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Abstract  
Introduction: Retaining skilled employees is essential for sustainable organizational success in today’s 

competitive business environment. This study investigated the impact of cognitive creativity and 

organizational intelligence on human resource retention, with psychological well-being examined as a 

mediator. 

Method: This descriptive-correlational study was conducted in 2025. The statistical population 

consisted of 547 employees at Mazgroup Company in Tehran, Iran. Using simple random sampling and 

a priori power analysis (power=0.80, α=0.01), a sample of 327 employees was selected. Data were 

collected using the Cognitive Creativity Test, the Organizational Intelligence Questionnaire, Ryff’s 

Psychological Well-Being Scale, and the Employee Retention Questionnaire. Structural Equation 

Modeling (SEM) with bootstrapping (5,000 resamples) was employed to test the hypothesized 

relationships and mediation effects. 

Results: The findings demonstrated significant positive direct relationships between cognitive 

creativity, organizational intelligence, and human resource retention (P<0.001). Bootstrapping results 

confirmed that psychological well-being partially mediated these relationships. 

Conclusion: Enhancing cognitive creativity and organizational intelligence directly improves employee 

retention, with psychological well-being serving as a key underlying mechanism. Organizations should 

prioritize targeted interventions that foster creative thinking, systemic intelligence, and mental health 

support to strengthen talent retention. 
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Introduction 

In the contemporary competitive and knowledge-based business landscape, financial and 

technological resources are no longer the sole determinants of a sustainable competitive 

advantage [1]. Instead, talented and highly skilled human resources have emerged as the 

primary source of organizational value and innovation [2]. Despite this realization, retaining 

experienced and well-trained personnel remains a persistent challenge for modern 

enterprises [3]. This challenge is particularly evident in dynamic corporate environments, 

where talent attrition leads to diminished productivity, increased recruitment and training 

costs, and disruptions in organizational performance [4]. For organizations, merely 

recruiting top talent is insufficient; the fundamental problem lies in designing strategic 

retention mechanisms that prevent the loss of key human capital [5]. The inability to retain 

expert employees not only depletes the organization’s knowledge base but also negatively 

impacts the morale of the remaining workforce. To mitigate business risks and maintain 

market share, it is imperative to move beyond traditional retention strategies and address 

the deeper cognitive and psychological needs of employees [6]. 
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Human resource retention is a multidimensional construct 

that reflects an organization’s capacity to keep its most 

valuable employees engaged and loyal over time [7]. A 

robust retention system is heavily contingent upon 

perceived organizational support, organizational justice, 

an empowering culture, and the fulfillment of employees’ 

essential needs [8]. Consequently, long-term retention is 

inextricably linked to employees’ psychological well-

being. Psychological well-being encompasses an 

individual’s overall emotional health, sense of purpose, 

and optimal psychological functioning within the 

workplace [9]. When organizations actively cultivate 

environments that nurture mental health, employees 

experience higher levels of job satisfaction and intrinsic 

motivation [10]. Conversely, a lack of attention to 

psychological well-being often precipitates burnout and 

high turnover intentions [11]. 

A critical factor that significantly influences both 

employee well-being and organizational success is 

cognitive creativity. Distinct from general creativity, which 

may include artistic or spontaneous forms of expression, 

cognitive creativity is defined as a complex mental 

process involving the perception of problems, 

identification of gaps in existing knowledge, formulation 

of hypotheses, and effective communication of innovative 

solutions [13]. From an organizational perspective, this 

form of creativity enables businesses to develop novel 

products, identify emerging opportunities, and address 

complex challenges [14]. Importantly, cognitive creativity 

extends beyond organizational utility; it plays a vital role 

in enhancing employees’ morale and intrinsic motivation 

[15]. When employees are encouraged to exercise their 

creative faculties, they experience a greater sense of 

autonomy and psychological fulfillment. Despite its 

strategic importance, cognitive creativity has received 

remarkably limited empirical attention in the Iranian 

academic and corporate sectors [16]. Fostering a 

creatively stimulating environment is increasingly 

recognized as a potent mechanism for enhancing 

employee engagement and long-term retention [17]. 

