
Additional file 1. This file describes the details of PRECEDE-PROCEED Model and JD-R 

Model. 

 

Theoretical Framework 

PRECEDE-PROCEED Model  

The PRECEDE-PROCEED model as a planning model has been the cornerstone of the development, 

implementation and evaluation of many health promotion practices [1,2]. The PRECEDE-PROCEED 

model to describe problems and devise solutions guides the researcher to choose structures and 

theories to make effective changes in behavioral and environmental factors related to health [3]. The 

model has two components. The first component is PRECEDE (Predisposing Reinforcing and 

Enabling Constructs in Educational / Environmental Diagnosis and Evaluation). The second 

component is PROCEED (Policy, Regulatory and Organizational Constructs in Educational and 

Environmental Development) [1,4]. The PRECEDE-PROCEED model has 8 Phase. The first four 

stages are diagnostic and relate to educational and environmental issues, including: 1) social 

assessment; 2) epidemiological, behavioral and environmental assessment; 3) environmental 

educational evaluation and 4) administrative and policy assessment and intervention alignment. The 

other four steps that involve implementing and evaluating a health promotion intervention are 5) 

implementation, 6) process evaluation, 7) impact evaluation, and 8) outcome evaluation [3]. Thus, the 

PRECEDE-PROCEED model considers behavioral, environmental, and social factors for health and 

has a multi-level, participatory approach to designing health promotion interventions. So, we decided 

to use the model as a health-promoting workplace design framework. 

JD-R Model 

The JD-R model is based on two sets of processes [5]. The first process is stressful in nature, 

starting with job demands and leading to burnout.  Job demands are the physical, 

psychological, social or organizational aspects of a job that require constant physical-

psychological effort and can lead to physiological and psychological costs. The second 

process is motivational in nature and is driven by the availability of resources and the 

resulting sense of sacrifice. Job resources are the physical, psychological, social or 



organizational aspects of the job. Job resources are effective in achieving work goals, 

personal growth and development, increased motivation and productivity, reducing job 

demands and physiological and psychological costs [6,7]. On the other hand, when job 

resources are weak, people experience pessimism about their job, so job resources can be a 

predictor of work-related stress [7].  
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