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EXTENDEDABSTRACT

Introduction

Organizational silence, defined as the conscious or intentional withholding of work-related
ideas, information, or concerns by employees (Morrison & Milliken, 2000), has gained
increasing scholarly attention due to its detrimental effects on innovation, decision-making,
and overall organizational performance. In public sector organizations, where hierarchical
structures and bureaucratic rigidity are prevalent, silence can become a systemic barrier to
change and development. Iranian government organizations operate within a unique
socio-political context characterized by centralized decision-making, economic pressures
such as international sanctions, and emerging challenges including post-pandemic
surveillance technologies.

Despite growing research on organizational silence in Western and Asian contexts, there
remains a significant gap in context-specific, qualitative studies that explore the lived
experiences of employees in Iranian public sector organizations. Most existing studies have
adopted quantitative approaches, focusing on predefined variables and testing hypotheses
derived from Western literature. Few have employed grounded theory to systematically
develop a paradigmatic model from direct narratives of managers and employees. Moreover,
emerging factors such as digital monitoring in remote work, post-COVID-19 pressures, and
the interaction between psychological contract violation and organizational bullying have
rarely been investigated in the Iranian public sector. Understanding these factors is critical
because silence not only reduces productivity but also leads to emotional exhaustion and
turnover among public servants, ultimately harming citizen-centric services. The absence of a
localized model means that many interventions are imported from Western contexts without
considering Iran's cultural and structural particularities, such as strong collectivism and
power distance.

Furthermore, the dynamic nature of organizational silence — how it evolves, reinforces
itself, and becomes embedded in daily routines — remains poorly understood in non-Western
settings. In Iran, where administrative reforms have often faced resistance due to deep-rooted
hierarchical traditions, silence may function as a covert form of resistance or self-protection.
Without a grounded understanding of the specific antecedents and consequences operating in
this context, policy makers risk implementing ineffective solutions that fail to address the
real drivers of silence. Therefore, the central research question is: What is the paradigmatic
model of antecedents and consequences of organizational silence in Iranian government
organizations? The aim is to identify and explain causal conditions, contextual factors,
intervening conditions, strategies, and outcomes, providing a grounded theory that can
inform both theory and practice.
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Mothodology

This study adopts a qualitative, exploratory-applied research design using a constructivist
grounded theory approach (Charmaz, 2014; Corbin & Strauss, 2015). This approach is
particularly suitable for under-theorized phenomena where deep, context-sensitive
understanding is required. The target population consisted of employees and managers
working in various Iranian government organizations, including ministries, provincial
offices, state-affiliated agencies, and public universities, who had direct, meaningful
experience with organizational silence. Purposive sampling was used with the following
inclusion criteria: at least five years of work experience in a government organization;
personal experience or direct observation of organizational silence (self or colleagues);
ability to articulate experiences; and diversity in job level, organization type, and gender.
Sampling continued until theoretical saturation — the point at which new data no longer
generated new concepts or categories. A total of 19 participants were interviewed (11 men, 8
women; 6 senior/middle managers, 13 frontline employees). All interviews were conducted
in Persian and later translated into English for analysis. Semi-structured in-depth interviews
were the primary data collection tool. An interview guide was developed based on literature
review and refined iteratively after the first three interviews to capture emerging themes
more effectively.

Key questions included: Describe a situation where you or your colleagues deliberately
withheld work-related ideas or concerns; What factors do you think caused this silence?;
What were the consequences for you, your team, or the organization?; Under what conditions
was silence reduced or managed?. Interviews lasted 45 to 75 minutes, were audio-recorded
with written consent, and transcribed verbatim. Additionally, a limited number of internal
organizational documents (e.g., performance evaluation reports) were examined for
triangulation. Data analysis followed the three-step coding approach of grounded theory
(Corbin & Strauss, 2015).

Open coding involved line-by-line analysis generating over 128 initial concepts, later
condensed into 85 codes. Axial coding organized codes into 29 main concepts and 16
sub-categories, and causal, contextual, and intervening relationships were identified.
Selective coding determined the core category — organizational silence as a self-reinforcing
cycle in centralized government structures — and the paradigmatic model was built. To ensure
trustworthiness, codes and categories were reviewed by an external researcher familiar with
qualitative methods, and any disagreements were discussed until consensus was reached.
Analysis was facilitated by MAXQDA software, and inter-coder reliability was 87 percent.
Ethical considerations included informed consent, confidentiality, and the right to withdraw.