Parallel to individual cognitive creativity, organizational 

intelligence serves as a macro-level determinant of 

human resource retention [18]. Organizational 

intelligence refers to an institution’s collective capacity to 

process information, adapt to environmental changes, 

and utilize its intellectual capital to achieve strategic 

objectives [19]. An intelligent organization is 

characterized by a shared vision, structural alignment, and 

a persistent culture of continuous learning [20]. Such 

organizations are highly adept at recognizing the needs 

of their workforce and proactively designing systems that 

support professional growth and psychological safety 

[21]. By effectively leveraging organizational intelligence, 

companies can create responsive and transparent work 

environments that minimize ambiguity and frustration 

among staff [22]. This systemic capability not only 

enhances operational efficiency but also cultivates a 

deeply supportive atmosphere, thereby strengthening 

employees’ psychological well-being and retention 

intentions [23]. 

The necessity of this research stems from the critical 

interplay between individual cognitive factors and 

broader systemic organizational variables in securing 

human capital. While previous studies have independently 

acknowledged the value of creativity, intelligence, and 

well-being, there is a profound scarcity of comprehensive 

models examining their interconnected impact on 

employee retention, particularly within the Iranian 

corporate context [24]. Understanding these synergistic 

effects is vital for developing strategic, evidence-based 

human resource interventions [25]. Enhancing cognitive 

creativity and organizational intelligence not only 

addresses complex business challenges but also fulfills the 

fundamental psychological needs of the workforce, 

thereby creating a sustainable competitive advantage 

[26]. The present study aimed to investigate the impact of 

cognitive creativity and organizational intelligence on 

employee retention, with a specific focus on the 

mediating role of employees' psychological well-being. 

Method 

This study utilized a descriptive-correlational research 

design. The statistical population encompassed all 547 

male and female employees working at Mazgroup 

Company in the Mirdamad district of Tehran, Iran, during 

the 2025 calendar year. The required sample size of 327 

was determined at priori using G*Power 3.1 software for 

structural equation modeling, based on an expected 

medium effect size (f²=0.15, following Cohen’s 

conventions for behavioral research), statistical power of 

0.80, alpha level of 0.01, and two predictor variables. 

Participants were selected through simple random 

sampling using a computer-generated random number 

sequence applied to the complete employee roster 

provided by the human resources department. The final 

sample comprised 230 men (70.3%) and 97 women 

(29.7%). Inclusion criteria required participants to be 

permanent employees with a minimum tenure of one 

year. Temporary staff were excluded, and questionnaires 

with more than 10% missing data were removed from the 

final analysis. 

Regarding ethical considerations, all participants were 

provided with a detailed information sheet explaining the 

study’s purpose, procedures, voluntary nature of 

participation, right to withdraw at any time without 

consequence, potential risks and benefits, and strict 

confidentiality of responses. Written informed consent 

was obtained from each participant prior to data 

collection. No financial or material incentives were 

offered. Data were stored securely on password-

protected servers accessible only to the research team, 

and all identifying information was removed prior to 

analysis. 

Data collection was executed during the spring of 2025. 

Upon securing formal authorization from Mazgroup’s 

management, the researcher coordinated with the 

company’s human resources department to facilitate 

systematic distribution of the questionnaires during 

regular work hours in a quiet and private setting to ensure 

comfort and response accuracy. The questionnaires were 



Taheri Dooraki and Sepahmansour 

53 International Journal of Behavioral Sciences Vol.20, No.1, Spiring 2026 

administered in person, and completed forms were 

collected immediately and coded anonymously. 

The tools used in this study were as follows: 

Cognitive Creativity Test: This instrument consists of 60 

items designed to measure cognitive creativity across four 

distinct dimensions: fluency (16 items), flexibility (11 

items), originality (22 items), and elaboration (11 items). 

Respondents rate each item on a three-point scale 

ranging from 0 to 2, with higher cumulative scores 

indicating superior levels of cognitive creativity [27]. 

Previous validation studies in Iran have confirmed its 

robust psychometric properties through factor analysis 

[27]. In the current investigation, the questionnaire 

demonstrated excellent internal consistency, yielding a 

Cronbach’s alpha coefficient of 0.87. 

