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10N PR, RVANY LVI9D KNIV KD M29YNN DYV DMNN NONIN MIINNN 220 YDI95N DN
Y VNN DY TTHINNND MMM DTN NNN .NIPIL MINONIDN MVIIN TIVN DY NANN Y5551 SV
DY DNND MY , 00N .MPTN NINANP MDIDYNIA NI NYIIN D) NNOYN NN MVNINN NN
MNIMNS PN ,DNTIAYN DIYIND DXINN DY TAW 1AW OININ D21 NPNT PWHONT ,MMDVPINRN NN
TYNNY 0NN DXTAIYY TWARD DPIOYN HY DNIDN DNXID ,NTIAYN PIYVI DANYN DI

DV 110901 INIVN ,TIAT INT IWINOY ONPIDYN DOPR NN TiN ;T2 ¥ DX, DMPIA Iy
,DX 0121 D7D OOPMTT OMNIN DY NI MNP MIMND NTYTN YD NNAD 1IN 1T IPNN
DYPY0YN DY OTITYY OIIN IUNR YTN NPOYN VITIVD DY OMNIND DN NIY D) TIN NNNINOY

.DMIM2N DT NPOYND DNV NN 9V IANN DD MNIRNND NTIAY M0 NND

9117 DINNA DXNNI SN MY ITNNWYN 1Y Y2DW-27 IPNN TIVI DT DTN OO NNAY 1IN DY
N2 O MPY : DAY NYIVA DININ 32-0 OITAW 1,832-) WIN YIARWNI ODNIN 122 PUNNRD ANRWYNN
TTHN .DNYRM NPOIPN MMV ,NMA) NYIYN D09 NINDIL,INNDN NMYYN ,MINNDN ,TIVO)
219N YTHN NYAIND MONY 24-1D 2570 NI ,7ITIAY2 INANN D0 NPT TTH7 RIPI NNIY
PPN ST .TPNPIDYN M (wellness) MNidY 72130 MNNINN , 070N DPNNIN DY
DINYPN MMNIN DIDPRI IMNIN MAIN NPNNON DY 21DOW2 PN 1700 NN DDA THYY NPYIN

.D»NN TONNI WINPT PN MNNINNA MPOIVA NPNTONT NPNINIM DN

DY WAYND DMYY TUN NTIAYN DIPN 3991 DX IPNNA IPTI NASY TN MNP qona
NNIPTINN DINNA MIPNNN MIGDN THO HY .DMININ OXT2YY TMNIX NPT DY MNP
,NTIAYN DIPN2 NYDN-PA TPISPRIVIN ,DININ NND : NOND DM DYDY IPNNA NN ,NTIAYM
IYUP NN ,DNNIND 995 IN) HY DDINN .NMININ MIIN MND NYIIN DNIXMNN DMNIN DI
NN 1PDN-PAN MMSPRIVINOY TIVA NPT TTH 02N D35 TIMNIN NNDN P2 VA IOV
YN WP RN NPTV NMIAIND OND PA.TTHN Y027 DY TN INNNY MHPON TN MIAPN NYIVN

S7292PYHN WP NN NINX NM29N M0 DYY Ty 770710 Y027 HID MVLIAY MAIN P2 INMYHYN

DN AUN,NPITN INOY TNHIN X935 NTIAYA NN D00 NPITTN TTH NN NOINRD 1NN
TTRN .0IN2N DT DY NPNPIDYNN NPVNITINN NANTN DI DY NNYD OIMNIN DY DN NOYH
NTIAYN PIV 200U MTIN DD YT DYDY YD NIVNI PNPIDYN NPITH YANYN NIYD 1D N
NI2XN2 YOYI NTIAYN N2 DININ OXTIY MONNYNA NNYNIS YIND TON NIRNIND) DXN0N DND

199935 DNMIM MNPIDYNN OHNVII
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N2 IYPNA NYTN NMIVYI NNDN DY NN RO NNYRIN : NPIPIY MITVN VDY 1T IPNH NTIAYD
Age-Friendly 7 w50 11352)) 7931200 92 X0y NTIAY 01PN IHYTHN M9 NNONY

YTN YTNHN 27 O0NNN DTN WD NUPIN ,NT IPNNI MINIIY YD I NNPYIY NNon (" Workplace
NN PIUN NIVNN .NTIAY MMPNI DXINN DXTIIY 299 DD NPMTIT 1PIND DID2 WHYY 5100w
N0 NVPITDN TTH” XIPIN ,NTO0ONNIN DTN DY DOINN NTITN DI DY Y PN MIIN) NN
22 NTIAYY DIMNIN DY NPON NMNIND NPT NN DY DYND 9157 GUR /N7y ININN
D»MAINN DIRIND NN GPND NINY NN T IPNN NTIAY DV NPWHYN NIVHN ,NDAY .INIANN
PNIY 7o) ,TPYTHN MDA T2Y2 NN XOW NTIAYA D7) APMTT DY NIIINN DX DY TPNN
DYMTT AWNNY D12 NTIAY NMMPN DTN VNI PN 21DW WTN NPYI ITIN MPINN J9INI

MDD NTIAYY

NIAPYN NNPTIND DWW MINN MIOVWNN DY TN IV TTHINNND TNSNND NYIN N IPNN NTIAY
DY72IY 299D TIMNIN NNTNND DNMNNL ,DININNDN D1NA NTIAY YOINT DY TOYNND NIAND DY
2992 NTH2YN MDA N9 MANNYN DY DOVIND MPIND 1IN NV GN MDD NON MOOWN .DMININ
MW JIPNI NONN NTIAY NIDA NAY DNN AN NN NIANND DN NYMN , M NPDIVIIN
N NTIAY IOX MOOWND DNMNND YT .NNXY DIVYYN NRNDA NTIAY NDPTIND YINA NPNIAN MDAN
P, ININMNIT TIPYI YD NN D00 NPT NPININ MNIIN DY PN 1970 NN N2

TIAY MIMIPHNI DXINAN DT HY NNAN NPHINN TONNA dNMIVHIYN

DMVN IPNNN 2AOW DI DN OOYTN DMNINRND DYDY NODID I IPHN NTIAY T TNND
YN DMNO NPT NTIAY M0 HY NIVORD MIININ NN NN NYURIN IINNDD .ONINRSNI)
7905 T .IN2M 1PTIN NTIAY NI NN Y NNN DY MTTHINNND N30 NNHIVIVON NININ
N TMNIN MY HY DMDY02N DYIPONNM NMININN ,MYPWNN NX PIADND NP MOIINN NN
WNMY TNV TIIMNIRD TPNDIDDIN MDINN NYY NNWNNN NN SN JI9IND IPID MINNDN
DYMTT DXVDN HY TPNIIDVN 297N YTN YTHN 29 DT (2) -) IV DY NYTN 1Y NITHIN (N)
112 D77 NN NIDITH TUN YNN SARWN MPIOPIN NP TN DY MOOYUNN NN DNNMNIN DM0D
1259 MIAIN : DYTHN NYHINND 157D DT IVNNON DTN DN DI TV NININ TINNIND MIAIND
AN NIV MIAN IYINRND STINN TPNPIOYN MY, DNNRNN ,NINMP ,TAYN MNNONN ,DN0 THIMTT
NYMTTN T NNV YDLVPON DIV WY TOY )P THIN NTIAYN PIYA MNPIDYNN MINONNN HY

.NTAYA NN HNY
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MN2NN DD NPIITIT DY MHONNON YD) PPN OIWTN TT0 DY INND IR INNNI NIVN ININDN
5 MM’ DINNA YIPNY ORNNA ,MNPNR-129,002DW-17 MV MIPNN DYDY 1D .NTaya
DY799) OMININD NLY MPD NV WNNK YANWYN SNNDI 17 MANNYN NIMIIN NIIWN PO : DTN
NPT ODI GPIN NN DNV DIIMNIN NYINNND XTIV 448 -1 YNN MANWN FVIN 122 MONNVN1
DTN NYAIND 25NN DAPNNY TTHN N3N .NTIAYL IM2NN DNO NPMTT DY OO0 24 12 wTN
M3 DY MDOVPIN NPDYN DY TYHINND MIYY TMNIN MAIND 1N MNYN DTN NN DINMNN
TTO .ONPIOYN MYNN ,MNIDY , TN MNNANN ,22)7 TIMTT> 12D MIAIN : NPT NTIAY
MMIN NN YN PRY DY DI 1N ,NTIAYM NIPTINN DINNA DPOIW OIPIN NIYD NVY M

LDMNINI DAY DHPTIN DITIY YV 2IPNVYN DNDW NHRNM DITP 9y DTPOINN

MINN 200 NPIITTN TTH DY NN NI MMNIX VAN NTIPIA TRNNN SYWOIUN ININRNDN
VINW MYSHNNI .DINN DITI DY NPODYNN 2782 MHOMIND NMININ NN NOIWN Tin ,NTHiaya
IN2) ,DMMININ NN IDNIYNY INIYI D»IIDD DMINHN NYIVI DMNIN 32-n0 DT 1,893 Hw mMwna

TPD)-PA MSPRIVIN ,TPIMNIN NNDY) DY ONNI-231 GMIVNN TOPINN DY YN NDPYI ININ DTN

MNNYN-17 NINI-17 MM .OMIN2N DXT2IYD TMNIN NPT HY NMIAXINNA OMININ DI
DV NPONINIINT MYAVN NIRIN MPN DN DY 0991 OMINDY DX2ANYN DODTID MYNNNI
N HY NPDOY MYawn HY MOV DY ,NTIAYN DIPNA NN D7) NPT DY NON DNINUN
P2 TN MPNI OOMYNYN DXDTIN D) INKNI .DMVIY DXIIY DY NPIAPN NIYAYM NMININ
DM 2179 HY VDR MNNTNN YY) TIPDI MINIL XNV DINNA OMIMNIN TYND , 00PN

APNNIBNNYNY DINN DINVPDN DININD PR J9INI D)

DYIND VY ,TATI DY 72T DMNAN ISV DINNHDN NYIDYI NININNKN IPNNND NTIAY
D»PYI DXV ,NTIAYN DY DINN DITAIY HY MDVPIND DNODIN TYNND DXIVTN NVPPND
MNN D0 NPIYTTN TTIY,INANN DD O MITTN NTIAYN DIPN DY NMIPYIN NNDNN .D»WYN)
DMWY NPND DMWY, JIT TIIND NIV NPIMNIN MDA TYNRNNN DMK DY TN ,NTaya
DYON 39 195 .DMININI TN JPTIN NTIAY MO HY INPOYNY DWINN DY D¥IIN DY DNYPPNI
1MIAND NPNIVHYNI MOOYN ¥ DOMAIND MMNTIP 120 NTIAY INAN D20 NPMTIT P2 INNDIVY
325 D02 1NN ,0INN DXTAW DY NDWIN NPOYNY DN DININ DV NYOIND PYIND MTIP) DV
DINNNINN DIV N2 D) 2NN DPNMNIN NDOYWY NDY INNND NYIN NMNIN MAIYNN NN
NYY NINNINT TDNDINN NN MVIND PT2PNY NPPTNOYP YT DY DMNINT PADY NWY TTHNY

29951 T I DNKY DININRNA ) OINTI DIPNPIY MPPOPIN TYNN MIPNN YIND
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RaiplV)

DYMYNYN DXNNN XTI OMNPN YPO N IPIYN TUR DININ DIVIND MITIND N0 DN NN ,JD 1D
NPDINP NN V7T ; DINI 112D TPI7IIND ,NNY VIV V7T ; DYOPID NN ,1%D AN T - ApNnn ToNna

7 17°R-92 NVIOININ,PIDI PTIO V7T 5 11IDVN JND NION I ; NN NVIDIMNIN,JPIA NN I
MINN NNK OIIN ; INY GON YIND ; WOOT PIIP0 TIRITN 91 ;29 P2 99 ;207 NN NINDN
23,7227 SNNTR 939D 7T NI AN N, WNN OANWNY TPHRIVIT NMNYN DY 7NININNDD MDA
;IORINY D) 2 MITY YIN D, RPIHP TMOY V7T 0NV NN 7T 1IN NIV A) 9NV TPNT

NN IPHY DOPIOYN NN 197 ; DIINWNRIN INIMD Y15 TTHN NN VOV TWUN YHN YANRYD YNNI

T 5 IRTR NP VNN OARWA 5793N0 ,71°32 XTI I : IPNNN DY N1NN NN NNV IPNNN
NNAP ,YNNOARYN 5779)ND 01710 NON 72D ; MDY VIIAON ,WIN YINWYID NV THIND  )NTIN DY

ONIYY DD WNN ANYND NOMN ,GNY PIVT AN ONPOYT P2, 0MY NN T ORIY DPNIN

IDNNYNY DMNINI MOLINNN YD2APNI DIPNVPITN UKD YWY ,0°57331D NTIN D PPIN NN

LDIMIN DY TINOD 1D H1TWANI 192 ONPMNDT DX INNAY DY ,IPNN2

5 /76 ¢ (2021) ANV'N-999N) DWND )T



Q91%%1Y57 32N

8 IPNNRN MLV YP 1.1 "Hb2 N1an .1
9 DNV YD2I0) NDVLPADIN JPTIIN NTIAYN MO .1.2
10 7IN2NN TN DY INMOY 1.3
11 PTVIN NTIAYN MDY NHVIVONX MMIN NY) .1.4
12 275 DNYPN OMMNIN OYPNRI MIAIN 1.5
13 IN2NN N0 O MTTN NTIAYN DIPN 1.6
14 IPNNN M5V MYV 1.7
16 DIPY DONNHNN 1.8
17 IPNNN NN 1.9
18 PNTIAY MIMPNA INNN D0 NPT VNN Y THN-17 DT TINTT MANRT L2
40 PTITIAYN OPN INANN DD NPT T DY N> Mm M SIWST RT3
2 DMNIN DIV D) P YIN ,NININ NNIDMN DY NYIVNN wHWT MRRT 4
55 NN NINI-2T IPNN : NTIAYN DIPNA INNN DD NPT
57 NTAYM NIPTINN DINN DY NPLINN MOOWN .5.1 SHh3 3197 .5
59 NYYYN MEONM MIOWN .5.2
62 YNY IPNND MNONN 5.3
63 9PNNN MO0 5.4
65 T RI2RT PS5 NIMPR NRvwa
72 VP Y IPNNI IDNNYNIY DININD PV 'R ool

6776+ (2021) IRVN-199N) OWN  PN'T



15

23
25

27

46
47
48

49

60

30

42

NI NRAvYa

YPONN IPNNN MNPN /X MY

TIRT ARRT
MNIND IYPNA 790 XN NN DY DVNNDOIY .1 ND
YNV IND 9 DY DYIN2) DMIPNNA D2 XN NTIAY DIPN M THN .2 ND

D>IN2) DMIPNNA DO NPT MXDNMIN NTIIY MVLIY DY DMIIPIPND DNV .3 MY

SIRNT MNRMT
2 9pnn2 AFW 119 Dy ORNNDOIRTPN 1PN NPLD ,DYHINN .1 MO
2 9PNN2OYUNRT DY NV DPN) NN .2 MY

39PNN2 PN DYTHN DY DPNNIN DMVDILVLD DIMNM .3 MY

39PNN2 TANIP DY RAON ITTNI ORNND ONTPN .4 MY

VPO 295 ,1-7 DDA NTIAYA MNN DD NPIITTN TTH2 DNV /A MDY

Q723N N9

TIWRT RARRT

(11°32y) M29N DN O MTT NTIAY DIPN DV I THN-17 DTN .1 DOVIN

SIWNT RARRT

(TN DTN ; THIDNIN) IN2NDN DY ONYTT NTIAY DIPN DY > TNHN-19 57N .1 DVIN

7776+ (2021) aRVN-T99N) OWN  PNT



Yobs X1an .1

P nem ypa 1.1

DOININ NHNY DPNIYAYN NPNHITIN DNNN NN NTIAYN M DY NIANN NTHNHN NIPTINN
PV MOIyNa 705 oxnna .(Beier, Torres, & Beal, 2020; Hertel & Zacher, 2018) mnman mbvo5o2a
NPDIYIIN 2972 NTIAYN NI DN MANNYN M NIV P2 NVIMN NN NHMP NPNVOY NTIAY
Billett, Dymock, ) 911 n©1n 172y N 5¥ NOWNNND NNIN MININD THSD PO MININ