Findings

The grounded theory analysis revealed a paradigmatic model in which organizational silence
is not a static phenomenon but a self-reinforcing cycle driven primarily by structural and
leadership factors. The causal conditions (direct antecedents) included toxic leadership and
lack of genuine managerial support, such as empty promises or indirect punishment of
idea-givers; centralized structure and rigid hierarchy where decision-making is concentrated
at top levels; and emerging contextual pressures like digital surveillance after the pandemic,
economic sanctions, and performance pressure. The contextual conditions were closed
organizational culture and lack of psychological safety, cultural and ethnic differences in
nationwide organizations, and weak reward and feedback systems. Intervening conditions
that moderated the process included job burnout and perceived distributive injustice,
organizational bullying and psychological contract violation, and low psychological capital
(lack of hope and self-efficacy). Employees adopted different strategies in response:
defensive silence (withholding to protect self), acquiescent silence (resigned submission),
and prosocial or organizational-oriented silence (silence to protect the organization, which
sometimes led to side unethical behaviors). The consequences of organizational silence were
reduced organizational innovation and creativity, increased deviant behaviors such as
absenteeism, hidden sabotage, and quiet quitting, weakened commitment and collective
burnout, and a decline in public service quality and citizen dissatisfaction. Under managed
conditions, a temporary focus on routine tasks was observed as a dual outcome. The core
category was organizational silence as a self-reinforcing cycle: once silence becomes the
norm, it intensifies the original antecedents, leading to worsening outcomes. lllustrative
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quotes from participants (translated from Persian) include: Our manager always says share
your opinions, but when we do, either ignores us or says there’s no budget. Now everyone
remains silent (middle manager, ministry); and After COVID, with online monitoring
systems, people are afraid even to give negative feedback in group chats (expert, provincial
organization).

Discussion and Conclusion

This study provides a context-grounded model of organizational silence in Iranian
government organizations. The findings confirm that organizational silence is far more
dependent on structural and leadership factors than on individual personality traits — a key
insight that challenges the tendency to individualize the problem. The results align with
studies by Mohammadi et al. (2023) showing that a closed organizational environment
increases silence, but extend this by identifying toxic leadership and digital surveillance as
emerging antecedents. The role of prosocial silence leading to side unethical behaviors
echoes Abbaspour et al. (2020). Internationally, the findings are consistent with Morrison
(2023) and Hao et al. (2022) regarding burnout and negative leadership; however, the present
model gives greater weight to context-specific factors such as centralized structures,
sanctions, and post-pandemic surveillance. Unlike early studies (e.g., Morrison & Milliken,
2000) that emphasized organizational-level barriers, this study shows that in Iran's public
sector, silence operates as a vicious cycle that actively erodes public service quality.

The theoretical contributions are threefold: providing the first grounded-theory model of
organizational silence in Iranian public administration; introducing emerging contextual
pressures as distinct antecedents; and demonstrating how prosocial silence can transition into
ethically questionable behaviors. Additionally, this study reveals that silence is not merely an
absence of voice but a dynamic, learned behavior reinforced by repeated negative
experiences with management, which has not been fully captured in previous quantitative
research. Practical implications include establishing secure and anonymous voice channels
such as digital suggestion systems with identity protection; implementing authentic and
empowering leadership training for middle and senior managers; revising reward and
feedback systems to encourage constructive criticism; reducing excessive digital monitoring,
especially in remote work settings, and attending to post-crisis psychological well-being; and
fostering psychological safety through group workshops and top-manager modeling.
Furthermore, organizations should conduct regular climate assessments to detect silent norms
early and design targeted interventions before the cycle becomes entrenched.

Limitations of this study are that the qualitative findings are not statistically generalizable,
though theoretical generalization is intended; the focus on Iranian government organizations
limits transferability to similar contexts; there is reliance on participant recall and potential
social desirability bias; and there was lack of access to some confidential internal documents.
Future research directions include mixed-methods studies to test the model across different
types of government organizations, longitudinal studies to examine the evolution of the
silence cycle, comparative studies between public and private sectors in Iran, and exploration
of the role of emerging technologies such as Al-based monitoring on future silence patterns.
In conclusion, organizational silence in Iranian government organizations is a systemic,
self-reinforcing phenomenon rooted in centralized structures and ineffective leadership.
Breaking this cycle requires simultaneous interventions at structural, leadership, and cultural
levels. Without such changes, silence will continue to undermine public service performance
and employee well-being.

KEYWORDS
Organizational Sulking, Antecedents, Consequences in Iranian Governmental Organizations,
Grounded Theory, Human Resource Management.

