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The aim of the study was to identify the antecedents and consequences of employee retention in the
Iranian wood industry with an emphasis on Generation Z. The present study was an exploratory
qualitative study that was a thematic analysis in terms of data analysis method. The participants in this
study were Y+ members of the management faculty as well as managers, assistants, and experts in the
wood industry in Mazandaran province who were selected by non-probability sampling method in a
purposeful manner. The main data collection tool was a semi-structured interview. The findings showed
that )Y ¢ basic themes, 'V organizing themes in the form of A overarching themes were identified as
antecedents and consequences of employee retention in the Iranian wood industry with an emphasis on
Generation Z. The results of the theme analysis showed that the antecedents include human resource
management strategies with the themes of career development programs, training and learning,
succession planning system, and organizational maturity; dynamic organizational culture, digital
technology, and mental health in the workplace; and the consequences include productivity management
with productivity indicators, organizational performance improvement, competitive advantage;
Organizational sustainability with indicators of decision to stay, motivation to stay; employer branding
with indicators of brand image and employer creativity and innovation; and organizational value
creation with indicators of value creation for society and trust building. In the wood industry, by creating
a dynamic environment, providing growth and development opportunities, and paying attention to the
values and needs of Generation Z, their desire to stay in the organization can be increased.
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Research indicates a shortage of talented workforce and an increasing need for organizations to have
employees who are significantly more capable, talented, skilled, and competent than today's employees
in the coming years. The truth is that identifying and retaining talent in any organization can lead to the
development of other talented employees. One of the most fundamental challenges facing organizations
in navigating the difficult conditions of tomorrow is retaining employees and talents. Competition
among companies to retain employees and develop methods for utilizing their knowledge and skills to
create a sustainable competitive advantage has been a major focus in recent years. This competition has
led organizations to seek solutions to retain their employees. Companies active in the wood industry
must prioritize human resource retention to maintain growth, customer loyalty, and competitive
advantage in an increasingly challenging market. One of the fundamental challenges in human resource
management is employee retention in the wood industry, particularly with a focus on Generation Z.
Generation Z, known as the digital generation, has different expectations and needs than previous
generations. This generation seeks a dynamic work environment, continuous learning opportunities, and
a balance between personal and professional life. Companies active in the wood industry must prioritize
human resource retention to maintain growth, customer loyalty, and competitive advantage in an
increasingly challenging market. Studies have been conducted in various fields, but the wood industry
and Generation Z have not been addressed. Given the physical and sometimes strenuous nature of work
in the wood industry, having a coherent and effective model for retaining Generation Z is important.
Therefore, there is a scientific and practical gap in the antecedents and consequences of employee
retention in the wood industry with an emphasis on Generation Z. Therefore, the main research question
is: what are the antecedents and consequences of employee retention in the wood industry with an
emphasis on Generation Z?

The present research is an exploratory qualitative study employing thematic analysis for data analysis.
The research approach is inductive, and the research philosophy is interpretive. This study was
conducted in Mazandaran province, and the participants included faculty members in the field of
management, as well as managers, deputies, and experts in the wood industry in Mazandaran province.
The criteria for selecting individuals were having expertise, experience, or published works in the
subject area of the research, as well as having more than ) + years of management experience. Using the
snowball sampling method, Y+ individuals were selected. The basis was reaching the saturation stage.
After the YVth interview, the researcher observed the emergence of repetitive codes. The main data
collection tool in this research was semi-structured interviews. Triangulation was used to examine the
instrument. For this purpose, several main sources, namely managers, deputies, experts, and faculty
members, were used to collect data in order to obtain more comprehensive information from various
sources involved in the subject. This allowed data to be collected from different perspectives to improve
the breadth and depth of the data. In addition, relevant theoretical and research literature was used to
provide the researcher with more comprehensive information about the phenomenon under study. To
examine the reliability of the research instrument, the definition of terms and the appearance and internal
consistency of the questions were used. One of the factors that may jeopardize the reliability of the
measurement instrument is the undefined terms. In this research, an attempt was made to express the
terms in an understandable and simple way, as far as it does not harm the meaning of the word. Based
on this, the questions were reviewed many times, and the question was answered whether the respondent
would have the same understanding and perception of the word and term as the researcher.
Questionnaires containing clear, beautiful, and attractive questions can be exciting for respondents;



accordingly, efforts have been made to ensure that the appearance and internal state of the questions are
such as to motivate the respondent. For analyzing the data obtained from expert interviews, the thematic
analysis technique of Braun and Clarke's model (Y- +7) was used.

After conducting the semi-structured interviews, a total of ' Y ¢ basic themes were identified, which were
categorized into )Y organizing themes, and these categories were further grouped into A overarching
themes as antecedents and outcomes of employee retention in the wood industry. The thematic analysis
results regarding antecedents of employee retention in the wood industry with an emphasis on
Generation Z showed that, in total, four overarching themes were identified: human resource
management strategies with subthemes of career development programs, training and learning,
succession planning system, and organizational maturity; dynamic organizational culture; digital
technology; and mental health in the workplace as antecedents of employee retention in the wood
industry with an emphasis on Generation Z. The thematic analysis results regarding outcomes of
employee retention in the wood industry with an emphasis on Generation Z indicated that, in total, four
overarching themes were identified: productivity management with indicators of productivity,
organizational performance improvement, and competitive advantage; organizational retention with
indicators of decision to stay and motivation to remain; employer branding with indicators of brand
image and employer creativity and innovation; and organizational value creation with indicators of value
creation for the community and trust-building as outcomes of employee retention in the wood industry
with an emphasis on Generation Z.

This research addressed the antecedents and consequences of employee retention in the wood industry,
with an emphasis on Generation Z. One of the factors identified as an antecedent is human resource
management strategies, which include concepts of career development programs, training and learning,
succession planning, and organizational maturity. A characteristic of Generation Z is ambition and the
desire for rapid growth in their careers. Unlike previous generations that often-prioritized job security,
Generation Z focuses more on advancement opportunities and personal satisfaction in their work
environment. Therefore, the wood industry must invest in comprehensive professional development
programs that not only facilitate skill acquisition but also provide clear pathways for the professional
advancement of Generation Z. Such programs can include mentoring initiatives where experienced
employees guide younger staff and offer insights and support. Additionally, companies can implement
rotational assignments that allow Generation Z to identify various roles within the company, fostering a
sense of exploration and expanding their skill set. By increasing career development opportunities, a
more committed workforce can be nurtured, as Generation Z is more likely to stay at a company that
actively supports their professional growth. Dynamic organizational culture refers to a flexible and
responsive work environment that fosters innovation, collaboration, and inclusivity. For Generation Z
employees, such a culture is not just desirable-it is essential. This generation has grown up in a world
defined by rapid change and complexity, driving them toward organizations that embrace flexibility and
encourage open communication. A dynamic culture promotes a sense of belonging and engagement,
where employees feel their voices are heard and their contributions are valued. To resonate with
Generation Z, such cultures should prioritize transparency, diversity, and values-driven leadership. For
example, providing spaces for feedback, such as surveys and regular check-ins, enables employees to
share their perspectives and participate in organizational decision-making. Furthermore, fostering an
inclusive environment where diverse viewpoints are celebrated aligns with Generation Z's commitment
to social equality and enhances their loyalty to the organization.