Albrecht Standard Organizational Intelligence 

Questionnaire: Organizational intelligence was assessed 

using Albrecht’s 49-item scale, which evaluates seven core 

components: strategic vision, shared destiny, change 

tendency, commitment and optimism, 

alignment/congruence, knowledge development, and 

performance pressure. Items are scored on a standard 

five-point Likert scale (1 to 5), where higher mean scores 

reflect a stronger perception of organizational 

intelligence [19]. Prior Persian-language studies have 

reported acceptable reliability (α=0.86) [20]. For the 

present sample, the instrument exhibited strong 

reliability, with a calculated Cronbach’s alpha of 0.83. 

Ryff’s Psychological Well-Being Scale: This study 

employed the 18-item short form of Ryff’s Psychological 

Well-Being Scale [28], which has demonstrated strong 

psychometric properties in Iranian workplace samples and 

was chosen to minimize respondent burden while 

adequately capturing the core dimensions of 

psychological well-being (autonomy, environmental 

mastery, personal growth, positive relations, purpose in 

life, and self-acceptance). Responses are scored on a six-

point Likert scale ranging from 1 (“Strongly Disagree”) to 

6 (“Strongly Agree”). Higher overall scores signify a 

greater level of psychological well-being. This scale has 

been widely validated in prior psychological research, 

consistently demonstrating strong psychometric 

properties and high internal consistency in evaluating 

mental wellness [29]. 

Kydent Human Resource Retention Questionnaire: To 

evaluate employees’ intention to stay, the Kydent 10-item 

questionnaire was utilized. This scale measures the degree 

of commitment and loyalty an employee feels toward 

their current organization. Responses are recorded on a 

five-point Likert scale, with higher scores denoting a 

greater likelihood of retention [30]. The Persian version of 

this instrument has consistently shown high reliability in 

previous research, typically exceeding an alpha of 0.87 

[31]. In this study, the questionnaire achieved a very high 

internal consistency, producing a Cronbach’s alpha of 

0.90. 

Data were analyzed using Structural Equation Modeling 

(SEM) with SPSS version 26 and AMOS version 24. 

Bootstrapping with 5,000 resamples was employed to 

evaluate the significance of indirect (mediation) effects. 

Prior to hypothesis testing, descriptive statistics (means 

and standard deviations) were computed for all study 

variables and demographic characteristics. All statistical 

assumptions (including normality, multicollinearity, and 

linearity) were examined and confirmed to be 

satisfactorily met before proceeding with the main 

analyses. 

Results 

The participants in this study comprised 327 employees 

from Mazgroup Company, with 230 (70.3%) men and 97 

(29.7%) women. In terms of educational attainment, 275 

(84.1%) held a bachelor's degree, while 52 (15.9%) 

possessed a master's or doctoral degree. The age 

distribution was as follows: 108 (33.0%) participants were 

aged 21–30 years, 151 (46.2%) were 31–40 years, 42 

(12.8%) were 41–50 years, and 26 (8.0%) were 51 years or 

older. Regarding work experience, 95 (29.1%) had 1–5 

years, 137 (41.9%) had 6–10 years, 43 (13.1%) had 11–15 

years, 37 (11.3%) had 16–20 years, and 15 (4.6%) had 21–

30 years of service. 

All study variables demonstrated acceptable normality, 

with skewness and kurtosis values falling within the 

conventional range of -2 to +2. The mean total scores 

indicated moderately high levels of psychological well-

being (M=77.22, SD=11.70, out of a possible 108) and 

human resource retention (M=38.20, SD=7.10, out of 50). 

Cognitive creativity showed a relatively high mean total 

score (M=78.45, SD=12.36, out of 120), while 

organizational intelligence reflected a positive overall 

perception (M=176.89, SD=28.42, out of 245). 

Significant positive correlations were observed among all 

variables (P<0.01), with the strongest relationship 

between psychological well-being and human resource 

retention (r=0.58) (Table 1). These bivariate findings 

provide initial empirical support for the hypothesized 

relationships. 