DV NOWNI MINONN YD DY 91 (Johnson, & Martin, 2011; Taylor, 2013; Taylor & Earl, 2016

2>2NY NOVY ,NTIDN MNYYIA DT TEO DN NYMINA N1MOYI ARVIANND ,NDIDIIND NNPTIN
211230 DXV DXADNN DXNNN INNY D) TIN NXRXINII )N NTIAY MDA DTN THN NONNY

SY NNV TNNN NN WHYTH P KXY N NoNN (Aaltio, Mills, & Mills, 2017) D)X YW »2>0PIND
VPYIVONPN DNIIIN NIVD MNDIN NMNNXNN YIN'T D) XON ,D1NIN OXTAY DY ONMIN

.(Lanir, 2019; Pak, Kooij, De Lange, & Van Veldhoven, 2019) ©M1)9X2 Tvnnnn 0210w

onva nnann (Age-Friendly Workplace) 790200 55 >,y 1y opn” xvnn
TI99 IMNIN NHVIVON NYI) IXMND THPYYNM N TOINN MDA 1) MYTHN N0 10 NMININKD
PN JPTTI NTIAY NID DY INPOYNL DNYPN DNDNN S )MNN OY AN NI MITTINNN NIVINNDD
NPY NNy 0y .(Appannah & Biggs, 2015; OECD, 2019; World Health Organization, 2015)
3 YN DY DDXDIIY NDXONM 1PYIN D NNYYN NTIAYM NMNPTINN DINN2 MDD DY NdNNPA
TPIN N9 D) NYTN NPN NPVNININ NNDN MM NI1NN 1T MININD Y9Y,07T DINMON DN
Eppler-Hattab, Meshoulam, & ) 11 9pn1n nT2Y Y DONOYW NNWRIN IINRNI PNTIV 29D, 1OMYNYN
DTV IWNMIN 720N D0 NI NTIAY DIPNY AWIND 1NN NNWYNRID ¥INw 195 .(Doron, 2020
DMNIN MPPVPIN DY DY NNIYD DIWPANM DY DMIRNNT DMMNIN DDPN) MIIN NNNA N
D>T2YD ONA DNY MMYPN NPOW NPV DITVIY PIRYD TI2),92 D)2 NTHIAY DININD
MR PO MODN NPNYIY MNHINA ADNYND NV AN DY ININS ,NIHN NN .0MINAN

.(Fitzgerald & Caro, 2014; Scharlach & Lehning, 2016) 795 nvnym1> 0y 7900 nPMHT

21O ONONN IPHNN MIVN T2
29N DY DXNNN #INANN )7 XMTT NTIAY DIPH’ IWINN DY NYTN NTIAY NITHN MY X
DIMIN DOPRY NN
PIMINMDY PIIDID NNX INNND 7INANM )7 XMTT NTIAY DIPH SV PPN OVNNN DTN MIND .2

.OMMYN
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TI2YA NN DN NPIITT DY, TDPINN DDIAN OIMND TTH SV INDM NI )
MYaVn SY PONN NPPN TIN,NTIAYA NN 970D NPT DY 9200 DTN SY NPdm Mndos .1

TISND OMNTIPN OMDINN
LRI NY92YRA TAPEDNDR IPTIAN AT M L1.2

DIVIIND ,NTIDN YV NTFN OPNN NOMNA NMOYNN IRKIND .NIPTIN DY NODIIN
NMINDN 9 DY .NPYNN NPDIZIINNN AN NN NN NPXNNIH ) DMI9DNI Y1 NITY NINANN
MY31 11 551 TR NNWY ,(16.7%) 65 923 Dyn M1 DI DIVIN NYOIW DO TNX ,2050 MV Ty , 07NN
NN NWY NPPIAN AN NN DMNN DIVIN NYIIN D91 THN ,2050 TV TY 12 M .(9.1%) 2019
99011 M) M NYYNI 65 M2/ 5Y DIFDN ,7PNVDIN NNIYNRID 2018 MW .NDYM 65 N1/)a
DAY 2050 MWIAY T ,2279¥NN DWW MM NN IRIYI OPNN NONIN .WNRN 5700 NNNH OXTHN

(2019 ,0NN) NYYMY 65 32 NPNY NNPDIVIIND 17.4%

D> OXTAWY 5915 VW DIRDN DXNNNY JPTIN NTIAY NIDY NIONA 7210 DY HIINNIT NPV
DYTHD 9N MIDWN NTIAYN PIvA (NHYNI 55 32) DINAN DXTAIY DY OPON .0DTH DO DNV
27%) 2030 TY 40%-2 32% Y2 DY INONIVIAT YIND) (ORI 26%) 2015 NIV YNNI 22%-O10
IN OOV T DD MDD (2017 07NN ORIV 28%) 2050 NIV TY 42%-D 33% P2 DV, (ONIWAI

.55 5% S5yn 721y NYND MON VI HNIWI HHOI BHIva WA

OECD-n m» 112 2018/9 1103 %9 DY .IN210N D2)N DY NNM NTAYN NID2 MONNWYNN ,NNT DY
,ININNNA 40%-) 36% P PN NYYNI 55 )2 29P2 NTIAYN MO MONNYNN MYV ,1DPI2N NMISINID)
OECD Data, 2019; U.S. Bureau of Labor ) no¥m1 65 n12/%2 292 NNNNNA 19.5%-) 16%-2 YT
Y 10w ,0ECD-1 qwNn vbyna I8 DOMA) YRIWI DD apnn DN wn (Statistics, 2018
DN NON 0901 75,1789 NN .NDMAPNN NNPND 19%-5 DY MY 1YY 65 %2 192 NPIDYNN
NPOYN DY NNNPN NN XD MAPYIY TYINNN MI9IYN YD55DN 9aWNN NYOVYN NN PYTY DXAPWN

.(Bui, Button, & Picciotti, 2020) 0120 0>72Y

DININ DMIPNN .IMNHN D)2 NTHIAYD VI DN SMYNYN 1I9INI DD NON DNV
DNY 1N1N OX,TIAYD PYNND DNXI DY DXPNNN DN DIVIN DY DTN THHN MWD N»apya
mMON5 ,70%-2 TY-50%-22 TIVII DT NYY DMIPNNIN PONI) DN NWII9N 92D 72yn 9N ,NPNIAN
o»npoyn oNpw (Merrill Lynch, 2014; Sullivan & Al Ariss, 2019 ; D»99M17-1¥10 D¥99Y7192
7052 NYI9N N2IN DIV DY MNIN AWNNN ,WTNND DT DY DXIANIYN DININ DIVIN KW MSTYM

PTIND N2NNA NTIAYN PN MIINNM DY 120 WITI — DRIV KD TN — MNMAN MNTN
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VP MUY NN PN INWINID MMOY DINN DIVIN DY NPIDYNN-NN ,TI9 .NPDIDIIND
Dychtwald, Erickson, & Morison, 2006; Oude Mulders, Henkens, & ) ©¥1y7pn 0>wya

Schippers, 2017; van Dalen, Henkens, & Wang, 2015

"aaan 720" Sw by (1.3

DILVLD NMIMVPI ODNMNN N NV D R IT NTIAYA NPT NOXAND NDIND #INAN TAY NV
DNINND DMWY TPDININ TPNIVNN M0 NN NINN NIINY NI NI ,INP NN
ONI PON MON»NNA 0) D ,MN*IYI MPNLIN NPNIIN NPYI) DY, DOININNI NNPN NINWI

North, 2019; Taylor, Loretto, Marshall, Earl, & ) »7 5800 1R >mynwn 5555 anwn

DTV TI DY MYANND NNV NPNXI NN NPX 1IN NI19NN DY Nn»oy . (Phillipson, 2016
NTIAYN PIVIA 1D MIDANY NTIAYN DIPNA NN DY MISWND XMIVIYN 19N DINVN DMININ
.(Harris, Krygsman, Waschenko & Laliberte Rudman, 2017; Posthuma & Campion, 2009)

218, HPNPIDYN M TDIN 22¥ND YOPIND TN M) NI DINYN) D3NN DX, TIN NRNIND

Lain, Airey, Loretto, & Vickerstaft, ) maInx 52 mxiapa 0>712wD NNNYNA 09700 wpna HH)
DNNII DY P XD NYID WAUND NIPIYY NOR IO NPDOW MOHWN 39 Yy I’ .(2020; North, 2019

,OWND) DINY OMNPIDYN DIYPNL NMININ MNIIN DY O) NON ,0710120 D772 HY NOWIND

.(Hedge, 2008; Kunze, Boehm, & Bruch, 2013

DPTIN NN 52 PON 28N RVAD 7NN T MDD D NIANM DOYD NHRD DY TH
LT NP 217D NWPN IMNDINION DN TADN .NMANIN NINNKD AMYHWYNY DMNIVP NTIAYHD 01PNa
975 ,(02>20P»210N) MDDIDIN DMNY TIPANT DN D) DXONMNN NTIAYN NNPTINN OINNA DMIPIN
SY 9UPNA (0NN TIIND NTIAY NPNN NDPNRN) NTIAY DN NOMNDIY (NTIAYN DIPHI PN MININD
Kooij, de Lange, Jansen & Dikkers, 2008; North, 2019; Sterns & Doverspike, ) ©021 0>12
nx 0wy (Cappelli & Novelli, 2013) X521 997 ,nnnTo .(1989; Sterns & Miklos, 1995
IUN DIWIND DXNIN DXTAIW INNY T DN DINRDMNA NIIPN NNNYND MYTINN YW 1MwN
IN YIS MYNNNA PIOYNN NN 217D ,05%)0 DNYPN DNYY NTIAYN YON XMIND MY DONN
MY) TNMY 00972 TIAYD X NYTN NTIAY YAND DXWIND D) TUNX,NIIP ININD 2DV DNV
DYNVYPN DPYPI NPV MY NIAY NNPN 7ININ TAW’D TINNY MNVYY DTN ,MINK DN .(XVi
27220 P DMINKIAY T 45 52)2 725 WNINND NWY NT 2DV, DX TPINNN PONA .NTIAYA DD
IMNT 22 DINN DT DINND DMINN OIPIN .TNAINM IWPNN 29 DY NNNYNL ,NYIIoN

YOI D7D NXITNA YINY 1964 TY 1946 DNOWN PP TONY) D12 202770 NT2 MITPNNN NIYNNNI
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Y207 AN I INNPTIN TONN NNDNIY NYURIN T (NNRY DIWYN NRNPN DY WD NYYNN HNN

.(Dychtwald, 1999; Truxillo, Cadiz, & Hammer, 2015) 9312 52 172y DY NNONM IIND

912y N TN MNNID 992 5 TIT2 ODOVWHNNYH D1IMND OMIPNNI YR DXV YPI DY
995 772 MHIXI 1Y OIXDNN NNV DY THNDNA NIRT DOV ON )PT DTN 7N2Y IUNN 720 T2y
Ashbaugh & Fay, 1987; Keese, ) ©»9219) 0773 %9 Dy NTAyN PIiva mMannwnmn MMywa N
MONN MON»NNY IR (Ashbaugh & Fay, 1987) »91 yawN ,nnnTH .(2006; Rau & Adams, 2013
NYHNDIY MNNYN .53.4 DY YINN DY ,60-5 50 12 NYI DMIPNNN 2172 DN DXTYY IONOMION
MNDOY T NYYM 55-1 50 DY 97 MNP MYNNYN 0N OECD-N 1IN > 1 DY 1593w NN
McCarthy, Heraty, Cross, & ) 7392201 ©1p 090 NN (Keese, 2006) ©>1)120 D> T2y
.55 NI M0 2WN) T2IY 1AW NPINT DNN NMNIN MLINN YDaPN *»ya » N (Cleveland, 2014

MNAN T2 NAY NYYMI 55 DY 5NN 9T DX NINND N3 IPNN ,NON DMV AIWNNNA

TPTTAN FTIAVT MDY NOMUIMON NN wss L1.4

YI9Y MY TXD PNPIDYNN DNMDNON PIVN T DY DX DX TIYD NIDINRNNN NPOYN NOYY NI
Cappelli & ) NNNY DIVWYN NP DNHNINR N2Y XMYHYN DNNX INNND ,NTIAY MOV MNIN ,NTIAY
(Bamberger, Biron, & Meshoulam, 2014) ©51vm 1722 939202 (Novelli, 2013; Drucker, 1999
VI DNNIN DY MNWNRN NNNNN N0 DINYPN DMTIIN DMHVIVON DXNNN NV DY DY INN
DPY T DY ONIIN PN MDD, DI NYID YT YTIIND 112701 DINNY (N) : DININI DNPTII DXTAIYD
DY IV 29 DAY NID DI MNVPN NPIVON NPDOHYW MOHWN DINNS (2)-1,97) NN N7y MO DY
DY MIYD Y15 ,5WND) NPNIAN NPINN MNIPY NN .DYIDIN OMININ TN MIAIN HY NN >
DNVPN DD DMIND MINHDNT ON TN 2N MNIYID XD NPV (DIPTTN MNIPY YW 05980
Chand & Tung, 2014; Dychtwald & Morison, ) {71910 NTI2YN MDY MIVIVON TPNNIN NYNA

.(2020; Hedge, Borman, & Lammlein, 2006

VN YINWYA DY NMIVIVON Y12 MYNNNI DON O NNRND OY TTINNND 1M, TININD 11092
MMINT DN NNNINN NPIDN MNIPY ONPNN NMHVLIVON NN .(Baird & Meshoulam, 1988)
TN NAX20Y DN MINRID PNIRD NN AXND 1IN DY PININ MDNY NPPTHOY PMIVN VN
IN TPPOYN NIVIVORID NN YNHN MANRYN NMIVIVON 995 19N .(Porter, 2008) 1oN8NM
,7129N5 DN OMINN PIN’ DY NIV DNIVNIY DIININ DXDNI MVIY ,NPITH 1NN NI TINNIND
N2LVPIONY ,PYT IMY .(Bamberger et al., 2014; Boxall & Purcell, 2011) y»Na ©72°9710) ©WIN

D> IM2N DXTAWD ONMNND NMIVY JP TN NTIAYN MDY IWPNL YNNR MARWYNA DIN DY NMHVIVON
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.D99Y NN NMAYNDY OMNNANT DX OTPY INT ININDY ININD NNV TIN IXMINN PINOY NPNRd
DYD9N) OMNN2N DYTAW 1297 NNNIN NAYNNT NN NNOY MNIYY NIRTD 700 PIITIT MIVIVON
DYIMIN DOYPNI MIAIN DY NPNIWI MM 729D .NYPYND INTIN TIY DY DD NI JWN AIRWND
DIYNY HYDUPANOYNNIN NPNY NI DININ DT DY MINNINNN YDI¥2 190 DD DININRMN

.(Hedge, 2008; Kooij & van-de Voorde, 2015) 925 7omT T 101NN NMIVIVON

Bo3% 2P 2N 29PN Maan .15

MIRN DY DPINYN DNIANN NN INNNI DT IYIND MONMNN NPNNIN MAIND MOPHN MITHNN
nMIYY PN DOPN .(Schein, 2010) I12N5 MAMWNT TIDN MNIN2 NMNNKA DY DOWIVIND
1)D OYTIYN DY MANMWYNN NPNNDI MDIND 1DNPNNA ,NMININD MIAIND T DY ¥ WM NN3

,NOIND NNMNNDY WNN MIRYND MPIOPIN NPNTNRD DIXPNYN DNY MYNWYNI DNOVY NTIAYN N0
Schneider, Ehrhart, & Macey, 2013; Ostroff, Kinicki, & ) onTaya nbnnnm nonm

YNNI ARWNN DI NTIAYN MPPVPIN NPT .(Muhammad, 2013; Zohar & Hofmann, 2012
MO DONWINA,PIIVN NMYN DYDY NT DINNA PHIIND T DY Wwany NP DD NNIPY 0N
DYT2IYN DY DY NTIAYN NI YT D10, INY NTIAY TITY DT TP MNdD NN

.(Lepak, Liao, Chung, & Harden, 2006; Ostroff & Bowen, 2000)

