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Abstract  
This paper presents a model for understanding the factors affecting organizational silence 
Agricultural Bank Chaharmahal and Bakhtiari province is discussed. . This research was 
conducted in the spring of 1393 and has been in Chahar Mahal and Bakhtiari province. The 
population of the research staff and managers Agricultural Bank Chaharmahal and Bakhtiari 
province. Beginning with a review of the research literature and the studies of other researchers 
will identify effective organizational silence. It also opened the interview and questionnaire 
distribution and other factors identified were extracted and eventually led to the presentation of a 
model.   Interviews and questionnaires distributed among the managers and staff of the 
Agricultural Bank University, masters and doctoral students working in the field of human 
resource management in order to satisfy the research was conducted. Data were analyzed using 
spss 18 software. At the end of the discussion and conclusions, and suggestions for future 
research are provided.  
Key words: Silence, Voice, Agricultural Bank, Chahar Mahal and Bakhtiari. 
 
1 - Introduction  
In today's world where competition is complex and varies greatly between different communities 
in order to achieve the latest technology, the most advantageous resources and the most 
experienced human resources there is human resources, especially creative people, innovators, 
entrepreneurs and owners of new ideas as the most valuable asset of an organization. New 
organizational structures to change their HR organizations and institutions have been affected by 
different threats that such a phenomenon "organizational silence" mentioned (Shahzadeh 
Ahmadi, 2012). Although the current literature in the field of organization and management, 
focusing on empowerment and open communication channels, however, studies show that many 
of the employees of this organization glory of communication, information sharing and 
knowledge will not support overt and covert and all these can cause the failure of the 
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organization's goals and program managers. One of the major obstacles to the success of the 
programs and goals of the organization, lack of information, lack of trust and lack of it is 
something that researchers have coined it organizational silence which is the refusal to express 
ideas, opinions and information about organizational problems. Organizational silence 
phenomenon is most common in most organizations (Dimitris, And Vokala, 2007). 
Organizational silence could be an adverse impact on the decision-making process and the 
process may have changed.   It is the refusal by offering different alternatives, negative feedback 
or correct information to the researcher (Huang et al, 2007).  
Vakola   & Bouradas (2005) states that organizational silence although the phenomenon is widely 
seen in organizations; there is little empirical evidence about the nature and main components 
(Vakola   & Bouradas, 2005). Recent studies indicate that the organization expects of its 
employees work and silence any criticism does this concern could be signs of withdrawal and 
organizational protest activities (Brinsfield et al., 2009). From this perspective, silence must be 
more than a passive acceptance, that silence can be a message or talk (Tulubas & Celep, 2012). 
In other words, silence is more than any of the (Tangirala & Ramanujam, 2008). Pinder & 
Harlos’s organizational silence act as an conscious, intentional, purposeful and actively express. 
In fact, organizational silence Nakarast organizational process that is expensive and trying 
different forms of collective silence in meetings, low levels of activism in the proposed scheme, 
a collective voice and have low levels (Shojaei et al. 2011). Express ideas (organizational voice) 
or sparing of their presentation (organizational silence) may be due to conduct two activities 
seem contradictory, because while the sound of silence is not necessary to speak requires 
expression of current problems in the organization. But the truth is that silence is not necessarily 
a phenomenon in opposition to institutional voice. In fact, the distinction between silence and 
sound, not to speak of the motivation of refusal and provides information and ideas (Zarei Matin 
et al, 2011). Although the general lack of organizational silence the expression of ideas, 
information and opinions of employees is defined as intentional, but given the incentives that the 
staff for quiet there, it will be different in nature. Sometimes silence can be a reason to submit to 
any conditions, sometimes due to fear sometimes conservative and behaviors in order to create 
opportunities for others to express their opinions (Tolabas and Kolb, 2012). Brinsfield research 
(2009) showed that employee silence is contagious phenomenon, multi-dimensional, measurable 
and significantly associated with organizational phenomena (Zehir &Erdogan, 2011). 
Organizational silence literature review indicated that risk factors are as follows:  
Organizational structure, character, fear of negative feedback, organizational and environmental 
factors, leadership style, organizational climate and culture, conformance with general ideas, 
decision-making processes, management processes, culture and perceptions (Afkhami and 
Sadrabad, 2012, and Greenberg and Edwards, 2009; Henriksen & Dayton, 2006; Demitris and 
Vokala, 2007). Those ideas, opinions and information expressed and silenced it’s not often 
stress, anxiety, dissatisfaction and depression and finally decreased interest in work and job 
commitment and the reasons are leaving their jobs (Perlow & Repenning, 2009; Nikmaram et al, 
2012). Different factors have been cited in various studies in this research the goal is also to cite 
the theoretical literature and records of internal and external research staff and managers to be 
interviewed Agricultural Bank University and the silence of the employees in the organization 
that may be identified in the theoretical literature does not mention them. Table 1 summarizes the 
studies briefly stated: 
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Table 1: Summary of background research 
Title research Researcher Year Effective factors Components 
The relationship 
between organizational 
silence  
 

