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We investigated the relationships between the perception of organizational
politics, injustice silence, and knowledge-hiding behavior during a time of
rapid change in hotel management. We conducted an online survey with 344
hotel employees. Structural equation modeling results showed that the
perception of organizational politics had a positive relationship with
organizational injustice. In addition, organizational injustice had a positive
relationship with organizational silence and knowledge-hiding behavior, and
organizational silence had a positive relationship with knowledge-hiding
behavior. This result suggests that hotels need to properly harmonize the
interests of members and managers of the organization, focusing on effective
communication and identifying the relationship between hotel employees’
organizational and political perceptions, organizational injustice, organizational
silence, and knowledge-hiding behavior due to changes in the fiercely
competitive hotel environment.
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Article Highlights

We investigated the relationship between perceived organizational politics, organizational injustice,
organizational silence, and knowledge-hiding behavior.
Perceived organizational politics had a positive relationship with organizational injustice.
Organizational injustice had a positive relationship with organizational silence and knowledge-hiding
behavior.
Organizational silence had a positive relationship with knowledge-hiding behavior.

Hotel companies are service professionals and complex organizations comprising members of an organization (Agag & 
Eid, 2019). Hotel employees often have poor working conditions, such as insufficient education, training, 
compensation, long working hours, and excessive workloads, as well as limited career and promotion opportunities 
(Karatepe et al., 2009; Kusluvan et al., 2010). In other words, hotel companies have limited resources and few positions 
available within the organization. Therefore, members of this type of organization understand political action as a 
naturally occurring phenomenon and an option to influence decision making (Poon, 2003).
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In the case of hotels, the political behavior of employees is natural and routine, despite causing uncertainty, 
disagreement, and conflicts among employees (Chen et al., 2022). Hotel managers pursuing the integration of the entire 
organization and political behavior within a dysfunctional organization are significant obstacles to achieving goals 
(Yang, 2017). In the context of hotel organizational politics, members of the organization directly or indirectly affect 
other members through their actions or through informal, unapproved norms that sit outside formal standardized 
procedures to achieve individual or group purposes (Witt et al., 2000). Employees recognize this as a job-stress factor 
(Karatepe, 2013). Organizational politics within a company or hotel team can decrease trust in the organization and 
one’s position, and leads to mutual contempt and conflict among members, along with poor job performance (Aryee et 
al., 2004).

Organizational politics may result in critical attitudes, such as indifference, negative feelings, or distrust of the 
organization’s policies, systems, changes, and innovation (Aryee et al., 2004). For sustainable growth of hotels, fair 
organizational management is needed to make employees feel satisfied as members of social exchange relationships; 
this will help to stimulate a desire to contribute to improving the organization’s performance (Nadiri & Tanova, 2010). 
As a participant in an exchange relationship who invests personal effort in the work of a hotel organization with an 
expectation of reward, employees are constantly evaluating and responding to whether the process of deriving results is 
fair and whether the compensation or responsibility they deserve is higher or lower than what they have been given 
(Turner, 2007). As such, employees in unfair arrangements within hotel organizations may refrain from expressing their 
opinions to protect and maintain their own safety and express their dissatisfaction (Lee et al., 2023; Morrison & 
Milliken, 2000).

In the situation of organizational silence, where there is an environment of insufficient trust, accurate information and 
opinions about the problems of hotel companies’ organizations are not revealed, which can be a major obstacle to 
achieving organizational goals (Dimitris & Vakola, 2007). The actions of a hotel employee are crucial in maintaining 
internal cooperation. Uncooperative performance while carrying out work duties can lead to knowledge concealment 
(Chen et al., 2022). Knowledge-hiding behavior represents an individual’s intention to conceal or withhold information 
requested by others (Chiu et al., 2006; Collins & Smith, 2006; Connelly et al., 2012). Intentionally concealing 
knowledge that is not shared in time due to indifference to customer service and cynical behavior of hotel organizations 
leads to employee turnover, as well as denying organizational innovation, creativity, interdependent collaboration, and 
mutual trust among colleagues (Shi et al., 2021; Zibenberg, 2021). The perception of unfairness in hotel organizations is 
related to the entire organization, meaning it is not simply a problem of performance decline and motivation at the 
individual level (Howard & Cordes, 2010).

