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Abstract

Employees’ mental absent is a negative phenomenon which can make
organizations face many challenges in order to achieve a competitive
advantage. Therefore, the aim of the this study is to designing a pattern
for antecedents and consequences of employees mental absence in
Iran. This study conducted using the meta- synthesis method as a
qualitative research. The results show that the antecedents of
employees mental absence in Iran can be studied in to two individual
(with two components of attitudinal-perceptual factors and
behavioral-functional factors) and organizational levels (with three
components of factors related to the nature of the job, factors related
to the job environment and the weakness of internal processes of the
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organization). The findings also indicate that the consequences of
employees mental absence in Iran can be mentioned in to two
individual  (with two components of attitudinal-perceptual
consequences and behavioral-functional consequences) and
organizational levels (with two components of short-term
consequences and long-term consequences).

Keywords: Employees’ mental absence, Antecedents, Consequences,
Meta-Synthesis.

Introduction

Research shows that mismanagement in relation to human capital has
had many negative consequences at the individual and organizational
levels and has made many organizations face serious challenges
(Hadjisolomou, 2023). Mental absence is one of the serious
consequences of mismanagement of human capital (Sadrinia et al.,
2022). Mental absence describes a situation in which employees,
despite being physically present at the workplace, do not play a
positive and active role in the organization's decisions, activities and
programs (Azizi et al., 2020). Mental absence causes employees to use
minimal ability and time in the organization and in to performing job
duties (Gostick & Elton, 2006), Perform the minimum tasks in order
to fulfill the task, express dissatisfaction with the work and its
environment and convey their dissatisfaction to others (Salimi et al.,
2021).

Employee’s mental absence also been identified as one of the common
and harmful phenomena in Iranian organizations that is created as a
result of mismanagement of employees and can cause Iranian
organizations to face many problems (Godarzi et al., 2019; Salimi et
al., 2021). Therefore, many researches have been designed and
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implemented in the past years, in connection with the employee’s
mental absence in Iranian organizations and to identification of
factors affecting it with different approaches and perspectives (Azizi
et al., 2020; Sadrinia et al., 2022; Chayatri et al., 2018; Mehdizade, &
karami, 2019). However, a coherent and integrated framework related
to the antecedents and consequences of employee’s mental absence
has not been presented in the literature so far, and it is an issue that
should be seriously considered. Identifying the antecedents and
consequences of employee’s mental absence can provide a basis for
managing and controlling this destructive phenomenon in
organizations. Therefore, the present study aims to identify the
antecedents and consequences of employee’s mental absence in Iran
and provide a coherent and comprehensive framework in this relation.

Research Questions

1- What are the antecedents of employee’s mental absence in the
organization?
2- What are the consequences of employee’s mental absence in the
organization?

Literature Review

Mental absence refers to a situation in which employees are physically
present at work, but their psychological and cognitive abilities and
capital are focused on issues other than work issues. Absent attendees
who are also introduced as invisible employees in human resources
literature (Patnaik & Satpathy, 2013), are employees who use their
abilities and intellectual and knowledge capital less in the
organization, make themselves busy (show themselves busy) by
formally performing their job duties, and their performance in the
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organization is more a form of fulfilling tasks (Chayatri et al., 2018).
Mental absence also means being on the sidelines and away from the
responsibility of employees and is used to describe a situation in
which employees do not actively participate in the key and strategic
affairs of the organization and avoid accepting responsibility and
placing important responsibilities on the shoulders of others. it creates
the basis for deviation from the functional standards of the
organization (Azizi et al., 2020).

Methodology

According to the type of data collection and analysis, the present study
is included in the category of qualitative research that was carried out
using the meta-synthesis method. When the subject of research has
relative richness and has been researched from different dimensions
and aspects, The meta-synthesis method provides the possibility for
researchers to present a new framework and perspective of it through
the combination of the analyzes performed in relation to the subject
under investigation (Bohn & Deutscher, 2022). In the current research,
the seven-step approach presented by Sandelowski & Barroso (2007)
has been used to design a model of the antecedents and consequences
of employee’s mental absence in Iran.

Results

The results show that the antecedents of employee’s mental absence
in Iran can be classified in to two individual and organizational levels.
The individual level includes two components of attitudinal-
perceptual factors and behavioral-functional factors and the
organizational level includes three components of factors related to
the nature of the job, factors related to the job environment, and the
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weakness of the organization's internal processes. The results also
show that the consequences of employee’s mental absence in Iran can
be divided into two levels of individual consequences (with two
components of attitudinal-perceptual consequences and behavioral-
functional consequences) and organizational consequences (with two
components of short-term  consequences and long-term
consequences).

Discussion

However, the results of this study have been emphasized as the
antecedents and consequences of employee’s mental absence in Iran
in previous studies, these factors have not been mentioned in a
coherent and integrated framework in any study. For example, some
researchers have investigated the antecedents of employee’s mental
absence, but have not investigated the consequences of this
phenomenon in organizations. While some researchers have focused
their attention on the consequences of employees' mental absence and
have overlooked the antecedents of this phenomenon.

Conclusion

The results can provide practical guidelines for managers of Iranian
organizations. Managers in other countries can also use the results.
Categorizing the various antecedents of this phenomenon increases
managers' awareness of the issue and creates a clear understanding of
the effective factors in the formation of this organizational problem
for them. By knowing the antecedents of mental absence of employees
in the organization, managers can take necessary measures to manage
this phenomenon and prevent its occurrence.
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