The integration of digital technology in the workplace acts both as a tool and a cultural artifact for
Generation Z employees. This generation, which has grown up in a digital landscape, is inherently
familiar with technology and expects their work environment to harness technology to enhance
productivity and collaboration. In the wood industry, companies that effectively utilize digital tools such



as project management software, virtual communication platforms, and collaborative applications can
create a more efficient and engaging work environment. Furthermore, organizations that prioritize
digital fluency not only enhance operational effectiveness but also position themselves as forward-
thinking entities that resonate with the innovative spirit of Generation Z. The ability to work remotely,
access digital resources, and use technology for personal and professional development are crucial
elements that can significantly influence an employee's decision to stay within an organization.
However, the digital transformation of the workplace must be approached with caution. Over-reliance
on technology can lead to digital burnout, increased stress, and negatively impact mental health.
Therefore, it is essential for organizations to strike a balance and ensure that digital tools enhance rather
than hinder the employee experience. Companies that actively support mental health projects - such as
providing counseling services, upgrading work and life, and creating a label -free environment to discuss
mental health - are more likely to maintain Z. In addition, the initiatives that promote mindfulness skills,
flexibility and stress management are increasingly valuable by this generation.

To understand the consequences of maintaining Z generation employees, their unique features must first
be understood. The Z generation is often described as a technology, social consciousness, and a
purposeful working life. They usually prioritize flexibility, balance between work and life, and
opportunities for personal growth and development. Their beliefs make them seek to seek employers
who correspond to their values, thus put significant pressure on organizations to adapt their operational
ethics and human resource practices. Effective productivity management is the cornerstone of
organizational success that affects everything from operational performance to employee morale.
Organizations that successfully maintain Z -generation employees can use their unique skills and
insights to increase productivity. Accepting technology -based solutions and innovative workflows that
are attractive to this group can lead to an increase in positive interaction and output. In addition, the Z
generation is largely motivated by a joint work environment that enhances creativity and innovation. By
promoting the pervasive space that encourages team -oriented projects, organizations can increase their
overall organizational productivity while also meeting the occupational preferences of this population.
Generation Z generation tends to prioritize transparency and open dialogue, seeking regular feedback
and identifying its partnerships. Organizations that create a pervasive environment, where employees
feel they are heard and valuable, can increase the tendency of the Z generation to lasting the organization.
This generation requires specific strategies to maintain and maintain in the workplace because of its
unique features, such as the tendency to learn, flexibility, and the importance of working and living.
Companies can increase their desire to stay in the organization by creating a dynamic environment,
providing growth and development opportunities, and paying attention to the values and needs of this
generation. Creating platforms for continuous feedback, regular performance examination and
achievement of achievements, enhances the sense of belonging and participation, and ultimately leads
to higher preservation rates.

Through employer branding, organizations can prioritize attracting and retaining top talent. Generation
Z is especially sensitive when choosing employers and often conducts thorough research on the
reputation, culture, and values of potential future organizations before committing to a position.
Organizations that successfully retain Generation Z employees can leverage their positive experiences
to enhance their employer brand. By publicly showcasing a strong organizational culture, commitment
to diversity and inclusion, and investing in employee development, companies can build a strong
employer brand that resonates with both current and future employees. This brand equity ultimately
plays a crucial role in attracting and retaining top talent across generations. Retaining Generation Z
employees significantly contributes to creating organizational value. This group is characterized by a
strong desire for innovation and adaptability; companies that strengthen their retention are in a better
position to respond to market changes and remain competitive. The insights and perspectives of
Generation Z can generate fresh ideas and solutions that drive organizational growth. Furthermore,
retaining talented employees reduces hiring and training costs, thereby increasing the overall efficiency
of the organization. By investing in the development of Generation Z employees and creating pathways
for career advancement, companies in the wood industry can cultivate a productive workforce that
contributes to long-term value creation.



gy dllie
Z Joui 2 556 4 gl g Cathes 3 S5 Cudlig S (slosislum 3 sty

Parisa.saadat@iau.ac.ir : Ju! .l n! gl oMl 3151 olKils coglio ol ¢ 9> o o 09,5 1adlamw bwd 32

Amirbabak.marjani @iau.ir : o) .l « )y « ool o131 o8tils ¢ (35 50 a5 25l « (P95 oo 09,5 ) Sl yo S yuol

hassan.soltani @iau.ac.ir : Jue! .ol « 5l ol ol3 olKitils ¢ jlpus dly ¢ o poto 09,5 3 illakuws Cyuns:

Majidi.maryam@iau.ir : ! .oly! « sgbos ¢ oMl sl31 oKl ¢ oglus sl ¢ (g5 o 09,5 1 R0 o3 30

oS

S gy S 2l gl ~>9ﬂ Z Jui 2 355 gl 0gp o 5 SIS CbligSS (glaaily 5 oLy Lol (iagl, chia
Capte 23 pole Slon Ll )65 Y+ ingsy cul > SRIES Lo s gaae bl 3551 nosls o g, blod a0 85 L] g
Sl odan o5 b 4y Jlaislyud (S aiged (o) b a5 g (Lisle il )3 ogr Caio 0je> (Lwlid)l 5 (glas colpte ssboen 5
oo A B 3 033l igaad W il ganin VY o o Lt lmasily 9] 4l 55 Lo o i Lol (59108 Lol 3l 505
oS by gt o5 oo ol 500 plulis Z s p aST L ol Gge o 1 oS coblins slasuluy 5 baulin olyica 451,
oleils Esb g Sramomtile pllas e,k 5 Shigel lid drmgy ool malie b Sl gilie e slac il 51 5k oLy
38dos 392 40590 e S LS b (6yg0 0 Ca e jlasle Wby 5 )8 Lo )3 oly) oMl g Jliomd (5518 gy (Slojlw Sin
S 5 3y pr30m5 (oSl b b IS (63lodip bl (sl 03653 (x5l & ppancd (slomil b slojl (6,85 £, Cuje e lojls
e Sl b olsioe g o 1 Bl o gilonlaiel g asele el il 35)) slo s s b lojls (8T G50l 5 LplS oglsi 5
A il clesle )3 iile 4 gyl Jobes o s sloils g a3l 4 dogi g dnwgi g by (slacus b 28l gy

D o )3 LS )15 CulilagSS gLy lug g L livy  (//) (o200 csiwme e o Sllalos (G puol ¢ Sl yo lusy p cdlans L]
S ooy df oo d] Jo quolio Cupito g dewss ol dolilias . Z Jows 3 88T b ol !

SAWYIFRAY- el cAmirbabak.marjani@iau.ir : Suis iSU) G Sl e SOl l £ gians diei L


mailto:Parisa.saadat@iau.ac.ir
mailto:Amirbabak.marjani@iau.ir
mailto:hassan.soltani@iau.ac.ir
mailto:Majidi.maryam@iau.ir

3l parld g pmlbe (pixiime (plialy cilye a4y SUSH @ balojls zlas] (iol38l g dxine (sbog p deneS” 5l oyl Cliiss guls
o & e Slgiee lojlus y p3 skl (60 g (aluslid & ol ol i 9 o)l 0] (slo s 53 cgjoyel LS
9 QU il 15,38 )lo-ts bl 1 jgee sl blojlw (s9) iy Gty 5 elonl 5l 9 3925 )% Slasiwl b (LS,
oas 48,5 54y slaoges g sl il Gloicds & Ll mlie cslinSs (Ziaei and Nargesian, ¥+ Wﬂ 25l e ladlaxl
Lol 13k bbb g pols )15 (59563 b &S (mliuo )3 0594 3900 i35 Gloj Jbo 13 398 QLS culie S (sl laglojls Lo
Gla gy dawgs g LS, cublins gl S b oo culsy (Khenifar, etal, YY) ol caslio oy Cantio Al g o