Despite the importance of the perception of organizational politics, organizational injustice, organizational silence, and 
hotel knowledge-hiding behavior, studies of the relationships between these variables are few in number. This study 
sought to verify the relationships between these variables in the hotel setting. Our goal was to clarify the importance of 
organizational and political perceptions that can positively affect hotel jobs and organizations, thus providing academic 
and practical implications for maximizing the efficiency of hotel human resource management.

Organizational politics perception is the perception of political tendencies in an organization made up of individuals (Lee 
et al., 2023). This perception is subjective, reflecting the personal experience of an individual in terms of conflict 
avoidance and promotion compensation policy. Conflict avoidance refers to the perception of the degree to which 
members of an organization refrain from engaging in intentional behavior for private interests (Lee et al., 2023). 
Promotion compensation policy refers to the degree to which individual members of the organization perceive that the 
results of promotion or compensation are determined by political influence (Kacmar & Carlson, 1997).

The greater the perception of organizational politics by members of the organization, the more they perceive that the 
distribution of results, such as promotions and wages, is due to organizational politics and is made unfair by the political 
structure (Andrews & Kacmar, 2001). Conflicts between employees are also natural phenomena that exist in all 
organizations, and they may arise due to inconsistencies in values and goals, such as employees’ differing interests, 
preferences, and opinions on how to achieve goals (Rahim, 2002). Many studies have found that the perception of 
organizational politics affects distributive and procedural injustice (Kaya et al., 2016; Miller & Nicols, 2008). An
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atmosphere of conflict avoidance and the promotion of compensation policies, which are perceptions of organizational
politics, directly affect distributive, procedural, and interaction fairness (Andrews & Kacmar, 2001; Kaya et al., 2016;
Miller & Nicols, 2008; Rahim, 2002). Therefore, we proposed the following hypothesis:
Hypothesis 1: The perception of organizational politics will have a positive relationship with organizational injustice.

Organizational injustice comprises distributive, procedural, and interactional injustice types, which are opposing
concepts of organizational justice (Colquitt et al., 2005). Distributive justice refers to the degree to which members of an
organization expect corresponding compensation based on their efforts. When employees experience unfair treatment,
they may respond with negative behaviors like theft or destruction in an effort to restore fairness (Colquitt et al., 2005;
Homans, 1961). Procedural justice refers to the perceived fairness of an organization by employees regarding the right
to speak, which may require rules, procedures, and opportunities to participate, in order to determine compensation
allocations. Repeated unfair treatment has been shown to cause a decrease in creative ability (Alexander & Ruderman,
1987; Streicher et al., 2012). Interactional justice refers to the quality of personal treatment shown by decision makers in
the process of implementing procedures, such as respect for rights, exclusion of prejudice, displays of kindness, respect
for opinions, explanations of the decision-making process, and the fairness of personal treatment perceived by
employees (Akhbari et al., 2013; Bies, 1986).

The silence of employees can be said to be a continuous behavior that responds to various personal and situational
factors under unfair circumstances (Pinder & Harlos, 2001). Organizational silence by employees reflects the realization
that there will be no change even if an improvement plan is presented owing to unfair organizational situations, or that
there will be disadvantages in threatening organizational situations (Van Dyne et al., 2003). Among the components of
organizational silence are acquiescent silence and defensive silence (Milliken & Morrison, 2003). Acquiescent silence
refers to silence caused by a lack of willingness to engage in the current situation due to submission and acquiescence
(Van Dyne et al., 2003). In contrast, defensive silence refers to self-protective silence used to avoid negative experiences
due to expressing opinions (Van Dyne et al., 2003). It has been posited that the silence of employees has a negative
relationship with the individual’s perception of organizational fairness (Tangirala & Ramanujam, 2008). Organizational
silence among employees can result from negative feedback from superiors and it negatively affects organizational
decision making and the change process (Ghasemi et al., 2016). Distributive fairness, procedural fairness, and
interactive fairness directly affect acquiescent silence and defensive silence, which employees perceive as
organizational injustice (Ghasemi et al., 2016; Morrison & Milliken, 2000; Pinder & Harlos, 2001; Tangirala &
Ramanujam, 2008; Van Dyne et al., 2003). Therefore, this study established the following hypothesis:
Hypothesis 2: Organizational injustice will have a positive relationship with organizational silence.

