVINA SMINNN
DN TN DMONND OMINNNN NN NYTD POXDIAN TNXY  NOMN-MDY >NNNIA 9N 20 YN Hapy
YNINNN YN MNPN 55D NN 9N MONY ININD DOV 13 7772 .0OWTN 05NN DY 20)ND DMWY

T 2IVN YN ANINND NOINRD MDY NN TPND) DA GTYNY ,0ITIVINI

TOIVN YTNRN DX PYYN ,0IIVINI NY OMVIADIN YT YINID NN TIDY NYIWNN 1IN ,TD N T
DY»POYN DXNVNRN DY THNNND NIAND YHOM PIMINNN N2XA0N DY NI MVLINNN PDIAPHN MY
PVIND NOYY

nIPNNN NMINN

LOVITOPRN YN NNPN HY NDANIN NIDNA NYTNN TIPXHA NIN IPNNN DY MITPRD qG0INN TIVN
N ,N0PAN NN DY MOONN DAPN T DY YN VWD NN DY NYIVYN NYID Yyl D0INO
5y KBV-n mmapy nyavinbd nyonx mTy NN , 752 .01PpoyY MNand ymnn nnn N vHTHy

MVIVON PNNND KBV 5w nipivdna nomn 9un ,0oysda

ARWNN N YN D nydpn KBV y1n nooian nwnin mmxon Xin NTayn SY sumNonn ypn
pPNnNn ©oaa NN Y 9T WVaradarajan -y Menon H¥ Y12 ¥imdwn 57107 ;9012 23WNN ININD
2y DWIAYNN DMDINN ONN) (NPWIYI MPNKN) YT DY NDIN) MION 2357 NY P 1M1 DTN TN
oY NOD1N MIND NDMN NN RVIAND IPNNN DY G0N TIVN ,TI0 .(MPNHN) 0NN THN
IPNNN DTN 12¥2 NHNY 29D YIVN MND D 0N DwIv (Teo & Choo, 2001) YN MMNPNR

.Varadarajan & Menon (1992) v

pNRD MY

aPN MIT NPNAN TN NNMN IPNNT NODIVIIRY NTYM DXTHA NTHN DANNVNHN 19010
LDINSNNN NYYINY NDIDM MNNONN GPINT DIMIN ,NMIINN DY DPPOYN DINNN MLINNIN

Y2ONN OMINNN PYTIND DINN DY N2 IMYNI APY NI MINDNY NPPI NMINNIN NPIND NN
INNIND 0N .DINNA OOTIYON DIPOIVN DY INY 17 7901 DY TPTIYHN MONMNNN NP WP
DONIND STNINN PWTIN OVIR DY NP NN NNITY 12N X ;MOINN ODAPN INY MXT o0

.MADN MIYYN NIADN GR IDINT,NNY TN DINMN NN NVRND NNMN

YN YN YIDYN JI9IX NPPN NN NIND MINT .NINI PNV IDINNHD DXONINA TRNNN IPNNN
U007 100 )NDIRND OWNINIAD NYMNND MOVONN M2IAPNN DN DD DMINNY MVONN NYIAPY
AN OARYN TINDNOV
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) NN ,TPAONAD .17 HHI5 YTNN MDN MNYN NPYTA NX NIND TYNN IPNNI XDMN 90102
0NN MNYY NPT DOIPIYN YT MODN YD PN NPITIY MTYA PN NPYINOIVN 2309
MDONN 297 INY NN 2IN DY N2NDN NIV NNIND A0 (MPYIDOY ,NPIDTY  MPNN ,MDYUN
NYY DN PYTY 11910 MDMNI MY ,OWND YTRN NPN JY INPMTN 2°37 ON D) NN MNUND

JMPNNINA IMDWYN DY AN VINIY Y 1NI

DOVIOWN P2 IHIND SMINNN YPHN SY MNMIN NN P2 PN DN NPNY DIWSN DN ,)N0Y
TR SY NP — 1PV OIINNN PYTIN DINNA PPYHN PIINNY DXANWNN P WPN NN ;YN
NUNY  NINKIN WO 1092,y
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The Future is with us — careers and labour
markets as ecosystems

Yehuda Baruchs

Abstract

The purpose of this paper is to provide an overview of the state of careers and employment
systems in the contemporary local and global labour markets, using an eco-system perspective.
I discuss the theoretical underpinning of career ecosystems, and use cases to manifest the
ecosystem nature of career transitions in different global and cultural contexts. To understand
career decisions and their outcomes it is critical to explore the way different actors perform
within both internal and external labor markets. I argue that employing the ecosystem theory
enhances our understanding of the roles and relevance of multiple actors at different levels of
analysis. Individuals and organizations may benefit the planning and management of careers

by realization of the meaning and value of the concept of careers ecosystem.

,D"9219)M OPINRPIDN NTIAYN PPNV NIMIPI NPIDYN MOIYN A¥N DY NP PIND ,INNRNDND NIVN
0022 37T MR INNNA .(eco-system) NPNDIADN MOIWNN NOMN DY LINN MTPI2 VDY TN
YINT NN WNTNY OTO2 DOYWPN MNNA WHNYNY ,NPNIIA0DN MOIWNN NDON HY VNN
NN PANY Y7152, MYV .0V DPNIATM DMD1IY) DMIVYPNA NP DMV DY YNIAD-INIIWNN
DM IMYNNINIY DIVTN IR NPNI NN ,NPIVIRD JTPMIRNINT MIIP 12)D MNYN MOONIN
MOIWND NPNNONT YIDYN .OMNPNN DPNYA I DI DOPNYIA 0 ,0MVN OIPNYN
MM MNI2 OMYN DIPNYN DY NPLINMDIM DITPIND 2)0 NN NN IV N, NPNIIAON
MYNYNT NN MYINNRI MIPIP YW DIPIN IOND NN 19WY DMYY DMNIN DI DOVII O) NNV

NP OV WP NYNADN NOIWNN DY) IR DNMIRNDN DNWIND DY TIV

Introduction

The world of employment and the landscape of careers has changed significantly, as
acknowledge in a number of works (Arthur, 2008; Baruch & Bozionelos, 2011). While many
elements in the labour market remain the same, true and significant changes are taking place.
Business firms and other organizations still have employees — but alongside these traditional
employment relationships, other entities work for those organizations. People perform work
through a variety of contractual arrangements — that are different from the old-fashioned
employment engagements, both legally and managerially. The system is more dynamic, and
there is more flexibility, stemming from complexity of both organizational and individual
needs and requirements. With technology progress, new vocations have developed, whereas
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other decline or were eliminated from the labor market. Many roles that were traditionally
conducted by employees have become redundant, moved to automatic robots and even
transferred to customers who may be invited or expected to perform certain types of tasks.

Globalization adds to the ever increasing multifaceted and dynamic work environment and
offers new career path. New work arrangements apply in conjunction with traditional ones.
Flexible work arrangements include part-time employment, short and long temporary
employment, via agencies or otherwise, independent contracting, outsourcing, franchisor-

franchisee co -employment, and different time and space flexibilities.

Considering the many changes to the traditional employment relationship, contemporary
employment relationships are not always represented by full-time paid work on a long-term
base. At the same time, the traditional psychological contract has changed to one with new
mutual obligations and expectations (Arthur & Rousseau, 1996; Herriot & Pemberton, 1995).
Furthermore, many stakeholders exhibit interest in the employment system, multiplying the

nature of interactions across the actors.

To better understand and analyze such ever-changing field I offer the theoretical contribution
of career ecosystem framework. I will start by explaining the idea of careers as eco-system,
building on earlier work, the general filed of career (Baruch, 2015), global careers (Baruch,
Altman and Tung, 2016), and the specific case of academe (Baruch, 2013). I will then refer to
some of the above mentioned issues and factors, and analyze their relevance and impact from

careers and labour markets as ecosystem perspective.
Ecosystem theory and careers as ecosystem

Already in the 1990s, ecosystem theory was developed and supported as a compelling theory,
complying with required characteristics of theory, and exploring the potentials and challenges
relating to it (Muller, 1997). Ecosystem functions constitute a set of relations across various
actors within the system. These ideas of ecosystem theory (Muller, 2000) can be adopted for
understanding careers and labor markets (Baruch, 2015), both at local and global level (Baruch
et al. 2016). This is a process of theorizing, expanding existing understanding to a wider context
(Weick, 1995). In these markets, a number of players act and interact with each other. The three

main actors in this ecosystem are employees, employers, and national systems.

I offer the career and labour market theoretical perspective of ecosystem because it represents
an overarching framework to construe and analyze career mobility within and across
professions, organizations, locations and particularly frameworks of mind. It is particularly
useful to advance career theories because they are typically fragmented (Arthur, Hall, &
Lawrence, 1989; Lee, Felps, & Baruch, 2014). Adopting the ecosystem theory perspective
enables the career scholarly community to deal with the combination of multiple actors and the
different levels of analysis. This suggests a way to decipher the black-box of how a number of

factors influence career mobility decisions.
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Within management studies, an ecosystem was defined as ‘a system that contains a large
number of loosely coupled (interconnected) actors who depend on each other to ensure the
overall effectiveness of the system’ (lansiti & Levien, 2004, p. 5). In a complementary manner,
business ecosystem was defined as “an economic community supported by a foundation of
interacting organizations and individuals — the organisms of the business world” (Moore, 1996,
p. 9), in line with the open system approach (Katz & Kahn, 1978). Interdependence among the
entities comprising the system is a clear feature, but co-evolution does not happen in isolation
(Mitleton-Kelly, 2003). Following from that, Business ecosystems have a dynamic structure
consisting of an interconnected variety of organizations (Peltoniemi & Vuori, 2004). Viewing
career mobility as part of an ecosystem provides us with a theoretical platform to depict the
related interdependencies and dynamics of such a system. These systems function as an

analogous to a bio-ecosystem (Peltoniemi & Vuori, 2004).

The following characterize ecosystems: Multiple actors, interconnectedness, interactions and
interdependencies. The main Actfors are individuals, institutions and national entities (also
communities). Individuals communicate, act, react, and make career decisions (e.g. stay, move,
change career). Institutions are typically the employers who traditionally tool control of career
planning and management, initiate career moves (promotions, assignments, including global
moves), and manage people as they progress in their careers. Governments set rules for the
system (e.g. employment law) and develop talent (e.g. via national curriculum, training and
regulatory systems). The nature of contemporary careers is such that inferconnectedness is
complex: apart from the legal employment contract, there is also psychological contract
(Argyris, 1960), which has changed significantly towards the 215t Century (Rousseau, 1996;
Conway & Briner, 2005). Lastly, there are major and minor inferactions like the basic
transactional exchange of labor for wages, but also the development and continuous
adjustments of policies and strategies at the firm level. In the context of Interdependency;,
organizations rely on their employees to survive, perform and thrive. They depend on
governments and other statutory bodies that regulate the ways to conduct their business.
Nations depend on human talent for their productivity, which at the aggregate level enables
organizations to creating national wealth. Reaching and maintaining overall effectiveness is a
state of perpetual motion. Careers and career moves are subjected to the interests and
motivations of individuals to develop and progress, but at the same time, career development
depends on organizations performance that can improve or decline, many times due to external
factors like global competition. The jungle rule of the survival of those who fit is valid, and
those who do not fit, or are not ready and able to change are left out individuals (Hall, 2004),
organizations or nations (Solvell, 2015).

Some of the major considerations are seen differently by different actors and the influence
vary, depends on the level of analysis. Individual personality will certainly be relevant factor
influencing a person to decide on a move or on career change, depends on how risk averse they
are (Douglas & Shepherd, 2002), but national culture may influence the propensity to move for
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large mass of people, subject to the cultural norms, for example regarding ‘uncertainty
avoidance’ (Hofstede, 2001). Significant and meaningful variations exist across nations in
terms of how tight or loose their culture might be (Gelfand et al., 2011). Tight cultures are
characterised by a number of strong norms coupled with low tolerance for deviant behaviours.
Loose cultures are characterised by weak social norms and a high tolerance of deviant

behaviors.

Another way to demonstrate differences is to study the importance and relevance of the
‘employability’ agenda. Employability is a critical factor for individuals (Van der Heijde &
Van der Heijden, 2006), helping them to navigate their career within the labor market with
certain self-sustainable ability to acquire a job if needed. Even if the perception of or believe
that he or she have acquired employability is flawed for specific individual, he or she will
benefit from such perception — unless in a real need for a job, identifying that that it was merely
an illusion of employability. Thus, formally employers offer ‘employability’ (Fugate, Kinicki,
& Ashforth, 2004) to their employees as a suggested new psychological contract, but in practice
they do not always believe in or internalize the message of employability (Baruch, 2001). The
self-perception of being employable causes people to believe in and sometime to try to push
the boundaries of their current employment. The investment employers make in their
employees, alongside educational and legal systems that are more or less open to boundary

spanning activities are manifestation of the ecosystem nature of labor moves.
How it works — real global cases as examples

I bring the following as illustrative cases that manifest the ecosystem nature of talent flow in
different contexts, including the Israeli case:

China: Rural migration

The most significant population move in the last couple of decades is the transition in China
from the rural country to major cities. The rate of growth of major Chinese cities is
unprecedented (Miller, 2012). The magnitude is exceptional, with an estimated 155 million
people moving by 2010, though there is still a paradox of growth in migration and skill shortage
(Can, 2010). The push and pull forces are clear: There are more employment opportunities and
more money in the big cities, though traditionally Chinese people prefer to remain within the
vicinity of their core family. This migration is an example of a need to reach equilibrium in
terms of employment, life style, and practical economic survival. Under central government
policy, a relatively low educated population is moving to cities in the search for employment
and better future.

USA: internal and global migration

Several trends co-exist in the USA. Global mobility of migration to the USA was very high in
the 19 Century, declined to totally zero due to ban in the early part of the 20t Century, and
since then is growing steadily, with two prominent segments: Those who applied for green
card and received it legally, and the significant number of illegal immigrants, mostly from
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Latin America. Geographical moves take place too, and the deterioration of certain cities
(Detroit, for example) alongside flourishing of others (Chicago, for example) offer evidence to
these trends.

Luxemburg: National vs. neighbouring countries

Two thirds of the workforce of Luxemburg enter and leave the country on a daily basis. The
138,700 who “commute” daily for work to tiny Luxemburg (population 530,000) arrive from
neighboring France, Germany and Belgium (Schinzel, 2015).

Israel: National vs. neighbouring countries vs. global

The Low/mid skills workforce, in particular in the construction, hotel industry and cleaning
jobs and care are professions less desired by native Israelis. Before 1967, Israeli-Arabs were
employed in many of the low-level jobs within the construction industry. After 1967,
significant numbers of Palestinians entered the Israeli labour market. Yet, inputs from a
different system — political and security related — caused many restrictions of these prospect
employees. As a result, other sources of employees were sought for. Till today there are some
90,000 Palestinians working in Israel, some 2/3 of them legally. About half of them in the
construction industry, many others in agriculture, cleaning and hospitality. Due to the above
mentioned issues, many work permits were granted on temporary basis to foreigners, like
Romanian or Portuguese and Chinese in construction. A different market is for the elderly in a
need for care — the employees here are mostly females from the Philippines, Romania and
other countries employed in the home-care service industry. At the same time, there is a brain-
drain phenomenon where many highly educated individuals leave the country to work in

industry and academe in western countries, most notably the USA.

UK - choosing location for call centres

When firms in the UK establish call centres they look for the best fit labour market. One option
is to base the decision on labour costs — but full command of the English language is critical
too. Labour costs in India are much lower than those in the UK, though other EU countries like
Estonia can offer certain competitive costs. Even in the UK, unless the payment is at the
minimum legal wage rate, there will be differences across areas. Scotland offers better deal on
these grounds. Unemployment level is another factor to consider, in choosing within the UK,
and cities with high unemployment rate are attractive locations for establishing new call

centres.

Discussion

The view or conceptual framework of career systems and labor markets as eco-systems is
novel and intriguing. It adds to the theoretical development of the field, which is an essential
ingredient for knowledge development (Suddaby, 2014). Muller (2005) suggests the following
questions as worthy starting points for discussing ecosystems:
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e  Which are the relevant processes in the system?
e Which are the respective storages and pools of energy or nutrients?

e  Which are the flows between these pools? Which are the dynamic developments of the

processes?

e How are these processes regulated?

All those questions are relevant and can lead the way to further investigation of careers and
labour markets. Career systems are influenced by the wide factors of economy (progress, crisis,
downturn), migration, technology development (information technology and other), role of and
changing nature of the family. Political system influence labour markets in many ways, taken
narrowly, via national system of values, and practical system of training and education.
Mechanisms for job search, salary adjustment, occupational choice, are just a few factors
operating in the system.

Example — individual level:

One indicator of a live system is the way changes in qualities and characteristics of actors
enable or disable their success under different circumstances. Qualities that were fit for the
system in one stage may not be sufficient, and might even be detrimental to success at a later
stage. In the industrial system of the 19th and up to end of 20th Century, stability and
compliance with the hierarchy promotion system was an advantage. To progress to the top one
had to be stable, accepting career path suggested by the institution, and keep stable. With the
so-called ‘New Careers’, being proactive (Seibert, Kraimer, & Crant, 2001), using protean
career (Briscoe & Hall, 2006) or Kaleidoscope career model (Mainiero & Sullivan, 2006),
crafting own job (Niessen, Weseler, & Kostova, 2016) were signs of minority non-conformists
that would take them out of the main stream. To progress to the top one should now be
dynamic, challenging traditional career path suggested by the institution, and keep moving in
multi-directions (Baruch, 2004). The development of new career ecosystem requires different
values and work/life attitudes.

Conclusions

Amongst the actors characteristics are individual career orientations and perspectives and
organizational career planning and management, on the one hand, as well as the relationships
between these and career moves, either local or global, on the other. Employing the ecosystem
theory enables us to discuss the roles and relevance of different actors at different levels of
analysis, trying to understand the reasons for and the outcomes of mobility decisions.

