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• áƐ ƹǁǆŃǧ ǁŤň ĽƐƇƇňĽǁŧƐƇ ļňǁǡňňƇ ļĠſĠƇĽňŃ ưƹǧĽŤƐſƐŞŧĽĠſ ĽƐƇǁƳĠĽǁ
ʇňƆưſƐǧňƳ ƐļſŧŞĠǁŧƐƇʈ ĠƇŃ ƐƳŞĠƇŧǰĠǁŧƐƇĠſ ĽƐƆƆŧǁƆňƇǁɲ

HƩŲŒƃĦĊŻĩŻ
• HǍȶ áŤňƳň ňǦŧƹǁƹ ƇƐ ƳňſĠǁŧƐƇƹŤŧư ļňǁǡňňƇ ļĠſĠƇĽňŃ ưƹǧĽŤƐſƐŞŧĽĠſ

ĽƐƇǁƳĠĽǁ ʇňƆưſƐǧňň ƐļſŧŞĠǁŧƐƇʈ ĠƇŃ ƐƳŞĠƇŧǰĠǁŧƐƇĠſ ĽƐƆƆŧǁƆňƇǁɲ
• HǍȶ áŤňƳň ňǦŧƹǁƹ ƇƐ ĽƐƇƇňĽǁŧƐƇ ļňǁǡňňƇ ļĠſĠƇĽňŃ ưƹǧĽŤƐſƐŞŧĽĠſ

ĽƐƇǁƳĠĽǁ ʇňƆưſƐǧňƳ ƐļſŧŞĠǁŧƐƇʈ ĠƇŃ ƐƳŞĠƇŧǰĠǁŧƐƇĠſ ĽƐƆƆŧǁƆňƇǁɲ
�ÿŒŲĊ�Œğ�ƃĦĊ�ŻƃƈąƩ

áŤŧƹ ƹǁǆŃǧ ŧƹ ĽƐƇĽňŃňŃ ŧƇ ǁŤň ĠǆǁƐƆƐļŧſň ĽƐƆưĠƇŧňƹɳ ƇĠƆňſǧ
}ĠƳŞň  ǆǁƐƆƐļŧſň °I¦ ĠƇŃ ŧǁƹ áŧňƳʍȌ ÙǆưưſŧňƳ ŧƇ {ĠƳƇĠǁĠżĠ ĠƇŃ
=ŤňƇƇĠŧ ʇÙƐǆǁŤ hƇŃŧĠʈ ƐƇſǧɲ  Ƈ ňŝŝƐƳǁ ŧƹ ĽĠƳƳŧňŃ Ɛǆǁ ǁƐ ĽƐƆưƳňŤňƇľưƵ



ȑ áĠǁĠ ]ŧĽƐƹĠ  ǆǁƐƆƐǁŧǠň ÙǧƹǁňƆƹ ÐƳŧǠĠǁň }ŧƆŧǁňŃ Ȕ

áƐǁĠſ ÙĠƆưſň Ùŧǰň Ȑȏ

°Ƈ ǁŤň ļĠƹŧƹ Ɛŝ ǁŤň ƹĠƆưſň ƹŧǰň ǡŤŧĽŤ ŧƹ ŃňǁňƳƆŧƇňŃ ƹǁĠǁŧƹǁŧĽĠſſǧ ȑ
ĽƐƆưĠƇŧňƹ ŝƳƐƆ ƹƐǆǁŤ hƇŃŧĠ ĠƳň ƹňſňĽǁňŃ ĠƇŃ Ȕ ňƆưſƐǧňňƹ ŝƳƐƆ ňĠĽŤ
Ɛŝ ǁŤň ĽƐƆưĠƇŧňƹ ĠƳň ƳĠƇŃƐƆſǧ ƹňſňĽǁňŃɲ  ǁƐǁĠſ Ȑȏ ƳňƹưƐƇŃňƇǁƹ ĠƳň
ƹǁǆŃŧňŃɲ

