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Objective: This study aimed to identify and analyze the factors influencing job turnover
among library employees.

Method: This study implemented a qualitative research design rooted in the
phenomenological approach to explore the lived experiences and perceptions of former
employees. The participant sample comprised 10 former knowledge workers and
specialized staff (including specialists in civil engineering, IT, public relations, research,
and librarianship) from various provincial directorates and central offices, selected
through purposive sampling. Data were gathered using in-depth, semi-structured
interviews lasting between 45 and 60 minutes. The sessions were recorded, transcribed
verbatim, and analyzed utilizing qualitative content analysis. Open, axial, and selective
coding procedures were executed to break down transcripts, establish conceptual
relationships, and organize findings into high-level main themes.

Results: The factors influencing job turnover among library employees were classified
into five categories: individual, organizational, environmental, job-related, and
motivational. Individual factors included age, work experience, interest in the profession,
and motivation for entering the job. The most significant organizational factors were
ineffective management, limited career dynamism, inadequate salary, lack of
meritocracy, and job insecurity. Environmental factors included workplace conditions,
workload, and work pressure. Job-related factors comprised job reassignment, limited
promotion opportunities, and dissatisfaction with job descriptions. Motivational factors
included comparisons between previous and new jobs and the desire to pursue new career
experiences.

Conclusions: The findings indicate that job turnover among library employees is a
multidimensional phenomenon shaped by the interaction of individual, organizational,
job-related, environmental, and motivational factors. Among these, ineffective
management, the absence of clear career advancement pathways, inadequate
compensation, job insecurity, and dissatisfaction with workplace conditions emerged as
the most influential factors. Accordingly, improving managerial practices, establishing
transparent career development and promotion systems, enhancing job security, revising
compensation policies, and developing clear job descriptions can contribute to employee
retention and reduce turnover in libraries.
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Introduction
In the contemporary knowledge economy, human resources, particularly knowledge

workers, represent the most critical and strategic asset of any organization. Organizations incur
substantial expenses to train, cultivate, and empower their workforce, aiming to bring them to
an optimal stage of productivity and operational efficiency. Consequently, retaining qualified
and experienced personnel is highly vital for the sustainable success and survival of modern
institutions. Conversely, the loss of specialized talent imposes significant direct and indirect
financial burdens on organizations. These include costs related to transitional periods, vacant
positions, recruitment processes, training programs for newcomers, diminished organizational
productivity, and potential operational errors committed by newly hired staff. Empirical
estimates indicate that employee turnover can inflict a financial loss equivalent to 150% to
250% of an individual’s annual salary. While direct costs account for approximately 15% to
30% of this expenditure, the remaining 70% to 85% comprises hidden costs associated with
dissatisfied employees prior to their actual departure. Within educational and cultural
frameworks, public libraries serve as foundational pillars for lifelong learning, information
dissemination, and cultural enrichment, acting as gateways to global knowledge. In Iran, the
Public Libraries Foundation, a public non-governmental institution established by law in 2003,
is the sole legal authority managing public libraries nationwide. Operating with thousands of
branches and thousands of active librarians, this developing organization heavily relies on its
knowledge workers. However, informal assessments and contextual observations reveal that a
considerable number of its specialized administrative and library staff have chosen to leave
their positions in recent years. While international literature explores generic predictors of
librarian turnover—such as job environment, physical infrastructure, promotion, and
professional stagnation—comprehensive, localized research dedicated specifically to the public
library system in Iran remains exceptionally scarce. This study aims to fill this critical literature
gap by investigating the multi-dimensional aspects of voluntary and non-functional staff
turnover. To systematically guide this inquiry, this study addresses the following five core
research questions:

1. What are the individual factors influencing employee turnover within the National Public

Libraries Foundation?

2. What are the institutional and organizational factors driving this turnover?

3. What environmental factors contribute to staff resignation?

4. What job-related characteristics affect the decision to leave?

5. What motivational factors influence employees to seek alternative career opportunities

outside the organization?

Method

To acquire a profound, nuanced, and comprehensive understanding of the lived experiences,
perceptions, and underlying motives of former personnel, this study adopted a qualitative
research design rooted in the phenomenological approach. The participant sample consisted of
10 former knowledge workers and specialized administrative staff who had voluntarily resigned
from the National Public Libraries Foundation. To ensure maximum variation and
comprehensive institutional representation, participants were purposively selected from a
diverse array of professional domains, including civil engineering, public relations, resources
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and collection management, information technology, organizational partnerships, academic
research, and librarianship, representing multiple provincial directorates as well as central
planning offices. Data collection was executed utilizing in-depth, semi-structured interviews
conducted through both face-to-face sessions and virtual platforms, depending on geographical
constraints. Each interview session lasted between 45 and 60 minutes and was guided by a
flexible, open-ended interview protocol. The protocol was specifically designed to explore
participants’ professional trajectories, initial career entry motivations, primary sources of
workplace dissatisfaction, critical turning points leading to their decision to resign, and practical
recommendations for structural workplace improvement. All interview sessions were digitally
audio-recorded with the explicit informed consent of the participants and subsequently
transcribed verbatim for analysis. The generated qualitative textual data were systematically
evaluated using qualitative content analysis techniques. The analytical process initiated with
open coding, where transcripts were broken down into discrete conceptual incidents and given
initial labels. Subsequently, axial coding was performed to systematically establish connections
between the codes and group them into more integrated sub-themes based on conceptual
similarities. In the final phase, selective coding was executed to refine and organize the
developed sub-themes into comprehensive, high-level main themes that structurally represented
the core phenomenon of voluntary turnover. To guarantee the trustworthiness, credibility, and
rigor of the findings, data validation was systematically achieved through member-checking
procedures and intensive peer debriefings.

Table 1. Professional Profile of the Research Participants

No. Job Title Work Location Tenure (Years)
1 Civil Engineering Specialist General Directorate of Qom Province 12
2 Resources & Collection Specialist General Directorate of Qom Province 12
3 Information Technology Specialist General Directorate of Qom Province 7
4 Partnerships & Cooperation Specialist ~ General Directorate of Qom Province 10
5 Purchasing & Procurement Officer General Directorate of Qom Province 16
6 Cultural Affairs Specialist General Directorate of Hamadan Province 11
7 Research & Planning Specialist Central Foundation Planning Office 14
8 Research & Planning Specialist Central Foundation Planning Office 2
9 Head of Library Affairs Administration  Directorate of Library Development 10
10  Public Relations Specialist General Directorate of Qom Province 4

The qualitative sampling strategy captured a diverse range of operational experience,
spanning from 2 to 16 years of active service within the institution, providing a holistic
perspective on the internal organizational climate and structural barriers.

Results

The empirical findings generated from the qualitative content analysis revealed that the
factors driving voluntary turnover among the knowledge workers of the Public Libraries
Foundation could be comprehensively organized into five main core themes: individual,
organizational, environmental, job-related, and motivational factors. Table 2 shows main
themes, sub-themes, and initial concepts of knowledge worker turnover.
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Table 2. Main Themes, Sub-themes, and Initial Concepts of Knowledge Worker Turnover

Main Theme Sub-themes Initial Concepts & CodesTitle 4
Tenure and Age of  Resignation typically occurs between 10 to 16 years of service;
Departure age at departure ranges between 29 and 43 years old.
Initial vs. Current Initial strong passion for the library profession is gradually lost
Individual Factors Career Interest due to unwanted reassignments to unrelated positions.

Entry Motivation & Entry driven by passion or economic necessity; high job stress
Family Issues indirectly causes domestic friction and family tensions.

Inefficient Management Toxic behavior, micro-management, lack of managerial
& Leadership expertise, and ignoring employee qualifications or merit.

Inadequate Salary & Low compensation levels, severe living standards issues, and
Organizational Factors Benefits sharp wage gaps between headquarters and local libraries.

Precedence of personal relationships over professional
regulations; high reliance on unstable temporary/hourly
contracts.

. Vulnerable library locations (e.g., public parks) exposing staff

Worlg:)lgg(ieﬂzrrl])é5|cal (especially females) to security hazards and antisocial

Environmental Factors behavior.

Workload & High volumes of daily tasks, insufficient support staff, and
Operational Pressure forced execution of duties outside core competencies.

Lack of Meritocracy &
Job Security

Career Stagnation & Absence of transparent promotional pathways; vast discrepancy

Job-Related Factors Role Conflict between formal job descriptions and actual assigned tasks.

Alternative Career  Strong pull factors from external markets offering higher pay,

Motivational Factors Comparison standard working hours, better security, and growth.

