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Job Demands- Resources Model as a Predictor of Women's

Employment Intentions after Giving Birth

The decision to return to work after taking maternity leave is not an easy one.
Emotional, financial, occupational and other aspects play a role in women's decisions regarding
the length of their maternity leave, their demands for reduced work demands or their intentions
to leave the organization. Each of these behaviors - leaving the organization, taking a long
maternity leave or reducing work hours can be regarded as a withdrawal behavior. Hanisch and
Hullin (1991) refer to organizational withdrawal as a general construct composed of two
components; behaviors that are aimed at avoiding aspects of specific work roles, and behaviors
aimed at minimizing the time spent at work. In our study we relate to both components:
Avoiding specific work roles is reflected in women's demands for changes in work conditions
and other flexibility arrangements, and minimizing the time spent at work is reflected in
women's planned length of maternity leave, intentions to prolong the maternity leave or
turnover intentions

The literature offers a plethora of predictors for withdrawal behaviors: general attributes
of the environment, personal attributes, work attributes, including characteristics of the larger
organization and of the job and family attributes. Likewise, the decision processes that lead
women to withdraw from work after they give birth are vast and complicated. These decision
processes involve both demands and resources that are present at their organization both before
they give birth, and after they return from maternity leave. Past studies found that paid
maternity leave increased the likelihood of returning to work once the maternity leave is over
(e.g., Baker & Milligan , 2008). In addition, having a working partner and earning a high salary
increased this likelihood (Leibowitz, Klerman & Waite , 1992), as did flexible work

arrangements (Desai & Waite, 1991) or perceptions of gender-roles (Glass & Estes, 1996).



To reduce the complexity we focus in this research on job and organizational attributes.
Attributes that overtax one's resources and that are associated with negative experiences are
considered demands, while those that enhance one's resource pool, protect one from losing
resources and that are associated with positive experiences are considered resources. We argue
that an integrated model that tries to explain the decisions made by these women should take
into account the demands placed on these women, as well as the resources that are available to
them, over and above legislative factors which are often found in the literature (e.g., Feldman,
Sussman, & Zigler, 2004).

Using the Job-Demands-Resources model (Hakanen, Schaufeli & Ahola, 2008), the aim
of the present study was to find out, for the first time, whether job demands and job resources
predict women's withdrawal behaviors after maternity leave, and whether job burnout and job
engagement mediate these relationships. The context in which this study was conducted is
unique, as in Israel, where this study took place; every working woman is entitled up to 26
weeks of maternity leave, 14 of which are fully paid, with no detriment to her rights in the
workplace. This situation enables us to understand the role that organizational demands and

resources play, over and above any financial constraint placed upon women after giving birth.

The Job-Demands Resources Model
We base our model on the Job demands-resources (JD-R) model (Demerouti, Bakker,
Nachreiner, & Schaufeli, 2001) - a heuristic model that specifies how two specific sets of
working conditions, namely, job demands and job resources, contribute to employee well-
being. The job demands-resources model assumes that whereas every occupation may have
its own specific risk factors associated with strain and motivation, these factors can be
classified into two general categories: job demands and job resources (Bakker & Demerouti,

2007; Demerouti et al., 2001). Job demands refer to physical, social, or organizational aspects



of the job that require sustained physical or mental effort. These demands, include various
aspects such as workload, extended work hours or time pressure, and eventually are expected
to lead to psychological costs (e.g., burnout). Burnout is defined as a negative affective state
that results from a chronic physical, emotional and cognitive energetic depletion (Shirom,
2003). Job resources refer to those aspects of the job that (a) reduce job demands and their
associated physiological and psychological costs, (b) are functional in achieving work goals, or
(c) stimulate personal growth, learning, and development. These resources include aspects
such as social support or opportunities for development, and eventually are expected to lead to
psychological gains (e.g., engagement). Engagement is defined as a positive, fulfilling, work-
related emotional response that is characterized by vigor, dedication, and absorption
(Schaufeli, Salanova, Gonzalez-Roma & Bakker, 2002).

The job demands-resources model postulates two processes that explain the
relationships of demands and resources with burnout and engagement (Bakker &
Demerouti, 2007). First, job demands are assumed to activate an energy depletion process
whereby an employee's efforts to meet perceived job demands are met with an increase in
psychological and physiological costs that drain employees' energy. The depletion of
energy and increased stress from responding to demands gradually leads employees to
feel physically, emotionally and cognitively burnt-out. Second, job resources are assumed to
activate a motivational process whereby perceived resources that are instrumental in
achieving work goals can also foster employees' growth, development, and willingness to
dedicate one's efforts and abilities to the work task. Thus, the JD-R model suggests that
job resources promote engagement through a motivational process and that job demands
contribute to burnout through a depletion process. Empirical evidence confirms that job
demands are positively associated with burnout, whereas job resources are positively

related to engagement (Bakker & Demerouti, 2007; 2014).



Job demands, job resources and maternity leave

Job demands, including objective, subjective and emotional workload are considered
as road blocks to successful job performance and to withdrawal behaviors. Workload can be
objective (based on employees' work hours) and subjective, namely reflecting individuals'
perceived amount of the work required, and the time frame in which work must be completed
(Cooper, Dewe, & O'Driscoll 2001). Emotional load is also included under the umbrella of job
demands, as it reflects a different kind of overload: It refers to the degree to which employees
are confronted with emotionally demanding situations, such as exposure to complaints and
intimidation (Bakker, Demerouti, & Euwema 2005). This is manifested also in employees'’
perceptions of emotional labor: the degree to which they have to be emotionally engaged at
work. Given that pregnant women and women with newborns are already experiencing
physical and emotional overload, experiencing additional load at work may lead them to

withdraw from work.

H1: Among pregnant women and women on paid maternity leave, Job demands are
associated with higher levels of intentions to leave the organization, with higher
chances of reducing work hours and with higher levels of intentions to extend

maternity leave.

Job resources: In contrast to the detrimental role of job demands, resources are more
likely to foster engagement (Lazarova, Westman, and Shaffer, 2010). When individuals
perceive their resource level as high, they may feel more motivated and capable to achieve their
goals. This is because job resources aid in the achievement of work-related goals: They

stimulate growth, learning, and development, and increase personal resources that enhance



perceptions of control and facilitate effective functioning at work. This subsequently promotes
intrinsic motivation in the form of engagement. Indeed, Resources have been shown to be a
strong contributing factor to positive experiences within the work and family domains
(Greenhaus & Powell, 2006) and to facilitate successful role transitions (Doehrman, 1984). In
addition, resources have been associated with engagement (Christian & Slaughter, 2007;
Salanova, Agut & Peird, 2005). In this study we focus on three job related resources:
Supervisor behaviors that support work-family balance (Hammer, Kossek, Yragui, Bodner &
Hanson, 2009), an organizational culture that supports work-family balance (Allen, 2001) and
organizational practices that supports work-family balance. Thus, we anticipated that
organizational resources, emanating from work, will have a desired impact on women during
their pregnancy or during maternity leave. As such, women who perceive their resource pool as
high (i.e. having a supportive manager and a supportive organization) will be less likely to
exhibit withdrawal behaviors. We expect these women to demand fewer changes in work

conditions, to shorten their maternity leave and to stay at the organization.

H2: Among pregnant women and women on paid maternity leave, Job resources are
associated with lower levels of intentions to leave the organization, with lower
chance of reducing work hours and with lower levels of intentions to extend

maternity leave.

The mediating role of burnout and engagement- Applying the JD-R model provides a
theoretical ground for the relationship between job demands, job resources and withdrawal
behaviors via their influence on burnout and engagement.

According to the JD-R model, demands deplete employees’ energy, ultimately culminating in

strain or negative affect. For example, Bakker et al (2004) found that work pressure and



emotional demands predicted the exhaustion component of burnout (see also; Hakanen, Bakker
& Schaufeli, 2006; Llorens, Bakker, Schaufeli, & Salanova, 2006). Thus, we anticipated that
women during their pregnancy or during maternity leave, who experience work related
objective, subjective and emotional overload, will be more likely to be physically, emotionally
and cognitively drained. This experience of burnout may eventually lead them to withdraw from
work after they give birth (i.e., they will demand changes in work conditions, extend their
maternity leave or leave the organization). Therefore, we expect burnout to mediate the
relationship between job demands and maternity related withdrawal behaviors.

In a similar manner engagement is expected to mediate the association between job resources
and maternity related withdrawal behaviors. As such, engagement represents the motivational
link that allows people to transfer the resources into successful performance, namely not to use
withdrawal behaviors. Indeed, evidence exists to suggest that resources are positively related to
engagement and that engagement is associated with a tendency to remain in the organization
(Schaufeli and Salanova, 2007). In the present study, women who perceive their organization
and manger as resourceful, will be more likely to experience engagement, and consequently will
be less likely to exhibit withdrawal behaviors. Therefore, we expect engagement to mediate the

relationship between job resources and maternity related withdrawal behaviors.

H3: Among pregnant women and women on paid maternity leave, Job burnout will
mediate the associations of job demands and the three withdrawal behaviors,
such that job demands will be associated with higher levels of burnout, and job

burnout in turn, will be associated with higher levels of withdrawal behaviors.

H4: Among pregnant women and women on paid maternity leave, Job engagement will

mediate the associations of job resources and the three withdrawal behaviors,



such that job resources will be associated with higher levels of engagement, and
job engagement in turn, will be associated with lower levels of withdrawal

behaviors.

Thus, the JD-R model has direct implications for two critical components of our research
model. First, in the maternity leave context, the demands-resources classification can be
particularly useful in providing a systematic examination of the various conditions describing
the antecedents of maternity leave withdrawal behaviors. Second, based on the schema of
relationships proposed by the JD-R model, we argue that a positive motivational component and
not just a negative depletion component, needs to be included as a link between resources and

withdrawal.

Method
Sample and design- The design of this study was cross-sectional. Study participants
included 187 women (104 pregnant and 83 on maternity leave) who completed an online

survey.

Measures- Withdrawal behaviors- indicated whether (a) they intend to return to their
organization when maternity leave ends, (b) whether they intend to reduce their job hours or ask
for other flexibility arrangements and (c) indicated whether they intend to take an extended,
unpaid maternity leave. Job demands- included perceived workload (JCQ; Karasek & Theorell,
1990), extended work hours and emotional labor (The Copenhagen Psychological
Questionnaire; Kristensen, Hannerz, Hogh & Borg, 2005). Job resources- included
organizational resources that support work-life balance including organizational benefits

(Thompson, Beauvais, & Lyness, 1999) , manager's support (family supportive supervisor



behaviors scale; Hammer, Kossek, Yragui, Bodner & Hanson, 2009), and an organizational
work-life balance supportive culture (Family -Supportive Organization Perceptions Scale; Allen
,2001). Job burnout- was measured using the Shirom-Melamed Burnout Measure (Shirom,
2003), and job engagement was measured using the Utrecht Work Engagement Scale
(Westman, Etzion & Chen, 2009). Control variables included age, education, number of
children, financial strain, seniority, managerial level, percentage of women in the organization

and pregnancy status.

Statistical Analysis- The study hypotheses represent a mediated model, in which the
effect of resources and demands is hypothesized to be partially mediated by job burnout and job
engagement (indirect effect). To investigate this mediated model we applied the procedure
suggested by MacKinnon, Fairchild, and Fritz (2007), using the bootstrapping method. In order
to reduce the number of regressions analyses conducted (Wood, Goodman, Beckmann, & Cook,
2008), we aggregated the three indicators of job demands and the three indicators of job

resources into composite scores.

Results

We found support for hypotheses 2 & 4 : Organizational resources were significantly
and positively associated with job engagement, and job engagement in turn was significantly
and negatively associated with all three withdrawal behaviors. Bootstrap analysis indicated the
existence of partial mediation.

The findings that concern organizational demands were less conclusive- job demands
were significantly and positively associated only with an extended length of maternity leave
(thus partially supporting hypothesis 1) but not with intentions to leave the organization or with

demands for flexibility and reduced job scope. In addition, job burnout only mediated the
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association between job demands and length of maternity leave (thus partially supporting
hypothesis 3).

Table 1

Results Of Mediation Analyses: The Indirect Effect Of Organizational Demands and Resources on Women's occupational decisions
after giving birth —Intended Length of Maternity Leave (Through Burnout/Engagement)

Predictor variable B SE t R?
Model 1a: Main effect on the mediator variable 2%
DV: Engagement

Org. Resources 3.13** 91 341

Org. Demands 42 .96 43

Age 13 .33 .39

Level of Education 48 1.25 .38

Financial Strain -1.86* .96 -1.93

Pregnant women .29 1.96 14

Eligible to Receive Severance Package -2.95 2.40 -1.22

Number of Children 1.39 1.17 1.17

Women in Managerial Level -.02 1.83 -.01

Seniority in Org -11 32 -.36

Percentage of Women in Org. -.02 .03 -.73

Model 1b: Main effect on the mediator variable .18**
DV: Burnout

Org. Resources A7 1.23 13

Org. Demands 5.60** 1.29 4.32

Age 21 45 AT

Level of Education -2.11 1.69 -1.25

Financial Strain 2.94* 1.30 2.26

Pregnant women -72 2.63 -.27

Eligible to Receive Severance Package 4.35 3.23 1.34

Number of Children -.43 1.58 =27

Women in Managerial Level 1.29 2.45 .52

Seniority in Org -.40 43 -.92

Percentage of Women in Org. .04 .04 .83

Predictor variable B SE t R?
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Model 2: Total effect on the dependent variable

DV: Intended Length of Maternity Leave A
Org. Resources -11%* .04 -2.70
Org. Demands .00 .04 .03
Age -.01 .01 =17
Level of Education .04 .06 .80
Financial Strain -.07 .04 -1.63
Pregnant women .08 .09 .89
Eligible to Receive Severance Package .05 A1 .52
Number of Children .08 .05 1.50
Women in Managerial Level .02 .08 .28
Seniority in Org -.00 .01 -.20
Percentage of Women in Org. .00** .00 3.03
Model 3: Main effect on the dependent variable -
DV: Intent Length of Maternity Leave
Mean Engagement -.01** .00 -2.92
Mean Burnout -.00* .00 -1.99
Org. Resources -.07 .04 -1.74
Org. Demands .04 .04 .85
Age -.00 .01 -.60
Level of Education .04 .05 .69
Financial Strain -.08 .04 -1.73
Pregnant Woman .08 .09 .89
Eligible to Receive Severance Package .05 A1 44
Number of Children .09 .05 1.78
Women in Managerial Level .03 .08 .38
Seniority in Org -.00 .01 -47
Percentage of Women in Org. .00** .00 3.04
Bootstrap results for indirect effect on Leave Boot B Boot SE LL 95% CI UL 95% CI
Indirect effect of Organizational Resources through
Engagement -.03** .01 -.08 -.01
Indirect effect of Organizational Resources through
BUrout -.00** .00 -.02 .01
Indirect effect of Organizational Demands through
Engagement -.00 .01 -.03 .02
Indirect effect of Organizational Demands through
-.03** .01 -.07 -.00

Burnout

Notes: N=187, SE = Standard Error **p <.01, *p <.05

Table 2

Results Of Mediation Analyses: The Indirect Effect Of Organizational Demands and Resources on Women's occupational decisions
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after giving birth — Flexibility Demands at Work After Giving Birth (Through Burnout/Engagement)

Predictor variable B SE t R?
Model 1a: Main effect on the mediator variable 16 **
DV: Engagement

Org. Resources 3.27** 1.01 3.24

Org. Demands -.36 1.03 -.35

Age -.03 .36 -.10

Level of Education .36 1.33 .27

Financial Strain -1.73 1.07 -1.61

Pregnant Woman .83 2.13 .39

Eligible to Receive Severance Package -4.30 2.79 -1.54

Number of Children 2.13 1.26 1.69

Women in Managerial Level 1.29 1.96 .65

Seniority in Org -.52 33 -1.59

Percentage of Women in Org. -.04 .03 -1.17

Model 1b: Main effect on the mediator variable 18 **
DV: Burnout

Org. Resources -19 141 -13

Org. Demands 6.23** 1.44 4.31

Age .39 51 a7

Level of Education -2.44 1.87 -1.30

Financial Strain 2.49 1.50 1.65

Pregnant Woman -.52 2.99 -17

Eligible to Receive Severance Package 4.32 3.91 1.10

Number of Children -1.19 1.76 -.67

Women in Managerial Level .29 2.75 .10

Seniority in Org -.09 46 -.19

Percentage of Women in Org. .04 .05 .78

Predictor variable B SE t R?
Model 2: Total effect on the dependent variable 39 %
DV: Flexibility Demands at Work After Birth

Org. Resources - 23%* .09 -2.39

Org. Demands .08 .09 .87

Age .02 .03 81

Level of Education .00 12 .04

13



Financial Strain .18 10 1.82
Pregnant Woman -1.22** .20 -5.99
Eligible to Receive Severance Package .25 .26 .94
Number of Children -.06 12 -52
Women in Managerial Level -.02 18 -13
Seniority in Org -.02 .03 =77
Percentage of Women in Org. -.00 .00 -.78
Model 3: Main effect on the dependent variable g
DV: Flexibility Demands at Work After Birth
Mean Engagement -.02** .00 -3.03
Mean Burnout -.00 .00 -.03
Org. Resources -.13 .09 -1.43
Org. Demands .07 .10 74
Age .02 .03 81
Level of Education .01 12 12
Financial Strain 13 .09 1.39
Pregnant Woman -1.19** 19 -6.10
Eligible to Receive Severance Package 13 .25 .51
Number of Children -.00 A1 -.02
Women in Managerial Level .01 18 .05
Seniority in Org -.03 .03 -1.26
Percentage of Women in Org. -.00 .00 -1.15
Bootstrap results for indirect effect on Flexibility Boot B Boot SE LL 95% CI UL 95% CI
Indirect effect of Organizational Resources through
Engagement -.09** .04 -19 -.01
Indirect effect of Organizational Resources through
S .00 .01 -.02 .02
Indirect effect of Organizational Demands through
Engagement 01 .03 -.04 .09
Indirect effect of Organizational Demands through
-.00 .04 -.08 .09

Burnout

Notes: N=154, SE = Standard Error ** p <.01, *p < .05

Table 3

Results Of Mediation Analyses: The Indirect Effect Of Organizational Demands and Resources on Women's occupational decisions

after birth — Intentions to Leave Organization (Through Burnout/Engagement)

Predictor variable B SE t R?
Model 1la: Main effect on the mediator variable 16**
DV: Engagement

Org. Resources 3.40** .96 3.54

Org. Demands A7 .98 A7

Age -.08 .36 .23

14



Level of Education .61 1.30 A7
Financial Strain -2.07* 1.01 -2.04
Pregnant or After Birth 44 2.10 21
Eligible to Receive Severance Package -3.11 2.58 -1.20
Number of Children 2.39 1.23 1.92
Women in Managerial Level 1.20 1.95 .61
Seniority in Org -.51 .33 -1.53
Percentage of Women in Org. -.03 .03 -.90
Model 1b: Main effect on the mediator variable A7 **
DV: Burnout
Org. Resources -.04 129 -.03
Org. Demands 5.56** 1.33 4.17
Age 38 48 79
Level of Education -2.38 1.75 -1.35
Financial Strain 2.52 1.36 1.84
Pregnant or After Birth -72 2.83 -.25
Eligible to Receive Severance Package 4.37 3.48 1.25
Number of Children -1.05 1.67 -.62
Women in Managerial Level .52 2.63 .19
Seniority in Org -.06 .45 -.14
Percentage of Women in Org. .03 .05 73

