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Spiritual intelligence is the mind’s capacity to handle substantial and spiritual aspects of life. 
According to previous studies, spiritual intelligence can be effective in reducing the 
withdrawal behavior of employees. This study investigated the effect of spiritual intelligence 
on employees’ withdrawal behavior in Ardabil Physical Education organization. The 
statistical population of this study included all the employees of Physical Education 

organization of Ardabil (N=60). Descriptive Statistics, Pearson Correlation, and Linear 
Regression Analyses were used to assess the association between spiritual intelligence and 
withdrawal behaviors. The results of the study revealed that spiritual intelligence had positive 
and significant effect on reducing employees’ withdrawal behavior. The findings supported 
that spiritual intelligence training as a new psychological and religious construction may 
reduce psychological and physical withdrawal behaviors and improve the employees’ 
perception of themselves. 
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Introduction 

A growing chorus of scholarly voices is arguing that spirituality is necessary in organizations 

for ethical behavior, for job satisfaction and employee commitment, and for productivity and 

competitive advantage (Benefiel, 2005). Organizations continually seek to foster productive 

and satisfied employees (Barsade, 2002; Gripentrog et al., 2012). Nevertheless, the 

employees quit their jobs for many different reasons. Having talented team that works hard is 
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not enough; organizations should keep their employees on the job for a long period of time 

and benefit from their efforts (Murphy, 1986). Simply put, organizational commitment is 

defined as employee’s desire to remain with organization (Mowday, Steers, & Porter, 1979). 

The counterpoint to the organizational commitment is withdrawal behavior (Kwantes, 2003). 

Employee’s commitment to the organization has effects on the employees themselves, on the 

organization and on the society. As employees become more committed to the organization, 

they show reduced withdrawal behaviors and increased citizenship behaviors in their 

organizations. There are some reasons why employees become disengaged from their work. 

The most common form of work disengagement is exhibited through job withdrawal 

behaviors. Job withdrawal refers to behaviors individuals show to avoid aspects of their 

specific work-role or minimize the time spent on their specific work tasks while maintaining 

their current organizational and work role (Hanisch & Hulin, 1990a, 1990b, 1991; Wang & 

Yi, 2012). Such behaviors manifest within the workplace and may take either a physical or a 

psychological form.  The reasons behind withdrawal behaviors may be related to job 

dissatisfaction, job involvement, and organizational commitment (Brooke, Russell, & Price, 

1988). Employee withdrawal consists of behaviors such as absence, lateness, and ultimately 

job turnover (Bayram, Gursakal, & Bilgel, 2009; Berry, Lelchook, & Clark, 2010). In fact, 

withdrawal behaviors are costly to organizations and organizations need to understand these 

behaviors (Rosse & Noel, 1996).  

     Psychological specialists, management researchers, and practitioners believe that the 

employees’ perception and application of spiritual intelligence  as a crucial factor have effect 

on employees’ mental and physical health (Saad, Hatta, & Mohamad, 2010), productivity, 

workforce spirit, organizational commitment, job satisfaction, and speed of training new 

work skills (Charkhabi, Mortazavi, Alimohammadi, & Hayati, 2014; Newell, 1995). 

Furthermore, the misuse of spiritual intelligence may also lead to anxiety, absence, lateness, 

turnover, strike, early retirement, and generally cause job withdrawal behaviors from the 

organization among employees (Berry, Lelchook, & Clark, 2010; Herzberg, Mausness, 

Peterson, & Capwell, 1957; Hulin, 1991; Johns, 2001; Koslowsky, 2000, 2009; Mobley, 

1987).  

     Nowadays, the two concepts of morality and spirituality are widely discussed by 

organizations (Fry, 2003; Martin & Hafer, 2009; Silingiene & Skeriene, 2014; Weinberg & 

Locander, 2014), to name but a few. In the current era, complex environmental phenomenon 

causes different attitudes, approaches, and responses; regarding to the intensity of the need 
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for trust in organizations around the world, the need for the spirituality and spiritual 

intelligence has increased among employees (Asgari Vaziri & Zareei, 2011). Considering the 

different dimensions of spiritual intelligence such as virtuousness, consciousness or self 

awareness, and the ability to enter higher stages of moral and ethical levels, it can be 

considered as an important factor affecting employees’ withdrawal behavior in Physical 

Education (PE) organizations. In sum, based on the importance of spiritual intelligence in 

reducing disengagement and withdrawal behavior in the workplace and the perceived gap in 

the literature, this study aims to investigate the effect of spiritual intelligence on employees’ 

job withdrawal behavior in Ardabil PE organization. 