Organizational injustice represents the mechanisms of the perception of unjust treatment of members of the
organization, hostile behavior of individuals, and unfair distribution, procedures, and information that lead to negative
behaviors such as noncompliance, avoidance of participation, and risk taking (Hystad et al., 2014). Employees have
reported that an unfair environment of knowledge management increases individual knowledge concealment (Abubakar
et al., 2019). Organizational support to strengthen knowledge-management fairness among employees lowers knowledge
concealment (Oubrich et al., 2021). The relational conflict between groups within the organization and employees is
linked to a competition-based atmosphere, which increases individuals’ knowledge concealment (Peng et al., 2021).
When their relationship with the exchange target is hostile, individuals curb knowledge sharing (Peng et al., 2021). In
the end, the organizational injustices of distributive, procedural, and interactional injustice affect knowledge-hiding
behaviors (Abubakar et al., 2019; Hystad et al., 2014; Oubrich et al., 2021; Peng et al., 2021). Therefore, this study
established the following hypothesis:
Hypothesis 3: Organizational injustice will have a positive relationship with knowledge-hiding behavior.

Knowledge-hiding behavior comprises staying silent, evasive hiding, and rationalized hiding (Connelly et al., 2012).
Playing dumb and evasive hiding are intentional hiding behaviors of information providers, and rationalized hiding
refers to the intention to deceive. This includes cases where it is difficult to provide information. Playing dumb refers to
intentionally pretending not to know information when asked for expertise from other members (Connelly et al., 2012).
Evasive hiding refers to intentionally providing inaccurate information or providing information that may lead to

3© 2025 Scientific Journal Publishers Limited. All Rights Reserved.



Lee, Shin

incorrect results (Connelly et al., 2012). Rationalized hiding refers to not providing information for confidentiality
reasons or when it is difficult to provide information due to requests from superiors or other organizations as it may
disadvantage the employee, for example, from being promoted (Connelly et al., 2012).

Organizational silence and knowledge concealment by members of an organization can be explained using conservation
of resources theory. Silence behavior is the strategic and intentional act of choosing a defensive attitude to prevent more
loss or preserve remaining resources (Ng & Feldman, 2012). When threats occur, which may cause a loss of resources
(Ng & Feldman, 2012), the silence of employees prevents the transfer of essential source knowledge to other members
because silencing hinders knowledge transfer (Bogosian & Stefanchin, 2018). Distrust and lack of reciprocity in
organizations promotes knowledge concealment (Jha & Varkley, 2018). Similarly, organizational silence and knowledge
are influenced by behaviors because they begin with the motivation to maintain the competitive advantage and value of
existence within an organization by maintaining the knowledge of its employees (Bartol & Srivastava, 2002).
Acquiescent and defensive silence directly affect knowledge-hiding behaviors such as playing dumb, evasive hiding,
and rationalized hiding (Bartol & Srivastava, 2002; Bogosian & Stefanchin, 2018; Jha & Varkley, 2018; Ng & Feldman,
2012). Therefore, we proposed the following hypothesis:
Hypothesis 4: Organizational silence will have a positive relationship with knowledge-hiding behavior.

The research model is shown in Figure 1.

Figure 1. Theoretical Model

Method

Participants and Procedure

The sample of this study comprised 344 employees working at hotels in South Korea in 2023. We collected data using a
snowball sampling approach during July 2023. Ethical approval was not required, as we conducted an anonymous online
survey. Data were collected with the voluntary participation and informed consent of respondents.

