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Abstract

Objectives: Hidden withdrawal profiles, as subtle behavioral patterns in the workplace, can
significantly influence key indicators of human resource performance. This study aimed to
analyze the impact of these profiles on "turnover intention", "career intentions", and "job
performance" among employees of Bustan Hospital in Ahvaz, Iran.

Methods: This applied, descriptive-survey research included 240 hospital staff members.
Using Cochran's formula, 146 completed questionnaires were analyzed. Data were collected
using standardized and validated instruments in the field of organizational behavior.
Statistical analyses were conducted using SPSS and SmartPLS software; moreover,
measurement validity and reliability were confirmed through KMO, Bartlett, AVE, CR, and
Rho-A indices.

Results: Path analysis results indicated a significant positive relationship between hidden
withdrawal profiles and turnover intention (=0.636, t=13.297); however, there were
significant negative effects on career intentions (B=-0.482, t=9.519) and job performance (B=-
0.803, t=21.079). All t-values exceeded 1.96, and P-values were below 0.001.

Conclusion: Hidden withdrawal behaviors play a critical role in reducing performance and
increasing turnover tendencies. The findings highlight the need for early identification of such
behavioral patterns and the implementation of psychological and managerial interventions to
enhance motivation and employee retention.
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Extended Abstract
Background and Objective

In recent decades, hidden withdrawal has emerged
as a form of implicit human resource behavior within
workplace settings, which subtly yet profoundly
affects various dimensions of organizational
performance. Hidden withdrawal is associated with
the gradual frustration of employee engagement, work
motivation, and active participation, with its
consequences manifesting in decreased productivity,
increased errors, occupational burnout, and ultimately,
occupational withdrawal. This phenomenon is
particularly detrimental in high-pressure and dynamic
environments, such as hospitals, where continuous
patient interaction and high-performance expectations
prevail. Recent studies indicate that the signs of covert
behaviors, such as low motivation, emotional
exhaustion, occupational indifference, and cognitive
disengagement, though difficult to detect, are closely
linked to key organizational performance indicators.
These signs can serve as early warning signals for
potential human and managerial crises.

Given this context, a deeper understanding of the
mechanisms underlying hidden withdrawal and its
impact on occupational withdrawal, occupational
performance, and career intentions provides a
foundation for designing evidence-based interventions
in human resource management. The present study
aimed to explain and analyze the influence of different
hidden withdrawal profiles on critical organizational
performance indicators, namely, turnover intention,
occupational performance, and professional
orientations, among employees of Boostan Hospital in
Ahvaz, Iran. This research not only contributed to
addressing the gap in indigenous studies on the subject
but also had the potential to inform policymaking and
intervention strategies in the management of
organizational behavior within the healthcare centers of
Iran.

Materials and Methods

This study employed a descriptive survey and
applied research design. The statistical population
consisted of all employees of Boostan Hospital in Ahvaz
(N = 240). The sample size was determined at 146
participants using Cochran's formula. Data were
collected through a set of standardized and validated
questionnaires in the field of human resources. The data
collection instruments included the Hidden Withdrawal
Behavior Questionnaire (based on the studies performed
by Liu and Raghuram, 2022), a Turnover Intention
Questionnaire (six items scored based on a five-point
Likert scale), a Career Intentions Questionnaire (five
items), and a Job Performance Questionnaire (18 items).

Validity of the instruments was assessed and
confirmed using Kaiser-Meyer-Olkin, Bartlett’s test,
Average Variance Extracted, and Composite Reliability
indices. Moreover, its reliability was evaluated using the
Rho-A criterion. Normality of the data was initially
examined using the Kolmogorov—Smirnov test, which
indicated that the distribution of variables was non-
normal; therefore, non-parametric tests and Structural
Equation Modeling were employed in SPSS and
SmartPLS software. Demographic variables, including
gender, age, work experience, and education, were
analyzed alongside the main research variables. The
structure of the research model was designed to assess
the relationships among hidden withdrawal profiles and
the three aforementioned indicators, namely turnover

intention, occupational performance, and career
intentions.

Results

Among the 146 participants, the majority were male
(approximately 59%), and the predominant age group
was between 41 and 50 years. Over 62% of the
employees held a bachelor's degree, and the average
work experience was relatively high. The structural
relationships within the research model indicated that
hidden withdrawal profiles had a significant positive
effect on the turnover intentions of employees (B =
0.636, t=13.297). In contrast, the impact of this variable
on career intentions (B = -0.482, t = 9.519) and job
performance (f = -0.803, ¢ = 21.079) was significantly
negative. The results showed that the #-statistics for all
relationships exceeded 1.96, and the significance levels
were below 0.001, indicating strong model validity.

Hidden withdrawal was accompanied by a gradual
decline in engagement, social interactions, and
organizational belonging. Employees who were less
mentally involved exhibited a higher tendency to leave
the workplace and demonstrated diminished
performance quality. Emergence of symptoms, such as
occupational fatigue, indifference, reduced
commitment, and lack of motivation within this group,
gradually led to workplace isolation and decreased team
efficiency. Based on the data derived from the structural
model, this study found that employees showing covert
signs of psychological withdrawal not only
underperformed in terms of occupational performance
but also lacked motivation for career growth and did not
pursue clear professional goals. These findings present
a serious warning, particularly for healthcare
institutions, where service quality and patient
satisfaction heavily depend on employee engagement
and sense of responsibility.

