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Abstract

The purpose of this study is to investigate the underlying mechanism through which knowledge hoarding is trig-
gered among ostracized employees at workplace. Drawing on conservation of resource theory, the study investigates
the mediating role of defensive silence in this relationship. Further, the study also examines the moderating role of
experiential avoidance between workplace ostracism and defensive silence. Using multi-layered and convenient sam-
pling technique, data were collected from 225 employees working in the hospitality industry in Pakistan. The results
revealed that workplace ostracism significantly influences employees knowledge hoarding behavior both directly
and through defensive silence. Furthermore, contrary to the expectation, the combined effect of workplace ostracism
and experiential avoidance on defensive silence was found insignificant, which we have discussed. The study provides
insights for managers to break the knowledge hoarding cycle and create new models for interaction and knowledge

sharing among employees at workplace.
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Introduction

In the epoch of knowledge-driven economies, organiza-
tions rely on the skills and knowledge of their workforce
to create value for their stakeholders [45]. It is widely
recognized that efficient transfer of knowledge not only
facilitates organizational development but also plays an
imperative role in the context of organizational sustain-
able competitive advantage [1, 16]. However, not sharing
knowledge and hoarding it delibrately is also a phenom-
enon of significant importance that prevails among
organizational members [26]. Knowledge hoarding refers
to a person’s conscious and deliberate effort to hide the
knowledge [16]. It can be seen as strategic concealment
of knowledge [16] and is an accumulation of knowledge
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that may or may not be shared at a later stage of time
[31]. Scholars found that knowledge hoarding results in
destructive consequences, such as it lessens individual
performance and hinders work-related interactions [8].

More recently, researchers have also tried to examine
that what triggers knowledge hoarding behavior among
employees? Researchers have found organizational cul-
ture and management [3] and leadership specifically the
negative leadership, i.e., despotic leadership [44] as pos-
sible triggers of knowledge hoarding among employees.
Likewise, researchers have also suggested workplace
ostracism as a possible antecedent of knowledge hoard-
ing behavior [55].

Research shows that ostracized employees are less
engaged, full of fear and have low performance [38]. They
feel less important and refrain from socialization process
and thus avoid exhibiting extra role behaviors like organi-
zational citizenship behavior and knowledge sharing
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[49] and would rather start hoarding the knowledge [56].
We, however, argue that workplace ostracism doesn’t
directly influence the knowledge hoarding behavior
among employees. Rather, we propose defensive silence
as an underlying mechanism that transforms ostracism
into knowledge hoarding. Defensive silence is a proactive
behavior of employees to remain silent because they feel
that speaking up can be risky for his/her position within
the organization and can lead to disputes [13]. Recent
research suggests that employees can adopt defensive
silence either to avoid confrontation with supervisor or
to avoid disapproval from colleagues [51].

Employees who experience ostracism at workplace are
ignored by the coworkers and the coworkers do not wel-
come their ideas, opinions and suggestions [43]. Employ-
ees would thus refrain from socialization with others and
would start exhibiting defensive silence to avoid being
rejected at workplace. This defensive silence would cause
knowledge hoarding.

Conservation of resource (COR) theory [32] provides
rationale for such relationship. Ostracism works as a
stressor that eliminates the personal resources (time and
energy) of individuals which lead them to stay silent at
workplace to avoid rejection and refill the lost resources
and consequently they would start exhibiting knowledge
hoarding behavior.

When faced with a stressor like ostracism at work-
place, employees need coping mechanisms. Using the
COR framework, we propose that experiential avoidance
can play an important role as a coping variable to reduce
the negative relationship between workplace ostracism
and defensive silence. Ostracism works as a stressor that
depletes the personal resources of employees. However,
those employees who have high experiential avoidance
will let their pain pass and would ignore the situation
as they want an escape from the ongoing situation [4].
This will help them to regain the lost resources earlier
than those who have low experiential avoidance. This
will reduce the negative effect of ostracism on defensive
silence.