Measures

We adopted items from previous organizational and human resource management studies. We translated all items into
Korean then back to English and verified the comprehensibility of the content in consultation with hoteliers. Items were
evaluated on a 5-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree).  

We measured the perception of organizational politics by measuring conflict avoidance atmosphere (four items, e.g.,
“There is a powerful group in our hotel that exerts absolute influence”) and promotion compensation policy (four items,
e.g., “In our hotel, there have been political decisions related to promotions, compensation, and positioning”) from
Kacmar and Carlson (1997).
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We measured organizational injustice by five items from Colquitt (2001) assessing distributive injustice (e.g., “The
level at which I am being compensated with wages is not fair”), four items from Niehoff and Moorman (1993) assessing
procedural injustice (e.g., “The procedure that the hotel uses for decision making is not fair”), and four items from
Rupp and Cropanzano (2002) assessing interactional injustice (e.g., “My boss does not consider my opinion”).

Organizational silence was assessed with eight items from Van Dyne et al. (2003), four of which measured acquiescent
silence (e.g., “I don’t want to be very involved in the hotel, so I don’t present ideas that can change things”), and four of
which measured defensive silence (e.g., “I don’t talk about my thoughts to others because I’m worried that the results
will be bad”).

We measured knowledge-hiding behavior with 10 items from Connelly et al. (2012). The dimension of evasive hiding
comprised three items (e.g., “I said I would let you know about the knowledge and information requested by my
colleague”), playing dumb comprised three items (e.g., “I pretended not to know about the knowledge and information
requested by my colleague”), and rationalized hiding comprised four items (e.g., “I explained that I wanted to provide
information, but I couldn’t because of the situation”).

Data Analysis

We analyzed the collected data using SPSS 27.0 and Amos 27.0. We used a two-step approach, conducting
confirmatory factor and reliability analyses to verify the validity and reliability of the measured variables. Subsequently,
we conducted structural equation modeling to verify the hypotheses.

Results

Demographic Details of the Respondents

Table 1 presents the demographic characteristics of the sample.

Table 1. Respondents’ Demographic Profile 

Note. N = 344.
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Confirmatory Factor Analysis

The confirmatory factor analysis results are presented in Table 2. We measured the dimensions of each concept
composed of secondary factors with primary factors according to the mean scores using a multidimensional parceling
approach. The results indicated a suitable fit of the four-factor model to the data (i.e., perceived organizational politics,
organizational injustice, organizational silence, and knowledge-hiding behavior), χ² = 91.359 (df = 29, p < .001),
minimum discrepancy (CMIN/df) = 3.150, root-mean-square residual (RMR) = .010, goodness-of-fit index (GFI) =
.958, adjusted goodness-of-fit index (AGFI) = .920, normed fit index (NFI) = .971, incremental fit index (IFI) = .980,
TLI Tucker–Lewis index (TLI) = .969, comparative fit index (CFI) = .980, root-mean-square error of approximation
(RMSEA) = .071. In addition, the standardized factor loadings were greater than .50, and the composite reliability was
statistically significant (≥ .70; Hair et al., 2013). Cronbach’s alpha values ranged between .86 and .93, which according
to Nunnally and Bernstein (1994) indicates the scales were reliable.

Table 2. Confirmatory Factor Analysis Results

Note. POP = perceived organizational politics; OI = organization injustice; OS = organizational silence; KHB =
knowledge-hiding behavior; CR = critical value; AVE = average variance extracted; CCR = composite construction
reliability.
*** p < .001.

Discriminant Validity

Table 3 shows the discriminant validity of the measures. The average variance extracted (AVE) values of the variables
were larger than the square of the correlation coefficient and were greater than .515; therefore, according to Fornell and
Larcker (1981), the measures had acceptable discriminant validity.