Chenar, 
Karaoglo, 
Aoigo 
Alogelari 

2013 Characteristics, 
organizational 
characteristics, 
relationship with 
supervisor 

Lack of experience, organizational positioning down, 
hierarchical structure, lack of supportive culture, 
management style, lack of support, lack of proximity 
 

Organizational Silence Shahzadeh 
Ahmadi 

2012 Individual factors, 
organizational, 
managerial, social  
 

Maintain the current situation, mistrust and cynicism 
manager, job stagnation, lack of feedback mechanism, 
policy and organizational structure, management practices, 
and leadership styles, fear of negative feedback, 
demographic differences, the atmosphere of distrust, 
compliance, liability Antsha, Group Seminar  
 

Organizational silence 
and ways out of it 

Samaria 
Shojaei 

2012 Management factors, 
organizational, 
personality 

Fear of negative feedback, implicit beliefs of managers 
towards employees being unable to resolve the problem 
behaviors that cause distrust of leaders and managers to 
staff, procedures, decisions, injustice in payment, 
organizational inefficiency, poor organization, fear Staff 
dismissal, respect for others, lack of anxiety, tension, fear 
of deterioration of the image, fear of negative labels, eating, 
fear of relationships, hurt, fear of retaliation, fear of leaving 
a bad impression on others 

The relationship 
between personality 
factors and silent 
knowledge workers 

Ardekani 
and Khalili, 
Sadr Abad 

2012 Character Extraversion, openness and conscientiousness 

The effect of procedural 
justice in understanding 
the silence of the 
faculty:  
 

Tolobas and 
Kolb 
 

2012 Perceived procedural 
justice and trust in 
supervisor  
 

 

Organizational silence: 
Concepts, Causes and 
Consequences 

Zarei Matin, 
Tahryf Sayar 

2011 Structure and 
organizational 
policies, procedures, 
management, 
management's beliefs 
implied, fear of 
negative feedback 
from managers, 
management 
practices  
 

Centralization of decision-making, lack of formal 
mechanisms for receiving feedback, tend to reject feedback, 
negative reactions to feedback, negative feedback rejection 
informally distrust of staff, agreed that good and evil is 
opposed, believing the best information from the 
management, staff Building on their 

Organizational Silence 
(local model scrambling 
for Iranian 
organizations) 

Khanifer et 
al 

2010 Individual factors, 
organizational, 
managerial, team  
 

Maintain the current situation, distrust, cynicism, director, 
career plateau, lack of feedback systems, organizational 
structure, maintaining the current situation, mistrust, group 
reflection and adaptation, social dodge, managerial 
practices, CEO of the disease, in an atmosphere of distrust, 
discriminatory behavior, negative feedback  
 
 

Analysis of the attitudes Danaee Far 2010 Top management  
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and behavior of 
employees of 
government agencies 
explaining 
organizational 

and Panahi attitude of silence, 
the silence of 
supervisors' attitudes, 
communication 
opportunities  
 

Experimental 
Investigation The 
mediating role of trust in 
supervisor  
  
 

Vokala and 
Bradas 
 

2005 Top management 
attitude of silence, 
the silence of 
supervisors' attitudes, 
communication 
opportunities  
 

 

 
3 - Research Methodology  
Type of research, the research shall be specified. If the purpose of the research, adding to the 
collection of human knowledge in specific fields of interest or provide a research-based theory 
and research is to understand the relationships between phenomena, in the case of fundamental 
research will be required. In contrast, if the purpose of research, solving business problems and 
developing organizational and practical knowledge in a particular field and using research 
findings to solve problems in the organization, then the research will be applied (Saebi and 
Shirazi, 1381). Therefore, the study of development - is applied. In this study, initially, the 
literature, different models and factors influencing the review is silent. Through the Delphi 
method, experts consider the factors affecting organizational silence will be collected review of 
available documents, browsing the library and Internet articles and books refer to the relevant 
expertise and get their opinions, observations, interviews with influential people in carrying out 
research and surveys, including the methods that have been used for data collection in this study.  
3.1 - Research Population and Sample  
The population of the study directors and management staff of the Agricultural Bank va 
Bakhtiari, masters and doctoral students in the field of human resource management research of 
the Institute form. In this study, random sampling is used. Based on 100 questionnaires and 70 
questionnaires were distributed. The questionnaire used in this study has two parts. The first part 
included demographic variables and the second part was devoted to the question about the 
factors that influence the silence. 