The paragraph after Table 2 is justified according to the template requirements. In terms of
individual factors, data indicated that mid-career professionals with over a decade of
institutional memory were highly prone to departure, particularly within the 3543 age cohort,
which represents a critical period where employees seek long-term stability and life-work
balance. Organizational factors emerged as the most critical determinants of turnover.
Participants highlighted that weak, non-specialized leadership, coupled with micro-
management and disrespectful administrative behaviors, fundamentally poisoned the
organizational climate. This was severely exacerbated by the foundation’s highly uncompetitive
salary structure and widespread reliance on temporary contractual frameworks rather than
permanent employment, driving trained experts to seek secure positions elsewhere.
Environmental and job-related findings pointed to severe operational pressures. Many public
libraries are physically situated in public parks or isolated urban zones, exposing female
librarians to persistent safety risks and confrontations with delinquent individuals without
sufficient on-site security. Furthermore, forced lateral transfers to administrative roles
completely disconnected from the employees' academic expertise (such as moving a specialized
librarian into procurement or public relations) created profound role conflict and rapid
professional burnout. Finally, motivational dimensions clearly demonstrated that superior
external opportunities offering better job security, reduced working hours, and structured
professional development acted as irresistible pull forces on the foundation’s demotivated
talent.
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Discussion

The discussion of these findings underlines that human resource retention requires strategic
interventions tailored to the specific professional needs of knowledge workers. This study
aimed to identify the primary drivers of voluntary turnover within the National Public Libraries
Foundation through qualitative inquiry, showing that a combination of individual,
organizational, job-related, environmental, and motivational factors shapes the resignation
process. Regarding individual factors, the high turnover rate among professionals with more
than ten years of tenure implies a distinct mid-career crisis where employees seek dynamism,
which aligns with international findings indicating that career plateauing triggers exit intentions
when organizations fail to offer vertical growth. Furthermore, the loss of initial professional
interest following arbitrary reassignments emphasizes that forcing specialized librarians into
administrative or procurement roles damages intrinsic motivation, a finding that strongly
mirrors the conclusions of Colding (2015). In the organizational domain, inefficient and toxic
leadership styles were recognized as a primary catalyst for departure. Pervasive micro-
management, a lack of meritocracy, and managerial incivility severely undermine employee
loyalty. These results are highly consistent with recent Iranian studies, including Mirzaei and
Pourobbas Khader (2023) as well as Memarian (2024), which demonstrate that toxic
administrative behavior and organizational bullying are directly linked to heightened job
insecurity and voluntary resignation. Conversely, Masenya and Ngoepe (2024) confirmed that
transformational, collaborative leadership styles significantly boost librarian retention. Job
insecurity stemming from temporary contractual arrangements is another key factor; the
foundation’s failure to provide stable employment contracts has allowed other public
institutions to easily attract its trained, experienced staff. This is compounded by an
organizational identity crisis, where the systemic public and administrative obscurity of the
foundation discourages staff. Environmentally, the hazardous placement of libraries in public
parks creates severe safety challenges for female personnel, echoing Naseri and Zarei (2017)
regarding women’s need for a safe workplace. Job-related issues, specifically career stagnation
and a lack of clear promotional steps, further drive employee exit, supporting the career-plateau
theories of Sarvand et al. (2024) and Fayazi and Ziaei (2014). Finally, the external pull forces
of higher compensation and shorter working hours remain dominant, consistent with the
foundational economic turnover models of Razmi et al. (2010) and Masenya et al. (2020), which
emphasize that severe wage disparities between cultural staff and other public servants
inevitably result in talent flight.

Conclusions

The first paragraph summarizes the study’s most significant findings, demonstrating that
voluntary turnover within the National Public Libraries Foundation of Iran is a complex, multi-
dimensional issue driven by systematic leadership inefficiencies, uncompetitive remuneration,
unsafe physical working environments, forced non-specialized job reassignments, and severe
contractual instability. These factors cumulatively result in acute professional burnout, career
stagnation, and an institutional identity crisis among experienced knowledge workers,
transforming the foundation into a temporary training ground rather than a long-term career
destination. The second paragraph presents concrete policy recommendations informed by
established public administration and human resource benchmarks. It is urgently recommended
that the foundation’s executive board designs a transparent, merit-based career advancement
framework and aggressively lobbies national legislative and budgetary bodies to structurally
upgrade the compensation, benefits, and welfare packages of public library workers to align
with other public sectors. Furthermore, institutional stability must be prioritized by transitioning
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temporary and hourly personnel to permanent employment status through official civil service
examinations, establishing clear boundaries for administrative job descriptions, and cooperating
with local law enforcement to install strict security measures at libraries located in vulnerable
public spaces. The final paragraph outlines targeted recommendations for future research to
expand upon these findings. Future academic inquiries should utilize quantitative or mixed-
methods designs to statistically model and measure the precise structural relationships between
toxic leadership, career plateauing, and actual turnover intentions across the entire national
public library network. Additionally, comparative empirical studies analyzing the efficacy of
talent retention strategies between public libraries and other educational, academic, or cultural
institutions within developing countries would provide highly valuable benchmarks for
optimizing human capital management.

Funding

This research did not receive any specific grant from funding agencies in the public, commercial, or
not-for-profit sectors.

CRediT authorship contribution statement

All authors contributed equally to the conceptualization of the article and writing of the original and
subsequent drafts.

Declaration of Generative Al and Al-assisted technologies in the writing process

During the preparation of this work the authors used ChatGPT in order to translate and structurally
expand the academic abstract. After using this tool, the authors reviewed and edited the content as
needed and take full responsibility for the content of the publication.

Conflict of interest
The authors declare no conflict of interest.

Ethical considerations

The authors avoided data fabrication, falsification, and plagiarism, and any form of misconduct. The
study adhered to strict ethical standards, and informed consent was obtained from all human
participants prior to the execution of the interviews.

Data availability statement
Data available on request from the authors due to the privacy and confidentiality restrictions
governing the qualitative interview participants.

Acknowledgements

The authors thank all participants in this study for sharing their valuable professional experiences
and insights.



(1£+0) ¥ oslos 1+ 0393 (LS Sl y 2B 9 (Sl Olidixd

SR Sl ) ENDI g (5 5ILS Oliizx

it iass g»iu
YAV 1 (SO S Ll
SR Journal Homepage: https://jlib.ut.ac.ir/
w2 e Uad-e .1 xS - S
Uyl aadllae S s Abls yUS U Job 5 5 9 S50 Jolas s9U1g
e VoSl o -
$39,9 SRR 9 ¢ o P o]

i.narimani@stu.qom.ac.ir :asbll, . )yl o8 (o8 olKuiils ¢ Sl pole 0asLisly ¢ pwlis y5ild g leMbl Gle 04,5 .
ynorouzi@gmail.com :asbll, .l ! (8 (o8 olKiily ¢ Sludl pale aaSKuiily ¢ lid (2l g SleMbl ple 095 ¢ Jghume oM g5 .Y

oA Ao e

o04uLd FL’?U‘ Ltbdql?ul.\.{ 2 L)QL»J ULS)lS ULL» L_{)J » )J}o JA‘}C L.l?u 5 9 u’l.w‘.uw XV l) w.\.&sa); L)Jl :GJ:J.Q J e 89_;

sl iy Alie
Ve irgh QEAIS eS jlie il bl i)l (hey &g S 3,Sug) b pRegl ol SRR (W)
Gk 5 lodly Luas Clesl Media Cjgods &5 Mg eges saailuls sl Hle b LSl e
b g (S lgme Jlos gy 5 ooliel b esjlwosly I e g 25 (6y9ld,5 aidl lislodas sladslas
a8 Jelod Bl g gyg70e il )5S S5y allte e b
e B0 5 i s e ol eg3,8 & g 3 LAl LSS Jad S olgs claasly YN ESL &)U
(i 2oy pie iend e v S50 039 0553 g i 4y e ey 5 a2 Jole JlngTAVI0 SN0 &0
b g g e Ll g Hlejla el (ke i ool 5 (5 Vbt 295 (BT i T TN i )
9 B39 (il Jolge 5l calbg zpd 5l (2lo)b g W) Codgaoe g il Wdgy Jame Jolse I ()8
) Sl (B5SSl Jolge Sl ol (b 425 4 bled g (L5 L e Jad anlie
3 e 5 conl Gamsin (dlony adilols (LS, Jad S5 S ol Lt Jimgdy (sladly £ 6 S Aol
Jaowno 390 Ly plo Lhxs ‘J.o|9:- Q:{l uL.o 5 ! u""’)‘i" 9 Jace “;Lw ‘uJLc)'L.: (83 Jo|9:- JAL:J
Sy i 8 bame g Lol yd 5l (0ls )b g (Jad el (1aa8 ¢ B (sblje g od> « Jad 5] (o
e el iolial ¢ Jxd sl@)] g drwgs CBlads pllas Sl o pie (sboogud Sy ¢ wlul Cpl Al
2 Jab Sy phals g gL bis )5 wlg e Blad alby zpb (gl g Slesd ylye plas 1 (6,555l
Al e aaluls

VE-0/ ¥/ 1 Wil g,

(Lo jlaals’
ceily LS,
(Slojlw Jad Sy
Sl gl

M) 5 o)LLl e 5 gy adllas Sy Haaligls (LSS Jid 55 1 550 Jolse (5555 (VF+0) Gosing s 5 fcskon e sibon i 25 Uinn]
https://doi.org/10.22059/j1ib.2026.416651.1830 .¥¥-\ (¥) 5+ \ alKiis

OB N g © ol o&usly el Ll :)*:3\3



https://jlib.ut.ac.ir/
https://jlib.ut.ac.ir/
https://jlib.ut.ac.ir/
https://doi.org/10.22059/jlib.2026.416651.1830
https://creativecommons.org/licenses/by-nc/4.0/