Statistical tools used

áŤŧƹ ƹǁǆŃǧ ǆƹňƹ ŃňƹĽƳŧưǁŧǠň ƹǁĠǁŧƹǁŧĽƹ ǁƐ ƹǆƆƆĠƳŧǰň ǁŤň
ƲǆĠƇǁŧǁĠǁŧǠň ŃĠǁĠɳ ŞƳĠưŤƹ ĠƇŃ ĽŤĠƳǁƹ ŧƇĽƳňĠƹň ǁŤň ňŝŝňĽǁŧǠňƇňƹƹ Ɛŝ ǁŤň
ƹǁĠǁŧƹǁŧĽƹɲ ]ǆƳǁŤňƳ ĽƐƳƳňſĠǁŧƐƇ ĠƇŃ ƳňŞƳňƹƹŧƐƇ ĠƇĠſǧƹŧƹ ĠƳň ǆƹňŃ ǁƐ
ƹǁǆŃǧ ǁŤň ĠƹƹƐĽŧĠǁŧƐƇ ļňǁǡňňƇ ǁŤň ŃňưňƇŃňƇǁ ĠƇŃ ŧƇŃňưňƇŃňƇǁ
ǠĠƳŧĠļſňƹɲ

Limitations of the study

• áŤň ƹǁǆŃǧ ŧƹ ŞňƐŞƳĠưŤŧĽĠſſǧ ſŧƆŧǁňŃ ǁƐ ÙƐǆǁŤ hƇŃŧĠʍ{ĠƳƇĠǁĠżĠ ĠƇŃ
áĠƆŧſ §ĠŃǆɲ

• áŤň ƹǁǆŃǧ ŧƹ ſŧƆŧǁňŃ ǁƐ ƹňſňĽǁ  ǆǁƐƆƐǁŧǠň }ĠƳŞň hƇŃǆƹǁƳŧňƹ ƐƇſǧɳ
ÙƆĠſſ ĠƇŃ ƆňŃŧǆƆ ÙĽĠſň ŧƇŃǆƹǁƳŧňƹ ĠƳň ƇƐǁ ĽƐǠňƳňŃ ǆƇŃňƳ ƹǁǆŃǧɲ

• áŤň ƹǁǆŃǧ ŧƹ ſŧƆŧǁňŃ ƐƇſǧ ǁƐ ƹňƇŧƐƳ ňƆưſƐǧňňƹ Ġǁ ſňĠŃňƳƹŤŧư ĠƇŃ
ƆĠƇĠŞňƳŧĠſ ſňǠňſɲ

• áŤň ƹǁǆŃǧ ĽƐƇƹŧŃňƳƹ ƐƇſǧ ňƆưſƐǧňň ưňƳƹưňĽǁŧǠň ĠƇŃ ňƆưſƐǧňƳ
ưňƳƹưňĽǁŧǠň ŧƹ ƇƐǁ ĽƐƇƹŧŃňƳňŃ Ńǆň ǁƐ ĽƐƇƹǁƳĠŧƇňŃ ǁŧƆň ŝƳĠƆň ĠƇŃ
ſĠĽż Ɛŝ ŝňĠƹŧļŧſŧǁǧ ƐƇ ŃĠǁĠ ĽƐſſňĽǁŧƐƇ ʋȑʌɲ

Analysis and interpretation

Demographic profile: áŤŧƹ ƹǁǆŃǧ ŝƐĽǆƹňƹ ƐƇ ǁŤň
IǦňĽǆǁŧǠňʀ¦ĠƇĠŞňƳŧĠſ ňƆưſƐǧňňƹ ŝƳƐƆ  ǆǁƐƆƐļŧſň ŧƇŃǆƹǁƳǧɲ
áŤňƳň ĠƳň ȎȐ ňƆưſƐǧňňƹ ǡŤƐ ļňſƐƇŞ ǁƐ Ȍƹǁ ſňǠňſ ʇ]ǆƇĽǁŧƐƇĠſ
eňĠŃƹ ǡŤƐ ĠƳň ƳňưƐƳǁŧƇŞ ǁƐ ƹŧǁň ŤňĠŃʈ ĠƇŃ ƳňƆĠŧƇŧƇŞ ȌȔ
ňƆưſƐǧňňƹ ƹňƳǠň ǁŤň ƐƳŞĠƇŧǰĠǁŧƐƇ Ġǁ ȍƇŃ ſňǠňſ ʇ¦ĠƇĠŞňƳƹʀ
IǦňĽǆǁŧǠňƹ ǡŤƐ ĠƳň ƳňưƐƳǁŧƇŞ ǁƐ ŝǆƇĽǁŧƐƇĠſ ŤňĠŃƹʈ  ƆĠŸƐƳŧǁǧ Ɛŝ
Ȕȏ˨ ƳňƹưƐƇŃňƇǁƹ ĠƳň ƆĠſň ĠƇŃ ȑ˨ƳňƹưƐƇŃňƇǁƹ ĠƳň ŝňƆĠſňɲ
_ňƐŞƳĠưŤŧĽĠſ ſƐĽĠǁŧƐƇ Ɛŝ ǁŤň ƳňƹưƐƇŃňƇǁƹ ƳňǠňĠſňŃ ǁŤĠǁ ȍȏɲȌɲ Ȑ
ƳňƹưƐƇŃňƇǁƹ ĠƳň ŝƳƐƆ <ĠƇŞĠſƐƳňɳ ȐȔɲȎ˨ƳňƹưƐƇŃňƇǁƹ ļňſƐƇŞňŃ ǁƐ
¦ǧƹǆƳǆɳ  ƹƆĠſſ ưňƳĽňƇǁĠŞň Ɛŝ ƳňƹưƐƇŃňƇǁƹ Ȓɲȏ˨ ĠƇŃ ȔɲȎȐ ĠƳň ŝƳƐƆ
CŤĠƳǡĠŃ ĠƇŃ =ŤňƇƇĠŧ ÓňƹưňĽǁŧǠňſǧ (Table 3)ɲ

