Journal of Psychological Science

Print ISSN: 1735-7462  Online ISSN: 2676-6639

JPS

PSYCHOLOGICALSCIENCE

Homepage: http://www.psychologicalscience.ir

Designing a structural-interpretive model of breaking the defensive silence of creative employees

in iranian government organizations

Azam Khosravi'

, Karam Khalili?"*', Esfandiyar Mohammadi®

1. Ph.D Candidate in Public Administration-Organizational Behavior, Dubai Branch, Islamic Azad University, Dubai, UAE. E-mail: khosravi.az61@gmail.com
2. Assistant Professor, Department of Business Management, llam Branch, Islamic Azad University, Ilam, Iran. E-mail: karam.khalili@yahoo.com
3. Associate Professor, Department of Business Management, Faculty of Humanities, llam University, llam, Iran. E-mail: e.mohamadi@ilam.ac.ir

ARTICLE INFO

ABSTRACT

Avrticle type:
Research Article

Article history:
Received 21 June 2022
Received in revised form

17 July 2022

Accepted 23 August 2022
Published Online 23
September 2023
Keywords:

structural-interpretive
model,

organizational  silence,
defense silence,

creative employees,
government

organizations

Background: Previous research shows the existence of the phenomenon of defensive silence in
organizations among creative employees, which leads to a kind of organizational silence called defensive
silence and has destructive effects on employees and the organization. A review of previous related studies
did not find any research that has dealt with the designing a structural-interpretive model of breaking the
defensive silence of creative employees in iranian government organizations.

Aims: The main purpose of this study was to design a model for breaking the defensive silence of creative
employees in government organizations

Methods: The current research is practical in terms of its purpose, and in terms of its nature and method,
it is a qualitative-quantitative method. The statistical population of this research in the qualitative part
includes creative employees in the government organizations of llam province in 1400, who were selected
according to their performance and consultation with the managers of the relevant organizations. The
sampling method in the qualitative section was targeted and accessible sampling. In the quantitative
section, 10 experts familiar with the research topic were used to level the factors. In this research,
structural-interpretive modeling (ism) method is used.

Results: The factors affecting the failure of the defensive silence of creative employees were graded using
the ism method. In the first level four variables; Perceived organizational support, positive reinforcement,
organizational loyalty and employee openness were included. In the second level, there were two variables
of organizational transparency and civic virtue, and in the third level, there were three variables of creative
leadership, improving human resource management programs and a culture of criticism.

Conclusion: According to the results of the present study, it seems breaking the defensive silence of
employees starts with creative leadership, improved human resource management programs and critical
culture in organizations.
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Introduction

Employees are always recognized as an important
source of change, creativity, learning and innovation,
all of which are considered critical factors for the
organization's success (Zaman et al., 2022). However,
many employees prefer not to express their opinions
and concerns about the organization (Babaei Aghblag
and Sattari Ardabili, 2017). While the world is
constantly changing, organizations need employees
who can express themselves, and employees choose
organizations where they can voice their ideas
because both employees and managers are motivated
in environments where dialogue is established. And
they have a very high performance. This is why now
one of the important issues of organizations is
breaking organizational silence and encouraging
employees to  speak  (Zakrianas, 2021).
Organizational silence is a phenomenon in which the
employees of the organization refrain from
commenting on the issues of the organization and
remain silent for various reasons. Silence is
considered a very important symptom of illness,
stress, aging, depression or fear in the organization,
and managers should track and eliminate its cause as
soon as possible. Ignoring this issue can cause more
serious events and even the death of the organization
(Zaman et al., 2022). One of the main aspects of
organizational silence that is common among
employees is the defensive silence of employees.
Defensive silence is a deliberate and active behavior
that is formed due to the fear of the consequences of
expressing an opinion. When employees think that
their speaking is useless and sometimes dangerous,
they do not try to solve organizational issues.
Therefore, defensive silence in Their motivation is
hidden (Larijani, 1400). Defensive silence causes
people to put aside suggestions and ideas so as not to
be seen as a problem for the organization (Ahmadi
and Dastur, 2018). The fear of speaking is formed by
various factors. In fact, a message may damage the
relationship between the person and the supervisor or
deprive him of some organizational benefits, so the
person chooses a defensive strategy (Salfi and Jassim,
2022). Of course, defensive silence is not only in
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relations between subordinates and superiors, but also
in exchanges with other colleagues and publishing
controversial issues at work, as well as silence in
relation to the external environment, shareholders and
political observers (Takhsha et al., 2020). The
broader organizational climate, including the extent
to which participation and proactive behavior are
encouraged and the degree to which individuals feel
safe to speak up, contribute to defensive silence
(Parlar et al.,, 2022). Also, when employees
understand that the organization does not reciprocate
in the implementation of the promised obligations,
they see themselves in a situation of injustice and lack
of trust in the supervisors or the organization, and
therefore refrain from expressing constructive ideas
and suffer defensive shutdown. (Genser et al., 2021).
Although the discussion of defensive silence is
prominent in the private sector, in the context of
government organizations, early detection of errors
related to policies, identification of areas for
improvement, and implementation of policies should
be given more attention (Erkutello and Kafra, 2019).
Breaking the defensive silence can help in improving
and correcting decisions, providing suggestions and
constructive criticisms and high-level ideas.
Government employees may have useful ideas or
information to function or change the organizational
process (Rahimi and Zahiri, 2019). The lack of
success of the organization from such a basic idea can
prevent its adaptation to the external environment
(Babolan and Kimianpour, 2015). Therefore,
considering the defensive silence in the public sector,
our contribution in this research will have important
implications for policy makers and managers to
eliminate silence and noise. Considering the above-
mentioned contents and the destructive consequences
of the defensive silence of the employees and also
considering that; In today's era, organizations need
people who can respond appropriately to the
challenges of the environment, are not afraid of
sharing knowledge and information, one of the main
concerns of managers and policy makers in
organizations and especially ~ government
organizations is to identify the effective factors. It is
about defeating defensive silence of employees.
Therefore, the main goal of this research is to design
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a model for defeating defensive silence of employees
in government organizations.