Discussion

Differentiating between overt and covert employee
behaviors plays a critical role in shaping effective
human resource management strategies. Findings of this
study emphasize latent indicators, such as decreased
motivation, occupational indifference, and emotional
exhaustion, which suggest that managers should
establish a network of diagnostic and organizational
psychology assessment tools to identify subtle
behavioral shifts in a timely manner. While many
managers focus solely on measurable performance
outcomes, this study highlighted that attention to hidden
signs is key to preventing performance decline and the
sudden depletion of the human capital of an
organization.

From an operational perspective, the implementation
of two-way feedback systems, training managers to
identify warning behaviors, and designing targeted
psychological interventions are among the practical
recommendations of this study for effective human
resource management. Previous experiences at Boostan
Hospital also indicate that the weakening of
organizational belonging indicators and the erosion of
open dialogue often precede increases in turnover rates
and declines in both individual and team performance.

Conclusion

The present study provided empirical evidence
demonstrating that hidden withdrawal profiles in high-
stress professional environments, including hospitals,
are significantly associated with critical organizational
performance indicators. Specifically, these profiles
contribute to increased turnover intentions, substantial




declines in job performance, and the weakening of
professional goals of employees. These findings align
with global theoretical models, such as Houm’s
Withdrawal Theory and the Job Burnout Model,
emphasizing that early identification of covert
behavioral patterns plays a fundamental role in proactive
human resource management.

Nevertheless, the present study had certain
limitations, including being conducted in a single urban

hospital and relying on self-report instruments, which
may reduce the generalizability of the findings.
Therefore, it is recommended that future research be
conducted across a broader range of healthcare centers
using mixed qualitative—quantitative methods to provide
a more comprehensive understanding of the
mechanisms underlying hidden withdrawal and its
relationship with organizational performance indicators.

Please cite this article as follows Omidi N, Shokri M, Meftahi H, Omidi M, Modiri F. Analysis of the Impact of Hidden
Withdrawal Profile on Key Indicators of Organizational Performance. Iran J Ergon. 2025; 13(2): 104-113

DOI:10.22034/1JE.13.2.104



http://www.doi.org/10.22034/IJE.13.2.104

* —_—
0P Hf dxo
VB lriis IFoF il ¥ oyleds ¥ 0,90

DOI: 10.22034/1)E.13.2.104
https://journal.iehfs.ir/

UMSHA Press

il 8 Shos Gl S Sl 5 Jlen wmids J1Bg 3 86 Jalxi

Yoo duiyd T ool Lo yoee ) o lide gola

TS e o (gamel (o

. . E v - e\
U‘JJ‘ ﬂu|).e‘J 9 beu olKisls e 05;

Sl eiylyes e oodlaol S13T olKtils  Sbg Sl sy e oo 0aSisld ¢ o g0l gy 09,5 "
L}‘)ﬂ‘ ‘U‘)‘ef’ &)93 [GLQ oKl n(':AL.»a SMJW os)fv

WS

(s glalaxe )0 dgpie JiaS (L8 slronsy 5l S olsea Sl cndicas b by JEIRVY]
Gan b ol tagh sl ausls sl glie o ,Slae Sl glaasls 5 soge glosely sl o
Ol yles LS o € il o Sl g € Ll aolia? & Jod S 5 aad s Ly ol 13U Ll
a8 alogl Slgal liwgs

OS5l i Ve ol (gl dmel sl (53,015 5 talony heosi £33 51 ol aalllas D g,
oo 5 41575 3,90 8 VI oo &5 sl 01,555 o 5 oolial b 5 o3gs Slyal iy (o
Sy Sl e 0595 ,0 pitme g o laibinl glaasl a5l lasgame Wosls (55105 Il s 5 I8
Gl sbasla bl bl 5 aly, 5 wos ol SmartPLS 5 SPSS sla, il s 1,k 5l baesls
a8 ol 5 b, Rho_A 5 CR .AVE .cds L KMO

9 Cute alaly Jad S5 aad b Gty edicde glo gy o5 ols (i e Julos i lpaisl
it o Shes 5 (FUOVA LB+ [FAY) it solie 5 a5 I o (EEVVIYAY  B=/5Y5) &l 5 loline
cobiw 5 VA 51 5L Laly, aes sly £ olie i)l (g lobine 5 shie Sl (EZYV/-VA L B==2/A-T)
.ijjg ofe e )‘ILJ&)IQLM

Wyl Jid S5y a5 Galil g o Slas Sl oo 2 Oley sticie sl gy 16 S A
5 SHLils; O (b s Gl 6,18, slasl pliasy; bl pgil » gl ol slaadly
A oo aSL QLSS 5.0 Sl ) gl (g e

Slojlo 18, (rased sl Fis e Slojlo 8Slae o Jad inticde (ojly wls

VECEL BT allie el o gLl
VEE/o 1A allio 5,591 gyl
VEF/ Y - callio by g b
VEC[ VY callie Ll gy b

gé‘“‘)" |°5L° slails 6‘)‘3 P BgR> 6""“3
R Jé}&?m Qk\.o.m

(8ol Lo uame i Jghumo oo gi
9 |°L5"’ oKidls ﬁéﬂl—‘u& (e 05;
olrleolns

mromidi_91@yahoo.com: | e!