Qualification of the respondents

Frequency % Valid % Cumulative %

ĀĠſŧŃ

_ƳĠŃǆĠǁň ȍȒ Ȑȋ Ȑȋ Ȑȋ

ÐƐƹǁ ŞƳĠŃǆĠǁň ȍȏ ȏȏɲȏ ȏȏɲȏ Ȕȏɲȏ

 ļƐǠň ÐƐƹǁ ŞƳĠŃǆĠǁň Ȏ Ȑɲȑ Ȑɲȑ Ȍȋȋ

áƐǁĠſ Ȑȏ Ȍȋȋ Ȍȋȋ

áŤň ĠļƐǠň ǁĠļſň ƐƇ ƲǆĠſŧŝŧĽĠǁŧƐƇ Ɛŝ ǁŤň ƳňƹưƐƇŃňƇǁƹ ƹŤƐǡňŃ ǁŤĠǁ
ȍȒ ƳňƹưƐƇŃňƇǁƹ ĠƆƐǆƇǁŧƇŞ ǁƐ Ȑȋ˨ Ɛŝ ǁƐǁĠſ ňƆưſƐǧňňƹ ŤĠŃ ĽƐƆưſňǁňŃ
_ƳĠŃǆĠǁŧƐƇɳ ȏȏɲȏ˨ Ɛŝ ǁŤň ƳňƹưƐƇŃňƇǁƹ ŤĠŃ ĠǁǁĠŧƇňŃ ÐƐƹǁ ŞƳĠŃǆĠǁŧƐƇɲ

Years of experience of the respondents

Frequency % Valid % Cumulative %

ĀĠſŧŃ

ȋʍȎ ǧňĠƳƹ ȌȌ ȍȋɲȏ ȍȋɲȏ ȍȋɲȏ

Ȏʍȑ ǧňĠƳƹ ȓ Ȍȏɲȓ Ȍȏɲȓ ȎȐɲȍ

ȑʍȔ ǧňĠƳƹ Ȍȍ ȍȍɲȍ ȍȍɲȍ ȐȒɲȏ

¦ƐƳň ǁŤĠƇ Ȕ ǧňĠƳƹ ȍȎ ȏȍɲȑ ȏȍɲȑ Ȍȋȋ

áƐǁĠſ Ȑȏ Ȍȋȋ Ȍȋȋ
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==Ùʍȍ °Ƈň Ɛŝ ǁŤň ŝňǡ ƹňǠňƳň
ĽƐƇƹňƲǆňƇĽňƹ Ɛŝ ňǦŧǁŧƇŞ
ǁŤŧƹ ƐƳŞĠƇŧǰĠǁŧƐƇ ǡƐǆſŃ
ļň ǁŤň ƹŤƐƳǁĠŞň Ɛŝ
ĠĽĽňƹƹŧļſň ĽŤƐŧĽňƹ