Looking at the way different actors perform within both internal and external labor markets is
critical. In the career dynamic ecosystem there is constant flow of human capital in multiple
directions (Baruch, 2004). The ecosystem operates at the micro- meso- and macro-frames of
reference. The micro- meso- and macro system can be individual, organizational and national
levels. The ‘flow of human capital’ takes place as a dynamic talent flow of creation, re-shaping

and dismantling of organizations, as well as national variations. With developments in
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technology and change of values and norms of behavior and expectations, the traditional
boundaries of the system become blurred. In certain cases they can disappear altogether. In
reality, the system cannot literally be fully boundaryless (Inkson et al., 2012). At the practical
level, managers, and in particular HR managers may benefit from understanding of this

perspective or framework in order to manage their talent.
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50 7Y NP9AIRT 707AT 022N MWORL 2NV T 9V NO9AIRR 23NN R 8

" Vienna University of Economics and Business, Austria
8 Middlesex University London, UK
% Sheffield Hallam University, UK
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NPNIWY DY NINYNNN DY 1D ,D0IN0N ¥ TP MyNwn [ PHX L NPVIMNX NP NIVINDD
Sy 725 DN LY DOMYOYON DMIAVYNN DY 1D PXNDPIIN DIP-TIM NN NONTI MNNYN
NI NTIAYN DIPNA NPIMIY NYNNN .(JMSR, 2014) 1010 1NN TNNN DYIN,N09IWN NYIYON
e.g. Major, 2013; Miller & Ewest, 2013; Neal, 2005; ) 12w 1owym) mapnNn 25 NN DY NYIND

Academy of -2 »nTy YN DY PRy NP NP Y IR MR ) (Tracey, 2012

NXAPN NYWH TYNNA YUTIND VIVIX NYP 11 N .(AOM, 2014) 1999-2 Management (AOM)
“Journal for Management, 2004 NMw3a >TY» NN TIO») (2013 ,AOM) NPONNS TIOND THPMMD)
Spirituality and Religion” (JMSR)

NYPA PYTINNY IN NN D02 DY 11D MORY DY .0MVIPD MNP MYYN D) NIYN 12N TIINN PN
MYIY DIV KINY ,)INIRM YD MAVIY W OND ; TIRND NNYIN 29N DX NNMY DTV DININ DY
DXYONINN DXTAW Y915 ,NTIAYN MDA MNT NN DY ONNIN DI TTIINND TN ; NIV DN XD NN
» ,wwn 03 Yy (Lund Dean, Safranski, & Lee, 2015; Brown, 2003) 7M9 X 7ONT NOHNN YD
N2 A7I0VN NVHY N, NPYOY MOHWN Sya YN I8 D) NMPNY 1D NTIaYN 0PN NMINY
Lips-) nus-nnydn mvn mynvn Sy NS  pMya) )IND MIVN NHapd N9NT ,NTavn

.(Wiersma, Lund Dean, & Fornaciari, 2009; Brown, 2003

,DOUN NINANY 1IN PPN AMMNNONNIN Y5 ONX DINYD 112, 0INNN MIANINNY M7 AMTY W Tya
221252 NYY N2, 0P DMNMNIND NMINT DY MWD NN NIIRND NPNM NANIN NYNN OX IN
9179 DINNHN MYTN NN DIMNYHN NN MDY NMIPY NYSNA PTD MPNA VYN POIND DNPN NN
NTIPI2 VINOW D DAYV NN .NTIAYN DIPNI NN DY YN OIND IR NPND 1N 19T ,WNN YIRYN
MNVYNNA IPNN MOYOWI YNRNYND N NIYOND NN DY NIPOINDMTN 1D Y PNRN IIIND VIN
NYNN INNDY DIWN ,TOYIV NN N N/D) .DNMA NNINY I YTN DINNY NYNLNA D)7 D3N
SV OVNNN PONN MY NPINK MDIND DI, NIdWN DY 2N NN D0 X7V 121 ,20-N NNNDD
NN TPAN DYAd HPN DI N’N) .NTIAYN M DY MNVIVON DIN TIT OPOY TIV IX»ND) DNN
TNHNRND MIANNNY T DY DONIN NYYNY DXTAVD NNNI IXPNY 7O DWND ,0NININ DY NDNINNI

.(e.g. Fry et al., 2010; Kaplan & Norton, 1996) m72)n

DIPNA NN N DOIXRNP NDRY ,N2WN DYNNNY TID ONONND DN NN ,MNNA NIV ND
,ITIAYN DIPN NI NYNNN ,NTIAYN DIPHNA NMINID NYNNN D ,0MY MNYIA NINIPI /DTN
the positive organizational scholarship 17290977 11221077 N2I20X NYNN MO DNYP DIINM

.(Bell-Ellis, Jones, Longstreth, & Neal, 2013) movement

NPIMIM MNIRN OINN DY MNYNRIN DNYA ,(2013) NTIAYN DIPHI NN PATHN PINNY 19D
NMIYNNY NN ,NTIAYN DIPNI NTA NPIYNNY NNT : NN VI MTIPI XNV PN NTIAYN DIPNI
NNNX D5 1IN TN T NNNINT NPTINDI NPIMNIY NTIINT OOVIND 2 .NTIAYN DIPHNA NPINMIA
1927 APNN OVINY DMININ FWIX )OI DY ,NNT OY .ONOY NINITA NMIVN NDPWN NMNON MDDONIN
MMPN OV NNIND WIND NNWN NTO WY NN DY NTNDA TIY W 0D INNNDY ,GNMVND 1D INY MIND
SV NYYINN INYN DY T2 DT IPNN TN ,0”VIND DXDTIN YV TO2 DN NNIX T )90 .NTIaYN
D»VINDN DMTINI PRYNND ONNYNRN DORNP /NTIAYN DIPNI NTY NMIMI NN TITHN
e.g. Houghton, Neck, & Krishnakumar, 2016; ) Nt 23wn DINN ©X2>NINDN OMINNN POYD ONNRIN
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Miller & Ewest, 2013; Phipps & Benefiel, 2013; Kinjerski & Skrypnek, 2004; Brown, 2003;
.(Ashmos & Duchon, 2000; Gibbons, 2000

nory

TN’ IN 0NN TAN NPN PRIYD PNIAD VYNIN ,NPIMT NP DINNT MIDD NPPD Mapya
DYININNDY DINTIN DIINRND DY G0N N PITIN .(Neal, 2013) »NTayn MMIPNI NN NNNIND
TIAYN NIMPNI NMINMMN ININN DY DINN2 DXV DMIPINT DNININ MWIN YT-5Y 1ANNY OMIPNN
LDMNIND DYDY DY NPNTPR VAN MTIPY DY NDOPWa ,0INNN DY TPNVYIY 8N NNNN 790N NIN
GOIN NODION ,NIMNIND YYD P IPNNNT P2 W) NNADY NANT NPPD PIOY NN TTHN NIVN
PN HY P KD NN N 790N ,NTHIAYN DIPNI NPINMNA DXPOIN DINND) DN DY PPN

.(Neal, 2013) Tnya ©INN2 NNONNDI MDY WYY NN DY PNIN DI XIX ,PNONN IPNNT HWY 1M1

NN .DAMD 55 1NNOD MM ,D¥PI9 44 5510 ,00PDN NYAVN N2, 1PDNNI 2IND DD [, PIYTHN
INNN YY NPNT VAN MTIPI ,NTIAYN NIMIPH NPINT NNNNI NPDIDI NPND NI ,DORV) NN
2y MW NPNNON L(DPNRNIND HYY NPNODIN NPT, NPVIVLDLINY ,NPINN HD) NTIAYN DIPNI
1Y ,NTIAYN DIPNA NN DY DTN NN ,NMY MPDDXD?T MIASWNN VD TP ,MPOMIN

JPOIND 2YN DXIONDNN /NNY NN DY DIAND DX WD ,NYYNM YN DINN

9510 ,MATN DY ,DXANP DMV D91 [, PIATHN DY N’ DINHNN NN MDD NPPD NI
N2NNY VPN 959 DY LOPVLA DNYINN 9D 1D DIPNN .NMY NMNPD DY NI HY NN DINNP
WA NN MM TWRI ,)9IN ININ NNN DY 99D VIPX ININD INN NP ,NONTD 12 NYam
192N0N VIDNN MM IUND Q0N .NNN DYID 1190) )0 ,NPDO N LOVYNI NNX DYIN INY
MNP DN MNPV DIDMNIN YNDIN DI D) T .)I90) XD ), TPON NITHIN N NINND MON»NNd
MINNIN 42 NOYN /O30 DNPY 1D DT DIWIN DD WIIN YIRYNI DINDY AN INK YIDNT .Y TN

.Mapn

NTYN DIPNI NMINIA NN PPN

NPV MSAPN NTIAYN DIPN NMNT TNNNK OIIT YN PNIAD TITHN MIVNN NNNX NN N
MnN .(Neal, 2013) 1179 qON MNWN MNOND 1D OND IN VIR YIRWYA D172 MNTRNNY NMIYTN
DYINN NYAIN NI DT DY) NTIAYN DIPHI NPINT YNN YIANWA 517 P DIVP 1D W8N NHY
SV NNOYAI NN ,NYN DIMINN NYIIND qONI I NTIAYN DIPNI NMMIT N/D) MIANYH DY
NVAYI PYTYV 1NN NPO DY OONY NIYNN AN XD NPND DD NONX /DMWY DD DIRVY
NMPNI NPINT X7NDI DY MOOWN DY (DY DXOD) DINYLN) DIMINNN NYIIN .TIMYNDYNO
: 11297 790 MTIV DRV NN/ TITNI JNNIY VIV DY TV ITD2 DN ,NTIAVN

0TIV NPNHTIN PPNYOPIN DOVIVND IRV .1
DN NN OO, MINTN
DPINY MNP NN
DT 11PN DY)
LDV DYDY DINYY

R WN
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7293 HNINTIN 1NY IPINY DYVOYN DINYI

DIPNA NPINIY NN PA D9NMYN XD WP JIDY 25710 1D (PITY) DY TN NORYY MIWIN 920N
DOVPTN DOVIYN DIMIX PN ,Sullivan 35 >IN ©o1a Yy (2013) Sullivan > 5y 1% ,NTaYN
PIND NNKID .OMININD NN NNNNXD NYPN 12T 53 NPWN MNP 19IND ONMNDN 199 ,0MVIVN
(ONPIIND) PINNY DIVN NXINI NN WD MINTD D ,Sullivan » Yy Y0 ,NPIOYNI NPNHRTIN PNV
T DONYD ,DMIMA DRV 2IDPWD NYITHINHND MOVONN .NTIAYN DIPNA NN OHDD 19N 70N
90N DY MODIAN NPNY MV, JNIND 7TIY DY INWN NI WY 1PN 7PAY NN DY YOIN NYINND
N DT DY IRNIND OONYDY ,NTIAYI NPNHTIN PNV OPIN NP DY DININD YOI DY MM
.(Sullivan, 2013) DPINN S¥ YATING NIINIY NNIYINI

NPMNTIN I DNRNN )N NPXN NPIDYNI NPVNTIN PPNY PIND DNYPN NN INWD DY NTaY
MY 27NN NONTI NPIDYNT NPVNTIN PNY DINN MODDIAN NPXIN MTY DY MTNA .N'NIY
LDPMRNM OPIND DX N ONY IPNNN TN .NTIAYN OPIND NHIRNN NOVIANT R7ND YDNINN NN
Management, Spirituality and Religion )02 ownnn ny Sy ynxna (2013) McCormick
Mitroff (2003) ¥ 1190 MD9N D WHTH NXIN .NTY NN DINMNY N7 P N9*aNn by wasn ,(MSR)
NTIPII NPIYNN NPNVY N ,NTIAYN DIPNA 5951 DN ,DNMISN TIND DIPN ND W NNNIND NT 1daD
PON O .NT YPI DY 709N DY D01 DY MYIANd (217NN MINAD) NI 1,19 1D .1PLAVYN VIN
D>72Y DY DPNT D¥I98Y PNHIND NN DINNNY WIN YANWND NN DY NHDIDN MVIYNT DNPINND
TN DN PNIAY DIDIN WIN YARYN MmN (McCormick, 2013; Sullivan, 2013) 9wann N1
129N TN NARNN IN ND2AND NPOAN MYV M) NI ,0INT DIIIXD IR DR OIRNND 1N
.(Sullivan, 2013; U.S. Equal Employment Commission Compliance Manual, 2013)

NYIN DY YTTIINN KXY 0PN JPIMNX AR NP2 MNTPHRY MIIND MNONT PADn ' PITIN
,791Y .(e.g. Day Spring Greeting cards; Akin, 2013) ©>72 DY) S¥ NPND DY PMYNYN NOPOVIYN
SV TIOIND 1N NPIDINA HYNY 1D ,NTIAYN DIPHNI NMMNID DMIANNND YHN ANYND M/AOMN DN
e.g. Neal, ) the Ford Interfaith Network at Ford Motor Company 719 ¥ n)nxN nwy 719
NHYTN NPNPY NP 0 MMPY MPWN 1IN DMNIND YD NN NNVIANN ,(2013; Sullivan, 2013

.DXNNIDY NNINOHHD MW MINYN

DT NN .INY NPADNY INY TPNWHYAD NTIAYN DX TN NTIAYN BY MIN DY YDOLPAN NN
DIPNA O DNNNNX DX 2OWD DXTYN NN L,XND ,NPPNY MYNN MONRYD N2IVN PN
DYYNN DI DNRNND YIN 1T ,NINPA .0INN DY MIANYNM 72D ,NDIVI NNOPWIA NIV ,NTIaYN
DMTPN DN NX7HD MHAOMIN DX ,NNT DY .XI IN/NT /MY AN NPY DIVNHNYH DX P2 ,01DY02
TIOND AMVYY ,DXT2Y DY NNIAN-IND DO>NND 919> NY ,NTIAYN DIPNI NPININ RV NN Y900

.(Sullivan, 2013) VaVNN N2 DI DMP> DITOND GNI NPVLOVYNI NPYIY

0223099 MNP 91N, WIN SARYN 91N
see e.g. AKin (2013) ] m»NID PITN 19INI NNYPI NNPINN NTIAYN DIPNI NPINIL NP NN
on Day Spring Greeting Cards; Major (2013) on Hewlett Packard (HP); Sedgmore (2013) on
9ayav WX 700 NN NPYNN N0 Y Pyn  HP nhana X7n S Haywd ,(2013) Avan [CEL
INND .Y OMNDIN DT 20,000 YV DY) PP NWIDT NYA AT TINODMI 2 HYW INNN NN
LN MR TTN L0999 NNONY YTTI NNN DN YT NPONNN NN THIPDY NNINN DY NVY
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YT NPYNND MDY NN P09 NVYNN NDAPNN .OVTRND IPY NN 0MPMIAIN 0NN DITTNI)
,722N NYTHINN YT-DY INMAY DMNIPY DXNIN ONPY GONA 72NN NN DY YD NIDWI NYTN
19IND L(DXOPL ,NPTIND  NNYPN NP ,NMINITO) ININ NN DY M1 won Npsn HP-1 xn)
DMIPOYN NN TN DD .APYNNN DY NP OMINON DXWNIND P NIDY TY DOWNIND NN
NWUN DY 100N 9917 1N INNDND AN NNINIDY ,AINDSNA NPWIN DWITN DMININ DY NNV NH9NYN
NTIAYN DIPNA NPINMA D ,PYN (2013) 2VIND ,NYYN INKD NIIYN .DXPI0N MIN DY YTIND NN
129NN NN WNNY YNNX YARVNHN NONNY ,NTIAYA NWTNN NN INSND N2Y D707 DIND NNMN
N0N DY NYTIND NYNN IUNRD .NODYY NPNDNP NOX ,MINT ,NMIYAYND DYIND NP [, TNIND
PO AYIMN (2013 ,9Y1N) DAPNY YN INY ST-DY NDAPNN NN NN ANIND DWIN NYIDY
JNNY NN D910 ,000MIN LTIAYN DIPNI MMIMAID NDNINN DY MAXNN WA NNMN NNISNN D ,0m
DIV - 22P5) MMN TNNY ,0MND NPND DNY TWIRY NPY INSY MDY NIAYY THOYNTY DN PN
,IUNON 7NN IMNMND IR NNYY 1D YYD TPHSY MYDNDN .DOYHN DINVYN DN — PO

20N DIWIND NPRI,NPININ 2D MVINNY NINND ,NMIYINT TDIN IX NTINN IYHDINNT

DYINT NN NN

NNON JN 2D ,NON NN 22D PIND NN .NPIMI MNP NPIDIND MINDNT SNY PN ' PATIN
Y D»VIIN PN P MPNIN AR ,OXTVD NIHN NND MONMNNY V91D DTN’ TPNNND
MM M5 ovan (Akin, 2013) Day Spring Cards -2 N/n .7oMSPNRN NIAY PAD 7290
D27 MINTIN NI NTPRNND NMINTN MM NN NHDID WYX ,/NPYYN”7 INIPIY NPINA
NINND DXTYD 7DONAVN OMNINY” NPADN ,MININ YY DDINN NIDIND NN NN NN NPINN

.(Akin, 2013) NnTayn N220Y

Geert Groote Institute, ) 739N ,0PYT1N NVLIDIVNINA 'ONN-VI) NI’ NPINT MM NIDN
NPYNN .NVXOIDNRN DY D¥IIYM MM DY VNN NONTY PRINK (Windesheim University
MDY NININDY ,DX0ITIVDY DYOMN ,DTIWD NVIOINND XINK 1T MDY SN NPODN NN
9205 NXYI PIIRIYD NINNI NINNINAD TN NDOYAN NI ,1D 1D TOMN DY NPNIXY NPNIAY MO