oy ol ol 48,5 )18 dng5 3 y90 ol 4y bl sla b )3 lul (B, oo dbul Gaa b BT slaclae 5 21 51 (6 lo 0y
o5 (Tavakolnejad, et al. ¥+ 17) susl 393 (LS cuilinss 5 bis ol olo)Saly Jls 4 o ylojle b ol oais cely
Oloslos @hlS 4 o8 A o (gl oz 1y iyl Slosls o oo g I o o plojlus 1> (Vb Sote gl LSS &S
5395 Slo S a4 by 0 45 )l i Silae gl g OISte o )3 il aasly ) (g ol S o SaS
L oo bl Jle closs oL sl & cditann (18ly 395 i 5l a8 SlaieylS el oM Gl pho Hl o (i > cblas
2 W5 o izpan olST g jats (LS (BOgAtOVA, Y+ )V) 50 o o lolby (al3il g syt b siae Lallyy 41 i Coled o &S
& Wlg o Gund ()5S (AZEEZ, YV V) w8 ity By 5k )5 )y o8 b i g 1,380 15l e Wy Y guamme cuS
e clSTyl (Khazaei, et al., YY) 5l y cowl closs samd &l olgicas d g lo )35 floic 4 dn (olojlw &G lael
Gl o 38 ogSine 45 455 sl 1, il ) sl 5 55 Baie LSy sty | il liie)lS 5 egill e Slsie
iy L gl 1y Sl mlie Codlig®s Coly o sn Carino > Jlb 51 15 w5 ol & (KUmar, Y+ YY) el 1S,

i3 )8 Cuglyl 3 el 3553l Gl 03138 sk 4 oS ()l3b )3 (1B Cuje g gyt )l
SZ Js 2l Z Juus 3505 b ogts o9y Conto 3 LS cilinSS (Sl e s )3 (bl ol 1 (S
gy (638 a3 4 s ] 13 (g (5l i &0 e il il 5 S 09 gn 455t Jlims s iy
s ggmaJioms 9 Ol Jod o glysar Z Jod aibgo gl g (s (S5 ole Sl g geias 550k slaces p
JWs 4y s ol sl asls S, coslinSS o plymnl p (o0b; b Wlg o a5 ol (638 4 pamio Slyllanl o by Sy
Sl sl 5 ol (gl Al g 550l 4 Blidie Z Juud 2D g0 Casal (558 g patd (SN) e Jols 4 &5 Aiws SLle Sl
e 63l 5 (S JElie b Qi) 8 gy oo o (AT Bt al. Yo Y £) b aiil ses o, le <)) gl ol b
Sl oali sl colis (615" lase Sloul el (e s103,505) 13 (bl Ol ojls Z s e BligSS 5 Clo il ol o
P oo i Bl oo (USH (63,8 sloo Sl g b ybi)l 4 dr s g «Blad g () (i b ye (0355 @3 (ng slagsyglié
3l )b (Kayhanzadeh and Eidi, ¥+ ¥ &) a sl ar sl Jows opl oo 0 Jis S35 g5 pials o Jad cols, sl
355 o] el el g 3505 elpr lixiasl b SIS cligSs el plate 5 (s claaaliyy sl Jlis 4 oSossl clalojls
WPl (b @lie 5 (Ll Casbgo b il s b Wi (nl 55 g oo M Oglite ()5 sladinej
e ol oo Cupde pis Cl il g paasie I 598 diaili i ) e 0935 wgr W e Sl (S Olsie
3 4 pastio S 5 L &S ogy Caniuo and oo 48 (Sl dilojes SNl 5 (59050 (BT s 5 yme 3 dllate (il 3 L lejl
Sl Sl glie Clin®s 4 bgipo jrlote slacusyd g b ile @b passie o)yte 6308 SBCS iy 5 (Hw (> glo
3 5W5 390 amass (Ghorbanali, et al., Y+ V) coul janasio ¢ yalo )5 (g9 4 K51 o] Lol la Sirg 5l (om0
Gt 3 b S s )3 ol st b 135 o s o Jlos 2Ll S 5 (5l s Bl Sl (pladie;
Bayat Kashkuli ) s’ (¢ ,Sgls L3, 4 xias )l laie )5 ls cawd 516 423l 8T 295 coslinSs slagsl il 5l ol o g
Sblisg 1l ()l Jelge il (st cpl ) Ll plie colinSs asg BB la S350 51 .(and Mehmandost, Y+ Y
Olee 9 OUSH8 ag) g doms 3 9 i el Wl on (2B o)l pl il e Slea ol 5 (amacin ) Sl jie il
men Lol s L2l 1) o bolis ailgs o S ol L o (Kb g (Halim et al., 2020) 5,)ig, 1ok Wl e sligSs
(s olao i slopo &5 N5 (5500 arlio i g 5T splse oSS oS S sl | ala il Sy
ol glio slac b b ey 5,555, S5 diejls s a5 (g9, csligSS (De Vries et al. Y+ YT) sy o )
&5 B US,S cuslinSs pllss o d9u0 (YOUNIS, €tal. Y+ V) col caliseo g (slaog )5 coglize ol sl g b 35, cdlud



slol alex ) cilin® sl gyl Jiluws plos (29 45 Lno gl 4 1555 dolllas g sus (om0 &1 Jilas 45 313 Sals
CblieSS oo 4 (5550 sl olal ool Basko 1 255 ©ygme o g o g adlls (i 5 (Sl 0,5 «(Slojlw
by 1y a8 ys @b g WIS )..‘.'L 04 Adgi Y guase CatS g Alg o pisen ol5T g yodawo HLSHS 03,8 s LS
oximy Sl lsisd a5 LB st & d lojlw o sl & Sl oo chns (6K (AZeRZ, YY) S 1y 1B,
XS Gyinie Lo jobay |y oail laie S 5 0gily b yiute Bl oo ke ISyl (Khazaeld, etal., Y+ ¥ +) sl cowl woloss
Caivo > Jb oS b s cpl 4 (KUumar, Yo YY) cul 1S5l (il ol (3,5 (weSae 45 0 sl 1y il 5l clas o o
2 ol 505 il 0al3d jeb 4 ST (g lib > 0By Cute g (g yiie (g by ) bats (gl 1) Sl mlie cabligSS Wb Cs
Cuplo 4 4o b .l 0l (g5 Z a9 g Canuo 4 & Lol Cwl 00055 pbnil alisee (sladine; o ladllas imd 5 o gl
S el ply sl o ptee Z s cslinSS (gl LS g ponde (06X il gy o 0jg> 43 I8 L ypedlo o8 § S 5ub
Jlows cgy cpl 512yl 329 Z Juus 2t g Cauo jd GUSH clblinSS sbabluy o basliy die) » o 5 als B