Table 3. Discriminant Validity

Note. Values on the diagonal represent average variance extracted. Below the diagonal are correlation coefficients for the
constructs. The area above the diagonal represents the square of correlation coefficients.
** p < .01.
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Hypothesis Testing

We performed structural equation modeling using Amos 27.0 to test the hypothesis. The model fit was acceptable (Hair
et al., 2016), χ² = 102.758 (df = 31, p < .000), CMIN/df = 3.315, RMR = .013, GFI = .953, AGFI = .916, NFI = .967,
IFI = .977, TLI = .966, CFI = .977, RMSEA = .073.

Table 4 presents the results of hypothesis testing. Perceived organizational politics was a significant positive predictor
of organizational injustice; thus, Hypothesis 1 was supported. Organizational injustice was a significant positive
predictor of organizational silence; thus, Hypothesis 2 was supported. Organizational injustice was a significant positive
predictor of knowledge-hiding behavior; thus, Hypothesis 4 was supported. Finally, organizational silence was a
significant positive predictor of knowledge-hiding behavior; thus, Hypothesis 4 was supported.

Table 4. Result of Structural Equation Modeling Analysis

Note. * p < .05. *** p < .001.

Discussion

We conducted this study to provide data for the management and development of hotels through examining the impact
of perceived organizational politics by employees on organizational injustice, along with the relationships between
organizational injustice, organizational silence, and knowledge-hiding behavior. Supporting Hypothesis 1, we found that
perceived organizational politics had a positive relationship with organizational injustice. This is in line with the
findings of previous studies (Andrews & Kacmar, 2001; Kaya et al., 2016; Miller & Nicols, 2008; Rahim, 2002) and
emphasizes the need to reduce negative organizational culture by highlighting positive organizational politics and
recognizing the need for human resource management at the organizational level. Respect between organizations and
individuals, a friendly atmosphere of conflict avoidance, and a promotion-compensation policy should form the basis of
job performance of hotels and organizational members, thus resolving the distributive, procedural, and interactional
justice perceptions of employees.

Supporting Hypothesis 2, we found that organizational injustice as perceived by hotel members had a direct effect on
organizational silence. This supports previous study findings (Ghasemi et al., 2016; Morrison & Milliken, 2000; Pinder
& Harlos, 2001; Tangirala & Ramanujam, 2008; Van Dyne et al., 2003). Organizational injustice is the primary factor
influencing communication between organizations and individuals, which is the basis for employee job performance.

Supporting Hypothesis 3, organizational injustice perceived by hotel members had a direct effect on knowledge-hiding
behavior. This is consistent with the results of previous studies (Abubakar et al., 2019; Hystad et al., 2014; Oubrich et
al., 2021; Peng et al., 2021). These results indicate that allowing individuals to smoothly share their knowledge in the
case of hotels with relatively high human dependence will help the company to secure a competitive advantage. To solve
the problem of distributive, procedural, and interactional injustice in the hotel organization, it is necessary to create a
supportive organizational culture so that management can share their own knowledge and reduce the perception that it
undermines the organization’s justice.

Supporting Hypothesis 4, we found that organizational silence had a direct effect on knowledge-hiding behavior. This
supports previous study findings (Bartol & Srivastava, 2002; Bogosian & Stefanchin, 2018; Jha & Varkley, 2018; Ng &
Feldman, 2012). Management of these issues is necessary as the acquiescent and defensive silence of individuals
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emerging from organizational silence can lead to them playing dumb and engaging in evasive and rationalized hiding,
which are aspects of knowledge-concealment behavior.