B SE OR 95% ClI for OR

Lower , Upper

Model 2: Total effect on the dependent variable
Org. Resources -.99** .23 37 -1.44, -.53
Org. Demands =17 21 .83 -.60, .24
Age -13 .08 .86 -.30, .02
Level of Education -.08 .30 91 -.67, .50
Financial Strain 17 22 1.18 -.26, .61
Pregnant or After Birth -.46 A7 .62 -1.38, 45
Eligible to Receive Severance Package .00 .53 1.00 -1.05, 1.06
Number of Children -.18 27 .83 -.72, .35
Women in Managerial Level -.13 46 .87 -1.04, .76
Seniority in Org -.00 .07 .99 -.15, 14
Percentage of Women in Org. .00 .00 1.00 -.01, .02
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Pseudo-R? (Cox & Snell / Nagelkerke) .19/.28
-2 Log-likelihood 158.71
Chi-square .00**
B SE OR 95% ClI for OR
Lower, Upper

Model 3:Main effect on the dependent variable
Mean Engagement -.07** .02 .92 -12, -.02
Mean Burnout .02 .01 1.02 -.01, .05
Org. Resources -.96** .28 .38 -1.52, -41
Org. Demands -.35 27 .70 -.89, A7
Age -.19* .09 .82 -.38, .00
Level of Education A1 .35 1.12 -.58, .81
Financial Strain .03 .24 1.03 -.45, 51
Pregnant or After Birth -57 .52 .56 -1.60, .45
Eligible to Receive Severance Package -.28 .58 74 -1.43, .86
Number of Children .02 .30 1.02 -.57, .62
Women in Managerial Level -17 .52 .83 -1.20, .85
Seniority in Org -.06 .08 .94 -.23, .10
Percentage of Women in Org. .00 .00 1.00 -.01, .01
Pseudo-R? (Cox & Snell / Nagelkerke) .29/.43
-2 Log-likelihood 135.17
Chi-square .00**
Bootstrap results for indirect effect on Leave Org. Boot B Boot SE LL 95% CI UL 95% CI
Indirect effect of Organizational Resources through
Engagement -.25%* 15 -57 -.05
Indirect effect of Organizational Resources through
BUrnOL -.00 .05 -12 .09
Indirect effect of Organizational Demands through
Engagement -01 10 -21 21
Indirect effect of Organizational Demands through

A2 15 -.13 45

Burnout

Notes: N = 167; Regression Coefficients are Unstandardized Bs, SE = Standard Error, OR = Odds Ratio, Cl = Confidence Interval

**p<.01, *p<.05

Discussion

This study is the first to examine the job-demands resources model in the context of

withdrawal behaviors following maternity leave. Whereas past studies amplified the importance
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of supportive legislation that enables women to return to work after maternity leave, this study
showed that given supportive legislation (i.e. paid maternity leave), organizational resources
play a substantial role in reducing withdrawal behaviors. Interestingly, job resources and work
engagement were stronger predictors of withdrawal behaviors compared to job demands and job
burnout. The significant role resources play in this study, is in line with past studies which
focused on the benefits of positive psychological experiences at work (Mauno, Kinnunen &
Ruokolainen, 2006). HR practitioners are thus advised to enhance work-life balance practices
among pregnant women as a means of reducing turnover after maternity leave.

This study not only extends our understanding of the measures organizations can take in
order to encourage women to return to work (i.e. strengthening organizational resources that
allow employees to balance home and work), but also suggests that the Job Demands Resources
model can be extended to other domains (e.g., withdrawal behaviors and more specifically,

maternity leave).
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NPNNINNT NN DY XD N2V DIARYN-MYIIT I
ATY 2NN DIV HY NPNPIDYN

8PN
(2) , 19NN ATON NYHIN TNN (1) : NTY INND DIWI HY NPNPIDYNN MOINNN 219915 DXNIIN 1NN DY IPNNI

5¥ DDIANN ,NIND NDIYY NN (3) DTN INKRD NTIAYY NITN NYA NPOYN ININT MDY MYIIT NYPIY NINO

(Demerouti, Bakker, J-DR - (Job Demands- Resources) nmaya oyaxwnm myaT Sy »unenn 51nn

- DN IPNNA LYY NTIAYI DIANWNDY MYITT W 570N %2990 .9200 9105 Nachreiner, & Schaufeli, 2001)
M2NYNY MIYAIT (3) MND NTIAY DMWY (2) NTIAY MYY DY NPDYOPMIIN MYOIT (1) : MDIN NPNIN MYIT
MPPOPI (2) NTIAY-TPA 212V PW YN NN (1) : DIDANI OPNIIN DIANWYNI 121,NTIAYL OWIT DIV TPV
NPNY 2D NYOIRN NDOM (4) NTIAY-NP2 DY DMITPNN NPOYN ONIN (3) NTIAY-N12 DY MNTPNI NPININ

MINYNI NPPNY NINYNR DY TIHNN MOS0 MWD WY DTN 2 DY .90 NYIND NNIIN INNRD NN NIWHNn
DYV DY NIDI NPNMND JY YHTA,NPNPIDYN MOLINN PAY DMNIN DXARWNY MYIT Pav 1vpa Engagement
Y OINN

NN IUR INTVPOR VNN, NI PVITVIN NIRY DY ,NTY MINNY PN DOWI 193 DY MYN NYYI IPNHNN NVIY

NN 11PN DIPOIYN DPOVIIVYX DMN9 Facebook-1 902

11 MYwn . Engagementow T1nna n»npIoyn movnn 1ad £X0an) 0»ImNIN DXANWN P2 WpY Myo 1 nywn
— IPININ MINN SV TIPNI NTY NN DIV MVINM DPININ DXANYN P2 22PN WP K¥DI .INIINI NYYIN
MNINT MDY MYIT MNDY PAIRD NIYY NIND MNSY AN AI¥P 1IN NYHING DINYP PN NP D17 DOINUN

MY, DY NYIN TNX 121 112y DXaANWN Pav qwpa Engagement 5w Xon 7N Xy .00 INKRD Npoyn

QNN NTYY MINDI NTIAYA DIANWN Pav Ivpa  Engagement 5w ypon 71N X0 .NpOYN YNNI MWD
,TPON2 P NWYIN DY NN DY) DY NPNPIDYN MLINN P2 MIDIN) NN MIYIIT P IWPY YOV |2 MW
Y TIVNI NTON NYAIN THN NPININ MIYIT P2 52PN WP XY .DTON NWNIN TIX DY NOYNND DN IWpna
NPOYN ONRINT MYINID MYIITI NTIN MINN PIIND NDTYY NN DY IWPNA NYYIN XD NIWYNN .NPYNY NINYN
DY INN

IMDIN NPNMIND DY DNYAYM ,NTIAYI DXARWNY MYITT DY PPN 971N NPNIA NXIN DT AIPNN DY ITHIN»
PIINKIN .ITIAY MNIND TPNIY? NIDWN Y210 DT IPNN .Y OINK DWW DY NPNPIDYN MVONNY MNYPN
NT2IY 2992 OMINRNN NTIIY ININ YD ,NTIAY-TA PN DIINMNN DMININ DIANYH JNHI MDYNN NN YPND
TMMNOR MWD AT INKRD YNDOYW NN NV, MTLY D¥ Engagement -n nxOYNY 1IN 793 .0PY NVAN NXIPY

11210 79aN5 171 208Y TV NPINX IYINNA - DXWIY 1N ,OWIN) Y9395 TV 191 DNIN TIY DY NHavh Piva
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N
1799 99NN DY) 2973 NMAYY Nra Pa Y
P2 W) NPIDYN 1230 MMM MLINN 9T MAN) ,1VI9 NI ,09I1V1 22N DT INNRD DOV

NN MYV SY THPVMIP YOV YW NNSWNI NPYIP P JIRD NI D DININD DIPNN .INSWNY NP

SNN IUND DIWI DN AN NPIn 13 nyawm, (Ford, Heinen & Langkamer, 2007) o»nay nmaya

.(Kossek & Ozeki, 1998) 0>2»

Y ANNRD T NPOYNODY NTIAYY N PAY VPP DOWI HY MITTINNN TPHNND MDD dNMYHYN NN
NN DT INRD DOWI HY NPNPIDYN MOVLONN NP VPIYANPA NPMYNPYNN MM TTHINNNN NNNX

NONTI ,DMININ DIMANIND NYAVINT NI NII120 NIIWN NPN T MTTINNNA NNYPN ONPIVN
DYYIR DIMINNDD I NININ MPPOPIN MYIIT ,NTIAY NPWIT TPNIIN NN 1NN NM2IN MIMIND

, PPN 9IN 1A DMANN DMMINNDD NYIWN DI NNDMP .MM 2903 MY NN MAINNND NN MO

(Baker & Milligan, 2008; Desai & Waite, 1991; Glass, D D»90T DOINWM NOIIN ,NIVNN 9PN
& Estes, 1996; Leibowitz, Klerman & Waite, 1992; Lyness, Thompson, Fracesco & Judiesch,

.1999)

0»NPIN 01MIIN DIIYPNL NTY SINR NPNPIDYN MLVINN

- DY NTY INKRD DOWI DY NMIDTD D) NNYP N INKRD NTIAYD NIINN PPN TN NYINN DINPIWN NOIYN
12IND NTIPN NPV NTD NUAIN DV NNYP 1N DPVINDIN DINPIWN TAN .NITNHN DYLND NPPPN 29

TV, NONTD T2 .7DIPNRN MAINM NPTHN NMDT,NLIRN )INID OXNNA MNYN NTON NWIN TN 20D

DN DT NYAIN 20 SNPIN VITIVD XID NTNPN NYMINNDN N THN ,2NIN NNMN 90-N MDY NDNN

The - FMLA -n9wx,1993 mwa .(Feldman, Sussman, & Zigler, 2004 7ynn Frank & Lipner, 1988)

1INY PIN DY INKD NNNWN XY NWAIN Y My 12 ynvam Family and Medical Leave Act
DY VAN NYNNT,NNTPN NN NN A NNPYIN NNYIT NYINN MDY .INDN NIWNIL PINNY
NTON INKD DXVUTIN 18 TY NIWNN DY NNV 191 N INKD DMNYNIN MYIAYY DYWYNI

.(Feldman, et al., 2004 7ynn Kamerman, 1988; Ondrich, Spiess, & Yang, 1996; Wood, 2002)
NNY ©)PNAY,NNTIAY DIPHN NNIYN NYAPN NN NTOVN (MY 14) NTHN NWIN TONNI ,ONIWAI
2N, NNPNA .PIOYNNN R ININDN MVLIAN I MPY NOAPN NN DNIN,NTY DT DVYND ORI
N HOITY THNRIIN NYIN .NTON YN 292 1N, MNONYNN YIP) NPDID 9900 MITPONL PYNNY P>OYNN
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ML OYTIN DN NIANY L (ONIY NIAVIN NPNX DX D)) ,XINI NPOYIND THIRNDSY IN NI NTAW 1IN
DY, 1IN NYY TIAYY THONRIYI NTOPN THIRIT,NTY NUIIN INKD NTIAYN MY THNNI . TAYD NPXOINY )Y
NYNND NN MY 7Y MNAY NTIAYN DIPNA NTIYY NN, NTOPN NIRRT ,)D 1D .PNNY NY IWIND TN
NPN NTYN TR ,NTIAYN YON> DNYI NIDNNIY MMV 26 DY DIVYN KDY NTD NYAIND PINRND ,NTY
DN NNTIAY DIPHNA NPOYNN ININY DIVN IN T2 DIV TNXY NTOPN NIVINN DN .NPIDT NI
L Amavani NS DY 90,0718 XY TPRIT PN KO, DNY DIPNNN
SV NPIDYNN MYV 1o — MITAW 1R ,DTDD MNMIN JNY DIWIND MISNNI ,HNIYA M DININ DMIPNN
(OECD? »N811) .66% Yy Tmiyn D92 yshimnn Ny 55% 10 YNIWA DT> DY DOW)

NPYPNY MONMNN TIN DY IINKR DIWI SY NPNPIDYN NPNMND 22X MDA DMV DIRINN DN
199 TOOW DOWI DY NPYPNN DYV NN TIND ,90-N NIV HONOYA 27NN TIVIY IPNN .7IMIPN
NIVN NNV DY PIND NYIR DIV ,NTON INRDY JPPNN I DIV DY XNPIDYNN DIVLON P2 NIRNYN
NN ,NTIAY DIPN ININD OOV DY NINN MWW PIND NPYPN 195 DIV NDY IPNNRNN AT NYAIN INND
IMN TIAYY 1IN NTON MY NNDN NIVNI ITAYY DIWIN TINKD 60%-I ,DOWIN 217 YD N8N .M 71PN NTION
NPYPNN 0 NOY ,0WIN 40% INY >2)0 D) .(Klerman & Leibowitz ,1999) nTon nwan INKRY 1Ty DIPN
NPIYY .NTIAY DIPN IMND NITN 22D MLINN DY PN NN NYIYN KXY DD NWIN DY MY 12 12D
NPNPIDYN MOLONN DY TPMYAYN NYAYN ¥ PIN2 TIMNYNN DD NYAIND Y3 DRI DINN DMIPNND ,NNY
MO NNY D’ (Baker et al., 2008) nmpa 7w apnna ,nnnTd 15 .01Y MNX DI HY
NTIAY NMIND ITND NYIRND NVINN DY 21N NYAYN ,(NINND WP YD2) NTD NYIIN 1D NPNPIDYNN
12INT NPY NYAIN AT NN NIWNRN NPNIY D IPNN IMNI XY LID 19D . INN PPOYN ININD)
N2 T2 ,INY NN NTON NWNINY DI 53 NDIY IPNNNNI .NTON INKRD 122 1IRWI DIVIY 1IN TUN NN

TIAYN PV IR YN XD NYIRY MPI0N

INIYS NN NYIYIN TAYN DY INYIN VITVIRN INN TINND !

http://www.moital.gov.il/NR/exeres/4E185D9D-1D25-4F28-BAEF-88DF942C010A.htm
2.5.13 : 9INRD NOMD PINN

http://www.btl.gov.il/benefits/maternity/Childbirth_ Allowance/Pages/default.aspx 129 mvab 79110 1NN TN
SNV INTYNNN YTINNY DIMIPYN HUND NN

http://www.gov.il/FirstGov/TopNav/Situations/SSituationsInLife/SBecomingParentsPreandbearth/SBPLawsAndRi

/ghtsAfter
2

xRN — OECD - Organization for Economic Co-operation and Development )NIX Y¥ VORI NN TINN
IV TPOIDHN MOIPITI MINIPY IR MDAPNT MNMANN NTHN DY ININD )NIX DD MM NI NNPYH

2.5.12 :9nNY N2 PINN  http://www.oecdbetterlifeindex.org/topics/work-life-balance/.>wann
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http://www.moital.gov.il/NR/exeres/4E185D9D-1D25-4F28-BAEF-88DF942C010A.htm
http://www.moital.gov.il/NR/exeres/4E185D9D-1D25-4F28-BAEF-88DF942C010A.htm
http://www.btl.gov.il/benefits/maternity/Childbirth_Allowance/Pages/default.aspx
http://www.gov.il/FirstGov/TopNav/Situations/SSituationsInLife/SBecomingParentsPreandbearth/SBPLawsAndRightsAfter/
http://www.gov.il/FirstGov/TopNav/Situations/SSituationsInLife/SBecomingParentsPreandbearth/SBPLawsAndRightsAfter/
http://www.oecdbetterlifeindex.org/topics/work-life-balance/

NN INNY ORIV DOV DY NPNPIDYN MOINNY DPIWN N1NAD TN IR DIYNTH DN 0N
PINIVID NN NTDY NYND MITIY NNONY DN .INIVI NTIPN NMIDY DNMNNDY ,PIN NNININ NTON
T2 9y NYIANN M0 NP, NIRT MINDY L0191 HRIVIY D953 DMNIND NN MPTNI NYNINNDN NXIN
Y9IN) 4PN 7237 DOV MVLONN DY DIIVNN DMININN DPYIRN DINPIVUN NN AN MPNY MY Ty WY
ORIV VI9Y 1D BDWA J,MNDINRD NN INNRD YOV NPIDYNN

NNNIND Y20 YN DY 7PN DY DIOWAWNRN DMINNIND DINIIN HY N33 NN YOXND SNONN IPNNN
YTRYY DXARWNN - NNTIAY NTION 197 NNNNY INIRN VOPLNPS MONMNN TIN ,NTY INNRD PNPIOYN
IPNNN .NTIAYA NOY NPINYD DTN PITIND 295 NMDMIND DT, NPININD MYIITN MND ,NMYID
PPN NTOPN NPT NN NIAYNA NPIYY INIYWID NIODIZOINA TRNNN
A1D ANNRY NPHPIDYN MOVLNN DY DIWIVWNN D119
Sy DWAYNN DIIINY BXONMNNN ,90-N NNV IPOYA ,051¥2 DIPNN 13V 7D N MDD NPPON
TN DY DIWAVNN DN YONMNN OXIPNNIN PON DT NVIIN INRD NPIDYN 22)D NYINN MOVLINN
Y NYNPIDYN MLINNY YONMNN DPINY NTON YN NRINN TIND YONMNN OPYN ,NTON NYWIIN
ON ANRD ,HDD NTIAYN PIYD 2IWD KD IN NTION M9 NTAY 1AW )NIND NN 2RYD NYIRD NIND
) NN ,NTON INROY D1NIYA D>T572 5190 NPIDYN 22)0 MNION KW MLINNN NN JNIY IPNNI
DOVIN DY M) MININIVID DWW T, TPNPIDYN NNNIND DY NPIN NYIVN Yoy P D»HIDD DIXINN
NI (T PYNA YXINN IOV DTN 70 NTIAYA 120NN PO DY THNDNA PTIVY YD NITYL AWINY)
apnnn mNa .(Leibowitz et al., 1992) nTiayd 0ow) H¥ NN HY 21N 19INT WD NNAWNN KW NOD
(NN NNAYN 2P IN XNAD OT-DY 17572 5190 MDA NNNTY) M) TH2 NIDVN NPIDYY DI 7D D) KNI
NV INTP NTIAYS DRN DY NNIN T
DYNPIOYN OININ 7D N¥N) ,NNIYRI DY INRD DOV KW NPAPIDYNN MPNIN NN NIV ,INN TPNNI
,MA) NIN NYIRN NIY NTY DY PNNN N2 TWR NTIAY PADND IR ,NINIPI MNN 1127w ONXN DY DOPNN

.(Desai et al., 1991) nYn INXY 1N 30N NTIAYY 2IWH DRN NVINN DY 2PN WY
Glass et al. 1yw 9pNN2 DX DWW HY NPNPIDYN MVLINN DY DIWAWNI INYDIY DXAD) DN

NT9N 95 NYIND DY TN SNYY IOV , 3TN YTPON 723D NPNINDN MDA 3 IR MIPINN .(1996)