1840 o oylod (Vv 0398 ¢ AICHS il s £ 3 (S IWLS Hlinini A

EPRY-N

Caz 4 bglejle gy sl Glojlo o o (3 St (il GUSHE (ogad 4 g (Sludl glie (L pas )
) ool sloaizzn Csllee allS 5 (5)90 00 4l o 41 (s 9 C0d gl Jlo Jgbo 10 00 S )5 5 Sy o bje]
St bglojls cuidse (gl 25k 5 cox Mol QSIS Lain o9y cnl JHWAT (01505 5 (g a0 &KS) L9500 Jooeio
Oh9® et (2lad o (paaste 5 il GUS ol s Slegdle 4 (VY (T (s te g 5T Jlo 055
4 g 1y plassil o) QLSS Jlaisl wlalitdl g b rg0 50 )y 038 958 Wdjgel il uny (92 JB 9 1S
O eyl 2l W LS cess S5 e e S jsba (WA (o) (b g sel) WS e Jreos ool
Yo N0 250 Jad Sy puiis (sladis 3o pimen (S 0 3)lg Oyl lojl 4 LS, AVl Gais Aoy YA VO-
3 B ol QU 4 bgrye platy sladizin |y ol aop0 AD JIVe g sl oad 25l Jad S slaaizjo IS 5l o>
(T Glosds 5 b olS) dms o JoSuiti lojl S5

GOSN i g 63,55 kb Clital g iy Gliss! aillbgls i g wlllogls ciliske (sladtnd 4 oy |y Jib S
P S o Glojle S d prouad dio)l5 a8 Cunl Sloj Aldbgly Jads S5 0 )S paans 05 (6335400 ol 05 (33540l s g
ol 5D 2355 0 Mio)5 L () Ked d 0ld Al & prenal (ol oS W8l o BT Sloj aildbgly e ik S oS b
S S o 5 bt clacasls Jlast b wlie lojlo S S5 o0 45 (63,19 4y bzl Jid S5 Ky et
S Sl ol 5l Wil plojl & (Sl gzmen) Cusl Jlaulyd & bgye pdliclial s Sy a8 Jb
e Jib Sy oS Jo v a0 Syl plojle el L Gns aia)lS &S sl Gloj 9,5 Jad S5 riren
©ylge dodd (gyaeby Jad S5 woles S o Sy 1y plojle 1S g Lot wie)lS o a8l Sl (3,5,
d o 00t (532 )a0lpy i S5 a5 Jlo 5 sl 03,8 (530,065 lojles S 5 gl b 51 i lS &S 305 e 3O
ly J2d S5 %00 i el 33 e (Vo)) g 5 52) 305 o0 Glojls S35 & el SSU j5bay e)l8” oS
Jloon & Vgaan (] e o8 (g0l g (rug yrogSpo JUas] (LIS ) o Sty ©yp0a) 3] 90 53 4 s
(VXY T i) 3900 pLl 33,5 oy lojl 395 Ll g

OS99 (bl (GBI 3)5 iy pai 35 dhig 4 Glojle wldbgly b (o)Lid] S 5 plgie |y Jad S 5 IS gk
wllbgls Ji S5 i S5 51 paie i p0lo Gingss )3 (YN T oLt (Gah 5 e DUNR TS s 5] S5 4 1Y
ol (63,55 508 5 (00l))

9 Glow & a2y pas (Sl wlusl (S15 (o @By 4 (Jad )] pas o5 w3 LS el Sl iagg
235 (APl g 358 bl aly coe )l 5 (Vo atanld pas Llie 5 o> e 9 Ol WSl paass
RS (2 e 5l e )llas g S o2y sl )lid ol LU seliseial (slacunsg Sl laebl pas (LSl (Ko s
(VFe+ ey st g P YRY (K03 5 gm0 ol 0351 LSS 5 i S 5 Jolge alas 1 g e

whigel Sl gl o gmen (eges (SRS sl 0k ST 5 gSidg g M) Syt jgdie ) dslix
dnwgi g yosll phlo (6pS3k (sl p3¥ Lalpd o5 a1 glaojlg)d 5 29y oM 5 o g oMbl 5 Sin
(VYA (Bl 5 03ljloyb) A8 oo ]3], (S

!, Cho & Sung

2, Hefny

*. Vanbereken

*. Hussain & Huei Xian



A G939 P9in § Gl 5 Ol | (ALl Wl &G bR QWU b & p yho ol 53T

o3es SUBS 0)la] 555 5 a8 bl Fg2 8 (oges 25 ity ;9uS oges slaalulS Bl
olo sl LL )3 5Ll oy 5ol wlol p dbigs sles ol sl lpl 3 (eges cladlBOlS o)lsl Se Joie VWAY Cgune
ooyl slaylol 33135 o (bl loss &l 4 die,lS g LS VB« e dgus g egas alsulsT Gb FVAY L VLY
@ pll oges sladiluls sl iy LS, 51 e ei B slasd sl gla Sl o oS aad o ol Sy Clialie
Comdg o Jad SBlal((Jad Cusdge ( Jad cold) &5 3o (LIS (i Glagsingly (oyp nipen Slo3 ) Jad S5
(s 0dd Sl (Jod (535 M (Jsyi8 5 mdy S e (Bl blie 5 o> lulS calop; cusliel
10 T KalS A g Saslyl) ol 0391 IS )3 i S 5 elge ales 1 6 ysh g Lbiel g (5358 o Meles
e imgs ST ol 3939 L (WAY ¢ ols g (oold Vo VY diwle Y 1S5 5 Liwle VY 41,505 5 4955kl
ool 028 pbl (ll > GHIES Jad S5 S50 Jelge 0)y> i 5

Coanl  fpladsl 5 eSla Jod sl Shy Joe censs b odlitul JoSo gl o> 53 5l laadly s ol
5l e (BLBlgy 425 S USE 53 3)955k g Sl iy Coonl idsg Cogn ()lhe g5 Wil ola Sy
g Izl lSCel g 03l sl gyt canlis 0,3 Glab > Cagn g lasaiadly b 48 (Jid ol cpl poll 038 0 5T
(R 053 5 samelpl) 305 (590> (255N bl sl st Cudjls S oal)d 5555l >

ol oyl it o)l 4T bl 5 (St c(yliengd bl LS 0lg) Sl 52765 midgs ka5 pgd
5 5 Slgie S bl ollasl (glad > Luly) b 35S 03B 1) gl paass S sgaome 1) 38 Sl & (e
(VF0 s (2 9 555 ok omlas) &S i 1) ()5 (st o2

Oelido ey (535S Pl lgiedy & Xiad 85 &y (Gpadl Cs2ly Olgiea BB 93 ol pSb gl
Cgnl (ol pli 20 badye (65la) manlie b cony (150 )3 (g 9 845 gl sl (ES S Lo slaguly (sl 1
ol 005 Juazds HBAS S )l Culgy gyl sla cabaiod g odis oy sleodly ol (gl

IS5 U )3 s & 5o Jad S5 aab g 09 e Sl Jad Sy aad Sl anl Jad S anlp Sl 4 g L
(GHINES Jad S5 e Jelge g Jle (8L iiS (o0 lojl S5 e pladl Cilisee Lulyd (585 a5 )5 5l ey g 435
el el iy 28T S8 kg cnl QLS g (LS Jad S5 Jleisl GialS L) (eges (sallulis sles (el gune Sl 0
Gl (i QUSHB ol5s I Jad S5 mpeual 2 50 (slodlue g 4200 o5 D sy ey ol & WS e I iR
el 325 S p & Gl (953 pob Giagd (bl (ol 2 Sl B9 (eges SALULS Sl

A o Chogp 55 |y e (o s blES 5 i S5 ol (45 S5 poms el U051

Sl 03)8 Ligy 795 ol 9 (l)b 4 BT calyy ) (i 5 ol oy o6 e X

Sl oo (ke Jad I poglas (oolul dx )3 1) 353 (g Cansg b b il (LS,

9 3 A
@ gy QUK il aplojlo oW g p3l glalo o Sl (G958 Comnl Jd> & Jad S5 (gelym i
E3o9e (il & (oS o iRg (6)IUS 059> 53 5 035 pidiy sl Ol 5 Cario 09> )3 I imgdy (nl sl 039y a8l
D) onds 5 glodind 4 1y I imggy ol Ol oo cJad S5 0jg 45 0 plonil gla yimgy Lully il aitl

. Olusegun

. Colding

. Omeluzor et al.

. Masenya et al.