@ i | Copyright © 2026, by the author(s). Published by Payame Noor University.
This is an open access article under the CC BY (http://creativecommons.org/licenses/by/4.0/).

https://ipom.journals.pnu.ac.ir/


http://creativecommons.org/licenses/by/4.0/
https://ipom.journals.pnu.ac.ir/

H95 SOl o g

& https://doi.org/10.30473/ipom.2026.74887.5215

E-ISSN: 2538-600X

P-ISSN: 2322-522X

« SLI- iag s o>

SO Ol el 98 SOl 1o Sl 468 Sooly 9 ol wyy
Sldian 4 35 3G9y b (Al

TR
5 85 359y b eglnl (F9 slaplojle 3 Slojlo o8 sassly g anlin Lol Baa b Jiagh (ol
S olnl (g3 sbgleilo > Jelis (US) 5 (lpte ol Gigly dnele b ploxil glatsej 455 4l
20 ol el ST g wedin (645 ages il oolatl b izl Slojlu 188 oy I puiivws 4y yons oS
S lyn S iy by cplesr 4L ESL aes laaslan b 5l bl a3 ol
g gzl adgl porde WY+ 5l i il )5S e )3 il b (Bl 5 5y 3L (5155
5 505 mdlosles o yb Algie VD g Lol pagde YA 4 ISyl s ypore (6 SIS 5 cdly Julis 38 AY
Jolse iad plulis (Lol dgio gy 3 Slojle 8 banlin <85 S8 abll Jus wules »
Calos pie g (cow 5y Mbo) (g0 Jolge (atay Simjd g 0 Sl pedlds ile) (Ko )lis L
b 0)l5) 2,80 Jelse (S99 (Ao polual )b jl (0 5) (638 By Jelge (ol pe
slagygls g spSaen g b)lid wile) jebyi Gline) Jelgs 5 (Sind sbeglis 5 o en
i (Sagu b 5 B0l (sl Ltalidl lojl (59000 9 Spgly SEalS Jeld ol (slataly (s
B mlie Copde lpd )3 gy (eges lodd (IS5 Slee Gnd (oled 3 9 Slojl e unis
13 lojlo g3 & My bt lbazil, 5 sanlis jo Lol Gisly 35 pes sl Cute (slatly
lgioo 5 2> a6 (g ym) 5 55 jate (gloylibl )3 ady) 53,8 Jelse Sl i ol (9> sloglojls
2y el b oy ol Gl U dbul b ey plpde 3900 Sedny S 2bul Cogpne sl >
S 4 iediej Jao @) b adlas ol S Cypie |y onny ol (S)lie Sl Jpd g Sl

S oo S8 ol (oo S5 > Slojle 18 Slaabig | FEres

Sl slaejly

TV C TRV
oKy (g oo 095 bkl

Ol el o Pl

Sdas (S0 1) gunnd B Xny 5™
WU
Mohammadi12035@pnu.ac.ir

VEF/FNA il s 5,6
VECRINY/Y g S5l gl
VEFIY/F b o

Wlio ol @ sliw!

9 dislin oy (1740 (sdasme (g
A slaplojl 3 Slojlo 05 slasely
k5 0,50y L (oS aslllas S5z )
Sl lols cu e aolilab gl
AWV (FNF (g

ol yg5 ply ol lie ol ;53U VFe0 © sl o B 4 Blaio s ol Hliz] 3> @
sl Jomo o5 o3l )3 gpie Ly Cale) b g s 4y gromo il by (1 51 (6l eolitl £55 5 g 00 piio 5 (IS Cow dlio ()
Creative Commons Attribution-NonCommercial 4.0 International license (http://creativecommons.org/licenses/by/4.0/).

https://ipom.journals.pnu.ac.ir/


https://doi.org/10.30473/ipom.2026.74887.5215
https://portal.issn.org/resource/ISSN/2322-522X
https://portal.issn.org/resource/ISSN/2322-522X
https://portal.issn.org/resource/ISSN/2322-522X
mailto:Mohammadi12035@pnu.ac.ir
mailto:Mohammadi12035@pnu.ac.ir
http://creativecommons.org/licenses/by/4.0/
https://ipom.journals.pnu.ac.ir/
https://orcid.org/0000-0002-0984-1522