Aloxo . Slojlo 3 Slee Sb> sloasls » olesy cwdicide gy w86 Julow o 3 o6 e 1o jdaste cgiuel t53la ¢ oLiko s po (6 ;S £ o ¢ ual 2O Law]

VOES VY OONYNFF Ll o agis)

Zoloo g L] pslas o V] wlezlge lmn 5 s, (S5
Sl sible lo B 5l olasll 0eb o go Wl oo colie
Ol i s Sl @rSalol culy 0 g lad
ly ol ol &5 iticde S5 ol 0ed lajle
o mysia |y plojle BT Jis S5 5l o Wlg e o)l
ol B gwyp Baa b ol Gragy [F] ojle pase gl 2l
Jolis Glojls 0 Shae Sl slaasls 5 )3, sla bl

A0
Ol (Fotiis slaklsp ol 4 lossy e sla Lo o
Shas iy sl (o ohg (Slojle s, olosl o
ot 4 ) GlRaess 5l o)l axgi daglinlon (szen
Sl glie ol )5 5 olgr a5 cudlw plls o [N sl 0s,8
oS o Wl hlon oiainls 5 Gloas CoiS 5 Sl ook
il Sy S o)k, 5 lsgly, slaanlp S s Y]
baled 5l GV po b ailyy, «sloys GLSLIS Cenl b pe

8% | VFF Ll oF o lous Y 090 09355 ,] almo


http://www.doi.org/10.22034/IJE.13.2.104
http://www.doi.org/10.22034/IJE.13.2.104
https://orcid.org/0000-0001-6841-8743
https://orcid.org/0009-0006-6327-8167
https://orcid.org/0000-0003-3354-0874
https://orcid.org/0000-0002-7057-9092
http://orcid.org/%200000-0003-3225-4114

pLye1Y

9105 0975 Ll 5l 5 (g0)l5 «Buan L, 5l ol tagl
S alllne ol Lo ol el cislons inoss £ 5l dbosls
15 o] 3l o 39 e el | Slsal liasgs olias logs GUS IS
ssbie a el onds sl & YE- Ll ey 2l ol
Slaged px> 9 03,5 oolitl 155 Joo 8 5l eiged x> (s
b izl Gl slp ad s J35 VF Jolee
azal> glacl leo 10 Aol iy VOO dlass coslaicais p b a8l
JolS O jg0a aaliiowp VEF Coles j0 a5 0o 5 a5e8 &bl
28,5 8 el g 4525 9550 5 (655l e

S, laslin! godel i 5l slasgazmo 3l aosls (5,900 ,5 (ol
Al oolaiwl Mol oy ies g

el Olye bl ol 1 I 4 led Aol pew
>, RoodtyBothma lawgs « Jais 5 4y led el i p»
e sla Il 5l SO deb iy ol [A] cl 48 # ol 5 oo
gosle Sl b g 0og lojle S5 4 QLS Cud honis sl 2
wold |y i (550l Glie 330 (o)) OISl 053 ganaiz
355 o0 plol (slaz oy &8 b s p (23l e
0593 0 elia (GLL 5 (215 51 g (38190 MalS' b Wl SLalS” 51)

s=ldplyy 0597 50 galz (5l i kil duolile dwli g 5y
G 50 g Gl 0ol &Ll ) ISes 5 Gatl awgs a5 ol Axd
riie i gl o € wolie 5 ol il 2l
el 055 iy Juls e ise ol [V o | sl onyn 3 soliiul abogy o
G 5 b S iaz (Sl jo odlad e g
WS oo 2l el e po (LS Loz

Sk o Ses s sl 1 A 0,5dos 4ol (o
g a5 oal colaiwl «o,d Jad o Slee dnli i
VA ol 5l el IV ol 4l anwgs ]S s Koopmans
55kt 5855 o o3|y i 8 Khae ol 3 4 5 0y 4055
2o sla)ls)) e sl g code adS sla LS, slad s
Ngdoo Cud gl pomhy &5 ik B o lagaly ()90 0
5 Sloibo slodazme ;5 90l 5,50 slali alox 5l a5 (IWPQ)
g0 Jlediay Sl mlie

Sy azgl b ipledy (Seidcdie sby,ls ) ol giuw 5

Sba,Ldy el s ¥ s (ol ot (sl 0 lailinl soges I3l
g Liu (sallin ;o oals 8 x0 poplan sl p «loy Sdicaie
conlite 498 iy ol Il ol o VY] s >1b Raghuram
(SHle o Jols len iicaie slagSl (g ki slaadlgs b
L shble 555,80 Gals g eje (S (Jabs 5l (Sly, ol
sostte Jaol Cole; b bayss ol bk a5 (g iyl