>, Hackman and Oldham model

¢, Self-Determination Theory (SDT)

w0 =



1840 o oylod (Vv 0398 ¢ AICHS il s £ 3 (S IWLS Hlinini Ve

2 (VFY) 2B olie sy g 2lipme Cusl ailyyy (US) Jad S5y cilise Jalge 180 4 daiagh Sl oobs pise

Jeo 3 6yl (b (18 b SIS Jad S5 aaB b ST (s ey dlal) )y B b odolo o g,
o a4 ol oL gulis Iy b olonlon 8 1 i 5 5 VAY o2 oy o ¢ i Custel pie g 418
(il (5)AB izman )l Jab S5 a s g )18 e )3 ()8 (b el pas L (ST ym5 (s ey o (5 line
orn B b ptlon cdmg ) 55 (VFoF) pljless bileie (8 (20ke |y Jab S aab g :SThej gy, dal
QUS55 VY s 05> 0 2 St Slojls )3y (2olia (25 b GUSS Jad S5 b g IS 156 pum, by b
O b GUS)S Jad S5 siab y IS5e0S (g pemy oS 0l Lt Gimgly ol gl sl 43l liaws (558 5 ple S
(Slosla )iy g GUSHIS Jad S5 0y Jliass (g pumy sl pizmen 2l (g bline b e Slajloylid) (lee
2B oy Ban b cdolon (gl 3 (VF4T) (enl 031385 5 630k cohylol 2l cizmod 3> (g boline 13b Custo
Olislony QUSHIS 51,8 V5O 0B oy & (dble (Saud (2ole 85 b baJin (WS Jad S5 Slojler ()48
ol ] i o5 5 0 5 oS8 Lble St logle (o ylB ols L gy eyl gulis Il dguie s Sl
SS ke ) QUSH Jad Sy aiab 5 Slejlu (658 (g by wlgi e Able (S (pizmen )3 (g bline 5 st
b QLS Cants S5 b Jid 80 3B gy Ban b il — o (olimgy 53 (V1) (0,500 g Bigy S
3390 1y ol V4 bt oy g Bigel o)l QLSS 5155 YA oy i 3Ll g 508 5 lid (Soguyd (2ol i
15 wgMe 4 ) (g holine g cute il LS, Cooss S dab p Jad 98w S LS ime gulbs sl JLE ey
Codd S 5 duab py (5 oline g st 58T 35 lad (Sagm 8 9 0)1> (g oline g e b Ceard S5 aiab i Ll
25 g S e clid ooy b oS 4 adley Cpgodr 298 Limghy 3 g (VAT Cangapl)l o)y (LS
ailaie (o SOl o (U, 51 58107 o> gy b g Conl il dible (S danly b Jad S s Slojle
9 S 2 oizped ) b ble (Sagm p lojls de 5 ) e (i ol o sl aidl > ol Y
S e 9 5531 Jlo 818l )3l o S5 Auab y ible (Soguyd g 200 58T b S5 lejls e

Oyl ais)ln] &S canl odly lis imgh (ol gt sl 4By zowl B eS8 GUSHI S 8 WY ey p 4 Jad
c\g4;.93‘[3OL\;.A)KL};.Sd;mﬁ@‘lﬂ)‘uu@a}c9@M}IJabw.wlmb&ﬁd;mﬁu&;@ﬁ?k
b ohie)s Jad S5 aab p Slojlo pus Sje oS 0y (i pizzen Gl ol @l ) b i bl osbe I
i ) conims 1] Wlg oo w5 aplojle o eloial Jobs g Slojle i @i )b 13l Jad ) ovbe il 4 dsg
o)Ll o5 slaingl 4 Gl ol dlox 4 Cusl 4Bl Jad S Jelse g Jle oy 4 daimghy ) )Sod (sl

et g ooyl Jo b 350 35003 5 (VLS 363 Jod S5 dlally (y 4 (93 > (WAR) 003 9 (o05y )8
2y (Ui oSl ol ol 4Bl ol ) Sladl (gl gy (riwdlaiBl Jde 9 WWAD Jlo (alabe glaodly ) oslil L
Dy adians abasly Ysl 3¢5 Jad S5 b cynlee g (SGB Blae el yd (g0 opil Jols Jad S5 odl) Jolge oS
L a1 S o (shab oS e ol bl 5le (3l e 5 higel b e ke Ji S5 05 (5ol Jolge
=5 9 s reb )l (woSae dlaly (Yldl 393 o S 5 L adbog Cuesd 0)93 () (bl & g ((Sundijl gy o
plosl b baosls ol 03,87 byl 1) la gyl (glad s cullad olilus b5 Jad poss Jol oY oy i b 55 (VW45)
slaen clandls |) )l 5,00 bylyd & ()il B pogad 5 oges (slagisy 0 JELb (U5 L Gres sloanla
piybllnl g (el ey ()5 oo 4 (litwd Jadb i sl (U5 ol s S oy (Lt gl doxs .l 00
g ol (oylulus 55900 b5 el o8 51 Jas opyiae ) BTl 1y el oy yieS Ulje 5 398> g Canl IS )5 i



A GI909 Dein § Sy § Oleal| Lyl delllo &G Ha bl Sl b7 i &5 5 p J0 folae (590719

4l bl o 58 (W) (ege oy (i oadpled clee sylubuc 5 Sl (g)lulus a1y bles (508 (IS sboet
oS iy b oSS Slaflr Coles 5 (6 S5 kS bl i S5 i e B L 355 03| pulin S
ol 4313y Eubdgpe 1B BSNS54 AF i S5 g ok STl lojle Cules (65 (Sj CarksS yoxins
e Syt SIS 53 1y i S5 05 5158 9B gl Cales 5 65 (S5 S 45 3> G5 g, ool
Bl GUSHIT Jad S5 GRS 53 (b (B ()5 (SN CudS puiie 9 A5 (St

@ bl > oS cunl aslyy (gHlLlS o5 Sl mle 5 Jad glracass 4yl B gla iagh jl oS (ol
OIS oy > Jad (53 oM lise Liomiw 4 ibg 5 (WYAY) ols 5 obd sl sns o)lsl Ll ) ool
SR o) )3 el ablyy Jab (Sogwi g et S 4 blas alex Sl kel i sl 2)S5 ol b g alSsly
OIS 0 s S bl g Jad  (Sogw,d ol flis ol gols &8 5,8 LUyl hlols 51 a5 AYY oW ¢ islow
ol STyl e M aSJls (5 0,55 sboul oline glas  So50M8 STyol > s puizmad (Al o bawgie jl yiday
oot S5 dy olos ok STyl i (535 &b el ogdle g1 sy ¢yieS M gyt S Al b SIS
g s (S3gwyd wiles,S Syl ) gy (SH;M &S JlIubS S5 Syl 4 9yl (o )bline il lid gy
Sy 2 e el ool Ban L3 gy > (WWAF) 55 3 oy (l55 35 Iy i oot 55 4 il
(Hg> codlal Jolo yiud o5 Cunl @Bl )y (oS 5 (o) I olitul b (eges Slaailuls sl > Jels lnls” Jas
oo GBI g S i S 2 bl 5 e 5 Sl selazal i 52,8 i slosle
039 O g il & ST odmg 3 35 (WWRA) ool] cgd (gygh g oludis (S dadme (i) Aitn S50 558
b o2, 5 quslio Jao &)l 5588 ogee slaailuls Sludl plie (gjloially S5l ml Jls cloadlso olal
P Jeli j9S ogas (SalSnlsS il plin (sjlosialy STyl J5 S b ol ol 381 032 &0 53,50,
355 4 1y e Caglsl o)l dnr 9 3,05 S S oailss o 1y ysl iy Sl el a4 (g sy sl al3e VR 5 in
33 LSS esiailss 3 1y el g pteS (63,3 det e ean 03l ol

(5315 el 3 o Cunl By LS Jad S5 g9d9e 4 (2P LB Sl simoR 988 ) slagiagd o
2 8BS GBI Jab S5 by b s 18T sy YY) Sglyl Gimgly ) Bam sl 005 0351 o] ]
) o 85§ o 325 £ Ko 5 ellan () sl 0 gl gy g 53 e (> sloolSl
G 5 (g oBishy Vo albuls Hlwlis )5 5 laasino 51,0 VYY) leodly cdoliiun s 51 okl b g 63,8 oolau!
s blae dluly Jid S5 aaB g b col) o 4 ande ol ek ol @l el 035 gl gex ()%
loolSeiils) gl IS oo olisl y GBS SIS i S 5 b 3 (5loline glis &S b o ccpmizean 313 S5
ol (SIS SIS )3 S 55 ol o088 ey Jelge o @ (F210) SmalS 55 3925 (L) 5 Jl
oo ool @bt b Jloyl (2IRL NS (gl oS sl bty Aol ctgly ol )3 ead edlil iagh S,
S cols)y pumman )l Cuo dlaly 85 pl S aaB b (gbblixe jobdy (g lulS ad s jl 2 5 e Glaal aS ol lis
oL Gzmen adlllas cpl o)l giie dally b S 5 a8 b o Boi> sbajlileds jlcols) g o5 cunle jl cols) (Jas |
OIS Jad S5 aad e 3 Jelge (5 e (o Slaal g Sl culd) ((Jad CuBge 4 baguje Jolge o5 3l
S5 dab p gl ol b oy 4 ilen ool 5 55 (VIY) %03 g siglel it 2Kl
3o Ui imoRy (nl Sl sl 4Bl 4 oS 58 Cgi g g bl (BIRLD adluls > GLlnbs i
ao cEodno 4983 Ale (63)lge 45T (gysbds cl dxlge ladgeS 5 (Sogw 8 b sblie (pl )0 laibuls clacd ey a8
13 393 slnygiS5d g LT (glb S Wlo stos] slbrtames g ks guie cloolS ol o5l UKl (it
Sy dab il g Aol glacalo ) quliol Cunsg (g 45 b (LS adlle ol copizren i (pgllae Cunsy