S Hie slalejlvw G 4y 08 43 > 1SS L

S o

il 5B

LMl Ly j (LSS SlalT g lssgs a4 lojle 48
9 g0 S9dio0 oy S b lasye G SIS L Lao
5 Gl Cgldio Byo OsSaw b pogie cpl (Voo v (5Silio
obw 039 onbiar 4 55k b (oletel g 5 53 Ay S
e 53 2y oy lojlw > JLiil BB g gamsix
Slojluw 5 (69,8 g 93 41 1) 188 (V+VY) o5 5 plol ]
Loyl 5l el Slojlw o8 a8 1)l aST g 03,5 punis
35S o olis 3¢5 il (g 4 )] ol pe

o (bblasdgs) (w8l ((aMrdio pulusd) gslas 10508
9= e slagiagg (o0 il coles) aliwgrgys
Canl pasud gl gly oS Wlod,S adlsl 56 1y aildbcus,
.(Y'Y' ‘V&l% 99> RS c;&&iﬁ D99 J}))

lojlw ;o8 gl

255 gy iz polaw )3 ol o0 | anlin

ol @y bl ey 5t 3L olgy g (63,8 Jelge N
5 $Le N0 Jg)d g ymel) Slad (Soguyd g e
(VYY) S

Al Gl )llas o gy i Slejle 9 sy Jelse Y
9 ULMAB] HRRIA “\L)"’I'ﬂ)?_f 9 Y9_<‘5) A S )5 9
NARS A IR FICONY

slylid 5 Ko slacgle : clanl o slaie; Jolge Y
(Y VY oS g plol) byl e aile )15

(VYY) e g (welossnountdl) diwa Lol sladi i

il 23 slaaely

ol s L;lo.\.pg} L (8 S, Le(ud..o uJLo)'Lu 3
slbasly A28 bl Olojlw d Cgamo 6‘45)% .}3‘95@ &S

5. Pinder & Harlos

6. Knoll & Van Dick
7. Chou & Chang

8. Baumeister & Leary
9. Vakola & Bouradas.
10. Afshan et al

A0l
Sl (Lol (byzme it (lnl > (9o laglejle
Ly 4ty b lataly S8 b 8 Lo 4y iy ¢ sogas
9 sleil slaylid (gabaill wlpss Ao ooy il
Slojls ;28 ooy (Jb opl S dblie a5 (sla o
L Lo SLSS daossl gl 51 QUSHE (gos (50355 (im —
sy Ll Ly ol sisas— S5 L Lagpe oMLl
logas JLdy (pal S e g ) g5 5 g0
I e sl e ash 08 (o e |) (S e
D9 e 38les alS g (golael o

'Sk 5 gyge by )L (s Slojle 1
Olpie 48 b Garogi Slojle (gyld b lgisay (Yoo )
S Slaagh WS (o0 pyyre (Sl SleMbI ) 5]
arbae 08 Joli | o] glgil g sizadls samsin 1y potdo ol
b ) Sliwgdgsi 9 (o) b p) (B (pebes @l )
FohlSan 5 b (g) 1558 (ganab (0,500 5 coles
b sy oy gla s 3 (YO T illii iy Y+ ¥
el iy ol laaslag oS Lleoby lis Soloitu
Jslos g i SlojlwSin 3 (e 5y > Ay
ol 5l 518 ol slaasly oS Jls 5 o)y (sl
plol) wbeo (DS (S0l (sbo)ld) g (Sogu )b 4 e
(TYY (o Ko 5 gilo Y- VY (0

ol yodl ks (el )il ol g3 celalojls 5
5 Loy o5 4 5k) (215 (glaylid g a8 38507 c3ree
3 laimggy oS na i ) eany ol (S aen
G5 5l G csoges 15w )3 Slejle 8 45 )l 4SS
dgd oo yomin (pges Clodd LS Yl 4 ¢ pogad
72 55505 L el ol (VYT (o 5 T glsysnentd)
o Gl JU 4 (Hgd lpde g QLS maditene lo 25
» Sl 13 slaiely 5 baauling Jao icusl Sl
Sl 658> ol g slolojls

09> (2l ) (S dediej Cllllae 3905 4 295 |
Ol ks &8 403 Q) (ogr (Jio 135S 00 g ]
elngyolis i aile ()5 absss slul asly iS5 S5 1,
Ll S 3glS 505 1y VA tg8 5 g byl g 5 llas
2550 ool (g e sl los sl Sl il 39

1. Morrison & Milliken
2. Van Dyne

3. Brinsfield

4. Efthymiopoulos



VAY e ol (Jod slaloils jo Slojlw 18 sladsly o laailivy )y igdemxe

28 5l 0 S oy cpaiis Sl L g das clol )

iz iyl L5 (Voo r) 5o 9 (g o0 ) (Slojles
g b laai) L aSlalsT b9 5 ab p Slles
35505l Egmdge (J3o0 e AS (0 dr g |y (BB,
9 So9ld wile j5pbgi sladine; o (Ao (52 (BLSL9)
Slojlw jo8 a8 amd o0 L (o 40 VoV 1) Langl 2o