Method

This research is practical in terms of purpose, and in
terms of nature and method, it is a qualitative-
quantitative method. The library method was used to
collect information about the research literature and
its background. In order to extract the factors, first by
referring to the sources in the presented literature and
the background of the research in the field of failure
of organizational silence and failure of defensive
silence, the factors in the form of dimensions and
indicators of the failure of defensive silence of
creative employees who enjoyed more generality
were comprehensively identified. Then, dimensions
and indicators based on the Delphi method were
chosen by the examinees (employees of government
organizations) during several stages. Finally, with the
collective agreement of the subjects, a total of 68
indicators were identified in a subset of 10
dimensions, including perceived organizational
support, civic virtue, creative leadership style,
criticism culture, positive reinforcement,
organizational transparency, improvement of human
resource management programs, Organizational
loyalty, self-opening of employees and failure of
defensive silence. Interpretive structural modeling
has been used to identify relationships between
variables. The qualitative part of the current research
included creative employees in the government
organizations of Ilam province in 1400, who were
selected according to their performance and
evaluation and consultation with the managers of the
relevant organizations. The method of identifying
experts in this section is the chain method (snowball).
In the quantitative part, 10 experts familiar with the
research topic were used to level the identified
factors.

Results

Factors affecting the failure of defensive silence of
creative employees were leveled in the form of ism
method. In the first level of four variables; Perceived
organizational support, positive reinforcement,
organizational loyalty and employee openness were
included. In the second level, two variables of
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organizational transparency and civic virtue were
placed, and in the third level, three variables of
creative leadership, improvement of human resource
management programs, and culture of criticism were
placed.

Conclusion

In this research, 10 factors that influence the failure
of defensive silence of creative employees in
government organizations were leveled in the
structural-interpretive modeling method and it was
found that at the highest level, four variables;
perceived  organizational  support,  positive
reinforcement, employee openness and
organizational loyalty. Creative employees in
government organizations are willing to break their
defensive silence if they receive organizational
support. This result is consistent with the research
result of Rahimi and Zahiri (2019) who stated in their
study that organizational support has an effect on the
failure of organizational silence due to the mediating
role of emotional commitment. When employees see
organizational support for themselves, a deep
commitment is created in them and they will prefer
organizational goals over individual goals, and this
caused them to break their defensive silence. Positive
reinforcement refers to the encouraging and
supportive aspects of employee ideas and reward
schemes for creative employees and their
contributions. This result is also consistent with the
study by John Winen et al. (2019) who stated that
providing internal and external rewards can cause the
failure  of  employees' defensive  silence.
Organizational rewards will create a spirit of success
in employees and will create additional motivation in
them, and they will be more sensitive to
organizational performance and goals. In this case,
employees will do their best to improve the current
situation of the organization. Self-openness of
employees is another important variable in the failure
of defensive silence of creative employees. Self-
openness builds trust and is widely used in public
relations. This result is also consistent with the results
of the study of Zakaria Nas (2021). Employees who
have a higher degree of loyalty to the organization
break their defensive silence more easily. In the
second level, variables influencing the failure of
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defensive silence of creative employees, two
variables of civic virtue and organizational
transparency are placed. Civic virtue refers to the
willingness to participate and take responsibility in
the organization, which Yoon (2009) refers to the
positive and significant impact of civic virtue on the
failure of organizational silence in organizations.
Organizational transparency also affects the
motivation of employees in providing accurate and
relevant information. At the basic level, three
variables of creative leadership, human resource
management improvement programs, and critical
culture are among the variables influencing the failure
of creative employees' defensive silence. These
variables are considered basic variables and play the
role of factors that initiate the process.
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