1840 o oylod (Vv 0398 ¢ AICHS il s £ 3 (S IWLS Hlinini VY

3o ol Jad Sy Jleis] il pewliol bedle pj dosn K> Gyle a5 94 3935 (5yble alayly olulS” Jxi
SLabls )5 (LS le )3 Jad S5 0ad 0ullS (e Jolgs oy p Baa L (VoV1) %0 5 Liwle 0980 yiien
oS am o U5 Ghaghy cnl (slaaidly wlaaslyyy (imghs a4 (oS gy b (g (sl Bl 58 il ) S gnilag) e
S5 a5 W oty (0,8 5 88 5 (S5 518 Jol) IS Lo e ile (slie 5 gt aile lojls Jelss
Slodgr BbulS” ol j3 425 BB yloj de aS” SIILLST yidus a8 dad o i ol pisred ALS o e 1y Jri
(Y YF) Ltaslo Lansgs 48 (clanlllas 15,05 1S S 5t aalllan 350 )0l 1 yd e (IS ooty g 55,18 S5 4y s
SEPE il )3 (oges SRl (LS (e yd J3d S5 aal 5 Slojle Jelge (g dasly (g2 & sl 0 plos
i dnsgs glr (Bisel 9 (63,8 o Ol (g pypo 0ot (shhe g joline byl 457315 LS gl Sl 00 9 (Sl d]
i lacus,d o (o) dme sy &5 ol LS zolS picres 0)ld 3g3g Jad S5 dad b wis o )lhe jledlaiul g
2B oy o ilon (g > (VoVF) 4865 g Litwle 25 929 Jab S5 2 b gy g 0 Sl (S0l
ol @By g gl 8 (S5 il )3 (5l Sl ks ks ol 5 1,5 g5 6y (slaSiw
Jius Sy ) xSl g bin p tite pb (ol g S S0 (o) slacSaw & aad e (iS5 iag onl slaadl,
(aleg 3 2> QLSS b o g ytiir ;3B Jalas () S 4y S S J 205 (5 ey S ) 2 09l 5yl ks
oS oy (> il go 395 Jilie 3 GLIES |z & canl 5090l oy JU5 &2 (g 53 (VoYF) " oSed 9 o
by 3l ekl b Sty S o o2litul Cupnidg cpl Joo5 sl 1y slablie (slaspualy o g it () 395 )1 )]
o & dilodyS S5 asge | g5 1y 095 Jelie a8 Sl b aly Jlile dag anlas Ve pbol Gk jl g A
Sindd wle ¢ il (o)l s > oyl Jolge a5 dmd o LES imek ol gols Llasly, gl ol
aallas (pl piren L9 dlwlgdl 6y B Nke 4 oo WilgS oo b B (A5 (paadS 5 (2l b il (b 4 bl
2)S a2 50 lojle 9 2)lS i dlaly CulsS 4 Bl g Cuns Ji3 S pae glime 4 Bpo ()5l & dad e LS

w5 390 Ol | eyl ladle )3 (LS Jad S5 oje (IS psbody &5 aad o (LS gy A (o)
I oS s ppimed 9 GUSHI Jad S 55e Jalge 4 (o0l slagiaghy gdS JBI 50 g sl wb S 18 ) Simgy
oo SSitngh 155 ) )l Slasingsy )3 aluES Jib S5 ez 5 ol axSlay Jad S5 e & baiagy
Jb opl bslasly y hluls” Jas S e amyp 4 (YoVF) 01300 9 o5 o (Y+V+) 51,50 5 Liwslo Y+ 1) Kuuls
o ol 5 4 canl 03l 18 )y 390 1y ST Jid S5 Jelse g Sl cupiins jobody oty 98B <ol
P9 e plxl jb gl sl pol Gimoiy

o9 R ol

lrosls a8 i sl s cpl 4 0,S0gy copl Gl il oS slgie Jdod 3,04, b S adllae S imgh ol

oSl 2l el bus g sl HE Stmghy Sl o asl s lodes sla iy 4 o gl gt bles 34390
o6 )S5b dotus j3 g ge (slaodly Cuble 4y dagi b gy B S i Culyy )3 39390 slacgles § S i slixe
JolS Clbgigy 4 g dgy Al LSl slagoly po Jold wyiwd ;o (glaodld 15 il jub y € sl ylasa» (gledl o lais
il GUSHE 51 e Ve B as e e cwl gl Juas 3L )luy Jdos S sledl gl &S Gues ladslias
Aole u.,l.lbb)? JAL» ulj dld&P &9‘3 QO ul?wl KRV O ygody &S LDy (pg0s dL&adul?uLS .)LQ) LSJL" uJ.a.aDu 9
Cod> deu Dy d)bf)lf 9 (PP Jagb) ;L&:J)wa ‘d}i)dwt‘x 9 U9y ‘U‘)"“c wleMb| d)9LL§ ;L&:d)l?uLS )9,0‘
a0 (Sed BaiSes ke Dg Jo FY B Yl el S5 p&in cpw g Jo VB ),0 51 fBaises ) lie oad i)l5S

!. Guss et al.



Y GI909 Dein § Sy § Oleal| Lyl delllo &G Ha bl Sl b7 i &5 5 p J0 folae (590719

ol ,n Jlasl 5l camals )5 Sglite Jad clacansg ;> bodly (6)913,5 loj y3 g Kilos,S 555 1y lojlo S5
Jitwe Colld g (S0l Gimgh U pogad pisu g (Jgd

CARgR GBS CS 0 s S g ) Jgr
ToA 5l o 5 Sy Sy AR | s dljl Sl Cumfojex ol
oyt sy ) Jue balsgls el | P1
0938 ) g s iSoly Sitingsy ¥v Jl V0 giegy | P2
92! Jis clld ¥y Ju)- SIS Simyh g g S lie | P3
Olyee (gaa3S 0 3 pogad iy ¥ Jlo WY olyes | P4
o5 oKl o Juy SleMbl gpls | PS
S s S Al Jw\? BliS] gagas Ly, [ | PO
saasS &bl v Jw¥ oges by | P7

S s Sise) ¥ Jw SBlS 5 a2 ( Sinp | P8
P9

a9 9 Shisel YA Ju WY Solaks
g iy 5 il Al ¢ e el Y Juo Siyaely | P10

P o g Al ale obooje> B iy b (£3513)5 i V) Joiiiio 4l ldlodegs p b 5 oolizl i baosls
Jrb Gl pp il Jad gemiua ol om R Candg 09)9 0Kl (Slojle Cuny g Jad 4 BMe )5
s | S b 5 Sl 5 s Gauns 05 (SIS Bles ool ke Bl S5 Lol Yo e
gl lp s QEASES Uhe (20t (slagenly @bl oAby Gl Sl b S bt 5l (S 42 ST 000 0
Oyguody 0SS i o Froly (e (Cuwst 10 plodl Al ye win 3 bodly oo .8 )S )48 eolaiwl 5yg0 S ymoliae
S Gy b dunlie 5 295 el ((2Lo)U (lid 425 4 & plao)liS pod alsye 3 S adllae L i S
boepyles dlayo )0 00 zaood W ygeudio 50 dlie (sladS (pow dlspo ;3 .00 adol (o)l 5 asuie Moy bgiye
Oelidn ooy Al yo 53 A plEs] 1518 (el 3 S35 lagganie nj (B ES ) lie slaguoly (s potiune duylie
e SloJ55 055 5| 5 el (I3 5 355 (555l o3l 3]y (585 alols 316 3 ablis Lol e b aled
Sl osalie Pl oailgd (gl pndd 5 000 ylio Wgn U a odlaiul

Sl guoly 4 o (530 53 5 b o3l s (Lo e b iz ceabito 9 S o b el sl sl
s G 3 et A5 (S e gonly JolS aizns 3 ol (sline olil 3 35 )5 gasie Sy Gt 2
Capmdy 5 Ceodd Al ¢ gldd > Slasein &) L 5o baisl, (¢l s 0 solitel ELS S ie peitns (sl s
Lgsyo csloles] cilazily lsbodas pd 4 e claguol bios pols (cbaosls 45 bl 5l cusl 00 Cusi zgys 5l g (s
Al ol plodl iy (aBly Wolyd 5 aS Wad 03938l Wb (Jyeo ,> kaad member checking b ¢k gluil 4

33l ool 51 oS el (sl 35 Limai L) ) 39 0ad AT CleMbl 139y dilo oo 031> (5591, py3 claml )
dous e B S i puiims olwlidh 4 Llg5 0 S SleMbl b e LS .cuwl ous 0dlatwl P10 B P1 slass” |

o9y sbasl
sy Jad Sy a8 wmd e i cpelde ol elosl 1518 eaude iy 4 eSS i Ve slaguoly Juloo
oanliio g ()18 Lib (i out] g ye )l 0079y 4435 oo Sa 5l KL 039 3yhie ole Ky fols JBAuSES i

s oy (SIS i S5y o S 5 N3 ) e Jpte (I gty ol 45,5 JS5 il lacao



1840 o oylod (Vv 0398 ¢ AICHS il s £ 3 (S IWLS Hlinini V¥

o] B! (GBS diged g B ygomde p1 ) e STy Creliio LY Jgua

Ayl g digai Oyaey 25158 Hgode

4 Bl byl b egee bilyy a4 JUil | 8 cws iy 5 paass (Saleal | gl Cogr g BMe Gl S )
a3 )8 4 Joles (S8l g yluks Jod Gliae a8l Bl aps L

o 5l G )8 dals y daly fchms Copde | Y wai s ¢ ST5 o i pde Gas | (g 0 Slojle dlexel sl Y
Sy & 2Fe oSS (85 el e 5 2186 e

a9 s forieael oanl g dloyly8 )] peae 39 | Slojle cogn £ aIob ¢ el cuiel 45y | Slsebll 5 (Jid dewgi Comwy X
S5k Cuo b 350t Jlojls o] 4 Cond