.(Schuijt, 2013) ©>39¥) MNT XXV 72D OOMINN

072y NYap

NYAP PYINA TPNNN HDIPINI NINIAN DINNA DXPOY 1901 DYy Mercy P INIDIN 1539710
N TOIN N DN )90 7DMI12N DIWIND NN DAPYY INNRY DN 0N I8N NIND .0 TN
LNND MIVINND MORY OSMYNYN XYN NPNY 1090 DOVIYN DNPIVY NN KD IND OITOP
NIN YYUNN .NPIYAN NPLIVN MOOWNN YYN DY NNPRID NINK 1IRYI ,MIAIVND MDY Mo
NYVINY YT OMMRIND NN TIOINY PIYD NTIAYI NPNNRTIN PNV PIND DT OX DY DO N
0N DYDY NINY PVITIVD PN PON OWY N NI (Gardner, 2013) PIND YNINNT INRYOY
,0025v 1901 Y9 nvapn PYn Mercy Health Care »oay Sw minonan »MIx 951 2»nnin
MORY VDY DY NYTN NN .JNIRD DXTHMIND P2 7NdMIAIN NN DHRNDY NOVIND DNIVNHY
MORYN .NYOYI2 OXTHVIND 19010 NN NPLVPNY TENYRIN MNIANN IN DYV ,NONNN2 MDD
NPINT NPIDNNI GRNYND NN DNYY NPNN DY DXTHYN JINYD TWANNDY 19INI MNOMNI
,DXOPL NIV NTIIY N0 NN W) DX N/THVIND DX DIRYD 1N ,HUND NINI OPNT DIOPV)
N2%9N Svnd 15 ,0N2 GNNYND DXAINND DTN DOV NT DY DXODIN NPNXIDT MDY DYDY

.(Gardner, 2013) y12p ©02 Yy NAOMYN
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ORI DMNY N’D .I2Y0 NP D120 INPRID DANYN NPND NN DINND NN )PHIN TOND qona
DNV, MM M OYa DN GN DY DT NYIAPN YINOIND NIVHNI ,DXTHYIN DY DXTPN
NN TIY DNNANN R7HD DT Q0N PN 2DWA ODIN OXIDIN 357D NNNNY MNIRNN PN ONDOM
N7D L OWVWHY NNIPD LDARYN) JAT TOIN DT IDIYANN NNXN DIDMIND IWYSDY NNPNIN NIV
YT NPONN PO DD DD NN TON L, PRID GONL .DXDM)ND 1PN MOLIVA PNIONI 19971 DIPODN
D7D 122N WYON MNIPN DI ,NNRNNA .NPONNA NN MAIND DMINNND N/THVINN ON )INAD
19102), PONNN NSIN MYV IOHYY NYTN DY YAPNN 19INI NN NYPY NIV DTy NJHPNNI

.(Gardner, 2013) D12 SV NYAPN TONNY MMYPN AMIDYL NTPY NINTPN IPAIN 72T HY

DIMYVY D90 DINVI)

MINNN ,NTIAYN MNMIPNI DMIN) DIRVYNI DXV NN DN DMONND DININNN NYIIND Q0N
, VNN NN GR DY .NTIAYN DIPNI NPIM XN P VP DWONNY DD NNV P8 DY
,M2PUN DN INT DXAMODNY TI DY TYN DN ,0M2IY NN NPDN MNIN KD OINYD INNNY

AND DO DN TON NIRNIND

(Exxon) '/)Yopna 87 Yo Tayw McCormick (2013) 220Mp/pn :Navwa MY /7 99 Na9 nHap
NAVYNY DIVN ,INTIAY OMINYT DOVDN DY 127D MIVAN YN PN 92Y2 2D PINND ,DONVY NV Tuna
NMYO-MYNI-1NYI-NDDIN TIT X KD TAN GRY NPINY DXPOYI NYDIPN KD NNMN NPIN DY
TPXINIVLIN HY DINWII 21 DY NNINY NN Y9I NP NIN LY (McCormick, 2013) Nt XwN Yy 1212
NN DMWY 901 (2013) Rutte ;71017 19IN2 .MININKD DMNID DXNNND NIHD ANNN 7NN
91MOYNI YIDY 10D DINV NDION DY ,09IN .NIMIPN DY NNMN NTIAYA DYWN DINXV) DY TN
IRVND NITT NN RN NMINT 0),YIN NPHD MITYN ,ITHI NN MNPV NINID ,DMID)

.DMNIND DMNIVNIN NNPWYN

70NN NN NTIAY2 NPVRTIN YPNYD PINN DY MDD 10N 2080 ININY 19D 1NN HY NV
NP0 NYNN PIND DY MDD ,NNT DY .NTIAYD NPIMI NNV 1IDOW5 NOMNN NIAY INYNYN
Sullivan .nTayn 01PN NPMIMAY NN INNY DD NMVY X710 DNPNL IOON DPINNY
DXNIVA AN ON IV .PIND MY ONITIVA TN NPND DOV NN DINNA OIXRNDTPN YD I8N ,(2013)
N73) ONYY YD DININ AT DININDD DIPNNL,Q0NA .NTIAYN DIPNI NN DY PRyY 0INY
.NTIAYN DIPNRA NPINYY DXTMD IURD DMIPIND 210 YN NPM NDONN ¥I9N NTIPY INNY DN
NMO N3 .MINK NMINKNAN INY NTIAYN OIPHNI NPINY NP LN N’NDI D ,PPONY PO M

TIAYN DIPNA NPIMA DY PPTIITPAN NN NIND NP NNTIN

ML DY WYOND 51D ) IIN DY NDNIN PNN DX TITAD PN v 8N (2013) Malloch :h11m
09999 Yv HRM scorecard 'N70) T2 %92 105 X703 DY 11T 1INV ,ONIIN SYDX PN NPT
.(2001)

TPNMIYHYN MY J9IND ,DO0PNID DI NN 1DD MNPTIO DR 199NN 13991 /7 NN 097an
Fu & ) n9van n»aana 00210 ©wmnon OONINI PRY OHYA DT P DOON 1AW 1PININ
Sy DMPNN NXNYNL DY XVIAN MY Y70 D NN (Kamenou, 2011; Chen & Partington, 2004
), N8N MDD NN ,DYIN 2PN IN NN DMININ DMIYPN NTIAYI NN XD P2 WPn
ININ MYNN 11 300-5 ,1°02 NMINVIDIDNIN 2,000-D INY DY DWNY ,NMOYI NN NNV IO
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UM PN YYD 9INDY L, TPDN NAVA TIMIPNN MO0 DDNDN OINNA IPNNN M NP2
Y29YNN D2IWYN DY INOIYM 12N NNNannw 955 ((Sheldon, Sun, & Sanders, 2014) 29y02 OAPIND
NN 9N IV PANDY PRI DIDND MYTN NPVNTIN MIXN ,NITNA DININ KW DIVYPNA N7D) 199D

TI2YN DIPNI NPIMIDY RYHDID YAN 2IYNY NIINN P2 ODTINN

PN 1

TININD TR MNP Y-S5y NTIAYN DIPNI NMINID XVNDI P2 WPN IR NPNY DT IINRNI NNONN
TN ,IPNNN NTY NPNAY SNVIVY DD DIV NINAY YN .(Neal, 2013) 'NTHayn MMIPNRIA NMIMN
LN MDY - NTIAYN DIPNIA NPINIY NN DY NNSND NPV HYW DY DIWP DRSND .NPTHN

JUINY NDMIN NN NN MNP, 03T NYIAP MO

172NNN N7D) DN DMIPN TAYY MVIN VD NNM DT IINRNI NN TITHA YNPHRY NPITYN
NYTNAY NN YYD 0 MMPY NPV IPITY PY NrnNY NS 19INa
mMann Npoo N7 Mawvn (Neal, 2013; Sullivan, 2013) DM9vN DNNID NPDVLPITNN
Neal, 2013; ) DNTIAY2 OOPMNNINI DYDY NN 2DV DITIYN NI ,NND ,NPNYD DNVPN DINWID
99WN 0T NYAP PYNN ,(Major, 2013) DYWa DMDD MIYN , 0NN oMPY (Sullivan, 2013
TIONY ,MINK 7N 9DYY DN 91 MHAN YY NN D»VovN DNV NINan (Gardner, 2013)
NTIAY-1P2 PN NPW IYOOY NNY MM NN NHRTP KNI MIANYN 03P 01VAVN DMITOND
NP DTN NNY 0PNN (Schuijt, 2013) DX MNT HY NOHNTY NI ,(Akin, 2013)
HP 2 8710 9] Mnyd 0°5150 03PN ©XWp) MNXIND NPND MDD 1M MMM NTIAYa Ndm»
Day Spring Christian greeting cards (Akin, 2013), CEL (Fry & Altman, 2013), (Major, 2013)
DNRN NINWYN 2200 PIDN MyN P17 1 XY NNt oy [Cordon Bleu-Tomasso (Fry et al., 2010)
DN NOY X NMYTN MNTPNND X7ND) NIMDYAD 0XNT NTIAYN DIPHI NMIMI MINNX DHYIND
MSIN N7ND) P2 ODTIND NYUPN YT W DY 0) WIANND " PITIN JPTY THITINY AN OO
YMI2INN VPN NTIAYN DIPH2 NMINMIY X7NDI P2 IWPN NPND NN 220 WYN ), 293910 NINDN

2YN-NN

D) ,NTIAYN DIPNA NPINID TPVINDT DY NOYY IMNIX TIXPND INNN NI 2D, N0V NOY MINMIN
GN DY NN NN ORYNY NYAPNI NN NPND ND NIYIRNDN NYHLIN MV NOYID TN NN
N7 P2 VPN DY TIND VYN MO NIDIXR DI DY NIANNN MIPNNN MIV0N ,MN RN WP
oy NN MpPa NYY ,(2016) Charoenarpornwattana S¥ NMIN NN 99N 19 RY¥P .NPIMIY
NPINY DINNA OMPYY NYNVLNN DI IN YINT MDD MONMNN NYAPN NN DAY DY DINNNNN
,NDPNID VAN NTIPIN D DR L,GON NN PO N (2012) Tracey SV IPNNN . THIONONI DMININA
DIPON DININ MNP NN PN NI NDOVYID ,PRYN I9IND .NIMNINNND NT P2 WPN NN YI0Y
TN 31 oy ,NPwIn WXIa 'Human Relations’ 'wnx YoNY | 1T IONWIA DXTPNNNN DMININD DNV
IN/Y TPIVIVONI DYPOIYI WVINND DN ,DOINNND J9IN NPYTIL ,NINT DY INONIWY DMINNN 86
NPIVYY MOOWNN NN RISND PIYHD 7PN YHN PANYND YW 1IN NTIPIN .NT OMNIN DY NININNN
NPWYmM 01)NINA (Pippert, 2004) /M5 NN YHOYNN PN T, NNIMI DD DY MDY nrnd

Bl LY

47



Study of The Organization and Human Resource Quarterly 1(3)2016 »¥1InD aRWAN 91 DININ IPNY )I¥1)

72007 ,27712252 N2 MNPIN NN NINY PO INTVNY ININYI X¥DIY IPNNN NPIYRT NINNIN
ML NP DINNN NN M D N | Journal of Management, Spirituality & Religion 11
NPINID N7 P2 WP DD DT IPNND IDIRIND NN PIND NWY STNY IPNN ¥ 1NNV NN .0V D)
,Journal of Management, Spirituality & Religion N5 9pNnn Nanin ,)ON .NTayn 0ipna
PIND ,OVND TYNND NIPIND TITD D27 NN AN ,NMMINI YN 511771 DINNA MPPYN NN
NN L,PON2 MANWNY NTIAYN DIPNI NMMI P AWPn NN MY (2012) Word > Dy anow
DININ DYDY 1IT2 12, NI MYIY NIIND IRONIVID NOYI NN TIMYHIVN NTIAYY TID ISP TIN
STPPAN2 M2NMWYNA Y MDA APV NPT MYNWN NOYa NTIAY WD NNt oy .(Word, 2012) ©»)IN
DYPPONA TPANI MANYN NDOWH HNIXIVID NOYA NN NTIAYN DIPNI NN D WiV (2012) Word
Wan Word .npmynwn 05972 920N Y -DY I8 MANYNN NV .MPINNIT MIMNNPN NINR-INN

.(Word, 2012) nTaya NN 5y )TN TINY 7DPona macnwn’ by 9pnn by 119w )oY

N) TPOAND DXNYVIAN DM NPADN NTIAYN DIPN NPINID XD P2 WP DY NYIANNY MY
ANIND DPRYHD PYTY DINSNND ,NTIAYN DIPNI NPINT NYNLN YW DMIVIN NPRYN DI
1 DY NN J9IND NYPN NTIAYD DIPN NPINT ONRN MPN PITY PR ,OUND NN NPNYISD
NPPONN NNIYW 9D, PONNN NN IW1Y (DINYI) DININT MIDN NON NN TY IN NN DY DY ITO
NP OVTIND DNV NPTPITA MNIAN WITT DT .ANINKD NNONWY (2016) 'Mmw) Houghton Hv
N DN O) , TN YN NPN DY DDIAN NOY NN NPNA YD ;7172 .0°90N 1PN MMINN DY MIANIYNY
OV YTNY VIN OIRNNNN NYDIN N DN NI ,DMNIND) MMNTPRI MONMNND NN DI
DYNND NMIND NN NNV NMIYIRM TPINT 22D NNIAN NX YD NNX DMVINDT DMININ

.NTAYN DIPHNI NPIMID

NNPNDY DT DINNY 92NNNDY 2ADNWND X7ND) MPINY DINNA DYDY DIWIN TTIY> 11T MINND YD ,0NPN DN
AW NYNNTINN DX 1N DNNNRD DX D

48



Study of The Organization and Human Resource Quarterly 1(3)2016 »¥1InD aRWAN 91 DININ IPNY )I¥1)

HRM and Workplace Spirituality:

: 10 Konstantin Weicht; 1Y ochanan Altman; 'Michael Muller-Camen;
12]-Ting Chen

ABSTRACT

The topic of spirituality and faith in the workplace is generating increasing interest among
numerous stakeholders: business leaders, workers of all ranks, labour union representatives
and academic researchers. Despite the challenges and opportunities presented by an array of
spiritual and religious issues in the workplace, people management scholars have been
relatively slow engaging in this upcoming topic. The aim of the paper 1s to identify, document,
and analyze those scholarly sources where HRM and workplace spirituality, religion included,
have been engaged in academic discourse and in documented practice. The article presents
results of a keyword search in the 2013 Handbook of Faith and Spirituality in the Workplace
(Neal, 2013). It identifies four distinct areas of HRM engagement with workplace spirituality:
legal and equal employment opportunity issues; leadership and managerial spirituality;
spiritual development programs; and sourcing & recruitment. Based on our review and
analysis of the literature we argue that an explicit link between HRM and workplace
spirituality has been demonstrated. More research is necessary to further our understanding on

the role of HRM in workplace spirituality.
Keywords: HRM, workplace spirituality, religion, literature review

INTRODUCTION AND RESEARCH CONTEXT

The history of management has evidenced many management fads and fashions. In an
increasingly secular Western society Fry, Matherly, and Ouimet’s (2010) notion that spirituality
can, literally, be the miracle worker in organisations and transform them into conscious,
stakeholder focused and sustainable organisations that maximize the triple bottom line
(economic, social, environmental) might therefore come as a surprise. In a nutshell, the claim is
that workplace spirituality and spiritual leadership, in particular, can impact employee

performance and provide the foundation for developing learning, creativity, empowerment and
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innovation, which in turn facilitates superior organisational outcomes (Fry et al., 2010;
Kolodinsky, Giacalone, & Jurkiewicz, 2008; Sullivan, 2008).

It may be argued that the study of workplace spirituality is far from being a novel
preoccupation in the fields of philosophy and the social sciences; and could be traced back to
Calvinist, Methodist, and Quaker enterprises of the 19th century, while its theoretical origins
could be found in the seminal works of Marx, Weber, Durkheim, James and Freud, among
others (Case, Eriksen, Mills, & Hope, 2012; Tracey, 2012). Nevertheless, it is impossible not to
note the fresh ideas in the current discourse. According to the Journal of Management,
Spirituality & Religion (JMSR, 2014) the past twenty to thirty years have seen an increasing
awareness of spirituality-related business issues such as business ethics, environmental
accountability, corporate social responsibility and work-life balance. Since about the early
1990s there is evidence of a movement concerned with the creation of work environments that
allows for greater authenticity, trust, meaning, and purpose. Some argue that in the wake of the
recent corruption scandals such as Enron, WorldCom, Libor and Volkswagen, as well as the
financial crises that have cast a wide shadow on world economies; if not the age, then certainly
the need for the ‘moral organisation’ has come (JMSR, 2014). The workplace spirituality
movement is evidently gathering momentum, with increasing academic and practitioner
attention (e.g. Major, 2013; Miller & Ewest, 2013; Neal, 2005; Tracey, 2012). This is evidenced
by the formation of a special interest group “management, spirituality, and religion” at the
Academy of Management (AOM) in 1999 (AOM, 2014), its recent confirmation of continuation
as an interest group at the AOM and ambition of gaining division status (AOM, 2013), and the
inception of the dedicated “Journal for Management, Spirituality and Religion” (JMSR) in
2004.

This growing interest has also facilitated sceptics’ concerns getting voiced. Questions such as:
On what ground is it justified for organisations to ask employees to give their heart and soul to
the corporation; Are there any guarantees that the trust that is central to spiritual expression is
not abused; How do organisations deal with religious diversity in the workforce, including
employees who deny possessing any spiritual and religious beliefs (Lund Dean, Safranski, &
Lee, 2015; Brown, 2003) are being posed. It has also been suggested that workplace spirituality
may have a dark side, bearing negative consequences. These may include matters such as
untoward control of the workforce, pushing acceptance of organisational goals and practices,
manipulating meaning, and achieving compliance (Lips-Wiersma, Lund Dean, & Fornaciari,
2009; Brown, 2003).