O, 8les p ciicaie glo gy 5U

Obewslon o QLS (il o Sl g (il suolio (Jid 5 5 0
Gl ke oz allas ol s el ond alool Slsal liwss
Skl s Wl S 15 pw j50 Glojee jsba
a3, 6,18, 5 (4, Slagll 4y o Lol a5 «pleny (edicde
Oygots djpeyial 5wl 8L oo 4 Sly 5o ol 3
ST sy S e Alols g3 Jas b Jlad el 5l oETas5 b
oaimoyLis a5 € Jad S 5 aad cage [0] anS cwas S LIyl
5 Sl plosle S a oL alalST s 5 (g0 e gl
Sise (A (Sludl golie 039> 50 (gogee OIS (e Slyieds
@ LS, 5,55 5 Bl a8 el € Jid solior pgw piie [#]
2 b Bl B wile (sl (550,80l Jold w093 (slad > ous]
JELEIR VRO FE AR DS ST ONIH P SR A2 IRCH B F SO
5 18> Slagasls pulul p dgze aillg i Sl plol 0 08
Sl e byeiie ol ol ol oyl oylal Slejle ol i
5,8hae Cdll a5 5 ety @Syl 5l o gaas clis
Al 355 ol 8

ol @bl amlr plyiea jlal lg b le Sl
ol Glbos Lazes (33lg 5l g (0,25 Sla>de (s b
WWlosd paass g9 Glazlre YU ez b (Slayd 3550 ol
Sy 9 (S8 0yl 3 (o)) (55 Sl plie S
wor el a9 (g (Julpd (Sl e sla il
ol S glagle (b ojleier pald 5518 Glen slagSl
Sopwp Lwss S5 4 Jles Gl 60)lge b il
STy &5 Sl 039y 4zl (5 )50 00 oAy falS g as
9929 b i izmen Cel 4B le (5 )90 1) Plae (0l Oles slaas
ghe ) Slojle (Guiicde oy )3 ol s (5 xS
Ol iyl Julod 4y 1108 945 daghy sLad o o el
sl 0y 43S gy gmme i cla oo 1 4SS L o o] daS
gl Bl bl jo S92 g0 M 4y Lisal aslllas ol cazss (o
Slacaulow Son sl 59 7,15 slas gliws wilgs go aSLy 020 oo
e @) lays sladams o Sladl abie

5 oS 3,500, 5l oolitul L casl 00,5 (MW pol> gk
slols, sl bLs)l o tsle ool obdoe e
S el @2 Oygen |y QLS GRS slaaely 5 Oley
3o Sl (e &5 Sl pla )15 (plalid  Badod 55 ed
39 cpeiins odlin pas Jdody g wims F olojle T S5
Oy b g ge 48,8 0aadl (e s9w 5l Sl 5l (55l
(st srasly £68g 5l ion wilg co ol paw dalgy cpl Sl
oz 5l 1S iluoslky 5 (Hhb sl Sin gla) 5yl
5 SHLily, srler slaasly (Gise il o555l sleplly
o @l e S salS GSLE sile Baile slan] B
Bl ©opaly Cunse )0 Gl e Wi Sieoh
S Lyl L s Lo s L]

VB linal ¥ ol AT 090 (oogisSylaloea | VoA



O 5 saal

sl Jyg0 Slasst le Judow o)lalin) sbodsl yiwy
abaly jo el oas plosl Jow (g5, p o guml Jhle Jodow Lo g
ol a0 A% liebl e 10 9 VA% 5l iy Wbt lade s o
255 )18 a0l 550 Jaylg, (g ol ol YIOA 51 YL WL jlade
oo Joo Do 5 EBS wyp jekiie & i 3,50,
u&wb‘SJLQAEJLJ)Lh:‘jw‘OMM;)UQM

badl

Jooz 0 eadaead Ojgodr (Bamsraly oS

3o, BAIR s oo Lis gl .cnl oal ols lis Y (g0 lads
600y & boaye (o (sakb (n iy ooy 950 Baimsialy
a4 ol amoeguly jlas e Y4 Jols a5 o0gy Jlw 0+ U FY o

R 009 ML’W}"

@‘5) ».\.»Jl; )l o9 g.zﬁ)f g0 QSL@‘ L}M )l OMC‘)M‘
Al Bled Lol 15l s claasis lawss glsie

sz 2lg) Il s Sojlail JInl olg) 5l lisalol jslaseas
0j5> Hlaaste 5 il 8 s L sl eolaul b baasl g 5
den oly; romin Glp (g 2855 )18 0l 950 (Sl s
a5 0 eolatwl (AVE) saiz! seiwl (uiljly (ufilee Lol )
o Slp eizmen 0B (B)1F 410 1 e Laojler (celed jlade
Ol oS s a8 S 0 pgy (orbafie Jlele slal o3 5155 (2
i e g oyl abgrye ol ol (ele )l YL 4355 0 ol
35 basb i (2l (2l ol b bosle (60 SSs
)5 plsl Rho_A a3Lls 3 (CR) oS 5 ol dwloee &,k
aS g V3l Grow gl ol piio ez (gl polie coles aS
el LIl JouB3 BB S50 Slued 5 ploadl onimoylis

SmartPLS 5 SPSS (sla l38ls 5 51 ool b beosls Jodoxs
M )d B e w‘)@ Lg)lbl;.xn 9 6),4.?0)‘..\.:‘ LJJ.A n‘sal.al.a
oolaiwl 4y dz g b o yuiorad Cal 000 5 &Sl € jimghy (sloazsly

