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Abstract. Occupational burnout is a pervasive issue impacting professionals, with self-efficacy,
demographic factors, and job fit playing key roles in shaping individuals’ burnout experiences. Purpose.
This research investigates the interplay of self-efficacy, and demographic factors in shaping burnout
experiences. Study design. A cross-sectional survey was conducted on 327 workers working in Vietnam.
Findings. ANOVA results highlighted gender differences that males exhibited higher self-efficacy and
lower burnout than females. Participants with over 10 years of work reported the lowest burnout and
highest self-efficacy. Those working with humans and ideas faced lower self-efficacy and higher burnout.
The interaction among self-efficacy, gender, work experience, and work domain significantly associated
with occupational burnout. Implications for practice. Our results suggest that interventions aiming to
enhance self-efficacy, address gender-specific patterns, and consider individual differences in years of
work to decrease burnout in the workplace may be effective.
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Introduction

In the dynamic and competitive economic landscape of Vietnam, the phenomenon of burnout
has become increasingly prevalent. Characterized by emotional exhaustion, depersonalization, and
a reduced sense of personal accomplishment (Maslach, Jackson, 1981), burnout poses a significant
threat to the mental health and productivity of Vietnamese employees. Occupational burnout
describes a long-standing social issue that has persisted across various countries and is gradually
being studied with increasing complexity (Maslach et al., 2001; Schaufeli et al., 2017). Occupational
burnout has been studied from various perspectives. Numerous researchers have investigated this
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phenomenon in different professions, including workers, lawyers, police officers, and nurses (Cordes,
Dougherty, 1993). Additionally, studies also have investigated occupational burnout in fields such
as telecommunications, information technology, business, and sports (Maslach, Schaufeli, 1993).
Among these, the service industry experiences the highest level of occupational burnout because
this profession demands significant interaction with people (Maslach, Jackson, 1984).

Self-efficacy is an individual’s belief in their capacity to execute behaviors necessary to produce
specific performance attainments (Bandura, 1977). High self-efficacy enables employees to approach
work-related challenges with greater confidence, enhancing their ability to manage stress and
reducing the likelihood of experiencing fatigue (Prahara, Indriani, 2019). In contrast, individuals
with low self-efficacy are more susceptible to burnout, as their diminished belief in their capacity to
handle difficulties can lead to feelings of helplessness, increased stress, and reduced motivation in
their professional roles (Jerusalem, Schwarzer, 2014). The above findings suggest that self-efficacy
may play a crucial role in reducing occupational burnout.

Some research has examined the phenomenon of burnout and its related factors such as job
satisfaction and quality of life in Viet Nam (Hong, Ngo, 2021; Uyen, 2022). However, the specific
relationship between self-efficacy and occupational burnout remains underexplored. Therefore,
this study aims to explore the relationship between self-efficacy and occupational burnout in Viet
Nam. Furthermore, it investigates how self-efficacy interacts with various demographic variables,
including gender, years of work, and job characteristics, in relation to occupational burnout.

The impact of self-efficacy on occupational burnout

W. Schaufeli with colleagues suggested that burnout in the workplace “originates from an
unhealthy relationship between the job and the individual performing it” (Schaufeli et al., 2017).
Prior studies have demonstrated that burnout is positively associated with the intention to quit or
change jobs and negatively associated with productivity, effectiveness, and job satisfaction (Hoboubi
et al., 2017; Pacheco et al., 2023; Turato et al., 2022). According to self-efficacy theory, individuals
with high self-efficacy are more capable of accomplishing tasks effectively (Bandura, 1977). This
confidence in their abilities enables them to handle challenges and stress more efficiently. Previous
studies have found that self-efficacy can be positively related to employees’ perceived ability to
overcome difficulties and their work motivation (Cetin, Askun, 2019; Rhee et al., 2017; Wallin et al,,
2022). Individuals with high self-efficacy are likely to experience reduced stress and anxiety when
facing challenges (Meyer et al., 2022).