NMIPTINN PN NOPON> YTN MIYND DIND DINNN D20 DINYPN DMININ DDPNY MIAIN
MNIN DIYPN 2220 IPNN NNNNY HNN MNINKRD 00v31 .(Gordon, 2018; Mor Barak, 2017) nmaym
YN0 NININ MAIN D) NYDIM NMININ MAIN DY DXIVNN DOYIND NN PNV 2% HH5mnN
Boehm, Kunze, & ) 71921 X0 ,0012 ,10175 .0NM9N YNY2 DMINND DMIN2N DI T2 2990 DD
0PN WM (Pugh, Dietz, Brief, & Wiley, 2008) 5>21n1 1790 09PN Yy 1onnon (Bruch, 2014
MNP DN OXT2IWY DY 1D KON INNN DIDNVN Y20 PNIND 112N HYW NONMIVNN NDXND NN P
;YT 19IND (671 70Y) #DMVIMNDT DMININ DM DTN, NPPTN ,MPPOPIAY WINN Y2 DN
YPTHIM ,NTIAYA NNOXIN NIPTIND MININ DOPR IVIND DR NN (Zacher & Yang, 2016) 1N 1ON3
PIITIAYA DNOX NNPTIN IWINND DNV PIINRN DAY NTNN 12XD DITAIVN HY NOMWNI NDNT ININ
OIPNY 9IND DIIIVIN NIND OIXDNN DN DYTAIY ONRN NONRYD MON»NNN MDWN MIND .(1 /0Y)
.DMIM2N DT HY DOPXIDN DTN NPYIN NN TIIDD MNIDNN 1PN NON NPIDOD M)
VTN YO HNIWI DD MNMINN M THN 2172 MWN NTIAYN MI NPT MOOVNL AIWNnNNa
MI9D2 SMYNYN NION DINNN INNN D2 NTIAY 295D DMNID DMININ MIAIN 225910 MTIN

Batatvialany!
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13257 9O ST Ty awn L1.6

YT 13 NVX22 YHRNWN MNIDIYN MINIAN ININ ONDNIPM INPYN IWPn2 yMpn age-friendly awmn
2y NYXNPA NI2NYN NYIIN HY AN N7 DTN DPPNN JNIY NPYHIR M0 DY 1INV NN OTPY
795 DXPPII0 INTPA IN NI NN ,DIPN D52 DIDAIPN NP DIV Td ,0NPT DOVIN
(Scharlach & Lehning, 2016) 35 poxw .(World Health Organization, 2015) 1872 Yapnn
NPX DY ININ DYDY DY NYY NONID (NHPTIND NPMITT IN) D00 NPMTT MNP WX
,DNPT DOVIN HY THPNIIN MIANWN OITP N0 MNPTIND DM DIDN HY MINND NPNTIN

MPYA TPDLPMIDN TPWKRN DNNNT 2IVNY NN

NTIAY DY NYRIN IINNDN NTIAYN DIPNA NV T X1aY age friendly awmn nwy T35
IUN NTIAY DIPNI INRN D27 XMITT NTIAY DIPN INRND 11 2D PPOM N NIPN TRNNND AIPNNN
DRNNA OWAVM DVAPNN DY YWIHINDI NYTY D321 DI TAIYY NIYAND 1DV THINNIND MAINN
NN APNNN NTIAY DY OIRIVIDNIPN ADWN NX NNNNN ,INNRNI YOI TIY .DYIIN) ONPMNID
D7 DI NTIAY MLV NPITN DY NYNVLN NV T RIAD NN IV NTIAY N0 DY
Eppler-) nymnan moyind 0)an 0121y HY 9280 YO0 MNIWON 51VIN NN GINd DNNDIY
DYIPN NPNY NWY ININ DN O MDD DAy DIPN ,mNTY .(Hattab, Meshoulam, & Doron, 2020
NOMN NN DNTIAYA TYNIND DXYPNNY DN DIND NINNY YTV VD DI1PHNI 1AW NTIAY
BMW 1m1n930 2590 198 INYYY 295,901 210 DTPOIN NN YNID DNY NN DMOY NDPN NIND

.(Loch, Sting, Bauer, & Mauermann, 2010) N9¥ 71¥1 Y092 N5IYY DPNHNNIN DNIPY HY NIVI

NIV ANPTINN DINNA TIT P OMNMNN )0 OX NI age friendly workplace ywimnn
TUNRN T NTIAY DY NMIVNN MIPNNA ININY 295 ,THD DXNNA .IPNNN DY Y PININD TIiPMIY DI01 DN
W PYRIN D290 DPMNH 07537 MY Y910 IN2NN DD XMTN NTHIAYN DIPN HIWIIN DY MNdaN
DNDINDIM DMNYPAN DXV NI AVNNNA ,NPTHN 29 12IN IV DT IVINY T N1ONY
.(Beier, 2015; Burke, 2017) 92121 522 NT12¥2 NPMNIN MNXNND DXNYPN DPNNIND DI
,MNANN DN OMTT NTIAY OIPN HYOVNNIND NTITHN DTN DY MM XION NI NYNXIN VINND2
DWPND DMNYPN DD DXTNHN NYIIN YIIN YN DD ONITT NNIN 12D MIAIN THNN 250N
NNV NPNNPIY YT NITY — MNP (2) , 07NN TR NTNY MONN — TN MNNINM (X) : 2NN
TPNPIDYN M) (T)-),019IWN DN MIVND NTIAYN DY (WTH1) 1INV — NNRNN () ,MINMIN DY

.(Eppler-Hattab, Meshoulam, & Doron, 2020) ©»V1910 ©»NY NTIAYN P2 PON DY NPNY —
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IM2NN DND TPITT NTIAY NDXA0 HY MNP 2D YNNI NTIAY DV IYN YMNNN TN
2099911 OPYNY TV D75 OMNIVP OPON TUNR ,DMNIN MAIN NNYNA MIDN NP NMIVY
MDXAN HIN NNV N2 NTHRN — TPINIX NN ON IPNN IPTLIV 97D D1PNADN DINYNIN
PN PIIPRIVIN NNMP N2 NTHRN — NIDN-PA TPSPRIVIINY ,DIININ DITII 2995 NPPVINIVD
oY VYT DV NIND N2 NTNRY DNVP IPNNIPTIIV DN DY NI2INN MINWA JNINT MNTN P2
NPDLPITIND NYITHN MVDWINT MIATN : ININ MIAIN DY OIND NYIIND DIIINNNN D¥IY
977N MIAIN,0MDPD NYOVN NIYTN ,NNTY NYOXTHN NMVIPINTN MAIN ,MNOPWNI NTNM
YN, NNY NTIAYY DIWIN THNDIIN NOPVIY MIAIM PNV MDY NITYNN NDVIVDIPNTN)

2YOOUN INNNI VI GPINDY AN DT NIVPYI STIN .THPNIAN NPINNI NNNO NN DT

apman sabwy nww (1.7

MM90N .(Brewer & Hunter, 1989) n>25w-19) 1NVIW-17 9PNN0 DY NYNNND 1T IPNN NTHIAY
DMNIN MPPVPI OIIIY HY MIMDIN NN NDPNN NPD NTIAYM NIPTINND OINNL NOPN

YOY DT MDY, INNT DN OIMTT NTIAY DIPN DY SONNINN NPT DT OY TN 9200 DO
TN I9INN GPIN NN PO 7521, TIAYA INNN DN NPT DY INWUNT DIDII9 NN MNP
MNXIAN INNINOYTNY NONMPIN DY NPINND NTY NYIND MDA TIYI YPANND IPNNT DY

P APNNN DY DMYRIN DXADVN NV (220717 NN 'ON) DTN 2 DY DIPNNY NON NVLIDIDNINI
MDD NTYY 312N (X)) : DIDNN YNN YARWN OWIN DY DIXNNK MY HYW YT HY 100NN DN ,D7IMIN
MOLIYD DXHYN 19IN GIN PO TWUN WNN YARYNI D10 IONIWIN NMNYN DY 7NIMNNDHD M)an”
YNNI WIN YANYNI YDMIN DY DING (2)-),057N2) DMNININD IN2NDN D)0 NPT MXOMN DAY

N GPIN WY P TO) ,ONWYRIN DXVIIN IR NN IDIYN IV TUN WNN SAINUN

122 DY 0NPM2IVNN VORIV DN DY 1DNDNN 0N ,07INNI PN DXAPWN IPNNN 2a5Y NY
SINNDN ,TIVDY MINIL NV : DINY NYIWA DININ 32-1D DT 1,832-1,WNN YANWD Y910
MNPNN TAN 95 .NNYPM NP NMYI ,NNI) NDOVN D01 MNP ,MNNDN NMOYYN

Y2992 DXOVNYN IPNNN DY NTITNIN DI /R MDA VNN ,DMNYN POV DIN PPIINRN IPNNN

1IN 2P YYD IPNN TIVI NYRIN MIMNIN IPNNN 25V OWIOWNI NVN DMINNNDN DY NVIVN
YMPY,NNAND NI NN, PL-1 , MINNIDNT PIY P DNVPDN DIINIY DNNINI YNN YANYND
WY NN NMINMYI YNY DM NYIVN TIWN NOYYN  NPMIPN DMWY, MNIYIP ,MINMI2
DXYTRN LWNN YINWYN YMIND HONAY DMNNY,YNIN XARWND THIINRIYT NNNYN 212N : 1T 0XTH MvnD

UM IRN VI OININMI DT MVN IPNNI DY IPNNT MNTIIN
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°N2N .TININD MWD NP INPA NN DTITIN NNT ,OIVN MIMNON IPNND 21Dv1
TPIOY T2 AWNNNA IPNNN DV NY A5V TIPN ONNITINNDN NMIVIVORNN NYII 1N NTTH NN
TPININ IPNN DY .MNI-NII NMNIN VD NTIPI IPNNT NYIAPI ,TNIND MAIND XN IPNNN
DY2°9NN HY DIV DY YIANNY NMIYY NMNIN MYNN DY MHIVNN P NIPIYN NN NXHNND NINI-NI1I
P2 APEPRIVINI MYAVN ,NPNTIND ,MDXAN , 0NN ONNNND 0NV ,’NOYNY NN’ OIINNN
TPHRNN NN TONN 705 oxnna .(Kozlowski & Klein, 2000; Zohar & Hofmann, 2012) oowiN
DXARYNM NTIAYN PIVI DNOY NPLIPNITN HYA  NPRID IPNN MTN1D DN DINTI DNNIND
7 .(Chao, 2000; Yammarino & Dansereau, 2011) m17-29 9pNN2 MANNYND ONOY DN
AN YT NPNNIND NIV NN ONPMANN TYRD ,OMNIND T NN NP MOY02N DTN

.DNYY MMIINN NN NN DY

T8 wnow Dun and Bradstreet Y oM D10 NN )T IPNN NMIVIVONI AWNNNA

DIININ MINNYNY 173DV 12 DIMIVIN DNNIN DY DNPNVPIPTN UKD YW D7 NN
LNIPYN DNWIR INNRD NN NVIDIDININD D7NIT MYNNNI NNYYI DIIINR TINYRIN NN .IPNNA
NN NVIOININ DYVN MNNN NP IDDP NP D7RIT NAIND NN ONY IWR NIN D2 D172
NN T NY O PNOIX YN .Qualtrics DY NNLINNN DIIPON NN DY YNNI MPN NINRYD
PNN DMANNYN 7D 70N DMININIVIAN DXINNWNID .2020 ININ2 UTIND T 2019 X1 vTINN
YSINNN NNWNN NOY .IMON NI TPNIRD 1D .NPHNNIN NIINYIN DPMNN 1)1 ,17I0N0N
.(Baruch & Holtom, 2008) ©>117 ©1PN1HN2 DX92)1PN DXNNVA NI NIN 36.7% DY THY DXT2WwN HY

JN NADIA OXNDIN IPNNIINNYNIY DININD DY DOV

SYDRART WANT MANPR LR MY

DTN 19 9PINY YINIY X790 229NN 19 Mpn
A12Y3 AN DY

19N 99N DXNMYIN 15 NTYY M12N) WNIN PANRVND NN

("NIMNNN MNP

(NN 9PIN) DXV NPPD DV 17 NI WNIN YINWN YoM

YN YINWUN

9PN NN ,DTITRN I NTY VNN YANWN YHNIN 122 VNN YANWN YO0
05NN DYYTH DI DMNINI

DIONN GPIM AN GPIN MIYN DMMIN 32-N OXT2W 1,893 DNNIN TIN DOINPNHN DT

920170 DTINN PPN ,)PNAN) D9y NYAW DI DM
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2Py ovRenn L1.8

DN MYIHYN NN MWD TINNDA VIO DX T IPNN NTIAY DY DI PINNN DXADWN INSNN

: DMIPOYN DIRNNNN DIDD PND .TUNNI

DINNND NI NN N0 O M NTIAY DIPN DY SONNINN NTTHN DTN DY PN NPPN
NVIZWY 900 TPIITT NMININ M2IN THA : OXTHN NYIIN DY MIAND DY WNNN MDD

YTHN NN PINN PINNKD) NMNIDYI THPNPIDYN ML), TIIVN MNNIMND : DIOPNRY OXNVYPN DTN
I SV NYOITHN-YAIN NN (Eppler-Hattab, Doron, & Meshoulam, 2020 ; maxnnm mn»pn
AN DT MPA NION PN NPITID MNNT 2 DY 2IPY RN NTIAYA INND 200 NPT
SPPON MNIAPY D) MXIAP ,THN O3 DY DMWY NPIMINT MR 2992 )

TN IR NN 03NN ONPSN NN DP NDIN MIAIN THN ,MWNN MIPNN 551 P55 19INI
NTI2Y2 NN 9N NPIITITIN TTHA 1NN DN DNPNN NN Y0P IHNPIDYNN MV
TMININ NIMNN DPNININD OIWINTN NINAM TX NNYP NIRKNI NTIAYI INNN D00 NPT
D70 DMNIVP DN IUN )M TN DOYPNI NDN)

,JPVDYOLD DXPNAIN DIMYNIVN DM DIDTIN PION NTIAY INNN DD NPMDPN TN
O>1H1N 2172 DX PN MXNINN NMYYM TIVON NMINIAN XDV QY DDPY DNPNN TUND
APNNIDNNYNY DINN DM NPNN

PON MPIN MIAPNY NPDOY MYIYNI DXANYN PN PVIVN MIAIND 2V TN NNIDY)
T2V MNN DD NPIITTN TN DI DY NHRNNA

27 NPT DV MNZYM MNNINNN N300 MAIN >THN DY NAUN 1)~ MISPRIVIN
RaRaiValnbYmbary)

NYIYTTN YTHN DY NPAPN NPININIINT MYIWN INYD) D1MIAIN DY DY DD DXND NWD
DYIIYVY TIVA ,N2XDN MIIN DY WAUN DMOIPINTNY DO9PN DYDY : 1THIAYA IN2NN DN
MM MNNANIN YT DY D WAVUN DPVIPINTN DY), MNTOIYN DY D) WaYN DMIIN
T2V NNN DN NPT DY DO NPIDYNN

DV TPNPIDYNN MM MNNINNN YTNN DY DOV NYIVN NPT NPVLDIYINID MIAIND

T2V MNANN DN NPT

ST2N MNNAND THND D5 19IRA NVYP INTIV DMNIN DINANN OITIVN NYIY 2D NNND)

1

.9

SMVNN DN THIMTTN NON MIIND OOV IDIND NP PIIRD TN D XYM .10
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Sprna nan 1.9

MINN DY 1MADVXNA MIMIRD DM PNIVNNN MMINND DIIND NMIVY NMOIIA N IPNN NTIAY
PYYNN 1992 30 HVNNINN MDD 11T N TN I INIRD MIAINT DTV IDPTINN
D5 MDY VY NYTN IMINPYI NNON DY NYSN YT DY INTIN DX PN DY IPNND ,MONNINN NNI2

T IAPNN .INA DD NTIIYI MONIND NMNIN NMMIIN HY PNIANI NPT DOPOIWY IWN VTN DTN
N 5Y OPNPNPY OPNPY MNDW S NOND MIINNND NNINDI NDAND age friendly Nma 1wy

