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

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

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

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

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

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

Method

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

Results

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

Conclusion

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

1452

Vol. 22, No. 127, 2023

Ethical Considerations

Compliance with ethical guidelines: The present article is
taken from the doctoral dissertation in the field of public
administration-organizational ~ behavior,  Islamic = Azad
University, Dubai branch, United Arab Emirates. In this
research, all ethical considerations related to qualitative studies,
such as informed consent, confidentiality of information and
trusteeship in expressing the opinions of the participants, have
been observed.

Funding: This study was conducted as a PhD thesis with no
financial support.

Authors’ contribution: The first author is the main researcher
of this study. The second author is the supervisor and the third
author are also the advisor of the thesis.

Conflict of interest: The authors declare no conflict of interest
for this study.

Acknowledgments: We hereby thank and appreciate all the
people who have cooperated in this research.



> liily y pols aloxo

YPYS-SETA 1 g AT LLE  IYFO-YFSY i gl LY

Homepage: http://www.psychologicalscience.ir

JPS

PSYCHOLOGICALSCIENCE

Olpl (H95 SOk L 18 @S QLS HIT LBd Oglw Cukh (S sl — Sl Jow 10

T Gowsmo sl ikl (B LIS o 5 (59 s elas!

e odomze Sl lol ¢ 3 ¢ oDl 513T ol ¢ 3 ol ¢ Slojlo 55— (g3 Co ke (5573 (6 gl )

.[_)\_,i‘ 4(3&‘ 4@%‘ :UT alii.}b ‘rﬁkﬂ J:-‘} ‘@lf))b o pe ojjf g)\iél:..w‘ Y
Ol el epdlyl il ¢ Sl sle 0aSCits ¢ G55k oy e 03 5 sLssls ¥

o>

Pl Olasin

Ols 31 slss 5 Slae 4 5 Conl 3D OLSHS s 53 oL 5L 55 2o Q}g..: Sy 3 gz g bulas OLaS iy sla ta gl A
Lo o lallan 550305 ol yan 4 Ol sl 5 OUSST (s1 2 (0 e SBT sS85 ool Lol g om0 i (sl oY 5 0]
il s Ol (o Ol 53 G DU o O S Gl (6 el = okl Jie (b 4 7 Ry (S
2 D5 bl 5o G LS, el S cnSs ol e (b Eas s opl ol Coda tdud

oo (STt 55 aan bl dmsle g (oS - (ST 55 B9 Saale 51 (3,8 eods i 51 Sl e 19
Ol e b i 35 &y pn 5 0T 5 Shee a5 L oS 590 VF0+ Jlo 53 031 Ol (g3 slaOlojle 53 Y 0L, ales
Tl 10 55 (o s 53 331 e e 53 5 iabln (5,876 pmd 15 ST i 53 (58 500 ) ikh Dbl b e slaDlej e
6,,..5:—@ts.ué;ud.uu:”;‘,,:bﬂ);“;w.uaguutu;h);ityyguTo\fﬁs.leu\~ 3 el o
A oslazal (ism)

E,:«'v;.n)l.ﬁck.u&;)\ BEREHE ‘5.,\.’.5612,.4 ism 5g, B s M LS, elis O S S IS 3T Jolss Bl
Clid e 93 55 g3 w53 b 813 OLSIS (§3558 5 5 Slele (ool et Sy s odd STk Sl Syl
62y 20l Bam 5 5 Sl s S e (SLatals 3 g DI (S h ) oith o 3 p g i 3 5 B S 15 e b g ol
REX P

S pte SLaasli 5 (B (5,05 5 QLS (560 &S Sl b o0 5 4y 5l Adlllas il w5 L 1S i Ao

b o g9 oWy 53y dyalint &Kn b 5 Sl wlie

e £
SR

1o dxs 0
VEOV/T/RY sl s
VEN/ BT e S5
VN EN

VEY/V/e Y s, L)

0 51 guls”

(S g — (6l L J e
(sboile o S

(s oS

(B Ols

J93 ol L

pobe ales 01 p) (3 sladlejle 53 GV LSS el O S Sl (6 s — (65l Jile (1L L (VFY) Ll (dases (5 el tplinl (g g st L]
AFFO-VFFA YV o lad oYY 055 ¢ kil

DOI: 10.52547/JPS.22.127.1449 NF+¥ VYV o jluk oYY o555 o SA5Liifg ) pole dloeo

O 5 © @'®

karam.khalili@yaho0.com :asbl, .01 eS¢ oSl 5157 oSl @l ol G )5l S e 03 8 sl (Ll o871 gl Skiu 93 DX