Research indicates that self-efficacy may have a negative relationship with occupational
burnout (Yu et al., 2014). Individuals with low self-efficacy may feel overwhelmed by tasks, leading
to increased stress and anxiety, which in turn results in emotional burnout (Eda-Valsania et al.,
2022). Additionally, when employees lack confidence in their problem-solving abilities, they may
struggle to find solutions to work-related issues because they focus excessively on stressors. This
may result in procrastination, subsequently increasing workload and pressure, thereby contributing
to heightened stress and burnout (Dearmond et al., 2013; Sirois, 2023). Therefore, we hypothesize
that self-efficacy is negatively related to occupational burnout among Vietnamese workers.

The interaction of gender, years of work, and job characteristics on the relationship
between self-efficacy and burnout

Gender may directly affect the relationship between self-efficacy and occupational burnout.
Research has shown that men and women may experience burnout differently and these differences
can be attributed to societal and cultural expectations, as well as biological factors (Artz et al., 2022).
For instance, women may be more susceptible to burnout due to the dual burden of work and family
responsibilities, and societal expectations of nurturing and caregiving roles. On the other hand, men
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may experience burnout due to societal pressures to succeed and provide the stigma associated
with expressing emotions and seeking help. Furthermore, the relationship between self-efficacy and
burnout may also be linked gender. For example, women with high self-efficacy may be more resilient
to burnout compared to their male counterparts, as they are more likely to seek social support and
employ effective coping strategies (Tifferet, 2020). Conversely, men with high self-efficacy may
not experience the same protective effects, as societal norms may discourage them from seeking
help or expressing vulnerability (Tifferet, 2020). Therefore, we hypothesize that gender may play a
moderating role in the relationship between self-efficacy and burnout.

Years of work are not merely the passage of time in one’s career but also about the cumulative
experience that shapes professional growth. Beyond the duration spent in a profession, years
of work reflect the breadth of roles, skills honed, and challenges faced, which together form the
essence of experience. The depth of these accumulated experiences often leads to a stronger sense
of self-efficacy, as individuals gain confidence through achievements as well as lessons learned from
setbacks (Shoji et al,, 2016). This growing self-assurance helps professionals better manage stress
and adapt to the demands of their jobs, reducing the risk of burnout (Zhang et al., 2024). In this way,
years of work become not merely a marker of time but a vital contributor to professional resilience.

However, the impact of work experience on self-efficacy and burnout is not uniform for everyone.
Women may accumulate work experience differently due to career breaks or part-time work related
to family responsibilities in Viet Nam. Despite these variations, years of work can still act as a buffer
against stress, promoting behaviors that sustain career well-being and satisfaction over time (Peng
et al,, 2021). More experienced individuals are generally better equipped to handle job-related
pressures, and they are more likely to engage in strategies that support long-term career fulfillment
(Dobrow et al., 2016). Conversely, limited years of work can leave individuals feeling ill-prepared
and less capable of coping with job-related stress, potentially leading to higher levels of burnout.

It is important to note, however, that simply accumulating years of work doesn’t always
guarantee increased self-efficacy. When significant shifts occur in an organization, role, or industry,
prior years of work may lose their relevance. Faced with new challenges, individuals may feel
uncertain or anxious about their ability to adapt, which can erode self-efficacy and contribute to
burnout (Hotamis, 2024). In such cases, the once-beneficial years of work may no longer support
effective performance, leading to heightened stress and pressure. The inability to adjust to new
demands, particularly when working in unfamiliar environments or with substantially different
organizational cultures, can diminish productivity and increase the risk of burnout. Thus, it is only
through sustained work experience in a stable role that self-efficacy can reliably grow. This study
explores years of work from this angle, proposing that it moderates the relationship between self-
efficacy and occupational burnout.