Sl o ay (Yoo

Gl Ao dunly 5 gy (glosy

SLoj w85 @) g (BB S 93 0 lagg e
525 o B 0900 ] (igordd 4 (e ) Jo3
2298 (bled g9d90

Coomr dy (S Jslge (w5l g (I sl gy
=SB L ales S S o (930)LS g (oo sladise
9> sbplejle ol (Kin b g (ol pealuds clajlis Lo
ol

$9) = =S gladlas 13 IFY) hlSen 5 (gaeome
adal) ( Jlod GLulS gy 5 (bigel JS o)l (S
3 by Blaal zgdy Jols) Glojl Lo (o fobins
25,5 4B ) Slejlw b g (Slbls)) g Lo, <2k
i Lt oen 5 4ty Glojls asms oS 3 oL Loaily
Oyl 390 sl 2okt 9 29550 xie 08 ]38
20T phlSan 5 s pelass a3 4l ably
Sbgleilos (BUSpe )Lid) (pd Jio (S (—ting
plosl Lajbeia (ad Lol (lojls glissl Ban b oS olalid))
28 aslllas ol caialy Gl o> laeS b 3 1y (594 0
@le)ld) oz (Sl slassly Sl (S Glysar ]y Slojle
Feolejla jl cles o (LSE & ol o) oluli
S slas g 28 (o0 5)l3393 (W (LSS5 ol
gus oo ool ol

ISce Slojlw JLidy (woSae dlasl, (WWAR) (5908
g laboms 3 1) Slojlw 8 5 (2], 295 a5L)
dro y 08 4y [SCuse ol a8 ol lis 5 08" uul
EgSs p i sla Sy ,8b (11R4) lals )l 45b
o BUedly) bajls eaiS haw i Ly Slejle
Slojlw @oSw (ol (Jas JMatwl a5 ol )l 5 900
S (oo 05 ) (128)

S92 3= =gk ) (ITAY) 0,de (fahs g Nigpew
4S 5ol ul_aw) uL.w)J Olj’wl u;.‘.‘sb dl.bouw)'.o.ﬁ ‘_’)l;f)lf

D)5 sy Slejle 9 (29)5 (838 gobaw » Gl |y 0l
DialS (L Sagu b Lilihl 4y Ll 103 c60 )5 e 5
QLS 1) gdion i (BLS0g) (i 9 ol
(Sen g $la) 1S oo SllaS 0SB 1) 395 (55
A&uw LngLs_»)))J .(Y’Y’ s\d‘)l_{o.h 9 .))‘9[.% ‘Y’YY
3929 R 9 (S29% 598 blo)l & aimd e (L 3
ol v g Wby @b Sl oo (S3gw)8 & (b )
(oM 0395 )3 Yo¥D Jll-lie oll ) il
Sy b e il (Blodl olayldy GialjBl g (6 S oo
(spgmes 3 ) (Y VY T (g y90) 500 e Cands
Glod s ctS Ules o 08 5wl Fauad ladely oy
A8 jbasus |y ol i dleiel g amd ialS' |y oges
18T aie Lo imghy (YoYF ()lSan 5 uglsygrend)
olS a Slojls 18 s pSaen I (g 2 &5 W)
5 Lgd) sl 035 el Jad )l S5 (ljdl g (lojls s
(Y‘Y\c 6‘“()‘)&&

oLl a5l g0 clataly 4 gl S Jlo ol b
Slaslg o dibiwedggs y a8 (ol s baly 5 j0 1 S
Blbg j 35503 5 A5 S ol> pgpont S
B R T R TILERLY
g yomie Slejlw

Sljlw g3 il sl
Slwsiailys g (M (52 jo 55507 (105 b ablie gl
8 g alazel Gl 8l L jlusiallys (b sl (008
5 pLel VN T en 5 us) 3o (2RI 508 ¢ i
oS Pl (Bllyy Simyd obol (imen (Y-VY (oS
&y Sge sl s g0 Shlas Gle WS pulus! (LS
(VoY (g y90) 003

51 ol s le g syl ¢yl sl Lo o
by hjoel dadleidny (lp ol Jluoms (slap il
oS 9 plal) wload ey (Sim)8 g9 4 a2y 5 o]
9 L] angds wile (placusliw (sages 50 53 L (Y-TY
AaSin 1y a8 ad e wile o s 3l o ol ralS
(VYT (hlSer 5 ogdsigrantdl)