Table 2: Descriptive statistics for demographic variables 
 Level Frequency Frequency% 
Sex Male 56 80% 
 Female 14 20% 
Education Diploma 9 12.9% 
 Bachelor 26 37.1% 
 Masters 10 14.3% 
 PhD 25 35.7% 
Job  Professor 10 14.3% 
 PhD student 

management 
6 8.6% 
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 Employee 47 67.1% 
 Management 7 10% 

 
During an interview in the form of an open questionnaire professors, doctoral students of 
management, directors and employees of the Agricultural Bank University were taken from the 
model are presented: 
 
 
 
 
 
 
 
 
 
 
 
 
 
  
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

Figure 1: Conceptual model of research 

Silence Staff 

Problems related to the 
employee:  

Insufficient experience, 
organizational position down  
Low literacy is the knowledge 

and business  
Previous names of experience, 

lack of proficiency in the 
comments  

Respect for others;  
Characteristics:  

Introspection, lack of individual 
accountability  

Lack of sufficient courage, 
openness and conscientiousness  

Pessimism  
Incuriosity  

Low self-esteem  
Low-oriented development 
(satisfaction with the status 

quo)  
Low curiosity  

Personal interests of employees:  
Wariness  

Fear of loss of job, fear of being 
ridiculed, fear of deterioration 
of the image, fear of negative 

labels, eating, fear of 
relationships, hurt, fear of 

retaliation, fear of leaving a bad 
impression on others  

Problems related to directors:  
Managers do not care about the 

opinions of staff  
Comments do not act nice staff  

No criticism Directors  
Failure to allocate staff time to 

review comments  
Big nose Directors  

Managers characters  
Non-employee director to close 

Problems related to the 
organization  
Low organizational commitment  
Low sense of organizational  
Lack of organizational 
citizenship behavior  
Culture of Silence  
The lack of feedback systems in 
the organization  
Culture and the idea of unity in 
the organization  
Communication opportunities, 
low  
Lack of organizational justice  
Despite heavy administrative 
bureaucracy  
Reward system cannot connect 
to the spectacles and constructive 
ideas  
Career plateau, lack of feedback 
systems  
Hierarchical structure  
Centralization of decision-
making  
Failure to hold training courses 
to enhance knowledge  
Career stasis  
Poor performance of the 
organization 

 

Problems related to social factors  
Demographic differences, adapt, publish, responsibility, 

reflection groups 
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Discussion: 
 
In this research, interviews with experts, academics and doctoral students as well as managing 
directors and employees of the Central Branch of the Agricultural Bank was questioned on the 
University grounds staff silent. The removal of duplicates and combined with the major factors 
extracted from the literature, theoretical model based on four main factors were plotted silence. 
As can be seen in the model, factors associated with the community, staff, administrators and 
organizations, including the factors that influence employees are silent. Personality 
characteristics including the critical component of the factors related to employees:  
Duran-oriented employees who have personality and has a low level of sense of responsibility, 
confidence, achievement-oriented, curiosity are often silenced in their organizations. Also, 
people who are inherently skeptical or indifferent to everything they refrain from commenting on 
the issue. But his silence is not the only factor that personality factors may be in your best 
interest to refrain from commenting. Individual steps in the direction of self-interest could also 
maintain position, glaring, caution, etc... However, the only factor in silence employees is not 
factors relating to individual and organizational factors such as:  
Low organizational commitment, sense of organization, organizational citizenship behavior, 
resulting from poor management of human resources is also a contributing factor in this regard. 
But in some organizations governing the culture of silence, culture and the idea of unity in the 
organization, a strong office, the lack of feedback systems in the organization, lack of 
organizational justice, lack of organizational justice, and the centralization of decision-making in 
silence employees ..............is effective. Among the factors important to the manager, his 
behavior in organizations can be the solution for other factors, protective tolerance against 
employees, respect their ideas, practice their constructive comments to improve the culture of the 
organization and fear of employees and encourage them to express themselves. 
 
• Human resource planning for improving engagement, organizational rattles  
• Create flexibility in job duties and enforce the rules (so far as not to cause chaos)  
• Continued culture of the organization  
• Establishment of equity-based reward system.  
• establishing appropriate reward system for new comments  
• Open System platforms without the slightest fear, worry and fear of free expression of ideas  
• Identify the capacity of individuals and their use in administration and decision-making  
• reduce the organization's focus and mandate  
• When employees are encouraged to express their ideas verbally  
• giving more responsibility to employees  
• Recognition of individual characteristics and personality of individuals assigned the 
responsibility to  
• Formation of public relations and communication workshops  
• establishing training courses in order to improve staff knowledge  
• Create a working meeting rooms thought  
They can be used in future studies to rank these factors in different organizations, and to 
determine the importance of each factor. Silence is also affecting the employment implications of 
the proposed research is to examine the employment consequences of silence in the atmosphere. 