When considering different labor groups, significant psychological differences during the work
process have been documented. There is notable psychological variation between manual laborers
and knowledge workers. Manual laborers primarily rely on physical strength and health, combined
with experience, skills, and habits. Their job-related needs often revolve around safety and physical
well-being, with a focus on income and workplace stability rather than personal development.
In contrast, knowledge workers predominantly engage in cognitive tasks, with less physically
demanding tasks. They have more opportunities to access new ideas, knowledge, and experiences.
However, knowledge workers often face higher job-related pressure and stress (Kazmi et al,,
2008). Additionally, their desires for advancement, development, and recognition create intense
competition in the knowledge work environment (Anh, 2020). Consequently, knowledge workers
tend to encounter more mental health issues related to work stress than manual laborers. Therefore,
it can be hypothesized that in occupational fields characterized by manual labor, the impact of self-
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efficacy on occupational burnout is lower. Conversely, for knowledge workers, self-efficacy has a
greater impact on occupational burnout.

Based on these foundations, this study proposes the following hypotheses.

Hypothesis 1: There are significant differences in occupational burnout and self-efficacy across
gender, years of work experience, and job characteristics.

Hypothesis 2: Self-efficacy is negatively associated with occupational burnout and its facets among
workers in Ho Chi Minh City.

Hypothesis 3: Gender moderates the relationship between self-efficacy and occupational burnout.

Hypothesis 4: Years of work experience moderate the relationship between self-efficacy and
occupational burnout.

Hypothesis 5: Job characteristic moderates the relationship between self-efficacy and occupational
burnout.

Method

Participants

The study was conducted on a sample of 327 workers in Ho Chi Minh City, representing 14
occupational fields. Participants’ tenure ranged from one to 10 years, and their ages ranged from
23 to 55. Workers were invited to participate in the study through paper-based questionnaires.
All participants were informed about the purpose and content of the research and the survey. All
participants were informed about the purpose of the study, their right to confidentiality, and their
freedom to withdraw at any time. Written informed consent was obtained from all participants.
In terms of work experience, 107 workers (32.7%) had 3-5 years of experience. Those with less
than one year accounted for 7.6%, 76 workers (23.2%) had 1-3 years, 87 workers (26.6%) had
5-10 years, and 32 workers (9.8%) had more than 10 years. In terms of gender, there were 169
(51.7%) males and 143 (43.7%) females, with the remaining 15 (4.6%) identified as other genders.
By job characteristics, 154 participants (47.1%) worked with people, 86 (26.3%) with machinery, 40
(12.2%) with ideas, and 47 (14.4%) with data.

Measurement scales

First, we asked several questions about the demographic information of survey respondents
including occupational field, years of work experience in the current field, age, gender and job
characteristics (nature and subject of work). Then, we employed two main scales: “The Occupational
Burnout Scale” (Uyen, 2022) and “The General Self-Efficacy Scale” (Schwarzer, 1981).

The Occupational Burnout Scale was used to assess the level of occupational burnout. This scale
was developed by N. H. Uyen with burnout manifestations expressed through three facets: emotional
exhaustion (10 items), depersonalization in work (10 items), reduced personal accomplishment (10
items) (Uyen, 2022). Participants responded on a 5-point Likert scale (1 — “Never”, 2 — “Rarely”, 3 —
“Sometimes”, 4 — “Often”, 5 — “Very often”). Higher total scores on the scale represent higher levels
of occupational burnout. This scale has a Cronbach’s Alpha coefficient = 0.94, which indicates good
reliability. This scale retains the three-dimensional framework of traditional burnout instruments
such as the Maslach Burnout Inventory (Maslach, Jackson, 1981). However, unlike earlier scales that
were primarily designed for Western contexts, this scale was systematically adapted to the Vietnamese
cultural and occupational setting. Item wording was refined to capture local workplace norms,
interpersonal dynamics, and stressors that are particularly salient in the Vietnamese labor market.
This cultural adaptation enhances both the semantic clarity and contextual validity of responses. As
such, while structurally consistent with established measures, the Occupational Burnout Scale (Uyen,
2022) provides greater cultural sensitivity and practical relevance for assessing burnout in Vietnam.
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The General Self-Efficacy Scale was used to assess participants’ overall belief in their ability to
cope with challenges and accomplish tasks effectively (Schwarzer, [erusalem, 1995). This scale consists
of 10 items. Participants responded on a 4-point Likert scale (“Very inaccurate” — 1; “Inaccurate” — 2;
“Accurate” — 3; “Very accurate” — 4). Higher total scores on the scale represent higher levels of self-
efficacy. This scale has a Cronbach’s Alpha coefficient = 0.85, which indicates good reliability. This scale
has been translated and culturally adapted for use in Vietnam (Hanh et al,, 2024). It has been applied
in various studies with different Vietnamese populations (Hien, 2023; Vu, 2022). Evidence from these
studies shows good reliability and validity for the Vietnamese version of the scale.