Oy RY TN ,NTIAYN PIV DX 2RYD DIWI NN DY NPMIYHYNI NYIVN Yo¥a DN IND 12 DY NMA) NDIDM
NN NTIAYN DIPNA DXTHD MNKDIN JNY DIWIN HINKRY DI D R¥N) 40N .NTIAY DIPN PONND 1NN
D201 NN NN NNDIPI VY DN NN I D) XYM IPNNA .NTIAYD NTYY 191D M0 ¥ 112

NRYY NIND DY NODOVW NYAWN NNMN NPANN TIAYD NDIDD 0) .NTIAY DIPN NPV NTIAYN PIY NIRYD
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PIY NN 2RYY NINON ,TPANK PN PN Tiayd NTYD IWaND NTAYN DIPRY 990 15 NTayN Pv
DIPN MNPV DY P YV NYIWN NN NNOWN 12 Y 19NN 2> NNPY MIYIND .MM PN NTIAYN

NNPY AWINRND XY N DIPNI DTN NTON NAY ¥TaY 12 NTIAYN DIPN NN ARYD 1N VI DIV IMPD ,NTIY
1YW DXININN ,PIDN NINNY DONIM D3NN 05 .(Glass et al., 1996) nnawn 12 May NN
DN 90 172V 12V NTIAYN DIPNA MITIW MDY DY NYAVN Yo¥a 01N NTIAYY N2 P2

DXDINN NN MPOIWN 11PN DOV 86 2172 217NN T WK Lyness et al. (1999) bv anx Apnna
DV Y NYNMND NNINN NNN IPNI ,NOYNNI DOMPY ,TINN 19T MY, 07019 NHNTI DY D)ya
DMONYN .DMNINY DOYOIN - DINWND M0 MY I7Y 1720 MOINNN D WY .NTON NYAN TIIN) DWW
— (Human Capital) nmwab miyn »wnxn NN DX 191 NN 223D TYIRND DY) NN N P2 199D DOPYIN
DOVIN 7192 PVNRNT NNODNN DY NODDIN SWNIRD NN MDYN SR PO NIWIN ,NYIWN NPT
9N 712D 1OW MHNIND DNZY INIXIVIAN NX) DM NN VD 1IN DY DNOY SWNIND NN DWPYN
N 2005 R8N TNN P POYNINR PN YV DINwnn nedw pan .(Lyness, et al., 1999 7ynn Becker, 1964)
9N 910 NTIAYD 1IN ,INT 29 1O IV IUN INY NN DOWVIY T ,NTY INRD NTIaYD DOWIN NN
NP PAT INKD NTIAYY 1IN MNN 2I0 NPNNDN MIND M) DY DIWI ¥ XYM 1D 1D .NTD NUNIN INND
NN NITN DY NYIYN NNMN NTON NYAIN DIN INNKD TY NIWNN NPNYY ,DMININD DNINWND TUNI .INY
NINT DN DNINWNY NTY INKD NTIAYD NN VNN P2 WP XN KD .DTON INRD ,NTIAYD INY
TPININ MAIN D IPNNN INMNI,0) KNI .TIOD DIV NNON IWIRNDN PPOYN IN NNJWN N NVIIN
YN NN NTIAYY NPNN NITH DY) »aPN IWpa Engagement Sy ny>»own ,nNswn-nTiay 119°wa nomnn
LPW HNIN TN NN NIINN IWND APV DY
0D NIND NTY DY DWAWNN DMNINN TAND NN NDY | (Stier & Yaish, 2008) w2 7w 9pnna
NN NTIAYD NNTPID NN DY 2PN IWAVN NTIAYD N1 P2 IDPWD DIVWITIN NPOYN ININ D XYM )
DY
NDION DY D»HI05 DD NYIVN 22)D DXIMD DININN DINMP 1 NN ION DMPNN DY MDONDNA
DXARWN DY DNYIVN ,NNT DYDY DT OINK DIV DY NPNPIDYN MLINN DY NTON NYHN Nya DYwN
.DONYN DMIPNNT TR THIMYNYN NNNRII NMNIN NMIYVIT) DMV DMNIN
oY MIYWIN TIN DY INKD DX DY NPNPIDYN MLONN DY DOWAVNN DMIINN NN N2 XNONN IPNNIA
5T1IN Y590W NN NN IPNnN Mo .(Demerouti et al., 2001) Job Demands-Resources-n Y1

DV NPNPIDYN MOLINN DY DIWAWNT DMININD D01 NX M) PXNVIY 19INI DXPIADN PPN VNV
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D INN DY)

NP2 DXANYN-MYIIT SN

M2 PN WX 51 w0 (ID-R 1ond) .(Job Demands-Resources) n1aya oranwn-mwra7 9 mmn
1712Y2 MYIIT DY NMYOYNN NN 20ND N2, PNINNIN NTIAYa NND 0INN 9Py, MININKD DN)YWA
NN 57N ©o11 NNINN 0> 7Y YW (Well being) nwarm n van onnNA Sy NPTy DHINMN DIARWN)
MDY I PITY ,NTIAYA NPINY MDD DY DIWIWNT DOTIN DNIMIRD DI ,NTIAY N HIOW MOV

(Hakanen, nTaya ©anwm NTaya Myt : NPoYN NN YW NPINLP MDY >T39 1997 DIMARND NN

.Schaufeli & Ahola, 2008)

5Y DMNIN DXVPION N NPNIAN ,NPNTIDD NPV MYIT! P NTIAYA MYIT .ANHaYa MYH1

NN MYIIT .(NPYIT NPDVINP) NPNIDI0 IN/ NPT NPNNIN IN TYIND NPNRND DIVUNT IWR NTIAYN

Mmoo nTaya M1 . (Bakker & Demerouti, 2007) 71111912709 IR-1 NPNOPDXD MMOYY MNIVP
T Meijman & Mudler, 1998) .7np>ny NN 972305 NOIYY NN XXM SErEss NYINNY NNanNND

.(Bakker & Demerouti, 2007

SV DMNIN IN DMNIIN ,DMNDD0H , 0119 DOVPIDN” DN NTIAYA DXINYN NNV DIANYN

NN NMYYN NNY NTIAYN MIYIT AR DININN IN,PPANN YTV MIYND DMIVPN YN NTIAYN
oranwn .(Bakker & Demerouti, 2007) »1nINnanm NTRY 1IN DRI DITTIVI IN/ NPNIDDMN
NMIINONA YOIV Y35 ,DNINY 92 D) DMINPN RON NTIAYI MYIIT DY MITTIINND P DININY DIN NIV

D92 DXIARWYN DY OINNDVIND INRONIVIdN DX NWHTHN (Hackman & Oldham, 1980) 1pan »»ann
Y S AN NANT YNINONY NNION MY G0N .NDIWNT MYHVN) PAT,MNIMVIN D10 NNIVNN

DANWNI 1DOWY NIMNDN MOYNIND NIMNMWRIN M8VINN e Conservation of resources (COR) oyaxwn

7992 NPVNTIN,IOVW) TPINIRD NN DIARWNY oN»NNY 10 .(Hobfoll,1989; 2011) o7y 7y »ya

NN EINN DOOPRI DMIN NNN ,NNP NIIN) NXNIAN-NPYINRPIAN NN DXIARWAD ,(NTIAY PNV
,UNT MINT ,NMINOWNRL NM) NNIWNN NN (MOVLONND NP MANNYN ,TPIN MM NTIAYN N

DM ,IPNDVIN INONIVI YW NTIAYA DXIARYNID DTN 29D .(TPPONA 2IWNI MNIMLIN ,NNIYNT MDYN

(Hobfoll, 2011; o>max oy nomi neyy (Engagement) nmayd nimiay ma»innd 0¥9>11n

NINOYN - TPNDVIN HY NINT SNV PPN DIXINN NTaya odanwn .Schaufeli & Bakker, 2004)

NNOYMN ,T2IYN DY NINNINM NTHY ,NNMHN DX TTIVHD DXARWNNY DIV MIPIOIND ISV
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.(Hakanen et al., 2008) o>71y> mwnd DY DYPADN DXAXRWNN NP NITPIVOPND NPNVINN
nawn NN WX Engagement -n NN ©0yn 01,1801 PONNY 193 OINNN NTIAYA OXARVHY NON
(Schaufeli & Bakker, 2004) ynax> commitment -n nX NSy owINda

NPPNWI XN By, 0721y Sv Well being by oowawn D3aNwm) MYIIT ¥ RN ,RWIL IDIWIY DMIPNNI
25909 NI MNP NTIaYa mwTw 75 ,(Bakker & Demerouti, 2007) Engagement byy ,nmaya

»a-5y .(Demerouti et al., 2001) Engagement 771 Yy wawn DXarwn Ty ,NpdNv SY mywnn

- MYN DONMINI OMPOD DY TONN - PYURIN - DD2APN DIIPDNN DIINND DIARWN MVIIT OTINN

TOTPON MIPNA ORI NPWIT MYOIT ,NTIAYI OMY NONTI NTIAYI MYOIT NOITY INPSDVIN PONN

T Doi, 2005; Halbesleben & Buckly, 2004) 7mn>a noyay mewwn ,n»w npyad 510 0wndy
DOYINA HY 1IWN ,1PNIAN N2PHN NHONTI NTHaya D3aNwn 9apnayr (Bakker & Demerouti, 2007
(Demerouti et al., 2001; Engagement-91 7pana n1nod 921010 1SN TPONN DIYIND ,NINNDNY

.Salanova, Agut & Peird, 2005)

NTIAY ONW (2) NTIAY MYV DV NPDVPMIIN MYIIT (1 — NPININ MYIT NN YNONN IPNNI ;M ©202 DY
LT NN DXV DY NI NPNNIND DY YOV ,NTIAY YW DO TP MIANYND MY (3) 2IMnd
P2 2DPW PY DN NN (1) -I1990W DPIMNIN DXANWN DY DNYOYN NN ,1D D .NPXNY DY TIvNa
NTI2Y-N2 1DV DINTPNN NPOYN MNIM (3) NTIAY-ND2 DY MNTPHNN NPININ MP VP (2) NTIAYD N2
DT OINR DOWI DY NPOI NPNIINN DY DT NVAIND NNITN INKRD NIVNN NPNY 2230 NYIRD NOOM (4)
.Engagement 5>v 7yvna

5¥ NYINNA PPAINHDN SWI 2¥NI 11T .TPWIT TPDVINP TPV MYWN YW 1DV ANy NNy

PTITIAYA XNOY NOWINNK NOOYNNI NRXIND DTN DEN NPVINPI TP, NIT NN NPININD NNPIINN
nouMaw Hobfoll (1989) bv COR - oraxwnn 71mw 51 Yy novann » N1 1Hn .(Shirom, 1989 ; 2003)
SV HOUNN INOININIVI JTAIND NP OPDY DN DI DXARYNI NNIADY PN IV DN DIWVIN 7D D00
MO NPRMND P2 NPXNYI ¥NY 122 v onnn Shirom (2003) .77y *Yyad DX09N DN DMIN DIANYND

NOOIY NNYPN TPYNR THINNMIND NIIWNND PON NON NPPNY 71P9D INININN DY DOINM , 01T DV

IWN NANNN 21D NN 23717 .(Shirom, 2003 Tinn Watson,Wiese, Vaidya & Tellegen, 1999)

IN ANID NOAND IN, T NIDDN NPND NAVYY NNMIND 21DV 27Y NNID N9 DMIINNN DY PNY NNIVN

»1nr1a wonwinw Walter Cannon (1932) owa 990 v e Yy Shirom ooann |30 1195 .1099w INsIND
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http://www.ncbi.nlm.nih.gov/pubmed?term=Agut%20S%5BAuthor%5D&cauthor=true&cauthor_uid=16316275

\NNY NY2 DNOY MTHNIYN IR OXTARNDN D1IPITY DOXVPIAIND DIDVWN) DTN 22 AY NPPPAN DINNN YND DY
DXANWYNN DY TPNNITN NNPIITINND NXAND NDIDY NTIAYA MWIITY NOVINND NOWN T .0MNPYY HYomn 115

NYVIDY NX DMNINND YN ,1DI0OINP NINDY TPWIT MYIVUN 1T MMYY 912N DTRN DY DPVININD
NN NPINY YD KNI ORIV DN DY NPpPNY DY TV TR Apnna .(Shirom, 2003) np nwin v25910
0>n»p .(Shirom, 1989) 0r71255N0 MW DIN 295 WTIN 23TYY NNNDI NN MNYN 1IN MYIY T0IND
PPNV P DIANWYNA DIN IR NTIAYA MY MVIIT P2 WP HY 1DPPA DONINN DY) DIPNI
Bakker & 7vnn Halbesleben & Buckly, 2004; Lee & Ashforth, 1996; Schaufeli & Enzmann, 1998)
Demerouti, 2007)

PIINNDM NTIAYY NWPN NHWIN YW *avrn >nwan asn . (Work Engagement) 939598 mann

TN HY MM NI NN NN .(absorption) monnm (dedication) nyyron ,(vigor) n»irna

™MANINN ,MYNPYN NYINNI NMIND MPDN .NTIIY NHRD PPWNT NI 1) ,NTIYN 012 OW) YOI

DVIND TIN,NTIAY2 MIPYI PVIDNY 1917 IRITTINNIY TI2 NIINKD MIDNNN . NNNY NN ,INIYND

D57y 0 pnn .(Bakker, Schaufeli, Leiter & Taris, 2008) 7112y> 90915 Ywip) 910D 99N 23NV
(Gonzalez-Roma, Schaufeli, Bakker & m10m ¥ 030 Engagement Sw n2s5n »29590 v 5 DOyINn
N2 MNXIND NYIN 1PID OMININ DIARYN Pav Twpa Engagement Hv 71vn xxm) Lloret, 2006)
.(Demerouti et al., 2001; Schaufeli & Bakker, 2004) nTaya

JD-R Y1 v 5950 phhnn

DPY7 SV POIN MYIN NPININ MYIIT PJ 571N ININD 21951 TONNA 1DNN 0227 OIPNN

NPNDVIN THNIN DIYIN DIMNIN DXANYNY ,NTIAY NPINYY DTN DIND THN NN ,DONINIA
(Bakker, Demerouti & Schaufeli, 2003 nTaya ¥y my»avy Engagement ,n>82>0m 081D ,9%ap0na
.(Bakker, Demerouti, & Verbeke, 2004) nyayix mMNSIN DN DY DWW YN DIIINN MW I T
2Y 91PN 2,092 XNPIDYN M1V DY) DITAIY NNMIND DY DIWAWN 1IN DXIPINN MW ¥ NNNI 19 10D

0PN NYY Mo by ,(Bakker, Demerouti, Boer, & Schaufeli, 2003) nowmy nmaynn mITyn
.(Jourdain & Chénevert, 2010) »ixpn nany (Bakker et al., 2003; Shaufeli & Bakker, 2004) nmayn

NN ONAZYV TPINA DXTY HY IPNN PODIZIIN HY ST 1Ny ,(2003) Bakker et al. bv o9pnna nnnd 15

INSDI .DXONNWNN W MINY MPT MYSNHNI ,NTIAYNND MITHOM N2 MIMD DY DIYIVNTN DINVN

(NMPYNI DNV NPYIT MIVOIIT , WD NPYL ,NTIAYA XND) NPININ MYIITY T 519570 TONINY N2HN
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112791) DMNIN DXARYNI DN NONND DY NTIAYNN MITYND DMNVYP PN DN TYUN NINI NPY INDY)

(organizational 121X M2INN IND (PITN 91123 HY NPINKI DO DY 2N 570 NN 1NN
NIOD2 YIPN IVN NPNMIND .N2TY NN ODHY 191N NP KN¥D) Iwr commitment and dedication)

Jvpna JD-R 51 apn XY ,no 1y . (withdrawal behaviors) (Hanisch, 2000) »nx»©y nvynnnnrs

DT OINN OOV DY NPNPIDYN MOLONND

DI MNNIND GPYNI NTYN INNRY NPIDYN NPY

-1 9270 DRIV NNDWNRN NDDIPRN NTON NYIN NAPN INKD NTIAYN DIPHY 2IWD MININ DXV P
VNV 26 - MY INN) AN IR Y OINND DTON IYAHIN NN TINNDD MINIAN ¥ . TIN NN IN (MY 14
DIPNY MIWY IN D22 MINWYI NTIAYN DIPH DX MIANWN W (ORI PIND 297 NINYI NIVHN 1Y 1IN
YN MYW INO9IND,GP1N2,7)2N DXINNKY PN DMPY MYNINN DIWI ¥ 90N INNK NTIAY

99 MO TIN TMMIN NDVPODINN ,NTY INKRD DIWI SY NPAPIDYN MLONN PN 1Y IPNHNI

NN MO PN Hanisch (2000) .(withdrawal behaviors) 7033 n»nninn” Hv m1o0

YIDONY IN NTIAYNN DNIY NN PPNINY DOWNRNWN DXT1Y 102 NN VOO (organizational withdrawal)
NIV NTIAYNN APITITON ,NNTPIN NI NTIAYD NININD NIYIN MO DN NPNMIND .ONOY NTIAYIN
,N1y — job withdrawal — 10 M0 %W Y 1237H NNDD I XY IN NXIN DX P2 NTIAYN DIPN

D27 OPININ DMIPNN .DNNXI NPITYN — work withdrawal-1 ;70191 n»nd 19PN NRTPM DY

NOANNN ,RYN DY HPOPIO NPVNNONN INMDYN DY NIDI NPNMNNL NNINRD NRNDD NINNNI IPOY

NMAY PXOYNY MDY TWR NPNVIIND INYI NMITYN DTN MO NIRY DY MTTINNNA DPIOYNY NN
.(Hanisch, 2000)

PPHNN NN DN IRYIND DINNIN Y NN NI2ANDN NP NNMINN DY NPINIRD MYAWNN NN
.(Wang, Lawler, Walumbwa & Shi, 2004) o 721y nonnmn1 N»Twnm IRIND DOWY DMWY DNY
nYRMNN P2 Engagement sx commitment m2nax N2»iNm NPPNY P VP IR DMWY DIPNN
DI

YR NYYY NIDI NPNRMINND YDHY 1I9INI NNVP NANYN MPMIN ) (2004) Wang et al. wsn opnna
MDY NPNMND D KNI ,G0N IPNN .NTIAY NS MWD (Commitment) 11X M»INNY Y290

NINTI NTIAYI NPDOY NPIRIVID DY MTTINNND NPYIT NP DI 117 DI NNIRI NIMITON MDD

NPNMNND YN NANYD ,NTY MDD 22PN 19IND DINYP NPPNYI XND MDINY KNI .NTIAYA NNN
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1IN DNIWP X AIWN (commitment) NPININ MINNDI NTIIYA NI MY 7Y TINNN WP ,NID)
.(Podsakoff, Lepine & Lepine, 2007) np nw ¥nY5 »9Hv

TIN NIV NP NPNTIND JY NPPNY SV N12)7 NI MINLI, 07 27P2 HRIWIA TIWIY AIpNNna

N2TY NNND DY DIWAWNTN DXDDIN TAN NN NPINY YD RN .OMNY NPINY ITTH NYIZYO MON»NN

.(Weisberg ,1994)