DY IAIPNN ,TO2 OININ DIVPRI NNNIN MIAIN DY DONNNA NTIAYN DIPNI IMYNDYN NN NDIVY dININD
DINN 12 IWUNY TTIND TNV INMNIID I YN HINNDA IPNN DY NMINdAY DIND NWY
NPINNY JPIN DTRD NMDT HY DX DXDINT DY TN 250739 NNNHD DNNIND NTIAYN NPTINN

M1 9pnNn (Doron, Cox, & Spanier, 2019; Ortar, 2020 ,5¢1Y) DNIPT DXWIN 290D NI TIRN NPNIAN
NYNA ONIWI TIVIV PNYURIN IPNNN XIN 012NN TN 933 19W N IPNN NTYY NYTN YT XXaN

DTN 5ANN OODIN YN DI, M

7092 .IMNINRD NN ) NPNDINN NN JD NOYOVIN NIYD NWY 1T IPNND ,THPYYNN NNI2
DNV P20 192 TPNN INYMIY DOWTNN DMIYPM NTIAY MDD D00 NPT TT0 , 10NN
DMNINY NTIAY MMIPN DY 50N NPIYTT OITPI NMTD DD NNND DMWY DY MYNYN DININ
DN D1 TTHN ,NINNIND NN .NTIAYND PIYA DIWIT) DY) NPITH NNNNNA YOY 7o)
398D AN 20 MNIN IV 1YY NOONRYA DININ NPITHN YANYNDY VNIN YARYND DINNA DXPOIYD
T IPNN2 VWNY DIRYN MPINN MDNN) NNIAN ,I2T DY IND N0 JPTHIN NTHaYN MO
Y 7-29 NTHIAY MDY TN DIDIRNNN NTIAYN PIVA DY PITINIY MYTN NININ MDA YOO MmN

APTIN
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TR MANRNT L2

"ITIAY NYAIPAD TXIDAT DI NINITITY NARATY TR 39 TR

TANN2 WNN) 2019 N9 9 TINNA The Gerontologist NYN AN 9NN NNYNIY DD IINNDD
YN ININD NIV TOIIN DY DIPNNT )IP NIHNA NIAYY OXNIN (2018 LOINNI 28
— 109 199 PONNID PNV NYN AND2 PWNN NN 00N Oxford University Press ,007900

.2020 INYI29 97U LAY

(NOBAIND RPN
Conceptualizing Age-Friendliness in Workplaces: Proposing a New Multidimensional
Model
Creating age-friendly workplace environments is considered a central organizational approach
for addressing the challenges of supporting an aging and older workforce. However, there are
no concrete definitions or theoretical frameworks that explain the full meaning, assumptions
and basic processes of this concept. This article critically reviews the conceptualizations of the
age-friendly workplace in the fields of organizational psychology and gerontology, and
proposes (a) a new working definition of the concept, and (b) a multidimensional model that
consists of a typology of age-friendly dimensions, representing the implications of human
resource policies and practices that demonstrate the ways in which organizational climate and
organizational culture support aging workers. This framework enables a better understanding
of the organizational-occupational realities within an aging and older labor market, and thus
serves as an effective foundation upon which future organizational measurements can be

constructed.

PR
Eppler-Hattab, R., Meshoulam, 1., & Doron, I. (2020). Conceptualizing Age-friendliness in
Workplaces: Proposing a new multidimensional model. 7he Gerontologist, 60,1, 12-21.

https: /7doi.org/10.1093/geront/gny184.

DTRN-17 DTN — NTIAY MMPNA INNN D0 NPT .(2020) O NNTY,.X,O0WN .9, ARVN-1D9N
117-138 ,109 258030 DNw2a

https://www.btl.gov.il/Publications/Social _Security/bitachon109/Documents/50-appler.pdf.
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NIJnD A

;P N Tom (UN, 2017) nmanna 1PTin mnmann N inn 173 nhavn mo
207 92vn TIaYe TYnnk OWRINN 0V DWW DY TN PY D00 TN TN
D7y OPX 0¥ oMK 0N (Fisher, Chaffee, & Sonnega, 2016) >2ynn neraon
D11YDM11 ONZI2 W DY T2 OmiN 2 0mpn 5y vy Dy anxn oy Tonn-
Harris, Krygsman, ) it 2 "N PHYNI0E0 IN MINITIN 1700 0'NesIn 190
15%-30% P9 , N3V MIWN 9900 9 5y (Waschenko, & Laliberte Rudman, 2017
W NPOYAN N0 DY et DMERNDD YD TR DAY NPMY DMINGD
Oude Mulders, Henkens, & Sclippers, 2016; van Dalen. Henkens, & ) ovan ovaw

(Wang, 2015

NMINND oM hnann (Age-Friendly Workplace) #2035 »my1y 1 pmay oypn® wnnn
QN L NNT DY .0T NN OV TTIRNNY aNYIn T DR MR AMiphnn oo
TYHNA NEPY D05 e T Ay opn YY DN oY Dnte aMsnn IMovny
Appannah & Biggs, 2015; Broughan, 2013; Ciampa & Chemnesky, 2013; Paullin ) voxnn
T3y 0WPD 2N (1) : 07T DM N7 VI 0 o W (& Whetzel, 2012
TAINN 7 DPOTMNNN MTIT VI Ta 5% PN1m 19N 7D N 5 smm
DYV 9398 795 IR NERYTYTY DNANN O 0NN (2) ONTIND DYERT
070 T2 2PV .0MNIN O] DN ,0IN20 0T 2% mMDam nras By qpwa
WM T WS OV WAL URan D IRD PN D02 2000 Y0N0RK 2T A0
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Abstract

Background and Objectives: Measuring the extent to which the culture of organizations can be considered age-friendly is
a significant anchor in the constructive inclusion process of older workers in workplaces, given the consistent aging of the
workforce. Hence, the purpose of this research was to develop a novel, comprehensive, and theoretically driven measure of
workplace age-friendliness.

Research Design and Methods: Three multiphased, multisourced studies were conducted: a qualitative assessment proce-
dure and 2 separate quantitative field surveys of individual-level perceptions.

Results: A 24-item scale of workplace age-friendliness was developed, consisting of 4 dimensions that represent the dif-
ferent ways in which organizational culture aligns with an aging and older workforce: age-friendly core culture, devel-
opment, wellness, and flexibility. Confirmatory factor analysis verified that a 4-factor structure is the most appropriate
solution, with all dimensions having acceptable internal consistency. Preliminary evidence of construct validity is also
presented.

Discussion and Implications: The measure developed in this study may serve researchers as well as practitioners in the field
of aging and work. Further implications and limitations of using this instrument in furure empirical study on workplace
age-friendliness are discussed.

Translational Significance: The Workplace Age-Friendliness Measure may be used to advance and accommo-
date the constructive and healthy inclusion of aging and older workers in workplaces. It can be adopted as
part of the involvement of policymakers at the organizational and/or national level charged with promoting
equitable employment for older persons.

Keywords:  Aging workforce, Older workers, Organizational culture, Scale development

Workplace age-friendliness refers to the extent to which cies and needs (Eppler-Hattab et al., 2020). The need to
an organization maintains the employability of its older measure the extent to which workplaces are age-friendly
workers by embracing an organizational culture in which becomes increasingly important against the backdrop of
they are accepted and treated according to their competen-  the aging of the workforce and prolonged working life. In
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particular, recent evidence suggests that maintaining age-
inclusive workplace environments can have positive impli-
cations for organizational productivity, performance, and
innovation (Backes-Gellner & Veen, 2013; Boehm et al.,
2014). These trends are not surprising given the increase
in the share of older workers (55 plus) in the labor market,
which in certain developed countries is expected to reach
a potential of 32%—40% by 2030 (United Nations [UN],
2017).

Although an age-friendly culture can, in principle, be ap-
plied to workers of any age, the construct of age-friendliness
in the workplace is contextualized as one aimed primarily
at older workers (Appannah & Biggs, 2015; Eppler-Hattab
et al., 2020; Wihrmann et al., 2018). There are two main
reasons for this perspective. First, the literature provides
evidence of a considerable underutilization of older
workers, and the adverse consequences of work-relared
age stereotypes that affect older workers significantly more
than workers in other age groups (Harris et al., 2017). Asa
result, while recognizing that younger age groups may en-
counter their own age disadvantages at work (Taylor et al.,
2016; Twenge, 2010), and without eliminating their needs,
the meaning given to workplace age-friendliness is pro-
viding support for aging as part of the constructive inclu-
sion of older workers in organizations. Second, reinforcing
an age-friendly culture can convey a positive message to
workers of different generations, thereby fostering contin-
uous employment capacity across the working life span, and
enhancing intergenerational relations and collaborations in
the workplace (Burke, 2015).

In view of these consequences, a number of constructs
have been presented in the literature pertaining to assessing
workplace suitability for older workers. However, the ex-
isting constructs have three major limitations: relying on
common perceptions and expectations of older workers
that are not specifically related to a particular organiza-
tion (Armstrong-Stassen, 2008), using a list of practices
that are not necessarily culture-driven (Kooij et al., 2014),
or adopting a generic age approach that is not uniquely
adapted to aging and older workers (Boehm et al., 2014;
Marchiondo er al., 2016; Pirt-Carsouphes er al., 2015;

Zacher & Yang, 2016). Yet, we acknowledge that other
frameworks for assessing workplace adjustments to an
older workforce are evolving against the complexity of
working longer in an era of longevity, such as the Later-
Life Work Index (Wilckens er al., 2019; Wahrmann et al.,
2018). In this study, we present the development of a com-
prehensive operational scale for quantitatively measuring
workplace age-friendliness from an organizational culture
perspective.

Theoretical Background

The concepr of age-friendliness in the workplace is drawn
from the theoretical grounds of organizational culture and
climate. As a starting point, it is assumed that an organi-
zational culture that is age-friendly is based on the funda-
mental assumptions and deeply rooted values that guide
the members of the organization on how to think and act
with respect to the integration of older workers. This inter-
pretation is derived from the accepted definition of organ-
izational culture outlined by Schein (2004), according to
which the espoused values shared among the organization’s
members are a central component of a distinct and specified
culture.

Furthermore, as Ostroff er al. (2013) elaborare, organi-
zational culture can motivate the emergence of supportive
policies, practices, and procedures (hereinafter: practices)
that demonstrate the ways in which culture is manifested.
In this process, the perceived work environment shared
among the organizations members with regard to these
supportive practices is conceptualized as an organizational
climate (Schneider et al., 2013). This means that if sup-
portive practices are embedded in the organization, they
serve as the linking mechanism between culture and climate,
and thus an alignment may be maintained between culture,
practices, and climate. For example, an age-friendly cul-
ture may be the basis for cultivating age-friendly pracrices
which, in turn, create shared perceptions that emerge into
an age-friendly organizational climate.

According to the theoretical model of the Age-Friendly
Workplace (AFW; Figure 1), this study develops a measure

A Person-Organization Typology of Age-Friendly Policies and Practices

Age-Friendly
Organizational Culture

o Growth
« Recognition and respect

Worker

« Fairness and equality Age-related

Development

« Utilizing KSAOs™

« Lifelong learning mindset

« Career development

+ Mobility management

« Job enrichment & mentoring

Sustainment

« Health & wellbeing promotion
« Workplace design

« Updating skills & knowledge

Age-Friendly

Organizational

+ Awareness raising Orientation

Modification
« Changing attitudes Decline

« Supportive relationships « Job crafting

« Job design & redesign

« Redeployment & retention
Utilitarian

Climate

Flexibility

« Flexible employment
» Work-life balance

« Reduced workload

Maintenance
Organizational Focus

Figure 1. A multidimensional model of the Age-Friendly Workplace (reprinted from Eppler-Hattab at al., 2020). *Knowledge, skills, abilities, and othar

interasts and values.
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of the two edges of this relationship, namely, the perception
of espoused values that are age-friendly on the one hand
and the perception of age-friendly practices that nurture an
age-friendly climate on the other hand. As a cultural facet,
the core values of an AFW include principles such as rec-
ognition and respect of older workers, fairness and equal
opportunities in human resource processes, and values re-
flecting supportive relationships. In the implied workplace
environment facet, four clusters of organizational practices
may generate an age-friendly climate: development, sus-
tainment, modification, and flexibility.

Each of these clusters contains a bundle of supportive
practices of functional significance. Development practices
include lifelong learning processes, in which the changing
Knowledge, Skills, Abilities, and Other interests and
values (KSAOs) of older workers are utilized. Sustainment
practices involve the protection and promotion of health
and well-being in the workplace, accompanied by training
and gualification processes to update and upgrade pro-
fessional skills and knowledge. Modification practices
are about ways to improve performance and efficacy,
mainly through job design and redesign. Finally, flexibility
practices provide flexible employment arrangements for
older workers who prefer or need to change their work-life
balance.

The above clusters are adapred to a range of individual
and organizational conditions in which an age-friendly or-
ganization engages with older workers. Development and
sustainment practices are designed for older workers who
continue to develop and grow, whereas modification and
tlexibility practices are aimed at older workers who reduce
their work involvement (based on life-span development
theory; Heckhausen et al., 2010). Development and modi-
fication practices allow the organization to directly benefit
from utilizing the KSAOs of older workers, whereas sus-
tainment and flexibility practices require the organization
to maintain the existing KSAOs of older workers (as de-
rived from the Resource-Based View framework; Wright
et al., 2001). Given this framework, we propose that work-
place age-friendliness can be captured with five interrelated
factors: core culture, development, sustainment, modifica-
tion, and flexibility.

Present Study

The purpose of the present study is to produce a Workplace
Age-Friendliness Measure (WAFM) based on a multidi-
mensional model of the AFW (Eppler-Harttab et al., 2020).
This measure may serve both researchers and policymakers
as an instrument for investigating the constructive inclu-
sion of an aging and older workforce in organizations. In
order to develop a reliable and valid measure of workplace
apge-friendliness, three multiphased srudies were conducred,
conforming to the accepted scale development litera-
ture (DeVellis, 2016; Hinkin, 2005). In the first study, we
generated a broad pool of items based on the AFW model.
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The items were reviewed and assessed by a panel of experts
and revised accordingly. In the second study, a subset of
31 items of workplace age-friendliness was further refined
to 24 items by analyzing the interitem and criterion-based
correlations, and variances of each item, and examining
the factor structure of all items using exploratory factor
analysis. A third study was subsequently conducted using
confirmatory factor analysis (CFA) to verify the proposed
dimensionality of the remaining 24 items. Finally, conver-
gent and discriminant validity indices were produced and
analyzed for the subscales. These studies are described in
the following sections.

Procedures and Results

Study 1: Instrument Development

Phase 1: Item generation

The purpose of this phase of the study was to create an
inclusive pool of statements and examples of the ways in
which an organization maintains the employability of older
workers, so that together they reflect the manifestation of
an age-friendly culture. In line with this purpose, we relied
on two sources to obtain content validity. The first source
was members of the “Late Adulthood” steering committee
of the Israeli Society for Human Resources Management
(ISHRM). The second source was previous theoretical and
empirical literature that provides good qualitative anal-
ysis of age-friendly practices (Ciampa & Chernesky, 2013;
Kooij et al., 2014; Loretto & White, 2006; Midtsundstad
& Bogen, 2014). An initial pool of 48 items of human re-
source practices and supportive culture statements was
obtained, taking into account considerable redundancy.

Procedure 1.—We documented and summarized related
marterials from the “Late Adulthood” committee meetings,
attended by two key authors of this study. The members of
the committee were 15 highly experienced human resource
directors and experts. The members had an average age of
59 years (SD = 8.92). Sixty-two percent of the members
were women. The committee’s meetings were held for a
period of 2 years and consisted of two main stages. First, a
targeted exploratory survey was conducred among human
resource managers from 20 large organizations in the
business and public sectors (e.g., high-tech, secondary in-
dustry, higher education, and banking) dealing with organ-
izational practices for preretirement workers. The survey
included some open-ended questions to understand the
ways in which organizations engage with emplovees older
than 55 years to leverage their capabilities in terms of best
practices embedded. Second, based on a preliminary pic-
ture provided and participants” knowledge, an outline was
developed for an organizational toolkit of principles and
best practices for older workforce management. A total
of 20 best practices were obtained from this process, in-
cluding, for example, age-based diversity in the workplace,
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professional retraining, employment flexibility, learning
and regeneration strategies, intergenerational mentoring,
raising awareness in age-based recruitment, and recogni-
tion programs.