While there is plenty of evidence for the rapid expansion of the field; one may ask if the many
contributions have actually added more clarity to the discourse, or if the wide ranging, all-
encompassing approach to exploring workplace spirituality that has characterized the
discourse todate, has led to more confusion. We would hope to add some clarity to the
discourse by proposing an analytical principle. We wish to offer a lens through which to
explore the scholarship on workplace spirituality, that is of Human Resource Management
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(HRM). We argue that employing a disciplinary lens, such as HRM, enables us to use the
methods, concepts and related constructs of the discipline in probing into this new field we

examine.

HRM is a natural choice for such a disciplinary lens because ever since its inception in the
early 20th century, HRM is understood to encapsulate a broad range of tasks, tools, and
responsibilities with the goal of servicing the human side of the enterprise and creating
business value through the strategic management of the workforce. HRM is now widely
accepted as playing a pivotal role in the success of organizations, for example by engendering
employee wellbeing and improving performance through enhanced commitment and loyalty to
the organization (e.g. Fry et al., 2010; Kaplan & Norton, 1996).

Before we commence our analysis, we would like to acknowledge that the emerging
movement we refer to as ‘workplace spirituality’ goes by different names, such as the
workplace spirituality movement, the faith at work movement, and related domains such as the
positive organizational scholarship movement (Bell-Ellis, Jones, Longstreth, & Neal, 2013). As
the Handbook (2013) states, in the early years of the field of faith and workplace spirituality,
there were two fairlydistinct perspectives: those who were interested in religion in the
workplace and those who were interested in workplace spirituality. Most people saw religion
and spirituality as “mutually exclusive”—to use the term described by Phipps and Benefiel
(2013), and proponents of each were reluctant to allow the other into the dialogue. However,
over time practitioners and scholars have been able to find more common ground and see that
there is a great deal of value in learning about what the different religious traditions have to
offer in terms of workplace wisdom. Hence, while we acknowledge that there are important
pertaining semantic issues, for the purpose of this paper, we would like to go with the
Handbook’s inclusive approach to faith, spirituality, and religion. Readers interested in the
semantic issues may wish to refer to articles that discuss this important topic in more detail,
e.g. Houghton, Neck, & Krishnakumar, 2016; Miller & Ewest, 2013; Phipps & Benefiel, 2013;
Kinjerski & Skrypnek, 2004; Brown, 2003; Ashmos & Duchon, 2000; Gibbons, 2000.

METHODOLOGY

Following a review of the management and spirituality literature it was decided to
closely scrutinise one specific source: the recent “Handbook of Faith and Spirituality in the
Workplace” (Neal, 2013). The Handbook is a collection of invited essays and research papers
by the preeminent researchers and practitioners in the field of faith and workplace spirituality.
It provides a current snapshot of the field, incorporating both academic and practitioner views.
The aim of the handbook is to provide a broad overview and build a bridge between
scholarship and practice, comprising a comprehensive collection of essays on workplace
spirituality, featuring not only current research and case studies, but also visions of what may
or should emerge in this field in the future (Neal, 2013). The handbook, all written in English, is
structured in seven parts, holds 44 chapters, and has contributions from 55 authors. It covers

51



Study of The Organization and Human Resource Quarterly 1(3)2016 »¥1InD aRWAN 91 DININ IPNY )I¥1)

topics such as basic issues in faith and workplace spirituality, religious perspectives of faith at
work (including Christian, Protestant, Jewish, Islamic, and Bahai), emerging theory and
research on leadership issues, cross-disciplinary perspectives, faith and workplace spirituality
assessments, integrating scholarship and practice, as well as ‘reflective’ essays looking beyond

the horizon.

A HRM keyword search was conducted on the Handbook, including keywords and synonym:s,
along with any truncation or wildcards, related to HRM. Keyword counts followed a simple
procedure. Whenever a keyword occurred in the text it was counted once for each context in
which it occurred, i.e. repeated reference to one and the same event was only counted once.
Similarly, where keywords occurred more than once in a sentence or continuous paragraphs,
they were counted as one. In addition, where our search terms turned out to merely refer to a
person’s job description or title they were left out, as were all occurrences in the lists of
references (such as ‘Human Resource Management’ in the phrase ‘International Journal of
Human Resource Management’). The search for the term “Human Resource Management” and
synonyms such as “personnel management”, “HRM”, “HR”, or “human resources”, along with

any truncation or wildcards, turned out a total of 42 valid results.

THE ROLE OF HRM IN WORKPLACE SPIRITUALITY

It was one of the aims of the Handbook to examine in what ways faith and workplace
spirituality are synonymous with progressive and innovative human resource practices, or
whether they bring anything additional to the conversation (Neal, 2013). Our analysis suggests
that connections between HRM and workplace spirituality are manifold. Four distinctive areas
of involvement of HRM with workplace spirituality were identified. In addition to these four
areas we composed a list of “other emerging issues”. These may be no more than a paragraph
long footnote in an article, but nevertheless were judged to be of importance. The four (plus
‘other merging issues’) areas implicating HRM and workplace spirituality are (in descending
order of detail given in the Handbook, starting with those that have been discussed most):

1. Legal and EEO issues

2. Leadership, spiritual HRM managers

3. Spiritual development programs

4. Hiring (sourcing and selection)

5. Other emerging issues

Legal and EEO Issues

A possible explanation on why it is (asyet) so difficult to mark an unambiguous
connection between HRM and workplace spirituality is provided by Sullivan (2013) on legal
grounds. According to Sullivan, business leaders are weary of litigation and therefore
extremely hesitant to introduce anything related to faith and workplace spirituality. An expert
on equal employment opportunity (EEO) law, Sullivan asserts that most of employers’
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concerns are unnecessary as the (U.S.) EEO law is generally supportive of workplace
spirituality. Decisions against engaging in spiritual issues in the workplace, often against a
leader’s personal hunch that “there might be something valuable in it” for the organisation,
tend to be based on business leaders’ unfamiliarity with EEO laws and regulations and often

result in far more conservative interpretation of EEO laws than necessary (Sullivan, 2013).

Working on EEO related spirituality issues presents both challenges and opportunities for HR
managers. In countries with an established federal equal employment opportunity commission,
like the U.S., there is an expectation of HRM managers to ensure compliance with EEO laws.
Hence, it is imperative that they understand the laws and their provisions. McCormick (2013),
in his article on the future of scholarship in Management, Spirituality and Religion (MSR),
points out the intersection of MSR with HRM and stresses that stances like Mitroft’s (2003),
namely that organised religion has very little, if any, role to play in the workplace, are highly
controversial from a legal point of view and are an invitation (at least in the U.S.) to a religious
discrimination lawsuit. It is within the legal responsibilities of HR managers to accommodate
religious needs of employees whenever possible (McCormick, 2013; Sullivan, 2013). HR
managers need to investigate if and how spiritual needs of employers have to 7 can be
accommodated (Sullivan, 2013). This might include issues like flexibility in the provision of
break times for prayer, or the provision of a prayer room (Sullivan, 2013; U.S. Equal

Employment Commission Compliance Manual, 2013).

The Handbook provides examples of companies that strongly advocate their belief and never
had any serious lawsuits on human resources issues (e.g. Day Spring Greeting cards; Akin,
2013). On the contrary, if HRM managers engage with workplace spirituality, for example
through programs like the Ford Interfaith Network at Ford Motor Company (e.g. Neal, 2013;
Sullivan, 2013), the promise is that their companies will benefit from better customer service,
improved creativity and innovation, and ultimately increased productivity and higher profit.
Effectively connecting spirit with work makes work more purposeful and satisfying. It
provides answers to questions concerning burn-out, stress, employees’ desire to integrate their
faith and values into the workplace, and working with others cooperatively, respectfully, and
compassionately. In short, it is about meeting basic human needs, whether or not the words
“spirit” or “religion” are explicitly used. However, if HR managers do not sufficiently promote
the issue of workplace spirituality, this might lead to misunderstandings with employees,
which may turn into legal problems and possibly even costly court settlements (Sullivan, 2013).

Spiritual HRM, management & leadership

HRM support for workplace spirituality is positioned as strongly connected to
leadership [see e.g. Akin (2013) on Day Spring Greeting Cards; Major (2013) on Hewlett
Packard (HP); Sedgmore (2013) on CEL]. Major (2013), a former HR manager at HP, gives
testimony on the closure of a 700 people division that once generated a 2 billion USD turnover,
and during the time of HP’s acquisition of Compaq and its 20,000 employees layoffs. After a
decade of success the business division’s productivity severely declined and key financial,
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product quality, social and cultural indicators were in the red. The decision was made to shut
down the division and new management staff were hired to manage the transition. In addition
to some guiding principles developed by senior management, HRM at HP introduced five
levels of organisational support (workshops, community, communication, exemplarity, rituals).
Surprisingly the months up to the closure turned out to be amongst the most productive in the
history of the division. All key performance indicators improved, a range of new products was
successfully launched, and allegedly more than one hundred million USD were saved due to
renegotiated supplier contracts. In a post mortem evaluation Major (2013) remarks that
workplace spirituality was the differentiating factor for staff. The new work spirit initiated by
HRM and five levels of organizational support restored a sense of purpose, identity, trust,
community, and control. When the closure was finally announced three months later, it was
received by calm and accepting staff (Major, 2013).

Major (2013) further concludes that success was due to leadership connecting with workplace
spirituality. Leaders, including himself, first had to go through some kind of personal
transformation. A transformation that allowed them to be open, to shed defences, and to accept
that - also as leaders - they were exposed and vulnerable. Reflecting upon himself helped to
change his behaviour, from defence, aloofness, denial, hyper-rationalization or insensitivity to

heart-felt, humanistic and compassionate empathy (Major, 2013).
Spiritual development programs

The Handbook provides two examples of spiritual development programs. Noteworthy
about these development programs is that they aim to focus on the “whole person” and, in
regard to offering support to staff, do not differentiate between the employee’s personal or
private life and their professional work. HRM at Day Spring Cards (Akin, 2013) runs a spiritual
development program called “enrich”, which includes a leadership development program that
focuses on soft leadership skills. The HRM function evaluates the program and, based on their
analysis, provides “nurturing elements” for their employees outside the work environment
(Akin, 2013).

The spiritual development program of the Geert Groote Institute, Windesheim University, The
Netherlands, is responsible for the continuous dialogue on the identity and values of the larger
university. HRM provides off-site retreats for employees, managers, and students, and
organises other reflexive activities. It also runs an “inspirational leadership program” and

advises the board of directors about issues of identity and values (Schuijt, 2013).
Hiring

Mercy Health Care, which runs several health care businesses in Arkansas, has put its
focus on the hiring process. As a Christian organisation they aim to target and hire the »right
people”. Hence they developed their hiring procedure into a highly selective one. Perhaps not

surprisingly, legal considerations turned out to be a major issue. Questions surrounding belief,
although perceived to be important, were often left out of the interview process due to fear of
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potential legal consequences. This fear was based on a lack of knowledge of EEO laws and a
lack of support for interviewers to ensure they would remain within the legal boundaries
(Gardner, 2013). With HRM help, a standardized recruiting tool was put in place, that is now
mandatory across all Mercy Health Care organisations. Recruitment consists of several steps
with the aim of ensuring a “spiritual culture fit” between candidates and the organisation. A
new software package with three eliminating questions at the beginning of the selection
process makes a “first cut” and decreases the number of candidates that are considered for
short-listing. The wording of the questions allows Mercy Health Care to ask questions
concerning expectations of participation of future staff in spirituality programs and certain
religious rituals at the company. For example, it is now possible to ask candidates if they
would feel comfortable in a work environment where certain rituals, values, and medical
practices are religion-based, and where participation is expected of all employees, for example
praying together on a regular basis (Gardner, 2013).

In addition to this selection process HRM started to get involved in the actual interviewing
process much more than before. HRM conducts preliminary interviews with candidates, in
order to avoid hiring people with high technical skills but lacking the right attitude and vision
expected at Mercy Health Care. Through this second layer of selection HRM further cuts down
the number of interviews that management and operational staff will hold. This saves the core
medical staff time and resources. As a third initiative HRM provides training on interview
techniques to recruiters. In addition to the interview the hiring process now includes a tour of
the department to establish if the candidate fits a department’s specific subculture.
Accordingly, all these initiatives led to a decrease in staff turnover, which could conceivably

be linked to increased job satisfaction, and ultimately lower staffing costs (Gardner, 2013).
Other emerging issues

In addition to the above four distinct areas of HRM involvement in spirituality issues at
the workplace, our analysis brought forth additional notions and brief remarks that suggest a
connection between HRM and workplace spirituality. Although these are often not longer than
a paragraph in length, their inclusion suggests that the contributors to the Handbook consider
them important. Consequently, they are also included here.

Increased acceptance / change in language: McCormick (2013), who worked in HRM at
Exxon for two decades, reflects that in the past it was not possible to talk about the spiritual
aspects of his work, since the language of spirituality was not accepted in business and because
no one created a diversity-sensitive-skills-based way to talk about this topic (McCormick,
2013). Hence, he created a self-assessment tool to measure 21 skills of spiritual intelligence and
outlined a faith specific glossary of terms. Similarly, Rutte (2013) recalls that the only permitted
conversation about personal issues at work was about someone’s career. But along with the
introduction of topics such as alcohol and drug use, mental health, physical health, gender,
sexual orientation, and race, also spirituality has found its way into the workplace’s legitimate

topics of conversation.
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HRM propensity: As described earlier, unfamiliarity with EEO laws seems to be a major
barrier for management to engage with the practice of spirit at work. However, familiarity with
EEO laws offers a prospect that these laws, by honouring diversity, can be used to support
workplace spirituality. Sullivan (2013) notes that HRM academics tend to be better informed
about EEO than others. Hence they are more confident to engage in depth with workplace
spirituality. Furthermore, the cases presented in the Handbook show that HRM consultants
seem to be a useful point of contact and source of information for researchers when
investigating workplace spirituality. It may thus be concluded that HRM may have a stronger
propensity to spirituality than other professions. This opens an opportunity for HRM to expand

its role in workplace spirituality discourse.

Measurement: Malloch (2013) notes that attempts to measure the spiritual capital of an
organisation might lean on human and social capital measurement techniques that have sprung
up in the HRM discourse, such as the HRM scorecard by Phillips (2001).

Differences East/West: Western accepted paradigms such as HRM and project management,
are substantially different to how relationships between employees and stakeholders in
organizations are construed and understood in Eastern cultures (Fu & Kamenou, 2011; Chen &
Partington, 2004). It is expected that this will also be manifest when comparing studies on the
relationship between HRM and workplace spirituality in Eastern and Western settings.
However, a look at the literature suggests that although HRM in Eastern countries is on the
rise, for example with more than 2,000 Universities in China and around 300 of them offering
HRM degree programs, the majority of research in those settings is published in local,
Chinese-language outlets and hence largely inaccessible to Western scholars (Sheldon, Sun, &
Sanders, 2014). As the Western world’s understanding and appreciation of HRM in Eastern
contexts develops, this will also introduce new opportunities to engage more strongly with the
differences between East and West with regards to HRM and workplace spirituality.

DISCUSSION AND CONCLUSION

We aimed in this article to explore the relationship between HRM and workplace
spirituality, through analysis of the Handbook of Faith and Spirituality in the Workplace (Neal,
2013). The approach we have taken, employing a disciplinary lens to a field, seems to have
been vindicated. We found clear connections to workplace spirituality with key HRM activities

such as hiring, leadership development organizational and personal development.

The evidence sourced from the Handbook presented in this article suggests a promising
outlook. In those instances where HRM has successfully connected with workplace
spirituality, there is evidence of better customer service, increasing creativity and innovation,
improved productivity and profit (Neal, 2013; Sullivan, 2013). HRM involvement provided
responses to issues concerning burn-out, stress, employees’ desire to integrate faith and values
into their work (Neal, 2013; Sullivan, 2013), successful transitions, reaching closure peacefully
(Major, 2013), improved hiring processes (Gardner, 2013), clarification of legal issues and
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protecting companies from what otherwise might have turned into costly legal settlements. It
furthered staff development programs that helped improve work-life balance (Akin, 2013) and
added to the dialogue on identity and value (Schuijt, 2013). The case studies analysed suggest
that HRM and workplace spirituality and spiritual leadership can be aligned and strong
connections can be fostered [see HRM at HP (Major, 2013), Day Spring Christian greeting
cards (Akin, 2013), CEL (Fry & Altman, 2013), Cordon Bleu-Tomasso (Fry et al., 2010)].
However, in what ways the concepts of faith and workplace spirituality are similar to other
progressive and innovative human resource practices, or whether they Add a unique insight to
the conversation, has not been sufficiently answered in the Handbook. The Handbook also
points to a gap in knowledge related to the differences between HRM in Eastern and Western
contexts, extending to research concerning the connection between HRM and workplace

spirituality respectively.

Our analysis reveals that HRM as a function and discipline is relevant to workplace spirituality
and that HRM seems to have an ‘implicit bent’ or propensity that lends it potentially
sympathetic to spirituality issues. Despite this apparent connectivity the extant management
literature tells us little about the relationship between HRM and spirituality. An exception is
Charoenarpornwattana’s (2016) recent contribution that goes in line with our findings, in which
HRM is referred to as either the driver or the vehicle to bring about change related to
workplace spirituality in organisations in Thailand. Tracey’s (2012) study is another worthwhile
attempt, albeit from a sociological perspective, to mark out the link between religion and
organising. Interestingly, in a list he presents on the main management journals that include
articles with a focus on religion, ‘Human Relations’ comes out top, with 31 out of 86 articles
published. However, looking into the papers, most of them turn out to have to do with strategy
andvor the dynamics of religious organisations. From an HR perspective it would be interesting
to find out what consequences the power of a “spiritual society”, the “spiritual worker”, and
the power of “our spiritual age” (Pippert, 2004) may have across different industries and

organisations.