,(FWC) ma-nmay vpvanp »a 8y Anderson, Coffey & Byerky (2002) yyxaw 9nx 9pnna
MMOYY NIV NN MY 9OINY NP, 122 THIPOND MYI191D NTIAYA NMANIND 12 VPIDANP YIYN
,NTIAY2 TIPOND MYI9N 12N NNINN 12 VPYINP YN ,(WFC) nTiay-na vpPhanp 19981 Nty

DTN XNDD NVUP Ry
19D MINN NN DX TN DIONN NAY NTHN D DI RN¥NI NTIAYY M2 P IRY NN DY wpna
¥ 1YY IPNNNN .OXTIVN NNNIND DY ,TI DY) JIRD NN DY NYAVN ,NTIAYD 12 P2 PR IWANDN

NPYITYIN VIV D NPDI NPVMND YY NYOWN NTIZYY NP2 P NHON IWANNDD NTIAYN DIPH YW NDXaN

(Baltes, Briggs, Huff, Wright, & Neuman, 1999)
NNTPNRN TININ MAIN DY Nyawnn MmN ,(1999) Thompson, Beauvais & Lyness Sv oipnna

51 NTIAY-N2 219w DM TPNRN NTAY *NIN2 windwn by (Work-family Culture) nmayy ma bv 299w

(1) : ©»359) D250 NYAIN NOND NTIAYD N P2 IDOYW NNTPNN NN D XN .PHIND NRYD NIND

DMTPNN DMXIN (3) NPININ MIAVNA YINOY NYA NIMIPN DY NPLIR MOOYN (2) DINNA Y DN NIHNN
-T2 PRI YN MNOYY MW 191 5239 NN Ny (4) (Work-Family Benefits) nmay-na 1w

212 MIYN NPHRY ,TPIANN TIAYD NMIYON ,ATIIY NIY D995 NTIAY NI NPW DINTRNN DXNIN .NTILY

21900 NN ,DXNNY DXMIPY) DXIARWYN MYV MY ,1PPON NIVNAD NITND NMIVIR ,NTD VN

T Lobel & Kossek, 1996; Mitchell,1997) o721y £©>10Y NN M¥aP) NTayn Dipna 72
DXIDINN DININ IPAODY DININIY XYM (1999) Thompson et al. Sv opnna .(Thompson et al., 1999

mm> mna (Organizational Attachment) 9ny 1123 TNIN MINN ININ DITYN ,NTHIAY N2 1DWA

95 XD ,NTIAY 102 P2 PHR DM TPNN DININ DIVAND TUN DINNIND D NI ,)D D JNIND IR ANYY

MDNNN IO DD DI MY THNN DININD YINIWN 73 12N .DYTNYN 7Y DNIVN DIIXNN DINRIND
STwnna ysvw e (engagement) nnnIN

MNWNN NN NIV IPNNI 122590 TYUNX DMV DINWNN YID)ND THPOUNNIN NINN PO YN OXIPNN
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MYMT HY NYNN MINYNI DMYN DI NN PN NIN22 199N D) ,DMININ DIANWYN DY MON dNoan
VIPIZ MTY OO DY MOLINND DNMNI NIV IPNNA .NTY INKRD TN DI DININD NYIRD
NTIAYN DIPNY THPON NITN IN NITN 12) NTIAYN DIPN DY NTY HDI1D NTPY NYAIN INRD NI NPNMNNI
(TN NTIAY 1DOW/NTIAY MYYW/NIYN 9PN DINNY : 1N NPDYN ININ MWD MYIT nHHION)

NN DY) DY NHDI NPNNIND DY DWW DPIMNIN DINWN I 999,290 MININY NPPON YY 7NNl
YN DDA DY NMINIPNA DNV DMIPNN 1DIYI DINNK ITPWRID PYTY XD DT OINNA IPNNN TN ,NDY
DAY TN, TININ NDVPADINY MONMNN TIN,NTD INKRD DOWI HY N NPNPIDYN MOVONN NI 1D

M0 NV YIDOY WY DY ,)D),NTD INRD DOWI HY NPNPIDYNN MPNAN DIV NN 1Y XD
ANYNN NI20NY NI HOVNNN DTN Y JWwernd *oan (checklist) mnw nyaxao

125 1NN OXANWNY MYOITIT I TIN P2 WP IR WYY D297 DIPNNN DY THNDNY ,DO¥D NPPON NIND
DYANWN DY DTPIN HY DINRNNND TIND 19 (NI NPNNIND) NPT NTY NN ,NIMNIN MININ

NIYYND MTIDN TAX .NNYNRIN NIYYNN NI DY INKRD 1D NNNIND 212232 NTIAYA N MY
PNI2N NN SV DMNIN DXIANYN DY DNyawn NN N2 WK Glass et al. (1996) v yipnna »sn

D95V T P90V AWUP KM Y INRD MNDIN 1DV DY NNAWNI )22 HIVY HP2¥a NHNN M NNPY MIVAN)
Y ANRD NTIAY DIPN NPYD NHND NN ¥ AN D27 DXANVNNY

: TP NNYNRIN IPNNN NIYYN
DI NMHNINNY MIMNDY N1V (DYDINI D22PVPIIAIN) DN DIARYN 192 Y90W up o»p .1

529N MANN 19nY) Engagement 7y sphn 1918 NN NT VPON LAY NYIIN INNY
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MNNN Y PPIN THIPY VPN ,NTIN NYIN TNRD DMNIN DANYN 1299V WP DOP (N)
ANV NIXP DY NYIIN NNPY 1IN DIV 1N ©¥27 DMININD DXARWINNY 922 . 17NN

JPINIRD MMINNT NTHI MYNNN OPON 19IND 1PIADNY YNNIV WP NN

VPAN ,NTON INKD NTIAYN ININT MYINDID MYOITH OMININ DXARYN PAIDHY WP O»P (1)
DV MYOITN T ,9N) D27 OMNIND DXARYNNIY DI .TPNMNIN MAMND 7Y TPPON THNY
MYNNNA TPPON 10N NNV WP ,INY MLYN NTON INKD NTIAYN ININI MDD DOW)I

JOMAINRD MAMNNDD DTN

MY TPPON TNV VPN, DTN INKD PNIND NINYY DMNIN DXANWYN PA IOV WP 0P ()
NN 2NYY PONN NYIRY MDD T ,9N D2 DXARYNI PADN MNINIY DI .1MNIN MDMNN
NN MMINNND DT DY OPON TIPN AN TN NTDON YN INNRD PIIND

,NMDI NPVNIND JY NNYOIYM NPNYY NPNIN MYIIT P2 DIVIPN DX DIRINDN YY DDINNA 0N
OTNY MITYON S NP NNRMNN Sv "2 JD-R Y1 02y (2003) Bakker et al. v apnna ,nmavty

17w XNYa NYawn MOY 1N 191 ,NPPNY PRI 19INI MINDN NTIAYA MYIT D YPYN MXSIND .70

.OWVNY MITYWN DY

P2 APININ MYIIT P2 WP NONNN NPNY YD XY 001 2992 JD-R 5710 350N nX ynaw 9pnna
MMNN HY DYTTHY OPNIIN OXIANWYA P2 THNND KXY engagement 12°N) (PVIIN TONN) NN NYY2
(Hakanen, Bakker & Schaufeli 1512 91 DX NNIN MIYAT DY PNURIN TONNN 9D D) N8N NN

NMIMNIN MYITH IYOVINY ,NTIAYA NI NPINY NN DTN 9D DIWN 171D NNY 1 .2006)

D) WV ,0I92 M2 MYAIT DY NTIAYAY X005 1IN NTIAYD 112 P2 2OV HVIPN YW 197,00 MAIN

2D VN IAIPNNN NIYYNI

32



VIPIY BIWI HIND 122D NHAYA (MHDINI NPASVPININY NPININ MYIIT )92 529N WP 0P .2

SPINY 7Y HPIN 1IN THN? DT VPAN LAY INNY NXPDI MMININNA

WY MM NPIMNIX MYOITY T DD NYAIN TNXD NMNIN NMYIT 221N WP O»P (N)
N NIYYNY D02 .NPNY Y IPYN TR DT VPON .NTON NYIHN NN TINND DOV NIND DY
AUR) N NDITY NPINY NNY DITAIY D XM 12 (1997) Westman & Eden bv oapnna xxm)
NOW TN AN DWAINDN NN L(NYAIND NN BV NN

MYAITY T2 DT OINK DOV DY NTIAYI MIYIDI MYIITI RPN MYAIT P2 21N WP 0»p (3)
Y OPON .NTON INND NTIAYN ONINT MYIND) INY WITTI DIV DY 1AW MM NPININ
PNV OIY THPPON TN

MYAITIY 995V T2 N9 MINN INIRD NDTY NNDY NMNIN MYOIT P3P0 WP 0P ()

MINYN DY OPON TN NTON INRD PHIIND DX 21TYD PIND N IV DOWI MM NPININD

PNV

0’71200 MY DARYN SV JD-R 57115255791 11795 ,9pNnn mywn ST NX PN /R DOWIN

D7D NN DOWI DY NIDI NYNNIND

APNNRN MIYYN 1M — /X DIYIN

« D
Job 1
Resources >
A o
b )
2

@ Y
Job
Demands
AN 4

2

INNOY NP 2200 ,NTD INRDI 11PN DT DOWI DY NPNPIDYNN JPMOLINN NX JN PNONN IPNNN
INDY VNN 02 MPN (J-DR) NTaya oaxwn-mweIT 970 .07 INKDY 111N DOV 2P NPY
OMNYNN DN NIRYN MINI IPNNA DT INKD NTIAYY NITNA DIV NPNMNND DINN NN

0%ANWYN DY DNYAVN MIN) : T MINK NTIAYN PIYD NN 12)D DXWI DY 1P MVLIND DY DWaWNN
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-11°2 1DOW MNTPNRN NPININ MPPOPI (2) NTIAYY 1Y P2 PPV DY KN NNN (1) - BININ
NN INND NIYNN NPV 22X NYNRN NDXIM (4) NTIAY-N2 1YW DNTPHNN NPOYN MNIN (3) NT1aY
(2) NTHI2Y MYV DY NPDOVPMIIN MYOTT (1 — HININ MYIT DV 1NYOVN 1IN GONA .NTDY NYNND

DY NONNNN DNYIYN D) MN) .NTIIYA YWIT DMV THIVIT M2NYNY MY (3) NN NTHIAY DN
,29 DY 0»9553-D»INNT DINYN DY NP TIN NN YN DINWNI .NMININ MIMNNIY DTV NPPNY

,NTI2YN DIPNA DIWIN NN ININD PN NNV ,)IT DY NTIIVN NYIRD MIMINNDI DITDY 19010 NYOIVN
029 MNA DYYN) NNDWN DY NYN TN D1 SXIVI N INRD DIWI NMDT DY LOPVLIPA

N2RY MOON NI NMNNIND MIXXAD MOLINND TN IPNNA VDNV DIV HY NPNPIDYN MLINN
NPOYNN XNIN MYIDID MADN MYOIT DY TN NTIAYN DIPHY NN IN N NWNIN NIIND ,NTIAY DIPH

(T MY MY 1NN NTIAYD MIVIN D)
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VY

1990
NYIA NN WXL (DMIPD NION NITYI) MNIVPIN VNN NP YVITVIN NIRY 1132 DN PNOIX TNNY
-219»N2 0V NTI” DYV NPHDI NN NHWI ,IPNNN DX PNNN NN DD NIRYD NP : DNNN
PPN NN L) MO .DNYY DIND NHRWYN NN YN WPIANNY 012N 71T 12N X0 P Facebook
DY 510 517N 0 3 NLIN . MNVOXI PPN DXPOIVN,DMVITVIN DI, MNKY NN NVIVIA
MPTNN PON 2992 ,9PNN DIPNN IPHNI MONNYN
D»VITVINN DININDN NNV A NODIA YN DI NINNN NDN /N NI WA DY TPNN 9NN NON
NORY MDD DAY PR MPT 10-15 YITPND IWPIANT MPTIN /T NODIA NYNN NNV ) NIDIA NYIN
IN MPOVNY DD MINN IN PPN DXVID TYPHDY,NTD NYHIN INND DIYWI HY NPNPIDYN MLYNN NN
1292 9PNN YI9XY TN MIMNN D NINYN D 02N DAY DIPNA DD 29D POMIN
PN DMONY 304 INDMNY DMNORY P DMNORVAN 403 1000 1INV NPas 707 N0 NDIORYN NNON
9D TY NONVN NN NNDMD XD TN NP HY N8ND NPTIN YOWN ,0poNa DY) N ,0097
PN DY MIYAND 1NN /DD INND IN 1PN NN ONDZ: NIMHNN MIYVRI NYNY NN NONWA
MNRMND MIRYI NN 7NTID YINNRTA NPNAN DN )N DIWID NPLINDIN MORY NV ND2IN
D OINN DOWIY MDA
APNNT NN TPND NN DY .ANTY MINK DOWI 276-) PPN OOWI 127 NY IND TY )OXWYN DY NV Pan
YUY ,IPNNY 10D NTON TINN NYNY DY MNYN 79,001 DY 7PLN PRY NTNHY 19 ,PONIY VDPLIPA
DYWN NXOO NYAIN DD N NYAN) NTY MINK MYV 26 -1 ANV RO DIV 7Y INDINY DININYL WiV
MINN OO 147 MDD ,(NTOPY PPOYNN P2 NTIAYN YON 1T NNPN DMNWI PPIN 29D IRIWI NNMN
APNNT NIYYND DMOVIMNMDIN DIV9N DI DY NY TIUR DOV P IPNNA VDI ,TIY GON . )»PNA 119-) 1D
.(44%) NTY >INN DOV 85-) (56%) 11>1°N2 DXV 108 191NN ,00W) 193 D5 DY THN 27NDY T
: DMYNN DINWNN NVIZYN TAX D 5079 DY MIVN 10D TUR DXIPN DMNONYIA P WIDY NYYI DN TINN

.MPT) 187 : 939991 ATY IUMN TIN MINWN

MPT) 154 : 7197 29NN ATAY ININA MUY MYIIT NINYN

.MPTR) 167 - PHINN NANYY Mg Nnvn
o)m

PNOYTIN 9 TONNA NTD 9D DIWI VHOIT ,IPNNN MNINA YTHY IND TY NIRVN NN INDNDY MPT) 193

NDYOINK MYV 26 TY ,NTD NVHN ToNN DOWN ,JNOY *NONN NTayN Dpn yon»nnw ,(N=108)
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YN NVAIND TY 1TV 12 NTIAYN DIPN AR NPT NTON 795 Nowd 11ayw (N=85)
(9919) 35 7Y 25 5 - DINDMN NNVA P (89%) MPTAIN 2YT .07Y 30.5 1P MPTAIN DY YINNN DN
.39 7Y 35 97 5yn N 8%-1,20-25 12 DIXINN NNV PN MPTNN 3%
MOYA 3%-1 7Y ININ NI 38% ,NYNIT ININ MINA 43% ,1P1D°N NYOVN MYYA PN MPTANN 16%
W DOWINN 17%-D ,(31%) Y197 XD PY T NYNT PPN D INTY IN,(42%) THN 19> DOWIN 211D DYDY ININ
NYRI 1PN TONN IN NNIYNRI DD INND DIWIN HINK AN IN DX VDY ¥ 1110 10%-91 071D »Y
DOV) 2170 MTPIO DOMNX TIYR DMVITVPN DININN NINYN NN NN HYA NINN 29D ,MAX NN IPNN2
INYMONN TNNY TN T9 OY N PRI 1PN
MOMN PN MPTIINN 34%-) ,03INN DITIIY DY NMNNNN IPRY MITIIY )1 2D 1N OWINN 66%
VIDWY DOV P2 ,(26%) DPMIVD MV P ,(23%) NIV TY P2 DY 1NINI MPTIN DY PAND NNOINN
DNV IWYN N (16%) DY WYY WNN Pa,(6%) DY WNRND YaIN Pa,(10%) D)W YaIRD VDY Pa |, (17%)
.(2%)
NNON/ MYT/MPNI/NT 1A XDD 110D YYD 3% P NT N/ OY IN MINIWI D D 0O DOWINN 97%
PPN 599 XO DY NV 79D
Yo

QONYY , 000NN 77D YN SWTIN TYWN DY TTH T70) INYNN 139NN A79 HYIN 79N NINYN
TN 20 NORYY DNMNNA JNY NNINNND NIWN 1IN VPN MIPTIN ONNY MPT NIRYL VI MY
IN DT NYIN MINDIN NOW MNIYD D) MIVAND 7N .OOWTIN Y NYNA ,PoInnn NTDN NYaIN
D02 DY ,MNI VDY YO0 MPTIN MIWN INDP ,DONMN NN NYA .NDIVNN DX NYTY NPN NYIRNY
PN D NYY DWW .DXWTIN 6 DYNY DXWTIN 3.5-6 ,00WTIN 0-3.5 :YONIWVIN PINI MINYNN NDYN NYHIN TN
.MINM2IYYI NY MY

IMNX MYOITN D10 TTHI MYSNNI TT0) MNWNIN .AT90 9NN AAY ININT MYINIY MYIIT NINYN
12 10992, )IONWI MNINY NMNT MYNNANI TTHI MNWNN .NTIAYN DIPNN NTHN MINK YPAD NMNONN DIV
5 7NN NTON NYAIN INRD NTIAYN DIPNN YT DY MNNNN MYIITN NN IO MPTIIN WPIN)
MINWN YTI0 YTTIP MPTIN MIVN .NTNPN NYOIIT GX TP KOV MININD NN D) 197, NPNNIND
2NN NTIAYY MIYON WVITVTIN : HNTY HINY MYOITH NIND NN INNY

D ANKD NPIOYN Y2X0 NYIRD MM NN MYSNND TTR) MINUNT NPHIIND HATYY MM NNV
MPTN MIIVN .NTON INKD NPIDYN 72X IN2ON NX NINNNDD MIWNN NNNRA INAY IWPIAN MPTN

NI YIND NN 2TYD NI HY MAWNN NN NDDION) INIRD NA1Y N1 DNRD — NPINVP YNV ITID VTP
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NTIY 12 PHINRIMND NN NN NNIYN (NN DIPH WANIY 1ININD NN 2RYD NN 191,NTIayN pivd 1wH
.10 795 NYWIND

TN N MWD PDOPMIIN DN ION TNND : DITTH NYIIND MONMNN TIN ITTHI .NMHaya MYrT
NYYYIT MYT DY TT0 - O¥2970,MNOWNI 193 DY O NN DN DN TT0 — PWIOVN )IMDMN DIN) DN
.TI2Y2 MIYXY NINDNY MY
19,90 MY DD, NPV NTIAYN MYY 1900 DY MPTIIN MPTOIY TT0I 23207923IN DI (N)

AN M2 MY TN
NTIAY MYIT DD DY IINRD DX DIV 9 MYSNNI IPTII MR MDD UMY AM3Y O 2779 (1)