This study thus has twofold objective. Firstly, we have
examined defensive silence as the possible mechanism
between workplace ostracism and knowledge hoard-
ing. Secondly, we proposed experiential avoidance as a
moderator between workplace ostracism and defensive
silence. The study adds to the existing body of knowledge
in certain ways: Firstly, we add to the scarce literature
that examines the underlying mechanisms of transfor-
mation of certain stressors into knowledge hoarding.
Secondly, we add to the existing literature examining
the variables that can help to cope with the stressors at
workplace by proposing experiential avoidance as a cop-
ing strategy from ostracism to reduce defensive silence.
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Lastly our study answers to the recent calls for future
research on the examination of antecedents and mecha-
nisms that lead to knowledge hoarding.

Theory and hypothesis

Workplace ostracism and knowledge hoarding
Researchers in earlier studies stated that knowledge
hoarding is one of the most critical problems that is
being faced by organizations because it hinders organiza-
tional success hindered organizations from success [26]
and also effects the process of individuals’ growth within
organizations [14]. Scholars defined knowledge hoarding
as the intentional and strategic concealment of informa-
tion and knowledge by an individual [16].

Connelly, Zweig, Webster and Trougakos [12] high-
lighted that knowledge hoarding is a completely different
phenomena from knowledge hiding. Scholars stated that
knowledge hiding is based on other individuals’ request
to provide relevant knowledge. Whereas, in knowledge
hoarding, as such no request is made by others regard-
ing sharing of accumulated knowledge [47]. Research
suggests that knowledge hoarding and hiding are not
inherently negative behaviors like incivility or any other
counter-productive work behavior. People can hoard
knowledge with a self-benefit goal rather having an
objective to conceal deliberately [46].

One of the important factors leading toward knowledge
hoarding behavior at workplace is employee’s frustra-
tion due to some unpleasant event. Scholars in provid-
ing the directions to future researchers documented that
workplace ostracism might be a potential determinant of
knowledge hoarding at workplace because the phenom-
ena of ostracism at workplace is not new and employees
experience it generally [19, 55].

Workplace ostracism (WOS) refers to the extent to
which employees are ignored and excluded by other
organizational members, and as a result, the coworkers
do not welcome their ideas, opinions and suggestions
[43]. According to Yang and Treadway [53], ostracism is
an excruciating phenomenon at workplace with or with-
out any malicious intentions. Scholar further stated that
the outcomes of ostracism are both behavioral and psy-
chological, and they create risk at workplace, especially
in the service-oriented organizations. Thus, based on
conservation of resource theory (COR) [32] the present
study attempts to examine the association between work-
place ostracism and knowledge hoarding.

COR theory postulated that an employee would pro-
tect his or her remaining resources in an organization by
using specific measures such as depersonalization, reduc-
ing efforts and knowledge hoarding. Nowak [42] stated
that employees at workplace hoard their knowledge by
dint of fear that if they share their knowledge, then their
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power over it curtails. In the similar manner, Evans et al.
[16] argued that the ostracized employees at workplace
hoard knowledge because they feel that controlling more
knowledge to increase personal bargaining power could
be a better way to deal with workplace ostracism. Thus,
based on aforementioned arguments it is hypothesize
that:

Hypothesis 1 Workplace ostracism is positively associ-
ated with knowledge hoarding.

Mediating role of defensive silence

Gkorezis, Panagiotou and Theodorou [21] stated that
employees become silent and withhold significant
information due to the practice of workplace ostra-
cism in organizations. Dyne et al. [15] documented that
employee silence is a multi-dimensional construct and
has three dimensions, i.e., acquiescent silence, defen-
sive silence and pro-social silence. Milliken, Morrison
and Hewlin [40] define defensive silence as withhold-
ing relevant ideas, information or opinions as a form of
self-protection, based on fear. Although, the term ostra-
cism has gained popularity and researchers have studied
its outcomes at workplace through various underlying
mechanisms, e.g., conflict, organizational identification,
self-esteem and envy [9, 10, 49] but still as such no study
has examined the intervening role of defensive silence;
a dimension of employee silence with ostracism and its
outcomes. Milliken, Morrison and Hewlin [40] argued
that defensive silence is detrimental within organizational
context as it generates negative work-related outcomes.
Similarly, when employees feel that their information and
opinions will not be appreciated by others or may bring
negative or unpleasant results so then they do not express
themselves fully and engage in defensive silence.