Initial results from work underway in extending our present analysis to the Journal of
Management, Spirituality & Religion, show that HRM keywords also feature prominently
there, suggesting that future research is likely to strengthen our findings on the connection
between HRM and workplace spirituality. Indeed, extending our research to the Journal of
Management, Spirituality & Religion, the main depository on the topic amongst management
journals, in many ways seems to be the next logical step. For example, a recent article by Word
(2012) examines the link between workplace spirituality and job involvement indicating that
meaningful work has the potential to increase employee satisfaction and at the same time
organisational outcomes (Word, 2012). However, the concept of meaningful work has mainly
been discussed in the literature on job involvement. Word (2012) argues that workplace
spirituality has the potential to increase job involvement of employees across different
organizational types and professions by engaging the workforce in meaningful ways and
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suggests incorporating job involvement research into the workplace spirituality discourse
(Word, 2012).

Although pointing out the connections between HRM and workplace spirituality provides a
promising outlook for HRM’s role and potential to further and deepen workplace spirituality
implementation, the findings still leave room for alternative interpretations. For example, as
yet there is no clarity as to whether workplace spirituality is explicitly accepted to the HRM
agenda, or how much it is dependent on (spiritual) leaders driving it, as is suggested for
example in Houghton’s et al. (2016) recent review of the literature. That will require close
observation and further consideration and calls for additional scholarly engagement. Clearly,
our analysis is based on one Handbook and hence, though a key reference for academia and
practice, of limited generalizability. Future explorations of relevant materials should improve
our understandings on the role and potential of HRM in contributing to the workplace
spirituality movement.

We hope that this paper will encourage HRM practitioners and scholars to engage more

strongly in this domain, embracing both the challenges and the opportunities it presents.
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(MDY »712N) DN YN 27P2 XNPIDYNN PNVII-IN 2T )NPTN NN NN N NN DY INIVN
2¥N I8N .NTIAYA VY OINPIDYNN PNVIAN-N / PNNVIAN PAD TAIVN MNP WP DY IXIN OIIPNN
PYY DWINIAL TPNMYHYN NN NYN TN DY ONPIDYNN YPNY 1w (vicious circle) 1O

YN NN PN TARD IYNRD ONPIDYNN PNV DMON OWINAMN

1N .D112) NYIPNN DD PNPIDYN PINVIA-ON DY M1AP 19IN TTHIND ,NITHINN DXYND NN N
NMNIWIY NPNIN MOLIWNI HNN DM NN INYN WX YTNND MINDI M2 NN»PNN NYTHIND
, WO Mayhew (1974) .19 9M2 20 M8 N2 P2 WPn ,N1HYIN MIPNIN MYV NPNIDIND
SY MINIVIND ,NONN FINHDN DY IWPN .WTHN INDND  TAN YN T DY DO VINDID AN D

LDINNI) DN 12 ONPIDYNN PHVIAN-IN NN DNNND NN NN MIND)

NODIAN YN ,YTNN NINDNIN DD PAY MPNAN NV PA DMIIWVIPY DDA D17 OMPNHNY TIda
WO, VINDI MDYIN TIT NDXN IND) DY MPXITPN THRD DINIAN NXD NIYNN DY INYD P2
20-M 19-N MDID MINAN MNNIN ,)D DY 1N INIWIA OPPNN NI VYN N IWPY SNINN IPNNN
NTIAYN OXYY ,NPOYON 1M NPIHDIND NIDPYID 1 MPNAN NVOYW DY NPLINDIN TODIN NN ININYN

IRVINDIHN DNTIAY DIDA DY YTNND DMINDN MDD DININ DY MIRVINIINN

1 NPV MWD 1) MPNAN NVIYIA XNINND NNY RPN 21N 1D WON ,IPNNND NN NIND
IN WY P DN DY NAVIVN MDYAN P2 XMINND WP IO INPHIN DY DY .(N1PHHON MNP
.D>IMAN T DY MIPNIAN NINDN DPON TN PPV D1NNN

DINN MY T2 DY, TIIRD NNV MIRVINDIO MY NN INMD NYIVY NT WP NPN-IN
PIN MDY NN NPIPN ,NOWNNN DY NP : PTPIN MNND NN Y8 NI IONIWN

¥

DO NTIAYN ODW : 71PIVN DY NNN NN PN DY TI72 JUN ,NMY MPYNDT 25VUN 1pPNNn
INNY ONDIDIY OXIN) NN PO TYN OVINTN DWW ,PNPIDYN NNV DITAY MINA DY
PNVIA-OIN DY DNYINT PIDYNR ,NPPON DY NPYURIN PN .NPNI MIVOY PN MYNHNI WINN
YTNN NN DN NDIDI ,NPNNMA PIDYN OIVN PHNI ; NN MIN2/D7TIIY NN dNPIDYN
MY P2 2OVY 1PDNY 1A NON DOPON NV L(DXTY HOYIN) DNDY NPINLVINDIN MDY
DMINDN/ONPOYN TYNRND D1VINDT DINAY/DITIIY OYINI NN TY MIXID YT, MMV MPONDT

TN

TPRTPRN N999102 7NN 291 NN WNN SARWN NPTRN YYD NDVNN NYNT , N2 N8I NN 2PPY MON 77 13
RERIVal2b))
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MNPIVYN PNVII-IN

SNPIDYN PNVII-IN HVIND NN 27 PRY MY DIPIN IWND NONTIPN IRNPN DY 70-N NIva
VPN NYINNA NIIINM NYNNN YV TNN 71D APV NONMNN ,NYNINY TPNURIN NITHINN
(Hackman ) onya nTay bY Tunnnn DYpn 2230 0995 MINTI TN XNPIDYN PNVIA-IN TN DY
27 WD MM X P20 o1 .and Oldham, 1974); (Van Vuuren and Klandermans, 1990
O WX OIY TN AVIND DY DTIN-THN NITHINN NIDdNY IR 1P ,TANR T¥NDY 0MPNND PN
D»PY NP1 IDIND DM NPIDYN PNVI1-K .(Greenhalgh and Rosenblatt 1984) 90y nana NN

(Greenhalgh and Rosenblatt 1984, 2010) NR»NN NTIIY NOINIVIDA NI NPOVNN

,NPOVNNY NOONY ,NYNIN : D399 AYAIN ND¥IN INPIDYN PHVIA-IN HY 11N NITHIN-290 NITHNN
DIV DOXIYOY DIVN NHRYPNN THN R 1T NONYY 18D 23WN .MAP THYN N8I THIYY IMynvn
NDANY NINN NTIAY ONY WY OX N ,MYIPN DY MY DXV YOI NN DYV DT
9272 TN DY MDOVPMND NN WNYN ,OVPRND ,IVN NIV 19 TY 01O INY MIVPIVND
NTI2Y2 DMHNDN D233 OPYWIOVUN ;N NVY NTIAYI IMIRYIT NPIVNND DY NMINNY NN
NOVIN YIVN ,DNIN TDIN YA ; NNSY NTIAYN Y5910 TINA NPND DDDYY DMPY ,YHUN DDA

MNP NTIAYN NOINIVID NN NNIYY T2IYN DY PN

MOOYNM NMIYNIYNN DX PAND WY DTN NI0IN HDIY DYIIN NPIDYN NNVII-INL INT DMIPIN
DN 31 (Fernandez-Ballesteros, 2002; Probst, & Lawler 2006; Sora et.al 2009) pmyo nbw
De Witte, 1999; Sverke ) 1NN N1DI2 )7 729N NN 10 DMWY 5X210W XN NN NN NP
et.al, 2002; Feather and Rauter, 2004; Cheng and Chan, 2008; Lee, et.al 2008; Staufenbiel and

(Konig, 2010; Greenhalgh, and Rosenblatt 2010

(DINVN MIN Y POWN TUN NN dNY1 MHNWND DXI7 DMIPHN ITNHN SNPIDYN PNVII-IN IWINN
,DXTY NHMNM MTHY , DPNITION ,PON NIND MIND ,NTIAYA NET MPPAY ,NPININ NINSIN
Ashford et. Al 1989; Sverke et.al, 2002; Aryee et.al 2002; De Cuyper & De ) 709X mumnn

(Witte 2006; Greenhalgh, & Rosenblatt 2010; Reisel et.al, 2010

DIPNNI .DXADN DXV DIMINN PNNNA INPIDYN NNVIA-IN HVIND IPNI MNINND ONIVN 25 ToNN2
YNPIDYN PNVIA-IN - NPMAIN NYAVN ,OWND .NYINN DY 1IN NN NPMIYN NN DIIVINRD NN
27PN IR TIONS TPONN , MYIVDIN DMWY DYNIIN DIMIAND MDY MNY MPTHA PTD
Rosenblatt and Ruvio 1996; King 2000; Mauno et al. 2001; Strazdins et al. 2004; Ferrie et al. )
Y DYNNDIN DXVDNNN IPOYA NNV PNPIDYN PNVI-IX HY NNV MININ NIV IN (2005

.(Severke et al 2002; Kinnunen et al. 2003) Y7238 ©Y M TTHNNN

VINDIY AN DY SAPIDYNN YPINNY TI2) SN PON NN OMINND IV NXIN ONPIOYN PNHVLI-IN
N0 DNTIAY NN YNIT PYWNNT DIV XTI WTNND DY D INNY DAY .DMVIPINT DIVLYNI
,MINN D501 /DYTAY NN XIN INPIDYN NNVI-INRD MYPN NTIAYN DIYNH G0N VI . NDY
SNPIOYN PNVLII-INRD NP1 DXTAY NNONN I 1) ,03TIY NMONNT P2 SNPIDYN PNVII-N
YN DN MMPNRN NMYINI D)) NN MIND) DY DPNPN MND NNRIND NN INNNY MITONR DIYN NN

O8N
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0729y NAYNN

NYTN NN NN MNY MPYPXDYTH DMIPIN 129 ,)0INRN PN9Y TP »NY TPMYNRYN DXT1Y NNINN
,NTY NMND ,INITN. NNNMNN ,NTIAYNND NN MYV )0 0071 nMYNNY DXPINVNN ManY
Currivan 2000; Koys 2001; Morrell et al. 2004; Hom et al. ) T »)IX M»PY 50N MNINNH

.(2012; Stanley et al. 2013; Herman et al. 2013; Nouri et al. 2013; Huffman et al. 2014

995 NYTHY ,NIN O IMNIN MDY : HYND 0TI NOZNN NNIN NN ,)PANY PO NYY) GON2
. (Kraut 1975; Koys 2001; Hancock et al. 2013) 7w nTayn

2N NAMDNNTY ,ININD NN VIO NN MYIYN NY IR NTIAYN OO DT NOYNNY T3
D»VIPINT OITNN DY MDPYN NPNPINRD DY NYAWN ,T0UNN DY NPNDVNON DY NYIWN VINDID
.(Best and Cotta 2000; Matland & Studlar, 2004) 7>0>919 NN NY NNAND NYIDMN

D9 72N Y (48%-15%) NNONNN MIYWA NI NINY DY NININ VINDIY MIAN NMNMDNN DY Y PINN NN
Matland & Studlar, 2004; Leston-Bandeira, 2012; ) mwTn NyLIPIAT 20 MPIN NPVIPOT P2
.(Kuklys, 2013; Bolleyer & Trumm, 2014; Mackenzie & Kousser, 2014

S MIPOY MNP ONYD PONY 11 OMIN ,VINDIY AN DY IMONND DNMNY D19 D20 DIMP
NPNIY ML HYNY [ RINND I OO TONN DNINN NNDNA .DMYR DI DTN DN
Matland & Studla,r 2004; Manow ) V25990 Y¥ IMD2 DMNY X NPYYD NMPNA NVLOYW , DI THVIN
DN NN .(2007; Rahat 2007; Akirav 2010; Hazan & Rahat 2010; Pattie & Johnston, 2012
NN XN N WPWNY DINNNNDT NADY TDANN IN DM, NS DY ,DWND [ NINNDD 1) DIWIND
Kjaer 2011; Vanlangenakker & Maddens 2011; ) 9n2) DYV DORYDN NN DTPY NONN N
D197 DXON> MNMPNI VINTIY YN Y NP NAYNN .(Akirav 2015; Byrne & Theakston 2015
SIYIN NISP NP NINPR DM NHTNNY Tva , DY NN NP NINMN 121D NNYNN .0’
P2 DM9VNN DXONN NN PIADNY DD WX VINDIAN 1IN OIMANND NN IPTI RYNI DMIPNNN

.(Saalfeld 1997; Scully, 2005; Best and Cotta 2000; Kam, 2009) N7 25 n9NN

,NPNHPNPN OXWITI PPIND NITHIN OO DY PPN NITHN ¥ Ny Y52 T2 Y5 ,NTayn orya
8N N HY DNOWA INTIAYA T DTIPHN OO DY) T2V TN DO DY 1PONM NIVOINN
DN IN2Y NN NN INMY NI XMNNM MNYRIN OTPOIN

NITHN : NTIAYN OO DY DN NN 1IN DY NPNNMT MMANND NMNDA 11T PIDYN XN PONA
SNXN AN SV ITPIN NNX XIS DIVWITIN NPDNM NIYINN ,NPNNPNIN ,TIPIND

R IA 204

DINNA MIPNN PNY TP INNNI ,D3217HD OMININ 29N IND) PIAY IMA P2 WP NN HWIND
e.g.Pitkin, 1967; Eulau & Kraps, 1977; Fenno, 1978; Esaisson, 2000; Powell, ) n»10n >y
YN NN DXIND) DY NN PN MNNY DIPIND P12 NNODN N»p .(2000; Rehfeld, 2006
YPAN MM .5’1PNa DMPNNY MDY M2 D9 1’ NIYNIY .IM1AY NN YW (Responsiveness)
.(Eulau et al., 1959) nvnx»n (Style) N0 Pad nyne»n (Focus) TP 12 mNaNa wNn nyIs»n
NPNY DIVPN MNP TY NN THPNIZN NPNYD  TPIMIND NPNXNY ONPNND IVAN TP
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YT DY NY P PNAND HIPN ,)INoN N»Nan (Eulau and Kraps, 1977; Esaisson, 2000) 0311 Hv
mwTa Tpnnm (Delegate) Jy»n N NMIN NODIVIND 29PN TN IWN NIXIAPN TINND 1N
N2 TN NINK NP 72N NPNY 91 (Trustee) PN ATINN NI IN,NINAN NIN WYY DIMIAN
Pitkin, 1967; Eulau and Karps, 1977; Fenno, 1978; ) Y19 X0 NHwa N¥IAPN YW DIOIVIN I8»Y

.(Rehfeld, 2006

NIPYI NN ONYMNTD IYRD NIYIRNND RO ,I7I02957 IN 721207 DY NPNY N2> NPNX» oM
MNN NPNX»D NXT NPT Pitkin (1967) .01»3»aNna ONY 0T ,n70N2,0N DXIMIN MDD
P25 9NN OIMIANND PA NN NIANNN NI DY NYNNY Tya (Substantive)Representation
Mon v (Descriptive Representation) 1 won npns» 1w Pitkin (1967) 79y 00120 1)»9NN
DOV) P71 OND,MINK DN - MNN Y NPNXMY 1D MNON DY NPNY OND ,DIPIN 17P2
DNIN YY1 DPNRY DIINN NNV IN 7DNNY NN INMY D91 DLW P71 DRN 10OV IN»Y MNP

TDNIN INMD D) DI DIMINND

.DMINN HY MTHYN PIAD ©INIAN MIATYN P NDANN NTHII POIY NPNXON NPND G0N OPITIO
NUPTIND NIvNY 1 DNRNN .Representational Congruence nxy >7n Powell (2000, 2013)
N9 NNYOND NN W N MR (Andeweg, 2011) MINRID TPANM TYN NI PHNIN NN
AN DY) VANV D95 1997 DY DIY MINONNI DDIN,DXIN2IN DY MITHYN 120 ©XIN1AN MOTYND P2
1NY M DANI KON )1 INIY NN DX AN DIN IPRY DIV YTNN TN KD ININY N0 W

(NTayn B9 DMNVIAY NP VONNI) YITID ITPIN NN XONN

MORYN NNX .DYIN2) PAY DIMA P2 DMIWPNY DDHNINN NMANA MIAT PO NPTIN YOI IPNHNN
19NN NN NN NMIND IWPN NN INPA NNOXINN NN NN NIPN NV DN, NN NN
.Powell (2000) 72711 Ny

IN2IN PAOIMYNYN NP OMPO DY NN NN MNYN 1NN MVIY DY MM’ PIN AN PONA
.DYT2IY PN DPID MOLIVN NN I ,NTIAYN BDIY NN MOV TIY MY .IM1D

77°h3a mvoy

NIV DMIPNN .D>ININ PV DXINIAN P2 OINPI-IT WP DMPY IWINNY FYNNIND NP MPNL NOOY
OV DPYNIND ;YR YW DY DXDIT DN ,MIPNI NVOY DDA DY INN PIAY INAN P2 WPHN NN
.(Norton 2002) D»MPHN DIXRWNL DXPOIY LINDIAN 1IN ,TAN 1N HY MINKD NN MINIAN DOV
MTPNRNN MR T ,NIND DOV DN HND OPX) NINYN MIPNIAN NV DY 7MINN2
NN NPNIN OXIVY NNMYT IWNR THDIN 00N .(Saalfeld, 2002) N7PNaN NINNHN DYV DINWNI
DNV PIDYD DINN DOV ,NIMND NYOYI DY DN NN DXIAVIND HDIY TANR NN NINN
mMHNNI YW NN MYPNAN NVY DY 217NINA .(Gladdish, 1991) DN YW NPNID NIDA KDY D1HYD
N2 MATIN DMYON NN NN PAY IMIAN P2 GOIV MPHNPN IWPN NN DN ,DINNYN 119
(Fenno, 5551 N210 9 5y 1NN HINHD NIVD NIN IMNNIY XY T WIANND DNPN 1IN PTYN

.1978)

, NN P20 IMIAN P WPD NN DTN NINPY NHTY NNR MIPNA NVOY PRY NINID 1NN )0 DN
NN P2 IMAN PAIIPNPY GOV ONMIYHOYN TYP DY IMIIPID MDYN ¥ OIIN
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NTPNNN OINAN PAD OMINN P2 DXONIA NPOIY THRN VYN NIMNNI NPNXON NONY ININD
.(e.g. Matland and ©n> M2 nNY onTAY HY DH1HND YTNN INNY DNYIFNI DINN NNMNN2
YN YD) ,WTINHN MINDNN NN DMINDN DY NP IIMYHWNRN M8VINND DY Studlar, 2004)
91N Mayhew (1974) .wTnn MIN2NN DIY NN MIIINN NNIVN IXYTPN ToNN DXINMIAN )N