B amogul oy Ll ) Jgus

o ol Cardy SR
BAA AP S )

1) 5 o =
VoY Veq e

YEA YV iu et
VEA Y Jl ¥ by-

vy A Jlo £- B ¥

¥4 OA Jlo b- G ¥ o
V4. v Jls #e B oY

V¥ ) pheo

¥ VY ohs s

£Y.\ q. il Moo
YEY v ol 358

64 N G55

ool e VAR 5l 58t olie g o0 1 YL Jele L
9 009 <LI¢9.’)A Lngc)LMJ lJ L&bdg; wl...o Uw)‘).) o..\..&.)ut.u )JDLQ.A
SrSojlal Ll Llod 5l ragh bgym Jow a5 ol o] 51 S
bl g oad Bl s Cuty Colbge b (Ggym Joe (o)) Joo
23,5 o a3 bl
ozl e g el Jae B3l bl bl o
LQ)LBLJ.M w‘fo slhu] U‘J/‘JL."J"‘ 9 M aS o eolaiwl )Lﬁ.’.ﬁ
Lulg; g lobine () yskaieds Wiog b s Sgams 55 ul o o T
szl 5l Jols (Beta) ywe ol 5l dojasls § baojle oy
=l Glhe 00,8 oolaiwl SMART PLS l38le 5 o Jow

cdiyl g KMO 505l 51 e 5 0igas aliS ot sy

(TABB G <A pm) oled ded (gl KMO 0l o5 b solic
Al 5 il ge3l syloline 5 disgy +/F gllas a5l YL
0995] gl aiied coslio ole Lo (gl oesls «opl oy s
wolie (il S5 aad) olal (ooled sl p B prensbm g 5 50lsS
gl olnn (olady et sl bl 5 oli 3 Shac
oordles (23 100 5l Soml g )blas v (pl 4 4z L
03525 Jlo 5 (g2 3 90 b e 2595 ccnl i 395 o0 0 Lol
1 4 5555 Loosls o 5 5o sl olical 5
Bl 5 e sl b 5 ol s ol
solie shyle Baiod dol iy yo oolaiul 0)50 slaaslls soles

)4 | IFF Ll oF o lous ¥ 050 09355 ,) almo



polie lodgy jloye5y (Jeud BB (m iy D08 5l Jaw o
ods ools LS ¥ USs o (gylolse oo gV IS o Sl oo
b ars b okl culis 55 Y Jsam o[-+ /Y Fr JAVA] ol

Sl 0als ooly ylid Budzs

=
s -
o
-
Qi7 7
-

Qi
ate I

iz ls Llisy -
a0 olsly urdui \

-0482

o Sles (S sl Bs 5L

» ‘5)|~>L..su 9 Cule ).al QLQ,-J W&_«&C LngJ.ils”J so..\.ATCa.w.)d\g
2ol Wb A Iy (PELIFYE) aiils «Jadh S5 dad
i (PEmIAY) « drs o, Sleer g (B=R/FAY) «aolior
oz b (o sl Luly, a5 wsls oles beassl cpl as 3155

o]

Q2

3

a7

) o]
s

-0.803

\ an

i 3 flas e

(o)1)
e ()5l Ja 51 ke ) S5
a1
02
o3
o4
as
Qe 10
1 “B
s 5157 a6
2 Y
6781
e 9,519 » ——4006— Q7
SR
s astz P e
sslis T
Q20 as

an
ae-s/
a7 Q12
ﬁzz.;z;‘*
— 33402 Q13
— i
STy
20.350 Q14
~—

elti 3 glas

oo 1 el ¥ Jpoir

VA T . . - 1 5

A 4§ dzmis 10 gligeblaiols - olobize gl E(tosbel st &Sl prune 9,

(CD (p-value) value) (D)
- Sl seticais sl Jilog 5
(blse) ool [+/VYA L -/0Y0] e R7AG\ -I5YE P . e ..JA i !
Jads S aad
(loline) o ol [-+/OAY -+ /¥VY] oes /614 —JEAY ok v:i“s s v
s

VFoF luwsli oF oylos Y 0,90 (oogigS adxa | VYe



O 5 saal

(hlins) oad ol [-+/AVA -+ VY ¥] ofeee

ol siicads sla by

s o, Slee

o boladl ol b oloss iS4 oyl lans o altas 5l
Sl mlo glaazlis 51 51,8 Ly Sl Wlgh oo el bL3 )|
sl bl lilew Cols; Gials 4 Coles 5o 5 all asls
alllas 098 e (Sloys 35 e slad o jliel i 5 )15
@ oo g Gt wiile Slo)lis, a5 ol olzi Mgbemena
DV] axis s e Slojle o,Shee 2alS b Lt o8 Lo
aS wols las Ml slaplesl aiw; o 55 ) Ken ¢ Tian
o, flas il ¢ uils STsl jmals 4y e LS5 dicae
CetsS 2alS a4 Gl oo Gloyd Gladazme ;0 oS sl 0 o
DAL 09 omie odly lallas )58l 5 Sloas