VFoy

CAOMFIYFIA Lol


https://psychologicalscience.ir/article-1-1732-fa.html

;)t)&w,w,srw

BTy OS;K&B:Q&Q&Z&M—&;L&@JMy\}

30 Jon 53 58005 Lo Dl o il 5 O Ken sl b SVl
b OB 5 Oyl ¢yl Lama b dasly 53 &K imen
Sl Las (ol ogdle (Y2 Y OLKas 5 L) col I8 5T
4 (Sl s 3 4 ;K by 5 S lie 4 Gy 535 Ol e aboor 03 28
LS ol O S 4 LS o Sl e ] 035 s (g1 313
A8 e ¢S 5 QLSS iy e (Y YY O 5 ,Y,L) A8
55 S el Jes ¢ late 5% 0515 sde g Dldgas ol 2 55 Olejlu oS
M 5 i o Ol s b Ol v 4y slazel ke 5 e o Conds 53,
Lgdor (FBo (G3gel s 5005 ()3 5 oSl Glaos] OLy 5o
Sie s s SS o 4 BTN O 5 )
355 adis pT (95 SOl 5550 55 (Jy Sl ez 0 gua
Szl 5 35 Slae) glols dalubn & by e slales oK
N3l 5 b0 5,8 S5 g 2y iy bbbl
S (Dleranas Pl 5 35 din) Bl5 o (2B DS 2SS
Ol 5157 o s S8 VU = shans 6055l glaonts| 5 oIl g Laslgidey
s b Sles (gl gbide SLMbI L ol gl)ls sl San SIgs
SOkl ol se pts ¥ (gl 5 ) Ll Slejle Ly,
350 g3 L L 0T (B Sl sle il o il gloo] i
Uit 53 (#5 S S 4 a5 b ol gl (VA0 ) 5 0LaST 5 OUL)
3OS Gl (611 oge slaskaly sl ol 2a s, mb s
s @ a5 b sy dalg Glojle &S 035w 3 8l Ol ke
& 5 b piman 5 OIS (o8> &S O s slael 5 69
&S L (63l 3 L)l s G gl p Loble bl e js oS
STl a5l edins Ol 5 g 1 lie (28T Laa sla 2l Sl
Ol pde Glaasues o 5 Aol 1 SO il g5 Sledlbl 5 sils ozaldS
bl ¢ F93 Oljle Lo gas 4 5 Ol 3 OLIE Clw
bl Coda 1 il 0 OLSTHIST 85 & S Gl 5 S50l s
2 OB by DS LS Gl e (b Sl e,

Ll Fgs Ol

3, government organizations

VFO¥

oo
$5T5 5 G5 ok (BN ok e e Ol ey adan LS
4 Ol b go (511 Flom ol ol se (Kon o 53 o s
OUS L 51 (gl el ol LYY (01,00 5 0le3) L) o slads
LSS ol 1y Olojle a)bys 35 glhabdes 5 Ol L was ==
Il 3 Lils Olgr o8 Jlom s ¥RV (s slisstm 5 £3ST (LU
Sl 1y s Algn oS5 WH0s gl SO 4 bobjle (el ,ux
23 Wl & w0 Ozl ) ool LS, puomen 5 LS
23Ol pte o 5 QLSS oo 15 05T 0L 0 1y 355 slae] ol T
203 (VU sl 3 Shes 503Kl el 5131 S oS o Lo
S el jle pge ladlis | S 0SS Cl bl s
(YYY L ST5) el 35,8 Cummns 4 OLS IS 35 585 5 Sla sl & s
Calien e @ 0le 3l LS, 0T 53 a8 ol (glods s ¢ Glo o & 5K
DLl S S 503 S (solsa g Olosle Bl 5550 55 5 lebl
T NS S ISP U, FEIC VIR
OF Jale Sz 3 d sl 55 b Ol pke 555500 sl 4 Olojlu 5 5 L
SBLE| o Ll 2§ 5 90 2l s 5 Al b s L) )
S Y Os 5 0b)) 58 Olojle <5 e o s S
S el gty QLSS o 53 oS Slajle &S ol slaac
S Sl Jlb 5 (ces i, oS s O oK el LSS o
232 QUL By 2,8 o S BB e 51 e b e
ESTL ot 5150 S 53 5 Sl 0lslb o OT 05 S Coens 457 ST 0
23 (#1383l il o s e
b3 s n el ol S (Ve ¢ lam )Y) ol g 0T 85500
b Sl Sl SCie 55 b i lBK LS 1 bont] 5 Laslgiiey ) 31
Jolse Aoy 4003 87 Coma 51 5 (WA s 5 (Seboml) i 52
535 by 4 ply oS5 ol (S iy )0 3,8 o S s
o5 Slsle blie (dm 5115 65 L 5 bl T Olojlo sy
ATXY Gl (i) S 0 Bl oos 5l 53 1) S
53 4 (s Gle 5 Ol 5 Laulyy 5 L s &S ]

!, organizational silence
2, defensive silence

2 A9 Eem = €60 L 1o mo ALY A AL W




VFeY AYY oyl oYY o9 gs:;l;.:.;lﬂ c-_,l:«Alsuz J

;)t)&w,w,srw

L) e OS;K&B:Q&Q&Z&M—&;L&@JMy\}

315558k, )15 3 s laline 5 Cote dlaly olhs &S b 8 )
5 el O Olge Cou agh g 55 (Y1) 0L
35 Jolso a8 ez sl Glallele 55 ol S
g (slaiby) amdse Jolse 5 oslitily, sloyl 3 Lad 5 o Jels
B3 DS Jad sl Jele 5 LS e S es O S