 

Spiritual Intelligence  

Spiritual intelligence emerges as a consciousness that evolves into an ever-deepening 

awareness of matter, life, body, mind, soul, and spirit within different scientific presentations 

and conferences (Sisk, 2002). Using the word of spiritual intelligence in management and 

scientific psychology literature was attributed to Zohar and Marshall’s (2001) and Emmons’ 

(2000a) activities in the two last two decades (Cowan, 2002; Kalantarkousheh, Sharghi, 

Soleimani, & Ramazani, 2014). Drawing on Gardner’s definition of intelligence, Emmons 

(2000b) argued that spirituality can be viewed as a form of intelligence because it predicts 

functioning and adaptation and offers capabilities that enable people to solve problems and 

attain goals (King, 2008). Amram (2009) asserted that spiritual intelligence consists of sense 

of meaning and having a mission in life, sense of sacredness in life, balanced understanding 

of material value, and hoping to build a better world. An individual who possess a high 

degree of spiritual intelligence, tries to look for a response to fundamental questions of life, 

criticizes the traditions, has flexibility, consciousness, inspiration and intuition, and a holistic 

view of the world. In a nutshell, spiritual intelligence can simply change people (Samadi, 

2006; Shahbakhsh, & Moallemi, 2013).  

     Emmons (2000a) argued that spiritual intelligence combines spirituality as an internal 

structure and intelligence as an external structure into a new structure and develops 

remarkable capacities in an individual to use spirituality practically. He originally proposed 5 

components of spiritual intelligence, including the capacity to transcend the physical and 

material, the ability to experience heightened states of consciousness, the ability to sanctify 

everyday experience, the ability to utilize spiritual resources to solve problems, and the 

capacity to be virtuous to show forgiveness, gratitude, mercy, and humility. 
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Withdrawal Behavior 

The scientific study of immoral behavior of organization employees does not have a far 

longer history than the study of positive behaviors (Colquitt, Baer, Long, & Halvorsen-

Ganepola, 2014).  Although some of these negative and immoral behaviors have individually 

studied in business settings, the scientific and systematic study of such behaviors has grown 

in recent years. Withdrawal behaviors refer to those behaviors that can deliberately harm or 

damage organizations and people in organizations including senior managers, supervisors, 

employees, clients, and customers. It consists of behaviors such as absence, lateness, and 

finally job quitting or turnover (Coplan & Rubin, 2010; Özdemir, Cheah, & Coplan, 2015; 

Sackett, Berry, Wiemann, & Laczo, 2006). Withdrawal comes in two forms: Psychological 

(or neglect) and physical (or exit). 

     Physical withdrawal behavior consists of actions that provide a physical escape from the 

work environment such as tardiness or lateness (Adler & Golan, 1981; Blau, 1994, 1998), 

long breaks or physical escape whether short term or long term from working environment, 

absence, and quitting (Lebreton, Binning, Adorno, & Melcher, 2004; Pelled & Xin, 1999; 

Rosse, 1988). Lateness is defined as arriving late for work or early departure from work 

(Groeneveld & Shain, 1985). It shows a lack of motivation to arrive at work on time. One of 

the most fundamental concepts in administrative and organizational framework is long break. 

Lack of access to modern technologies, is another cause of wasting time in the organizations. 

Absenteeism occurs when employees miss a full working day. There are several causes for 

being absent from work.  Researchers divided it into two groups, namely justified absence 

and unjustified absence (Gupta & Jenkins, 1991; Hackett, 1989). Employers try to retain their 

top talent, empower employees to highly manage careers, and reach high levels of 

productivity by increasing competition and development of human resources. Organizations 

usually apprehend that they may lose their human resources. Voluntarily leaving the 

organization is called quitting. It is the most serious form of physical withdrawal behavior 

(Harman et al., 2007). 

     Psychological withdrawal behavior comes in number of shapes and sizes, including 

daydreaming, cyber loafing, and moonlighting (Colquit, LePine, & Wesson, 2009; Lim, 

2002). Daydreaming happens when an employee appears to be working but has a distracted 

mind and poor attention control over thoughts or concerns. Cyber loafing is the most 

widespread form of psychological withdrawal among employees (Lim & Teo, 2005). It is 

used to describe the actions of employees who surf the Internet during working hours for 
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personal use while pretending to do work. It is considered as a new counter-productive work 

behavior. Engaging in moonlightening is defined as allocating their work time and resources 

to do or complete a work other than their job duties (Biglaiser & Ma, 2007). An overview of 

this study is presented in the conceptual framework given in Figure 1. 

 

 

 

 

 

 

 

 

 

 

Figure1. Conceptual framework of research 

Research Question 

In line with the discussion above, the following research question was formulated: 

    Does spiritual intelligence affect the employees’ physical and psychological withdrawal 

behavior in PE organization in Ardabil? 