Ȑȏ Ȍ Ȑ ȍɲȏȓ ȌɲȌȐ

ĀĠſŧŃ § ʇſŧƹǁǡŧƹňʈ ĀĠſŧŃ § ʇſŧƹǁǡŧƹňʈ Ȑȏ

Analysis and interpretation: áŤň ňƆưſƐǧňƳ ƐļſŧŞĠǁŧƐƇ ĠƇŃ
ňƆưſƐǧňň ƐļſŧŞĠǁŧƐƇ ƐƇ ļĠſĠƇĽňŃ ưƹǧĽŤƐſƐŞŧĽĠſ ĽƐƇǁƳĠĽǁ ĠƇŃ
ƐƳŞĠƇŧǰĠǁŧƐƇĠſ ĽƐƆƆŧǁƆňƇǁ ŧƹ ƆňĠƹǆƳňŃ ǆƹŧƇŞ }ŧżňƳǁ ƹĽĠſň Ɛŝ
 ŞƳňňƆňƇǁɲ áŤň ƹĽĠſň ŤĠƹ Ȑ ưƐŧƇǁƹɳ ȌˑÙǁƳƐƇŞſǧ CŧƹĠŞƳňňɳ Ȏˑ§ňǆǁƳĠſ
ĠƇŃ ȐˑƹǁƳƐƇŞſǧ ĠŞƳňňɲ

áŤň ƆňĠƇ ƹĽƐƳňƹ Ɛŝ ǁŤň ſŧżňƳǁ ƹĽĠſň ŧƇŃŧĽĠǁň ſňǠňſ Ɛŝ ĠŞƳňňƆňƇǁ Ɛŝ
ǁŤň ƳňƹưƐƇŃňƇǁƹ ŝƐƳ ǁŤň ŞŧǠňƇ ƹǁĠǁňƆňƇǁɲ áŤň ňƆưſƐǧňň ưňƳƹưňĽǁŧǠň
ŧƇ ƳňſĠǁŧƐƇ ǁƐ ʇII°ÐÙʈ IƆưſƐǧňň ƐļſŧŞĠǁŧƐƇ ƐƇ ưňƳŝƐƳƆĠƇĽň ƹǆưưƐƳǁ
ŤĠƹ ƆňĠƇ ƹĽƐƳňƹ ĠļƐǠň ȏɲȐȋ ǡŤŧĽŤ ŧƇŃŧĽĠǁň ƹǁƳƐƇŞ ĠŞƳňňƆňƇǁ ƐƇ ǁŤň
ƹǁĠǁňƆňƇǁƹɲ

hƇ ĽĠƹň Ɛŝ ʇII°=Cʈ IƆưſƐǧňň ƐļſŧŞĠǁŧƐƇ ƐƇ ĽĠƳňňƳ
ŃňǠňſƐưƆňƇǁ ǁŤň ƆňĠƇ ƹĽƐƳňƹ ĠƳň ĠļƐǠň ȏɲȐȋ ƹŧŞƇŧŝǧŧƇŞ ƹǁƳƐƇŞ
ĠŞƳňňƆňƇǁɲ

°Ƈ Ġ ĽƐƇǁƳĠƳǧɳ ǁŤň ʇII°I¦ʈ IƆưſƐǧňň ƐļſŧŞĠǁŧƐƇ ƐƇ ňǦǁňƳƇĠſ
ƆĠƳżňǁĠļŧſŧǁǧ ŤĠƹ ƆňĠƇ ƹĽƐƳňƹ ļňſƐǡ ȎɲȐ ǡŤŧĽŤ ưƐŧƇǁƹ Ɛǆǁ ǁŤĠǁ ǁŤň
ňƆưſƐǧňňƹ ĠƳň ƇƐǁ ĠŞƳňňŧƇŞ ǡŧǁŤ ǁŤňŧƳ ĽƐƇǁƳŧļǆǁŧƐƇ ƐƇ ňǦǁňƳƇĠſ
ƆĠƳżňǁĠļŧſŧǁǧɲ