1. Howard

2. Morrison et al

3. Howard

4. Hassan et al

5. Psychological Safety



GialS 3 1) (B (g i (VYY) o5 g Ll
2 (VoY) G hlSeon g giln 60,8 a0l o aliwgdgs gl
oo ale (Bl laanlin «Solatus () S
ool L g sl dtus p 1y Jlie o wlusl g3 )b
S S ogune (sl 2 Sl a Jelge ol &S
ool ol 5Tk (K5 5 (F+¥+) T Som 5 5ol
9 site U ( BUdplyy iz 1) Slojle 18
93538 (o (Glome (Niwd dlea ) (i (Sog)8
oialS L (g)bline 5 (658 bliyl Slojlw o8 45" wols L
9 O ) (358 sailis laljdl g (i
LSl plysan |y jluiisllys gy (V1) LS
HI3)S (Byme (oges S 3 B LSl oS
28 ExSoihl sl gamiy elide (VoY) shidty
i 1y ol glgl (Ve o7) (an 5 culs g ol dngs
e plgisan |y porda (Voo ) (Seko 9 (igmnyge g 2538
3905 (Byae (Slojle yui (sl )l Le
Sala Slojl Jelge 35 505 j1 138 snimsLis pow
sl pmo o glbdie) o BLSlgym00,8

PRI (b9

U9y 3,595 9 LRR9R £

«hey i jl g (SLashoop)l8 Sua i I iaggy ol
iS5 b gt sl e gy (ol 3,509, el i
&S obossdy sl oiga sldie; e .l Gl Fesle
i o Ly g 2)as 32y ]l dhedipe) g Bres Sl
7S (oln! A9 slaglojle wiile) (ol Slojl— (Sin b
5 omsS VW Glojle) cl clio ciloa s (o)
2D el 5 Y 40,59, cpl Glesl (YN0 & gl pl
dia 4oy dnly g Y 0z slondy Slojle 08 >
iy g Slojluw (e3,8 Ml 3l o Jslge oS el
DS o0 S

Jis 5 3339y iogi b (oo Bdes (L3 sla gy >
ouds )l 1S Gll (9> slaglejl sl (092 5 Modise
ol

oy balyy e 4 S i ogi Laibdss ¢ yimgh Chun P

2. Howard
3. Grounded Theory
4. Corbin & Strauss

9 mabie jsbay ((Slojlus j48) LS barse > (Sadojlo
sbaylidy (oS @ o Jad A5 Il sk ) inen
ol 3 St Ul loatdly g o e S0 s3loglay
dloul 5 slasel ials ccely (LSH Sl oS cul
Sy g Suils LSS caocs )3 5 90,8 o 03l e culd,
ailoyas (W) LS 5 S S e olaiy oS0
dole |y (Gobss 5 el sasel l5368) (Bl
Cansls bjgal slalae )d 448 s yials

olae Gs |y 408 (MWAS) S g 30350
50,8 oL S oy oyl 5o Slawil mlie co s
2 oS S )lie (Jol @la ) jo8 2 (WA (ol
9 e (=)lj 9 353903 (yme ol =l (g slaglejlw
g4yl lpdee ems slaygl ) o Jle (W74-) S
sl (Slojle ditus Kim s

= ol Lajimgs a S a0 olis (J3I diui oyl
sl is 4 1),>l 5 bl 35 508 gyt 5 (Sinyd Jolse
s ol L ezl b loj (315t (sl b,
ooiie Ol 55 o3 b Modie) (45 Clalllas 35008
3509y L pBegR cnl il dgrie Glimen (9> (LS,
Wle (gyarbog dlal o LS o ) BIKS (ol c(gldino; &y kol
) s sLasysld 5 spSaan )y sloylsé b
lod oo gl

5 Lig sl o p3l ol p (28 claiagy
5 g dnmentSl Sl (g i 39505 Slojls 48 (Slaise
5 483 g0 JialS (5)bline joboas |y (Slojles aged  Slojles 143
4Bl cpl S fas ) dal)y cpl Slgi e Slosislly g en)
O3 a8 08 b Sl 1 e LiE Capon]
LS slalasme ciyyaisl blyd )5 9 VA-2998 (5 puSaon
ol Sl lyieds Slojlo yd 45 Kol Lt 1 oo
yome Jab ol S5 Gt il 4 il (gilopley Gosk )
9 9o 1o (w28 (ke L k) (nl g 398
oo y90 3510 ya e iy (gla loslaw > il Mol
Jole ) 33 pigin 4 S el g0 o 3 (V4YY)
55 o QS (sl 8lS 5 (Srgup il ol
2905 35T al s gy Simgd a5l g