1S Z s 52 2B L g o 3 S B a5 ool o Conl 90 il & gy Lo

13 55 e 5 dissiy
U 055 5 dpe Ll g L G b oS cal lojlo (slacaslis 5 lelidl ) (clasganme 3l sline 4 LS il
Uhsel g plascil b b se (slady o cpizman aSl S o S8 (LS, s S5 g5 pials 4 e @bl ol e e Sl
4 Sk Slusl g9y b g )0y Cawddy gly byloslo a5 )y @ygps diwly () 50 by oo JBlis &y o 1) as (glag
Gyllby Bl LS lojle o cudibge gl (D Vries et al. Y+ YY) uil atisly clojg dn g 565 (6)8 bl b dguty 9 dnwses
2 ogMe &S Wi plosil pgday 1) 263 IS wilgs oo Sloj lais LS, cboly ol jo aims plosl Jg8 LB adaw 50 5 o)L 1y 295
Olibe 2L s 9o )] & e JUSHIS cudligSs sl ansly ylojle 3 58l sl 55 B 05Kl psY sla ablss il
S i Bl 3900 e plojls SV gamo 5 Slodd CubsS 392 5 g 3e Sl Gl &) (ioren AL S oo S8
S et g slego (Bl plajlo 3 sV oo St Yozl wils (s yaes ()5 Culidy g (i el b lojls 5o o
S lgieas IS, cubligSs oS amd o ol 4zl slaimg o)y (Al et al YY) way o ol lojle S5 o
Sl (VF-¥) s g e3lioleeS e Jlto olsios ol 68,5 )3 o350 cilien Slllns 3 ol bis e oo 5103505
3 IS5 Bl Slocunyd g (e s (Bing ssloth (Sind i mlow isobaiBl Gl gy Jold linl (K56 Bl
g (3555 s sl Sloss il Jus gl e JMall o sty g ol 5 5335 (slyr (0 S5 oy i Lol
CligS 5 clr s (b 4 (VF-Y) ohlSer 5 il )3 (Kayhanzadeh and Eidi, Y+ Y£) s (55,9 (lolid ) 5 (03555
CadligSs azab gl (VoY) Gl 5 5 oo (Ghorbanali, etal., ¥+ YY) sty )y SM) clodilge 4 an g5 b (glab s LS8
Ziaei and ) sei e sl 1y s> laglojls > e jl coldy 5 688l Ll byiie culs, Z Jus oS,
Sl mlie o pie Sl plie cusligds p ol Sl @lie o pie 13l Gl (VF-Y) o)Ken g g950> .(Nargesian, ¥+ ¥V
alie Bl Sl glie Copta 2yl (gloline 5 Slusl plio CudlinSS  elaiz] lopw 5 elaza] glogu 2l
Lais 55wl ol (Ve r) oLKen 5 lisse (HAMZOVI, et al. Y+ Y¥) 5 )ls bl 15 eloinl o g (ol i b Sl
%o Jolss ol 31 et 4 a5 1S bame (Sojd Ll g Ulje g3 rmen Jolgs By il LSS (605
CligSs 1l ol (VYY) o) g & .(Moginian, etal. Y+ YY) Iy oliw (i85 56 Slojlo g (29,5 «(63,8 (slodiod )
Eosd 5 4350 5 ol Gl Gl 0d) oty il Cuto 5 Lass Jolo jlon Jols &8 LS culs, & bate (LS IS
Coonsy 45 5 bl IS Lasee 101 ol (Y+Y+) o)hKen 5 wala (Ghani, et al. Yo YY) wslb o 550 5 bl (i3S 5 plise!
5 s 6 cxizens (HAliM et al., Y oY+ ) w5l (LS8 cuslins p ool b w5 )l coles o) 3,Shas (i
glite aly Sy 4y JUil asby g pSgie Joli il sbacudle HUS ) cuslinSs slapl ol 1dls fly (VoY) o Kan
Lo (ide @lis 5 dnwgl slacuo b ()5 Laly) Glo jl Cudlye slajls b ablis o SLAT (LSS (oloial colos gyl b allie

(De Vriesetal. Y+ YY) boges (canammd |y (6y9ld (clacsygly g cpliscinl 5,505, 8 3 lojlos o i



1385 (g 9390

ORBgR 350y Hilise Ggmas oS gy 5l bhosls Lo gy blod 4 o5 canl BlisS g 5l (S gy Su ol ok
) gole Sl glasl ol (5SS )Lt g 0 plosl glyaijle il )3 gl ool ol gy 3 gy didd g ol il
(paass g 1yly o8l Clesl S bl o lhajle il )3 o Caio 05 (Lol S 5 (piglee oyl pde yobpen 9 Copde
S gy 1ol b el o33 Jlo Vo | i 2 e i 581 e 5 sty Eygn A >0 i 1L 8
as sl wals gate @Y aslas 5l ax .l 03gy gldl alsyo &y i) Lo &lg 5> ud Cbxl &5 Ve )2 sl diadin
awl 05 0391 dnlias )3 GBS €8 Uie Slasuie V oyl gl )3 dgr (6)),SS

aslas o (EFass oS Lo —) Joas

adylw Sy Chmmmnid Ay 9 Sy Buwd Ao bpud ylgie Gd
(el A
Jlo YNl i S5 3y Lokl ole Sl g \
ol ls T L
Jmy T s oole Sl gae Y
o] o
lials T L ole e .
Jlo ¥ 5l i 1)) 350 e
Jlo Vo 5l e &35 3,0 Hbolzal Lole olin guae ¥
lidls T b ole i R
JU Y 5 15| 3 s
wlidd,) S
) :
SpoMS G S 13 Jlo e 4
Jld 5l an | as)l sy 15 wlis s 00 SR S0 SRl e
Jl Vo 5l i S5 3y Ayl gl )l SauwMS Cox S b e \d
Jl Vo 5l i Sy 3,0 Ayl i)l ohile 18 g Cox mlio e, Ades e A
Jlo Vo 5l i =D 350 &8 bl iels 5 e mlio 5,50 s A
ol s
] .
CealSS S b e B
Lo V0l i 1) 350 1l el IS il R
5 51350 0yhe &Sy Iy )ly3 jgel 5 (Bsds jude "
JLdd 5l e | esSs 30 0y wlis S b oo mblio
JLodd 5l b | epiSs 30 18l ulis IS N VY
el 15 55 Lo &S W
gyven > o 2 L [ &y
Lo V0§l i L) 30 L) ol IS e O R e o
Jlo Ve 5l S5 o) S S OS5 Cox mlio eS8 hyide b bl s i
Jlo Vo 5l i Sy 340 Ayl gl )l Codly oz hgyd g byl e Vo
Jl Vol i S5 3y Ayl gl )l Gy o> Sl mlie e \id
wlidd,) S
) ; . .
jlo yiwS )l S b e \\%
Jld 5l an | as)l sy 15 i ls e alntates
B ARSI &5 o) &S Sile siuwS oF e eS8l (e pae VA
el Lo S )13 <5 55 SleMbl ¢4l \a
Ljle yid dZ yw & O SRSVRVY
e 5l e | sy 350 i) i)l 8 IR e ST S5
Jl Vo 5l i &8 350 Ayl ol s gy Sy S byl Y-

LVFF By Slse Oladllas) saie

539 ol anlas SVlgu 43k o 4l li5Lodes dnlas (ingsy (ol 3 loodh (5515,5 Lol I3

D15 ool Cartio () )3 Z o SIS adligS Ly 9 S m i yol g Z s sl g Canbao 3 |y LSS cilig S
Z Jus SIS g gute Sl lbis il 4 5 805 Z o GBS cudlins g2y b st lolse o i &
9S00 ey g S

Saelss ZJ‘“; bd “\'SL L’ Ly Caio Ot{)ls C“‘f’l'lerij dl“'\;il‘f-“.i

ailiS Z s ST L g Canin 3 LS cslin S5 sloaly



5 WLl 5 pslee cplpde (om ol e iz IS il (sl sl ond oaliial (gjlucdis) (gjlusgn dw 51 IE) oy sl
S ol dygle s &) abge b 1S5 ilisee wilie 5| (s asladen ledbl b ad oslizul odls 6y913,5 slp ole la sl
Lagye ddgi g (s ks lodl 5l cpl  ogMe b dgue Laodld Gas g Comsg U 09 (59l5,5 Wodly alisee (claolSays 5L b csly
IS 4y (gilwedie a8 ol lis ol (ol aed H1\8 gasee HLasl ) adlllas dyge 03y 3)90 40 1) (g pmels GleMbl a8 155 odlatul
& 0 sl b 45 Canl kS S a3 Sy el 00 oy 3 5 e e gl Sl oy 5 4B g (el
1y gl lodls oo 51 g 3o ISl (sl dbliise o daome gy b g el s & (ol gl JUos & (B Sgbanla
o Jd s ye ol )0 gy Gygo 4y dind HIE cwyp dyge |y 4Bl b5 )S &l BN sbaslas jl ool 4y g 00)S aoMs
Bly pebaie b anl canls gliee ol poode s b molazily Bngsanlas clolslglsl 5l wyd cuslsy Ul pui 45 wadg
ool dly glaie b 3o il &S )00 )3 1 atlis Ll 5l g 8, )18 sy 3590 3 ol (09 (silato § (B Wigdanlas
855 )18 a0 3)90 sere slaaidl I (i alsye cpl 3 il astie ol caa |y Wl g 03,8 gt ol andly SlaSLs
Lol (39 (et (it 3 4] LIS b nely sl e BT (o5 5 S pbesnlias g 025 55 30 g |
ool 3l gy sl Jod BB olyy oaimo L 355 45 o0 ol