Procedure 2.—Independently of Procedure 1, we consulred
existing scholarly literarure on organizational adjustments
for older workers to produce a separate set of items, using
a deductive item-generation approach appropriate to a
domain with sufficient theoretical grounds (Haynes et al.,
1995; Hinkin, 2003). Using our definition of workplace
age-friendliness as a reference point, we generated items on
the basis of four considerations.

First, we consulted the literature on the needs and expec-
tations of older workers from their present or future work-
place, as measured in previous studies { Armstrong-Stassen,
2008; Kooij et al., 2014). For example, two of the most
prominent issues older workers seek are recognition and
respect (in the context of not being transparent), and flexi-
bility in terms of the scope of the position and the number
of hours worked (Pitt-Catsouphes et al., 2009).

Second, we were inspired by items measured on recur-
ring themes of positive age-related organizational practices
from existing literature (Armstrong-Stassen, 2008; Boehm
et al., 2014; Kooij et al., 2010). For example, the age-
inclusive human resource practices scale developed by
Boehm et al. (2014) contains an item reflecting the extent
to which an organization offers “equal opportunities to be
promoted, transferred, and to make further career steps ir-
respective of one’s age™ (p. 702), which captures a certain
indication of an age-friendly climate.

Third, we have assembled a mixture of items that are in-
dicative of exclusively effective practices for older workers,
and those that could effectively be applied to all workers,
but are increasingly important to workers as they age.
Finally, we formulated the items so that employees could
identify them as being related to an age-friendly organiza-
tional culture. A toral of 48 items were obtained from this
process. The items were then reviewed for redundancy with
the 20 hest practices obtained in Procedure 1, after which
a combined set of 48 items remained. At this point, items
were classified according to the five-dimensional model
of the AFW, of which 15 were classified into core culture,
seven for development, 11 for sustainment, seven for mod-
ification, and eight for flexibility.

Phase 2: Item review

Sample.—The 48 items were reviewed by 17 judges with
different but related areas of expertise: nine were human
resource directors in large organizations, five were senior
organizational consultants, and three were managers or
CEOs of organizations providing human resource services.
The average age of the judges was 57 years (SD = 6.17),
and their average professional seniority was 27 years
(SD = 3.94). Seventy-six percent of the judges were women.
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Thirteen of the judges had a master’s degree in organiza-
tional behavior sciences or business administration, and
three had a doctoral degree in behavioral and management
sciences.

Procedure 1.—The judges reviewed the items based on sev-
eral criteria. First, the judges rated each item as to whether
it represents our definition of workplace age-friendliness.
This process was accompanied by a brief theoretical back-
ground and some methodological emphases to ensure
face validity. The judges rated each item on a three-point
scale, ranging from a rating of 1 for “does not represent
the definition™ to a rating of 3 for “clearly represents the
definition™ (Hardesty & Bearden, 2004). Second, the items
were reviewed by the judges in terms of their literal clarity
and reasonableness, to be revised accordingly, if necessary.
Finally, the judges made general comments concerning the
totality of the construct based on their overall professional
experience and their familiarity with Israeli and/or global
organizations.

Procedure 2.—The judges’ ratings and review were
examined using a number of indices to determine the items
to be retained, removed, or reedited. Initially, Kendall's
coefficient of concordance (Legendre, 2010) was used to
examine the degree of agreement berween the judges re-
garding the representation of the theoretical concept by all
items. A relatively low coefficient was obtained, indicating
that the null hvpothesis (a consensus among all judges’
ratings) was rejected (Kendall’s W = 0.192; y? = 126.46;
df = 47, p < .00). However, this result involved high agree-
ment among judges on several items and lower agreement
on others. The high-agreement items were mainly those that
are exclusively related to older workers (e.g., retirement
planning, job redesign, mentoring; hereinafter: exclusive
items), whereas the low-agreement items were those that
are not exclusively related to older workers (e.g., employ-
ment flexibility, career development, health and well-being
promotion; hereinafter: unexclusive items; Froidevaux
et al., 2020).

Therefore, we then considered the inclusion of each
item separately, based on three indices: the average and
standard deviation of the ratings of each item, and the per-
centage of judges stating that each item clearly represents
the definition of age-friendliness (Hardesty & Bearden,
2004). For exclusive items, we required stricter agreement
among judges than for unexclusive items. Accordingly, for
exclusive items, ratings average of at least 2.70, standard
deviation of less than 0.60, and a percentage of judges
stating a clear representation of at least 80% were taken
for inclusion, whereas for unexclusive items, ratings av-
erage of at least 2.50, standard deviation of less than 0.75,
and a percentage of judges stating a clear representation
of ar least 65% were raken for inclusion. Reedited items
were treated similarly, given content consciousness. As a
result of this process, 31 items survived according to the
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following breakdown: 12 in the core culture dimension,
five in development, five in sustainment, four in modifica-
tion, and five in flexibility.

Study 2: Instrument Refinement

Sample and procedure

The sample included the evaluations of human resource
managers and professionals from 122 medium and large
organizations in Israel, from diverse industries (eg.,
hotelkeeping, health services, high-tech, consumer goods,
and transportation). Forty-nine percent of the respondents
were ISHRM members who represent larger organizations
with greater awareness of the issue. Seventy-eight percent
of the respondents were women. Nineteen percent of the
respondents were between the age of 30 and 40, 32% be-
tween 40 and 50, 34% between 50 and 60, and 15% older
than 60.

To facilitate the evaluation process, an online survey was
conducted, composed of a list of 32 statements of workplace
age-friendliness. The survey consisted of the remaining 31
items from Study 1, plus an intuitive statement reflecting an
overall conceprual assessment of workplace age-friendliness
to be used as an additional criterion for inclusion of items
(*Considering all aspects known to me, it can be said that
the organizational culture of my organization is friendly o
the employment of older workers”; hereinafter: AFW item).
Participation in the survey was voluntary, while ensuring
personal and organizational anonymity.

The participants were asked to indicate on a seven-
point Likert scale ranging from “strongly agree” to
“absolutely disagree” the extent to which each of
the statements is consistent with their organization’s
values and conduct in addressing older workers. The
participants were told that for the purpose of the study,
an older worker is an employee aged 55 and older (in
line with McCarthy et al., 2014).

Phase 1: Ttem selection process

Evaluation and selection of items were made on the basis
of three criteria: item-total correlations, item variances,
and concurrent criterion-based correlations. First, items
with average to high interitem correlations (mostly be-
tween .30 and .60) with items of the same theorized di-
mension were selected to be included in the subscales, as
poorly correlated items might not measure the same con-
struct, whereas overly correlated items indicare unneces-
sary repetition (DeVellis, 2016). Second, the correlations
berween the AFW item and all other items were also
analyzed for item inclusion, as cross-validation berween
explicit and implicit psychological constructs may help in
reinforcing the validity of the underlying construct {Clark
& Wartson, 1995). Third, the variances of items were
inspected in the selection process so as not to be too low,
thus producing sufficient distinction between respondents
on the age-friendliness scale.
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Results—With the exception of two items, the correlations
between the AFW item and the other items were above a
required threshold of .20 and significant at a level lower
than .01. The two low-correlated items with the AFW item,
eliminated accordingly, represent assistance for the transi-
tion of older workers to retirement, implving that support
for retirement is not a necessary component of workplace
apge-friendliness. The variance of all items ranged between
1.80 and 4.35, a reasonable product of the variety of or-
ganizations represented in the sample. The tripartite selec-
tion process resulted with the removal of six items, thus 25
items remained. Table 1 displays the means and standard
deviations of these items, as well as their Kendall’s tau-b
correlations (Gibbons, 1993) with the AFW item.

Phase 2: Exploratory factor analysis

We performed a principal factor analysis on the remaining
25 items, in order to analyze the interrelationships of the
items and investigate the underlying factor structure, while
examining additional items to be removed (Bryant &
Yarnold, 1995; Fabrigar et al., 1999). In this procedure, the
responses of ISHRM members were given double weight
{using SPSS weight cases procedure; DeVellis, 2016; Kalton
8¢ Flores-Cervantes, 2003) that matched the estimated
size of organizations represented, due to their deeper un-
derstanding of the issue in light of their familiarity with
the “Late Adulthood™ committee and its work. Given our
proposed five-dimensional workplace age-friendliness
model, we used the principal axis factoring method, appro-
priate for latent theorized constructs (Fabrigar & Wegener,
2012). The rotation method used was Varimax with Kaiser
Normalization and rotation converged in six iterations. To
ensure thar each item is uniquely represented in the con-
struct of each latent factor, we used a factor loading of .50
as the minimum cutoff, while mainraining a difference of at
least .10 between loadings for any given item across factors
{Henson & Roberts, 2006).

Results—As given in Table 2, one item (Item 16) did not
meet the latter criteria and thus was removed, leaving us
with 24 items. This item has a .50 borderline loading on
the development factor and is not uniquely interpreted
across development and flexibility factors. The resulting
factor structure contains four factors for further validation,
labeled core culture {nine items), development (six items),
wellness (six items), and flexibility (three items). The total
variance explained by these factors is £6.3%.

Study 3: Instrument Validation

Sample

Two samples were used for the validation process. The
main sample was composed of 448 emplovees from five or-
ganizations operating in different Israeli industries: chemi-
cals, media, agriculture, nursing services, and finance. This
sample provided self-perceptions of the remaining 24 items
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Table 1. Means, Standard Deviations, and Zero-Order Correlations With the AFW ltem in Study 2

Item M 50 T,
1. My organization treats older workers fairly and equally. 5.91 1.34 bf
2 In my organization, there is no age discrimination in processes such as recruitment, 5.55 1.59 b5
promotion, and dismissal.
3. Managers in my organization are a personal example of the wish to recruit and retain 513 1.73 bf
workers of all ages, including older workers.
4, In my organization, there is a positive atmosphere toward the employment of older 5.58 1.44 T6
workers.
5. My organization promotes multiage diversity in the organizational workforce. 518 1.72 64
6. My organization makes sure that older workers are recognized and respected no less than ~ 5.87 1.43 S5
ather workers.
7. My organization shows responsibility for older workers who have long contributed to the  5.72 1.45 S6
organization.
8. Older workers in my organization are not the first priority for dismissal during 5.50 1.73 57
organizational change or downsizing.
9. Older workers in my organization are not pressured to vacate their place and retire early. 5.58 1.53 38
10. My organization allows older workers to update and upgrade their knowledge and skills 557 1.48 51
as part of their job.
11. In my organization, older workers are encouraged to acquire more new skills appropriate ~ 4.70 1.59 23
for changes in their professional field.
12. In my organization older workers are encouraged to serve as mentors for other employees.  5.20 47 53
13. My organization allows older workers to continue to develop throughout their working 523 1.52 A8
lives.
14. In my organization, older workers are encouraged to initiate changes in their jobs, in line 4.53 1.64 24
with the needs of the organization.
15. My organization knows how to benefit from the total knowledge, skills, and abilities of 5.6l 1.45 A9
older workers.
16. My organization allows older workers to make changes in their professional work. 461 1.60 31
17. My organization takes care and acts to promote the health and well-being of older 4.57 1.55 A5
workers.
18. My organization encourages older workers to participate in health promotion activities. 3.78 1.60 A9
19. My organization works to raise awareness and change attitudes toward continuing work 4.53 1.79 &7
at older ages.
20. In my organization, older workers are offered job changes, if necessary, to better fir their 4.38 1.72 A5
abilities.
21. My organization organizes the work so that older workers remain in the organization in 473 1.60 38
optimal functioning.
22, When required, my organization helps to reduce or adapt physical or psychological efforts 4,46 1.69 S0
to the abilities and needs of older workers.
23. In my workplace, older workers are given flexibility in choosing the range of hours 418 1.94 27
worked.
24, In my workplace, older workers are given flexibility in choosing the scope of the position.  4.38 1.91 51
25, In my workplace, older workers are given flexibility in choosing the job location. 340 1.74 29

Notes: AFW = Age-Friendly Workplace. Responses ranged from 1 (absolutely disagree) to 7 {stromgly agres). All Kendall's tau-b {x,} correlations are significant at

p < 01 (two-tailed). N = 122,

of workplace age-friendliness from Study 2, as well as other
organizational constructs listed below. The sample was
used to perform CFA for the WAFM in terms of individual-
level perceptions and to provide convergent and discrimi-
nant validity indices for its subscales. Descriptive statistics
of this sample are reported in Table 3. It is worth noting
that the age distribution of the respondents represents a rel-
atively high proportion of older workers, as 37.2% of the
respondents were aged 55 and older (M = 50.4, 5D = 10.6),
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compared with 14.5% in the total Israeli labor market
(Israel Central Bureau of Staristics, 2017).

The sample from Study 2 was also used for the validation
process. As noted below, this sample included additional self-
perceptions on organizational constructs relared yer distinct
from workplace age-friendliness, which were used to provide
complementary indices of convergent and discriminant va-
lidity. The use of two separate samples allowed us to keep
surveys as short as possible, as required (Hinkin, 20035).



Innovation in Aging, 2020, Vol. 4, No. 4 7
Table 2. Principal Axis Factor Analysis in Study 2
Item 1 2 3 4
1. My organization treats older workers fairly and equally. 86 .20 14 A1
2 In my organization, there is no age discrimination in processes such as recruitment, 79 .23 07 23
promotion, and dismissal.
3. Managers in my organization are a personal example of the wish to recruit and 77 e A8 A3
retain workers of all ages, including older workers.
4. In my organization, there is a positive atmosphere toward the employment of older 75 .20 26 15
workers.
5. My organization promotes multiage diversity in the organizational workforce. 1 A2 25 A4
6. My organization makes sure that older workers are recognized and respected no 70 A7 19 A5
less than other workers.
7. My organization shows responsibility for older workers who have long contributed 68 A7 29 22
to the organization.
8. Older workers in my organization are not the first priority for dismissal during 68 38 .09 22
organizational change or downsizing.
9. Older workers in my organization are not pressured to vacate their place and retire 63 38 .18 -.07
early.
10. My organization allows older workers to update and upgrade their knowledge and A6 .66 21 A2
skills as part of their job.
11. In my organization, older workers are encouraged to acquire more new skills A3 .64 26 23
appropriate for changes in their professional field.
12. In my organization, older workers are encouraged to serve as mentors for other 42 .61 A3 27
employees.
13. My organization allows older workers to continue to develop throughout their A7 .60 31 A8
working lives.
14. In my organization, older workers are encouraged to initiate changes in their jobs, 24 .60 21 A2
in line with the needs of the organization.
15. My organization knows how to benefit from the total knowledge, skills, and 43 54 14 27
abilities of older workers.
14, My organization allows older workers to make changes in their professional work. 18 S50 A0 A3
17. My organization takes care and acts to promote the health and well-being of older 18 A5 .80 -.04
workers.
18. My organization encourages older workers to participate in health promotion 11 A2 76 A6
activities.
19, My organization works to raise awareness and change attitudes towards continuing 32 A0 .62 A2
work at older ages.
20. In my organization, older workers are offered job changes, if necessary, to better fit 25 a7 .55 41
their abilities.
21. My organization organizes the work so that older workers remain in the 41 34 53 30
organization in optimal functioning.
22 When required, my organization helps to reduce or adapt physical or psychological 22 27 52 41
efforts to the abilities and needs of older workers.
23 In my workplace, older workers are given flexibility in choosing the range of hours 18 21 .09 .82
worked.
24 In my workplace, older workers are given flexibility in choosing the scope of the A3 A6 29 71
position.
25, In my workplace, older workers are given flexibility in choosing the job location. 15 19 .08 64
Eigenvalue 12.73 4 1.62 1.14
% variance explained (rotated factors) 25.30 14.62 13.36 12.98

MNotes: Mumbers in boldface indicate dominant factor loadings. 1 —Core culture, 2—Development, 3—Wellness, 4—Flexibility. N = 182,

Procedure

To reach the main sample, we approached the CEOs and/
or the chairmen of the boards of companies listed in the
Isracli Dun & Bradstreer database, with a request to send
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an anonymous survey to their employees via the organi-
zational email system. Before determining whether an or-
ganization is entitled to participate in our study, we have
ensured that the organizational age structure of each
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Table 3. Descriptive Statistics of the Main Sample in Study 3

Organization 1 2 3 4 5
Nursing Total
Industry Chemicals Media Agriculture services Finance sample
% of employees aged 55+ 29.9% 23.0% 23.0% 32.0% 19.0% 26.6%
N 160 115 90 46 37 445
Age Mean 51.4 49.9 50.0 49.9 49.7 50.4
S5D 10.4 12.0 10.5 10.4 6.2 10.6
% 55+ 46.5% 33.3% 34.4% 37.0% 16.2% 37.2%
Gender %% Women 38.1% 59.1% 46.7% 87.0% T8.4% 53.6%
Position % Managerial 58.1% 25.2% 51.1% 60.9% 29.7% 46.2%
Dimensions of WAFM
Core culture Mean 5.46 514 539 5.85 5.09 5.37
sD 1.33 1.50 1.18 1.19 1.36 1.35
Development Mean 5.07 4.65 4.87 5.45 5.29 4.98
sD 1.48 1.53 1.33 1.24 1.22 1.44
Wellness Mean 496 412 4.31 477 5.01 4.60
sD 1.41 1.61 1.43 1.47 1.35 1.51
Flexibility Mean 3.30 4.31 336 5.01 415 3.84
5D 1.77 1.68 1.52 1.51 1.51 1.75

Naotes: Responses ranged from 1 (absolutely disagree) to 7 (strongly agree). WAFM = Workplace Age-Friendliness Measure.

organization would include employees aged 55 and older at
a reasonable rate of at least 15%. Two high-tech companies
did not meet this threshold and thus were not included in
the sample.