 

Method 

Participants 

The participants of the study consisted of 60 employees (17 females and 43 males) working 

at PE organization in Ardabil, Iran. The average age of the participants was 43, with an age 

range of 29 to 58 years. 

 

Instrument 

In order to collect the data and to test the hypotheses of the study, a questionnaire was 

developed and distributed among participants. To confirm the validity of the questionnaire, 

the researchers asked two experts in the field to rate the instrument’s efficacy in terms of how 

effectively it measures participants’ use of withdrawal behaviors. The questionnaire consisted 

-The capacity for transcendence 

-The ability to enter into 
heightened spiritual states of 
consciousness 

-The capacity to engage in 
virtuous behavior 

-The ability to invest everyday 
activities, events, and relationships 
with a sense of the sacred 

-The ability to utilize spirituality 
resources to solve problems in 
living 

Physical Withdrawal 
Behavior  
 
 
 
 
Psychological Withdrawal 
Behavior 

Spiritual Intelligence Withdrawal Behavior 
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of two sections; each section included 13 items about spiritual intelligence and withdrawal 

behavior. Informants were instructed to rate themselves using a five point Likert-Scale where 

1 represented very good and 5 very poor. Based on the data gathered, the reliability 

coefficient alphas were calculated through Cronbach alpha to be 0.78 and 0.81 for two 

sections respectively.  

 

Results 

The research hypotheses were tested using both the descriptive statistical as well as the 

inferential statistical method. In addition, Pearson Correlation Coefficient and Multiple 

Regression have been utilized for data analysis. A one-way ANOVA was run to test the 

effects of five components of spiritual intelligence on employees’ withdrawal behavior. Table 

1 presents the means and standard deviations for the spiritual intelligence score of the 

participants. As shown in Table 1, the mean score of the employees’ ability to invest 

everyday activities, events, and relationships with a sense of the sacred has the highest value 

among other subscales of spiritual intelligence  (Mean = 2.30, SD = 2.57). Furthermore, total 

mean of spiritual intelligence equaled to 3.50. Results from Table 1 indicate that the mean for 

subscales of physical and psychological behavior equaled to 1.73 and 2.54, respectively. 

 
Table1 
Descriptive Statistics for the Spiritual Intelligence  
Components Mean SD 
The capacity for transcendence 1.8 3.58 
The ability to enter into heightened spiritual states of consciousness 1.9 3.57 
The capacity to engage in virtuous behavior 1.39 3.07 
The ability to invest everyday activities, events, and relationships with 
a sense of the sacred 

2.30 2.57 

The ability to utilize spirituality resources to solve problems in living 1.61 3.31 
Physical Withdrawal Behavior 1.73 3.01 
Psychological Withdrawal Behavior 2.54 3.24 
Withdrawal Behaviors (total) 2.83 3.86 
Spiritual Intelligence (total) 3.50 4.12 
   

   In addition, one-sample Kolmogorov-Smirnov test was conducted to assess whether data 

had normal distribution.  The results of the K-S test (Table 2) indicated that the scores of each 

component were normally.  As a result, parametric tests were used for hypothesis testing.  

     Multiple regression analysis was used to determine the extent to which predicator 

variables jointly as well as individually contributed to the prediction of the criterion variables. 

In this analysis, withdrawal behaviors (physical and psychological) have been considered as 
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criterion variables and spiritual intelligence has been taken into account as predicator variable 

in the regression analysis.  

 

Table2 
One-Sample Kolmonogorov-Smirnove Test 

Components Asymp.Sig.  
(2-tailed) 

The capacity for transcendence 0.08 
The ability to enter into heightened spiritual states of consciousness 0.45 
The capacity to engage in virtuous behavior 0.91 
The ability to invest everyday activities, events, and relationships with a sense of the sacred 0.13 
The ability to utilize spirituality resources to solve problems in living 0.65 
Physical Withdrawal Behavior 0.16 
Psychological Withdrawal Behavior 0.13 
Withdrawal Behaviors (total) 0.25 
Spiritual Intelligence (total) 0.33 

   

     The main question addressed in this study was whether the spiritual intelligence would 

affect the employees’ withdrawal behavior. The results indicated that spiritual intelligence of 

employees showed 48.9% correlation coefficient with withdrawal behavior and defined 

28.1% of variance of withdrawal behavior. The correlation coefficient between the scores of 

spiritual intelligence and the withdrawal behavior was 0.48 and it was significant at level p < 

0.00. In other words, the effect of spiritual intelligence on withdrawal behavior was 

significant regarding observed variance (F = 23.1, p < 0.05). According to the negative slope 

of standard regression coefficient (Beta) and t-ratio, it could be deduced that there was an 

inverse relation between predicator and criterion, that is, higher scores for SI predicted lower 

scores on withdrawal behavior. Therefore, spiritual intelligence had positive effect on 

decreasing the amount of withdrawal behavior. 

