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Abstract:

The objective of this study was to design a model of organizational silence among employees in public sector organizations. Organizational
silence, as a complex phenomenon, can have negative effects on both individual and organizational performance. This study employed a
qualitative methodology and the meta-synthesis technique to identify and analyze the dimensions and components of organizational silence.
By reviewing the research literature and analyzing previous findings, the study identified the antecedents, consequences, mediating variables,
and intervening factors in the formation of organizational silence. The findings indicated that factors such as fear of negative consequences,
distrust in management, and perceived inequality are key antecedents of employee silence. Furthermore, the results showed that
organizational silence could lead to negative emotions, reduced productivity, and the weakening of organizational culture. In this study,
mediating and intervening variables were also identified. Variables such as trust and psychological safety were found to act as preventive
factors, while cynicism and emotional exhaustion intensified organizational silence. Practical recommendations were provided for human
resource managers and organizational behavior specialists to reduce organizational silence and foster a positive organizational climate. The
results of this study can serve as a foundation for future research and for improving management processes in both public and private

organizations.
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Extended Summary

Introduction

Organizational silence refers to the collective phenomenon where employees withhold their opinions, ideas, and concerns
due to various reasons, leading to significant negative consequences at both individual and organizational levels. The
emergence of organizational silence has been linked to structural, managerial, and cultural factors that prevent employees from
freely expressing their perspectives (Efthymiopoulos, 2024). Among the primary antecedents of organizational silence, fear of
retaliation, lack of trust, absence of open dialogue culture, and excessive workload have been identified as significant
contributors. The consequences of this phenomenon include reduced innovation, lower organizational commitment, increased
dissatisfaction, and decreased overall effectiveness (Kettaf, 2024; Yazdani et al., 2024; Zhang, 2024).

Public sector organizations, as entities responsible for delivering essential services to citizens, play a critical role in ensuring
administrative efficiency and policy effectiveness. The modern demands of governance, increased public expectations, and the
need for high service quality necessitate proactive employee participation in problem-solving and organizational development.
In developed nations, government institutions have undergone significant transformations aimed at increasing productivity and
responsiveness. However, in countries like Iran, where the efficiency of public sector organizations remains a persistent
challenge (Panahi, 2019), policymakers and managers must address structural deficiencies that hinder organizational
productivity. Employees, as the core stakeholders directly engaged with organizational processes, possess valuable insights
into institutional inefficiencies (Sufi et al., 2023). Nevertheless, awareness of these issues does not always translate into active
employee participation. Many employees remain silent despite recognizing workplace inefficiencies and misconduct, fearing
adverse consequences for voicing their concerns. This silence can severely impact decision-making processes, employee
engagement, and organizational change initiatives (Joseph & Shetty, 2022).

Existing research highlights multiple dimensions influencing organizational silence, spanning individual, managerial,
organizational, and cultural levels. For example, Panahi (2019) found that organizational identity, effective communication,
and positive workplace behaviors significantly impact silence, with negative outcomes including reduced entrepreneurial
engagement, job stress, and diminished enthusiasm (Panahi, 2019). Similarly, Erfanian Khanzadeh (2020) identified low
organizational commitment, authoritarian leadership, and suppressive organizational culture as key determinants of employee
silence (Erfanian Khanzadeh, 2020). Hassanpour et al. (2020) emphasized that managerial resistance to employee feedback,
cognitive disparities between managers and employees, and limited professional development opportunities contribute to this
phenomenon (Hassanpour et al., 2020). In a phenomenological study, Ghaedamini Harouni et al. (2020) classified the
antecedents of organizational silence into four categories: individual, group, organizational, and cultural, while categorizing its
outcomes into individual and organizational consequences (Ghaedamini Harouni et al., 2020).

Further research, such as that by Sheshpari and Momeni (2021), identified four levels of influence—organizational,
individual, managerial, and social—on silence (Sheshpari & Momeni Mahmooi, 2021). Sadeghi and Razavi (2020) found a
negative correlation between organizational silence, organizational commitment, and creativity (Sadeghi & Razavi, 2020).
Recent studies, such as those by Joseph and Shetty (2023), highlight the role of organizational culture and destructive leadership
in fostering silence (Joseph & Shetty, 2022). Dehkharghani et al. (2023), through a systematic literature review, explored social
exchange and resource conservation theories to explain silence and suggested further research on innovative and cross-cultural

environments (Dehkharghani et al., 2022). Additionally, Sufi et al. (2023) linked unethical peer behaviors, organizational
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emotions, and employee recognition to the formation of organizational silence (Sufi et al., 2023). These findings collectively
underscore the complexity of organizational silence, its multifaceted antecedents, and its profound implications for
organizational efficiency, employee well-being, and managerial dynamics.