The final structural model demonstrated excellent fit to 

the empirical data. The χ²/df ratio was well below the 

recommended threshold of three, and all incremental fit 

indices (GFI, IFI, CFI, NFI) exceeded the 0.95 cutoff. 

Additionally, the RMSEA value of 0.05 indicated a close fit 

between the hypothesized model and the observed data 

(Table 2). 

All direct paths in the model were statistically significant 

(P < 0.001) and positive in direction (Table 3). Cognitive 

creativity and organizational intelligence significantly 

predicted higher levels of psychological well-being, which 

in turn exerted a strong positive effect on human resource 

retention. The direct effects of both independent variables 

on retention remained statistically significant after the 

inclusion of the mediator, indicating partial mediation 

rather than full mediation. Bootstrapping analysis with 

5,000 resamples confirmed significant indirect effects 

through psychological well-being for both cognitive 

creativity and organizational intelligence. Thus, 

psychological well-being partially mediated the 

relationships between the predictors and human resource 

retention. 

Figure 1 illustrates the hypothesized structural 
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relationships in the final SEM model, showing 

standardized path coefficients from cognitive creativity 

and organizational intelligence to psychological well-

being and human resource retention, along with the 

mediating paths through psychological well-being. The 

visual model clearly depicts robust positive pathways, with 

psychological well-being serving as a central mechanism 

that links individual cognitive creativity and organizational 

intelligence to enhanced human resource retention. All 

paths were statistically significant, and the strong model 

fit supports the theoretical framework proposed in this 

study. 

Table 1. Descriptive Statistics, Skewness, Kurtosis, and Pearson Correlations among Study Variables 

Variables Mean SD Skewness Kurtosis 1 2 3 4 

1- Human resource 38.20 7.10 -0.48 0.12 1    

2- Cognitive creativity 78.45 12.36 -0.31 -0.25 0.42** 1   

3- Organizational intelligence 176.89 28.42 -0.27 0.09 0.51** 0.38** 1  

4- Psychological well-being 77.22 11.70 -0.39 0.18 0.58** 0.49** 0.53** 1 

**: P<0.01 

Table 2. Goodness-of-Fit Indices for the Final Structural Model 

Fit indicators (χ2/df) GFI IFI CFI NFI RMSEA  

Model values 2.14 0.96 0.97 0.97 0.95 0.059 

Acceptable range <3 >0.95 >0. 95 >0.95 >0.95 <0.08 

Table 3. Direct and Indirect (mediated) Paths in the Final Structural Model 

Paths B SE β P 

Cognitive creativity → Psychological well-being 0.02 0.00 0.47 0.001 

Organizational intelligence → Psychological well-being 0.51 0.07 0.51 0.001 

Psychological well-being → Human resource 0.62 0.06 0.55 0.001 

Cognitive creativity → Human resource 0.01 0.004 0.19 0.001 

Organizational intelligence → Human resource 0.28 0.08 0.27 0.001 

Cognitive creativity → Human resource through psychological well-being 0.01 0.003 0.26 0.001 

Organizational intelligence → Human resource through psychological well-being 0.31 0.05 0.28 0.001 

 

 
Figure 1. The final structural model of the study. 

 

Discussion 

The primary objective of the present study was to 

elucidate the structural relationships between cognitive 

creativity, organizational intelligence, and human 

resource retention, with a specific focus on the mediating 

role of psychological well-being. By extending beyond 

conventional retention strategies, this research offers a 

comprehensive behavioral framework that illustrates how 

individual cognitive attributes and systemic 

organizational factors interact to build a resilient and 

committed workforce. 

The results demonstrated a significant positive direct 

effect of cognitive creativity on human resource retention. 

Employees who exhibit higher levels of cognitive flexibility 

and divergent thinking tend to perceive their roles as 

more engaging and fulfilling. This association is consistent 

with the observed path coefficients in the structural 

model. Creative problem-solving fosters greater 

autonomy and self-actualization, which in turn strengthen 

intrinsic motivation and emotional attachment to the 

organization. This finding aligns with previous research 

[32, 33]. 