OSae a5 (alge 5l (Sl ol ooliol ooy (390 9 5oL Cundy g SbMasl iy 5l 5 Gimgs il (bl (e sl
acka) o3l (lize 4 48" HbuT b w55 MW mgs ol ) sl SloMaw] (s ciyi o3l s 4 1) ioxiw I3l bl cul
3 0l gy Sl 1 1 9 855 )5 (il 2350 Ut SVl Lm0 39 ol o3l 5 008 By 42 oM 255 2p
9 Los g ol OVlhw (sl sladsliin p Scuils salgs 1) Gime cudldy g Sy Glaa @Masl g ojly (I oyl 5l 555ty LT &S
213l elisS 4y SVl g3 5 6l Cundg B oad (M5 olsl e il 5650595 5ozl el lgie lis
SIS 5 gl Jae 3 Jebo S5 31 (S b 3l otel s 4y slaodls o 5 435 (sl S 035 sl oaimdaly
sl 0 oy )yl ppeliae 5 b las I (cliiges Y ojlod Jsin )3 usl 0 o3lizl (Y- )

s plodil asbao 51 glaiges —Y Joa
2wl polie anbas o

s cols, Ll 5 s culs, Ll G b LSS calos 5 s clino 4 LSS il S
L300 CeldS b Y pazmo i 4y tgnio g solo ) sppi s oo 0 el sp9000

OB, colas g Lais

S b N s )5 0 s

Ulje 5 3>

(ehigel sl

Cuto Jlojlo Kinyd

Bb albls)

(ool (slooygd )5S »

(b syl

S a5 & )lee

e bl

by glbcus,s

4l sbjoel

oo plascl

Slojls L

Ly pogas dobo

L gladlian] Cls

plasinl cbayia als

2020 higel sladijn ials

Kinyd IS Lo g ibjpol slacan b o g pis Sl (cAlS folpe i sl
S Jols (ol iy (clo gl ] i LB Dbl g Coio ol
lge 4 OYpazme CudS Cpn Cio yd Cowl (i sl 5 (—ijsel (slooyg
K yd o] Jolid boiy Ly )l (Kiaws GUSHI dypod g awd 0 oy’
canlio dyl i jgel g pemo plisiinl o Ly (clocus )8 yige clbliy] g cuto  Jlojls
bl s (olodlisi ] ol g Ly pg—ai day o ol dgn ilis] it
il o oo e (slodipluy ot 4 i o sl 5 plisi] sladiy o

255 ol /

£ ] 3,5 oS

QU i 5 L)

Ypams cuiS

ol (goy) cd> (sl o)

(L )

gl g iy S Y SO 53,5 90l)8 5 055 slow] (sline 4 LS Cuilig S
4 O Ypamo CodeS 2 Y Coad] jly pol gyl sy Cnio 3 sl GLS)IT
S Caiio 2l 13 ole (i3 o il ol o K GUS) 4y 5 e
T ot 5 cdlis o lics ol 5 (S 5 )5 Jolei Jols JSiC Jolpe s Y
OB 4 (820l 5 (gl ladoliy 505 o DMty it GLSIS slo 5
S 21y




ot byl 43 HUSHE jl cylos

(Arid dewys

s 5 el Y e ol

PEIEE)

s S5 el

Sosorte il

OB sloc)lgo drusr

b ewds

I b dloy) o i drawngi ¢ SO bayliids 0 LS S Cales 5 (S 5 ) Jole
el o slodiliy i il 5 e
3 gt I S 55 S 5 L1 oLy I ol o slasisley
Al po G (laclgo duusgi 5 ) codS

(Ug3 slaabl xi)

bl &1, 5 Coxy

Sadiod 0 (Yol ygeude VY B )5 a8 Sl olulid )l aeude WWF (gaeome ) bl lidlo doy (sbaslas plsl jl

D (g K g St ) QL eSS ey 5 banlin plyis @ S8 ede A CIB > 5 ladlghe ] g a5

ol 00 5135 Y ojlad Jodo 50 gr oy USH cblinSS cbauling 3550 ) 0ud pbol sbraslas Jloo guls

Z Jos 2 35T L g Camteo 53 U )15 CublanSS sl Y Jgoe

“b (ol

2302 ylojlw (moliro w5158 elie

b )

05550 sl

Couw byl 3 LS 5 coles
blje g Boi>

e

Sl e gl g damg

OUSH drwgs g A

b Ay sladcl

2By scas

izl slaoygd )15
hisel oo

QU 45 5 e

a5l Gjsel

Sme sl gloaze hald
O lac)los dnwgs

S5k g higel

oo plascul

S 5l cales 5 Lais

L ladliazel Gls

oo g8 il el B,

plaseil glaa ja Lials

Olojls Gl ol pgl 5l (leb]
Sonomiil hyrelin

38 Jid g plojlus & Cus HUSHE clo 5,55

Sl gl o slacs

Gopnowisl plas

Olojl ) o5 sloio b

oxtl sly o s o p

(Al g 48> dugi Cpiyy 9 D) Cuo s
(e iy dnayo8 )58 5l e bsels2,3 4,
(ol 3 ) (o 3929 lis)l) Glojls A3,
BB 5 48 Cuo b

QU Ul 5 Losles 13,

O ae gl a8yl gaceojd ()5 @l
O)lee dnugs dld )l pezl

28 (b Jid doue

Slojle gsk

Glial > codlas
beagsl 5 bbi) o i
bs 9 99le5

S yude soh;)
by Slejlo Sin b

Jgo Lo

Cute Slojlo Kinyd

29SS




O s
CBYS 5 6)gly il Sy
oY SUIal (3,8 wal )8
635 3] o3lizl

o bl

ibre byl ) ealizl
Jhem> slad 5 jpan

(s S sbo) b (659l pled]
S5 5 45

w5

S)lSen 55

8 e 5 95 5l Jliinal B e > cedls
e 9 Olgy Sl Coles
S g (b olbls)

Wl 5 el S5 Laes Sloxl
O el Sl g code ol o Sl

Conj baeo Bl 9 (935 cudlige

e syl edlizl Jlzes (g9k8

S bame )3 gy oM

(Liogs csloaidly puia)

5118 geuan ¥ ggeome 3 &S 0 L5 Z Jus ST b Cgn o U, cuslinSS claalin 3)50 55 o5 Jubo =l
Sim bt lojls ol g 59 n0mdile Pl (£l 5 Ghisel (b dawgi slaaslyy roliae b Sl gl Copte slacsl ol
Z Jui 1y 3515 o i 5 S CubligS slasnly ol & S bne 5 olsy ot 5 i csyslS gy (ilafle
o1 GBI ¥ Jgi 50 Z Jud 5 45T b gz Caio 13 (SIS CBlinS sladiluy 2,90 53 05 plol (slaaslas s gl

sl

Z Jowi 0 356 L g amivo 3 S, Cadlan glasigbuy € Jga
ab el odind lojlu peliae 2515 opeliae
Ol 4 Cams (295
od gy s 35))
2be 5l oolinwl 3540

Flae J> 2 39505
ol dly Clodd g OV guae CutS

Olide cols, )l

Olejles > 69050 plls il
s Cannyj ol

ok cuis e

oS alyail can Mo

P9 CusS

My ced b S90Sy

@l e

She clalit

cslledl ey 1) gt

oS b SN gano 5 & Mo
s el Sl

Slojlo e

S yrdo Slaios sbojey ) s )Sen
Sy ol slags Ko Slojle 3,Skas 3900
&b 5l dige ool

L] jlodie

Slodd cudS




UZE PNV JPI PR SRR
ansl> (8ly slajls lulis
blas

5 ko a3

Srh ety

o (1B sl sbxl By Cuje

o) Dl Lam b (6o 55 g5 oloy
S e Ll

ot 5 Je

aegerme o slp ) Pl e g 3ine )
o ploxl o gla)ls pl 53 (B I,8 Ol & oranay
ORI o sl

03095 Sl i

L)L amlie »» cuslie c8by pllss Sl )5k
oS wlslpel 4y sl yy

N celo e

Celgin 55 9 Ol

O bl 3 (658 glacdld

Codbge 3 ol i g nllsg gk
)5 8 drg cos

olidy>

By )5l g Cugn

Sy Sinjdg2y

Ol gy 4 (3 Coenl

sy it B Laims

U (AT s 00

(5 Ol QLS B) o> (03 gl
O35S sl i oo (lsis 4 lojlo ) 6y Aswogt ] 5
losls Euasiest ply Jlan!