3 Hlad p glalame § Sis uxie sacugiue | Bllasil s el laome £ Jlgy L8 8 woe | & 5l 5 e bylyd og)l87 )L38 ¥
i @il & Sl o eyl

el §yid Goi> fLaUQS'I Ao, fd}cﬂ P S | line (el g Boi> dunglie frd gomtina | bdd g lad gl b b awlis O
Follise Jad Il z9> Sl ke T9 & dad

IV (5931 4,765 ) 148 1> Cagh g BUe Sloo S 11 gaae
aS D9 a9 A D¢ ollas Jad | GBALS S i aS 39 (s pgal Hlo dlold daodly )3 iy slagSl I SO
Coodd 090 yidr b pled 13 PO g P4 sle (B 995 eSS ded (gl CannS ] 1505 o el o] 13 z9,5 loj

g 05 ol yen aBMe 2l b lasiinne Cany s 1505 B (6l o8 I p sl eyl )18 5l se
soses by 3 ze it plin Lol cuily aMe (g,lulS & a8 ol sl gy 0ad lojlw 3)lg b Hlews a8Me L a5 P7
Cpills o] & claBMe &S pdgy oges bailgy o > Jid S5 loj )3 g piild a8Me 6yl oy 4 g a8, )5
By A 9 148> Cogn oo sl pas a8k 98 lojle 395 b Altue o3l (S (glp & am3 e LS ) ]
Oleslw 4 3959 5 s a2 s gl g cudila (gladMe guio)lS Jad a4y ¢(gyalid 4y Db ; a8Me dgzg b 55 PS ( Jilie 3 g
Caily Joglhae o33 g (Slojl jlslo o pite gl a5l (gam (2R Jad o) 58 o cullad (5)5ld 0jg> )
b aS e85 )13 gy ) Caled 3 Lol )8 ooy ol sl g 9 bawwgie bl )3 1) (Sin )5 cullad 4 393 48Me 15 PE

D9 Z9S 4P pe Syl (S €U g paass 0 Gl cuol (ol pli feudly Aol 148

I 9 AT 56 ke o 59 (il Mot i 9 193 s g

O yguody €Cg o s 5l s & BAS 8 )l g o e jl Gallasl 4y daguuly jd S yidio yaeudo ()5 598
Sl 5 paass 4 e ()i (Slpe Wbuls )5 L e Qb asle Eolas 4l WS oo LIS
60,8 e 1y olas] (o (g )soredlal,

s 4y b g pe e (cla)l5 ) pw & asiel Ciyllog 2> 51 o] HLS 53 5 oy € Lol Jolo |y co e P4
Gy &S S 90l Mg byl iwe laclas] g ol gllaol byl b 1y 565 puoua 35 P8 5y ol )l Sl 250 o
O e 5 als Cypaor | S5 ol Jole s PO ab ced o> (B ojluil a4 (lad o il 5 (Siunld i )]
09t 2lad ) Jldh 55 P10 cdS oo (i g Slojle Cogn gl jlulede 5 acly (s Iy cudls € ludl plie
(slad > iyl gyl o> it () bame (dn (Sl )3 53,5 (Byxe 395 (S Cundy (5 (nmie |y €
9 S lasl dB)] Bl pae (glpde LS (lpte (o s SEe 5l P4 S lua gaw 3 ol 15,
le Copte g Albuls A b of Hlas 51 as 5,5 o)Ll Slyae 1 eslaiwl 4y 5 P8 .S ew dlad cumdg (09 asuiols
S5 3500 Jole G 4 BusSes e (03 )0 Co e 455 a8 dmd e i gy ol sl 38 sl Sl
Dy oy |y cllie 5 8 jlie o Siuwslis pl st slady o0l slas gamme aSdy b o



o GI909 Dein § Sy § Oleal| Lyl delllo &G Ha bl Sl b7 i &5 5 p J0 folae (590719

00T &) S (lianbo I g (i dtas g St (38 3 g s goniao

5 ol Gliuabll ¢ 5bly 295 d&5)] (g ywo 295 351 by (5o oan] (0D 290 5 & g (ygeniae
=9 sldy> (sl ogMe dil (sl &S 5,8 el PB LS 1S5 il iz )3 (Shsel 9 a09)) 4 2 i S1)3)
Ol pae» 55 P4 5 Gaw (6,500 Cuoyd Cuowo b 1y gl Cunsg opl g Ad o (AL Y Slojle ya8 by, b (o) 5l
9 By & (R2gie Wl pas blie 5 Goi> (92 mb o PL b )8 asetiol alby 58 5 Cu e 1S o ) <))
28 (B 38 Slejl Jelge (n pimre |y 6y Vloditunld 395

0ldy g el ldylyd i 5l 1) s Jai P8 g P5,P7 .cuily cowivne Lidi Waculyy (B )3 5w o] o)byd Sliebll
9 Uojeel st ol o Jad cuiel PB g 3,8 o,lil wis slojle 10 €ipp (6313 Cundg> 4 P5 15>, Chogi yiao
Gl o lojlus wee 01] 095 (wob GBS IS 368 5138 &S (03)ls0 10 (> ol sl Lol (6 Ty Sgn
203 Gl ) (03l slaas S g

S Adgdlanil 4 3L o amo Tty (5,1 JLid 2 sl g
3L ) pox> P8l palls dtas y jsboey ool (B 3 Ll g (Lol Jole (BaseS line dan () ()87 ,La3
>0 45 08 o)Ll pomen gl (S P Cilel 5 QLS cud s ale by asgazme 3l g Candld Phe Hluwy |y alluls

g gydssy e Lelornl slacumise b Casl (San GUS, 5 15,15 18 15,55 08 blie b Sl 5 il
So5eal cpl .l 0395 bl g9 Lol Jole 35 63634 () clelw oS 15,8 48T P10y P6 P5 P4 Ll ,
GBS S Lo don (gl €Y sb (£)5 el 45 €5 dsms oosls jl gl il plgime 5 5 Ls bey pape 456 <y

a5 428 £y 58 g oS ol s oyl 4y 5 o aosl sl 035 S5 Jole

921> JSde s10)l8 g 01059, JI5 L 457 3,5 (o gl el Cmnl (g S )3 0hag (Sloj (s p i Bllanil P2 ()
e g Sloy Ml g Sl Jad 15 53 P10 .cuudlopo Y 1) 65 lobs )3y Bllasil ¢ jtimgy Comle 4 2255 L
S il i 9,5 o S Slelus 3w 1 503,28 b 53 b |y €igpuillan (ol s Sl Lol oo |,
sl Ml g )18 ploxl 0gud lej 2 3,8

T97 4 Wad oo g (kb s b awglio 2oy (g gouiro

01l oo oo Cumdy S jpal el pScuss b (30l AL S G S UKDl e Jad S5 dacolyy il
e 28 o8 Sloj it (B o iy Ul ki Slojle (9 la)lid oS amd e (L ggdge nl il
Wb e pials S d dl e o o (olouwd B

2 Jusil gloj 53 35 P8 Lagy 03,8 ¢S b elascil (slaiygesl )3 5 03,8 18 (gam Jad & oyl Jad S5 5l i P7
o 3 9255 CS 8 e s Uisel cseil > Jldl los 55 35 PB Ly pladl 5ye5 o (bigel (ygesl sy Slas
S

9 5SS Olelo o Jad ool gty hel)l jan Jxd 3 PT gy jboline jlwy 35 (L6 a8 b s Jad duylis
0, iy (6305)),8 Cundg 5 yipbey (Slojlo Hidbo i sblje o Boi> pubin coloy 4 PS DS )55 1) iy Gea
5 il s 51 1) SeodlST cumsdg 5 P2 acaansls W5l el (lyls g €atiy b pladpe g (saasod |y was Jas P4 o)
sl lidy Gl S iges cpl 0 Jad S aS wed e i asl cpl D)8 oy pogllhe jlaw Jad (S5 slixe



1840 o oylod (Vv 0398 ¢ AICHS il s £ 3 (S IWLS Hlinini \P

o] b bl ;5 A8 o olus] lojan a5 Sloj 3,8 sl 0391 ylojlo gy € S (slaandlad ¢ lojlo y> « i,
S (o (o |y 295 el )3 3929 (50 41 gm0 9 N (ol
S5 % g x

s B Dy eses ladilbuls Sl Blw b (LS Jad Sy g phe cladie; mid pols Gingh Gas
wlize zdaw 3 zgy3 450 a8 oy LS e 6,550 Judou g edly )8 ol s gy j0 ll 1) Jelge a8 dllde aql
drwgh Cam o lojlo dlodsl (ol b (AB 5 (8> Cogn CannnS 3,5 o JSb dlgneddy (geude gy S5 SBres
i el iy b Ayl 5 Sillasl & 5l 5 )L Sl