In line with conservation of resource theory (COR)
[32], ostracized employees at the workplace have a fear
of losing valued resources such as social relationship,
social support and the opportunity for quick growth at
workplace in organizations. Thus, after this unexpected
situation employee becomes more proactive and used
defensive silence as a strategy for the restoration of lost
resources by consciously refraining them from sharing
their knowledge and opinions with others [52]. The indi-
viduals also claim that the knowledge they gained and
possessed during their working tenure as their “property
right” and to maintain their existence in the organiza-
tional context and to regain their “personal mastery’, they
indulge in defensive silence and withhold information
rather than to share it with others in an organization [33].
Thus, by integrating the aforementioned arguments, this
study has hypothesized that:
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Hypothesis 2 Defensive silence mediates the rela-
tionship between workplace ostracism and knowledge
hoarding.

Experiential avoidance as moderator

Hayes, Strosahl and Wilson [29] defined experien-
tial avoidance as the propensity to engage in behaviors
that seeks to change the form, frequency or content
of unwanted thoughts, feelings and sensations. Extant
research has theorized and conceptualized experiential
avoidance as a negative behavior that is highly correlated
with self-harm [4]. Scholars further stated that experien-
tial avoidance results in several negative mental health
consequences such as high levels of stress, hopelessness
and psychosocial dysfunction [28].

On contrary, few scholars suggested that the phenom-
enon of experiential avoidance is unique in its nature to
stress coping mechanism [34] because experiential avoid-
ance as a regulating strategy mitigates the intensity of
stressors that affect individuals’ behaviors [22].

Extensive literature on ostracism revealed that it has
several physical, psychological and organizational out-
comes [43, 48, 55]. According to scholars, workplace
ostracism experience is very painful as individuals have
a fear that their ideas and views will not be appreci-
ated due to which they have to face stress, hopelessness
and embarrassment; thus, for self-protection from this
fear individuals indulge in silence [25]. Prior research-
ers stated that coping is a best way to deal with stress-
ful events as it refers to the way an individual approach
or respond to the stressful situations [37]. Furthermore,
Carver et al. [7] stated that along with other dimensions
of coping like problem focused and emotions focused,
the avoidance focused coping is also a significant dimen-
sion that is used for coping with stressful situations,
as the basic purpose of this approach is to dampen the
thoughts and emotions associated with stressful events.

Thus, based on conservation of resource theory (COR)
[32] energy as an intrinsic resource of employees at work-
place should be replenished often to perform assigned
tasks and people must invest resources in order to protect
against potential resource loss, recover from resource
losses and gain resources. Thus, at workplace the employ-
ees use experiential avoidance as a coping strategy to
replenish the lost resources by regulating their thoughts,
behaviors and feelings and disengage them mentally from
the stress caused by ostracism at workplace. Therefore,
based on aforementioned arguments it is asserted that
those employees who would not opt experiential avoid-
ance as a regulating strategy than their resource deple-
tion would be high. Whereas, those employees who
adopt experiential avoidance as a deliberate tactic then
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their energy and resource depletion would be low and
resultantly they would not go toward defensive silence.
Hence, researchers hypothesized that:

Hypothesis 3 Experiential avoidance mitigates the
effect of workplace ostracism on defensive silence in such
a way that the relationship is weak when experiential
avoidance is high.