Arabian Journal of Business and Management Review    Vol. 3, No.12; August. 2014Kuwait Chapter of  

 

345 

 

References: 
Afkhami Ardakani, M. and Khalili Sadrabad Afsar. (2012). The relationship between personality 
factors and silent knowledge workers. Research in Public Administration. Issue XVIII. Pp. 85-
63. 
Khanifer, Hussein.Nouri Hassan., Bordbar, H.., Chraghchy, Hamza and Mirzajani, F. Sadat. 
(2010). Organizational silence scrambling native to the Iranian model. First International 
Conference on Management of Innovation and Entrepreneurship. Shiraz. Iran. 
Intelligent person, good shelter, Bilal. (2010). "Analysis of job attitudes of government staff, 
quiet atmosphere in explaining organizational behavior and organizational silence". This letter 
change management, Year II, No. 3. 
Zarei Matin H.., Taheri, F. and Sayar, A.. (2011). Organizational silence: Concepts, Causes and 
Consequences. Journal of Management Sciences in Iran, the sixth year, No. 21. Pp. 104-77. 
Shahzadeh Ahmadi, R.. (2012). Organizational silence. Insight magazine. Number One. First 
year. August. 
Shojaei, Samaria. (2012). Organizational silence and the way out. Tact. No. 244. Pp. 58-51. 
Brinsfield, C. D., Edwards, M. S., Greenberg, J. (2009). Voice and Silence in Organizations: 
Historical Review and Current Conceptualizations. 
Cinar. O. karcuglu. F. Aliogullari. (2013). The relationship between organizational silence and 
organizational citizenship behavior: a survey study in the province of Erzurum, Turkey. Procedia 
- Social and Behavioral Sciences 99 . 314 – 321 
Dimitris, B., & Vokala, M.  (2007).Organizational Silence: A New Challenge For Human 
Resource Management; athense university of economics and business,pp1-19. 
Greenberg, J., & Edwards, M. S. (2009). Voice and Silence in Organizations, Bingley, UK: 
Emerald Press. 
Henriksen, K., & Dayton, E. (2006). "Organizational Silence and Hidden Threats to Patient 
Safety", HSR: Health Services Research 41(4):1539-1554. 
Huang, Xu, VanDe Vliert, Evert, Van Der Vegt,  Gerben. (2005), "Breaking the Silence Culture: 
Stimulation of Participation and Employee Opinion Withholding Crossnationally",Management 
and Organization Review, 1:3, 1740-8776. 
Nikmaram, S., Gharibi Yamchi, H., Shojaii, S., Ahmadi Zahrani M & Alvani SM. (2012). Study 
on Relationship Between Organizational Silence and Commitment in Iran. World Applied 
Sciences Journal, 17(10): 1271-1277. 
Perlow, L.A., & Repenning, N.P. (2009). "The dynamics of silencing conflict", Research in 
organizational behavior. 29:195-223. 
Schlosse, Francine., and Zolin, Roxanne. (2013). Hearing voice and silence during stressful 
economic times. Employee Relations. Vol. 34 No. 5. pp. 555-573. 
Shojaie, S., Zaree Matin, H., Barani,GH. (2011) Analyzing the Infrastructures of Organizational 
Silence and Ways to Get Rid of it; Social and Behavioral Sciences. 30. 1731 – 1735. 
Tangirala, S., & Ramanujam, R. (2008). Employee silence on critical work issues: Effects of 
procedural justice climate Personnel Psychology, 61,37-68 
Tulubas T., Celep C. (2012). Effect of perceived procedural justice on faculty members’ 
silence:the mediating role of trust in supervisor. Procedia - Social and Behavioral Sciences 47. 
1221 – 1231. 



Arabian Journal of Business and Management Review    Vol. 3, No.12; August. 2014Kuwait Chapter of  

 

346 

 

Vakola. Maria. & Bouradas. Dimitris. (2005). Antecedents and consequences of organisational 
silence: an empirical investigation. Employee Relations Vol. 27 No. 5. pp. 441-458. 
Zehir., C. & Erdogan E. (2011). The Association between Organizational Silence and Ethica 
Leadership through Employee Performance. Procedia Social and Behavioral Sciences. 24 , 
2010–1404. 
 
 