We provided each organization with a separate link to
an online questionnaire using Qualtrics secure survey soft-
ware, so that the responses were stored on an external server,
thus minimizing biases. All English-version questionnaires
were cross-translated into Hebrew (International Test
Commission, 2017). All employees were asked to partic-
ipate in the survey on a voluntary basis. They were told
that their organization decided to participate in research
about the organizational approach to work at an older
age. Guidelines for participants were the same as in Study
2. The response rate was 19.9%, falling within accept-
able ranges (Baruch & Holtom, 2008). The anonymity of
responses was maintained on a personal level. The organi-
zational level was kept confidenrial.

An acceprable three-phase approach was used to dem-
onstrate construct validity: (a) verifying dimensionality fit
and internal consistency, (b) assessing convergent validity,
by denoting relatively strong correlations with other meas-
ures of related constructs, and (c) assessing discriminant
validity, by denoting relatively weak correlations with
measures of unrelated constructs (Campbell & Fiske, 1959,
Hinkin, 2005). Each of these phases is discussed as follows.

Phase 1: Dimensionality

To cross-validate the four-factor structure obtained in Study
2, we conducted a CFA using SPSS Amos 21.0 on the main
sample. We used centered variables to basically take into
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account the organizational level, so that responses in each
organization became relative to the organizational means,
thus easier to interpret at the individual level (Enders &
Tofighi, 2007). Following the accepted recommendation to
interpret multiple fir staristics (Bollen, 1989; Kline, 2010},
we examined the chi-square test and the (standardized) root
mean square residual (SRMR), along with the root mean
square error of approximation (RMSEA; Browne & Cudeck,
1993), the comparative fit index (CFI; Bentler, 1990), and
the normal fit index (NFI; Bentler & Bonnet, 1980).

Results.—The initial CFA showed a moderately good fit,
but with a slight need for model improvement (yx* = 929.53,
df = 246, p < .00; SRMR = .04; RMSEA = .08; CFI = .92;
MNFI = .89). The modification indices of this model did
indeed reveal that an estimation of the standardized re-
sidual covariances between sampling errors of three pairs
of items representing tangential issues (89, 10-13, and
17-18) can yield a better fit. Reactivating the model with
these estimations led all fit indices to fall within the ac-
cepted ranges (32 = 708.50, df = 243, p < .00; SRMR = .04;
BMSEA = .06; CFI = .95; NFI = .92; Kline, 2010). An al-
ternative five-factor model resulted in a less favorable fit
(= 953.49, df = 240, p < .00; SRMR = .06; RMSEA = .08;
CFI =.92; NFI = .89). In the adjusted four-factor model, the
average correlations between the latent constructs and the
observed items ranged from .77 (for core culture and well-
ness) to .80 (for development) and .84 (for flexibility) and
supported the above fit indices. We also observed strong
correlations between the latent constructs, ranging between
.54 and .87, with an average of .71. All four dimensions
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had acceptable internal consistency reliabilities ranging
between .88 and .93 (Table 4).

These results suggest that all four dimensions of work-
place age-friendliness are distinct but related. Therefore, at
this point, we moved to use the average of items for each di-
mension, so that each dimension is given the same weight.
The final scale items are provided in the Supplementary
Appendix.

Phase 2: Convergent and discriminant validity assessment
The purpose of this phase of the study was to proceed
to the validation process of showing evidence of conver-
gent and discriminant validity. Convergent validity refers
to the extent to which a measure is related to other sim-
ilar measures of a construct, and discriminant validity
represents the extent to which a measure is distinct from
other unrelated constructs [{Campbell & Fiske, 1959;
Hinkin, 2005). Appropriately, we chose four well-es-
tablished constructs with which the WAFM dimensions
would be likely to have differential relationships:
perceived organizational support (POS; Eisenberger et al.,
1986; Rhoades & Eisenberger, 2002}, climare for diversity
(CFD; Gelfand et al., 2005), workplace age stereotypes
(WAS; Hassell & Perrewe, 1995), and intergroup contact
(Allport, 1954; Voci & Hewstone, 2003). We briefly detail
below the scales of each of these constructs, followed by
their expected and observed relationships with the WAFM
dimensions.

POS is defined as “employees” general belief that their
work organization values their contribution and cares
abour their well-being™ (Rhoades & Eisenberger, 2002,
p. 698). To measure POS, we used a short version of the
survey of POS developed by Eisenberger er al. (1986),
which Hofstetter and Cohen (2014} used in a Hebrew ver-
sion (ot = .82). This scale has seven positively formulared
items (sample item: “The organization strongly considers
my goals and values™) and five reverse-scored items

{sample item: “The organization shows very little concern
for me™). As indicated by Rhoades and Eisenberger (2002),
POS is supported by antecedents such as fairness, proce-
dural justice, and job conditions and drives consequences
such as organizational commitment and desire to re-
main. Therefore, we would expect scores on the WAFM
dimensions to be positively correlated with scores on the
positively formulated POS scale and negatively correlated
with scores on the negatively formulated POS scale.

CFD is defined as “employees’ shared perceptions of
the policies, practices, and procedures that implicitly and
explicitly communicate the extent to which fostering and
maintaining diversity and eliminating discrimination is a
priority in the organization” (Gelfand et al., 2005, p. 105).
We used the four-item diversity climate scale developed by
Pugh et al. (2008) to measure CFD (Sample item: “Managers
demonstrate through their actions that they want to hire
and retain a diverse workforce”; o = .76). Based on rel-
evant evidence (Mor Barak et al., 2016), we reasonably
assume a relationship between workplace age-friendliness
and the openness of the organization to individuals’ diverse
backgrounds in terms of gender, ethnicity, religion, culture,
and so forth. Therefore, we would expect scores on this
scale to be positively correlated with scores on the WAFM
dimensions.

WAS are beliefs and expectations about workers based
on their age, commonly referred to as a subconcept under
the general umbrella of ageism (Harris et al., 2017). To
measure WAS from an organizational perspective, we
implemented a nine-item version of the WAS scale devel-
oped by Hassell and Perrewe (1995), which was used in a
Hebrew version by Hofstetter and Cohen (2014; sample
item: “In my organization there is a belief that older
workers are not interested in learning new skills”; a = .8¢).
Based on an accumulared body of knowledge of the adverse
consequences of workplace ageism (Harris et al., 2017), we
speculate that the presence of negative age stereotypes in

Table 4. Zero-Order Correlations and Cronbach’s Alphas in Study 3

Variable Core culture Development Wellness Flexibility o
Age kil .02 05 03

Gender (0 = Male, 1 = Female) .08 A1 .03 09

Position (0 = Nonmanagerial, 1 = Managerial) —.09* -.11* 03 A8

Core culture 2% LBEE ATEE 93
Development T5%* A5 92
Wellness So#s .50
Flexibility 88
Negative POS -53%% -52%% -41%* -30%= .50
Positive POS it SeE* Kt A43%= 91
CFD S5 S5EF 53 de*E B4
Workplace age stereotypes -.53%% -.55%% —46%* —34e 54
Quantity of intergroup contact A43=* 34 26®* 0% 79
Quality of intergroup contact A41#* 33%# 27%* A1# 89

Notes: N = 448 for all scales except POS and CFD (N = 122). CFD = climate for diversity; POS = perceived organizational support.

*p oo 05, **p < .01
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the organization may undermine the implementation of an
age-friendly culture. Therefore, we would expect scores on
WAS to be negarively associated with scores on all WAFM
dimensions.

Intergroup contact refers to the quantity and quality of
face-to-face interactions between members of clearly defined
minority and majority groups {Allport, 1954; Pettigrew,
1998). We adapted an acceptable instrument from Voci and
Hewstone (2003) to measure Inter-Age Contact (IAC) with
older workers. The instrument comprises two four-item
scales, for quantity and quality of contact (sample items:
“In everyday work, how often do you interact with older
workers? (never — very often)”; “How do you feel about the
contact you have at work with older workers? (involuntary
— voluntary)”™; « = .82). Emerging evidence sugpgests that
under certain conditions (such as egalitarian cooperation
situations, pursuit of common goals, and organizational
support), [AC in work settings may contribute to reducing
prejudices toward older workers, which may provide ferrile
ground for the adoption of an age-friendly culture (Boehm
et al., 2014; Kunze et al., 2011}. Accordingly, we would
expect scores on the IAC scales to be positively associated
with scores on the WAFM scales in a manner similar to
CFD, bur to a lesser strength.

Results.—Table 4 reports internal consistency reliabilities
and zero-order correlations of the study wvariables. As
this table reveals, the relationships between the WAFM
dimensions and the above four scales are largely consistent
with our expectations: (a) scores on the WAFM dimensions
are strongly to moderately correlated with scores on the
POS scales, with mean correlations of —-.44 and .56 for the
negativelv and positively formulated POS scales, respec-
tively; (b) scores on the CFD scale are strongly to mod-
erately correlated with scores on the WAFM dimensions,
with a mean correlation of .50; (c) scores on the WAS scale
are strongly to moderately correlated with scores on the
WAFM dimensions, with a mean correlation of —.47; and
{d) TAC scores are moderately correlated with scores on
the core culture, development, and wellness scales, with
mean correlations of .34 for quantity and quality of con-
tact. However, contrary to our expectations, IAC scores
are weakly correlated with scores on the flexibility scale
{r= .10, p < .05 for quantity of IAC; r = .11, p < .05 for
quality of [AC).

Discussion

In light of the increasing proportion of older workers in
the workforce of a variety of developed countries, the
purpose of the three multiphased studies described previ-
ously was to develop and validate a measure of workplace-
based age-friendliness from an organizational perspective.
In this article, we have provided substantal evidence to
accomplish this purpose. We drew on a culture-driven
model of the AFW, stemming from the integration of
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theoretical and empirical knowledge. A four-dimensional
construct of workplace age-friendliness resulted from the
first two stages of the research and thus largely supported
our theoretical model. Furthermore, CFA showed that
sampled organizational data fit this dimensionality in an
acceptable manner.

In addition, the pattern of findings in Study 3 provides
preliminary evidence of convergent and discriminant va-
lidity, along with three noteworthy insights. First, the
WAFM possesses strong  interdimensional correlations
(Table 4). Second, nearly all the constructs from Phase 2
of Study 3 are more closely correlated with the core cul-
ture dimension than with the climate-related constructs,
especially when compared with the flexibility dimension.
Together with generally higher scores on the core culture
scale than on all climate-related scales (Table 3), these
findings correspond to the process theory of culture and
climate {Ostroff et al., 2013) used to construct the AFW
model. Finally, the WAFM dimensions are insignificantly or
poorly correlated with demographic characteristics of age,
gender, and position, indicating unbiased perceptions of
workplace age-friendliness among respondents regarding
these characteristics.

It should be noted, however, that the primary dimensions
of the AFW model have undergone a few revisions based
on empirical results from the reported studies. First, the
original model’s sustainment and modification dimensions
were omitted from the resulting construct and replaced by
wellness. The wellness dimension justifies its label by in-
cluding practices such as workplace health and well-being
promotion, job redesign, and job efficacy, which were
originally associated with sustainment and modification
dimensions. Second, in relation to the upper part of the
model’s typology, no distinction was found between sus-
tainment practices of updating skills and knowledge and
various aspects of development. Finally, in the flexibility
dimension attributed to indirect adaptation to the reduced
functionality of older workers, only three items survived.
Although the latter outcome allows us to achieve ade-
quate internal consistency reliability, it somewhart limits the
testing of homogeneity of items (Hinkin, 2005). This pat-
tern of results requires a reconsideration of certain forms of
our organizing model, together with further validation of
WAFM’s revised dimensionality in future studies. Further
research is also required to revalidate our new measure
over time, in different labor force settings.

The development of the WAFM introduced in this study
has a number of notable implications. Our main proposed
direction lies in using this measure to assess workplace
age-friendliness in different organizations, in research as
well as in practice, as part of efforts to maintain organi-
zational effectiveness, and reinforce a desirable culture. As
such, considerable added value can be brought by using
the WAFM among a broad sample of organizations, which
will allow an implementation of a multilevel approach
to data analysis. To date, studies that have investigated
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organizational alignment with the aging and older work-
force have not explored this direction (Boehm et al., 2014;
Kooij et al., 2014}, which is necessary for a betrer under-
standing of workplace age-friendliness, its antecedents, and
CONSEQUENCEs.

We therefore view this study as only a first step in
preparing the ground for diagnosing the culture of organi-
zarions so as to accommaodate the constructive inclusion of
older workers. Alongside this process, the WAFM can be
adopted as part of an involvement of policymakers at the
organizational and/or national level who are charged with
promoting employment equality for older persons. A pos-
sible implication could be the application of this measure
by organizations to better understand where their strengths
and weaknesses are in relation to the various dimensions
and aspects associated with the beneficial employment of
an aging and older workforce. Moreover, using the measure
continuously may provide organizations with an assess-
ment of the progress of efforts to improve and maintain
workplace age-friendliness, thereby receiving feedback for
further research and practice.

Despite the potential implications described, several
limitations of measuring workplace age-friendliness should
be noted. One noteworthy limitation is that workplace
age-friendliness can be measured only in organizations
that employ a reasonable percentage of older workers,
compared with the share of older workers in the labor
market in relevant occupations. That is, the presence of
older workers in organizations is a necessary condition
for measuring workplace age-friendliness as defined in this
study. Supplementary age-related measurements can be de-
veloped for other organizations with a younger workforce
structure, addressing concerns such as reduced job mobility
opportunities, and organizational entry barriers for older
workers (van Dalen et al., 20135).

A further limitation in this context may rest on the fact
that the main sample of Study 3 involved large and leading
organizations with a relatively high percentage of older
workers, where the topic of work at an older age fell on
attentive ears. Although it is worth learning from those or-
ganizations, a certain bias may have been included in the
perceptions of employees of the sampled organizations.
Furure research should address this issue and include more
age-diversified organizations.

A final related limitation of this study stems from our
opening definition of workplace age-friendliness, which
tocuses on adjustments for aging and older workers
rather than for workers of any age. This approach is
theoretically and empirically based on unique problems
and needs common to older workers and distinct from
those of younger workers (Kite et al., 2005). We believe
that a different approach that includes all ages would
have neutralized the capture of the specific problems
in the employment of an aging and older workforce.
However, an alternative age-oriented approach may be
useful in addressing whether employees of all ages in the
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organization are equally valued. In summary, we believe
that the measure developed in this study has a significant
contribution to researchers in the emerging field at the in-
tersection of aging and work.