Methods
Participants and procedures
The selected population for the study was employees
working in hospitality industry of Pakistan. The hospital-
ity industry of Pakistan is constantly growing [39]. The
hospitality industry has a workforce of around 200,000
people, majority of which is skilled labor [41]. The study
was conducted on employees of four and five star hotels
because in services sector the hospitality industry is
a suitable industry for knowledge sharing due to high
customer engagement with the staff [54]. If employees
exchange and transfer their experience and knowledge,
then ultimately it will enhance the employees’ capability
and consequently affects the overall organizational per-
formance that leads to sustainable competitive advan-
tage [35]. Lack of desire to share knowledge and hoard it
among employees in hospitality industry has severe con-
sequences. Therefore, the present study has taken hos-
pitality industry to identify the factors that may inhibit
knowledge sharing practices among the employees.
Using multi-layered and convenient sampling tech-
nique, questionnaires were distributed among selected
employees working in hospitality industry as mentioned
above. Respondents voluntarily participation, anonym-
ity and confidentiality were ensured to the respondents
before collection of data. Convenience sampling tech-
nique is the most common and widely used technique
in management science research. One potential problem
with primary data collection is common method bias. In
order to combat common method bias, researchers have
suggested using time lags in collection of data [6]. So, in
order to avoid common method bias, we collected data
using time lags. Time interval of 6 weeks was given in
each time lag. In the first time lag (T1), respondents were
asked to provide their demographic information along
with responses on items measuring workplace ostra-
cism (IV) and experiential avoidance (moderator). In
the second time lag (T2), participants were asked about
defensive silence (mediator). For the third time lag (T3),
the data were collected about knowledge hoarding (DV).
To uphold the respondent’s privacy and for the sake of
matching the same respondents’ responses from T1, T2
and T3, the respondents were assigned codes. This leads
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to access same respondents with their consent in T2 and
T3, accordingly.

In the T1, 300 usable responses were received out of
400 questionnaires distributed constituting a response
rate of 75%. The unusable responses were either improp-
erly filled or had missing values greater than 10% of the
total items. Give reason for this for the T2, question-
naires were sent only to those who responded in the
first phase, and finally 240 usable questionnaires were
received back constituting the response rate of 60%. In
the third phase, same procedure followed, finally 225
usable questionnaires received back were considered for
statistical analysis; yield a response rate of 56%. The sam-
ple included 49% male and 51% female. 46% of them were
in between 20 and 35 years of age, whereas 54% of them
were in between 36 and 55 years of age. Around 56% of
the respondents were supervisory or first line managers.
52% of the total respondents had qualification masters or
above.

Measures

All variables were measured using self-reported instru-
ments. Responses for all variables were assessed using
a 7-point Likert response scale, where 1 corresponds to
“strongly disagree” and 7 corresponds to “strongly agree”
The complete scale used in the study along with the
sources is attached in the appendix.

Workplace ostracism

Workplace ostracism was measured using a ten-item
scale based on the studies by Ferris et al. [17]. A sample
item was “Others ignored you at work” The Cronbach’s
alpha of the instrument was .96.

Defensive silence

Defensive silence was measured using a five-item instru-
ment based on the studies by Dyne et al. [15]. A sample
item was “I withhold relevant information due to fear”
The alpha reliability of defensive silence was .95.

Experiential avoidance

Experiential avoidance was measured through 15-items
of brief experiential avoidance questionnaire (BEAQ)
developed by Gamez et al. [20]. A sample item was “The
key to a good life never feeling any pain”. The Cronbach’s
alpha of the instrument was .96.

Knowledge hoarding

Knowledge hoarding was measured with four-item
instrument based on the studies by Evans et al. [16]. Sam-
ple item from this scale included “I keep news about what
I am doing secret from others until the appropriate time.”
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Table 1 One-way ANOVA for identification of control
variables

Demographics Defensive silence Knowledge hoarding

fstatistics pvalue fstatistics pvalue

Gender 96 33 01 91
Age 1.92 .08 4.78 .00
Management level 7.69 .00 14.21 .00
Qualification 3.28 04 8.73 .00
n=225

The internal consistency reliability of knowledge hoard-
ing was .92.