.(Electoral Connection) m7°Nan Ivpd NN3

NN DN NI O IPPINT WINHD INDND 7PNDOVIN INY 2D IDID NN LN TY NINRD DY DOINNA
TAN NN MPNAN NV T TPXDVIN WHRND 1D IWINOY XNMIVIVND DN DXININ PIAD 1 WP
DONAWIT MIPNN DX PNIAY NN 0D N0 NN IPNNN LANIND NIVNN DX PVYND DIYSNND
P2, NVPIDONN MMMV 1NN MOLIVN PHNY NPDIIN NMPNIN NOVOY PA NDION 90N NSND)
90N NYINN PINNN YRV NN YIN )95 . Mayhew DTNy 295 my1Nan Iwp YY mMIWaND
ORIV TPNYTPN TONN2 YUY MDYAN ONXN NYTY NIPN TIT IV PRY DIWN PNPIDYNN )NVIAN

72Y2 11928 MTPNIN JPITI IR OMNX XN INDYI NN 1NN’ ©INAN ONM,1PIMIY YN

MY NN MOLIVYY MIAN ¥ DX ,NTYN MIPNIAN DLV 1100 DMIPIND 2792 NNO0N PR ,IINND
DN P2D OIMA P2 OYP DY DNY OMND MIXY NNT NN ,0°IN2ID DMWY DININN MNP
(Bowler and Farrell, 1993; Carey and Shugart, ©INN M DNINND HY MNY NPRMINM
D0 0N ; (Pennings and Hazan, 2001) ©0nYIN2>05 29 90 ©») 05718 DN ,HWND .1995)
(Sheafer and Tzionit, DN 9TOY D1VLONNY DINWIN NNIYN NIYNNNI NMNNVPN 2D NN TIVNY
; (Gallagher and Marsh, 1988) bnYw N7>N2N 1INN DY ANV SNIVOVNI PY WP DXODIN ON ; 2006)
.(Akirav, 2010) D»NXNXY DNPN DXTPIINI NHIZANA OMYN YN DIINM

ONN YNT VN, (D95 YNIDNN) NN PONN DY D5V MY DN DX TTINNN DINNY PN WD
¥ NN YR .NPHYIN MNAN DY NI NITRNN MINIAN DY NN - MY SNV TP
MDY 5592 NTPNRNN NPIOIN MIPNIAN DY NN TV ,NIDONN 2220 NTPNHNN NITPNN MINIAN
DYYP MY 5DY ,NON MIPN IOV MNWN OONYN DMV DIDIVIND P2 IRD TNNN 0NN

.(e.g. Burden, 2001; Adams and Merrill, 2008) ©>1n21>

MIZANN DY NN DX PN, TN DY IND IR PINK NNAN MVIVN PON D 90 1M NINT IND
DYTTIINNN DY NXIN ,TININRD MVLIVN 532 .7O990 M PIAD TN MD P JIRD MDD MINKI
2NN 2>5919 XN NPHYIN MIPNAA 1N IHINIDONN NIV )N YINN INDND

PON NV NN NNMNNY WO NNPNN TIY MYNY TUR IRIVI MIPNIN NVXY DY AN M1
2 TID PIN NNONI DWY JOWIND IUR ,NVIYUN MPYD MYSN PN DY D951 TNXR NN DINND DY
.(2001) NOWNNN : TID> PIN NN NN (1992) NOVNNN

D TININ MPNAN NOVXWD DNMNNA YMYNYN DT NSO NYNIN 2016 DXIWIY WO MY IINRND
THPIRVINIIAN MDPYIN PAD MIPNIAN NVOY P2 SOIMNMDT WP MDY NPY DY VIONND MDY 12 NN
NN ONNY T92) ,0°IN) DY YINND MINDN NDIDD DINT WYX ,7PNITP TONNI NOIDA NOUMY
VINDION AN DY DPNPPN NN TI9) YNJA 1PINDY XDNN NOMPY SNPIDYNN PNVIAN-IN NYINN

IONYN

YOPI) ,NDION 112N DV PONRNIDN NINVINDIIN MDY PIDY> NPPON SW NINKM NIN PONN
DT NN — NTIAYN DOWD
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(D721 231893) HINVINDID NMPDVPINY MDY

SV NN PA,NON NNYRT MNAX .DNNX MY Y2 MY 190D DIOMNH NPVIPINT MPTHI DN
DYDIVINN P2 PHNN NN DMP D ,0IPIN P2 NNODN NHMP .DMNN M DY NN PIAY HINHN
MYNN DXYIANY Y950 N HY DXOIVIRN MY ,(Home Style) N7 nan 1Hinnn oyany o»mpnn

.(Fenno, 1978; Mayhew, 2000) ©>3n2310 122 O»PNNN

DONYIN W .ANDNN NTIAY NNWYD NITYNN NTIAY X3 ,0°IN2) 1A DD TINT NNPPNN 1MV MNIN
mMLONN NOIAPY 5> YR ONIPY Y T OV NPT MYSPNRNNN DY NN DX MITYNN NTHaya
SY DIPND NDAN) NNOYNN NPTY TIYA .0MIMY DOVDN TN INY DN ,DMP 1N OVINBN LINY
2003; 1M12>9>0 NN PAD 1 DI ASNMY Y TIAIOYW NNPY TYIN TX D 1Y NINNa YV T

.(e.g. Wawro, 2000; Rasch, 2000; Jones Martin, 2010)

NN )N PONNTD YNDAN MDOYON NNIYD NIORNDINON MDIYIN NI NP NPT HY 1OPWHY MNAN
NTIPN M ONY P NAOWNI NXIN 1T DDV NPT .DINN N2 YN

DVYN MY OOIN,MHNDVI NMNOYL NTPNRNN T2YIY NNYPNN NPT DX POIND W NNINRN DI DY
NPNOV NDDIIN NNYPN DY IDDIVIN NDMY MINID N2 DININND

DN DMOYL NN TY NN NORWIN NORYN TR .MNIRD M D92 OO DY D0>IND)
D’AVN) TWUR DNV NN MDDIN NNINN 1MINIAL SNDNNN N NPDVPIN NN TY) DPDVPIN
NN NNV DMIPNNN NI .WTNN 1IN DNYY DXINAN NIHNA 1DV ,ONTIAYI DODLPIND
Miquel & Snyder, ) ©19>2 12 XN ,WTHHN DMINDN PAY DINDN NTIAY NPDLPAN P2 WPN
.(Frantzich, pnam 9vp X0 XY OpOHNaY Tva .(2006; Rocca & Gordon, 2010; Brady et al., 2011

1979; Sheafer & Tzionit, 2006)

NN DY MDY QUMY INIAN DY INDD NI NN L,NT IVPN MY NPMYHYNRN NPYIN NNNX
,Traceability Chain w2 wonwnd wsn Arnold (1990) .nmnn NX PNAD N ©O1a DY YV
T2 OWO .NYWNNN DY NS 1DV INN MDY DY VPORN INN NPYI NN DY NDIDN IMYNYNY
SV PRI NNIM N TINIY TPNOWNN N0 PUNMN VPN : DININ DYDY DOPNND DXAMN
M 92 DY NPNYM WTNN INDND DN DY NYAVN DINN DY MY ,NIXT NND .INN
MDYN DX IXRIND NI TY MDY DIPHNN MII0N OVIPIITH TOWNN DY TID? JaN NN MDD
MLYY NV SY NIVYNI NNYPY TN, 0122 DXONN NIIYNI MIMIANND NN ININ P IMIN P2 IWPN

.NPN2

SV MIRVLINII MDY P2 IWPN NYDIN 1272 IPNNN MYL NN MPINN N IPNNN DY NIN PONI
IYPN DX D) PITL) 90N .NMMNADA HIPHRNN THNND NYIIN ,YTNND DMIND DD PAT NOID 1IN
NYINAH DN NOX DI .WTINN INDNY NI PAD NPIIZNN MDIYIY NIMYN NPNIN MLV Pa

MINK NPVIPIITA NNMPNN N NI NPNYIVYN) NPIN XNPIDYN PNVIA-IN
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NN

IV (1992-1996) 13-N NOION PA DMI’N DY TPONRNNIN MDY DY DMINI 19DNI IPNHNN NNDNI
MYNN ,NDIDN DY NN ITOD MYSN ,MNIRY) 7152 NNDINI NHPYPNN IWN ,(2009-2013) 18-1 NOIDO
TOONNPMNAN MDA P9 N WNID YTPNRNN 1INDY 0NN (NPT 2 DMINI 2000 MVN PN
N DY MY KDY DN 1) NDION 22T )N TIWON) DIRDND NN N YN NINDNI NPOPNNY
NP ATOD MYINN PONY MTYNA OPPNN PINN NMYIN DY )PTNN PON - NNR NINMPNON DY ,(NDIdN

NNODNA NYIAND INNRD) MTYNA PTO MYNDN NDION DY

99 NNDY NVTYY 10O TYTHY 7PN 17 ,TRN TSN .IN2N NTIAY XNMIYHYN 22399 N NITYNN Ny
P IN NTPNRNNLPY .NITYND NTIAYN NINND DY IN NITYNA MNDN DY DYN 1T PRIV T80 ODIN 57N
, NN NP DIV NPNTI ,57N HY MADN NTIAY NPT MIINN NXRXIN G0N .ANYNN NTIAYA
DOWIN DY 20T NN 292 MINSIN ,DOMPNY MNNYY NYIN ,NYPDI MDY ,MHIDan 11N DY DIVION

ST DMV DY PNA

IXTP POV DI7NN DX P NIV MNMN TNXD OOIN ,0°97N 120-1D 257 YINRIWN DXINN N2
(DYNNNRN DIPPANNN TN YPYN JI9IND PN DX DY) NDIDN 7Y DIV N DV PN ROV NNV
PN MYSN : DINAN DHNVHRN TN O7N YID .NDIDY NN NMINYN INNNY DINAIN 190N 129
,IPT 22 DIDINY NONNY NDION DY NN ATOD MYSN IORVIY MNDIRY 172V PIN MYSH INNNY
,NOIY MPNAN NOOY LTV Y P TN ,DIND [ DNIP/OINNND MDYV ,Mvonn ov
TUNNA 920 WYX ,DXINN MDY NPT DY TTH 1NN ,Q0NI .MIAPIWD MINIT TN RY/IND

.AINMN

IPNNN NIRY NPT DNIVHVY ,D1VIMNDT D1VLDILVLD DMININ 1DTY) DIININD DPNMNIN DIMNMN DY
TP MTINDNN NI PAY NPINDVINDID MDY P VPN NYOIN 9272

22V 1IN XYY OO7N HY 18- NDIdNMY 17-N nodnn (Case Studies) 9PN »Mpn 1N ,qoNa
Arnold 81 yMN Traceability Chain ywnn Yy 02NN NMVYPNI DNWN NTHH NN NI MNMDN
2WNNN SY NI DY ININ MDY SY LPARN INK NPYD NIR DY NDIDN IMYHWN) ,(1990)

%N ©MINMIT) NPMZAN MDY JN MPNIN NVIVIA MPY DY N2 NTIPI DNNND MNMN
TNAN 952 .(13-N NDIIY MPNAN NIXRIPY) NNPONN HINK NIXROYM (13 -N NOIO MIPNIAN IRIPY NTIAYD
NYVIPT MPTHNI OIMPY 19D D1NIDIN-DDD NPNI MNNND INDPPNN RO DXNINRN DMPVYIN
MYRIZ MTAPH MPN2 IOPNN NIONNIY DIVN ,0ONMN DDIN IRN 15-N NN .NPIIWN
PPOYNIPA NNOPN 02N DXI’NNN PON PN I NI NNDNA .AYTN NDWNN NNPPIN NOVNNN

ANDN XD NNOY NDID DY NINRDN MIRVINDIS MDY DY XIP INMD NNPDNIN U .7PNHTINNL NP

1927 PN

M>2waa PMYNYN NMYY NON 1T NDIDN NNV IRIN OIPNN .13-N NOIDA DXNNN IPMN ,NNIND
,I2YY NPV PINT NMYN 90N, INNNY NPVIAN PIND MYXN 190N D¥I7NN DY NPINVINIIN
; Akirav, 2010 ;2010 ,7N0) YMNY NDION DY NN ITOY MYNN 190D WRVIY NINDIRYN 190102

(2013 p9271M9
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Y11 9N250Y 519504 1aY NMANDINTIN MYIYN 192 IWPH YN

SV DNYPY 92APNA ,OMONNNINNN DIA0NN NMIVN NNN NDID) DN DY MIRVINIIAN MDPYIN
Nulpb)jappuipiivipRuidinlaRubpiiviy)

™22 7 ONYY NPNIAN NN )N ,0XININ DY NOPWYNN MDY DOPOIY DPNNMNNN OXI1A0NN
ANNY DINN

9OV .WTNN INND NDIDN PAD NPIRDINTION MDY PA WP R8N ROY NI IPNNN NIYYN
UTNN INDND NI THIMYNYN MHIRVINIIY MY DITINY NIVANND RO NMIPNIAN NVIVY DIWN
NN WTNN NN NOIDON PV DXINN N2 MDOYHN P2 IWPN DY ,0NTIP DMIPNNY TN NNT
IYM TPVLODMY PO, INIYNRIN : NIMY NPLDLVLD MPPTL SNV NI TD OYD OMYHWYN PIN

X2 nan

M>Yan HY 0’23991 PN DMYN YNDAN ONNYNM YT MINDN M PO NONN MINYHN
PINVINDIN

TNND NN NDIDN PAY TIRVLINDIN MDYIN PA PN WP RN XY ,14-N NDION LYY
9955w yawn .(Wald=4.298, Sig=0.038) npnay NN»N NOION DY NNY I1T00 NYSN 14-N NOIdA
DT UTNN MINDND NDP0N ,NDION DY NN ITOD NP M2 MYSN DHYNIY

NPT NIPIY HNVHN NP TIN Q0N YVDYOLD NN YHNWYND NOINN ,DIRNNNN DI PIVNY
13-14 MDION P2 NTIAN) 37N DI DY NPIRVINTIAN MDY NN NND T OWYY .TPIRVINDIY MY
22PNV MNWNN NN NP MNIVN 2DV (NPT 2 DININI IDDN NININNIY DIWN ,16-18 MDION Ay
19103 MINVINDID MY~ 1 P YINN MNVNRN MDY (NN DID NNDONNNN 20%) MNP vonh
- 5,72) IRLINDID MDY 4, TN NPIRVINDID MDY~ 3 ,71D19) NPIRVINDIY MDA~ 2, TINND

STIND N2 NINRVINDID MDY

MYIN P2 WP PN O APNNND NIYYN IR DOWYNRND DOODILVLDN DMNIND NYY ,MNID 1N
, DDA MY MPTHI DIPNNY TN, NNT .YTNND INDNY DY NN 12D 9NN DY NIINVLINDION
STIYHRYNI PN XN YTNN 90220 NDIDN P20 §XINN N2 MDOYON P IWpn DY

Y1N1I 9N2205 09I 1929 INDINTID MDY 193 AWPN 11 N5V

Sig X2 7 M5 190N
0.978 0.454 13-14
0.188 7.369 16-18

DO M) Y2 TTINNN KD ,IN2) KOV TTIONN NN TTINNN : NPINOP VIBY 171TNIN YTNHD MIN2N mnwnd 14
0N T2 TTINNN XY 1PINVPN NN DN
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MDD NN DPADNY DINN DN OXDYP TIONIYIT TOVIDIION NOIWNIAY WY 17 [ NNT NINY
MHINYN NIvN2 NNPY wvw WL Powell (2013) .7om%9nn NN OMMNPY HWNd ,Winm mInnn
NOWNN NANNY  OMPYN TPV NOIWNN DY TONINIDRD NMPAVIPN :92¥2 NP NOW
SYNMYY [, MOYTHN NNYONN HY IMPOINND NMMNIND ,TOON) 90-N NNWH NIONIWT TINNOINN
NTAND N MIAPIWN MIPNAT OO POTII0 TIND TN NNV WIASAYY 1HD9N) PMNNY NNDIN
NN HY IMPINNM TONY ¥, NYNNN ,DNYTP 19990 NI ,9%) DIV 11D \(NYTHN 199 ,nnopn
PON YV DLVTIND VDN OMPYN NX NN I 2 1YV STPN AN ,07Y 0D, MNMP

.1996-2013 DMWY 2 NNDANIN

1996-2013 DYV7ININ 990N OINMVY :2 NHAV

0OV7319N 999192 MY NN 190N

DVTIN 10 DY NP NTIAYN MO 14-n nYON
DXV OV N NMIN-IVI-TIDWON
DOVTIN 3 YV NP Na}al

DXOTIN 8 DY NP NTIAYN MO 15-N NYION

DXVOTN 13 5V NP TY9N
DOV 7 DY NP NTIAVN MO 16-N NOION
DOVTIN 4 DY NP Nala!