O M (gl plojlo 3 BB 35
&lygly losd g &Y gamo g5

e sloydls

Sooxi] 132 ()18 loges

hlSal ey sl

2 S pae

ancly glojly 4 (555l

0l dxwgs

B g el slags)Son 290

dnals s 4 ol anel> sl (o8l ;)

ansly (sl 03 Sl38!

dsol> old) g CoMs d9u0

(S g by o

olojls 4 5V slael o

nsas slael S oliee jlslozel

i slazel sl g

(igss slnecl )

ol (sl 03551

Ly pgad

LS (sibossy

LBl syl 5 cuds

Slejlo (3l 53

Gt 515 (pgeuia T ggare 1 4 3l (s Z b p ST L g Canio 13 (SIS cudligSs (slotiylan 3590 )3 o Julos ol
Sl 035l (il &) maenad sl padls b Slojls (B8l (08 Cuje (Slojlur 3)Shos S0t c5y90 000 Soadls b yg0
sl sl 3 sapasls b Slojl ()3l (35)) 5 Lo B)lS (55l g NS 5 25y g sl padld b lop)lS (g3t sle

S ol Z Jus 5 38T b ogr o 13 (S Bl sladiley lsis & (siloloe] g anal
s 3 45T L g oo 3 LSS CdlinSs izl 5 iyl cysolise 45d 6515 9 osimd lojlo (goed (bl jl des

A&b@\ u)uﬂb)yqz



(b Ay saaclyy
[EPPia

&5k 5 Ubigel

$90 00 Co e Slojlo 3,Slas 3920

Sognomisle plss

By Cuje

Slojlo Esh
O3l & proual
S i oyl ke
. ) oo gl 0351
2SN
) By g
elb s l5 ) eslizal ‘ ‘ /
Loy ) (g5l .
o \ &9lg 5 S
— Lo,
B s 43 oMo :
lr Al o)
el o S sl b))
o ilojls
Sl = & jwdlezel

(093 staeil i) Z o 32 3855 b g Cani 53 S5 g gl 5 Wizl (sl 45 =) S5

oslyiy &1 5 5

Esk 5 Coanoniile a5 6,53k 5 Ghigel (i dngs sloasliy manlho o bl o il @lio Sy o Slagg il 15 Lol
aasiie ) Glyran (VoVV) s (V1) hSan g aal (V+Y) o]lKen 5 59505 gl b bl (pl 255 0 23 1) Slojls
s 230l g0 5,8 Coglgl o 1y (ad Cusel el a8 (L3 gl fud GBSy sl 295 a8 > 13m0 by 4 oled 5 lbbols Z Jud

dnogi sladaliy )3 Culioo 0o Catio ol ply A8 (o 3503 395 ()1 Lazes )3 (patid Syl g iy latuo b p e Z
wald Z Jus gl cdpi slp |y () e 4 S (o0 ot 1) ©)laen canS S &5 85 43S ()5 koo gl (5148 >
i 9 A e laialy |y Silss U do b i)l T 55 &S 48l (6K e lolidl Lol w5l e olbdely cystn 35 o
13 il gl 13 e ojla] Z s & 45 1S Il 1, s o GG 5155 oo 1S 1 el ogMle i3 oo &) bt 5
cslrd dawgs slacuo s iuli8l b ey by 1) 265 i, le dsgetne g 03)S Cuals |y Bl s S glelis 1y o8y
ol slad o ) 51 YL oS oy (S5 )3 Z s o8 3l gy sty Jloiol s ol by 1y st S8 oy Ol
ol oyt 1 53 48 358 (Sl Sl (638 drog Aol 29800 Moty Z Jus slog i L 5 Gl (gl A oo Cales
o loe by oy (sl Slolss (slody5dls Jolis 155 o pyitly (il 22,65 )18 QLSS )Ll ) (ool g e lanl lais (ol
sloabl @) 5 L5 gjlk sl e 45, Slos a8 glaadls Lo b ieSidasS 1 (iise (3B el gl 2 comizmen AL
203 Gl s ool 05550 Sl o w3 (s b (sl (sad yo w3lo (598

Sie)l8 (sl A oo s |y 5518 5 6)lSan )l S 215 o)Ll oSl 5 e () Lame S 4 gy Slojlo Sy
s (S g g S b oS ol 035 ) 215 3 i () o (5908 4S5 = o ogllan Uy (S i Z i
oo by Kimyd S o 3985 |y 5L b)) g 4 pdy 1y (g phcbllasl 45 amd o Bow (2lalojl Caows 4 1) LT g ol o
a8l ) ol tiadjy) liglacSa g 3950 okt Glilio & WS o Lslusl QIS8 ol )3 45 S o gy |y 5 L 5 3l
Wzl gl o8 3 lyen (WAB) (e g 305 S5 (V1) phlSes g plizne ITT) QlenS 5 5 2l Sliiod @l L




0 Z i b I Sl 55 o 4251y 558 ool 5 5 SV SIS ol gy 8 Simgd b alalofl
o gy 2 35le 3935 sl (2 (9355 ol 3 Jle sl i3 )15 Cuglyl 13 1) some B5)) 5 ) 5 g9 (udlad WL olaSin 8
o)y ogMe a8 S Wb Slojl (658 maenal )d g LI STil 4y 1) 565 laolE s b 5l go 0B 1y (LS, (plaie (sla pwyy o
6y 5 355 o0 guuad (olan] sl 41 Z o o b 05 (oo 118 il 3,90 £gte slaolSand ol 13 &S 5518 bae S5 g
5 b (ISl ol olad wlg e LinKedIn & aps Jsl clanl as 6 sbm) amd o il olojlo 4 1y bl
AVl oluds d)l}f)f ‘O"—»l » agM: Do J»Lf: Y ) lm.\J,e Dok ko] dl){ d);di) L')K“l "\“9’@ S u,\l a8 pml)s lmo}"}).):
1y Glojlo Kinp Sl oo «sygly i sl ool il b () San 5 B8 (3 ol oy (o295 s olsie 4
&S by