NI OIMDN DTy ooy 110 (Karasek & Theorell, 1990, p. 346) (JCQ) nTiayn 190 orvwaw

NP O WY NPT DOV 5 5D IPNNA DD NN NTIAY DN TTH .NDIII NNONN DY A1PNNIN

DIPNA YNINNN NN IRNN VAN NA NTNN -5V ITY MPTN WPIAN) ONPAID 7YNAD NTIAY TN
IUND ,DMVNN YNIND NN D910 YOS (P TIND N2 NTI27) 5-D (RS HD57) 1 P2 IV D210 NTavN
DNV NMINVIANNN NTIAYI M2 MYT DY NDXAN XLV INY M) PN

NTI2YN N30 NN JNIAN MIXY NIT NIRY TINND DIV MYNNA VTTII I M7 29 I ()

Kristensen, »y nmoaw The Copenhagen Psychological Questionnaire - n°n1an-1509 N»Nan

NONN IPNNA DM 44 Y915 NINPNN INDN MNP Noxrwn .Hannerz, Hogh & Borg (2005)

D079 HY NNINNINN NN .NTIAY MYIIT DY MNY MDXANY DXONMNNN DOV 4-2 VIDY NU)

.84 YN (MTPWIT MIANYN 2NN NYINT ONTIAY : NNNTI) MYIT NINDM OWIT DN IDNPNNY
DIPNI YNINHN NN INND VDN NA NTNN Y9-DY 1T MPTIN WPIAN DMNX OO0 5 NV TTH D)
YN ,DNIVNN YINND NI DNDN NN L(PTINGD 127 NTNAY) 5-D (KD H557) 1 1A yIv D102 DTN

YOI DNV MRVINNDN NTIAYI MIT MYOIT YW NN KON INY M) PN

DNV XMND DM ,(NPWIIY NTIAY MYY) XDOPMIIX NTIAY DNIWYD MON»NN 5571 D150 MWIITN N

9y, TNR MNWN NNV varimax dv n>8vy7 oy factor analysis yx1a 1950 omanwnn nvidwd Hvn
(Wood, Goodman, Beckmann, & Cook, Twn 57 n»nad n» oy M2 NPXIY NPN»YIAN ©Y01

YYVPMID UMY ,(MYY) YDPOP1IN NTIAY DN : IPNNA 1YYV DIVIINN NWIDY N»naa .2008)

YNINN RIN DD0N JPXN .86 : DY NNNINN NRYNDI MVIT NINDND MYIITI NPYIT MVIIT INND

.NTI2Y2 M2 MYOIT DY NDMN RV TN M) TN IWRD ,DNIVNN
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(Shirom, Shirom-Melamed Burnout Measure - noNwa iy MySNNA PTI) DY MNYN .NPINY

TIWIN AN TIIVTY) Y MOV - DYTTH SNN NWIDY TTINN DXV 14 12 770 .(S-MBM) 1989)
NYND NI D PR NNIVTI) NIWIT MU (V3INND OO0 WP : NNNTY) IMHDOINP MWOUN ,("Na»y
X NXIAND D19 MDY NT DXNYP DYTTNIN ONN NYIDY .(VDXINNK DT DY IN PIMINPY DY DYIIXD N
TAN 932 ININND NN NTIAYA NNINKRD VN )1 MPTN IR PIXY WPRIAN) MPTIN O TR NPNY

YSINNM NIN DNON YPSN (7NN VYN 7-5 (7R DY G LYNI) 1 P2 VIV MNI 7 HY DD 000901
DYVI9 M3 (1989,2003) Shirom ANy MM NPPNYN NNV T ,9N1 M2 TPXNY DI TUND DIPSN
.93 NN NIRYN DY NNNIINN DT IPNNA OYIN DY IMAPN HY LNPNON DY DD

nYN»yan ©oa Yy factor analysis NN NWY , 07090 NYAIR MYNNNI YTTHI .NTAYa DANYND
5w 3L DY TNX NMNWN N (Wood et al., 2008) 71N 5711 NIPNID NPDIT N2 NPNIY
: D097 P2 .64 YW NNINOIN NN varimax

Y HMN NPNNINND DNONNN MINY NPT NIORY TIND 57739 D205 S¥ 0957930 O2INVY (N)

»y nmow measure of family supportive supervisor behaviors (FSSB) nnawna maminn

Sv DD DITHIN MY Y95 NOrwN .Hammer, Kossek, Yragui, Bodner & Hanson (2009)

Y IPNN2 DD KOV NNAVN-NTIAY DI NPNPXN NPINT HTIN DNNNN DNINN NPNMND
V19) 1-4 DXV ,57INNNI TPYIT NN DY T (1) DIHDIDN DIVIIA 7-2 YINOYW NYYI MY IPNNI
190N YW T3 (2)-) (7NTIAYN AN 1N NDOW INA MHNPYID DYPND 191D MW DN T
YW HNINN DY INNY DY TINDY NI NN - INTY V) 5-7 DIV ,HMINNN MOVINIVDIN
NNV WATI MPTIN (N2 MNYPN MYOITI NN INNIRN DTN »NNIWNI 51903
57y ("N H957) 1-n MNI 5 5W D102 N/ I/2NNN DY NN DX VI INNN NIV DTN
SMNN NN TI,INY M) YPNNY DIOYW TO MIVWNN YXINND 1PN D00 PN (TIND N7 NTHNY)
N 129 NPN NTIAYD 142 P2 DOV PYIN

NN YMIAN MY MPT NORY — 713Y5 1723 )23 )IPINI DI0I57 SNV IN N39SV 09I99)IN 02392989 (1)

Family -Supportive Organization Perceptions Scale (FSOP) nTay n°a 2195w %139 1IN Nw)
,0079 5 NYLIDN NINIPHRN DD VIDOW WY NT IPNNA .0V 20 NP1 99100 (Allen ,2001)

DIV Y2 HY DXVMIN NN MY Wpann MpTn .Grandey, Cordeiro & Michael (2007) »y nasipw

Y20 (NPTAN DY) DX NI PIIND DY) NN V9 DD INNN NN TY NYNYN DY MIyNa ,mMna vnn by
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MY NINDY :INTY) L(PTIND NP0 5 TY (P11D3201 KD7) 1-n VI 0PN NTIAY XD TNNN
DIPNPIINN NN DN NPYIRN DIPNMININND NN 0) Y¥IY DITIYD 771 TWINRD INTIY D¥IVIN
1N2) TPININ NN IRND AN M) )P .WTINND YTTIP TI299) TI9N 19IN2 INDN 1-3 DXV ("NTIAY2
TI2YY 792 P2 PHOXRA NP

NPOYNN ONIN NN JNAN MINY MVDT NIORY - A712Y) 1123 )22 PINI N TPV IN MPP0799 ()

(Thompson, et.al., yIRY D79 9 591N NONYN .NTIAYY NP2 P2 21DWA DIIMIND PIIND TWIRNIY
Osterman -1 Gooler (1996); Galinsky, Bond & Friedman (1993) v ommp 0™pnn 19onn 1999)

NPOYNN ONIN NN IWONND DTN 90 YTIY/MTIY 1112 PIIRND ORN P Wwpan mpT1an .(1995)

IR = TIVTI) PAYTY RPN NI 1197 HY PN MYNNIND ,NTIAYY N2 P2 197w 090NN
DTTIP NNIVN NYTY KD NMIYY O DI (79187 NTIAYN D7 P2 NTIAYN MYV NN POND 9D TWANND
99191 YOS AN TTIVD IR YNINNY T DY WIANN 9277, T DY NYTY NPN ORY INNN TINN RIS
IMIND YINNY NTIAY 1A NHNRI DXINDIND NPOYNN ONIN T ,INY M) )PNNY 95V 75,0100 awin
N DM

NNV 2D NYINRD DY NNDAN NX )N NN VYN NIRY — AT2577 DUININ NN AIUPA DY (1)
(179N 795 NTIY 1 DIPNA T2 YW NMT PPN IN TPPAN ONNY) DTN VAN INKD NTPIN
TN IRIY=H TTIP PAYTY RO? /NYTY RO INDY 1197 MWN VDY PN NI WPIN) MPTN

ININD MAIN MM NI N12TN PRY YOWN NYT ORY DINPNIN

Utrecht Work Engagement Scale (UWES) mmnsy noayn noxw (Engagement) 03998 masmnm

2y Porwn Swopin \Westman, Etzion & Chen (2009) n>1ayo 0x1hm DX019 9-5 A8I1pw ORY 9
SV JIPNN2 NN (MIDNNM MTPON ,XIN) NNNIN MAIND 123579HD NYIDYO DNMNNA INNDIINI
VN N MTN DRI PINY VPN MPTN .0*MIA) DY INsHN Littman-Ovadia & Balducci (2013)

7-9 (7RD DYS QR LYND) 1 PA IV MV 7 HY B0 ,DP07I19) TN DI ININNDN NN NTIAYA NNINKD

PN TINVIRD MAMINHDN T ,IN MY IPXNY D JWRD DNIPSN DITO XN H9I0N 1PND (710N LYNI”)
Schaufeli, Bakker, & Salanova, (2006) Yv 03pnn2 NORYN 9PN NNNDININ YY DO DIVID ANV
.93 NN NIRYN NN
LDNPI9N DINYN
PIINT DOVIN NYOY N NYNYA 1IN0 NYPIAN NPTN IR DIWIN DNN : IING 02 NUZ77 020U (N)

D72 NN
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DYV39 99599 PATY YNIN PN )T, 071D 19010 ,NDIUN D) 1 AUIND) PPINs OINYPA OINYM (1)
JORYN NN NYA NNTO MIPTAN VPN DMDY TUN DOV DN DN
199 NN 790N 2INDY IWPIAN MPTIN : 9% MNWN
VR ININ,TINN ,TTIDY) NPOWN YV MNT 5 120 NN N2 WPIANI NPTIN : NPOVWN MNWN
. OPVHY ANIN Y ININ
TP DYT1 1901 .DINNIND 5915, 07197 19010 NN NINY WPIANI MPTIN : DXTH 190N MNWN
9YNY DYDY VDY, DT DY TN 197,071 DY — MNI Y2IN 12 MNwnd
VIDUN NNN IR NYORND DY NN 5DV NIRYA VI MYNNAND TTRI) DYIND T DI T MNWN
NN IN OXTAW DY NN , DT DY NNNN NPRY NIWN 13 DT NN ORN : NINAN NPNNIND
NPIN 992 X77TH MNWNHY T ,1171732 MONIN VIYN DY NNRD FTMIX NN NPINVPN PNV .12
5NN NNV D DT NN ONYD
MIYNN SNINN NTIAYN DIPNA NITAWY J DXVYTIN ONY NN NNTY VPN MPTLIN : IR PM
DMV 1901 Y TID VTP
MINYNN ONMPR-PXID 28 HY AN VI HNMNY DIYNI NIPA MNWNID PTAI DT NN 39993 Pt
6 99100 (Pearlin, Lieberman,Menaghan, & Mullan, 1981) >5555 pnyT oxwa vindow »y p12)
5593 5WIP DY AXND MIRNNN NPNTINNNND NNNX NN Y AT IR NNTY IWPIN MPTN .OMM
5 5% 0102 X172 WPIAN MPTL .7NMAYN DOV NN DY GO 1IN INTY  NINKRD WTIND ToNNa
RO 99927 — 1-5 TING N2 NTNA7-5 P2 WD M)

:INIYII APIPNS IV O2INUY (D)
VPN 1712 TWUR NNY NT NORYI VI MYSNN TTHI NT MNYN : PNV N NOIAP NNINON
YNV OTIT TTIP MNWNN JNIND NN AT IN MIANRYN 1) DTN PNV 1IN 72PD NPNIT 1N OND PIND
JPNOY NDY FPNOY D — Md)
MINWN) NTON NWHN THNR NN DY NPIDN NI HNIWI NPPPND IPNNA MINMIY NADN MONMNN

WY 27-D NNNND DT INX DOWI NYHON 1DY,PINA MAPN DD NWIN TN 290 (MON
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MINSHN
(1 1520) PN NPV DWYKINN ,NMNIY HY MPITAIDWI ,IPNNT MIYYN NN PNIAY TN DY
YAVIN IYN ,MPTIIN MAIWN DD DX DNNN NPXNYI MAMNND DY DINVNN 1IIY ,NDI02 ININHDY 29D
D) DXONAN NTIAYA DXARYNI MYIIT Y2591 HY DXVNAN 1PN NPV DIWXIND .JNIRYA DMDI191 DD 19D
9NV DMWY DTN MYSNNI DIVI9N WD DYDY ,0N
MY IR NYRI ININ DY 1NN NYIWN MY PN MPTIIN 217 .0NY 30.5 170 MPTN DY YNNI 9NN
ININ -3, 1NN NYIYN-2 ,HTID NYIVN-1 X7TO MPTIIN VPN 1AW 1-5-10 DIIDN NN INNNI YINNH)
MIVNN YNINNM 17999 PMIT YXIIN TR T9Y ¥ DIWIN 27D YN NN DYHY ININ-5 IV ININ-4 ,)UN
TN O2102 DMYN DXV MNIVN YINN DI UK MDD PMT T1H1 MPTN HY
M5 PN MPTNND 34%-1,0INN DITAW DY MNNND YOIRY MITY )1 ¥ 101N DWINN 66%
MINIY NPNRIT D NOY DOWINND 84% ONNY DNIY VIVY INN NIND MPTN DY PAND NNDANN YN
MINN DXWIN %-Y TV 67% SV YNINN DY TOY 1NN OXIN % .NTIAYN DIPHN NX 1Y DTN DNV
Y NVAINI NINNN) DIVIN INY TUNI 56% 1D
DY NYIN NNPY NIDNN N 22 YYD DIWINN 10% >3 1YY ,NTHN IYAIN TR DY NYONN MNWNN NN
D MY DOVINND 22%-) DXVTIN 3.5-6 DY NTY NUMIN NNPD MNDONN DXWINN 68% ,DOWTIN NYIVND N SY
.DVWTIN 3.5 7Y DV N NYVAIN NNPY MNONN )N
ND 2D 1N OWINND 31% ,NTY NWNN MINK NPOYNN MNINI MYIMD MYAIT DY NONN MNWNN N»N1a
DYNY VP M 1IN 20% ,MYMIND NNX NYIITIVPI DOWINN 25% ,NTON INNRD MYMIND MYOIT IVPD
YT WNN VP 1%) MYAIT YIIN WP 3% ,NMIKYINID MYT VDY IN
DIPNY NN NNONN )N D WY DOWIND 73% D N¥NI PNIRD NDIYY MIMND MNWN N»N1A1
I0A D NN DIINN 26.9% PN NTION MDY NTIAYN

IPNNN NNYN P2 DINPRNNN NPNIAY NPNONP SNIND WS ,IPNNN MIYYN IR PNID 1IN DY NN
DMVP NSO (R=.28, p<.01) 7NN MMNNY DNININ DXARYA P2 PN 2PN WP K8 (1 NHIV)
(R=-.38, p<.01) nvamx mw19,(R=-.15, p<.05) Np>nvd DMNIN DIARYA PI DPNIN DOV
P2 .(R=.34, p<.01) np>nw) NPINIR MYOIT 122 229N PR WP 88 .(R=-.23, p<.01) %395 pnyTo

S9N DIINRNND INNNDI ,IPNNN TN OMONT N7AN DINYNN

mMMNHn P (R=-.17, P<.05) NN nwan TR DMNIN DAIANYA P PN MDY DNNND KNI

DT NWAINKD NN INRD NPOYN NN MY Mt L(R=-.18, p<.05) nTHD nUaN TNIRD IININ
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(R=-27, o x oarwvn oy (R=-.31, p<.01) 7R MMNN Oy PO DRNNI IRNDI ,NTIYD
NMIMIY YWY 191N DINVYPI INNDI DMININ DANWD .(R=.22, p<.01) np>nw by D>arn oxnna p<.01)
N2TY NN TEIMIN MONNND P2 Wwpn 03 MO ,(R=-.40, p<.01) n15N NUAN INNRD HNIND NN YO

{(R=.25, p<.01) 1mIxN N2>19 NMIND 12 NPPNY P N8N PRI 2N oxnn .(R=-.43, p<.01)

NIYYNY MWYNT DIDM DOPADN TPNRN NNWN P2 DHDNNNN

NPOIN MMNNA NN TUNR,DXNPIND DNINYND DMNINN DNNYNN P2 DIMNY DININRNND D) INND)I
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DMNYNN P2 OPNRNND PN NPVD ,DYHNN — 1 HYav

M SD 1.00 200 300 4.00 500 6.00 7.00 8.00 9.00 10.00 11.00 12.00 13.00
1. Engagement 35.88 11.60
2. Burnout 53.20 16.26 -54
3. Org. Resources .01 1.04  28** -15*
Org. Supporting WLB 329 .92
Hire Terms Supporting WLB 416 232
Manager's Supporting WLB 315 117
Job Saved for Return after maternity Leave .81 .39
4. Org. Demands .03 .98 -.09 34** - 38**
Perceived Workload (Quantity) 254 112
Emotional Labor 233 104
Work Hours 39.09 9.68
5. Age (years) 30.70 284 .06 -00 -01 .00
6. Level of Education 327 .75 12 -13 14* .05 23**
7. Number of Children 1.06 .93 .04 .00 -.05 -08 37 -14*
8. Financial Strain 211 .96 -20%*  20*%* -23** .04 .01 -34%*  1T7*
9. Eligible to Receive Severance Package (% 84% -.03 .08 A2 .04 .09 .00 A2 -.07
women)
10. Women in Managerial Level (% women) 34% .01 .07 .05 A4 .04 .05 -.00 -07 .15*
11. Seniority in Org. (years) 350 281 -.01 -01. .01 .03 22*%*  -.00 26%* .01 26%* 18**
12. Percentage of Women in Org. (% women) 67% -.04 .65 .00 -03 .03 -.02 A9** 12 -.06 -.10 -.04
13. Pregnant women (% women) 56% -.00 -.07 .08 -14*  -11 -.00 -45%* -07 -.06 -.13 -.07 -12

Notes:, N=193, WLB = Work-Life Balance

**p<.01, *p<.05
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DMNVYNN P DMNIRNND JPN NPV DYDY - TN - 1 YAV

M SD 1.00 200 300 400 500 6.00 7.00 9.00 10.00 11.00 12.00 13.00

Intent Length of Maternity Leave (1-short (0-3.5 months), 2- 1.88 .55 -.18* -01 -17* .06 -00 .03 .10 .01 -00 .00 22% -.02
medium (3-6 months, 3-long (above 6 months)

(N=187)

Average sum of flexibility in hire terms after birth 1.40 124 -31** 22% -27* .19* .08 -.03 .21* .03 .05 -01 -00 -.49%
(N=154)

Woman intent to leave org. after birth (% women) 27 44 -43* 25 .40 10 -16* -15 -.01 -08 -05 -08 .03 -.06
(N=167)
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Results Of Mediation Analyses: The Indirect Effect Of Organizational Demands and Resources on Women's occupational decisions
after birth —Intended Length of Maternity Leave (Through Burnout/Engagement)

Predictor variable B SE t R?
Model 1a: Main effect on the mediator variable 2%
DV: Engagement