Control variables
Gender, age, management level and qualification were
used as control variables because of their possible effects
on knowledge hoarding and defensive silence. A one-way
ANOVA was used to identify the control variables.
Results of one-way ANOVA in Table 1 revealed that
there was significant variation in defensive silence based
on employees’ management level (f=7.69, p<.05) and
qualification (f=3.28, p<.05). Table 1 also shows that
there was significant variation in knowledge hoarding
based on employees’ age (f=4.78, p<.05), management
level (f=14.21, p<.05) and qualification (f=8.73, p<.05).
Thus, these three demographic variables will be con-
trolled in further analysis. Other demographic variables
such as gender had no significant impact on defensive
silence and knowledge hoarding (Fig. 1).
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Results

Preliminary analysis

Table 2 shows the mean, standard deviation and cor-
relation analysis of the study variables. According to
the results presented in Table 2, the workplace ostra-
cism is positively associated with knowledge hoarding
and defensive silence, i.e., (r=.58, p<.001) and (r=.69,
p<.001), respectively, thus providing initial support to
proposed hypothesis. Table 2 also depicts that experi-
ential avoidance is positively correlated with workplace
ostracism, i.e., (r=.70, p<.001). As all the values of cor-
relation coefficient “r” lies within the range of .3 to .7;
thus, there is no issue of multicollinearity in the data.

Measurement model

Partial least squares (PLS) method [24] was used to per-
form Confirmatory Factor Analysis (CFA) so as to justify
the measurement model [2] which consisted of four (4)
latent variables: Workplace ostracism (WOS), defensive
silence (DS), knowledge hoarding (KH) and experien-
tial avoidance (EA). Thus, based on the results of CFA
presented in Fig. 2 all the indicators with outer loadings
between .60 and .94 were retained because of their con-
tribution to content validity.

The results of internal consistency (alpha values),
composite reliability met the threshold value (0.7) are
reported in Table 3. For convergent validity, AVE (aver-
age variance extracted) was calculated holding thresh-
old value (greater than 0.5). Thus, convergent validity is
established.

Experiential Avoidance

Workplace Ostracism > Defensive Silence »| Knowledge Hoarding

Fig. 1 Research model
Table 2 Descriptive statistics and correlation coefficients of variables
Variables Mean sD 1 2 3 4
1 WOS 444 1.54 1
2 DS 4.06 1.63 H9FFF 1
3KH 4.26 1.66 58%** WA 1
4 EA 4.52 1.29 J0%F* 63 34 1

WOS workplace ostracism, DS defensive silence, KH knowledge hoarding, EA experiential avoidance, *p <.05, **p <.01, ***p <.001, n=225
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After verifying the convergent validity, the discrimi-
nant validity was assessed through Fornell and Larcker’s
criterion [18] and through HTMT (hetrotrait-monotrait)
ratio [30]. Based on the results presented in Table 4, the
diagonal values are high as compared to the other values
in their own rows and columns, which give initial sup-
port to establish the discriminant validity of the measures
[24].

Furthermore, Table 5 also shows that the HTMT ratios
of constructs met the threshold limit and are lower than
.90 [30]. Therefore, the discriminant validity of the meas-
ures is established.

Hypothesis testing

Direct and indirect effects were determined through Pro-
cess Macro given by Hayes [27]. The results presented
in Table 6 depict that workplace ostracism is positively
associated with knowledge hoarding (8=.57, p<.00);
thus, H1 is supported. Furthermore, based on the results
presented in Table 6 the indirect effect (.41) of defensive
silence between workplace ostracism and knowledge
hoarding lies within .28 and .55 and there is no zero in
the 95% confidence interval. Therefore, it is concluded

that defensive silence mediates the relationship between
workplace ostracism and knowledge hoarding. Thus, H2
is supported.

Moderated regression analysis technique developed
by Cohen, West and Aiken [11] was used to investigate
the H3 of study. The H3 of the study was that experien-
tial avoidance mitigates the relationship between work-
place ostracism and defensive silence in such a way that
this relationship is weaker when experiential avoidance is
high. Based on results presented in Table 7, the interac-
tion term is insignificant (5=.01, p=ns). Hence, it was
found that H3 is not supported.

Discussion

Based on conservation of resource theory [32], this study
has pursued to determine the antecedents of knowledge
hoarding among employees. Empirical evidences sup-
ported most of the proposed hypothesis of the present
study.