Supplementary Material

Supplementary data are available at Innovation in Aging online.
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Appendix

Final Workplace Age-Friendliness Scale Items

Measure

Age-Frendly Core Culture
My organization treats older workers fairly and equally.

In my orgamzation there is no age discrinunation in processes such as recruitment, promotion, and dismissal.

Managers in my organization are a personal example of the wish to recruit and retain workers of all ages,
including older workers.

In my orgamzation, there 1s a positive atmosphere towards the employment of older workers.

My organization promotes multi-age diversity in the orgamizational workforce.

My organization makes sure that older workers are recognized and respected no less than other workers.
My organization shows responsibility for older workers who have long contributed to the organization.

Older workers in my organization are not the first priority for dismissal during organizational change or
downsizing.

Older workers in my organization are not pressured to vacate their place and retire early.
Development
My organization allows older workers to update and upgrade their knowledge and skills as part of their job.

In my orgamization, older workers are encouraged to acquire more new skills appropriate for changes in their
professional field.

In my organization older workers are encouraged to serve as mentors for other employees.
My organization allows older workers to continue to develop throughout their working lives.

In my orgamzation, older workers are encouraged to mmitiate changes in their jobs, in line with the needs of
the organization.

My organization knows how to benefit from the total knowledge, skills and abilities of older workers.
Wellness

My organization takes care and acts to promote the health and well-being of older workers.

My organization encourages older workers to participate in health promotion activities.

My organization works to raise awareness and change attitudes towards continuing work at older ages.

In my orgamization, older workers are offered job changes. if necessary, to better fit their abilities.

My organization organizes the work so that older workers remain in the organization in optimal functioning.

When required, my organization helps to reduce or adapt physical or psychological efforts to the abilities and
needs of older workers.

Flexibility
In my workplace. older workers are given flexibility in choosing the range of hours worked.
In my workplace, older workers are given flexibility in choosing the scope of the position.
In my workplace, older workers are given flexibility in choosing the job location.

Note. The original Hebrew-version questionnaire was cross-translated into English (International Test Commission,
2017).

Source: Raphael Eppler-Hattab, MSec. Israel Doron, PhD. Ilan Meshoulam. DBA, Development
and Validation of a Workplace Age-Friendliness Measure, Innovation in Aging, Volume 4, Issue
4, 2020, 1gaa024, https://doi.org/10.1093 /geroni/igaa024.
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"The impact of organizational ageism, inter-age contact, and organizational

values on workplace age-friendliness: A multilevel organizational study"

European Journal of Work and Organizational Psychology nyn an52 010195 wn Nt 9INn
SWTNN VIDWN 9959 HY) VIVY PINNL K¥NDI MY IPNR NIT NWIN TIND 119N 2021 5512 17 PINNI

NYN 2N52 DYDY INDAP INNDY NPYTAN PYNN DIND INIVNA TINNN NN DD 7P 1)

Abstract

In view of the continuing aging of the global workforce and its implications for organizational
life, it is of great importance to develop research into workplace environments that are
considered friendly to the adequate employment of older workers. We therefore adopt the
concept of workplace age-friendliness as reflecting the extent to which organizations maintain
age-related organizational values and climates that support the employability needs of older
workers. Using responses from 1,893 employees working in 32 organizations in seven
economic sectors in Israel who evaluated their organizations, we examine a novel conceptual
organizational model of the joint role of organizational ageism, inter-age contact, and
organizational values in the formation of workplace age-friendliness. Multilevel multivariate
analysis using generalized linear mixed models with nested design demonstrated differential
effects of these variables on workplace age-friendliness, with a prominence of negative effects
of organizational ageism and positive effects of clan values. The theoretical and practical
implications of these findings discussed here may enrich age-related organizational research

with an evolving positive organizational perspective towards work in older age.

Keywords: older workers, organizational values, aging workforce, multilevel analysis
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NN DXNANN NN 1Y 0NN OXT2W DY NNINI NPIDYND NPMTT MIAYNMN NTIAY MDD DY IpPNN
D57y HY DNV DIMNIN NIV NTHRN DX GPWNI NTIAYN DIPNA NN D)0 NPT DY ) PYIN
VIDOYW TIN .01 DT DY NPNPIDYNM 2972 DININ TUN 52D DNIVPN DMININ DIPN)
NN DMYNY DXIY DMHIDD DTN NYAVN DNININ 32-2 DPONINN D12 1,893 DY MAwna
%) P2 YIN L, TIMIN NNDN DY GMVNN TPINN DY WTN MPYI MDNIX DTN ONM NN ,DMININ
MNYN-17 MNI-2 MM .NTIAYN DIPH INANN D2 NPT HY NMIKINNA DMNIN DI
SV NPONININNT MYV NN MPNI ION DY D951 DMIND DXI7IYN DODTIN MYNNNI
NN SV NPIOY MYawn SY MO DY ,NTIAYN OIPNHA IMIN D) NPT DY NYN DNINWUN
NN DIRNNN DY NPYYNM NPOLNININN MIOVWNN .DMVIY DIIIY HY NPIVN MYIVI TIIININ
NNNANN NAVPN NININ VN NTIPI DY 9T NWUPN MININD IPNNT NN PYYND NMVY NS NN
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MHOoUNY NINNA PIMNIN VN NTIPI YN NI IPNN NTIAY DY DIPNNN NITO DY INIVN
INIYA N DD MNMINND MPTHNA NTIAYN MDA DN OXTAWY DY DTN TOHINN OPON DY MNNN
D»NN YY OINMNNN OMNA NTIAY TYNN DY NNNINNN NYIWNL MV Y NN T NN INKRND

TN TV NYRIN IINDN .DMININD DYDY NN T IPNN NTIAY T NI0N PYND TN 5P ,DMININD
D72 DY NPAPIDYNN 13IXD DNMNNA DD0 NNYPN TMNIN MAIN DV DYIN MNP TNNN DY

29 571 PDVNVIN NITHN XT DY KIAN INAND INNN DD IMTT NTIAY DIPN IVIND .DININ
DMNIN HY DNNXND NIIWND NOYINIY NINDN NNND DMWY DTN TUN ,IINNA ONIXIND I THN

DN OMPT NTIAY DIPN DY M NPNRN YONNINN TINN .IND PTHI NTIAY MO DY NN NHHIND
,INNN NN, TAIVD MINNAND D00 PMTT NDY MAIN : DXTHN NYIHINNI 251D INNN

JONPIOYN MYIIN

DIPN HVIND DY HONIYANT NTNN DX VI N IPNN NTIAY AN MWD IINRNN ,)D DY I
TTH NNINY NMHO DN DYDY 2211 MIVN MIPNND 90D MYNNIND NN D0 XTI NTAY
NPRINND NYY NTIAY NN D20 NPT DY ITHN-YIIN NN .NTIAYA NN DD RPN
DNNNA .JNDIV HAWINN DY WNRINHN YONNINN DTIND DY 1IN XIP TI2),NON DMIPNN DY NPPININD
MINILY 71092 195MM SAPNNY MIANNN YONYIN X NPNRN TN DW NNRNNM MINMPN > THN , T
TNIN VN NTIPI PN HAPNNY DXNIND MIANN DY DDIND SWOVN IMNNNN ,NOY .(wellness)
NPMNK NPPIINX NPRI PO NT AIPNN INININ .NTIAY MDD D7) AP DY MmN NI
TINDY AN OXTHA VIDOY TIN,NTIAY INANN DD NPT T10 DY 120N 99N AN IPHNY
-39 MM .0”Y5Y5 DMNIVPO NYIVA OMNIN 32-0 DT 1,893 HY DIPMOIYN NN HOOW NP IMNNT
MONN NN D) 199 ,022A8YN NNNIN MIIN M0 DY MNWNRN MNYHN DX INRIN INWN-19 NINI

TIAYA N0 D0 NPT DY NNIVANNA NI DMININD

TTI2YMY NPT 21N DY nvwmNen nhw 5.1

DY YMIYLXM NTIAYM NNPTINN DINNY OITNT NWY 1T NTIAYA AN PPN YONNONN YN
MNN DN OMTT NTIAY DIPN HYWOVNNINN ITINN ,MIYRIL UXID .D¥I7T 19012 MNIN IPNNI
DXPDIIY DMIPIND DN D17 1A% THINRD DNPIN TYNN T ,NTIIYA NN DD NPITDTN TT0)
NPNYNNA .OMVY DOYNY DMININ DIAXNI) DONIND NI JPTHI NTIAY NID DY NN NHYYON N»Naa
DWPN TIDMI MZVTN MNP NMIVIN NMNDN DNND MIYY XN NON DIYPNA 1T NYTN NINON HY

Mna 30 Yy 9 .(Boehm et al., 2014; Kunze, Boehm, & Bruch, 2011 ,5v15) 5% 55510 »)N
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TN O MPNYITN MNINTN NINY MIPN T INNN D)7 NPINAD NPININ MNIAIN YW NN
.(Lain et al., 2020; North & Fiske, 2016 ,5¢15) 91211 Y%)2 NOYN WIDHD NPNIDI MNPIDYN
92 NTIAYD MO0 MYVIMININ DY NTIAYN DIPNA DN NPMTTY MONMNN 1T LIV NTIPIN
209 NYPN MNPIDYN DOPR ML MTIR NNANNT IPNNN DINNA NPWN NN PYYND IMYY ININ

T2V PN DD TIND

271N P2 PPOND NPRNNN DY NPVNNINN MIOYNN IR YITND NN DY IWPNA Y
DTV IMN2HN DD NPMTTN TTA A IM2HN D)0 >MTT NTIAY DIPN DY WNINHN YONNINN
,N2NN 500 NVPITT MPPOPIN NPITH DV NIR-OTR NNV DNMNNL .0 THNN YIIN Jy2
DNMNINA OMNPNRN NHRNNN MINMPN YTHN DY ININDNI NN MP>TINN NPPINN NN INSNDI NI
;70105 .0%NIN DXTNHNI PPN 1NN PNPIDYNN MM MHNNININ YTNNY TIva IV
NMNVINININ DY NINIWNM ININD TIPINN DIDT DY MOUNNINN MIADVXNA 1IN IPNNT IRNNDN
MRVIIIN DY XNPINND MIMNIND TIPMIN DIVT DY 112 191, MNNANTD NN IYN TN DY NNIIND
TIPYHN DIVT DY MONNONN INMADVIN ,NNT DYDY .TPNPIDYN MY NN TUN TN DY DINNND
MNVIND TIPIN OIDT SV I ,(NINMP N22INN) TN SV NNPNNN NNV NN DY INPINNND MININD
DN OXTHN MIPANN IDNNI NI (MINRNTD 223NN) TAIWN DY DINNDNN NMPXVIMIIN DY INININD
MADN MPPN .NMNINKN NMIASVNNN SNWD NWYNY NYPN MNIDY THNN YN ,NNT DIPNI

199N 5T DY NDI9N IN PITN PODY MMYY JND 1IPNIY NIND NINY DTy ND M2202a

DY TAN MPA DY MWIHVN MWD DMININNI DINND DINSNNN NN WIAD 1), TPV
DN Y7 M2 IINY (Ostroff et al., 2013) NN DOPRI NNNIN MAIN DY NHNNN MININNN
THNNA VNIV 555 TITA INY DN DNIVNA GPNYNN DIRINNN DT .INNN DD XM NTIAYN
PORNN YONA TN DN O N DHPRY DMNVYPN DI1HN DNV NOND IXNVYNA NDHN MIAIN
DY09Y YV NYANN NDAP ANMN 1T DIDT 1OV OININD DXYPRD TINMNIND MIAINND P2 O1VINININN
MIPON .NIOY DWPNRI DAPNYNN AN DMYYNN DX0ND RNV INNN N0 ONVYPN OMININ
1791 AN NP INNN D0 PIITT NMININ MIAINY RN NPND NI N DTN NOWN MIVIN
YW OVUYNN MV IRNYNA (IND INNTIV NONI NINGY) DHNDN DNININD TN NYNLVIN XM

NN D20 DRI NMNIRD MPPOPINN NPITHN NX OXTIYN NDONA GPNYND

32 39NNV 1Y) K9NN IPNN INSDIY D) NPNITT NPMNIN NN DY JPIMIND 1Y
V212N YOOYN TPINM .97 DMPNID DMNIN DI DIMNNIN DY JPIVP NN DXANYN (DININD

NYMTT HY NMININND KRNI TWUR D2 P2 VI DY PNNNN 2APNN PN OY TN IMNIX NN DY
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NTIAY MI2202 NON DHNYN MHOOVN DY ONTIP DIPNN DY TAN MIPA N2 NTIAY NN 90D
.(Iweins, Desmette, Yzerbyt, & Stinglhamber, 2013; Naegele, De Tavernier, & Hess, 2018)
,0°IN2 DT 299D NPDLY MNYTR MYT DY 1MIAPNVN 12X DOPN YN NN NPINN 1N NPIAPY

oy 1 .(Perry & Parlamis, 2006) Nn170IN) NPYOIX MOOWN YNNI MIWIWNIN NPIYNIN J1IMYIVM
%) P2 YN DY NPIAPNN NONRI TIMNIN NNDMN DY NPDIOUN MYIVNN DY Manmwnn maounn NN}
M220 MINPND DXADN NPPN PITY NN 2IVWN DN YN YT DDINNY NMWY NTI2Y M2D2

DN DT 9D NPMTT NTHAY

9% MSHI NPININ NN P2 IYPN N1NAD INIYRI NN PADN RONN IPNHNN 91010
DMNIND DIV NNON T DY NNXPH MY NPIMNIN NMIAIN) DN NPT NONY
NNNNIY NPLIYN MAIND DY OLINONN ©OAN ,NINTY (Cameron & Quinn, 2011 ; DINNNN
NADN NIMANND NNYID 2N NYY NTIAY NN D230 NPT 2IAPYY PITN 1I9INA NNYPD
NTI2Y ,NPYIN-2 DYONY MOIYHD MNVNI MOTYNRY NINID 99 NPMTT NMNIN MM2AIND
,79 9y qon .(Cameron & Quinn, 2011) NDNY NNNXI HY DOPTIN DIYP) MOINN , 1PNV
DTV MDD DAY NPITT DY THIAPIDYN ML TN NINNINT YV ¥ DIXIN DINRNNNN
NPMIND NI ,PIVN MNP NN NTNN DY I MYHTHY NTIAY NMDXAD IWIYNND DMWY
NPMIAIND MDADN YIIX NN NIITRNT NPMIPTAY NN XTI TPDINYT MIVN MY NDONN
TPININ NPDVPON DY NIV 2N TPON RYNY MIYY DINNNN DIDIYN NINDNI MOPNVND
maann by MmN ,(Gregory, Harris, Armenakis, & Shook, 2009; Hartnell, Ou, & Kinicki, 2011)
AN DY NPININM NPYIRN MISWNN MNINNA D) NV XY X1AD NWY D070 IPNITIT TMININD

9N MY NMNIN

NPWYHR MIXPRT nebw 5.2

-TPNPIODYNN MINISNN DY AN NPMIYN MIAN IWIND ININN DN O NN NTHAYD DIPN DTN
INIVNY MIIYNN NN NI DITNY NWY TIN NINIINIT, M JPTHI NTIAY PIY ININT NMININ
NTIAYA INNN D0 NPMTTN TTH,72T HY 1IPOYA .0MININD DN DXTW DY DIPMD IV

TIMNIN NPDLPIN DY NNV DINNNNNNI PYND 1225990 MDNMNN DNNIN NIIYND wHwd Ny
)2 DY A1 .INHDN M2INN PAY 132 YN DY NN TIN NMININ NMININD MAIND NYNRLVN DY HPnc
MOLONN PDAPM NPITH XANYN SY OMANYNNI PIND NPININ NN DY PINIAN MHNN NIND 1)
D212 NYND DYIPONN .0XINN DT NAY OONPIDYN NMPNYI NYIN DTPY DOWPIANN DMNINI

