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Abstract

This study aimed to investigate the mediating role of knowledge hiding in the relationship between organizational cynicism and job
performance among employees of small and medium-sized manufacturing enterprises. This applied descriptive-survey study was
conducted among employees of small and medium-sized manufacturing companies in Fars Province, Iran. A total of 249 valid
questionnaires were collected using convenience sampling. Data were gathered through standardized measures of organizational cynicism,
knowledge hiding, and job performance. The validity and reliability of the instruments were confirmed, and the proposed model was
tested using Partial Least Squares Structural Equation Modeling (PLS-SEM). The structural model results revealed that organizational
cynicism had a significant positive effect on knowledge hiding (B = 0.313, p = 0.019). Knowledge hiding, in turn, exerted a significant
negative effect on job performance (B = -0.721, p < 0.001). Furthermore, the indirect effect of organizational cynicism on job
performance through knowledge hiding was significant (f = -0.226, p = 0.036), confirming the mediating role of knowledge hiding. The
findings indicated that organizational cynicism undermines employee performance primarily by increasing tendencies toward knowledge
hiding behaviors. The findings suggest that organizational cynicism fosters defensive attitudes and reduces interpersonal trust, encouraging
employees to conceal valuable knowledge. Such behaviors disrupt knowledge flows and ultimately diminish job performance. Managers
should therefore focus on reducing organizational cynicism, enhancing transparency and fairness, and promoting a culture of knowledge
sharing to improve employee effectiveness and organizational outcomes.

Keywords: Organizational Cynicism, Knowledge Hiding, Job Performance, Knowledge Management, Structural Equation Modeling, Conservation of
Resources Theory.
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Extended Abstract

Introduction

In today's knowledge-based economy, organizational success increasingly depends on the effective creation,
sharing, and utilization of knowledge. Knowledge has become one of the most valuable strategic resources
that organizations possess, enabling innovation, adaptability, and sustainable competitive advantage.
Consequently, knowledge management has emerged as a critical field of research and practice, emphasizing
the importance of facilitating knowledge exchange among employees and organizational units. Knowledge
sharing contributes significantly to organizational learning, creativity, problem-solving capabilities, and

overall performance (Wang & Noe, 2010). However, despite substantial investments in knowledge



management systems and collaborative infrastructures, many organizations continue to experience difficulties
in fostering effective knowledge exchange.

Recent scholarship has increasingly focused on the “dark side” of knowledge management, particularly on
behaviors that inhibit the free flow of knowledge within organizations. Among these behaviors, knowledge
hiding has attracted considerable scholarly attention. Knowledge hiding refers to an intentional attempt by
employees to withhold or conceal requested knowledge from coworkers rather than openly sharing it (Xiao &
Cooke, 2018). Unlike a simple absence of knowledge sharing, knowledge hiding is a deliberate and conscious
behavior aimed at restricting access to information, expertise, or experience. Systematic reviews have shown
that knowledge hiding has become one of the most rapidly growing research streams in knowledge
management literature because of its widespread consequences for organizations (Fauzi, 2022; Fauzi, 2023).
Researchers have identified numerous antecedents of knowledge hiding, including interpersonal conflicts,
workplace incivility, organizational ostracism, leadership styles, psychological distress, and organizational
culture (Anand et al., 2022; Bhatti et al., 2023; Du et al., 2022). Furthermore, literature reviews have
emphasized the importance of organizational and contextual factors in shaping employees’ decisions to conceal
or share knowledge (Jorjisi et al., 2024; Moghadsi et al., 2024). Studies have demonstrated that
developmental human resource practices, affective organizational commitment, psychological safety, and
supportive organizational climates can reduce knowledge hiding behaviors, whereas workplace alienation,
organizational silence, anomie, and social exclusion tend to increase them (Li & Wareewanich, 2024; Sulphey
& Jasim, 2025; Yang et al., 2024).

One organizational factor that has received growing attention in relation to knowledge behaviors is
organizational cynicism. Organizational cynicism reflects employees’ negative attitudes toward their
organization, characterized by distrust, skepticism regarding organizational integrity, and beliefs that
organizational actions are motivated by self-interest rather than genuine concern for employees. Cynical
employees are more likely to perceive organizational environments as unfair, unreliable, and threatening.
Under such circumstances, employees may engage in defensive behaviors designed to protect their personal
resources and interests. From the perspective of resource conservation, knowledge may be viewed as a valuable
asset that enhances job security, status, and influence, thereby motivating employees to conceal it when
organizational trust deteriorates (Anand et al., 2022; Nguyen et al., 2022).

The consequences of knowledge hiding extend far beyond interpersonal relationships. Prior studies have
shown that knowledge hiding negatively influences creativity, innovation, psychological well-being,
collaboration, and task performance (El-Kassar et al., 2022; Wen et al., 2022). Knowledge concealment
disrupts communication channels, impairs collective learning, and reduces employees’ ability to access
information necessary for effective decision-making and problem-solving. Consequently, knowledge hiding

may represent a critical mechanism through which negative organizational attitudes affect employee outcomes.



Although previous studies have separately examined organizational cynicism, knowledge hiding, and
performance-related outcomes, limited attention has been devoted to understanding how knowledge hiding
mediates the relationship between organizational cynicism and job performance. EXisting evidence suggests
that knowledge hiding may function as a behavioral pathway through which adverse organizational conditions
influence workplace outcomes (Nguyen et al., 2022). Moreover, recent research on workplace ostracism,
psychological safety, social cognition, and organizational support has highlighted the central role of
knowledge-related behaviors in explaining employee effectiveness (He et al., 2024; Silva de Garcia et al.,
2022; Wang et al., 2023). Therefore, investigating the mediating role of knowledge hiding may contribute to
a more comprehensive understanding of the mechanisms linking negative organizational attitudes to employee
performance.