Taheri Dooraki and Sepahmansour 

55 International Journal of Behavioral Sciences Vol.20, No.1, Spiring 2026 

Furthermore, the study revealed a robust positive 

relationship between organizational intelligence and 

employee retention. Organizations characterized by high 

collective intelligence create a stable, transparent, and 

predictable work environment. The SEM results supported 

this direct pathway even after accounting for the 

mediator. These observations are consistent with earlier 

studies [34, 35]. 

A key contribution of this research lies in the significant 

mediating role of psychological well-being. The 

bootstrapping analysis of the current cross-sectional data 

indicated that psychological well-being partially mediated 

the relationships between cognitive creativity and 

retention, as well as between organizational intelligence 

and retention. These mediation effects were statistically 

significant and grounded in the observed correlations and 

path coefficients. Creative engagement appears to 

support psychological health by providing outlets for 

stress and enhancing self-efficacy [36, 37]. Similarly, 

organizational intelligence likely contributes to well-being 

through equitable practices and psychological safety, 

which subsequently promotes retention [38, 39]. 

From a practical perspective, these findings suggest that 

organizations should move beyond short-term incentives 

and instead design environments that systematically 

nurture both individual cognitive creativity and collective 

organizational intelligence while prioritizing 

psychological well-being. Targeted interventions, such as 

creativity training programs, leadership development 

focused on systemic intelligence, and mental health 

support initiatives, can serve as powerful levers for 

improving retention. 

Despite its contributions, the study has several limitations. 

First, the cross-sectional design precludes definitive 

causal inferences; longitudinal and experimental studies 

are needed to confirm the directionality of the observed 

relationships. Second, the reliance on self-reported 

measures may have introduced common method bias, 

although anonymity and careful scale selection were 

employed to mitigate this risk. Third, the sample was 

drawn exclusively from employees of one company in 

Tehran, which limits the generalizability of the findings to 

other industries, organizational sizes, or cultural contexts. 

Future research should examine these relationships across 

diverse settings and employ multi-source data (e.g., 

objective turnover records or supervisor evaluations) to 

strengthen external validity. 

Conclusion 

In conclusion, the present study provides evidence that 

cognitive creativity and organizational intelligence are 

significant predictors of human resource retention, with 

psychological well-being serving as a partial mediator of 

these relationships. When organizations cultivate 

systemic intelligence and empower creative thinking, they 

enhance the psychological health of their workforce, 

which in turn supports sustained employee loyalty. 

Organizations are encouraged to implement integrated 

interventions that simultaneously target creative 

cognition, organizational intelligence, and mental well-

being to strengthen talent retention and achieve 

sustainable competitive advantage. 

Conflict of Interest 

The authors declare that they have no conflicts of interest 

regarding this article. 

Ethical Approval 
Ethical approval for this study was granted by the Ethics 

Committee of Islamic Azad University, Central Tehran 

Branch. 

Declaration of Generative AI and AI-Assisted 
Technologies 

During the preparation of this work the authors used 

Grammarly in order to improve language clarity, 

grammar, and academic writing style. After using this tool, 

the authors reviewed and edited the content as needed 

and take full responsibility for the content of the 

publication. 

Acknowledgement  

The authors extend their appreciation and gratitude to all 

the participants in the study 

References 
1. Hitka M, Kucharčíková A, Štarchoň P, Balážová Ž, Lukáč M, 

Stacho Z. Knowledge and human capital as sustainable 

competitive advantage in human resource management. 
Sustainability. 2019;11(18):4985. doi:10.3390/su11184985  

2. Hassanzadegan S, Bagheri M, Shojaei P. The relationship 

between psychological capital and job performance: the 
mediating role of psychological empowerment. Int J Behav Sci. 

2019;13(3):104-10.  