S5 a8 cl ol 5 (S gl @l sanse Sl
Il g wlgiai g0 Shee ST Gloasls Gy
S8 S5 L sl oo oo s ail,] Lol lie sl slisy
abe @ 1) LS el Glapesille ol bkl «
b S Sl e e S i Gl il pla UK
Slojle 95 90uiS sbml paie 3,555k slapllas (55luosly
o> a5 loline 6550l slacio 8 (9 S el S il
Cosis 4y Wl o 45 sl Sl aloz 5 Lis S 5 Les]
Olsylony 5o 4zl 0gd 2o S5 Lams b (LSS s, wigey
5 sl adl OMle 4 5y68 Gl Wb AT Gl
F Ol 050, ez Gk 5l ks Sz el (g3t )
5 Srin Ol Srlicds Cww @ (LSS gels oS >
@ls 08 o) bl o]y (pa5u )il g oS lae amg) ol sl
as ol plas oS cenl o Ken g Kausar gaslllas b Lol
sbld; 4 e (Sl Colex vgs 5 e lae il
w2 9 LSl mr wl Slojle SMEle 5 358 oo (Sticade
Julos b )] Sen o Runetti «poimmen V2] sl asbisgs,
3 dedan OMSlae a5 Wio S oS Llezgi o leas blg
S g eletzl loyl 5l Wi Sl b TRy sl
presd BB 55 )5 Gladame o laatdly (pl a5 S (655l

S oS hz el gl ol laatly cggea )
Gl el edicds bbby e bl oly
@2 5l GG ol & Cupe 4z Oygp0 (Sludl gl
slaplss (b s9d oo sleiiny iluee bl 1) QWSS
slalas )3 ohaga (LS, Gadioaid p aSB L dgugs 9,555k
s rSin ol sl plpea dagbiolen b 5
3oslinl (T pogdle 55,5 )13 axgi 000 xS0 g 193]
Stoilwoly; slabsyl s ol Jlyn Julov wiile olajll
ol S S i gl alRinag; loliss 4 Wlgi g
Soop S e Sl ol S pladusgaze agh ()
S22 g b sl sl SRS pse g ol Gl jlen

slahlsy o5 ool ol Sl ol agh sleaidly
5 LS 65 IS8 5o belse (5 S50 5 (o Ol (et
O57eR iy g e lalame o Sl b sl 5,5
Oygods & byl eg cal aites sleal Gliwgy b le
S8 QLS (drd g (Slg; (a5 Gabe B e 5o 4 (S
S i 28l glojle Bl palS e oleailis b g 0,5
S slad | St o 4 hles 5 (sloizl Sl 4 (oo
Glab 5 ehsn (S G lSple oer Wb oble
Shlos b pelie oles YU (6,15 ,Lad L aS 5lenl oliwgy Sliw Lo
b ssbay allgige sl olran ol (g0 Shee ol
s Aggarwal gasllbs 08 ol |y Slojle (590 4 slaaly
(LMX) o5 o0, alal, ol St a8 ols olis ol Son
sy, Gl g Blagly, Gileasels Gals a4 e
eyas ;o Gagh ol slaadl b oS wsd o Sy, (eticads
omizmen DY) cal bulyon o by ol (2,05 (6 05 JSCs
asols lad clen by p Judow 5l eolaul b ) Ken sWang
o p sladanze )3 Vb 615,00 skl n shils (LS, oS
IVET 0518 o9els (65050,US @ bles 5 05l (5 i o Shoe

Ol ol Sl (slabal) a5 w20 oo L Boho0 slaasly
Obsbom QLS ot S5 4 (bles 5 ey (Sedicidis Ol
S5 B Hezmes bkl b sl ol ols vg2g leal L,
Ayl pledl as sl sconl gucan « eloizl Jolo» ¢ « Lo
Al (Sosd eS  paie Wge el 5l gy e
Liste j3 48 (5 08 e (LSS a8 solKim il elusiil
5 ormolie 05955k a8k 09h sad 000 A wiiS o0 B0 8
24 €aiS oo Sl o Azl 5 Kaups o azs o Jobs ol
e plesle 5l ge 3 Sls S IS 03l pas (nl g 9,55 o0
Slsy swicae Beehr ¢ Kim sloasl L gllae ogd o
Soley ohgn Wik Cwss S5l el Wl
D0] 598 0 4138 smuol linla i S Lulus! LSS
Fo 3l Gm &S ol slas (Y-Y-) Achievers i,158 (e
Coodd S5 dad (Al (65550 Hmly gl b QLSS we)o
Oliylony po yol> Ghoghy @l b Lslyen Lol ool 457 csjls
Dl el lwg

S fbes Ol seiicde slahls n (385 @S ool 2
6 el limsy b len (LS, gl aslie 5 lis
Bl Copde slp grhs S5 plpea 55 ol g )l s )lobie
255 Slyy g oS S 5l a5 LS 0gd oo Cgmne (Sl
g 3l g ansla (Lid o)) 9wl a4 (hles s Glojle
s 5015 il s 55 i 53, kos 4l 4 ol s