Data analysis

We conducted all statistical analyses using IBM SPSS Statistics version 20. To begin, descriptive
statistics were calculated to provide an overview of the sample’s demographic characteristics,
including means, standard deviations, frequencies, and percentages. These analyses offered a clear
picture of the distribution of participants across occupational fields, years of work experience,
gender, and types of labor. In the next step, ANOVA was performed to examine whether there were
statistically significant differences in self-efficacy and occupational burnout across demographic
subgroups. After establishing the basic patterns of variation, we proceeded with inferential analyses
to test our hypotheses. A univariate general linear model was employed to assess both the main effects
and the interaction effects of self-efficacy and demographic variables on occupational burnout. The
threshold for statistical significance was set at p <.05 for all tests.

Results

Descriptive statistics on study variables and demographic characteristics

The ANOVA statistics reveal significant differences in professional burnout and self-efficacy
among groups with different genders. Specifically, male participants exhibit higher self-efficacy
(p < 0.001) and lower professional burnout (p < 0.001) compared to female participants. However,
it's worth noting that the group with the highest self-efficacy and lowest professional burnout
consists of individuals with a different gender.

Table 1. Demographic information of participants and descriptive statistics of study variables

. Self-efficacy Occupational burnout
Variables N % Mean SD  Pvalue Mean SD P value
Sex
Male 169 51.70 32.59 3.79 59.15  17.69
Female 143 43.70 30.22 404 p<.001 7135 1574 p<.001
Non-identify 15 4.60 34.40 5.44 57.27  21.67
Years of work
Less than 1 year 25 7.60 28.96 4.96 81.56  18.10
1 - 3 years 76 23.20 30.11 3.86 69.75 14.16
3 - 5 years 107 32.70 31.81 441 p<.001 6413 1832 p<.001
5 - 10 years 87 26.60 32.97 3.50 56.98 16.01
More than 10 years 32 9.80 33.16 3.11 59.34 18.83
Job characteristics
Human 154 47.10 30.70 4.02 69.13  15.53
Machine 86 26.30 32.65 3.79 56.81 17.45
Idea 40 12.20 30.83 417 P< 001 6635 1972 P° 001
Data 47 14.40 33.53 4.47 61.11  20.67
Note: N = 327.
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Additionally, the study results from Table 1 indicate the following regarding years of work:
Participants with over 10 years of experience reported the lowest levels of professional burnout and
the highest self-efficacy. The group with 5 to 10 years of work followed closely. Next were those with
three to five years, followed by participants with one to three years, and finally, individuals with less
than one year of experience (p < 0.001). Furthermore, the group working with humans and ideas
demonstrates lower self-efficacy and higher professional burnout (p < 0.001) compared to the group
working with machines and data.

Correlation between study variables

The Pearson correlation analysis reveals that self-efficacy has a negative relationship with
burnout (r =-0.58, p < 0.001). Additionally, self-efficacy is also negatively correlated with emotional
exhaustion (r=0.54,p <0.001), depersonalization in work (r=0.52,p <0.001), and reduced personal
accomplishment (r=0.59, p < 0.001) (See Table 2).

Table 2. Correlations between self-efficacy and burnout

Variables 1 2 3 4 5
1. Self-efficacy _ -58%  —54%* _52% -.59*
2. Burnout _ .95* .92% .93*
3. Burnout (emotional exhaustion) _ .80% .83%
4. Burnout (depersonalization) _ .80%

5. Burnout (reduced personal accomplishment)

Note: N =327.*p < 0.001.