áŤň ǡƐƳżňƳƹ ưňƳĽňưǁŧƐƇ ƐƇ ǁŤň ňƆưſƐǧňƳʠƹ ưƳƐƆŧƹň ŧƹ ĠſƹƐ
ǠňƳǧ ŧƆưƐƳǁĠƇǁɳ ŧƇ ĽƐƆưĠƳŧƹƐƇ ǁƐ ǁŤň ňƆưſƐǧňň ƐļſŧŞĠǁŧƐƇ ʇIIʈ ŧǁ
ĽĠƇ ļň ŧƇŝňƳƳňŃ ǁŤĠǁ ǁŤň ňƆưſƐǧňƳ ƐļſŧŞĠǁŧƐƇʇIÓʈ ƐƇ ưňƳŝƐƳƆĠƇĽň
ƹǆưưƐƳǁ ʇIÓ°ÐÙʈɳ ĽĠƳňňƳ ŃňǠňſƐưƆňƇǁ ʇIÓ°=Ùʈ ĠƇŃ ňǦǁňƳƇĠſ
ƆĠƳżňǁĠļŧſŧǁǧ ʇIÓ°I¦ʈ ĠƳň ƹŧƆŧſĠƳɲ

áŤň ňƆưſƐǧňň ưňƳƹưňĽǁŧǠň ŃƐňƹ ƇƐǁ ĽŤĠƇŞň ƐƇ ǁŤň
ňƆưſƐǧňň ưƳƐƆŧƹň ĠƇŃ ǁŤň ňƆưſƐǧňƳ ưƳƐƆŧƹň ŧƇ ƳňſĠǁŧƐƇ ǁƐ
ļĠſĠƇĽňŃ ưƹǧĽŤƐſƐŞŧĽĠſ ĽƐƇǁƳĠĽǁ ʇ]ŧŞǆƳň ȍʈ ʋȓʌɲ

  Organizational commitment is measured with the same tool as the 
balanced psychological contract. (ACS) Affective Commitment Scale 
has mean scores above 4 which show that the affective commitment 
of the employees is high. (CCS) Continuance Commitment Scales 
have very low mean scores below 3, the employees do not agree with 
the continuance commitment towards the organization. In case of 
(NCS) the Normative Commitment the mean scores are above 3 but 
below 3.5 which signifies theat the employees neither agree nor 
disagree to the statements [9].

Hypothesis

H0: áŤňƳň ňǦŧƹǁƹ ƇƐ ĽƐƳƳňſĠǁŧƐƇ ļňǁǡňňƇ ļĠſĠƇĽňŃ ưƹǧĽŤƐſƐŞŧĽĠſ
ĽƐƇǁƳĠĽǁ ʇIƆưſƐǧňň ƐļſŧŞĠǁŧƐƇʈ ĠƇŃ ƐƳŞĠƇŧǰĠǁŧƐƇĠſ ĽƐƆƆŧǁƆňƇǁ 
(Table 6)ɲ