The first hypothesis (H1) of present study that work-
place ostracism is positively associated with knowl-
edge hoarding was supported. Here, the results are in
accordance with the findings of Sarwar et al. [44], who
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Table 3 Measurement model (estimates)
Constructs Items Loadings Cronbach alpha Composite reliability  Average
(CR) variance
extracted (AVE)
Workplace ostracism (WOS) WOS1 86 96 97 76
WOS2 85
WOS3 84
WOS4 87
WOS6 89
WOS7 86
WOS8 87
WOS9 89
WOS10 .88
Defensive silence (DS) DS1 88 95 96 82
DS2 92
DS3 91
DS4 89
DS5 92
Knowledge hoarding (KH) KH1 87 94 96 84
KH2 94
KH3 93
KH4 93
Experiential avoidance (EA) EA1 74 95 95 57
EA2 74
EA3 .78
EAS .70
EAS 68
EA6 75
EA7 72
EA8 75
EA9 72
EAT0 78
EAT1 79
EA12 82
EA13 81
EA14 81
EA15 75
Table 5 Discriminant validity (HTMT ratio)
Constructs 1 2 3 4
1WOS
Table 4 Discriminant validity (Fornell and Lacker’s 205 0.720
criterion) 3KH 0.610 0.754
Constructs 1 2 3 4 4 EA 0.879 0.751 0534
WOS workplace ostracism, DS defensive silence, KH knowledge hoarding, EA
TWOS 0.870 experiential avoidance, n=225
2 DS 0.689 0.906
> 084 0714 0918 also established that workplace ostracism significantly
4 EA 0.853 0.717 0.524 0.757

WOS workplace ostracism, DS defensive silence, KH knowledge hoarding, EA

experiential avoidance, n=225

impacts knowledge hoarding. According to scholars, the
outcomes of workplace ostracism are destructive such as
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Table 6 Results of direct and indirect effects
Predictors B SE T P
Workplace ostracism knowledge hoarding .57 06 9.74 .00
Workplace ostracism defensive silence 71 05 13.60 .00
Defensive silence knowledge hoarding 57 06 8.92 .00
Workplace ostracism defensive silence knowledge hoard- .16 07 233 02
ing
Boot strap results for indirect effect Indirect effect LL 95% UL 95%
@ cl
A1 .28 .55

Un-standardized regression coefficients reported. Bootstrap sample size 5000. LL lower limit, C/ confidence interval, UL upper limit

Table 7 Moderated regression analysis

Predictors Defensive silence
B R? AR?
Step 1
Control variable 05
Step 2
Workplace ostracism A8¥** 52 AT¥RX
Experiential avoidance 38%x*
Step 3
Interaction term (WOS*EA) 01ns 52 00ns

WOS workplace ostracism, EA experiential avoidance, ns not significant, *p <.05,
**p<.01,***p<.001,n=225

it leads to counterproductive work behavior and work-
place deviant behavior [9]. Thus, based on COR theory
the findings elucidate that the employee victim of ostra-
cism at workplace assumed that knowledge hoarding is
a better way to deal with ostracism because by hoarding
knowledge they may regain their lost resources. Bur-
khardt and Brass [5] further stated that, knowledge is
regarded as a significant organizational resource; there-
fore, an employee could improve his/her power and influ-
ence at workplace by hoarding knowledge. The results
are somehow consistent with the findings of Zhao and
Xia [55] that found significant curvilinear relationship
between workplace ostracism and knowledge hoarding.
The results for the mediating role of defensive silence
in the relationship between workplace ostracism and
knowledge hoarding were in the expected direction,
thus confirming the second hypothesis (H2) of study.
The results are in accordance with Wu et al. [50] study
in which scholars revealed workplace ostracism as a
potential determinant of defensive silence (a facet of
employee silence). The scholars further supported the
argument that ostracized employees at workplace try
to protect themselves from being ignored and thus
adopted the strategy of defensive silence. Jahanzeb
et al. [33] stated that individuals claim the knowledge

(both theoretical and practical) that they have gained
in an organization at different times as their personal
resource. The scholars further stated that when individ-
uals feel that their position is not secure in an organi-
zation then they indulge in defensive silence and used
knowledge hoarding as a weapon to maintain their
existence in the organization.