" | IPeF Ll oF oylouds Y 0590 (509395 | adxo



2w sl
2,005 092y o28lie olas gp Jol> Gudzs (o

bW 9 SBCS L
gl yd Colas anllas b Lol Colstas sl Lo o
@l 5550 5 adsl Gmgioien (9IS daosls o iaghy
S slenz (382 (5 ilupstie ;5 gl (o5 bl oage ;) i
ol 5 g jo Jlad S Jlin 5 (eSS (g bel Judow daools
2 >l sole 5 68 mape 0,8 )l age 25 Al 2l
dlie Gl oo Ghlng 5 ot sape dosls gygls,S
SN (55551« sagtpie 0yglie ) (g ke s B ALLlS (5 Sen
el e Baiig g den iy oS ik allas LSLe Seg g
S 5 como b5 Cdsian 5 wlos,S a5 adlas |,

Spdoee |y ol Gy

W ol Mo

S iegs 4 bgye IS Jsol ooled Cole) b anlllas ()
S o G OS canl oals plosl (Y01VF) (Seomde aodlel
35| IR PNU.REC.1403.715 oS L 5 ol olSsls D araS
8,5 G ygo AT asbogls, 331 L gbs jo S lie 00,5
AL bl 68 5 wile (B ails ore FaisS eS8 Sledlbl
bl gy Sl o

S b
Shanoga b oolgs s9m J) (Jlo calaz gy 2l gy
ol Kimghy bawgs )] slaan o 4S5 ond |l 0aiiS s

o odg.b)f

REFERENCES
1.

Ahmadi Alvar Z, Feiz D, Modarresi M. Meta-synthesis of
antecedents of deviant behavior in iranian organizations.
Public Adm Perspect. 2022;13(2):63-89.
[DOI:10.52547/jpap.2021.221449.1043].

2. Montazeralfaraj R, Bahariniya S, Jambarsang S, Hashemi
FS. Measuring the quality of services provided to inpatients
in university hospitals in yazd province. J HOSP.
2023;21(4):47-56. [Link]

3. Lotfi Z, Hassani M, Najjari M. Structural modeling of
relationship among ethical climate, emotional exhaustion
with job satisfaction and turnover intention. Iran J Ergon.
2021;9(2):82. [DOI: 10.30699/jergon.9.2.82]

4. Alipour N, Shabani m, Asady Fakhr A, Mahdiyoun SA.
Study of occupational stress as predictors of nurses’
intention to leave. Iran J Ergon. 2018;6(1):58.
[DOI: 10.30699/jergon.6.1.58]

5. Zhang J, Su D, Smith AP, Yang L. Reducing work
withdrawal behaviors when faced with work obstacles: a
three-way interaction model. Behav Sci (Basel).
2023;13(11):908. [DOI: 10.3390/bs13110908 ] [PMID]

6. Farhadi A, Movahedi Y, Nalchi M, Daraei M,

O, 8les p ciicaie glo gy 5U

5 ooliiwl b oo ] Sladllas ;o 098 co Slpiian ooplply .5 ass
She plo 4 Giagh amls (oS 5 (eSS AS slab,
ol len suticde oagyy 3l (65580 ol (aiS Sloyo

2Og

S 5 And
Oleiy eticde slahlgp o5 ol plas ol gl mls
sy oot 3 slefos e sla L b s foine oty
s i 1 bl ool e sty 355 e
it 5pShas a5 e 1 o blie 0 5 Jab 55
2 05rse 6B Gldae bl cpl il (LSS Jad wolis
OHlSer 5 per ndicde 4yl ohiga (Jlojle LS, o)
ol 65, oyl CELs oS WS o wS 5 axils lgien
ool cnl ogls Sladl mlboe ail Rty o poe o Gl i
Ll S S sl et sha sl & arg
Olyedr Wlgioe (Jad 5l (e g pSalal 5 )5 (SelEe
Iyoly goals il Sludl mbis ol pnae (sl oaims Joie slo jasLi
Sgete s S 5 JalS e fge (e M (b sl
b ol b oojle Jged GUS,S Jlb oS Lt sl 5 oSlec
S Sy addllas gzl dbox jl placusgamme b ol gy

4.‘>‘9.A ools 6)5]éo> 6‘)-' st)‘)f»)? ws) )‘ ool 9 u’JLo)Q
ol iy IS g | gl s CerklB el Ko 45 el 0352

g ooie Sloyd SThe 3l sladiges ST Oldllas yo 04 o Sloiig
il g Coma B ogd 4SS gete (s pS00ls slat,
205 bl 6 FESS Heba laadly

19309 g Sl
L oas lgal pliwg gliwjlan (S, S 51 alwgepa
Slosows izl ool 31, T gyl K6l Limgh opl jo & Lie

Dgd g0 ySET g o

Mohammadzadegan R. The relationship between work-
family conflict, burnout dimensions and intention to leave
among female nurses. Iran J Nurs. 2013;26(84):34-43.
[Link]

7. Karimi Johani R, Hosseinzade S, Sakkaki R. Nurses'
viewpoints on job satisfaction and its factors in hospital
Imam Khomeini of Sarab city. J Getiatric Nurs. 2018;5(1):9-
17. [Link]

8. Chamanighalandari R, Nazemi Harandi M, Rakebi Tanha N,
Arsalani N, afshar ardalan M, Shafiabady A. The role of
personality traits traits in the job performance of nurses with
the mediation of career path adaptability. NPWJM.
2024;12(42):38. [Link]