Correlations

EEOPS_1 EEOPS_2 EEOCD_1 EEOCD_2 EEOEM_1 EEOEM_2 ACS_1 ACS_2 NCS_1 NCS_2 CCS_1 CCS_2

II°ÐÙʔȌ Ƴ Ȍ

II°ÐÙʔȍ Ƴ ȋɲȓ Ȍ

II°=CʔȌ Ƴ ȋɲȒ ȋɲȑȓ Ȍ

II°=Cʔȍ Ƴ ȋɲȒ ȋɲȑȍ ȋɲȒȎ Ȍ
II°I¦ʔȌ Ƴ ȋɲȌ ȋɲȌȑ ȋɲȍ ȋɲȌ Ȍ

II°I¦ʔȍ Ƴ ȋ ȋɲȋȎ ȋɲȌȐ ȋɲȌ ȋɲȓ Ȍ

 =ÙʔȌ Ƴ ȋɲȍ ȋɲȌ ȋɲȋȒ ȋɲȎ ʍȋ ʍȋɲȌ Ȍ

 =Ùʔȍ Ƴ ȋɲȍ ȋɲȋȐ ȋɲȋȐ ȋɲȌ ȋ ȋɲȌ ȋɲȒ Ȍ

§=ÙʔȌ Ƴ ȋɲȌ ȋɲȋȒ ʍȋ ȋɲȌ ʍȋ ʍȋɲȍ ȋɲȏ ȋɲȎ Ȍ

§=Ùʔȍ Ƴ ȋɲȌ ȋɲȌ ȋɲȋȓ ʍȋɲȌ ȋ ȋ ȋ ʍȋ ʍȋ Ȍ

B



áŤň ĠļƐǠň ǁĠļſň ƹŤƐǡƹ ǁŤň Ƴ ʇ{ĠƳſ ÐňĠƳƹƐƇʠƹ ĽƐƳƳňſĠǁŧƐƇ ĽƐʍ
ňŝŝŧĽŧňƇǁʈ áŤň ŤŧŞŤſŧŞŤǁňŃ Ƴ ǠĠſǆňƹ ĠƳň ǠňƳǧ ŝĠƳ ŝƳƐƆ Ȍ ĠƇŃ ƹƐƆň Ƴ
ǠĠſǆňƹ ĠƳň ĠſƹƐ ƇňŞĠǁŧǠň ǁŤňƳňŝƐƳň ŧǁ ĽĠƇ ļň ŧƇŝňƳƳňŃ ǁŤĠǁ Ƈǆſſ
ŤǧưƐǁŤňƹŧƹ ŧƹ ĠĽĽňưǁňŃ ǁŤňƳň ňǦŧƹǁƹ ƇƐ ĠƹƹƐĽŧĠǁŧƐƇ ļňǁǡňňƇ ļĠſĠƇĽňŃ
ưƹǧĽŤƐſƐŞŧĽĠſ ĽƐƇǁƳĠĽǁ ʇIƆưſƐǧňň ƐļſŧŞĠǁŧƐƇʈ ĠƇŃ ƐƳŞĠƇŧǰĠǁŧƐƇĠſ
ĽƐƆƆŧǁƆňƇǁɲ

H0: áŤňƳň ňǦŧƹǁƹ ƇƐ ĽƐƳƳňſĠǁŧƐƇ ļňǁǡňňƇ ļĠſĠƇĽňŃ ưƹǧĽŤƐſƐŞŧĽĠſ

contract (employer obligation) and organizational commitment. The 
stated hypothesis that there is no connection between the balanced 
psychological contract (employer obligation) and organizational 
commitment is tested by using Karl Pearsons correlation coefficient 

[10].

Correlations

,�r��ɖ1 ,�r��ɖ2 ,�r &ɖ1 ,�r &ɖ2 ,�r,hɖ1 ,�r,hɖ2 � �ɖǐ � �ɖǑ i �ɖǏ i �ɖǐ   �ɖǑ   �ɖǒ

IÓ°ÐÙʔȌ Ƴ Ȍ

IÓ°ÐÙʔȍ Ƴ ȋɲȒȎ Ȍ

IÓ°=CʔȌ Ƴ ȋɲȑȏ ȋɲȐȐ Ȍ

IÓ°=Cʔȍ Ƴ ȋɲȒ ȋɲȑȍȓ ȋɲȒȒȌ Ȍ

IÓ°I¦ʔȌ Ƴ ȋɲȍȎ ȋɲȎȌ ȋɲȍȔȒ ȋɲȌȍȏ Ȍ

IÓ°I¦ʔȍ Ƴ ȋɲȍȑ ȋɲȍȏȎ ȋɲȌȎȓ ȋɲȌȌȌ ȋɲȐȔ Ȍ

 =ÙʔȎ Ƴ ȋɲȎȓ ȋɲȎȌ ȋɲȍȌȒ ȋɲȏȌȎ ȋɲȋȓ ʍȋ Ȍ

 =Ùʔȏ Ƴ ȋɲȏȎ ȋɲȍȍȐ ȋɲȎȋȓ ȋɲȏȍȍ ȋɲȍ ȋɲȋȏ ȋɲȑȔ Ȍ

§=Ùʔȍ Ƴ ȋɲȎȌ ȋɲȎȏȍ ȋɲȍȌȑ ȋɲȏȑȒ ȋɲȌȍ ȋɲȋȌ ȋɲȎȒ ȋɲȍȐ Ȍ

§=ÙʔȎ Ƴ ʍȋ ʍȋɲȌȎ ʍȋɲȌȐ ʍȋɲȌȒ ȋɲȋȌ ʍȋɲȌ ȋɲȋȍ ʍȋ ʍȋɲȌ Ȍ

==Ùʔȏ Ƴ ʍȋɲȏ ʍȋɲȎȒ ʍȋɲȎȐ ʍȋɲȎȏ ʍȋɲȋȑ ʍȋɲȌ ʍȋɲȍȍ ʍȋɲȍ ʍȋ ȋɲȌȏ Ȍ

==ÙʔȐ Ƴ ʍȋɲȍ ʍȋɲȌȐ ʍȋɲȍȏ ʍȋɲȎȏ ʍȋɲȋȓ ʍȋɲȌ ʍȋɲȋȌ ʍȋɲȌ ʍȋ ȋɲȎȌ ȋɲȑ Ȍ



ƹǆưưƐƳǁ ʇIÓ°ÐÙʈɳ ĽĠƳňňƳ ŃňǠňſƐưƆňƇǁ ʇIÓ°=Ùʈ ĠƇŃ ňǦǁňƳƇĠſ
ƆĠƳżňǁĠļŧſŧǁǧ ʇIÓ°I¦ʈ ĠƳň ƹŧƆŧſĠƳɲ