The interactive effect between self-efficacy and demographic characteristics on
occupational burnout

Univariate analysis is conducted to assess the impact of self-efficacy, demographic factors,
and the interaction between self-efficacy and demographic factors on occupational burnout. Our
results indicate that self-efficacy significantly associates with occupational burnout (p < 0.001).
Gender (p < 0.001) and years of work (p = 0.019) are also associated with occupational burnout. Job
characteristics are not significantly associated with occupational burnout (p = 0.805) (see Table 3).

Regarding interaction effects, we observe that gender moderates the relationship between self-
efficacy and occupational burnout (p = 0.023). Specifically, the impact of self-efficacy on burnout
tends to be lower for females, moderate for males, and higher for the undefined group (see Table 3
and Figure 1).

Sex

100,00+ — Male
— Female

Mon-identify

80,00

40,00

Mean Burnout

20,00

0.00 T T
Low High
Self-Efficacy

Figure 1. The moderating role of sex in the relationship between self-efficacy and occupational burnout
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Years of work also moderate the relationship between self-efficacy and occupational burnout
(p = 0.005). The strongest association is found in the group with 5 to 10 years of work, while the
weakest is observed in the group with less than one year of work (see Table 3 and Figure 2).

Job characteristics also play a moderating role (p < 0.001). The strongest relationship is found in
the group working with machinery and ideas, while a weaker relationship between self-efficacy and
burnout is observed in the group working with humans and data (see Table 3 and Figure 3).

Job characteristics

100,00 — Human

[~ Machine
Idea

i~ Data

80,00

/
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Mean Burnout
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Figure 2. The moderating role of work experience in the relationship between self-efficacy and occupational burnout

Work Experience
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—1-3years
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—5-10years
More than 10 years
80,00

\
| -
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Figure 3. The moderating role of job characteristics in the relationship between self-efficacy and occupational burnout

Table 3. Interactive effects between self-efficacy and demographic factors on burnout

Independent variables Partial Eta Squared df F Sig.
Self-efficacy .592 20 6.97 .000
Sex .268 2 17.55 .000
Work experience 115 4 3.11 .019
Work object .010 3 .33 .805
Self-efficacy*Sex .289 21 1.86 .023
Self-efficacy*Work experience A74 46 1.88 .005
Self-efficacy* Job characteristics 489 34 2.70 .000

Note: N =327
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Discussion

Our results reveal that the female group exhibits the lowest self-efficacy and higher levels
of professional burnout compared to the other groups. This result supports our first hypothesis.
To explain these findings, we observe that women tend to react to workplace pressures with a
depressive cognitive style (Bianchi, Schonfeld, 2016). Additionally, their coping strategies for work-
related stress may be less effective than those of men (Tamres et al., 2002). In Vietnam, women often
face more pressure as they juggle household responsibilities and childcare while participating in the
labor market. Despite some societal openness, traditional gender norms still influence a significant
portion of the population, potentially eroding women'’s confidence in their abilities. On the other
hand, men in Vietnam, although engaged in the workforce, often participate in various leisure
activities outside of work hours and contribute less to family caregiving. The prevailing notion that
“men build houses, women build homes” remains common in Vietnam.

Our study also shows that self-efficacy increases with years of work, while professional burnout
tends to decrease. This can be attributed to the time individuals spend experiencing their jobs,
demonstrating their abilities, and continuously improving their professional skills. In other words,
individuals with more work experience tend to have higher confidence in problem-solving and facing
challenges (Chen et al., 2001). These findings align with C. Maslach with colleagues, who suggested
that initial career stages are associated with higher professional burnout, which gradually decreases
as workers adapt to their roles (Maslach et al,, 2001). However, simply accumulating years of work
does not guarantee an increase in self-efficacy; the quality and relevance of that experience are what
truly matter. Experiences that consistently challenge individuals and lead to positive outcomes in
their specific roles are key to building self-efficacy. Without such continuous, relevant experiences,
individuals may find it difficult to gain the confidence necessary to manage new tasks or adapt to
changes in their work environment. Thus, it is ongoing, successful engagement in role-specific tasks
that truly strengthens self-efficacy.