S22 Ju (il XS o o Z i i8Sl (5o imn S b 3 3] olgicds o S e 53 Jbized csygl ple
oolitl (6)Kad 5 5500 tal3E] (6l (69l 51T I o ) Ml g it LT ()0li3 L B3 il 55 iz aslonts
ol g silne blo)l slap iy wfgn cupe 58l aile Jlomd slajlpl j) Fge sobo 0 & QS8 G Cato 3 S
Iy Jiows blas 48 oo lojlo copl p ogMe aiiS sl ¢ polin g gael)lS (o) Lae Ailg5 s i8S o o3litl S yiie (63,8
s ailygles amgy b a8 iniloans] (glasles lgicas 1) 395 aSl cimd po il 33l 1) Slles iso 5l s & imd o )8 Caglgl )
(M g pased drwgs (gly (6)9ld 5l ealkiwl g Stz mlie ) wyiwd (90 oly 51T Gbles i e )8 g o Il Z
o9 62 @l b 4l ol WIS 8 lojle )3 (ke (sl 2ie)lS e 2 25 B g & Wl (g0 48 it ate polic
5 Gt 51 553 pbl LlisT b syl IS oo i 395 o Jl ol b 3,1 ilysean (V1Y) olSam 5 S (V-VF) o]iSan
Sr9re Blejle ly cnlply 298 gy cada (it 286 5 oyl i (Jliomd (398 @ ot Wl oo (5515 @ 2>
ol o o dgupg clgd ylie,lS dy o0 wile aSl gl 4 Jluond (gl )lil 48" WS Jols lisebsl 5 S bl 1y Jobs oS
g 63l cul WS e 13 1) d slogys silme sl 9 anld (it ISl s boas (sl Sl slaslEsd
Jas dlgguiiy i W5le wlisinl Gy pde )3 (Soiuas Gign I ool ¢ yiorad A8d yialS ML doie by Slles slallas
S S8 Sl gy (silodinge 4 K15 o 0] lpdy ololis (olp Sl (claodls oo 5 (63,8 (slacs,lie bl p S5
Ol sl 03,8 2055 )8 (5965 puolp )3 1) Gkl g o el o 45 VA58 (55 a0n (g 53 ofagt QLSBT gy ceads
Sl a5l gt 18U L ol S clyy o & by Flas b 05198 Z o i 033 0l sy S5 oS
eeS s a5 coggl 3 1y Sy, oy a5 st Sbley3) 8 JUid 4 bl e )3 ol 039 395 Ylaad (Jlo 3 lg) Caodleo
3 ol e skl 5 o555 5 )5 et S5 () copglite loss &1yl il = 43S o Cules oy cudligy clag b 5] Yl &
so,le o\ngl)lSJ.g\ ol pogde WS bads 1) Z s LSS a8 01y (g iy BISSE Olgy oD 350 13 Eon (gl (3]
5 5k sl sl s dadi) Jus ol bsgs (slodnljs gl & caimd o )1 ) il Sy o g (g plydllas] ¢ alST 00
ool Gl 4y Wlgiee S Jome (B (Stim lade ()15 b olen sl (sl 5 (685 lacsil 4 e bzt
sl il s (5310l 5 (om0 5l 1] (gl gl slg 5 (B0l b " Sl Jhken 2ok copian ST S8 S
S e |y LSS ol casdes Sl e sinio ol |

sleinl oST gliyd lsiods el Z s 2395 <S5 Ll 5,5 &y et (sl S 325 b 102l oZ i oSS Lais elatoly 5,5 (ol
deasgi 9 38 (sl lbun b g (S5 5 )8 o Jole5 egpdyillan] Ygeas bl 29 0 oy sisbin )l5 (555 S Jlisa
sl azsly calas sl gla syl b as ausl Sbleyd)ls Jlosay b as’ e holg 1) bl lscblizel .amd o )8 cogll 3 1) pass
F5e 500 e dimd Bl |) 055 Jludl lie glaoged 5 (Sllee BMIT A8 00 0y laplojlo 2 (25 BB )LaS 4
Cadbge b & el 2)JIS e b SIS 4, b 4B Sllas LS Sl s don 2 o sl Slojl g by S
o Joly by 48 ookl (6590 00 il 33l 6y gl 5845 pasmio (lay i g b ylae 5| Aidlgs oo diiS s Lads 1) Z fud laie )8
2 ogde 35 Cuto (295 5 ol Sl & porie Wl oo sl Gl 09, nl (sl & Wliglys () Sla3)5 5 6)sld 2 (e
oS 51 slid g b A8 e s |y pglp g B oS 3l 03501 S e IS Laoe S5 Lawsgs (6L o b Z us o)
ol (o v Jlo cne 53 g 2y G 08 Slojle IS (yg000 W19 e baglejl S o0 3295 ) 1S5 slaofy
‘(Y~YY) > ‘(‘WTY) &1)9‘ 9 ‘:SL.J‘ ‘(\YIE\V) OI)M 5 (5 yod ‘(\\h\) OI)KAm 9 sl; b b asl L)" s 33)91){ ly Cazox
S5 g8l o sl i ol olosy I3 sl 23 e (V-Y+) s 5 oala Y1) ol e 5 Sl



Sile slaofgn sl cmizen and (I (9000 Sl on ¢ (S5m)8 0)l)3 5055 Jlada b olpen dacidnd (giludine 5
it 355t |y Wi b8 Slgicse qupes 35953 1) 5 (clitin ¥ (slacy ol 4 Cigllog s

Al 393 S lie (ololid 5 plaie 3,935L Jlisa g w3 )5 Coglyl 3 1) 5l oS 5 cdlid o o)l bles Z Jus
|y Z Jlos Joled S5155 o it 53] s 5 Sgso osid A8 ol ] SIS &5 Ll (a2 o syl 1513 lagmo & lalojls
4 Jous gl 2 Slggeen (Vo VA) S g md i3 (VoY) olSan 5 SLbls @l b adl ol i (2ol 3l glojls 5> gyl &
2B bl ol tajls (5955 9 )8 Jol 4 Sl g g pdydllanil (5 0k @ blo diilo 93 3,5 41 et la Sy M
b yo5)) 4 dogi g cdawgs g My a3 )l gy (Jrore bl b wislys o S b s ()5 Lo jd CudlinSS g i (ol
3,8kas pliate gy pans 2)68 3l (slyr s Sl iz i (S losls )3 e 4 bl s e ol slojls
LGS ples’ aeliyy 29500 YL Lais (slag s 4 e ol 3 5 WS e Cagi |y S )lte g (3 o oo jglind Baaad
cmeaS cypizad 33 Ll |y SIS Gtattl dgas Bl e o 8 31 g 35 48 Sl g ants Loy (glj) 4y plas s
o> Sl Glojls g5 dlyy Gyl ladud Jlail g canSDl B 5 (o8 slag s Sla s gjleatis b " lil doe b
S gl ]y (3l

SloydlS Ol 55 3agds Z us imd J5 Caglsl 5 |y 5y csloolisial CubligSs g i Al e el Loyd S (jlolsy b
Pl Camdge 4 & )08 et ] g 010 (ool (sl 5 Kim b iy 350 3 ) IS Sliios il g s ol
355 slagb)lS Ky ) sl 398 e Sl Sl Al LS o Lais |y Z i SIS Cagibge b 45 olalojles imd o
9 Jood 5 £55 4 e 5B Slojl Sinyd (coges (ales byl (Slses (W) lSed 5 (2135 gl b bl ol S o3li]
03] QU b o g leb QU)o o by (558 lo)B)l8T ()18 pb S sl S 5 (LSS dngi 5 6 sylo
Slpme 25 A8 oo Ll s (o )3 50 (slaslisil Cudlig®S g O )3 (bl (285 Colos 53 25 029 5] nl 98 51l il
s ko sl il (s31bly 5 plS ] ) S s G518 53 (o)l 55 &g, inles e eloin] sladSis > Lol
e G515 9 233k sl mio Gl pmSlinl b e and QLI L3 5y culie WIS e (gl p_cnHt Suia L
a8l 30 il oal 3 g 35

g pasie §)l53Ls 5 g5 & s Jie bog)S ol S o Glesls (55)) BB 4 (s B S8 Z Jud (S cuBlig S
@l b 4l ol aloge (Bl (8, 5 )15 Il St 4 ol sl e Cabye S oo s LT CulinS & placS
I e Z Jui lmolSas3 g ity 5 lsean (VYY) han 5 misn (VF)) hlSan 5 sanl; (VF+Y) ohiSan 5 Llels
399l 5 Pl (lodl b tatues SIS CebligS el opdle 395 e slojlo b el &S S Syl (glesls (sla Lol 5 ooy
by (6l (b yaanno Dbl 9 Z s LSS dragi )3 (gyli8 ko pa b Lm0 yinl3al ]y lojle (ST oD dons )5 g 0oy LralSTl
30T s3laslel, S oo Ko santly (55,1 B 4 oS e g |y Ase SIS g9 WIS e i Cartio S5 )3 WS b ¢ i
dnogs 4 Bl o el a8 plsie 4 lggetils Ll g pamss Sac oo (sl pine sAsLRlSS jpto b G Slac oo
lgiee oS yie 35 b @I (398 5 53 SV gamo 4 Sluls s b "o 0" 0fan mizpen S S8 sl (59
&S sl 00380 i3yl

’ :..\5-10 9 @Lm

V. Ali, H., Li, M. & Qiu, X. (Y+Y£) Examination of HRM practices in relation to the retention of
Chinese Gen Z employees. Humanit Soc Sci Commun V), Y ¢, https://doi.org/) +,) + 0V/s¢)244-
CYYoLYEVYR

Y. Azeez, S. A. (Y+V). Human resource management practices and employee retention: A review
of literature. Journal of Economics, Management and Trade, /8(Y), Y- .