 
Table3 
Multiple Regression Analysis of Spiritual Intelligence and Withdrawal Behavior 

Variable Correlation 
Coefficient(R) 

Square of 
Correlation 
Coefficient 

(R2) 

B Standard 
Regression 
Coefficient 

(Beta) 

t-ratio Value  
F 

p 

Spiritual 
Intelligence 

0.48 0.28 0.27 -0.22 -4.8 23.1 0.00 

 

     In order to assess the impact of spiritual intelligence on employees’ physical withdrawal 

behavior further analyses were done. Table 4 displays the summary of the information about 

the obtained ratios from the regression analysis of spiritual intelligence on employees. The 

second regression analysis also was run to evaluate the predictive value of spiritual 

intelligence variable on the criterion variable of physical withdrawal behavior. The 
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correlation coefficient between the scores of spiritual intelligence and physical withdrawal 

behavior was 0.41 and it was significant at level p < 0.00. It can be explained 23.1% of 

variance of physical withdrawal behavior as criterion variable. According to the negative 

slope of standard regression coefficient (Beta) and t-ratio, there was an inverse relation 

between predicator and criterion, that is, higher scores for spiritual intelligence predicted 

lower scores on physical withdrawal behavior. Therefore, spiritual intelligence had positive 

effect on decreasing the amount of physical withdrawal behavior. 

 
Table4 
Multiple Regression Analysis of Spiritual Intelligence and Physical Withdrawal Behavior 

Variable R 
R square 

(R2) B Beta t F p 

Spiritual 
Intelligence 

0.41 0.23 0.20 -0.19 -3.9 22.13 0.00 

  

     As Table 5 indicates, the obtained F value was statistically significant which indicated 

statistically significance of the relationship between spiritual intelligence and psychological 

withdrawal behavior. The predictive variable spiritual intelligence could predict the criterion 

variable (psychological withdrawal behavior). Therefore, regression analysis was allowed 

and feasible. 

 
Table 5 
Multiple Regression Analysis of Spiritual Intelligence and psychological Withdrawal Behavior 

Variable R R square 
(R2) 

B Beta t F p 

Spiritual 
Intelligence 

0.51 0.31 0.30 -0.26 -6.2 24.61 0.00 

 

     According to Table 5, spiritual intelligence played a key role in predicting psychological 

withdrawal behavior, that is, higher scores for spiritual intelligence predicted lower scores on 

physical withdrawal behavior. The negative slope of Beta implied an inverse relation between 

dependent and independent variables of the study. Therefore, spiritual intelligence had 

positive impact on decreasing the amount of psychological withdrawal behavior.  

 

Discussion 

The present study set out to investigate the influence of spiritual intelligence on employees’ 

withdrawal behavior in PE organization. The positive effects of spiritual intelligence in 

promotion of an organization's effectiveness and individual growth of employees were 

considered in this study. Results indicated a statistically significant relationship between 

spiritual intelligence and withdrawal behavior. Through application of spiritual intelligence 
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components, employees would experience less exhaustion and it would enhance the 

organizational efficiency and effectiveness. It gives the managers and employees a broader 

perspective and ability to create, convert, and transform organizational values. Spirituality in 

workplace leads to improved organizational performance and is addressed by lasting 

organizational excellence (Case & Gosling, 2010; Corbett, 2009). Having ability to enhance 

spiritual intelligence components such as the ability to engage in virtuous behavior and invest 

everyday activities, events, and relationships with a sense of the sacred can help employees 

overcome withdrawal behaviors. Spiritual intelligence provides an opportunity to change the 

situation for better managing. It is the intelligence that gives deeper sense of fulfillment and 

satisfaction to high levels of our life. The growth of spiritual intelligence helps us achieve a 

new level of understanding of ourselves and increase our self-confidence in order to have a 

stable self and decrease our daily tensions. Furthermore, it can add a sense of depth and 

richness to communications. Malik and Naeem (2011) concluded that dimensions of spiritual 

intelligence had a positive relationship with promotion of organizational commitment and 

reduction of withdrawal behaviors. 

     This study can be replicated in a wide range in order to help the managers and supervisors 

to make a firm judgment about the importance of withdrawal behavior. Determining the 

relative contribution of withdrawal behaviors may have an effect on efficiency and optimized 

performance of organizations. Therefore, successful organizations should be compared with 

unsuccessful ones based on their performance, human beings communications, quality of 

products, and servicing.  

     There are a limited number of studies in this field, thus the need exists for further research. 

Further studies should research the effect of spiritual intelligence on organizational 

functioning, the relationship between spiritual intelligence and withdrawal behaviors, and the 

role of spiritual intelligence in the improvement of affective commitment in an assumed 

organization in different populations and in different contexts.  
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