Theoretical Implications

Our findings have several theoretical implications for human resource management of hotel employees who are highly
dependent on other industries. Unlike previous studies that focused on the psychology of members of the entire hotel,
we explored the effect of perceived organizational politics by hotel employees in a highly competitive environment. Our
research contributes to human resource management theory, as no previous studies have examined the relationships
between perceived organizational politics and organizational injustice, organizational silence, and knowledge-hiding
behavior. Individual perceptions of organizational politics were found to affect organizational injustice and
organizational behavior (Andrews & Kacmar, 2001). People sensitive to organizational political perceptions are more
susceptible to organizational injustice, leading to organizational silence and knowledge-hiding behavior (Hystad et al.,
2014; Morrison & Milliken, 2000; Ng & Feldman, 2012). Reducing organizational injustice is an effective way to
reduce organizational silence and knowledge-hiding behavior (Abubakar et al., 2019; Pinder & Harlos, 2001), and
employees are likely to actively participate in sharing knowledge while expressing their opinions when they feel they are
being treated fairly (Oubrich et al., 2021; Van Dyne et al., 2003). As creating a culture of silence within an organization
increases the knowledge-hiding behavior of employees (Bogosian & Stefanchin, 2018), creating an environment where
they can freely express their opinions helps improve organizational effectiveness while activating knowledge sharing
(Jha & Varkkey, 2018). Our findings are significant in the theory of human resource management, which
comprehensively reviews various aspects of experiences in a highly competitive workplace era to explain hotel working
environments and how to promote innovation.

Practical Implications

There are also practical implications of our findings. It is necessary to develop cooperation and trust between hotels and
employees by regulating behaviors and roles based on environmental changes in the hotel industry and easing perceived
organizational politics. We suggest that perceived organizational politics leads to organizational injustice among the
members of an organization, leading to organizational silence and knowledge-hiding behavior, which can degrade job
performance. Improvement of the organizational culture would help to alleviate this (Bartol & Srivastava, 2002;
Cropanzano & Mitchell, 2005; Peng et al., 2021; Tangirala & Ramanujam, 2008). It is essential to create an
organizational culture in which hotel members can freely express their opinions (Taylor & Wright, 2004). Hotel
companies’ managers and leaders should encourage the sharing of knowledge among members of the organization and
prevent knowledge-hiding behavior (Bock et al., 2005). In addition, hotels are highly dependent on human resources,
and the job-performance capabilities of members of the organization, which are intangible assets, have a significant
influence on customers; thus, effective communication is needed to build trust (Aryee et al., 2004). A conflict-
avoidance atmosphere and promotion-compensation policies should be implemented to create a warm organizational
culture (Turner, 2007). Through human resource management tasks, managers can understand the impact of self-
sacrificing behavior on organizational members and hotels (Nadiri & Tanova, 2010). However, a hotel’s excessive
intervention in organizational politics can negatively affect managers and hotel organizations (Cropanzano & Mitchell,
2005). Unprepared interventions in organizational politics to enhance managers’ and employees’ job-performance
capabilities will not achieve good job and organizational performance. In addition, a hotel’s excessive organizational
culture may negatively affect managers’ roles, pride, and identity (Lee et al., 2023). Thus, it is necessary to properly
harmonize personnel management centered on effective communication and the interests of the organization’s members
and managers (Lee et al., 2003).

Limitations and Future Research Directions

The limitations of this study are as follows: First, there may be differences in the impact of the observed relationships
depending on the size of the hotel and the types of perceived organizational politics, organizational injustice,
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organizational silence, and knowledge-hiding behaviors. This includes tourism companies in areas where the scale of
these variables has not been measured. Thus, it is necessary to investigate how perceived organizational politics,
organizational injustice, organizational silence, and knowledge-hiding behaviors in hotels affect the outcome variables
and how the effects differ by type of organization. Second, our study was conducted only with hotel employees. Since
the management type and total number of workers may differ for each hotel grade, perceptions of organizational
politics by employees may differ. Therefore, it is necessary to measure perceived organizational politics according to
various hotel environments. Third, this study had a cross-sectional design, which is widely used in various fields of
social science, but it has limitations, such as difficulty in establishing cause-and-effect relationships, the possibility of
selection bias, and difficulty in tracking changes over time. Finally, this study used the snowball-sampling technique,
which introduces limitations such as the possibility of a lack of representativeness, selection bias, cost considerations,
and time consumption. Future studies could introduce alternative sampling techniques to increase the generalizability of
the research results.
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