Given the substantial impact of employee silence on public sector effectiveness, this study aims to systematically analyze
and synthesize existing research to develop a comprehensive model of organizational silence. Through a meta-synthesis
approach, the study seeks to identify the key dimensions, antecedents, mediating variables, and consequences of silence within
public sector organizations. By doing so, it provides theoretical insights and practical recommendations for policymakers and
human resource professionals to mitigate silence and enhance organizational effectiveness.

Methods and Materials

This study employs a qualitative research approach using systematic literature review and meta-synthesis techniques to
develop a model of organizational silence in public sector organizations. The research follows a structured methodology that
includes identifying relevant studies, systematically analyzing previous research findings, and synthesizing insights to construct
a comprehensive model.

Data collection was conducted through a systematic search of academic databases, including Scopus, Web of Science,
Google Scholar, and Science Direct. Articles published between 2014 and 2024 were selected based on their relevance to
organizational silence, particularly in public sector settings. The study utilized predefined inclusion and exclusion criteria to
ensure that only high-quality, peer-reviewed research articles were included.

The meta-synthesis process involved multiple stages. First, the selected studies were critically analyzed to extract key
variables related to organizational silence. These variables were then categorized into four primary components: antecedents,
consequences, mediating factors, and intervening variables. Thematic coding was applied to identify recurring patterns and
relationships among these components. The final step involved integrating the identified variables into a conceptual model that
illustrates the dynamics of organizational silence in public sector organizations.

Findings

The analysis of the selected studies revealed several key insights into the formation and impact of organizational silence in
public sector organizations. The study identified three main categories of antecedents: individual, managerial, and
organizational factors. Individual factors included fear of retaliation, lack of self-confidence, and emotional exhaustion.
Managerial factors comprised autocratic leadership, lack of trust in management, and resistance to employee feedback.
Organizational factors involved ineffective communication structures, suppressive organizational culture, and a lack of
transparent reporting mechanisms.

The study also found that organizational silence leads to a range of negative consequences at both individual and
organizational levels. At the individual level, employees experiencing organizational silence reported higher stress levels, lower
job satisfaction, and reduced engagement. At the organizational level, silence resulted in decreased innovation, reduced
problem-solving efficiency, and a weakened organizational culture.

Mediating variables were also identified, with trust and psychological safety acting as protective factors against silence,
while workplace cynicism and emotional exhaustion intensified it. Additionally, several intervening variables influenced the
prevalence of silence, including perceived organizational justice, ethical leadership, and the presence of supportive HR policies.

Discussion and Conclusion
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The findings of this study confirm that organizational silence is a complex and multidimensional phenomenon that
significantly impacts public sector organizations. The presence of silence within government institutions hinders knowledge-
sharing, reduces employee engagement, and ultimately affects service quality. The study's results align with previous research
highlighting the detrimental effects of silence on organizational performance and employee well-being.

The model developed in this study provides a structured framework for understanding organizational silence, offering
insights into its antecedents, mediating factors, and consequences. By recognizing the factors that contribute to silence,
policymakers and organizational leaders can develop targeted strategies to foster a more open and communicative workplace
culture.

Practical recommendations derived from this study include implementing transparent communication channels, encouraging
feedback mechanisms, and developing leadership training programs that promote psychological safety and employee
participation. Furthermore, fostering an inclusive organizational culture where employees feel valued and heard can mitigate
the adverse effects of silence.

In conclusion, addressing organizational silence is critical for improving the efficiency and effectiveness of public sector
organizations. By implementing the recommended strategies, managers can create a work environment that supports open
dialogue, enhances employee engagement, and drives organizational success. Future research should explore the intersection
of organizational silence with emerging workplace trends, such as remote work and digital transformation, to further refine

strategies for reducing silence in evolving organizational landscapes.
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