Org. Resources 3.13** 91 341

Org. Demands 42 .96 43

Age 13 .33 .39

Level of Education 48 1.25 .38

Financial Strain -1.86* .96 -1.93

Pregnant women .29 1.96 14

Eligible to Receive Severance Package -2.95 2.40 -1.22

Number of Children 1.39 1.17 1.17

Women in Managerial Level -.02 1.83 -.01

Seniority in Org -11 32 -.36

Percentage of Women in Org. -.02 .03 -.73

Model 1b: Main effect on the mediator variable 18**
DV: Burnout

Org. Resources A7 1.23 13

Org. Demands 5.60** 1.29 4.32

Age 21 .45 A7

Level of Education -2.11 1.69 -1.25

Financial Strain 2.94* 1.30 2.26

Pregnant women -72 2.63 -.27

Eligible to Receive Severance Package 4.35 3.23 1.34

Number of Children -.43 1.58 =27

Women in Managerial Level 1.29 2.45 .52

Seniority in Org -.40 43 -.92

Percentage of Women in Org. .04 .04 .83
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Predictor variable B SE t R?
Model 2:Total effect on the dependent variable .
DV: Intended Length of Maternity Leave
Org. Resources - 11** .04 -2.70
Org. Demands .00 .04 .03
Age -.01 .01 =77
Level of Education .04 .06 .80
Financial Strain -.07 .04 -1.63
Pregnant women .08 .09 .89
Eligible to Receive Severance Package .05 A1 .52
Number of Children .08 .05 1.50
Women in Managerial Level .02 .08 .28
Seniority in Org -.00 .01 -.20
Percentage of Women in Org. .00** .00 3.03
Model 3: Main effect on the dependent variable .
DV: Intent Length of Maternity Leave
Mean Engagement -.01** .00 -2.92
Mean Burnout -.00* .00 -1.99
Org. Resources -.07 .04 -1.74
Org. Demands .04 .04 .85
Age -.00 .01 -.60
Level of Education .04 .05 .69
Financial Strain -.08 .04 -1.73
Pregnant Woman .08 .09 .89
Eligible to Receive Severance Package .05 A1 44
Number of Children .09 .05 1.78
Women in Managerial Level .03 .08 .38
Seniority in Org -.00 .01 -47
Percentage of Women in Org. .00** .00 3.04
Bootstrap results for indirect effect on Leave Boot B Boot SE LL 95% CI UL 95% CI
Indirect effect of Organizational Resources through
Engagement -.03** .01 -.08 -.01
Indirect effect of Organizational Resources through
BUrmoLt -.00** .00 -.02 .01
Indirect effect of Organizational Demands through
Engagement -.00 01 -.03 .02
Indirect effect of Organizational Demands through
-.03** .01 -.07 -.00

Burnout

Notes: N=187, SE = Standard Error **p < .01, *p <.05
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Results Of Mediation Analyses: The Indirect Effect Of Organizational Demands and Resources on Women's occupational decisions

after birth — Flexibility Demands at Work After Birth (Through Burnout/Engagement)

Predictor variable B SE t R?
Model 1a: Main effect on the mediator variable 16 **
DV: Engagement

Org. Resources 3.27** 1.01 3.24

Org. Demands -.36 1.03 -35

Age -.03 .36 -.10

Level of Education .36 1.33 27

Financial Strain -1.73 1.07 -1.61

Pregnant Woman .83 2.13 .39

Eligible to Receive Severance Package -4.30 2.79 -1.54

Number of Children 2.13 1.26 1.69

Women in Managerial Level 1.29 1.96 .65

Seniority in Org -.52 .33 -1.59

Percentage of Women in Org. -.04 .03 -1.17

Model 1b: Main effect on the mediator variable 18 **
DV: Burnout

Org. Resources -.19 141 -.13

Org. Demands 6.23** 144 431

Age .39 51 a7

Level of Education -2.44 1.87 -1.30

Financial Strain 2.49 1.50 1.65

Pregnant Woman -.52 2.99 -17

Eligible to Receive Severance Package 4.32 3.91 1.10

Number of Children -1.19 1.76 -.67

Women in Managerial Level .29 2.75 .10

Seniority in Org -.09 46 -.19

Percentage of Women in Org. .04 .05 .78
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Predictor variable B SE t R?

Model 2: Total effect on the dependent variable

32 **

DV: Flexibility Demands at Work After Birth
Org. Resources - 23%* .09 -2.39
Org. Demands .08 .09 .87
Age .02 .03 81
Level of Education .00 12 .04
Financial Strain .18 10 1.82
Pregnant Woman -1.22** .20 -5.99
Eligible to Receive Severance Package .25 .26 .94
Number of Children -.06 12 -52
Women in Managerial Level -.02 18 -13
Seniority in Org -.02 .03 =77
Percentage of Women in Org. -.00 .00 -.78
Model 3: Main effect on the dependent variable 38+
DV: Flexibility Demands at Work After Birth
Mean Engagement -.02** .00 -3.03
Mean Burnout -.00 .00 -.03
Org. Resources -.13 .09 -1.43
Org. Demands .07 .10 74
Age .02 .03 81
Level of Education .01 12 A2
Financial Strain 13 .09 1.39
Pregnant Woman -1.19** 19 -6.10
Eligible to Receive Severance Package A3 .25 51
Number of Children -.00 11 -.02
Women in Managerial Level .01 18 .05
Seniority in Org -.03 .03 -1.26
Percentage of Women in Org. -.00 .00 -1.15
Bootstrap results for indirect effect on Flexibility Boot B Boot SE LL 95% CI UL 95% CI
Indirect effect of Organizational Resources through

-.09** .04 -19 -.01
Engagement
Indirect effect of Organizational Resources through
BUrmoLt .00 .01 -.02 .02
Indirect effect of Organizational Demands through
Engagement 01 .03 -.04 .09
Indirect effect of Organizational Demands through

-.00 .04 -.08 .09

Burnout

Notes: N=154, SE = Standard Error ** p <.01, *p < .05
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Results Of Mediation Analyses: The Indirect Effect Of Organizational Demands and Resources on Women's occupational decisions

after birth — Intentions to Leave Organization (Through Burnout/Engagement)

Predictor variable B SE t R?
Model 1a: Main effect on the mediator variable 16**
DV: Engagement

Org. Resources 3.40** .96 3.54

Org. Demands A7 .98 17

Age -.08 .36 .23

Level of Education .61 1.30 A7

Financial Strain -2.07* 1.01 -2.04

Pregnant or After Birth A4 2.10 21

Eligible to Receive Severance Package -3.11 2.58 -1.20

Number of Children 2.39 1.23 1.92

Women in Managerial Level 1.20 1.95 .61

Seniority in Org -51 .33 -1.53

Percentage of Women in Org. -.03 .03 -.90

Model 1b: Main effect on the mediator variable A7 **
DV: Burnout

Org. Resources -.04 1.29 -.03

Org. Demands 5.56** 1.33 4.17

Age .38 .48 .79

Level of Education -2.38 1.75 -1.35

Financial Strain 2.52 1.36 1.84

Pregnant or After Birth -72 2.83 -.25

Eligible to Receive Severance Package 4.37 3.48 1.25

Number of Children -1.05 1.67 -.62

Women in Managerial Level .52 2.63 19

Seniority in Org -.06 45 -14

Percentage of Women in Org. .03 .05 73
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B SE OR 95% CI for OR
Lower , Upper

Model 2:Total effect on the dependent variable
Org. Resources -.99** .23 37 -1.44, -53
Org. Demands =17 21 .83 -.60, .24
Age -.13 .08 .86 -.30, .02
Level of Education -.08 .30 91 -.67, .50
Financial Strain 17 22 1.18 -.26, .61
Pregnant or After Birth -.46 A7 .62 -1.38, 45
Eligible to Receive Severance Package .00 .53 1.00 -1.05, 1.06
Number of Children -.18 27 .83 -72, .35
Women in Managerial Level -13 46 .87 -1.04, .76
Seniority in Org -.00 .07 .99 -.15, 14
Percentage of Women in Org. .00 .00 1.00 -.01, .02
Pseudo-R? (Cox & Snell / Nagelkerke) .19/.28
-2 Log-likelihood 158.71
Chi-square .00**

B SE OR 95% CI for OR

Lower, Upper

Model 3:Main effect on the dependent variable
Mean Engagement -.07** .02 .92 -12, -.02
Mean Burnout .02 .01 1.02 -.01, .05
Org. Resources -.96** .28 .38 -1.52, -41
Org. Demands -.35 27 .70 -.89, 17
Age -.19* .09 .82 -.38, .00
Level of Education A1 .35 1.12 -.58, .81
Financial Strain .03 .24 1.03 -.45, 51
Pregnant or After Birth -.57 .52 .56 -1.60, 45
Eligible to Receive Severance Package -.28 .58 74 -1.43, .86
Number of Children .02 .30 1.02 -.57, .62
Women in Managerial Level =17 52 .83 -1.20, .85
Seniority in Org -.06 .08 .94 -.23, .10
Percentage of Women in Org. .00 .00 1.00 -.01, .01
Pseudo-R? (Cox & Snell / Nagelkerke) .29/.43
-2 Log-likelihood 135.17
Chi-square .00**
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Bootstrap results for indirect effect on Leave Org. Boot B Boot SE LL 95% CI UL 95% ClI

Indirect effect of Organizational Resources through

-.25%* .15 -.57 -.05

Engagement
Indirect effect of Organizational Resources through

-.00 .05 -12 .09
Burnout
Indirect effect of Organizational Demands through

-.01 .10 -21 21
Engagement
Indirect effect of Organizational Demands through

12 .15 -13 45

Burnout

Notes: N = 167; Regression Coefficients are Unstandardized Bs, SE = Standard Error, OR = Odds Ratio, CI = Confidence Interval

**p<.01, *p<.05

:M9N MINWYN D30 NPDINT YIIN WA, IPNNT MIYWN NN NS NI DY
(2 N220) PMINRD MAPNNM NPINY DY TN NTDN NYIN TIIN DY NNV MYIHT DXANYN NYOYN

- MINAN NPOININ DI N WP NN

(1a 97 2 ND2V) .PNIND MNM 1225 ATV MY DXARYN 1°2 TYPN NN - NIYNY NP0
MNYNN 12% TN 11P20N DOINYNIN DY 12202 MINID 1NNV 29D .DINPIDNN DINWNI DYDY INNY
(R¥.12; p<0.01) mamNn MmnNwna
nynwnn .(p<0.01) B=3.13 9wxd Npnam RN IININ MINND JY DMININ DXANYNI DY Nyawnn

M2 TIVIRD MMINNN T NTIAYD 1A P2 NDOW NHNA DANWND INY PI0N NIINNY Y0¥ NN
ATPININD MMINNA MYTNY 3.13 HW HHYY XN DPININ DXARYN YV NN DTN NPYY) INY
YIYOINY Y0702 MNN) HTINI THNNN MNWNY N9N YN0 MINWHN P IWP S NPPI TOIN NT KD

T2,PNYT AN OHI55N ANNNVY DOV T, ININD MIAMNND NYP Y939 PNIT D DI R8N (/N1 NIYYN
.(p<0.05) B=-1.86 n512) 1M IND M2DMNNHN

ANND (1D 57111 2 NH2V) .NAPINY 1225 BINNIN DIARYNY MYIIT P2 AWPN NN - NIV DYDY
MINWNI MNVYNN 18% TN’ 171°201N DOINWNN 59 ,NY2VI NINID 1NNV 29D .DXNPINNN DINWNI NVOY

(R¥.18; p<0.01) nponw
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955w ynwn ,(p<0.01) B=5.60-v 75 ,mpN21nd NXSNI NPYNY 21200 THIININ MYIIT HY 1NN

YNYAN MNYNN P2 VP DY INPPA TN DY XY¥ND AW NPNAYN NN 9N MM NHAYN MYITY

(N2 DYV VIYWIRD YO0 ONIN) DTN THNNN MNYNID Mon
B=2.94 nma) 10NN NpdNwn 1o PMT 055590 a8NnY HooW o NNV DY Wawn o5 Pt
.(p<0.05)

5T 2 NYAV) LAPHN HYDIN TR 1225 DAY MYIIT DXANYN P2 TUPN NPNA = MYIYY NP0

95 PPNV IMNIN MMINND TIVNN NNYN DX 9195515210 0NN DNINYNI NVIOY INNKD (2

19IN NTON YN TNN MNWNI MNWN D 11% TN 1PA0N DHNWNN YD N2V NN Y
(R¥.11; p<0.05) pnam
B=- quN5 N YN NUIN TIIN DY DMNIN DXANWN DY (TIPN RID) NPWN NPNAMN NYIVWN NXNN)

°2 NP2 DXININN DPNNIND DXANRWNIN NN NONN NYOINNIY Y20w N0 Mmvnwnn .(p<0.01) .11

P2 VP OV NP TOIN DT XIDND AN IXP 7T NPINY DTON IYIN TN AN D7D NTIa
(N1 PIYYN YIYIND O Y002 ONIN) DTN NYND NN dnYan mnwnn

M) ININD DOWIN HNRY DIDY T2 NTHN NUAIN TN DY PN J9IND YAUN 1NINI DIV HINN D)
.(p<0.01) B=0.00 7wx> 90 121N 1Y nWaN

OV TIVN TIT.APY HUIN TN P20 NIAYa MY D2ANYN 12 IUPN NN - Y29 NYD9)N9
2717 IN2) MY .OXNPIYN DNINWNI NVIDY INRD (3 DTN 2 NDAV) ,NINRNNA,NPINYI TPININ MIMNND

DO NUMN TNXR MNYNI MNVNN 15% TN 171201 DNINWNN DI ,NDI02 MIXID INNIY 29D .IPNN
(R¥.15; p<0.01) pnam INa
79 (p<0.01) B= -.01 qwx> npn2md NXRYND NHHN IWAIN TN DY TNIN M2MINND DY NYIVNN

NN DDA MNNNI N NYIVN .INY NIXP NTON IVIIN T ,INY DM TININD MMNNNY DOV

0NN MNWND THNNN MINYNN 12 WP DY NTYN XONY DIVND /K1 NIYYN VIVIND
TINND NN DY, NYD RPN NPRY B=-.07-5 B= -.11-n 179 09NN DXARWN DY DNYOUN

TN Sy NY NN RL NIYYN YIYOIRD QDN Y0702 ONIN) .TMNIN MMNN
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PN MY P2 wpn .(p<.0.05) B=-.00 9wxD Npnam RSN DT NUN TNNX DY NPNY YW NYovwnn
JN2 TIVPNN NIYYN DIDMIY DDA NN NNINN

-1 NVLOWA MM TIVI /N2-) /K1 AIWYWNL DININKD ,TIVNN YW DOVPIRN NN NI 112

Hayes-1 Preacher S5v viwa 7on 51 minvd SPSS-5 PROCESS miprna winsw 7in ,Bootstrapping

i by .7Bootstrap results for indirect effect” nnn 2 N52v2 MY THINN HTIN MINIIN .(2004)
-1 NVYVWA MINXIND MPNDN IR .MPNII NPYTIL TN W XON INOPYN THIN DPPNN DXND P11
THO 92 NNIN DY NP2 TPNN IRINDY TN YY TURD ,THD 712 NI NIYA N1y Bootstrapping
NDIONA THO 92 NNIN MPNAIN 2D MINID MINSIND .DIND P NN MINND XY TN 02PN N IO Mdih
125 -.08 Pa ¥y DY NWHIN TN P2 DPNNIN DXANWYN P2 IWPN DR NONNNI TIND INNIN MDMINND
ON DINNNA PN TIVNN VPON YD APY N DIRD 1P NN NXIN NI IDHY D NN INND -.01
MO ONYAN MNWNN P IWPNY T2 NN THNNN MINYNN NOIDNY NI KON TN VPN DY DOWIANN
JDVVINRL YWDV 11295 109 7295 .(Shrout & Bolger, 2002) pnam wx »on5
NYN TN P NPIMNIN MYOIT P2 PN DX NONNND NPXNY 12)D THD 92 NN MPNI INID)
NPININ MYIT P2 PN DR TONNN NpPnwy NN mynwnn (-.00-5 -.07 pa vy 790 92 NnI) N
DTON NVAOIN TN P

DOWIN NINKRY 9935 ,(p<.0.05) B=.00w 75 npn21d NXN DI NN P IR DOWIN HINN NYIVN
AN NOIN NTON NWAIN AN M) )NINA
(3 NY2V) LATON SINR NNV MWD AYIRN MYIIT DY NN MYIIT DINNIN DIANYN NYOVN

- NININ NPONIN 1DV NT WP NN

97 3 NYAV) PAINRY 2NN 1925 AP MY DXANYM P2 TUPH NNA - NIYNI 1P09

16% TN Y1200 DOINWNRN Y9 ;NP0 NIRIY 1NNV O .DNPIvNN DHNYNI NVYY INRD (la
TPNIN TIINN YY DPNIN DINWN Y nyawnn .(RZ.16; p<0.01) MNP MNWNI NMVIN

DMININ DANYN PADN MIINNY 995w 8N mMynwnn .(p<0.01) B=3.27 9wNd npnam NN

DYARWN DY NNX DTN 1MDY) INY DM NMININD MIAMNNKN T NTIAYY M2 P NDOW DINTPNN
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MINWNRN P2 VP HY IR THIN NT RN (MININD M2MNN2 MPN 3.27 Hw 1YY Nan 0»ININ
(21 MYV VIYIND YYD ONIN) DTN THNNN MNYNY MNON YNDaN

ANRY (1b 5710 3 NHaV) .APINY PaY MY MHWIIT DXARYN P2 YR NN — NIV NP0
MNWNI MNVNN 18% TN> 17P20N DINWNHN DY ,NY20I MINIY NNV 293 .DXNPIDNN DINWNI NVIIY
(R¥.18; p<0.01) nponw
wpnv ynwn ,(p<0.01) B=6.23-w 75 ,npn21mnd NXINI NNV 127D THINNIN MYIIT HY 1NN

DWW NNV NN T 9N MY (WY MANWN ,00mY,0TIay MYY) NPININD M1V Y55 )avn
VIYIND YO0 ONIN) Y7102 THNNN MNYNID MDN dNDIN MINVNN P2 WP YV INPPA 70N NT RSN
(22 nywn

APHN INN MY MYIT 1920 YT OMIMNIN DXARYN P2 TYPN NN = MYIHY 1099

TININ NMAMND TIHNN INYN NN DIYOY DN ,0NPIvNN DNONYNA DYDY INKY (2 YT 3 NHYav)

MY MYIT NINWNI NN 19 32% TN 171200 DHNWNN DD ,N2202 NMINID NIV OO .NPPNYY
SV (TIPN XOY) NPYN RPN NPDIOY NYIWN NIRNIND)I (R*.32; p<0.01) ,nTon INND NTHIAYN ONIN2

nynwnn .(p<0.01) B=-.23 quxd 179N INKRD NTI2Y OXIND MIYID) WITTY NN HY DININ DIANWD

MmN AN 0’270 NI N2 NP DYINMIND DMIMNIND DXARYNN NX NONN NYIRNY DIOY NN
MNWNN P PY WP DV INYP THIN N3 X¥NN JOPN NTION INND NIVND ONINI MDD MYITH

.21 MIYWN VIYIRD D02 ONIN) DTN NDNA MNWND MNON SNYIAN
B=-1.22-v 75,075 9NXY 1N 11N NN DRN ,NYINRD DIVVLD MHNYH DY NPNAM NYOVN NININD)
DY NN DOWI NMIYY NPDYNN ONINT MVINID MYIIT MINS WX N2 0wy . (p<0.01)