In addition to the aforementioned studies, the find-
ings are also consistent with COR theory which pos-
tulate that individuals tried to retain their position in
organization by protecting their depleted resources.
Therefore, at workplace the ostracized employees try to
protect them by adopting the tactic of defensive silence
and eventually hoard their knowledge only for the sake
of regaining exhausted resources.

Result of moderating role of experiential avoidance
in the relationship between workplace ostracism and
defensive silence was found insignificant; thus, the
third hypothesis (H3) is not supported. This contradic-
tory result is explained through the study of Vladimir
and Williams (2018) in which scholars stated that in
hospitality sector the fontline employees are in frequent
contact with customers and are responsible to handle
customer’s problems for providing quality services.
Kim [36] further stated that due to a frequent contact
with difficult and demanding customers the hospitality
service agents are often required to demonstrate emo-
tional labor. According to scholars, the emotional labor
leads to emotional exhaustion in which the individuals
perceived that there all emotional resources have been
exhausted that result in lack of impulse and even a fear
of working [23]. Similarly, Wu and colleagues [50] fur-
ther stated that workplace ostracism caused emotional
exhaustion and depressed mood at workplace. Thus, the
ostracized employees at workplace due to intense emo-
tional exhaustion just demonstrate silence and do not
adopt the deliberate coping tactic of emotional avoid-
ance. Therefore, contrary to expectations in the present
study, the high experiential avoidance does not lessen
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the impact of workplace ostracism on defensive silence
because the employees demonstrate low emotional
avoidance and take longer time to cope with workplace
ostracism.

Conclusions

The research developed a model to analyze bound-
ary condition of experiential avoidance, under which
ostracized employees’ at workplace might keep exer-
cise silence to hoard their knowledge, although the
same not formally requested by others. On the basis of
results, researchers found that workplace ostracism leads
to silence, ultimately resulted in knowledge hoarding.
The current study conducted on hospitality industry of
Pakistan, specific focus on four and five stars hotels. In
nutshell, our findings extend the literature of workplace
ostracism and knowledge hoarding through the lens of
conversation of resource theory. Furthermore, findings
also shed light on boundary condition of experiential
avoidance, as it is insignificant effect on the relation-
ship of workable ostracism and knowledge hoarding.
Moreover, research study also provides several paths for
managers to mitigate knowledge hoarding behaviors of
employees at workplace within hospitality sector.

The findings of this study have clear implications
for managers, as they need to monitor and control the
exhibition of workplace-ostracized behavior exhibited
by supervisors because ostracized employees generally
hoard knowledge that is detrimental for the organizations
and its growth. The managers should diminish the phe-
nomenon of workplace ostracism completely by provid-
ing training to supervisors to demonstrate empathy with
subordinates and to be aware of the consequences of mal-
treatment. Managers must have a look on the employees’
behavior and identify those employees that exhibit silent
behavior because if employees are silent then it means
that they might not share important knowledge they may
have. The managers can also encourage the exhibition of
employee voice behavior by developing Employee Assis-
tance Plan (EAP) that assist employees to deal with the
mistreatment and better adapt to the organization’s envi-
ronment. The managers should also develop strategies to
increase experiential avoidance that assist individuals in
coping with workplace ostracism.

Along with the fruitful insights regarding determinants
of knowledge hoarding at workplace, the study also has
certain limitations that may be address by future schol-
ars. First, data were collected only from hospitality indus-
try of Pakistan and was based on self-reported measure.
Due to self-reported measures, there is little chances of
common method bias, researchers conducted study in
time lag, in order to reduce CMB effect. In future, data
can be collected through dyadic relation at workplace
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between employees and managers. Second, the data
were collected from a small sample size of 225 respond-
ents; therefore, the future researchers may expand the
sample size to get extensive information on the matter.
Third, as in present study the only defensive silence, a
dimension of employee silence was used as an underly-
ing mechanism due to which workplace ostracism leads
to knowledge hoarding; therefore, future researchers may
also examine the intervening role of other dimensions of
employee silence, i.e., acquiescent silence and pro-social
silence in the proposed research model.
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