3. Cachón-Rodríguez G, Blanco-González A, Prado-Román C, 
Del-Castillo-Feito C. How sustainable human resources 

management helps in the evaluation and planning of employee 

loyalty and retention: can social capital make a difference? Eval 
Program Plann. 2022;94:102125. 

doi:10.1016/j.evalprogplan.2022.102125  

4. Xuecheng W, Iqbal Q. Factors affecting employee’s retention: 
integration of organizational commitment with employer 

branding. Front Bus Econ Manag. 2022;5:74-85. 

doi:10.54097/fbem.v5i1.5  
5. Shahzad MF, Khan KI, Saleem S, Rashid T. Assessing the 

impact of strategic HR practices on talent retention: the 

mediating role of job satisfaction. Sage Open. 2024;14(4). 
doi:10.1177/21582440241281836  

6. Madurani DN, Eliyana A, Agustina TS, Ratnasari RT. The effect 
of talent management on employee retention mediated by 

organizational justice and talent perception congruence. In: 

Proceedings of the 1st International Conference on Social 
Science, Humanities, and Technology (ICOSHUT 2021). 

Atlantis Press; 2022. doi:10.2991/978-94-6463-008-4_20  

7. Pandey A, Maheshwari M, Malik N. A systematic literature 
review on employee well-being: mapping multi-level 

antecedents, moderators, mediators and future research agenda. 

Acta Psychol (Amst). 2025;258:105080. 

doi:10.1016/j.actpsy.2025.105080  

8. Gohar RA, Ahmad T, Asadullah MA, Hassan A. Mediating role 

of organizational justice between talent management and 
employees’ retention. Qlantic J Soc Sci. 2023;4(3):1-15. 

doi:10.55737/qjss.440378641  
9. Moltafet G, Sharifi Z. The prediction of psychological well-

being based on gratitude, social support and self-esteem. Int J 
Behav Sci. 2021;15(2):127-32. 
doi:10.30491/ijbs.2021.266815.1455  

10. Lu X, Yu H, Wang C, Xue J. Relationship between employee 
mental health and job performance: mediating role of innovative 

behavior and work engagement. Front Psychol. 2022;13:918076. 

doi:10.3389/fpsyg.2022.918076  

file:///C:/Users/hamed/Downloads/IJBS.Vol20.N1.07.2313.docx
file:///C:/Users/hamed/Downloads/IJBS.Vol20.N1.07.2313.docx
file:///C:/Users/hamed/Downloads/IJBS.Vol20.N1.07.2313.docx
file:///C:/Users/hamed/Downloads/IJBS.Vol20.N1.07.2313.docx
file:///C:/Users/hamed/Downloads/IJBS.Vol20.N1.07.2313.docx
file:///C:/Users/hamed/Downloads/IJBS.Vol20.N1.07.2313.docx
file:///C:/Users/hamed/Downloads/IJBS.Vol20.N1.07.2313.docx
file:///C:/Users/hamed/Downloads/IJBS.Vol20.N1.07.2313.docx


Cognitive Creativity, Organizational Intelligence and Human Resource Retention 

Int J Behav Sci Vol.20, No.1, Spring 2026 56 

11. Elsamani Y, Al-Dubai SA, Gherwash M, Ali Elnaeem A, 

Abdalrahim A, Mohamedsalih K, et al. Employee well-being and 
innovativeness: a multi-level conceptual framework. PLoS One. 

2023;18(1):e0280005. doi:10.1371/journal.pone.0280005  

12. Li H, Sajjad N, Wang Q, Muhammad Ali A, Khaqan Z, Amina 
S. A motivational–cognitive model of creativity and the role of 

autonomy. J Bus Res. 2019;92:179-88. 

doi:10.1016/j.jbusres.2018.07.025  
13. Gonlepa MK, Supriyanto AS, Ekowati D, Maghfuroh U. 

Understanding employee creativity from the perspectives of grit, 

work engagement, person-organization fit, and feedback. Front 
Psychol. 2023;14:1196167. doi:10.3389/fpsyg.2023.1196167  

14. Nasifoglu Elidemir S, Ozturen A, Bayighomog SM. Innovative 

behaviors, employee creativity, and high-performance work 
practices. Sustainability. 2020;12(8):3295. 

doi:10.3390/su12083295  

15. Liu H, Liu J, Liu H. Leader humility and employees’ creative 
performance: the role of intrinsic motivation and work 

engagement. Front Psychol. 2024;15:1278755. 