5,6 & K ool s B pladdgl 5 Sl Jas s Shy Jde b il 5 eSS e (Saleal s
o H5 5l gl (gladys Cuga b a5 WS o cudled sty 0 b A8 od ool 393 paasd o )he I AS o wlus]
Lulyy & o )luls 5 Jsl o)bys P calyy pols (gloodly 3 358 00 hpmdd ol (o250l polusl 5 )5 gline 5l i
Ao Ul (s |y altse pl ) b ladye s by ()19 0,l)3 P4 il 5 (eges
5 ST 4P SR g Bgd e St Copte b eSS & (S bl S b S8 S
Caciol (g y i o)l (g Slalllae b aidl cpld2d ialS 1) lojls b oy dlaly cuas Wlgh o WS 4 o990

s 1y 355 o] T fasms o ol 5381y € b Cundg? 4 Bpo LSS oS amd o L5 JJid drwgd Cana 'y g
g g03 4185 S 4y lojl glapranad > ghab o il 5 Bjgel &Sl plusl 5 18] (309 o 295 S 0 2L
boyo Slalllas b aidly oyl .ais dnlgso oslaiwl pedds (Jxd ylojlu 10 ol Slusl dilo s 45" Sl s aoes cpl 4 1y 5,8 Wlgs o
Gl Cpapd b Crodd S yi dad g Jad oS
lin 455 eyl bty s 42318 285 LT 29 )5 mwovad > (6) Slelo w1 bnlpo 505 Sy 45 Jbs 55 eslazasls
Gop b calby pos Cunls )5 a0 CutS @ Wb Sl il Jsoly LS den (gl €5 col (ials» oS Cag oyl
DS g pawsd Jelie ) Blas] Kol 5 4590

2 ke &S5 Lol lgzan 13Kl Jxd lacuoyd ludl b (L8 Jad b was b duslie 4 bgyye (sladidl ooy
Ol i panss b Jads bls ) JMitwl ¢ opdgy Hlid b cuiol s yidus o> Ladd Collao oy a5 Canl oyl pils glaodly
a5 IS 5P Wl Gl CllnS Cusls womds 3 L)l jeas bacalyy ) g gpdyllasil g i (glxe )
S )8 Gua 1) « e

P olSHE e anld g Jelewis clonyy cadllas pl 3w sladilulS sled il il WS Jas Sy
Sialeal sSle olady o5 Lol wdg o lojls 3)ly paass oje SO 4 AMe b S'Cud b d8Me b 3)jlge (g5l
clacus b b awlio g oan] o)l  Slisebll i) codgume o Suwmls 4 a3 2 wwolhaol Copie yanass § Lid
Sy ol il ) fule culis gu b 4 Sgpw

SYL ot Jlo (gl aiS b Jos dlBlis O g0y P srcusyd g Slojle sla)lid & cunl pl aldS aSS
Coiel 4y o 255 ol b ol 13 plojod 2,8 4 390 A5 58 o Jole Ko 4 loj S5 gl
Ol s € iiS Jolge» g « il Jolge» iiSon y Jols ol o |y zoys coplply 9l 3K glad > pl sl L
Dyl o pde cutS pMol icwl lldl I Salen (glacgomme diojls Dl il S cubligS ¢ olwl



A4 GI909 Dein § Sy § Oleal| Lyl delllo &G Ha bl Sl b7 i &5 5 p J0 folae (590719

g Olodd oy (6,05b (st b Gy ol ¢ polastiw] Cuial ioli8l ¢ glad s wby Blad oo ()b gy Ylodingls
Dgai g0 Bl 5 Oblpiiday ingh 3l Jols ol wluly . pawss Jelieo o iy Gllas] 1S6] sl
oy cold g hpde Gl Suold & g 5 olpde ) 5 Clasl ly 2bj)l B 5 Sl pllas a2
18] pasude (slalas L olye (WIS 5 (paass (IS (gl (g (i e (2Ll (egee laaills
Rl o) o )8 L bl 4 de g b QLS bl g less ply pllas )3 )50 Y
L SILRLS g (ool Jelie gl 389y g 2p8 g2l 5 (95 ¥
L SaEnb plual g A (el g S 4 (Sawey 5 QLI he (S Gl oy gjle dbxl 0
Aeoly )8 cunsg ke (ledlad 5 elastiwl cuiel Cogts £
3L Bk losl oygele b S sus p3 (paass g adagd Jelie 3 Sloj Clasil sbog] Y
sl 4y dad o 51 i o Slasl mlie (el 6 plgieas o] Yo g Jis S5 dab (gloygd Lol A
0 SsS Sloysy s 9 35 oo S5 losls & S | sl il g3 aslas sl A
Oh ! oMo

Jbo o>
ol o plodl o8 oSy gy Ciglee (ggime g (Jlo Colos b il dllis
OB My &S )L
il S lie dlie (gjlo ol 5 il @l bt JyiS g (owpp lie s a5 ledbl
OIS W3 53 (Eguan gk p1 (e (S5 Hgld g Wge (Eohas (pigd s
250 03] bgune (oudSSl 50Ss (653l Lo g den 5 jobiteds S o e 5l B xung (pimgh ol (ilweslel Jgb 4
Spdie ) A Glgme JolS Clgine 5 83905 Glalpg 5 il b s 1) lgioe (B ainngs Ol cul jleslitel ) ey
&l 2,5
Sy zblin o)l Alis ) B d g oLl Ly
oiRgs GBI Jgel 3 59 m
el don 10 3590 990 el 5 Slodges Culey oole gl opl il g ploxl 3 1y (SN Jguol (8 b g
odld dy ow ywd dwily

ol o yiwd JB B s 5l Canled s 50 )b 5 pols ey (olaesl

W
Dy o S8 o SIS gl yd Basses e



1840 o oylod (Vv 0398 ¢ AICHS il s £ 3 (S IWLS Hlinini A

&bw

https://civilica.com/doc/2065127 . ;)| o5 pMul las 15 Co e 5 (gobaidl Clllas
IYF—e (D)« f3o0 Cupito doli img s (gl 5 oS Jao p 4ST L) Lo g luo (3500l 3850 5o
=Y (F) VN0

Sjeiwd g HYbasl g5 Jad S5 g golylue g (ooly) Jolae Caonl (VAR jldouw ¢ oyme (Sloo g (gola ¢ olgd wlgn oo ¢ o)
https://doi.org/10.22067/pm.v17i34.27361 (Y$)\Y « Jo  Jar slaid] .ol 5) 55 45

hidl g Jad (Soguwyd Goyb il Jad S5 sad p Jad M 5wy (VFY) dnd e cshemxe g o ye 03]jud] dabold (g
g )3 9l 5 oo iplblas Moy piilS randloz (25 VX dilaie gy g sl plojle > i
https://civilica.com/doc/2083110 . | o5

Cany labee Jid S 5 ab  oole i b glosbe (ST5 0 2 ) Lasxe 1 (Sasdb p3b (Ve r) pol o oly il fansly o S
A=A (YY) 8 ¢ Uing g0 Sagfy -l dllaie Sy

2 bty g Ml ple (wlid) 5 (bgeiils 05l o (1F+0) daxe (98 (BlF 9 > (S5 S il gllas
AVY=VY (VO pammo olinSb ijgel 5 (o dolip . Juans atiy jl (exionlo, b ol alaily 5 (6,5 maings 4,ka5 ol
https://doi.org/10.22034/Ibcij.2026.70533.1342

ANVVY (il le)F ¢ oo G pilo doli ying . lojlo j> Jad (S35 gladely cpad ((VWAY) L o olud 5 )l> po L8
https://doi.org/10.22067/pmt.v6i11.32360
=AY (YA islaiilyy slo Juo 5 lo jbg, . S65-)8 ol (glalawly (5d5 3l ey uwsjpe o Jad S5 duab p 0dlgils
N-A

G b i S5 aab gy slenl Bl g Glejle s S By () deme (Sl 9 by gl Jle S
O ol bbb 5 S (AL Cupte (o eihiS Geo o gl RS S <S55 Jad ] (orle
https://civilica.com/doc/2086126

https://doi.org/10.22059/jipa.2013.50083 NFY-IYY (¥)A ¢ oo o pcto . 55 (w3l 33 Cyme oy yly &S s LS8



4 S3908 P9En 9 Sy Ol | (LIl wWilbo <G DL QWU RS & p yge Solge 55675

Oubgb d)]*@;\; 5 Lo J.—\n O 9 @l).‘o .(\Y'ﬁ\") EIPY IYR WITIP SIS VWESIPIPR P 91 ‘uJLwol fw.ai}l.tz» @1.,,30}95 {doguare ¢ S yhumw LM

DY PNV cstnn Sding 00 ity Old b (5> leelRiily (8)y5 Loy (63)50 adlllan pgomiily (B))5 5
https://sid.ir/paper/252081/fa

Sl le G (58,5 5, b SIS Jad S 5 4y Bles o (i e (a3l 56 (VYRA) 0 ¢ slashes g el o lS
AOY=INY (VI ool 8, clillas . Jiis oyl 5 i Colisy sl puiio

wlie ojlosioilyy Syl I e 1 L(VWAA) o pas 3bIcdon 65915 5 b coluisual sasbls ¢ Sdase foguane o k)
IYV-YeY (Y ol egpedn]  wan]l 4 00,509, Ly eges laailbuls Sl
https://doi.org/10.30479/jfs.2020.11451.1104