ATAYN ININA MWD MYHT 122D NNV MY DXARYN 192 9YPN NINA - NP2 NP0

DNNWYNA NVOOY TINL(3 DTN 3 NDAV) (NHPRNND) APIHYI HNIR MAMNNN HY TIN 797 .A700 9NN

MY MYIT MNWNI MNYNN 38% N> 111010 DNNWNN Y ,NY202 MNID NN 9D .OXNPIdN
MYNIZ MYITIT DY NININ MINND DV NYIVIN .(R2:.38; p<0.01) NT5N >INX NTIAYN OXRIN

PV N2 NIV VIR 10 NN (p<0.01) B=-.02 9wNo npnamd NXsNI DY INKRD Nyl

0NN MNWNI THNND MNYNN P2 WP DY DTN NN
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LY OINN NTIAYA MWD DXV DY MYIITI NMNIN NMIYIT P2 PY ONDIIN PY TP R8N N

SWYIN KD 22 NIYWn im0

B=-1.19-w 75 ,n7Y 9INXY 1N 117PN2 NN DN ,NYIND DIVVD MNWYN HY NP NYIVN NRKN)
Y INN DIWI NMIYY NPDYN ININT MYINID MYAIT MNS WP 171 N1 oow) . (p<0.01

Sy DMNIN DXARYNI NYIWND ONMNNL,TIPN TN DY N3N DTN 1INNIN MIAMND NOION
VPAN .B=-.13-5 B=-.23-n N7 N1 MNwnN YW NYawnn 1o ,NT0 INKRD NTIAYA MYIID MYt
viw TN, Bootstrapping-n NV w1 JN2) /a1 NIYYNL VY, TIPNN DY MPNIND N THINN
ST MNXIN .(2004) Hayes-1 Preacher S vivwa 71110 51 minn SPSS -5 PROCESS yvpxna
NN MPNI MR MRINN .»Bootstrap results for indirect effect” nnn 3 nYava My>am TIPNN
NTI2Y2 MYIDID MYOIT PAD DMNIN DXANWYNI P2 WP NN NONNNI TNIN MIAMMNNY YN THD I3
) Y1APY 1N DARN P NIN NXIN NI YDHW 1N AN INND -.01 Pad -.19 pa vy 9UN 1Y NN
07 THNNN MNWNN NDIDNY NN RIN TN VPN HY DOANND 1IN DIRNND .PNIN TIVNN VPOIN
1 395 .(MacKinnon et al., 2007) pnam X291 9N T NPNY NN N5N NN MINWND P2 WPD
. YYIN 721 MW " Wapd

12 PN DTN WY D KRNI DT NN DXV PPN DOWI P2 O TaNN NN T-test ynan nwuwd

T2 DD NVAINN NN INKRD NTIAYN ONRINA MY MYIIT MNWNI PPN DIWID DY MINK DOWI

N2 DOWI NMIYY NPOYN ORIN MBI AN NI MIYIITI NNV N 2D WY DY INN DIVIV
NI YSINN NTD OINK DOV 2P I1DONI .92 DY Ty MWIITN DIDD YXINN 117N DOV 271 .(p<.01)
.df=152 t=6.88** qwno 2.16

(4 NDAV) NTPUN INNRT PHIIND N2V MINS JY NTAYA MY DXANYN NYIVYN
- MININ NPDIIN DIV NNY NINDY MY DXIARYN P2 IWPN NPNID

9T 4 N9AVY .PNIRY MANNM 1225 DAY MY DXARYN 1P2 9WPH NINA - NIYNRI NP0

16% 7> y1>2010 DMINWNRN Y ,NY202 MIXID 1Y 19D .DXNPINNN DINWNI NVOY INXY (la

(R%.16; p<0.01) 113N MMM MINWHNI MNWIN
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nynwnn .(p<0.01) B=3.40 9wxnd Npnam RSN NININ MIND DY DMNIN DXARWNI DY NYaWnN

M) TPININD MDMNHN T NTIAYY NP2 PA DY NN DXARWN INY PODN PMINNY DOOW NN
LPPMNIND MMNNI NN 3.40 DY NMHYD NN OMININ DXIANWYN DY NNN DTN DY) 1N
VIYIND YO0 ONIN) DTN THNNN MNYNID MON YNDIN MINVNN P2 WP DY INYPA 70N NT RSN

T2 ,PNYT 9N 99051 ANNNVY HIOY T ,1NIND MAMINND NWP Y900 PNYT D D) XYY (K1 NIYWN

.(p<0.05) B=-2.07 1512 1IN MDMNHN

ANNY (1D 571110 4 NHaV) APPNY 125 OIIMNIN DIARYN MY P2 TUPN NIPNA - NIV NP9
MINWNRI NMYNN 17% 70> 1710200 DINWHN D55 ,NY201 NMIRIY NNV 29D .DXNPININ DINVNI NVIDY
(R¥.17; p<0.01) npnv

955w ynwn ,(p<0.01) B=5.56-v 75 ,mpn21nd NRSNI NPYNY 21200 TOINNIN MYIIT SV 1NN
NN MINWNN P2 VP DY INPPA TOIN NT R¥DND .ADW PPNV NN INY MM NTIAYN MYITY
(2 DAYVN YIYVIND YO0 ONIN) DTN THNNN MnNYNnd Mon

ANNY MR NATYY MIND 1925 NNHAYA MY DXARYN 122 IYPN NN - NYIHYN NP0
MIMNN TIPNN NINWN NN NYIY Y1), DXNPIvNN DINWNI NVIOYW INRD (2 DTN 4 NDaV) .ATI9N

NN DY DMININ DXANWYN DV (TIVN RIY) NPY NP NIDODYW NYAWN NIRNNDI .DPINYI TININ
PADNI PIINN NN NONN NYIRNY 995w XN Mynwni .(p<0.01) B=-.99 qwxd 1Inn nasnyd

T ,NTON INKD DOV NTIAYN DIPN NN ANYN NIV NDO0N I, NTIAY) N2 1NDIWA D¥ININD DANYN
VIYIND QDN Y0702 ONIN) DTN NDND NN YNDIAN MNWNN P2 IVP DY INPPA THIN DT X¥DND AN
.01 Pywn

90 ANRY PHINN NITYY MM 1PaD DAY MY DXARYN 12 9WPN NIPNA - 5PY29 NPDY

.DXNPIvN DNINWNI NV TIN (3 DTN 4 NS2V) (NHNNNI) NPIHYI N®ININ TAINN SV TN T4

B= - qun5 npnam 1090w NNYNDY DY ANRD PNIND NDIYY NNND DY NMININ MDNNN DY NYOWnD

MINWNY THNNN MINWNRN P IVP DY NTYN RO DY )2 NIYWN VIYIRD Non nnnm (p<0.01) .07

TON ANND NIND NIN 2RYY NN NIND INIT NN TININ MAMINKD MYYa DOV NHNN

NMND DY DPMIN DXANWYN NYAYND DNMNNA,TIVN DTN DY NITNIN DTN NMNIN MINND NDION

N TIPNN VPN .B=-.96-5 B=-.99-n N7 N MNWN S¥ nyawnn 19v ,NT0 INKD YIIND NNY
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IPRNI I TIN ,Bootstrapping-n nvowa N 1 NIYWNL WY, TIPNN DY MPNAIN
TIVNN Y TN MINSIN .(2004) Hayes-y Preacher v viws 7190 51 mncb SPSS -5 PROCESS

THO 92 NN MPNM MR MrNINN .#Bootstrap results for indirect effect” nnn 3 nYava my»9am
DY OINN PIIRD N2TY MIMND 2D DMNIN DIANYNA 12 IWPN DX NINNNI INNIN MAMINHDY Y2
TVPNN VPAN YD YIAPY 111 DOND IP NN NXIN NI DD N NN INRD -.05 aY -.57 pa v wN
12 AYPY D11 THNNN NINWHN NDIDNY NN OPHN TINN LPON DY DIWIANND YN DINNND PN
1apY 11 195 .(MacKinnon et al., 2007) pnam pyTy X N 7103 NN 9N 5N YN0 MNwNn

N2RY NNNDY NPININ MYOIT P2 PY OND I DY WP KNI XD )0 10D . DYYIR )1 NIywn »

SWYIN KD )2 NIYYN 919,070 NN PDINRD
NONN MNWN NDY SINK DIWID 11N DOWI P2 PN DTN KNI XY 12 chi square ynan nwyd

NIND NTY NIND DY ,NYIND D2 NINYNI DY NPNAM NIDOW NYIVN NRYN) ,NINT DY JDIND NINY

IRIDINY NTY INRD PHIND NDTY KW MIND HXND NIND 10I INY MININD DOWINY T ,NTY NN
.(p<0.01) B=-1.19-w 75,910 MY 190 NTY NIND DY 1YY
MND AP MY DXARYN NDXANI NTY ANRDY 112902 DOV) 13 ©97aNN NNaY T ynan

YINN NPOYNN MNINT MYINID MYOIT MNWHN NN DT INKRD DX 11PN DIV PA XYMV 5TANN

YN ,NTD P32 NIV 1PN PITI NNNRD,IPNNI NPDIDOIN HY DD DY IPTIV DIVN D) ,NTYN
NN OO P DDTINN NN YDVNYIOPN T-test MNd NYYI ,APNNN IXRNNN NN NNDY MNP
NN 79Y ©XwI P2 (P<.01) PN HTaN KDY .ATIAY MYIITI DIANWNY DNYNNA DT MINN DIWIY
91 MM NPIMNIRD MYITN AR NPT DY OINK DIWIY T .NMNIND MYIITH NODANA NPH
1N DWW DY INK DWW PA PN DTN Koy &Y . df=191 t=2.01* .ypna ow) nmiyd

LOMMIN DANVYN NOXON]
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4
L, INRD DWW HY NDI NPNMINND MONPHN ,NPNPIDYNN MVLINNN DIV DINDIN NN NT IPHNA
n»nad qunna ,(Demerouti et al., 2001) J-DR nTaya ooarwm mwe T Hv O unenn Y 1inn by ooanna
DYoPNN NTIAY XNIN NN PA NYDOVW ,NTD INND DIWI HY NIV NPNPIDYN MLONND DY DINI) DY MDA

(Desai et al., 1991, Glass et al., 1999; Lyness, et al., 1999; Stier & Yaish, 2008; nTay na 19w by
Mwn ndnw S Nt (Glass et al., 1999; Thompson et al., 1999) v SN nonn , Thompson, 1999)
.(Leibowitz et al., 1992; Glass et al., 1999) o»5555 ooxan (Lyness, et al., 1999)

) X¥0) 19 (Demerouti et al., 2001) J-DR nTaya 03anwm Myt HY OuINND 971031 VI Nuy)

2y DOWAVN (NNHNNNI) TIYN SYW TPININRD MINNTD NTD NPXNYN NTD I NTIAYI DARYN MYIIT

,MATVOINNIND NIY) DTHIAYNN DNYY NN PININD DIVNNYNI DITAY N2 NPNIIND IOV, NPNIIND

(Wang et al., 2004; Podsakoff, Lepine & Lepine, 2007; Weisberg ,1994; Anderson, et (nyw Disns

97N YIDY TIN DMIMNIN DXARWNI MYIT NPNI NN I3 Ipnn Hv y1in» al.,2002; Baltes et al., 1999)

DO DY NPIDYN MOLYNNY NNVPN NPDIN NPNMNN DD DY DNYIVM DINYN 5195195 MON»NMT,MIIN
Y OINN

DNMNNA DY MINN DY DY MOLONN DY DMMHNN DINWNN NVIDYD DININ DN NYNYN 1IN 9PNNa
NPOYN MNINI MYINID MYOIT NYPIAD NIND (2) NTON IYAIN DY PIIND TN (1) : DMDI NPNNIND YIDYD
NN 99I19N 1321 DTN MYNHND NN DINDIN JNIND NIYY NIND (3) NTON INKD ATHIAYY NN Nya
M2MNN DY TINN DY MIYYN Y 1A 51, 015797 DINRIID NPININD MYOITN DIININD DXARYNN
PN NN

NYNPIDYN MLYNN DY NTIAY NP2 PRI O¥ININD DMNIN DIARWYN DY NIDHYW NYAVND NIYY 1 NIYWn
MIMNN DY TIPNA,()IIRD N22TYD NNDI NPOYN ONIN MIVINDID MIVIIT ,NTON IVAIN TNN) NTD INND
MOLONNN DY NPYIT NPIMION,NPNIND NPININ MYOIT NYIVYND MYLVY 2 NIV .INRIDNI NTYYIR NN
NIYO NNND DY IWPNA NYYIR KD TN ,NTD NYUIN THIX DY NOINNY IWPNA P NYYIR 9737 NPNPIDYNN

DT OINNR NPOYN IRINI MYIIND MYIITY NTION MINNK PIIND
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17293 N0 MMHININNY DNMNNA NPYH YINK DIWI HY MOLINN HY D0NNIN D'ANYN NYIYN

DMNIND DXARWYNIN .OMONN DINWNN NYIDY DY DIDIN) DMININ DXANWYN NYAVN DY 11N NHYS 1 NIywn

NPININ MPOPOVPID (2) NTIAYD N P2 IDOPWA PY HMNN NN (1) PN ONTIP DIPNN YY DDINNA YOIV

NIVNN NPHY 2D NYIRND NODXN (4) NTIAY-N2 1DV DIXNTPNN NPOYN MNIN (3) NTIAY-N12 IDPW MNTPNRN

SV IWPNA N1DI NPNNNND DMNIN DIARYN P ODIOW WP RSN WY DD NUYHIND NNIN INKD

1 0YPAN PN .AYYINIT NIYYN .TNIR MIMNN DY TIPNL,NTY OINN DIWI HY NPNPIDYN MLONN
NIYYN) DIMIN MAINN Y XIN 1N NT9N NUIN TN JY 0NN ©XANYN DY NYIVWN NINYN)I

YAV 12N NYY TPNNIND MDNNKBN NNT,INY D27 NYOIRD 7Y DIDIMN DONNIND DIARWNNY Y35 .('N1

Y2)D NYIRN NODXAN 1PN DMININ DANYND MINWNI KO DNINN THN .Y NYIN TN DY OD0W 19IN2

DY TAN P2 NI IR ,NTY NWIN TNNRY DPIMIN DXANWYN P KMV WP DTN INRD NIWNN NdHNY

(Baker et al., NTY NWAINI INWORN NYON 12W YT TWN NN PINN NN INKRD NIWNRN NPHY 1POY NYNHHN

QDN 7201 .DINNNDNA HTAND 720N PODN TMNIN MINND SV THNHNN MINWHNN NADIN ¥ NMNY 1N .2008)
NOXAN MN) YNDNN IPNNA .NTON INKD NIVNN NNV DY 7INDN NIND) 1Y 1IN HTANN NIN MIWIN
NIVNN NPTHN NMDT Y DN P72 ,(2008) Baker et al.ow 9pnna 1o xy ,nY 1mwdn NAvnn DRN YD NYIND
DY NNDN NRNN DI X, DT INKD NYIND NIV DY NNY 2NN PIND ORIV D) .IYINRD 10N
NYIND DY )INVIAN NN 2D TI'92) NMINIRND MAMINHDT NIX 2NN 93192 TWAN PNINNIY NN YD NYIND
ANINININD NTIAYY N P2 2OWO NN YD

MMNNM HY RIN TN N2V MYINI WITTH NYIND /NI Y DININ DIANYN YY NYaUn NN
N YR 1Y 1NN NIWNNY NHRRND NYIRN DTION INRD INX PPN I DN D RN .(7a1 N9YYN) 2NN
N2°H1N) NTIAY N2 DY 115>V NN PIDND PNIRN NN NOMN NYINRN DX 12),NTIAYN DIPNY 2IWH NNIN
NI DY NYAVYNN NX NI2ADNN NN NMNIX MMNND 52210 72T ,(NMININ MPPOPIN NPOYN MNXIN ,OMIN
PONY DIVND PORMIMIV YNNI 1D MY KRNI .NTIAYD NITNN INKD PIOYNN 12 MWD MYOIT SV INY MLp
,NTIAY-12 12 OOV DXTTIVAN NPMNINX MPPVPIN NPOYN MXIN DY ,APNN IDDIY DPNNIND DIIARYNIIN
ND NYOINN ,DMIPPNN DXXIND OXY NI, T2 .NTON INKD NYINRD DY MWD MYIITN NN D) 199I)
N, N2 IWARND NINNY DINRIND 22)D NYIRD NDXAN N 7PNDA D) TN .NTON INKD TNPN 19N OMNX WINTN
DOMI X PITY TIWIY IPNNA .NPOYNN ININT MDD MYIITN NIND 12)D NVINNN DY NYAVNY i

) NI, NPININ MNSIN HY NNYOWM ,NTIAYY 152 P2 1DOW 100 DONIX NPT Xwna ,(Robertson, 2012)
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V> N2V DTN NMON 1T NPOTH DY NYaUNN TR ,NTIAYY N2 P2 25°w1A NN NYDID 029 DNNIN DY NN
1) 53192 MV Y NNIAY DD NDIN NP THN N2 DTN AT INDINRD DY NINSIDN NPTHN P2 NNHNRNN
PMIRN NIAN Y20 DYTAWN NDXANY N7 MYHWN NI Y3 SNDNN IPNIN INXNN DY DDINNA ,PPONY 17 DN
.TY-n2 2DOwa

MANNM HY PN TINNI ,1NINN NN ANRYY NYIND MIND Y OININ DAY HY NYOWN NN
MINYN NOYIN DY NTIV ININD NN YD DOWI MIMD DY DMNIN DXARYN NYIUN (A1 NIYYN) HININ
DNIND DXANYAN NN MDAN DOVIY 535 MINK DN .NPNNI NINWYI PITYY MDY, 1NIN MMNN
OPON 9201 N WP .NTON INKRD XNONN INTIAY DIPND NIND INP VM 11 T ,INY 027D 1N ONINMIN
N9V TIIMNIRD MMNND NN
2 219°¢2 PININ NIIN DIPADNT OPNIIN DIARWYN 1 INYIY DXIPNN NN DXIN YPINN TN N¥HN

DTON INNRD AN AP PIT NTIAYY 1IN 1NV TD DY NWIN TN 223D DWW DY 1MOLINN DY DWW NIV
NNV 799 MH902 NN NH»p o1 .(Desali, et al., 1991; Lyness, et al., 1999; Stier & Yaish, 2008)
NN NTHIAYN DIPH DX ANRYD DMD0N NN DOXNINN NTIAYY M2 P2 DO DMITPNN NPOYN INIM Y N
.(Glass et al., 1996) n1on

AAY2 DX MMHININNY TNNNA NTY 9NN DIYWI HY MLINN Y NN MYIIT NYaVN
MNWN HY TINNA DMMONN DHNYNRN NYIZY DY NIDINI NPIMNIN NMIYIIT NYOVN DY N»NA YYD 2 NIYwN
NTI2Y MYV DY NPDLPMIN MYIIT (1) PN ONPTIP DMIPNNI DY DDINNA IVIIY NPNIND MYITN .NPINY
TI2YIOWUNT DO TPV MY MYOITY (3) NMND NTHIAY DN (2)
MINN DY) DY NPNPIDYN MOLYNN DY IWPNA NI NPNNINND NPININ MYOIT P2 32PN WP RN D WY
PONA P NYYIR N DIYYN .DPINY Y TR 1Y VP D) ,NTY