1. Duttaet al



VAY e ol (Jod slaloils jo Slojlw 18 sladsly o laailivy )y igdemxe

wlide maalie (g (olwlid 4l porie VWA Sl i
sl s aS AD dgds 4 U By )5 meess

@0kejls ol sldlsio 4 wnlis T jpe ()lI55Y
GSallia byl ineg ciule) lnatgia s Loy, 505
potie YA adsyo (] 13 035 aseia (el o a3yl
)5 S5 (28 dgie VP g Lo

lysan Gloslw yad) (55550 dshe T bl IS5 ¥
b 4l ol Jo eabbhl Jue g s (ol ooy
215 G 1t plogl MAXQDA Jlséls 5 S b oo
9 Bl bpe s JoB S gl 5 andtns o liSuS
Loy ) (6, BSSS s ilsal (sl a5l by L5
095 4 Ll JSan Sy b uges g il Lol Sty
TRV 393 JASS py 38195) b il (slinn; 2
(40,5 dpulre

M Ollaae

SBasses lie 5l 8 SbBT cols, cus @

b ylojlus g 0,8l Coga  Sloyo Laas ®

Ao yo yn 53 gy Glypail Sl @

>l Sediej g (og I W B b wlid bg) o
g Sl 28l losiiime | cagtie JAo @A by
WS gyl Basses )i

SRR Sl
g gl 50l 5 5 5SS w8
3y ad ploml slaiee) )15 3,59, (ol 2 Wosls Jlos
Olpie 5 OLISH) QS aS €S )lie it e Sl o0
Lo (Slojlw jo8 L dpzlse diblo b (5> slaglojl
9 by s adspo dw ) (6)lI5S 0118 05 )S ol sl
sl g asdy gy la oyl 451,8 a sl L ws (s
il dtaz p 1) olpl (e sbglejls (ol ldise;

A gy B & asbae (yie Gl (IS dsye
Sl gy )5 gl adsl popie WA I i
e A S AD 4 ol ) ciliie pudrlin puess g byl SO
a3l ey sl aslele a5l lad Sges w8l

)‘ u d)lg)ﬁ.l )J me A.))UQJ )Lﬁé» ‘«UI)J.\A L;Q-MJ))-A—C
&35S poita Hlin L 50 dlpguin 29 0018 o ulusD &Ug S

3. Axial Coding
4. Selective Coding

15 S e g SUS8 Jols Limgls ol o ylel dnols
il syhbline g paiiume 43y &S 2oy )l ) (o> (slalojlu
L onl s ol 51 6ol (g )hags) Slojlo b ony
(Plojlw 5 by slp sl (L lasye sl 1SS
slaplejle dadlss)ljs) cilise golaw 15 (9> slaglojles
2 (o olliily 5 sluwl J§ sl ccdsd & atusl
ool g Atebin (JBg) Ay (g S aged 0D aiB Sl
18 plosl 5 (sl line
90 claylojl ;3,8 dbls Jw & Jslas @
395) (Slojler 28 3)lge waitens dnlie b (paSid 455 @
(O Sen
(3s 5 Sbj ki ) layes Jelos 5 ole U1y @
(13)) g Slo oo (Wld)lS o)) (il o ) o5 @
iz g plojlo g9
U (i o8l bl gyl bl o () B (g S g
Jie 4 (glojl sladlgio b menlio b (glaodly o8 Sloj
oauS Syl Hloiedy ;& VA aolps 5o a0 S5 aslsl
L4 ol
il )3 L das anliae dimodly (6913, 5 Lol I3l
OYla s g lodl jope (wlal y dnlas sleialy g Gres
305 Mol gu s sl cladslas o g ud sk 5L
lge Jobd ol SVl ((laine) 4l sl 2 ,509))
Wdg o)
ol jl gLahlSen Ly 23 & placusdge jl Lad 405 —
Sy 1S o35 S0
D980 5395 ol el (algs ax Lod Jlas 4, —
ity JLis 40 lajlo b 05,8 08 (sl plaaely 42 —
SCuw!
Scal oad o pe b 4l yials )13, (ol (el b ax > —
oLty Uy g S Jobo 4l VO b ¥0 1y alias ,n
Siloodly 4dlS' &y aalS’ o g lans SIS S Uk (oS
1) Lo ye o3 Sl 5y cdnlomo jrogde .15
(bl sloetigl L 3,80ae ) 151 (sla bl
298 o8 (eSS die) B WAD () 39000 g0y
Sl ol (6)1A505 5, gy (wlwl 4 odly Juloo
2 ol (Vo0 I paglital 5 (s (slaise; 2 s
o BISTL g ks a ks laasbas e T3l (5)l5087 )
> yo (il 53 0 il gl palie g (pyp SISTL