DOVTIN 26 DY NP TN 17-n nooN
DOV 6 HY N NTIAYN MO 18 -nN NOYON
DOVTIN 2 DY NP NN
DXV 115V NP NN HRIW-TIDON 19 -n nodN

DYOTIN 26 DY NP TR

NYNY 912> MYLIIDN NIIWNN 1IN OMNYN DY 120NN ONXN NORYN NIRYI ,NDI0N NN NIND
ITPINVINDIY MDY DV 120N XN

D200 : MNP NYO DXPONI ,YTINN MINDN DY MIAPNNN MDA DINDM»PY DMDN DYI1I0N
DIV IUN ITHNA) DINDA TPNRNND 1IN .OPSIMNNTN ©XI20NNN DXNN) .0MH2N DXII0M DP9 MINT
DONIYIN DININ N2, 1MNM 1) THINNON N, NPNIN-NNN DO

VT DING : D29 T D927

X2 3NN NI LWTHN INDND NDIDN PAY ATHIN DIND P2 WP DMP D, NIYYNN NPT TNIND
1992- DMWYN P2 YTNN MINDNN NDIDOD 9201 DINNN DN ITHINY DIND YD ,NDIY 3-4 NINDIV MNNIN
DOV LYV VW) TPNVYNN TPMYNRYN NOYTY NINN NXIAP DINWNN NYIY 18D 1IN ORI 2013

(D>TMD NRNVYNA NDIDA D22IY LYN VW ; D120 NRNVYNI NDIDA
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YVINM N3N NN 122D 91 1P VPN 13 YAV

Sig X 9901 | NYIdN Y9N
059N

0.538 0.379 72 13
0.173 1.861 66 14
0.06 3.534 60 16
0.871 0.277 63 17
1 0.00 57 18
0.796 0.457 239 13-14,16-18

VI 9NN NN 1°2Y DIND )3 VPN 14 1YL

Sig X 9901 | NYIIN Y9N0
059N

0.306 2.367 72 13

0.91 0.189 66 14
0.591 2.88 60 16
0.785 0.075 63 17
0.325 9.7 57 18
0.227 2.969 239 13-14,16-18

DMISNY DXDIVRLDY DNVNNY ,NMNTXINNL DIPOIYY DN DIADN NN NIDN DMADN NXIP
MOMY ,PM ,NPMZOND MNNWIY MIPNIAN NVYW NX PITA0 1NIN 0NN MNTIN Mapya
VTV DY TPOVNN/NONIPY

0’21 0’9290

DT Y IPONIN/DHONIP ,PM 7PN MOWY

MINDNY N3P0 NN MPTHIN IN2-INI IWPN DX MYITHY NN MOVLIY ,NPIPNNN NN D DY
2’0 NN Y W INY PIXN) TNV 53D ,WTNN MINDND MNIPDN NN NDYTIN MIHNIPA MI2N ,WTINND
AUTNN INDNIY MDD N Y Y IDY MNONT NN DI THNY DIVRLD Y TN ON ,WTNN INDND

.WTNN ININY M1D°0N DI DIANN DINYNNN TN YD DY DINNIN DNNIN NININD NINDIVA
7 N2 Mmooy

TARY MIVANR NOYN ,WTNN INDND NI PAD NINVLINDIN MDY P2 TP NNRNN NOYW INKN
MDA WY 195 , NPV MNPV 1 NPLYYON O ,MIPNIN DYV NIN DODNN DM2DNN
NN NDIDN PAY NPV D97 MIPNAN NVOY P2 WP KNI XOYW NON ,IPNNN MYV .NIPNND
TOEMZANN DPdYIY DOV MIPNIN NVOW DX MDA D30 NTIP N NIWYYN NPT TN .wTNNn
MDD NNN DY ¥2 NN MYNNNI I DIWYN NPT (3=NTTON NTY ,2=ND9N 1071 ,1=D>119"19)

L7792

NYW D120 1INV D12 HY NNV HINKI ,)INIW DIWN 1IN NIYW DIWI HYW MW DINK 7N X2 N0 S mnvavn ina B
Ralakb!
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YINN N3N NDIDMN 1PAY NPMITN-D9N MINIAN NVIY )2 YYPN :5 NHaV

mayn Sig X2 9y 9901 9901

1699971 novIdN

MIPNIN NV X NNDON 3 MY NDION THnnNa 0.658 0.839 72 13
NI D) ©MINMIAD MV 190N 1AW JDY
AN

NOWY NMINDY XN 71D 1N NOON ToNNa 0.364 2.019 66 14
D29 19 HY MPN2

NYANND DININ T NOIHDN SN NPS5ON MPNIAa 0.011 9.025 60 16
.IDOND S TAN PNSY

mPNIN NV NN TION NPV NUdN TOoNNa 0.113 4.367 63 17
D997 MYIN ¥ININ
NPNIY  NVWI DIV DR NNON TP
N0 MTIYIN

0.106 4.494 57 18

0.046 6.148 239 | 13-14,16-18

MNOVIAY MPNIN NVOY P PN WP R8P XY ,16-N NDION 22D LYNHY ,NDIY DMNMN MNMIN
IN DN 19992 ,NITON NTYN NIN2) ONN MY KD ,YIVN .WTINN INNY NDIDN PAY NYNHDOND
VTN ANNY NI NON KXY 1T ,DINMI9]

M0 NN PIAY IMIAN PA OMYNYN WP WY DOV T DY TN NIPHNT MO0 NN
N2 P2 VPN PIYND NN NP KON DINMION NVIY) NP DIDITY PINKD DY YIND IMINN
¥ ,N2W 16-N NDIDN NN (TPORIWN NPPVINA PN WP NIXMN NPN PITY DHIN TN PAY
12702 NV O TWNRND YTNN INDND N0 INY VW, DINNI91 IN NITON NTYNI 1INIY DI'ND

27oan

IUND ,YTNN INNY NP0 INY W NITON NTYN TNV IOV N MDION DI P2 RNV 90N
¥ NPLMNMDIN TOIN I2T2 XNINN IPNNN MYV NX INY TIY PINN NT R¥NN .DMNMI92 INIY MY
W NNNMIND MPTN DY MO NITON DT DY DLW .WTNN INDND NDIN PIAY MPNIAN DOV
NPNAY MOLOYW DY NPITA5 GONA .0XINIAN NN KDY NN DY SUINAN YTNY NN YAIPY NXIN MDD
UTNN INDND AN PIAD MNYN MDION P2 WP ¥ ONXD NPT ,NPMIDONT MWD DX THVIN

YNV TINN ,T0 ON .(Sig= 0.078 , X2= 8.396 ) PN IWP K¥NI NI X2 1NN MYNNNA NPT N NINY
N9 DINN DN MDION P2 ODTAN KDY NPINLANT MNOWIY NN NVIY KD YD ,NDW MPrTan

D9 NN MINDVINDINN MDIYON DIV ININY , DINTIPN DINSNND G0N NN .HNIWI wIiNNn INNY
.20n

199 .NDION 7P IR DIV MND 07V PN KOV NNOY PNITP PIY NDION M12N NN 27 92910 DN ©X02 ,7NIND 16
NI NN MNWNI 190NN

.DYPT2) 5-0 MIND W NWOWN TINN DIRN NWYWOHW 185 1wn Y7
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2m

20 NP PPM NV DOV DIRIND DMIPNN IVA TAR DMIVP DN NMPNM DN YW pm
12D 68% DNIN VINTIY MIANTY DININD DY DOVINTINN DINN) TN ,D2213) 1Y NNINNN
PTav 9pnn (Matland & Studlar, 2004) 32% Sy Ty DOWTNN OINN NINRY T ,YTHN MINDN
MN2 551 BN DVNP 112N 435 TINNY N9 ,1968-1994 DNIVYN P2 DINPA NNDNNN DNK NN

(1996 MVLIPINTY YIRIVIN NINN) NMVNN DY 15% DINNN IWN DXWTN DM1AN 66-1 WTNN

NDION DY 9T RSP NODNN HY DMNIYA AN 19-N NOIDD MINAN DY MDIPN NP OIN DY
49 YOI (1974) TPYPNYN NI MIPNIAT 19T KNP 1IN N PN OXN .OOWTN O¥I7N 48 ,7PNONN
.DOWIN OO7N 50 DY NOYW 190N DI (1977) MOYWNN NDIY MIAPIN MIPNIDY ,00WTN DI
.DOWTN DYI’N 46 1DID) ,D>INMI9N NN NTIAYN NIV NXDIN DNXRIPOVY ,(1992) 13-N NOIID MPNI2
NN YV NANNNN NNHY NNMN ND DMI7NN NJOONN NMINMIDN NN 12YAY DININD DINMN

PNONN

NIV DY VPARN NNRY NNON NIV ;NI OV NHPNIN NI INRD NN NNYRI TPNIVIYHD NNDNN
NN NTIAYN MV DY NIDIND INKRD MHYHYN P27 NIRD DY DMIDYTN PNIAYN NYID NINSIONM VINN
MY NMINND MIPNAN TNND WX 2011 VP DY 1dPNYIANN IRNHDT INND ININKRM ,D3I101I97
DNONN AIPNNA IPTIV MDIDN DY NJMTNNN NN NX NN 6 NYAV .DOWTN DXI7N 33- HYW YN
DOVYNN YN DNNON DYI7NY ,09IYN MM SMNN JIPIND DMY OPN INIY NNV NINID 1N
IPOYY DINTIP DMIPNN DMININ DIRNNINN .(75% TY 58.8%) WINN INND MM MO W THNNNY
(Cain et al., 1987; Altman and Chasquetti, 2005; wTnn MINDN YY VINYI9L PM DY PIN*A

Heitshusen et al., 2005).

N0 93N HY YINN MINAN 16 NHaL

1NN RS 19NN Y TININN 193 DY YT ININN NYON 990N
(5.3%) 4 (75%) 57 (19.7%) 15 13
(18.5%) 15 (69.1%) 56 (12.3%) 10 14
(11.8%) 8 (58.8%) 40 (29.4%) 20 16
(13.7%) 10 (65.8%) 48 (20.5%) 15 17
(17.4%) 12 (55.1%) 38 (27.5%) 19 18
(13.3%) 49 (64.9%) 239 (21.7%) 80 13-14,16-18

NN 7 DDAV ORIV YTNN MINDND DMD0N NX 20N PM NN TY PITAD PNIYN [ NINY NIND
MINYN MINKRD MDION D32 ,WTNN INND NOIDON PIAD PM P2 WP R¥N) NI 16-N NDIDN LYNOY
DOWIIANNT YN 16-N NOIOY MIPNAIY DTV NPND N1 DT X¥NNY 720N PN XY XD M

APNRLSN MINN IV THPMYNIYN NN IDTIV NN PN INT MIAPY . TNN PN WIANND
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VINM 9NN NN 12D P A WP 7 NYav

Sig 2% 77 99U | nWIIN 190N
09571
0.056 3.653 72 13
0.285 1.144 66 14
0.008 7.033 60 16
0.622 0.243 63 17
0.088 2.915 57 18
0.005 7.921 239 | 13-14,16-18

P 210D IPNND MDA DININI WX YTNND MINDND DXPIADNN ONINWNN D INNN 1D TY
MINDNN 920NY DIINNN OPN ,NINVINDID MY TN ,DIND ,NPMIDON DN NMPNI NOOY
INIVIA VTNN

TPXONOINAPNIINZ 111930

YA 9NN NJIMN PPAY NIWNDIN/NINIINIPA MIIN P2 TWPN :8 1YL

Sig 2y 19y 9901 | NDIIN 90N
057N

0.921 0.01 72 13
0.442 0.592 66 14

0.00 14.579 42 16
0.247 1.339 63 17
0.188 1.733 57 18
0.114 2.503 239 |  13-14,16-18

LUTNN INND NN PAD MHHOVINN/MNINIPI MIAN P2 PN WP RN KD 2D N9 8 NHILVN
PON 95 ,MOWNN SNV INMPNN N NIV DTV ,N1PNY D127 735 020NN TN .16-N NI LYND
YD) ;2 TN IR IVDP NON DIN PRI PON TPONIPAY TN PON MHTNNI PN O¥I’NNN

(N=42) MNINNK INNN MMHONIP/MHOVNN MNUNN DV NPYTaN

a7 7»
YINNI 9NN NN 192D DT 979 P2 WP 29 NHAV

Sig X2 79y 4901 | NDION 1901
257N
0.538 0.379 72 13
0.297 1.087 66 14
0.131 2.283 60 16
0.588 0.293 63 17
0.491 0.475 57 18
0.005 7.921 239 13-14,16-18
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DMIPNNY T ,WTNHD MINDNN NDIDD MYNYN PR DT 7P DY DILLD D ;N9 9 NYILVNH
12 NIN MTY UK 2V 1900V ,NIN TID 920NNV 19N .0 DXVINDINI NT NN IPTIV DNTIP
SLDYVOLON MNIY TN OP NIN PTN N-NY 75,7152

1225 NPINDVINTI MDY P2 IYPN TDIN 9272 IPNNN NIYYN DX NN ND TYY 19D 1) 019700
25 NPMZONT NNV NPNIN MOLIY P IWPN 901N NN O NN ,GON .WTNN INDND NN
LDOPNAMN INYN) KXY IPTHY DD DN D20 DONOPID DM2DN .WINHD INDNY NN
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(2008) 18-1 NDIY 17-N NDIHN P2 YWINHN MINAN-IN
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DN

,NPO55N NN I NPT MWD I MIPNIN DO DY MNXNM OMPY XD 0O
.DMINK DN DY NON ,TPIRVINDIN DMV DY MIXPNA MIN KD WTNN OMINDN
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LDPMIND DOYINAT DXADNYN T, 0PMNPOY MWD 1NN P2 NAINNN

MM OINSNIN

DINYIN - 1 9901 1PN

NPNINON 901D NITYA PIIYIN T DY NODM ININ IYX DTIND D>21N 1 9901 IPNNI NNPRIN MNN
SV M) NPVINPN NN I NNPRIN NNONL NIV IHND XY .NPNDDDN NYYIDI [ NYIIN
NN 2XDIN NP MWD 1NN POINI NPNSPH D DNIAD DNV POYN DY .MIPYN NN
L9012 .7PYN PONN YT TIN PNHXI TMNINX MNINN DY NYIND NI ,90NI .TIONINIVIAN INNINNA
DYIMIND DANYNT MDYN MIANI NNPHRY ,POYN OOY2 Pa NNOON DY DM NN IR

ANNDNND MPYN NN TONNI DYPYIND

P2Y 0PI MDY NN DY NNPRIN I MNP OY NNPRIN N ,1 9900 IPNN SW PMNIIN N»NI1I
LNONTY AMOYO APNNN DY HOVNNONN DTN TITN ,IPYUNRI : NN NMIND NN DIDY 1N ,0°901)
INY DPIMY NN NIV .MPYN PONN NNINN DY NYIWNI NPAPN MPO NNMIND MINVNY MON»NN
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SY ANY NPOYTHR NN L,TOWHY TIMNIN ANDST DY YOV 1M DY ,mMYn POnn by
.29 IPNN NNDNL PRIYY DNNY DINWNN P2 DIYPN

OINSNN - 2 999N 1PN

V212 PN NNAKI NAPN MIPY NNMNN ,TPYRD .IONDTI DIXRNNND 190N NOYN NOLYN NPINN NIN)
TN NN MTRIT TPIPRIVIN NIV INTPRI INNYIL YDVIVDDNTND MPYN TONNL INY
OO PN MYV VI ,NDY .NDNINA N MNTPNRI I ,TNVYN NN TIHIRD NNANI PRYN YOYI P2

SN NN NN MIYAVN NN PRTPRND ,MPYN PONNN

MXXIN 790 .INYRIN IPNNT NIWYYN DX TOPON DWYOIN 2 990N IPNN DY PIIRNIN NON2
MIYYN D) ,NNYT I9IND JNIND TN NNID DNVP DPAPH MIPD NNMIND XD MYYNND AIPNNN
MPY NN YNNI NMIZNDN DY NMNAX NN P2 02PN WP KNI 1PV ,1PPON NONNY 1PV IpNnn
09 P2 WP R8N 1OV ,XDND 19N NYVINGD TPYVHYN APNND NIYYN .0PAYN MPY NNmnNn v
YN APNND NIWYN D) ,90N .1NPAVPNH MIPY DNTIND PO MPYN PONINI PHOX DY DM
NIPY MNMIND P2 MPYN TONND DIV OXNND DY NMAX N0 P WP NN 1PV, 1IPON NUYYIND
APH MPY NNMND D NN IPNNT MNSIN 1OV ,NPINA NINNY THNN NIYYN ,)NOaY .ndavn

NIND TNNN NHT P20 0NN DTNT,DMUYOIN DN P IWPN NN NPPON NONNN

DINYIN -3 190N 1PN

DY AN TPXTNPA N¥ND) PHIIND PIN ,IPNHNN MIYYND ORNNA YD OXPYN 3 190N IPNN INNNN
T1: r = .53 p <.01; T2: r = .32; p ) ONNY POX DY YON MY RN MNWNN .IPHNT NDNYN 1)
T1: r=.73; p<.01 )ONTMOPIN N (T1: 1 =.75; p<.01; T2: r=.77; p <.01) WX PTN ,(<.01
T1: r=.50; p <.05; T2: ) MIMNIN NN DY MAVPN ONIND PIINI PON )0 M (T2: 1=.75; p <.01

r=.15; p <.05

YN X2PN ORNN DY MYIAXN IPNNN MINNN ,MPYN SDAPNY HNN P 1O NNdYdN N»PN1a
PN oY TNN MPa 19N IRN (T1: 1 = .41; p <.01; T2: r = .36; p <.01) XANY NHAN DY NIITY
NP2 NP TIMIN NNNY QN N3N APN WP (T1: 1= .41; p <.01; T2: r = .45; p <.01) ¥N

AT1: r=.38; p<.01; T2: r=.08; n.s) (1T) NIYNI DM NTTNI INY

NND) [ TPUNT DIV DIRYNND 9901 INYD) ,IPNNN MININ HY DNYIVY NIPIAN MHNWN N»NI1a
=-.22, p <.01; =) WX PTEY MPOHN 9% P2 DX D, JNIN PWIRD MPON 92 pa T1 -1>9°0w orNN
) OMyNYN J9INI XY ¥ ON,NNIT N¥HN RN NIYN DN PIDN 1101 D) (MINRNNA ,-.18, p <.01
MMAN NN OXIYY AN PYX DY DTV PRV TI0 720NN 2D ,19N» .(DIPNN NI .= -.07; n.s
.(Halbesleben & Wheeler, 2012) »1199X XY 192190 ,90 1M
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N3N MNP HNNIND PR - 1 NP2V