The negative correlation between self-efficacy and occupational burnout indicates that
individuals with higher levels of self-efficacy are less likely to experience burnout in their work
environment. This supports our second hypothesis. This finding highlights the importance of
promoting self-efficacy among employees in Vietnam to help prevent and alleviate occupational
burnout. Employers and organizations can consider implementing interventions and programs that
focus on enhancing employees’ self-efficacy beliefs to create a more supportive and resilient work
environment.

Gender and years of work, job characteristics were identified as moderating factors in the
relationship between self-efficacy and occupational burnout. These results support our third, fourth,
and fifth hypotheses. The differential impact of these variables suggests that different approaches
may be required to address the relationship between self-efficacy and occupational burnout based
on individual characteristics. Gender significantly moderates the relationship between self-efficacy
and occupational burnout, and understanding this influence is crucial in the Vietnamese context.
Traditional gender roles often shape how men and women perceive and manage stress (Mayor, 2015).
For example, societal expectations might lead women to experience and express stress more openly,
while men may be encouraged to adopt a stoic demeanor. These differences can affect how self-
efficacy impacts burnout. Women with high self-efficacy might manage stress more effectively and
experience lower levels of burnout compared to their male counterparts (Roohani, Iravani, 2020),
or vice versa, depending on the nature of the stressors and available support systems. Additionally,
workplace expectations and roles, along with access to support and resources, differ by gender.
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Traditionally, gender expectations might place distinct pressures on men and women, influencing
their self-efficacy and burnout levels. For instance, women may face additional challenges balancing
work and family responsibilities, which can impact their self-efficacy and risk of burnout (Cavagnis
et al., 2023). Conversely, men might experience pressure related to career success (Horta, Tang,
2023). These insights underscore the importance of implementing targeted strategies to support
both women and men in the workplace. For women, flexible work arrangements and mentorship
programs could enhance self-efficacy and reduce burnout. Meanwhile, for men, fostering a workplace
culture that values well-being and encourages open discussions about mental health can alleviate
pressures related to career success.

Years of work also play a pivotal role in shaping the connection between self-efficacy and
occupational burnout, especially in Vietnam’s rapidly evolving economic landscape. Consistent
and relevant work experience enhances self-efficacy because repeated successes in overcoming
challenges build confidence in one’s abilities. This confidence not only helps them manage stress
but also lowers the risk of burnout. In Vietnam, where economic growth and shifting job markets
are the norm, employees with significant, applicable experience are better prepared to handle new
challenges, preserving their self-efficacy. Moreover, in the Viethamese context, opportunities for
professional development and organizational support are crucial. As the job market changes, access
to ongoing training and career advancement resources helps individuals continuously hone their
skills and adapt to new job demands. This support system not only reinforces self-efficacy but also
fosters a more resilient and engaged workforce, which is essential for navigating Vietnam’s dynamic
economic environment.

Limitations

While our research provides valuable insights into occupational burnout, it is important to
acknowledge several limitations. First, the cross-sectional design, which captures data at a single
point in time, restricts our ability to establish causal relationships or examine changes over time.
Longitudinal or experimental designs would provide stronger evidence for understanding the
dynamics of burnout and its predictors. Second, our sample consisted of 327 workers in Vietnam,
which may limit the generalizability of the findings to other populations or cultural contexts.
In addition, the use of convenience sampling introduces potential bias, as individuals who chose
to participate may differ systematically from those who did not. Third, reliance on self-reported
measures raises the risk of social desirability bias. Although anonymity was assured, this bias cannot
be completely eliminated. Fourth, common method variance may have influenced the results because
all data were collected through a single survey instrument. Finally, unmeasured variables such as
organizational culture, leadership style, or workplace policies may also play an important role in
occupational burnout but were not accounted for in the present analysis. Future studies should
consider adding these variables to gain further insight into the relationship between self-efficacy
and occupational burnout.
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B3aumMogericrBre cam03(pHEKTUBHOCTH U IEMOrpadpUIeCKHUX
XapaKTEPUCTUK B IPOPeCCUOHA/IbHOM BbII'OPaHHUH
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XOAHT JIan Joan Hroxk