1. Corbin & Strauss
2. Open Coding



S5 gkt S ) Ayl sl il @
(Jes ol
o2 (S2guy8 g WS chunid
OlNgyaad (Ul 5 eges lodd cuaS cil @
slo) gy hilby g Cge S el 0ABCy e 3)lge ) @
(a8

oSS lie sl g8 i I ladiges wwudlils (ol
3955 ) (Sl o i 1)
508 e ddinen Lo pio? 16y Anliy 3590 )0 @
2550 b 35 50 030 b e o0 i (B Lol ey
sl piae) €aslod S oS dod Yo s 4304
(CESZP
Sl L (Ug)S 5l aad yeabbes (sla)lid 5yg0 > @
e 5 (28 Ca > (> dias o dad oM s
(Sl Hlojlo ¢ ulis )S) «.aiasy
S Slalidl i o By (S (B9 daly )90 ) @
o)l Koguds o Clumd pdyo dy Slodd Cules 50 g 294 o0
(993 o8l )|

ojlus o (saly 5 Wiyl ol Joo
28,5 U5 aosls J oie] sl Loy, polal 1 Sl Jao
las p asly diwgl Glosnyy plgisa &) Slojl 28
90 8 pete (glaylidlus jo a5 wad o ol 0aGS Cy gRid g
D) (65 Bres Al ]

B Cygiizgd 43 2 lgicdny Slojlw 3 :(5)S e dsie
a9 o0 g oLy pglis Ly oS wlalsT (5 o053
(yism i 03558 (slosely

Sl 5 (o (5 1555 po 0y > oLty @
(b o)l a ko) jsabogs (slaylid b ol e jS yate
g gn e (e 5 (815) 308 (sdyenl, & Lovitune
S ol S 5 Ay Sl Slilis 5 lnio; @
S o 5lL

2 5 SLosl Gl 8l e 5 gl phalS aasly @
a3l Cygo Lol { oges Gloss 5 Slos Canai coly
S Ul o 4y (oyel e JUIS slomy) ale) 5y e

gm0

S350 K ngbiin lagloilu ) (Kinjd o) l»
odssl 51 olpde gynll colond & 1,08 pase 5 5
CgSuw Gly slp (29)5 (Aol slayld )y il (g
o5y CanSS 3l o S 4 sl Sl

byo sladlgio Jo> S «(g)pme (551358 als yo )
Saldlie g sl o Jolae g e Lally) 5 545 (a3 lejle
Vg ol porie YA olulid & dls g (pl > )8 yasuiie
(L5l ()5S als o > oled 3 b i (58 gl
oIS Cogingd &> (e Slojlo 1B (535 50 dsde
S5 ool Jae g A (e €9 S yoe (sl L
RO

BIAD (gl ) 2 4 Lol sladlsia
(i sosipling) e Lulyd )
slaoreg aslo) Glpde (HBly Colos pic g cow (52, @
(OB 320] maiiune & 5 b Jb-95
2SS s S 503) 10 Sl polds 5 S jae LS Ls @
(Vb zolaw
3 o Jliomd )] Hoebg (slainej sla)lid @
(52, Sdas ;Lid g (oolaBl sl 265 (g S a0

(el b)) st Lalps Y

ool (BLSly) pie g dte SlojluSin b @
Sl pw Saglejlo )3 (o098 9 (Simyd slaglis @
055l 3y55 5L g Libl plls cans ®

(oaiS i b 05 Jolge) [Salslae baylys, ¥
ddzjP e o pwlaol g (Jid (Sdgw)s @
SSLalgy dlaylE LAl g lojlu ()8 @

.(631)15595

(anlin ply 5 GUSHE slo)ls)) agalse slodpal, ¥
(i cBlis sl (5 3355) ol 23

(35290 Camdg 4 pabud) galao 103

ol 3 S sl 58] Jllojls b ailigdess ol
e il (B pe la)ld) 4y 25 &S plojlo &
(3982

: lojlo 15 slaely .
Slejls <8 5 gyglyi ials' @



A e ) 93 elojl )3 lojlu yu8 cloaly 5 iyl ous)yt ighaimo

[ k) agph I.—_( kel b )-—-[ Aka dah ]
- - » X —
-— - N g
A e A o
ANy A hat ][ frigh l 5 s ] ’ WA of ][ EAT -] ” b Py
XK 2t ATAY ity

e =3
A
===

(Slojl 8 slasaly g il (bl Jao ) S0
Figure 1. Paradigmatic Model of the Antecedents and Consequences of Organizational Withdrawal
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