ATt ilpiiS el ito Slojls 518 (oxilee (285 b USHIS Jad S5 duaB g (5 py S by ()0 (VF4T) 5658 Gl jlome
https://civilica.com/doc/2083756 . ¢ )l « awoelS g Cu pdo acule Mb/ ¢ )olis

pis 9 ) Jomo 5> (a6 (orlee (15 Jad S wad b ST05 50 dlaly o (V) it 3B by 5 deg il
https://doi.org/10.22034/jom.2023.703859 .Y+ +—=\V& (M cCu ko jo 8 leiily, (slo ping s . Jads el

Sldawly yids b Jad S5 aiad g 48 Jowe 5 (6)l8 (VYY) s cson] odlj s g c e c550L {om gl jlol Sy ¢ ol e
https://civilica.com/doc/2050918 ., 5w dewsi 5 il pale wlais] iy o  Mod] 4o 0,55 popw ¢ ble  Sins
wliiilyy sl yingss . pio cods S5 hles jd Slojlw g (BMS](gaixe igr i (VWAD) upas (g pob g ¢ puol o plj il

https://doi.org/10.22108/far.2016.21428



1840 o oylod (Vv 0398 ¢ AICHS il s £ 3 (S IWLS Hlinini AR

References
Aryandoost, M. (2024). The effect of job satisfaction, workload, and organizational commitment on
turnover intention through the mediation of emotional exhaustion. The 8th Conference on Economic
and Management Studies in the Islamic World, Tehran, https://civilica.com/doc/2065127 (In
Persian)

Atapour, H. , Badri Gargari, R. and Tahami Nobari, M. (2026). Motivation level of undergraduate
students in knowledge and information science based on self-determination theory and its
relationship with academic major satisfaction. Learner-based Curriculum and Instruction Journal,
5(1), 107-123. https://doi.org/10.22034/1bcij.2026.70533.134 (In Persian).

Cho, D. H., & Sung, H. N. (2011). Factors affecting the turnover intentions of small and medium
construction IT workers. In International Conference on Grid and Distributed Computing (pp. 300—
308). https://doi.org/10.1007/978-3-642-27180-9_37

Colding, L. K. (2015). Will they stay or will they go? predictors of academic librarian turnover.
Advances in Library Administration and Organization, 23, 263-280.
https://doi.org/10.1016/S0732-0671(05)23007-9

Ebrahimpour, H., Khalili, H., Habibian, S., & Saadatmand, M. (2011). A survey of the relationship
between job characteristics and organizational citizenship behavior in IRIB Training Center
(According to Hackman and Oldham model). Transformation Management Journal, 3(5), 90-124.
(In Persian).

Fayyazi, M., & Ziaei, S. (2014). Explaining the consequences of career plateau in organizations.
Transformation Management Research Journal, 6(Spring & Summer 2014), 73-91.
https://doi.org/10.22067/pmt.v6i11.32360 (In Persian)

Guss, S., Stout, J., & Cunningham, S. (2024). Not all staying is the same: unpacking retention and
turnover in academic libraries. VCU Libraries Faculty and Staff Publications.
https://scholarscompass.vcu.edu/libraries_pubs/92

Hefny L. (2021). The relationships between job satisfaction dimensions, organizational commitment
and turnover intention: the moderating role of ethical climate in travel agencies. Journal of Human
Resources in Hospitality & Tourism, 20(1), 1-23.

Hussain, S., & Huei Xian, S. (2019). Factors affecting employees’ turnover intention in construction
companies in Klang, Selangor. KnE Social Sciences. https://doi.org/10.18502/kss.v3i22.5047
Kaedi Mal Akhound, M., & Mahtari Arani, M. (2024). The effect of organizational self-esteem and
social exchange on turnover intention: The mediating role of job sacrifice in the Yasuj city gas
company. The 4th National Conference on Business Management, Entrepreneurship, and

Accounting of Iran, Tehran, https://civilica.com/doc/2086126 (In Persian)

Kalateh Seiferi, M., Kouzehchian, H., Ehsani, M., & Hosseini, S. Y. (2014). Designing and explaining
a model for retaining volunteers in student sports: A case study of sports volunteers in public


https://civilica.com/doc/2065127
https://doi.org/10.22034/lbcij.2026.70533.134
https://doi.org/10.1007/978-3-642-27180-9_37
https://doi.org/10.1016/S0732-0671(05)23007-9
https://doi.org/10.22067/pmt.v6i11.32360
https://scholarscompass.vcu.edu/libraries_pubs/92
https://doi.org/10.18502/kss.v3i22.5047
https://civilica.com/doc/2086126

A GI909 Dein § Sy § Oleal| Lyl delllo &G Ha bl Sl b7 i &5 5 p J0 folae (590719

universities of Tehran. Research in Sport Pedagogy, 2(6), 33-50. https://sid.ir/paper/252081/fa (In
Persian)

Kalbiha, A., & Soleimani, M. (2019). The effect of career adaptability on employees’ turnover intention
considering the serial mediating role of job satisfaction and job stress. Organizational Behavior
Studies, 8(3), 113-152. (In Persian)

Karampour, A., Ahmadi, H., Safari Kehreh, M., & Asadollahi Dehkordi, E. (2013). Investigation and
prioritization of causes and factors affecting employee turnover in mobin petrochemical company.
South Pars. Public Management, 5(3), 123-142. https://doi.org/10.22059/jipa.2013.50083 (In
Persian)

Kazemi Shahandashti, Seyyedeh Sadaf, Arshadi, Nasrin, Neisi, Abdolkazem, & Naami, Abdolzahra.
(2017). The effect of work-family conflict and work-family enrichment on turnover intention and
psychological well-being: The mediating role of work-life balance. Journal of Psychological
Methods and Models, 8(27), 83—-108. (In Persian)

Kim, E. A (2005). The study on the relationship between job embeddedness and turnover intention.
Master Thesis, Dept. of Information and Science. Ewha Womans Univercity.

Latifi, M., Mohammadbeigi, F., Ale-Bakhshian, L., & Davari Dowlatabadi, N. (2019). A strategic
excellence model for empowering human resources in public libraries of Iran: A future-oriented
approach. Iranian Futures Studies, 4(2), 203-227. https://doi.org/10.30479/jfs.2020.11451.1104
(In Persian)

Masenya, J. (2023). Relationship between organisational determinants and turnover intentions of
librarians in public libraries in Gauteng province. South African Journal of Libraries and
Information Science, 89(1), 1-10. https://doi.org/10.7553/89-1-2307

Masenya, J., & Ngoepe, M. (2024). Quitting leadership style? The influence of transformational and

transactional leadership styles on librarians’ retention in municipal libraries. Library Management.
https://doi.org/10.1108/LM-09-2024-0095

Masenya, J., Ngoepe, M., & Jiyane, V. (2020). Determinants of turnover intentions of librarians at the
city of Johannesburg libraries in Gauteng province, South Africa. South African Journal of
Libraries and Information Science, 86(1), 73-92. https://doi.org/10.7553/86-1-1890

Memarian, F. (2024). The relationship between leadership style and employees’ turnover intention: The
mediating role of positive organizational behavior. The 1st International Conference on Information
Technology, Management, and Computer, Sari, https://civilica.com/doc/2083756 (In Persian)

Mirzaei, V., & Pourabbas Khader, S. (2023). The relationship between toxic leadership and turnover
intention: The mediating role of workplace bullying and job insecurity. Psychological Research in
Management, 9(1), 175-200. https://doi.org/10.22034/jom.2023.703859 (In Persian)

Mirzaei, V., Amarloo, H., Padari, H., & Zaghirzadeh Ahmadi, Z. (2024). workplace bullying and
turnover intention: The mediating role of emotional exhaustion. The 3rd International Congress on


https://sid.ir/paper/252081/fa
https://doi.org/10.22059/jipa.2013.50083
https://doi.org/10.30479/jfs.2020.11451.1104
https://doi.org/10.7553/89-1-2307
https://doi.org/10.1108/LM-09-2024-0095
https://doi.org/10.7553/86-1-1890
https://civilica.com/doc/2083756
https://doi.org/10.22034/jom.2023.703859

1840 o oylod (Vv 0398 ¢ AICHS il s £ 3 (S IWLS Hlinini AA

Management, Economics, Humanities, and Business Development,
https://civilica.com/doc/2050918 (In Persian)

Naseri, A., & Zarei, H. (2016). Examining the reasons for job change among female accountants in
Zahedan. Journal of Financial Accounting Research, 8(4), 77-92.
https://doi.org/10.22108/far.2016.21428 (In Persian)

Nasti Zaei, N., & Bamari, M. (2016). The role of spiritual, moral, and organizational intelligence in
managers’ turnover intention. Social Psychology Research, 6(22). (In Persian)

Omeluzor, S. U., Dolapo, P. G., Agbawe, M. O., Onasote, A. O., & Abayomi, |. (2017). Library
infrastructure as predictor of turnover intentions of librarians in university libraries in Nigeria.
Information Impact: Journal of Information and Knowledge Management, 8(1), 1-12.
https://dx.doi.org/10.4314/iijikm.v8il.1

Oyetola, S. O. (2013). Influence of job satisfaction on turnover intentions of library personnel in selected
universities in South West Nigeria. Library Philosophy and Practice (e-journal), 914.
https://digitalcommons.unl.edu/libphilprac/914


https://civilica.com/doc/2050918
https://doi.org/10.22108/far.2016.21428
https://dx.doi.org/10.4314/iijikm.v8i1.1
https://digitalcommons.unl.edu/libphilprac/914

