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Abstract

Employees’ mental absence is a negative phenomenon that can face serious challenges for
tourism and hospitality businesses. Therefore, it is necessary to study this issue and identify
and analyze the factors affecting its occurrence. In this connection, the present research was
carried out to design a model for employees’ mental absence in tourism and hospitality. This
research is developmental in terms of its purpose and qualitative in terms of method, and was
carried out using the grounded theory method. The field of research was tourism and
hospitality businesses in Shiraz, among which 19 employees were selected as sample members
using the snowball method based on the data saturation. Necessary data were also collected
through semi-structured individual interviews. The findings indicate that the employees’
mental absence in tourism and hospitality businesses is influenced by three categories of causal
factors (individual, job-related, and managerial factors). Contextual factors (structural,
interpersonal, cultural, and weak human resource management systems) and intervening
factors (individual and non-individual) also affect this phenomenon. The consequences of
employees’ mental absence in tourism and hospitality businesses were also identified at three
individual, organizational, and extra-organizational levels.
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Extended abstract

1. Introduction

Evidence shows that many human resource
management measures in tourism and hospitality
businesses have not been effective enough; and
many organizations, despite hiring a large
number of competent employees, have not only
failed to create value through them, but have even
left a negative impact on their human resources
(Jooss et al., 2023). One of the negative
consequences of mismanagement of human
resources is the mental absence of employees
(Teimouri & Mobasheri, 2024). Employees’
mental absence is a phenomenon that can cause
tourism and hospitality businesses to face many
challenges. In this situation, employees use their
minimum knowledge, skills, and abilities in the
organization (Gostick & Elton, 2006) and are not
engaged in their jobs (Sadrinia et al., 2022).
Therefore, employees’ mental absence should be
studied seriously, and the effective mechanisms
in the occurrence of this phenomenon in work
environments should be well analyzed (Teimouri
& Mobasheri, 2024). However, the review of the
literature shows that despite researchers' attention
to employees’ mental absence and investigating it
in different statistical population (Sadrinia et al.,
2022; Azizi et al., 2020), employees’ mental
absence has not been studied in tourism and
hospitality businesses so far, and the questions
related to it in the tourism and hospitality industry
are still unanswered questions. Therefore, the
current research was conducted to design a model
of mental absence of employees in tourism and
hospitality.

2. Research Methods

This research is developmental in terms of its
purpose and qualitative in terms of method, and
was carried out using the grounded theory
method. The field of research was tourism and
hospitality businesses in Shiraz, among which 19
employees were selected as sample members
using the snowball method. The sample size was
determined based on theoretical saturation, and
the necessary data were collected through semi-
structured individual interviews.

3. Results

According to the principles of the grounded
theory method, the collected data were analyzed
simultaneously as the interviews were conducted.
At this stage, open coding was done, and a total
of 237 primary codes were identified. In the next
step, all the initial codes were checked, and while
removing duplicate codes and merging similar
codes, 119 final codes were identified. Then, in
the central coding stage, the final codes were
categorized into six dimensions of grounded
theory, i.e., causal factors, central phenomenon,
contextual factors, intervening factors, strategies,
and consequences. The findings indicate that the
employees’ mental absence in tourism and
hospitality businesses is influenced by three
categories of causal factors (individual, job-
related, and managerial factors). Contextual
factors (structural, interpersonal, cultural, and
weak human resource management systems) and
intervening factors (individual and non-
individual) also affect this phenomenon. The
consequences of employees’ mental absence in
tourism and hospitality businesses were also
identified at three individual, organizational, and
extra-organizational levels.

4. Conclusion

The results, in addition to covering part of the
existing scientific research gap and increasing the
understanding and theory regarding the mental
absence of employees in tourism and hospitality
businesses by providing empirical evidence, can
provide practical guidelines for business
managers. ldentifying the causes and forms of
absenteeism among employees in tourism and
hospitality businesses can support management
interventions related to reducing or preventing
this phenomenon. Other researchers can also use
the research findings to design and implement
future research. For example, investigating
employees lived experience in relation to factors
affecting their mental absence can reveal new
angles on this issue. In this regard,
phenomenological or ethnographic research
seems to be effective.
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