Accordingly, the present study aimed to examine the mediating role of knowledge hiding in the relationship
between organizational cynicism and job performance among employees of small and medium-sized
manufacturing enterprises.

Methods and Materials

This study employed an applied, descriptive-survey research design. The target population consisted of
employees working in small and medium-sized manufacturing enterprises located in Fars Province, Iran. To
ensure an adequate sample size for structural equation modeling, 300 questionnaires were distributed. A total
of 249 completed and valid questionnaires were returned and included in the final analysis.

Data were collected using standardized instruments measuring organizational cynicism, knowledge hiding,
and job performance. All questionnaire items were rated using a five-point Likert scale. The content validity
and face validity of the instruments were confirmed by subject-matter experts. Reliability was assessed through
Cronbach’s alpha and composite reliability coefficients, while convergent and discriminant validity were
evaluated through standard measurement model procedures.

Data analysis was conducted using Partial Least Squares Structural Equation Modeling (PLS-SEM). The
analytical procedure involved two stages. First, the measurement model was evaluated to assess reliability,
convergent validity, and discriminant validity. Second, the structural model was examined to test the
hypothesized relationships among organizational cynicism, knowledge hiding, and job performance. The
mediating effect of knowledge hiding was assessed using bootstrapping procedures with 5,000 resamples.
Findings

The results indicated that all constructs demonstrated satisfactory reliability and validity. Cronbach’s alpha
coefficients exceeded the recommended threshold of 0.70 for organizational cynicism, knowledge hiding, and
job performance. Composite reliability values also exceeded acceptable standards, confirming internal
consistency. Convergent validity was supported as all average variance extracted (AVE) values were above

0.50. Discriminant validity was established through HTMT ratios below the critical threshold.



The structural model demonstrated adequate fit. The standardized root mean square residual (SRMR) value
indicated satisfactory model fit. The coefficient of determination (R?) showed that organizational cynicism
explained a substantial proportion of variance in knowledge hiding, while organizational cynicism and
knowledge hiding together explained a considerable proportion of variance in job performance.

Hypothesis testing revealed a significant positive relationship between organizational cynicism and knowledge
hiding (B = 0.313, p = 0.019). Employees who reported higher levels of cynicism toward their organization
were more likely to engage in knowledge hiding behaviors.

The results also revealed a significant negative relationship between knowledge hiding and job performance
(B =-0.721, p < 0.001). Employees who engaged in greater knowledge hiding exhibited lower levels of job
performance.

Furthermore, the indirect effect of organizational cynicism on job performance through knowledge hiding was
statistically significant (p = -0.226, p = 0.036). The mediation analysis demonstrated that knowledge hiding
served as a significant mediating mechanism linking organizational cynicism to reduced job performance. The
findings indicated that cynical attitudes toward the organization increased the tendency to conceal knowledge,
which subsequently diminished employee performance.

Overall, the results supported all proposed hypotheses and confirmed the central role of knowledge hiding as
an explanatory mechanism in the relationship between organizational cynicism and job performance.
Discussion and Conclusion

The findings of this study provide important insights into the behavioral mechanisms through which negative
organizational attitudes influence employee effectiveness. The positive relationship between organizational
cynicism and knowledge hiding suggests that employees who distrust organizational intentions are more likely
to protect their knowledge resources rather than contribute them to collective organizational goals. When
employees perceive their organization as unfair, unreliable, or lacking integrity, they become increasingly
motivated to safeguard personal advantages and minimize perceived risks.

The negative association between knowledge hiding and job performance highlights the detrimental
consequences of withholding information in organizational settings. Knowledge concealment disrupts
collaboration, weakens communication networks, reduces opportunities for learning, and impairs the effective
execution of work-related tasks. In manufacturing environments, where coordination and information
exchange are essential for operational efficiency, knowledge hiding can significantly undermine employee
productivity and organizational effectiveness.

Perhaps the most important contribution of the study is the identification of knowledge hiding as a mediating
mechanism connecting organizational cynicism to job performance. The findings suggest that organizational
cynicism does not necessarily reduce performance directly. Instead, cynical attitudes foster defensive

knowledge behaviors, which subsequently impair employees’ ability to perform effectively. This behavioral



pathway helps explain why organizations characterized by distrust and negative employee attitudes often
experience declines in productivity and performance.

The study also highlights the strategic importance of managing organizational climate and employee
perceptions. Efforts aimed solely at improving technical competencies or performance evaluation systems may
be insufficient if underlying issues of distrust and cynicism remain unresolved. Organizations seeking to
improve employee performance should therefore focus on cultivating transparent communication, procedural
fairness, managerial credibility, and supportive interpersonal relationships.

Creating an organizational environment characterized by trust and psychological safety can reduce employees’
incentives to conceal valuable knowledge. Encouraging collaboration, recognizing knowledge-sharing
behaviors, and fostering positive leader—employee relationships may further contribute to reducing knowledge
hiding and enhancing performance outcomes. By addressing the psychological conditions that promote
knowledge concealment, organizations can unlock the full value of their intellectual capital and strengthen
their long-term competitiveness.

In conclusion, the present study demonstrates that knowledge hiding serves as a crucial behavioral mechanism
through which organizational cynicism negatively affects job performance. Reducing cynical attitudes and
fostering a culture of openness and trust are essential prerequisites for promoting knowledge exchange,

enhancing employee effectiveness, and achieving sustainable organizational success.
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