• áŤň Ƴ ǠĠſǆňƹ ĠƳň ǠňƳǧ ŝĠƳ ŝƳƐƆ Ȍ ĠƇŃ ƹƐƆň Ƴ ǠĠſǆňƹ ĠƳň ĠſƹƐ
ƇňŞĠǁŧǠň ǡŤňƇ ĽƐƳƳňſĠǁŧƐƇ ļňǁǡňňƇ IƆưſƐǧňň ưƳƐƆŧƹň ƐƇ
ļĠſĠƇĽňŃ ưƹǧĽŤƐſƐŞŧĽĠſ ĽƐƇǁƳĠĽǁ ĠƇŃ ƐƳŞĠƇŧǰĠǁŧƐƇĠſ ĽƐƆƆŧǁƆňƇǁ
ŧƹ ǁňƹǁňŃɲ hǁ ŧƹ ŧƇŝňƳƳňŃ ǁŤĠǁ ǁŤňƳň ňǦŧƹǁƹ ƇƐ ĠƹƹƐĽŧĠǁŧƐƇ ļňǁǡňňƇ
ļĠſĠƇĽňŃ ưƹǧĽŤƐſƐŞŧĽĠſ ĽƐƇǁƳĠĽǁ ʇIƆưſƐǧňň ƐļſŧŞĠǁŧƐƇʈ ĠƇŃ
ƐƳŞĠƇŧǰĠǁŧƐƇĠſ ĽƐƆƆŧǁƆňƇǁɲ

• hƇ ĽĠƹň Ɛŝ ÐÙ ĠƇŃ ICɳ ƹƆĠſſ ƳňſĠǁŧƐƇƹŤŧư ĽĠƇ ļň ĠƹĽňƳǁĠŧƇňŃ
ļňǁǡňňƇ ňƆưſƐǧňƳ ƐļſŧŞĠǁŧƐƇ ƐƇ  ŝŝňĽǁŧǠň ĽƐƆƆŧǁƆňƇǁ ĠƇŃ
ƇƐƳƆĠǁŧǠň ĽƐƆƆŧǁƆňƇǁɲ hƇ ǁŤŧƹ ĽĠƹň ŧǁ ĽĠƇ ļň ŧƇŝňƳƳňŃ ǁŤĠǁ Ġ ƹƆĠſſ
ưƐƹŧǁŧǠň ƳňſĠǁŧƐƇ ňǦŧƹǁ ļňǁǡňňƇ ÐÙ ĠƇŃ IC ǡŧǁŤ  =Ù ĠƇŃ §=Ùɲ

• áŤň Ƴ ǠĠſǆňƹ ŝƐƳ ==Ùʍ=ƐƇǁŧƇǆƐǆƹ ĽƐƆƆŧǁƆňƇǁ ĠƳň ǠňƳǧ ŝĠƳ ŝƳƐƆ Ȍ
ĠƇŃ ƹƐƆň Ƴ ǠĠſǆňƹ ĠƳň ĠſƹƐ ƇňŞĠǁŧǠň ǁŤňƳňŝƐƳň ŧǁ ĽĠƇ ļň ŧƇŝňƳƳňŃ
ǁŤĠǁ áŤňƳň ňǦŧƹǁƹ ƇƐ ĠƹƹƐĽŧĠǁŧƐƇ ļňǁǡňňƇ ļĠſĠƇĽňŃ ưƹǧĽŤƐſƐŞŧĽĠſ
ĽƐƇǁƳĠĽǁ ʇIƆưſƐǧňƳ ƐļſŧŞĠǁŧƐƇʈ ĠƇŃ ƐƳŞĠƇŧǰĠǁŧƐƇĠſ ĽƐƆƆŧǁƆňƇǁ
ʇ=ƐƇǁŧƇǆĠƇĽň =ƐƆƆŧǁƆňƇǁʈ ʋȌȍʌɲ

Conclusion
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