SHINITEIIN MIND IYIN PIND 19N 2N NP NNNINN
341 3.94 3.63 N - A DNmnn
2.96 3.53 3.17 591 - B nnmnn

N=491

WP D, TINOD MINH NI .NPAPN NIMPY NNTNNDT MMIND NN P2 WP IXR N1NN 19901 1YV
Ehrhart et ) 7090 NNMLY DYON> N3N YNION 2IWN 25590 1N DXNPY NINND NIMPY P2 TVHNN
M2 PINX DY MTYN NDIVN MNKRNN .(al., 2011; Liao et al., 2011; Mayer et al., 1995; Rust et al., 2004
TONNY MXPITIN NP L(NPVN DY N8ONT NND 7IND) DXAPN NIPD NNMIND DY A ND1a D) INY
THONTXIND TPYOIN MMM ,G0NA .(MIPWYN DY S92 1NN 1NN) B 100 ninmnn mmnsny nmnd
DNV NTNY MIONN MDY MINIX NN )0 DY AN .1PAPNH MPY NRMNND PYTH WP MNP
.D»NI5N DN PN PON> D ONYMY (Alam et al., 2010; Nadiri et al., 2012) IHIND MMNNIN2 2V
INIIY 295, TON IRNIND .MDXM DIND 1D ,0OPTN OPNNDDY DNINNN DY DNYPA GpNvN 12710

.Y OIMI0 MMPY 12 DMDVPIAN PAOTN NN DXNNINND ,1 NYaVa

MIPYN NNIPN TINT MY JaP1IY 113 123 NH%99Y N1IYYNA BIYTAN 19N NYa tiNan - 2 NV

»On’ NI my’av NYSND Ol NNV MY
Y 2PV 984 MMOND NYIN YW MNP
61 56 60 47 58 58 v
YN
71 68 72 57 66 68 mvY
ININN
4.71%* 4.42** 11.74%+ 1.9 1.8 4.11% tynan
N =491 +*P<0.05, **P<0.01, ***P<0.001

DYPPM NMMPY .DORIAN DNPIN YY DOWIANNT MNPI-TH NMVY NN MINHN DX O8N 2 1YV
) NN DIVN MADINY D 7995 . MWD MHMI DY 11 DY INY IPYTH NI NndHN YY DONNTH
YHYA IONNONA POV NYIINY MIWIN 9201 YD ,)ON» .NPAPNH MIPY NNMIND DY NYOUN 13 Ndon
MIRND DY PNYN OOy YN Pa oy M1 Yy vyt nnwn [ (Stakeholder Theory) yrvn

.(Tzafrir et al., 2012) NPAPNN MNINIIND

(=)= 24~

XM DY AIPNNA MUK JIPITI NN TIMNIRD NNMINNM 21NN OINND DY IPNN OV INMIN
LTIV TAPN MIPD NNNIND XYM TIT,0ININ DIWIXII NTIA0N TYUNX DYDY NON PLIININ NNON
9°2012 DO MDY PYTINI NNNIRMD TPYOINX PIAN ,TPYIRN NNIN P2 IWPN INK DPNNN DT IPNI
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NPYON MDD MNP DY MYNN DX YWIXTH IPNNND ,1IMIY» VAN NTIPIN ,NPYHY DN 9WpPn NN
0N DY YITA PNINX PON MV DY YIT NNV TIN , 1Y 1NN PONINI DXANYNN PNY YA HY
9% TNIND MPYN PONN NNDXND DNMIN APY ,059y2
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751NN MV 0N 199
YIWN9 ¥22IN NN 0N Y

yp9

NTINY MAIN MMANND MZYA MNY MNP NPNIAN MIXAPN THINNDI INND NN MONRIYN 172NN
MYy NITIN DY OMN DMIPN VYN RHAY ,DD2APN DMNPA DIIMPNN YN 7DO0IY” .Y DN
LDMTIVY PTN TPIMNOV OINIY,DNIY (YN MYNN , MY 99D YNI) NNY TN MIIWYN

715 MY NN NP NPNIANT MIVNN NNN ,INIY NPTH DY DNYRIN DNWYN ToNNa
D2V DRYTIND NTNN NPNIND DY TN DY DY NYNLM NPV [, TINON

1PON GNY NS R DAY ,TINT PN NMYN MDONPN NNNDNI MINOND INNIND 991
APInym

MMPNA : NONTY .7IUN TN NNN NDNP DOPN G MNYN MINIPN PA NT YT, 0)NP DMPNa
NPLVHVIT MOLINN INMYHPYNY ,NPTNL DNPNN OMNN NN DY T DPPNN IURD IX MINNVIA NNN
MDNPN NNX DY TION 290 MYINN

MYNINNIN TIND PO NOWIN 0N ,2015 )Y YTINA NMDSIN DID2 INNNDY MY NNIPY IMNINIA
1DV NYIAINR DINMP INVIWYY (1 TPNX IND) 7YTNN ORIV ITON” XV IR NPTHI NPNIAND
279 NN NOD DTN PIN NPNY YTV 1P IN,DIDY 9TV DY TID 709 DIMIND YDya
DY DN NRY 9D VIWNM 21N NITHIN NN DAIVN DINANN DOININTN DMNNYN INY ,0INON0)
.DXIPN OMNVYA TPORIYIN NIANN MI2N DY NPSINNITI NPINNN DY NOWIN DOANN 12T

,I9N NPTNN 29Y .ATIAYN PV PNIYY NPYOVDVLVDY NN NOYIN NPINND DNYNI ,NHINT DWH
OYTINMN DTN NYYY TIYA N0 NPPNIN NN MHNYS DRIV NTIAYN MO 50NN 2030 mva
NYY ,15.1% DY TNy OTIND NODIDIIND NOY 7252 29% DY Tny> NTIAYN MO TonN 0NINN
5y TINY NXAIYN NMDIVIIND NP , D901 17.2% Yy TNY> TINMDN THINTN TOPNTN NOOIVIIND
(2011 ,Nwn Y1) 23.1%

,DYN DOVIVYN P (PYNKT DIXPYD) ¥ION DIPND NTIAYN DHVN DY IMDWN NN NOWIN PN 11272
D) TPONY oMY XTI, PONIVIN 172NN NN DY2D7NHN DMINWN DOVIYN NN PIND NIV TN NN 1)
.MAIPN DNV PIRIYIN NI12NA DIPODIY DIXNPY NNND , D000

NN M990 MXIAPN DY NAMUNN MOTINN MIPNPN SVIPN YD ,NDMINN TINN THN 70PN 10"
1N 7O DDA DINNIN POV INIVD DXNPYD) NOYIN MDD ,INAN P2,V ORIV 172NN
MDD L, 9GMYN OYP OTPN NNV MXIAPNN DX P PN IHINMYHYN MDD NPY D
Rallpnp)a)l

2018-1 1990 DWAa /R M D5NNNM 29 HNIYA NMDIVIIND 2590 TINYY AN :1 9N

DY DI NHPNY GMY NN DY) DIPOY YN NN NVXDININ DYLH DXPOY SN MY ININ Yya o) v

,Grand Staff m1an Yv MY75m DYHYI ,NONDIN NPLDIOIMD DY ,MSW 1H¥Y»59 IN PPN 71NN NNIDN0Y
.99 P YI0NND DININ N NNNNNN NIV NN
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"SITN CINIY® VTV INIPT

*2018 /x mn #1990 *TI0°D 'NA *T'AYN

nYRW PN
vl o'n? pn

,J90 XN PNIND MY MNON D Z2MN»P MOIYN NNDN INPYY NX TPNRD N2 #O1NY 1IN
MTTINNN NPT NTIAYN OYIYA NN DD T NTIAYND ODY , 0NN DX ,NMI) NIOVNY MITOMN
: DMINN 90N NOYIN NY VNN DY NAIVN

ANPIOYN )

N0 PIDYN D17 DIMNIN NPPOYN DNNN DYPIN DXTIW NPODYN NMOND ,TININD MINONYNI
S¥ PNIINA NPINNA NDXOM TPINOKIVION TPPOYN NIYIND — DN DXIWPN MW DIOPAN NI
.DIMIN

NPOYNI TNNN .ANIN NNV NN ,DMPOY OMNIX DY YITL ,00NINI NI PIDWD 3NDIHN ©X0IN
DMOYN MIAPYA ,INIVII 1IN NMODIVOIND DIMYN DT NONNND IRXIND 1N IXD NN
NONT .DMONY DWTN DY MNPN NNAD DXMN DNMNIND ,TD NIND .90 DNNINN OP9INNITH
PLMN MIAN .TPORIVIN NDIOON DY 70PN ,PLONN NMYYN NPN DT NONNY NLVIMA
D7D ,DYUPY AON MIVYY DINYDY ,DOON MNOVN ,MIVN YPNI DY PIN DINOND NIWPUN
N2 OV MNPH NIANTN YHRD DOWPNN PYTY 792N X2 92N DN NVIWIA DXTIYINI D9

DTHHN NN DIINNY M

DMWOIANND MNINND DN INDND TWN D27 DMIPNN , NN Npoyn Y Business Case-> on»nna
PO DY WITL ,DNININD DY NPPOYN MINIINT NYI NN NPOYN P PRI YVDMOLD WP DY
TONN NPNIN DN OIMNIN Y XM Mckinsey & Company ¥ 9pn 9pnna omanm NN
Hunt, ) 7wyn 910 1MIN2 070190 OMININD 35%-2 MIM2IN NPPOY MIXHIN DRI MM
SY INY 29 99010 MNYIT NMIYIN N1 MNNN NN 2 IRIN NN IPNN .(Layton, & Prince, 2015

.(Parrotta, Pozzoli, Pytlikova, 2014) o009

SNPIVYN 117) XYL NOYWI MNISND

www.hinam.co.il 10N 70177 19710 DTPNRY NMDYON 919910 NN MNIY J19) 20
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,DINMNN DY ADWHO DXIDSN KD D29 DMININ ,NNNN NPOYNA OIMLIN DX MNINT MIND
SUNN OOANRYN IOMIN DY NNPR DININ DY NTIAY ,TOMNPN MNDDN .XYNI PIDWN DN GN)
DY) 0NN N ONNN DONY DN ,DMININT OXTIN DY DXTAWY ADWH )ININ MIND M YWY

.DY90VIWN DININ 0NN TN PN

DYV KD DXTHN DD DRI DXTHYVIND WIND DIVYPNN DININ ,INNI THINYNIN N2
PN 0NN D27 DYMIAIN DY DMP ,DXTHYIN INRY NOYNN NIND IWRD D) .D»N MNP
,DNNY NN PNYY DOWUPNN DPOVDDOLPNP MNNN DIIIYI MIMNNNT NPNNDN MIINND D> THYIN
JONIN NYPY DD L,7NPONINIT MOMYNN NPHND NN DMON ,TPNNIAP NPT ¥IONNI VIYID
P NOD DVNIND DITPIND DIMNNND XD DINNY ODYY DN ,T0 NNRY LTIV XA NN DYV

DPNSPNRN DM

oY NNYN dYMIAINM YNIINN WP DN 10N .DMDWNND DXNNNRD )NIND NVYPN INKD D)
VYPA DN OOYPY DY ,IPNND NDNPN ORI MTIND NX2AYN NH1aNNN DX T2
NYAPN DN OYINN ,DODNIND .ONININD DHMINY DXNPNY DY DMODVPIN NTIAY YON> NPX
D, DNNTIND DX PIAND DOVPNN NN YPIN DIWVINR DY 712¥2 1T2Y XYY VIS XD 2D WX, 20D
TIY I PNAYN DY 11T NDPAN MNNT ,NANNND MTHNN IN NPNNIYNI NIININD APY NPYITYN Dvnd
9271 %5 NDXONY DX, DN DPNIIN DMIWP TN DPMIAINN DIMINNDN BY NI1IININ 10N
ANV SVINY DYOMINY TN L,IYVIN NDAN 12100 1 NIND DANNHD NXDY DOMNNPHN MNS DYy
,727 SV MDA .OMYV DY rTINYDY DND WO QYN IUIN 1P IN YN MNPHN PR DININI WX
DYT2VN DY NPWIY IN NPOYN DYDY G ,)NXT MYV 90IND MNP ONYD O N NIN DMWY

DN YPIN

VTN DIPNY M’

Y DYI8M DIMANNDT NN AN MINTD DN NIV DMNIND DY NIDIYIN NNMINI NMIYHYN VN
NN N2 NNN2 OMNON TIORIVN NN OOIMNNTN OMPYN .OPONINIVIdN  ONPNIMPD
D20 N TN 50X2 AN P2 ,01D INPI DPMYNPVYNN DXNNIND DIPNYI NIMNNN NPOIDIIND
NN NN AR ONIPNN PIYI MO M2 MIIN,DONNIND MITY DI DN DIYPIN OXTY DY
TOAN2 I2ITN .ONPINY NX DININNN DIXIN MDY MM NI 19 DY 100N DIPNYN MIMINND
990N NNNY XOYW TYYW PRI 1IN NDIT DNV NN PIVY NOMN : ROIVTY OMynvn 19555
,TNYHRN MYAITY MY MIAPY .ITHINT PIYD 2N IR NNNI N1IAN KD )TIN 2IW»1 O
MM LOODNK MIYYD MIPINN DX NOYNY ,TTIND NPOIVIIND YTINY DINN TP HYoNa 1IN»
3 NN DONMIN DMIPNN

DYPNYY NDNOY 19%-1 AN NI N0 MOYA PPN INNHD NYMHN YT D>NNN MOy MIHan
IMNN PIRY NNAND RNV IRD))NDY DIV NN NOTHND 15%-2 9N M) NDP0), 00w TN

NN NMPINN
1Y DINN2 MIAND MDY 1D N PYIHYN TN DY YNINX YIRWYN OMN DY M7 MNYN
SV NOIYN VOWYNND DINI NX PN .TIMNIN DNVIVONI MNIN RID  NPXIPR MY 11D NNOPNN
YMVDNIN MDMNNN PONI, DNV 27 MPDNN ODIN,MIANNN PN DY TPNDNPM NINIIND MDY

Hewlett, Marshall, & Sherbin. (2013). Innovation, diversity and market 2!
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ANOMINY MI2N DY NPHYS TN MDIVAL DXANNYN DY NI NNYY NN NRYND 7O0NT NN MdN” DY
I )0Y PNIAND MANYHN PAD SPOYN INDNN DY PRIV MM NNXIW P2 N PO NHVIN
N MY DXNYY ,NT DINNA ININD NN DX TUX NV 2177 MNITA 79279 YIWN’N NNNR XD
N3N DTN P NNNIN NYIND NNMIINN 1 PIXD W NNT DY .NPOVNT IN NIMNDN RID MNNINN
NYINNY NMNNNYD ,N72N2 HPNIIND MTISY XMYNYN 19N NN 0NN MNNNM MDPYIN

.DY0999) )NIND MININ

MNPHYN ININD MNYN MAPN P2 HXMYNYN MDD DY NDDIAN D1V HY TINNPNN NOXANN
DXNONN OPN DMNYI-TNY DMIKP DMNDVN D, NNIND MDY APTIAN DNIMOIONI MY NYWY
ST DT IN MY OLIYN 1D, TNNN NINP NNDNN .MIKPN DINMND G DIXNYDY DX NN NINAND
¥ NNMN NMN NNNINY DNINN ,ART DY INRD DN MYTY NPMY NIVPN NIVORD PR PN
NI OWON ,0PD DNNIND DY DIPIMANNDY DNIADY DIRNNY NIAYN OMNIN MDOYIN NNON

TV DY DY NP T TIN DN DDDNNY NS T0INY MNIVN

NNVONL TNV TPNN NVXN NMYIDD 7PN ,MDOYIN MNP MK IMN IYX G0N VN
THONNA OMNYN PAIYN OOYA DY DDINN NDOW MNP YOI IR MINID DOYIN Y)Y DONNINX
MYIPN NN ,DMAVIN DY DMOYNHN NV DOWINN DODN 7,009 MR DTN NMIMAY I
M>NPN MAWYIN X GNYY NIVND MNYD DX ,NNT TIMND KDY GND 0PN . MAMYN MNITO)
NP DY M2 DXOPNIAN YV SPOYN HTINT ,DXAVINND DY NOITN YONP NN TD TNNY .NMDY9a
GnYo MmN SY  NPYIN PAN MDD DI, MNP DOAVIN DY NN DI 29 190NY NDINY MPN

PPNV KD NN

NN TN ,NMYN MDNPN DY IHIMYHYN N1IDT DN HY NANIYHD MDY MNIND DIWSN NN
JNIRN DY OONONPN DXOPNINN POND IR 9D M NINDNA DWW MMIN ,TONDY KD NTHNH
ONNN TIDYY DMNIN-DNY DOWINN DOWNN NN ,DNNINI XYNN NYNOVN TNND TUNN TYND

ANINRD TINA PN TONN 5INN0 NIV NPNNPH NYIIIN

:T73N5 D230 N )N DIMIDVOP 790 19770

NYOWYN ,0»MPNRN DXAYVIND NIITNA NIVN DIOWDN DXIWHANN TANI TPHP-TN 7NN : NPYN 1’
.DOPYY MAIMS

,HDN NP2 DIV MINXITO ,DONI2 MPN ,NNMIN MNP MNOYA DIXNPIA DI 1PN D1
,TPONNN DY OIPN ORNY NN . NMYN MNT OOMN DY MNY ,1PMIPNRN ITONN NI N1MDIDA
.20 DNV MIYN TYY TN DTN NTIAYD DXNPHY P2 DOWTN DM MPIY NI N
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219V MY 92Y) AN HNA N2 DX INNIWN DY 2TYY 0¥ NNY,DX9MYN DN HY NNND NN NNDNY
MNONNT NN ,TPIPNND NTYN 232 DY MIAIND NN DI .0IPHNA NINDNN NN NN DOPNY T DY

AMYN NNITN TN NIPNVNN
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SNRD OV INY TIND TR NATIPNY DPTHN NNNIAND TN
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