Y. Bayat Kashkuli, A., Mehmandost, M. (Y +V). A study of the production, employment and trade
situation in the Iranian wood industry. Wood and Forest Science and Technology Research,
YE(T), V7109 doir VLYY TAWFSEY IV, YTAY, ) ToA,

¢, Bogatova, M. (Y+)V). Improving recruitment, selection and retention of employees case:
Dpointgroup Ltd.



https://doi.org/10.1057/s41599-023-02472-6
https://doi.org/10.1057/s41599-023-02472-6

Ve,

AR %

\4,

De Vries, N., Lavreysen, O., Boone, A., Bouman, J., Szemik, S., Baranski, K., Godderis, L., &
De Winter, P. (Y+YY¥). Retaining Healthcare Workers: A Systematic Review of Strategies for
Sustaining Power in the Workplace. Healthcare (Basel, Switzerland), YY()Y), YAAY.
https://doi.org/) +,Y¥4 + /healthcare) Y Y YYAAY

Ghani, B., Zada, M., Memon, K. R., Ullah, R., Khattak, A., Han, H., Ariza-Montes, A., &
Araya-Castillo, L. (Y YY). Challenges and Strategies for Employee Retention in the Hospitality
Industry: A Review. Sustainability, ) £(°), YAAe, https://doi.org/) +,¥ ¥4+ /sud) £+ 0YAAS
Ghorbanali, H., Musa Khani, M., Daneshfard, K. (Y Y¥). Designing a model for attracting and
retaining professional employees with respect to ethical components. Ethics in Science and
Technology; YA (£): YeY-Y1), http://ethicsjournal.ir/article-)-Y)AY-fa.html

Ghorbanali, H., Musa Khani, M., Daneshfard, K. (Y YY). Presenting an Evidence-Based Policy
Model for Attracting and Retaining Knowledge Employees in the Iranian Aviation Industry.
Quarterly ~ Journal ~ of  Geography  (Regional  Planning), YY(e), AV,
https://doi.org/) «,¥Y «Y£/jgeoq.Y + YV, YAVYYY,¥FyyY

Halim, Z., Maria, Wagas, M. et al. (YY) Identifying factors for employee retention using
computational techniques: an approach to assist the decision-making process. SN Appl. Sci. ¥,
VTYVY, https://doi_orq/\ Y eaV/gEYéoYoaYeaYiEYooo

. Hamzovi, H., Mohebbi, A., Khademi, A., Rezaeimanesh, B. (Y« Y¥). The effect of sustainable

human resource management on human resource retention and the mediating role of social
capital, Transformative Human Resources, Y(¥): Y+-YA. doi: Y,V €30/THR.Y £+ Y,1+ YVa .,

. Jayathilake, H.D., Daud, D., Eaw, H.C. and Annuar, N. (Y+Y"), "Employee development and

retention of Generation-Z employees in the post-COVID-Y4 workplace: a conceptual
framework", Benchmarking: An International Journal, Vol. YA No. V, pp. YV&v-Y¥vie,
https://doi.org/Y +, )Y+ A/BIJ-+1-Y + Y+ -0 ¥ )

. Kayhanzadeh, M., Eidi, H. (Y Y¢). Challenges and opportunities for retaining elite athletes in

Kermanshah province. Research on physiology and management in sports, (), -. doi:
VoYY oY E/spmi Y Y, E08890 Yo,

. Khazaei, S., Khairandish, M., Dehdashti, Sh., Shirazi, M., Rasouli Ghahrudi, M. (Y:Y+).

Presenting an Employer Brand Model for Attracting and Retaining Employees; Applying a
Blended Approach. Interdisciplinary Studies of Strategic Knowledge, Y:(¥%), Y-.-V.
https://dor.isc.ac/dor/Y «,) « « 3,1, YEYFETIY),1¥49,) ., 74,0,

Khenifar, H., Ebrahimi, S., Gholami, B. (Y + ¥ +). Designing a Talent Development and Retention
Model in Education: A Qualitative Study, Journal of School Administration, A(£), Y1A-Y41,
https://www.doi.org/https://doi.org/) +, ¥ £YAS/J+ )+, Y« ¥),¥YY

. Kumar, S. (Y+YY). The impact of talent management practices on employee turnover and

retention intentions. Global Business and Organizational Excellence, £)(Y), Y)-V&.
https://doi.org/) +,) « + Y/joe. YY) Y«

Moeinian, B., Eliasi, M., Bamdad Sofi, J., Seyed Naqgvi, M. (Y+Y)). Designing a model for
retaining and retaining knowledge workers in knowledge-based manufacturing companies (case
study: information and communication technology and biotechnology companies). Sustainable
Human Resources Management, V(£), Y)-AA. doi: Y +,YY«A+/shrm. YY), 7YY,

. Nayak, S., Jena, D., & Patnaik, S. (Y+Y"). Mediation framework connecting knowledge

contract, psychological contract, employee retention, and employee satisfaction: An empirical
study. International Journal of Engineering Business Management, ¥, YA£YAVa. Y Vv gany,

. Tavakolnejad, H., Jazni, N., Memarzadeh Tehran, Gh., Afsharkazemi, M. (Y+)7). Identifying

and prioritizing effective factors in employee retention. Human Resource Management
Research, A(£), Yee-YAe doi: https://dor.isc.ac/dor/Y +, Y+ +),), Y+ + ALOYA, N FA0,A, €Y, Y,
Younis, S., Ahsan, A., & Chatteur, F. M. (Y+YY). An employee retention model using
organizational network analysis for voluntary turnover. Social network analysis and mining,
H“(\)’ YA, https://doi.org/) «,) + + V/SYFYVA- YY) o ¥ oy

. Ziaei, M. S., Nargesian, J. (Y+YY). Presenting a Talent Retention Model among Generation Z

Employees in Government Organizations. Human Resources Studies, Y()), Y1-o1.
https://doi.org/) +,YY + Y ¢/jhrs.Y « YY, ¥4V YYY, Y. 00



https://doi.org/10.3390/healthcare11131887
https://doi.org/10.3390/su14052885
http://ethicsjournal.ir/article-1-3181-fa.html
https://doi.org/10.22034/jgeoq.2023.297233.3223
https://doi.org/10.1007/s42452-020-03415-5
https://doi.org/10.1108/BIJ-06-2020-0311
https://dor.isc.ac/dor/20.1001.1.24234621.1399.10.39.1.3
https://www.doi.org/https:/doi.org/10.34785/J010.2021.322
https://doi.org/10.1002/joe.22130
https://dor.isc.ac/dor/20.1001.1.20084528.1395.8.4.7.2
https://doi.org/10.1007/s13278-023-01031-w
https://doi.org/10.22034/jhrs.2023.391233.2055