MTIPI NN NP 210 PANY NIV DNNINT NTIAYA IMIN DN NPMTITN T2 NHYOSN NN 2OWH
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VIV .02 DT DY NDWIN NPOYND DNYPN DMYN DXVINY DN ONOY NYINT PYIND
D229 DINNIL IMINY DINNINNT MNTPNN 12)D NIIYN DININD PADY NWY MY 17102 TUNNN
,NTI2YA INANN D20 NPIITT W12 DPININ DN DY DMIANYN ,ID 19D .0NIY DMNIONYN)
NPT YV N1NIAY DIDA WHYO MIVY ,DI0I1N DPININ DY) 92 P2 YN, NNNIN NN VI

ADIY NPDOPAR HY NOVIVW NTITH NW TIN DN DOTNYY YK 2INUD MPIVPIN

7092 D) DIWMD NN NTIAYA NN D) APMPDN TTH,MDYN DY NMNS XY N2
MOIYDI DINN OXTIIY PID PY OOYAZ) TPVIND NPPTN HYAIPS DI P NIVNA NN
DYT2Y0 DXIMIN NTIAY ININ DY NYNVLM TITYD YD TUN ¥T> DINIY WD) MININD IDIND MV
WTN DI NN DT NN XY 91D NTOYW DIV GNNYND DOPIOYN TITY ,NNNTY .0MININ
, /2NN 52 NPIDYND MYINT NMY NMID NPYYNI OMNIN P2 51T2) MNIAN PO KN TWN
DN DYITIN /2 MO IXINY 9 .NTIAYN PIYI NPRD) MNINL DMWY 21”2 YO 7O

9N DN DMNIN IIDIY) NDYOINNNNI MTPNNND DIOWINY NPND DMWY IPNNI INNDIY

WP oY ,1-7 2192 F77IAY MR DND NPMITITIT TR NPT A MY

773 VNINN niwmi Wellness ninnonn | 0MIAN 0Dy qQavin
n'm71iovn TN

TIVIOININAD MY

5.3 5.0 5.2 53 5.8 NINAITAN 92V
4.9 S/ 4.8 5.3 5.7 n'mion NPYIN
4.8 4.0 4.6 5.2 5.4 0’0191 NN
4.7 4.3 4.0 50 5.3 NN nN7Iwn
4.6 3.8 4.6 4.8 5.2 NIMIFN NI
4.6 4.4 4.2 4.7 5.2 miwmm
5.0 4.3 4.8 SN 5.6 (N=1,893) DITNN 77D

NPOYN MNIN DN DTV PODY DIPIOYN DY DNDID NDOWH MW, TIINM NN NNV
DNMNN NOTHNDY OMMAN DXTAY SY INPIOYNN PNVIIN NN Y1DY OMVY DIDIDN) DMIPNY

oY MTTINNN T .MPIAOININIDN NMIVIAN MDIYN DY 205551 HOIN NX NXNNY TIY,PYNd
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19191 9NN NYNT MYSNNI PI R RVANNY NDID NTIAYN PIYI DN DT NDOY DY DNND
AT T DY D510 2IWN IR, D) RIN 20NN NYIION 92 DIV T DY IR, MIPY NYNY MMYwna
Y91 D27 NI IV N3 %) .NTIAYN S92 DU DININ DXTAIWY 12 TWN IININ NYI9N DN

DYPY0YN YV DN MON NXIN DD ,NTIAYN PIiYa DINWN DXDIYI) MNIND NN PO PIND
IYANIY SNPIDYN DWIOPN NP TIN T INT DN ,DMPIA TIAYD PYNND DININ DITIYD TWAND

.(Fisher, Chaffee, & Sonnega, 2016; Wang & Shultz, 2010 : X121 N7PPOY) NN3

-TPMNINN NN DN T DY NTIAYA NN D20 NPT T NN D00 NN NN
MNIAN PIN DITPA DMNX YNV 55 TUR YTN NPDYN DITIVD DIYHD DI NNND NVY TININD

TI2YN MDA DMANNYNA DT YIND TN NRXINDY, 0NN OXTAWY NYDIN MMIN PNPIDYM

MIANN DN MPIRNNN NTIAY M2 NN 1T IPNN NTIAYI NYXIND NNONN NN 2DV 1N, TI9D

(1N DOV NINTY MYNIND MY ,NOND DML OTPNNY DIPIOYNY TITW YPD MYNNNI

ANINI MNTN P2 DMIAPN DIVP MDYV DMIN)-17 NOIIM P OYTP .1

22 TIAYD NPVNTINM NMIVINRD 2950 MITHYI MDAN NIYIT MYTIN NROYND NN NI .2
SMan

YN MY TIN,DIND DITIIYY TWPNL YN YARYN YI01INI NPIPNYI MMIN DY NPRY .3
.27 MLV MNYTR MYTI DIPVINIVOD

20792 DIN2N DTV 5932 YNT 29 NTIAY M DINNY YINA DOMIND NIYIN NMMIN MM .4

LDMINKN DXTYD OOYIXPN DINVIN YNV DN OXTNY TITY .5

.DIN2N DT DY DNNNI OMNXIIA DY NNND NP MY .6

.DMNY09) DM DXNINNA IMANN D7D MNRMN NTHIAY M0 DY .7

DOVTN DIV YIDID DNYY DINWIIM YN NN XMITYDY 1ITY0 0NN OXTAYD MIVOR 1NN .8
IMINPNN DDINNA DNV DIIRNNN

DY DXTWY HONNPHN NINDY NIWIN NN NYPYn .9

.DMIMN2N DT DY MDD DMNIVIIN ) NPONN VTN 21991 SW NIIYM Nt .10

NTIAY P2 NHX DY NNV D3NN DXTAY DY DTN DY NYOYW DYDY NPIDYN MNNIN 5N .11
.D»VI9N OMND

SWHYIVIN NN NIV NTIAYN WIN’IL DIVYITIN DNV DXTPPIN DY NNRNND MNIND DW» .12

M2 DM NTIAYN MIMINND
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*TINY pma nxear 5.3

TNPTINN DINN YTINY YNNI YIRIVIDNP IPNN YIND NMIVY 1T NTIAYI MHININN IPNNHN NION
NTIAYN DIPN DTN DY NPMIYND DNMI YTNY IPNN 2D NN ,TPYNT DI 190102 NTIAYM)

SV DD DN DIYPNA NTIIYI MDD DD NPMTDN TTH DY INPIND) NN D02 XN
YT 3 N NTIAYA INNT DN NPIITT AWVIND NPTHNNY YN DIRINNT DIAT .NTIAYN MO
19913 XD INANN DD OIMTT NTIAY DIPN DY 3NPNN P0NNONN ITINN DY NHPRNNN MN»PN
TPPINNY NVINNN NN TPHRNND NYY STNY IPNN ,TIPAT SNINM IPNNT NN T DY PN
MINDN DY NHIRMND NPTHND AN YTNND TWUNRD PADIND IN NI INNY DTIND 1321 DY NYTINND
,DOMIN DY AN DY) OXTH,ID 1D .NTIY IPNNY NPLINTT NPND NMWYY NN MNY NTIAY NI
9901 2 DN’ RVLANNY NMNINIRN NN OXTHN DTN DY NIDONRD DNMNND OMVY TVNN MIPNND
D277 NN YN TWAN KD TUN ,XINDN IPNNNN DNMNIRD I1901 A NTTHN DTN DY DMIVNIN
MNN 9N NPIYTN TTH DY DMIINN MI2N D NNINN NN YYRD T TINAY ) N1OW-17 WUNRND

JPIMNAND NN O) 22PY NTHIAYa

P2aY 553955910 OOMNIN DTFTN DD PA MIAPNNN MDD NPNONN MNNYA AWNNNA , NIV
NN NN OO NY DMIPNN D INY ,(Profili, Innocenti, & Sammarra, 2017) 95 0»9N0N NIND
OYT10 DY 92001 DHPIN Y2)0 2IVN PHNN) YVNNN NPYW IPAD? 7o) ,NIN D20 2 PYNINN YO
IUNI NIN2N PODY 7N DY MODN NPPN TN ¥ .0I92 NN D7D D52 DD D1YNID DMNIN

270 DMPNAD OMMNIN DXTTNI 9299991 DMININ OXTTN P2 WP DPPNN 1N MO NTNY

DXIPNNA NTIAY INANN DND NPNYTTN TTHH2 WHRNYND 1N ,INY 20T 10,1V
DNINYN D195 DMWY NOND DMIPNN .FIMIN VN NTIPIN INAN DDA NTIAY DY D TNY DMIMND
DY0IVIN NIY M DNININ N2AY N NN NPNY MIYY DNDYON IUN T NTIAYA DY) NOY DD
MIANN DN NPT P2 VP ONMNND NYY NT XYNA STNY IPNND ,NNNTY .00 DXTW DY
M0 NDON MIOND DXONMNNN 92D DMINID DMMNIN 01NN DINVPITIN PAD NTIAYA

N PYS NTIAYN MO D01 DNAY DMNNIN DININ DT DY NN

P05 O912°W DMIMN DMIPNA YIND D) MIYY 1T NTIAY DY NO5ION IPNNN NN NI
2Y MODIAAN D7) NPIITT MPIOPIN NPITN DAY DINNIN IIY IDIND DY 1N VNN YT
21 MONN MONN DY MPMIYN MPPNI ,5UND ,TPNNNY D913 NON DMIPNN XD INNY DTINN
D99 DY NMIYD DMWY NONX D¥IONN JNAY 0’D772),0°IN2N OXTAIY DXIANYN DN DX TPAN

TN IIT DY NPPN ADWD 5133 NT RYID MHDMDON IPNNA DN WD TPIN .OMTTN DPYOINR) DMININ
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IINYDIY NYAYNN TIND TNPNI NN NPNY NWY NT TIPD .ONNIND DNHD NPMTT NN
,1TI2Y MNAN DNO NPIITIT MIXINN TIIMNINR NN DY 25¥0N NTPIN DY dNONN IPNN2
.(Levy, 2003; Hennekam & Herrbach, 2015) N33 N5 DY NHw 0»IWANN DIIOUN DIWPMN
TPHVINIVD DIVLD NXIAPY OMINNYNL DINN OITIIY HY MIVAN MNN NI AWNNNA ,INTY
MY MYINN N1 NN Sv npn (Nelson, 2005, 2011; Posthuma & Campion, 2009 ")
VY TPONN DNV NXIAP 212N OY MNTIN NMIYININ JNNNND NMYY INNN 9NN 299 NPV
99WD VY MINIDN IPNNA PONI N NDN DXONND 2D NMIVA NN XY MIWN NN PI0D

JNIND 22N DMINAN DT DY DP¥9N DAIDWO MYTID NINOYND NPIDN 2INOY 21D NMIANN NN

VINA NTIAYA MDD DN NPMTTN TTH DY MN20DN GPIN DN PN VY YTNY IPNN 91020
Backes-Gellner ,2¢1%) Nt XwN2 MNNANND NPXI DY DOINN .NTIAYD MMYPN NPIYIN MINIIND
MO, 0997 NHNIA NMIVNT NNIRNND MIRNIN NN NWY TN (& Veen, 2013; Boehm et al., 2014
1T12Y2 DNYSID NIPTIN D) 19D ,D7T2IY MIND) DITIIY MIINHDI MANWYH ,NTIAYNN P8I MYV
DOYIND NI IININD 1D MNSIN TN D) NVWY NTIAYI INNN 200 NVPMTTN TTH ,N1)IT 19N
D5 TINNY YT YPAY IPNNA TNX ¥ .NPDLPITIN INY NTIAY , MDY NNT,0”PIY) D10IN
279 NYMPT HY OXDPN NRXIN 1201 MINWN H515N NN 5NN 5T HY 11N T TN, NON

TIYN OIPN ANIANN

P nbaan 5.4

NNY YNNI TIINA NDOOV N2 DINDNN DMPHNN NITO N3 NTIAY DY 1NN NMIOVIVONRD POND
DIDY22) PININD MNNA NTPNRNN NIV TIN MDD D)9 O M NTIAY DIPN DY TN HIWIND NN
N IIPNN NNDN DY NODID NMRIA,TIHY .0PMIAIND PIMNTIPY DY DININD MSIN MNDINND
YIYT IPDN O9INY OTONY 9PN10 MINNDN MDD ONMNNY I .NPIPIYN PPN NN PISD NNI

: 19NY VNNV 9D , NNV IPNND NY)

DXPY0YNN OMNIND NYANN N IPNN NTIAYA NNITHND NTIAYD ININD D0 NPMD NTTN .1
NTI2Y2) OMVINMYT MMIXPN NTIAYN PIYI OPYNI AWNNNA DN DXTAIY DY PID NIV
D12 OXT2WY DY OMNDN MDD .CININD NTIAYN NN 10% SWHOONDI1NI 97 IN2I N IPNN
TTR DX DOY9NY 1N NI IN2NN DN OMTT AWN» NTIAY DIPHY TID XNIDN ININ NN DNNINA
THONINL DXTNIIY DIRY DININI NTIAY IMN2NN DNY NP TN

ININY OIPE-YT OINNDVN DTN INANN DN O NN NTIAYN OIPN MNDUN DY DN .2

DOMIYN NON DXPN TV PN OINMIND PN MIADVNN DY OVNNIN NN NI N NTIAY2
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,2 1195 3T NTIAY DY NAPINN XN YTIDN DNPIM ,NIYRIN TNINRNI VNN MDD NPNINNI
MDD DD HONYTTN NTIAYN OIPN YTHN PAY NYN NPNINON P2 IWPN NN P72 XD 1T IPNN
YIN2IY DINWHT NN DN NT IPNN,ININ 932 DIN2NN DITIIWN N INDIRD TN VYD
P2 IWPN DY NN DI KD YNDNN IPNNN N0 19N .IPNNN NMHVIVONRN PYND 12 HHINY
DYTIYN MYV, DXTIYN MITINNND NN D OMNIN DINM PIAY NTIAYL ININ DN NPT
,I9RD MYPPN NIND DMWY DXNN2NN DI TV NP MINDNIID IWID IN 1IVIY DINN
NHNRN NNT DY YIANND NMIVY , 10010 NXIND PIIRD TIN DN 0NN OXT2Y DY MYNN TN1NI)
D»MNIN DN 0NN DXTAIYI NMIVNY NPNNTIN MN»P DNAY NINID 57 S0 OIHNN PI
T2V INHN DD NPMTIPN TTI DY NPONN TYNND 21IWN PPIVIP NNND DMVY NON

STOnn MpNna

,DIN2N DT DY NOPON NHI2) NPV DY PN DY D921 DNNIN KD NINN IpNN DXYTHN
YNTIV MINT .ONA MLINNN DAPN HY MIWPN DNMINIX DY D9) AN 512 NTIAYN XY TWURD
295N DMIMNINRD XTI DY DNPMDYAN NDII) NHNNDN MOLNY 1IN, OININ ONMIND TIND

200 NPMTTN TTH OVI9 MM’ DX7IYN PN D»D2I12) DININI VN YAIRYN YOMNY mInd
SONIYIN NTIAYN PIYA DMNIND MDD DMNONN OIPNNT DI MINIIN,NTIAYL INAND
TYNNNN MIDIYN 12WNDY ORIV NNNPN NN X1 MAOY NNPNY MDD IPNNTI NINKIN
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49.3% 39.4% 170 26.4% 3,230 MMVA 17
MIMPN
17.5% 41.9% 62 26.5% 2,446 18
34.7% 45.0% 60 27.2% 493 19
27.9% 46.3% 54 38.6% 2,956 20
34.4% 29.0% 70 18.2% 468 nIvpn 21
31.1% 34.8% 69 27.6% 510 22
42.4% 33.3% 96 23.0% 450 VYN 23
MHNON
26.2% 25.0% 64 12.3% 825 24
59.3% 31.7% 60 14.9% 180 25
24.9% 47.3% 56 27.9% 414 26
17.8% 55.8% 52 37.3% 530 27
90.5% 34.0% 50 18.0% 80 28
28.9% 29.2% 48 9.5% 380 29
26.5% 57.1% 42 30.6% 385 30
25.0% 34.1% 41 14.5% 400 31
63.0% 27.0% 37 20.0% 85 32
29.3% 35.1% 1,893 29,682 2719
36.7% 35.7% 59 23.3% 928 y8INN
LDMNIN DIIMAND Y9 DY TINN MIVNIN NYOY .NAPN TMININ D7NIT N2IND NN DTN 930 XD : NI+
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