9. Bothma FC, Roodt G. The validation of the turnover
intention scale. SA J Hum Resource Manag. 2013;11(1):1-
12. [DOI: 10.4102/sajhrm.v11i1.507]

10. Gati I, Krausz M, Osipow SH. A taxonomy of difficulties in
career decision making. J Counsel Psychol.
1996;43(4):510-526. [DOI:10.1037/0022-0167.43.4.510]

11. Koopmans L, Bernaards CM, Hildebrandt VH, van Buuren
S, van der Beek AJ. Development of an individual work

VEeF bl ¥ ol Y 090 coogisSlaloa | MY


https://doi.org/10.52547/jpap.2021.221449.1043
https://jhosp.tums.ac.ir/article-1-6603-en.html
http://dx.doi.org/10.30699/jergon.9.2.82
http://dx.doi.org/10.30699/jergon.6.1.58
https://doi.org/10.3390/bs13110908
https://pubmed.ncbi.nlm.nih.gov/37998655/
https://ijn.iums.ac.ir/article-1-1638-en.html
https://jgn.medilam.ac.ir/browse.php?a_id=291&sid=1&slc_lang=en
https://npwjm.ajaums.ac.ir/browse.php?a_id=1001&sid=1&slc_lang=en
https://doi.org/10.4102/sajhrm.v11i1.507
http://dx.doi.org/10.1037/0022-0167.43.4.510

O 5 saal

12.

13.

14.

15.

performance questionnaire. Int J Product Performance
Manag. 2013;62(1):6-28.
[DOI:10.1108/17410401311285273]

Liu X, Raghuram S. The effects of latent withdrawal profiles
on employee turnover, destinations and job performance.
Hum Resour Manag J. 2022;32(2):384-405.
[DOI:10.1111/1748-8583.12362]

Aggarwal A, Chand PK, Jhamb D, Mittal A. Leader-member
exchange, work engagement, and psychological withdrawal
behavior: the mediating role of psychological
empowerment. Front Psychol. 2020;11:423.
[DOI: 10.3389/fpsyg.2020.00423] [PMID]

Wang H, Zhang Y, Wan M. Linking high-performance work
systems and employee wellbeing: A multilevel examination
of the roles of organisation-based selfesteem and
departmental formalisation. Hum Resour Manag J.
2022;32(1):92-116. [DOI:10.1111/1748-8583.12391]

Kim M, Beehr TA. Thriving on demand: Challenging work
results in employee flourishing through appraisals and
resources. Int J Stress Manag. 2020;27(2):111125.
[DOI:10.1037/str0000135]

16.

17.

18.

19.

20.

Achievers Workforce I. 2020 Engagement & Retention
Report: Failure to Engage. Achievers; 2020. [Link]
Mgbemena G. Employee withdrawal behaviours and
organizational performance: A study of Cutix Cables Plc,
Nnewi and Juhes Industries Limited Awka, Anambra State.
Int J Acad Multidisciplin Res. 2022;6(10):48-58. [Link]

Tian AY, Ahammad MF, Yedidia Tarba S, Pereira V, Arslan
A, Khan Z. Investigating employee and organizational
performance in a cross-border acquisition. Hum Resource
Manag. 2021;60(5):753-69. [DOI: 10.1002/hrm.22058]
Kausar FK, Muddassar S, Misbah R, Mariam R. How is
COVID-19 pandemic causing employee withdrawal
behavior in the hospitality industry? J Hospitality Tourism
Insights. 2022; 5 (3): 687-706. [DOI:10.1108/JHTI-01-
2021-0002]

Runetti M, Sette S, Laghi F, Longobardi E, Pastorelli C,
Zuffiano A, et al. Solitude, social withdrawal, and individual
dispositions in childhood and adolescence: A latent profile
analysis. Presented at: European Conference on
Developmental Psychology; 2023; Turku, Finland. [Link]

"y

| VFF Ll oF o lous Y 090 09355 ,] almo


http://dx.doi.org/10.1108/17410401311285273
http://dx.doi.org/10.1111/1748-8583.12362
https://doi.org/10.3389/fpsyg.2020.00423
https://pubmed.ncbi.nlm.nih.gov/32296361/
http://dx.doi.org/10.1111/1748-8583.12391
http://dx.doi.org/10.1037/str0000135
https://www.achievers.com/resources/white-papers/2020-engagement-retention-report/
https://www.researchgate.net/profile/Gabriel-Mgbemena/publication/365069087_Employee_Withdrawal_Behaviours_and_Organizational_Performance_A_Study_of_Cutix_Cables_Plc_Nnewi_and_Juhes_Industries_Limited_Awka_Anambra_State/links/6364304f2f4bca7fd02b53b0/Employee-Withdrawal-Behaviours-and-Organizational-Performance-A-Study-of-Cutix-Cables-Plc-Nnewi-and-Juhes-Industries-Limited-Awka-Anambra-State.pdf
https://doi.org/10.1002/hrm.22058
http://dx.doi.org/10.1108/JHTI-01-2021-0002
http://dx.doi.org/10.1108/JHTI-01-2021-0002
https://iris.uniroma1.it/handle/11573/1681210