JL/N2 NAYWN) NPINY NINWN DY HPYN 1IN NHN NYIIN TN DY NPINNIN MYIIT DY NYaWN NNNM)I
952012 117,90 NN PIN DTON NYAHN T ,IN1 M NYIRN 7Y MODIMN NPININD MYITIY 93D
T2V NYWIND DY NPINYN NTND MYNNIND PN 19IND NN  NNY

IR NATYD MIND HY IN NP MYINY YINTH NYIND MIND DY MPIOWN INNI XD NPNNIN MY
LOWYIN ND D2 722 MIYYN) H%NIN NPINY HY Nl
NPXNY 121 NTIAYI M2 MYOIT P2 WP INNNDY DIPNN IRINND DY NPIN 59 XNONN IPNNN ,NNT MIND

Ny 8O NNt oy .(Halbesleben & Buckly, 2004; Lee & Ashforth, 1996; Schaufeli & Enzmann, 1998
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YMINN NPOYN ONIND MWD MYIITOIN DY OINK PNIND NINRYY MIMDD TININ NPXNY P2 PRI WP
PO

MOLONN DY PN DN MPAVN PN NMNIN MYIIT PAY IYYND THINNN XN¥NND NN PA0NY 7N DY
MM TV ,NPXNY TIT,NTD MINK DY) DININD DIV MYITT K PIIRN NATY NN YV NPNPIDYN

SV NYAVNN NN DNINNN NTIAYA OXARYND OND )IND NTYIN 1T NPT PN N1NAY YNVNDIDPN YVDVLLD

Bakker, Demerouti, & Sv D3pnn »X¥00 Yy NOOINM ,NPPNY 915 NNN MININN DY NTiaya Myt

MYITY DNMNNA,NPINY DY NPININ MYIIT NYAWN NN NN DPININ DXARWN e Euwema (2005)

NOV 75 NTI2Y2 DXIARYND MYIT DY YDY02N ITINN DX 122N IPNNA .NTIAYD NI P PHOX MYNNND NN

DV %1229 NDIN OMNIN DXARYNI MYOIT P2 MMEPRIVIND ON D, NPPNY DY MYAVN NTIAYa MYIT P

(Bakker ©»9900 NP NN %0991 HW M2)9 9DIN DN DXARYNY MM MYIT YW 1DWNY 2, NNy

PTIV PRI MPNIM IR XY et al., 2005)
SY TINVNY DXONMNNN MDD DMVITMNP XIN DINNNHN NN P2ADND NIDIY NIVNA 2V TIVIY IPNNA

" 8y, (Peng, Wong & Che, 2010) n»nannDy npynvh NI MO aT Pav avipa DMININ DIANWYD

NN oaw PN (deep acting) Nwan NTIAY NMILIVONRD NPXNY PV IYPI NONNN Y KN NN
PTY DMNIN DIANWYND MINWN 12593019 PON P INNNY DN NN MINWN DY NYaVN NN ONONN
NTI2Y NPMIVIVON Y1X0 IPNN ININD DIRINNID DMNYPI 1IN WP ITYND DXADN DXI2DN 1D WD .NTIPNN1I
TPYIT TIRINIVINRY T DY WANNY DININNY IN NPINY P2 NTIAYI NPWIT NMIYAIT P2 MONNHDD NIV
.(Peng et al., 2010) MTTNM 33317 1?29 NTHIAY NPWIT MYIIT P2 IWPI NONNN

SY NPNPIDYN MOLINN DY OMIMNIN DIANWND NYOWN DY WIANN TUN YNONN IPNNN INNNN 7PN Y02
NN DMYNVYN ,)OW TPDIYMON NN NPT NYIVN YD DN, NNININ NIAMINKD NYIND TIT,NTY INKY DOW)
MMNNN NROYN WPWNY NTIAY NP2 NN DIININD DPNNIN DIANYN NN TPHRNND DYDY DMNINY
PPNV YNNY NIVNI MIN DXWIN MYITH NNNAN DY MIPIYN WHTH NN DIWY DIPHNI ,DNPMTIIY DY IIININD

NIVNA OTRD MPHIN DX MYNTHN,NIAPN PN MTPNRNNI DD NIXIAN NPNNON NINNI I NOAN

.(Mauno, Kinnunen & Ruokolainen, 2006) nTiaya ny»avn npnn Sy vxT Ny omoan Tipasnd ymind

NN 2012 919> M3 88 .(Mauno et al., 2006) 123 TIND NPWI NN MAMIND 2D XD ,IVPN ININA

DY) DY MOLONN DY MHIMNIN MAMNND DY NI DXANWYND NYAYN IR DOXTH TUN ,ONINN IPNNN INSNDN
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DTON NIVNN TIIRD NNDOW IWNRYN )P TIRD MININ MDNNND NNDOYY DIVND NNT .MIYIT NN DT NN

,DYANRYNIY NPIPN NPNNA T127THWI 71799 COR-N 17NN NDYDIV NIYVLA NIV TIDNNY N, TIV) NN3

1 Ny mMynwn onyawn awr (Hobfoll, 1989 ; 2011) 7oyanwn Sw DOIRMIP” T35 MNA0VNN NNIPNN

MYOIT NNWD ,NT IPNN DNYNI DY AN dYNIVOWYN 19IND WAWN DMININ DARVNIY NDON NN PIA0NY 1DV
MNIN
1799 99NN 0IWI HY NPHPIDYN MOLINN DY D909 BN NYOYN

TN DY RPN NYOWN DY NN 1NIND DXWIN DINK .ATY YN TN DY D901 009 NYaYn
DINNNDN PINND NT XYNDD .DININ MIMNMDI NPPNY DXINNNN DNNWNN NN DOV DTN ,NTON NYaN
NPINY 1D N OV ,NTIAYN DIPNI DMINNN DPNIND DXARYNY DN NYINRD MDON MDWYN HY OINTP
YN DYIN NN TINND NIND NNMPN NN YNOAN MISNOVITN DY WIYN ) 1NIND DXWIN HINK THNWUN
S5Y NPNPIDYN MOLINN DY NIND DIWIN NN DYV .OXNMIN PIIND ONINDY TMNIND MIAINY NP, 90100
DIPNA,D>T9YY MNDIX JNY DOWIN HINKY 995 7o ,(Glass et al., 1996) o1 Apnna Nonny ,NTY MINK DXW)
9N INRD ATHIAYN DIPN N2TYD 1O M0 VW M) NN DAY

P2 PNAM DTN KRNI LATIDN SINN NNAYN ININD MYINI) YINTI MM DY DD D99 NYOVN
DY YPNNN DY INRD DOXVIV TI,NTON INKRD MYINDID MYIITY DNMNNA,NTD INKRD DOWI PIAD 1PN OOV
MYTIN DY INRD DIV 2D NN N 1PN DIV NNIYD NTIAYN MNINI MO0 MYIIT INY WPad mnd
PN TN INTY DN VI ,)1PPNA OOWI NYIWYD ,NTIAYD NN P2 JIRD NN DY MNDIND 1NN YITIV NNd N
VNN

MMNOD DY WAYNID NN NYIND D) JNINND NPT MIND 223D 0OV MLINN YY D90 D) NYIYN

ANIND NN 2NRYD MIMD DY PNXND NIND IV 177,311 MIN2N DOVIY DDV T DDV 19IND PIIND NIV

(Lyness, et al., 1999; Marshall, K., »wnxn 0N nw Sy 100ann GUR DMIPNN INSNDND DN NT RN

LTIV NTIY MIYY P AN NN 51D NIHNA NI IWR,IND MY OWNIN NN NN DYIRNY 935 71995 1999)

1203 PHIND DX ANYN NONY M0 1o
PNNN HY IPVINN MaYYN

125 DMNIN DXARYNI) MYOIT P WP INSNDY DNTIP DMIPNN DIININ YNDNN IPNNT ININND ,MYUNI

(Bakker & Demerouti, 2007; JD-R 57 — np>nwi ONNIN M2MNN HY TINNL OPNNIN DIVNID

62


http://www.sciencedirect.com/science/article/pii/S0001879106000935#bib33
http://www.sciencedirect.com/science/article/pii/S0001879106000935#bib32

YPINN DIN WYIN YNINN IPNNN N 293890 19182 .Demerouti et al., 2001; Schaufeli & Bakker, 2004)
(Bakker, et al., 2003; Jourdain & 1192 703 NNMINM NPDI NPNMINND K2 HNON JD-R H 11105

T NN YW HY N o) NN v vpna ox (Chénevert, 2010; Shaufeli & Bakker, 2004)

7901 NYYONY MM DTN WY NWYI SNONN IPNNIY INKRD MIPNNT MNADY TPMIYARYH 1IN OIN
Y OINNR OOV DY NPAPIDYN MOLONN DY WAYND DD TUN DININ

SY¥ M2 NNN NN YN ,NT IPNNDY 0NNV IN NN TPNPIDYN NVINT TIPN) RYNA DXIPNNN N2, NIV

D INRD MOLAYNN DXV 1PDY NINY MOVINN HHOY ,NTY MINK DIWI HY N1DI NPNMNN

DT NYNDY NN ORIV NTY OINK DOV DY NPNPIDYN MLINNY DR NN N YNONN IPHNN 9002
AN MWD NIYY |, 0DPIPH DHMINI MIINN 12 NPNMIPH NTIP MNIT NPYPNN TIND YOWIN

OMYYN ,NTIAYN NII0D OMNYPN DNONYNI NPOIVN MIIDN NX DXPYYN dNINN IPNNN IRNNDND 01D
DMNIN DXARVYNOY NDANN NN DXODIN DN 1D ,NTY MINKX DXV HY NPNPIDYN MOLONNY DN WYY
MY MNS TIVINY ,NTON MINN PIND VWY DIV HY MLINN DY NYIWN NIV NTIAY-N 2190 DYININND
N NINP NP NVIN NP

PN YY MVPI9 Madun

SV NPNMIND DY MIOWN ¥ NAPININ NMIYIITHY DMNIN DXARYAY YD NTIIVN NN IDDM ONTIP DIPNN

DOV HY NI NPNMIND DY YR MOYYN NININA NN ININD IPNNT NNIIN VI NHIDI NPNMNM ,D>T2IY
MMIRNY,DIIMIN IWRDI .NTD MINK DIV HY NPNPIDYN MOLONN DY DIIWNI DINYP VN 02270 .NTY MINN
NN, NTIAYD N2 P2 PR DYININY DINTPNN DPNIN DXANWYN 1NN DY NYIUYNN TIVN DX INTD 593D
D) PO, NTY INKRD NITAW DY 1VI9Y,DXTAIVN YYD DY 2V TN ,DXTAIVN DY DNV NININN NYOVN DTN
P2 WP ININ IPNNTOIRYNNAY 29D .NMNDNM D)12) DIYIN’IL DIRVINNY D2 DD DI )NIND

VT NA0NT ,TPININ MDMINND — DN T2 W DD INK DOV HY NPNPIDYN MVLINND DMNIN DXANYN

NP NYPYNY XD MYNYNN ,NPOPIS NN DT MINK DIV DY MOLINN DY DOWAVN DIXARYNN

TPMYNYNI NI GN) ,TPVIIP 120 DXODN DXANYN NN 120N ,NIPY MYSNNI DTy YW engagement
DY MNNIN HY MPAPN NYaW MwN Yyao xymy Work Engagement .nwd T nnnon 9wnn any

NN NARY MNS MITYN VI, 03T S Well being ,nTaya N¥I MY W Y 191 DMNIN
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(Salanova et al., 2005; Salanova, Llorens, Cifre, Marti'nez, & Schaufeli, 2003; nmay commitment

.Schaufeli & Bakker, 2004)

INNRDY PPN OOWI 2P, NPINYD MDX2N NMININ MYIIT 1295 MIYON NN PINN IPNNA,NPVPIAN NN

2y DOWAYN PYIN YDLPMIN DN, MM NPMNIN MYIITY TOI MNVIND NPYYNRN MIOWNN DT
DTN DV NPINYA AN P2 XY TIY 1200 DY IVAIN NIIND

DY INNRD DWW DY NPNPIDYN MOYNNN DINNA DD DIPNN DY NNY DI 13D ,XNINN IPNNN NINSIN
DMNIN DM DY PPON OR D) ,ININ 1IN DD NN NTIAYD NN 22D DOWI HY MLINNY MIANY MNINN
NN N PTIIY DY TOIMNIND MDNINNN NN OTPY 239UW NN, NN KNI .NTIAYN DIPH PIDN DMN
,DYT2IYN Y NN PNY HOY ,NTIAYY N2 P DY DN TPNN DIARWNN NN VI ,0MININD DXANYNN
TON NYAIN NAPN INKY DIVWI HY 1NNDIY NN N¥NADI

D95 9P YNN MARYN FWINDY DININD WANY PIINKIN .DTIAY MNIND INIY» MDWUN I¥2 1N 13 IpNI
MTY MY 1IN 7O ,NTY NYAN NRIPY MTNYY DPIRNND DXANYNA TONIPM NTIAY ONIN IO
595 TV D) Y NTIAYN PIVI MNDON NDOYY .7PINIVIDI NTNYMN PIIND DY DLPAN MITTHINNNDI
.21 NI2ND 17 MIXY TIVY NPINK NYINN DOWID N PWIN)

ApNNRn Mo

NI NN DIRNNNN MYHWYA NN P27 19IND TIVND NN DY 1PIANY 1IWNY MDN 1901 1YW YNONN IPNNY
RSN DY NOYINN

,ITI2Y MMPN PNNN DXT2IY DY DXTHNY NN .0XTHN PN DY NYIANND DIRNNNN NYION NN TPUNKI
N1N I NV . MXNIND DY WUN NMININD N220D2 DXADN DHNYNI 1ON ,OPMITIN YT VYN N WY
ND IPNNN N2 NN NTIAYN DIPNI MDD DY 1IN 1PN NTIAYI MYOIT) DANWNIY NTNYN NN VP
LDIRNNNAN DY IWAVN DT IR PNIND ND NI ,D290 DNNWNI 19N, NININD N2A0N DY NP2 TIYY IV
Y OINN DY) DY NPNPIDYN MOLINN DY WAYN DXD1DY DNINWNN 21N NXR 21030 NORYN MIND 1Y
MDAN NHINTI OPNPYOIR DNINWN IONR MOINN DY DIWAYNN DMNNIND ONNYNA TRNNN YNINN IPNNN

YWRN NPINKI DIRYN) DPRY DINK DINVN NPIN 10D DPNDD) DHNWN D) ONN HW MITHY NP
N9Y NYAVN HHYA DN NPND DN PPN N9V NYY NMIVAR NnTd (Houston & Marks, 2003)

. APNN2 IS
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DYYOIN DNINND D) NMYAVINN MLINN 5552 NTIAYN PIY NN YD DI MLINN DY YIT 1NN KD ,TO0 oM
.0»N72Mm

.11919) MAIWNI MNWN T 29555 PNYT NNN YN XD IPYNY MOLYNI P PN HODITD PRYT MHNWNIA ,MYHY

IN NIV 2P MINNND ANV TN DY 7POLNY NYP 12TV IN DD PMT DY NNTO WWNN YN 1277 1oN»
L0)TVPND MY MOYI MANNWNN D 1O A8»N IPNY DITHI NIV 12TV

D> YD VOIMN ,IPNNN DY SVDVVON GPIND DX ITIV IWUR DINWYN NDIN VI TN DY 901D
NPV TNNR O 7T NMNIN MYIT HY DY29599 YD 197, TNR DI YTID DMININ DXANYN DINNNY DNV
.ING DY DINRDNI TN YAVWN DNN D NYTY IWANND KD 19N DYDIIN

Y1INY YPHN

INNNIN NN GPNY NN OV DY INK DIV HY NPNPIDYN MLINND DINIIN OINNA IPNNN NN PYYND 1IN DY
.DYTNY DIPNNY MYSN 190N 1OND NN IPNNN

PROYN 1P ,0MMNIN DINWNY MNYP NP MINN DOWI DY NPNPIDYN MOLINN YD NYAPN DIDNID UKD
VYV 192) Y079 TN NIV Y NN ININ RONTY , DY DMAND YHYA DOININ P2 INNNYD 1PN T
NVY TAX PNIND IPNNN NIIYN 1D 1 592193 PHIIN DDIYY PN 1IN N Stier &Yaish, (2008) v apnna
NN IPNNA DYV RN MNY NNIIN PO

NP NNND P2 DMNIN DXARYN P2 WP IPYN J9INI NONNND THININ MAMIND 7D R¥NI INND ,NNY
DN .0MIVN P2 IWPN MTIN 12NN NN 220YNY 7N DY ,0°901) DNINWN Y TN 25WH PRIYN M )NIND
TTRIV NT AWND NN J9INT DMN )INAD JNNIY 1IN, 0OMYNYN DINKND DINYN NN DMWY D»HI0D
DONONN APNN2

,DYMINN DMANN IN DONPYIN DNNWN DY 1PN HHD NDY DMNHIN DINWND ONMNN dNDNN IPNND 1Oy
MLONN P2) NTIAY2 MYIITI DARYN P IWPN DY, TN D1 TI9A THN DI ,VAUND DMYY DD TUND

DININ NYAYN 337N P2 MMIEPRIVIND NN DMINNIN NN WHNYNIY 1N DT INKRD DOWI DY NPNPIDYN
D27y NYawn Yv N1 o) .efficacy NMnwn NHNTY ,NTY NN DIWI HY NPNPIDYN MOVINN YY DPYIN)
STUNN APNN2 DN N1 ,NTD OINK DIWI HY NPNPIDYN MOLONN DY DMPMIIN DY) DOYIN

N2, NPNY DY TINNDININD NDTY NNND PP2) NPINIX MYOIT P2 IWPN AITYN IR 2010 NN DY ,1y1a9
N2TY MIMD DY NYAWN NPINY ¥ IRNAY DI 19INA NHDI NPNTIND NNV DINTIP DINRNNDN DY THINOND
.(Podsakoff et al., 2007) 12319 M2»INN SY TN NIDI NN
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,NTY ANNRD NPNPIDYN MOLYNN 12D (NTY IINNY NP 1a5) DIWI HY 1PMMD NN JNA IPNNII INKD 9002
NUYY MOLSNNN Y2 NOYW NOIYNN NN 1D K193 NYIRN NNMINND NN, TYNN IPNNA )N POYN 7D
NPV NINHN DXPADNN DMIMNIN DXIANWYN DY NN NAPNN NYAYNN IR DIWIITN IPNNN INRNNDN 010D
DOVIY N OMYHYNM GMYNN TIYI IRVIAND T NYOVN .DNNIN DY) NTIAYN DD DOWI DY NTIAYY ¥ Pa
22pn2a NP OTPY INYY NI YR NPIDYN NV MIMNND ,NTIAYI NIXT MYAY MYNN ,NTY NN
MNOXNY NINKA NTIAYD MIAYN ,MMINK MNDN MTIY DY NDIY NHININD IR 17,0719 D110

LDMYOINN 1PN DXAPNA NTIAYA WPYnD
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