doi:10.3389/fpsyg.2024.1278755  
16. Shafi M, Zoya, Lei Z, Yang S, Sarfraz M. The effects of 

transformational leadership on employee creativity in Pakistan’s 

IT industry. J Creat Behav. 2020;54(3):678-95. 
doi:10.1002/jocb.392  

17. Huang Z, Li Y, Yang L. The role of leadership in collective 

creativity and innovation. Front Psychol. 2022;13:981531. 
doi:10.3389/fpsyg.2022.981531  

18. Supi, Supriyanto AS, Ekowati D, Maghfuroh U, Suhermin. 

Talent management practices and turnover intention: the role of 
perceived distributive justice and perceived organizational 

support. Cogent Bus Manag. 2023;10(1):2265089. 

doi:10.1080/23311975.2023.2265089  
19. Albrecht K. Organizational Intelligence Profile: Preliminary 

Assessment Questionnaire. Karl Albrecht International; 2002.  

20. Keshavarz L, et al. Designing relationship model of cultural 
intelligence and organizational intelligence. J Sport Manag 

Motor Behav. 2018;14(28):111-24.  

21. Zhou L, Wu X, Sun X, Zhang H. The longitudinal impact of 
emotional intelligence and psychological empowerment on work 

engagement. Front Psychol. Forthcoming 2026. 

doi:10.3389/fpsyg.2025.12833391  
22. Zamiri A, Heidari A, Asgari P, Makvandi B. The effectiveness 

of organizational intelligence, workplace-life skills, and 

employee empowerment training on job satisfaction and 
organizational culture of employees with job stress. Int J Behav 

Sci. 2020;14(1):13-9. doi:10.30491/ijbs.2020.203288.1141  

23. A’yuninnisa RN, Andangsari EW, Ratnaningsih IZ. Promoting 
employee flourishing and performance: the roles of perceived 

leader emotional intelligence, positive team emotional climate, 

and employee emotional intelligence. Front Organ Psychol. 
2024;2:1283067. doi:10.3389/forgp.2024.1283067  

24. Menezes DBS, Torres I, Gomes S, Nguyen B. The role of talent 
management in enhancing employee retention: mediating the 

influence of psychological empowerment. Sustainability. 

2025;17(7):3277. doi:10.3390/su17073277  
25. Taylor W. The retention roadmap: an exploration to enhance 

employee retention through positive psychology. In: Positive 

psychology interventions. Washington, DC: American 

Psychological Association; 2025. doi:10.1037/0000000  
26. Chomać-Pierzecka E, Kokot-Stępień P, Sobczak A, Rogozińska-

Mitrut J. Sustainable human resource management and 

competitive advantage through psychological well-being. 
Sustainability. 2024;16(24):10913. doi:10.3390/su162410913  

27. Daemi H, Moghimi Barforoosh F. Normalization of the 

creativity test. Advances in Cognitive Sciences. 2004;6(3-4):1-
8.  

28. Ryff CD. Psychological well-being in adult life. Curr Dir 

Psychol Sci. 1995;4(4):99-104. doi:10.1111/1467-
8721.ep10772395  

29. Bayani AA, Mohammad Koochekya A, Bayani A. Reliability 

and validity of Ryff’s psychological well-being scales. Iran J 
Psychiatry Clin Psychol. 2008;14(2):146-51.  

30. Kyndt E, Dochy F, Michielsen M, Moeyaert B. Employee 

retention: organisational and personal perspectives. Vocations 
and Learning. 2009;2(3):195-215.  

31. Dahmardehkemmak M, Pourshahabi V, Kamalian AR, Salarzehi 

H. Designing a model of maintenance and sustainability of 
expert human resources in the government organization province 

with a meta-combination method. Public Manag Res. 

2025;18(67):239-70. doi:10.22111/jmr.2024.47594.6129  
32. Gyamerah S, Kusi A, Agyemang-Maafo P, Boakye KO. 