Komnanus WINECO (Obuiecmeo ¢ o2panutenHol 0meemcmeeHHOCHbI0 N0 UHBECTMULUAM, PA36UMUI0 U NPOU3E00-
CMBY CenbCKoX03AticmeeHHot npodykyuu), Xowumu, Boemuam

HAO ®am Kyanr
ORCID: 0000-0002-4622-9199

Ypanvckuii pedepanvruiii yHusepcumerm umenu nepozo npesudenma Poccuu b. H. Envyuna, Examepuro6ype,
Poccutickas Pedepavus

AnHoTanmsa. [IpodeccuoHabHOe BbIrOpaHHEe — paclpoCTpaHEHHas NMpobJeMa Cpeiu clieluasiu-
CTOB, IPH 3TOM caM03bEKTUBHOCTB, leMorpadudeckue GaKTOPbl U COOTBETCTBUE PAabOThI UTPAIOT
KJIIOUEBYI0 POJib B GOPMUPOBAHUM BbIFOPAHUS Y OTJeJbHbIX JUL,. [Jeab. B JaHHOM Hcc1e0BaHUN
M3y4aeTcsl B3aUMOCBsI3b MeXJy caM03dPeKTUBHOCThIO U JleMorpadudeckumu daktopamu B pop-
MHUPOBaHUHU NpodecCuOoHaJbHOr0 BbiropaHust. Ju3atiH uccsedosaHus. BbLio poBesieHO NollepeyHoe
vcceloBaHue ¢ yyacTueM 327 paboTHUKOB, paboTaroliux Bo BbeTHaMme. Pesysibmamel. Pe3ynbTaThl
JucnepcuoHHoro aHanu3a (ANOVA) BbISIBUIH TeH/iepHbIe PAa3/InYUs: MY>KYUHBI IEMOHCTPUPOBAIU
60J1ee BbICOKYIO0 caM03($PEeKTHBHOCTb Y MEHbIINN YPOBEHb BbITOPAHUS, YEM XKEHIIUHbI. YYaCTHUKH
co cTaxkeM pab6oThrl 6oJiee 10 JieT coobIaId 0 CaMOM HU3KOM YPOBHE BbITOPAHUS U CAMOU BbICOKOH
camoaddekTuBHOCTU. Te, KTO paboTaJ C IIOABMU U UIESIMH, EMOHCTPHUPOBAJIU GoJiee HU3KYI0 CaMO-
3 deKTUBHOCTL U 60Jiee BBICOKUM ypOBeHb BhIropaHUs. B3anMocBs3b Mexay camo3ddeKTUBHO-
CTbI0, II0JIOM, ONIBITOM PabOThI U chepoil e TeTbHOCTH 3HAYMMO KOoppesupoBasa c npodeccuoHa b-
HbIM BbIrOpaHueM. [I[pakmuueckue 8b1800bl. Halu pe3ynbTaThbl N0Ka3bIBAIOT, YTO BMeLIaTebCTBa,
HamnpaBJ/IeHHble Ha MOBbILIeHHEe caM03bPEKTUBHOCTH, YYET reHJePHbIX 0COOEHHOCTEN U UHUBU-
JlyaJbHbIX Pa3/IMYU{ B cTa)ke pabOThl /ISl CHIDKEHHUs BbITOPAHHUS Ha paboyeM MeCTe, MOTYT ObITh
3pdeKTUBHBIMHU.

KiloueBble cj0Ba: npodeccuoHasbHOE BbIrOpaHue, caMo3pPEeKTUBHOCTb, JeMorpapuyeckue
daxTopbl, onocpeayoiie GakTOpPHI.
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