Paternalistic leadership, employee creativity, and retention: the 

role of psychological empowerment. Int J Cross Cult Manag. 
2022;22(1):73-92. doi:10.1177/14705958221081636  

33. Song W, Yu H, Zhang Y. Servant leadership, workplace well-

being and employee creativity: the roles of psychological 
availability and experienced creative time pressure. Creat Innov 

Manag. 2024;33(3):399-413. doi:10.1111/caim.12595  

34. Giao HNK, Vuong BN, Tushar H, Quan TN. The effect of 
emotional intelligence on turnover intention and the moderating 

role of perceived organizational support: evidence from the 

banking industry of Vietnam. Sustainability. 2020;12(5):1857. 
doi:10.3390/su12051857  

35. Presbitero A. Employee engagement and retention in 

multicultural work groups: the interplay of employee and 
supervisory cultural intelligence. J Bus Res. 2025;189:115123. 

doi:10.1016/j.jbusres.2024.115123  

36. Lu X, Yu H, Wang C, Xue J. Relationship between employee 
mental health and job performance: mediating role of innovative 

behavior and work engagement. Front Psychol. 2022;13:918076. 

doi:10.3389/fpsyg.2022.918076  
37. Zhu D, Li Y, Wang H. Crafting creativity and its impact on the 

trajectory of career withdrawal intentions of hospitality 

employees: a latent growth modeling approach. Int J Hosp 
Manag. 2025;126:104012. doi:10.1016/j.ijhm.2025.104012  

38. Džambić A, Bulić A, Vrdoljak D. Linking leadership and 

retention: emotional exhaustion and creativity as mechanisms in 
the information technology sector. Adm Sci. 2025;15(8):309. 

doi:10.3390/admsci15080309  
39. Lee JH, Lee Y, Kim YS, Kim Y. Analysis of the 

relationship between the psychological well-being, 

emotional intelligence, willpower, and job-efficacy of 
clinical nurses. Healthcare (Basel). 2021;9(7):821. 

doi:10.3390/healthcare9070821

 

file:///C:/Users/hamed/Downloads/IJBS.Vol20.N1.07.2313.docx
file:///C:/Users/hamed/Downloads/IJBS.Vol20.N1.07.2313.docx
file:///C:/Users/hamed/Downloads/IJBS.Vol20.N1.07.2313.docx
file:///C:/Users/hamed/Downloads/IJBS.Vol20.N1.07.2313.docx
file:///C:/Users/hamed/Downloads/IJBS.Vol20.N1.07.2313.docx
file:///C:/Users/hamed/Downloads/IJBS.Vol20.N1.07.2313.docx
file:///C:/Users/hamed/Downloads/IJBS.Vol20.N1.07.2313.docx
file:///C:/Users/hamed/Downloads/IJBS.Vol20.N1.07.2313.docx
file:///C:/Users/hamed/Downloads/IJBS.Vol20.N1.07.2313.docx
file:///C:/Users/hamed/Downloads/IJBS.Vol20.N1.07.2313.docx
file:///C:/Users/hamed/Downloads/IJBS.Vol20.N1.07.2313.docx
file:///C:/Users/hamed/Downloads/IJBS.Vol20.N1.07.2313.docx
file:///C:/Users/hamed/Downloads/IJBS.Vol20.N1.07.2313.docx
file:///C:/Users/hamed/Downloads/IJBS.Vol20.N1.07.2313.docx
file:///C:/Users/hamed/Downloads/IJBS.Vol20.N1.07.2313.docx
file:///C:/Users/hamed/Downloads/IJBS.Vol20.N1.07.2313.docx
file:///C:/Users/hamed/Downloads/IJBS.Vol20.N1.07.2313.docx
file:///C:/Users/hamed/Downloads/IJBS.Vol20.N1.07.2313.docx
file:///C:/Users/hamed/Downloads/IJBS.Vol20.N1.07.2313.docx
file:///C:/Users/hamed/Downloads/IJBS.Vol20.N1.07.2313.docx
file:///C:/Users/hamed/Downloads/IJBS.Vol20.N1.07.2313.docx
file:///C:/Users/hamed/Downloads/IJBS.Vol20.N1.07.2313.docx
file:///C:/Users/hamed/Downloads/IJBS.Vol20.N1.07.2313.docx
file:///C:/Users/hamed/Downloads/IJBS.Vol20.N1.07.2313.docx
file:///C:/Users/hamed/Downloads/IJBS.Vol20.N1.07.2313.docx