00,50
St go 0330555 Sl S b b o Sloslo 518, o8 o biT S
5 Sp) Ll OGS Jxd Culsy 5 2SSl gl ST
o2l b bolle O, 5 Ol gie okaT (OF O Kes
ol 559,5 BOT L dblis (6l onlie (slaoly lis 5 n Sty
s b ol gen Lase 45 s 4 5 L LOYAA O 5 blas)
S S A s (ol (6518 B3 6 53 3 g se U8, Ole 3 plas
Gl 4 L5 &S (g3l 5 (1P OS5 mile) L)
esled o 1y 05 ) Laee slazel 5 Ay 6 g ol (Jamas
DRbUBT 5 Slehol i) LS o Laal B 3 2 1L 2o 5 oS
Sl 51 OUSLIS Guolre slaolele S (golew 5 (VYA (g5 Sas
)4 35 n plizel Slajle S e 3 g0 3 Oliala 1 S5 5 & s
oS ol s Ls 5355 o0 0kual ol O Sl Slejlor re 5y
TNFOLKar 5 ) 5,8 15 ol Kiags > arg 5550
S8 1ttd 53k pl p Slajle DS e 3 Shs 5 e s 50
(YY) Sen 5 Lt b) ol olazl ddl bl sy oS5 Sl L
343 Glejl sla F3rs 5 ol ok sl ol o 5 5
Sl sl T5s ol (Y OL s 5 i) ol I8 5T 0T
Sy o Keap by Sy e (§ S i SlaT 3 5L
s alol o 0T 655 K8 olul y ia)8 8 (sl & S
oyl Oljle &K lasl pin o LK S s 0l Kb
P35 5 S 4 O S il Sl Gl Bilew 5 Ole g e
5 Osmapge) Al o7 Slosle DS ey 4 55 0 s
OLS,HS 0T 534S ol gt 3y ¢ Sl jloe & S (Yo 0¥ SUls
G133 55 Olo sl SMSin 5550 53 i HLebl 51 glize bV 4 Ol
b Lol ojs el (YeY ¢ G,AD uS o DS 5 o)y glal
S e T o) B S (Ol it (VL Syl oy T3 6, e

o S b a5 (1744) O 5 0, SaL
Jensl Ol S8 oS8 ST s e glaawly JEB L SN
ng.ﬂﬁjmj:&ﬁgmli@:@:}d\qgl@)sjmbﬁ
S oMae oen 5 3503 Sy s 5 (ke Ay SN 5 2
#55 S (sla pxte 313 DL 35 (glabanly it b ) etens 2
Snt (g el oo iyl lskes ol oa b BN
SMie o2l O S aie Hldie 53 GBI L elal Cpl s 3 e
s 55 (1¥49) 3L 5 oal3dlS . nSe 5 b oo 2SS
S a8 ams " Slojle S 5 Slsle o Olse Cou 3
Oge3T gl a)ls lsline oo daly ol &S b Glajle s 50
Gobly 5 Cogae ol Ol LT iash s A slas b
)\Juujg;;.ewwuuj;@;o,i.a;(@ujuqﬁL;uw,f»)
Cald iman 2)l5 e San Aoy (G DS 5 mlae DS b
ke i)y e DSy (A DS b Gl Do e slaad e |
7 3 (S lskas ol Glss § s S S b Ll esyls lslina
OSSOl S s dalllas )3 (VY49) Lls, 5ol
"ol S e B 4 a5 L OB s Shes Sl
S3s p Slile Koap 5 il b Glojle &S a8 Wisls 0L
Sl ods il SIS iskas 5 e Soygee 4 OLSE 5 Shes
Sesliad b Gl Kinp o 8 amle e Gib S s
Sl O 3b T Cs 4 —/FYP i VAR sl
o 4y OLS IS s Shas y 6Ka 5 5 ghie Sy 0 Gl Ka 3
s 5 Sl g glaasl ol odd Aol 0 lsbkae 5 Cote
Sy bl &S 3h )" Olge o (VF49) SLLGT
Q,L,C_L»;,,L)\;um,&u;tjtgu"@ujud.\;,ﬁ
OS5 oy Sl OUSLIE Slle s, Lk, I
4 Sy b ng.«" Olge Cov 3 hagh ys (VoY)
35 il Hlle 5 Ko Ok 8 i $ ams " gl e Sl-Dls!
Glasilas 55 (YVF) 1S 5 508 0 OUS LIS o &S o 50 53 5
Gl A8 b 03y Sy pite 5o (B DS p e Olsis Zog
SU SISl 5 05s, Ol pde 4 slazel ST 03 8w "Obls

Solert oslizal 1 aST sl oy &S b ite Aoyl (OleMbl 05

VFoo



https://civilica.com/search/paper/k-%D8%B3%DA%A9%D9%88%D8%AA%20%D8%AF%D9%81%D8%A7%D8%B9%DB%8C-o-Title-ot-desc/
https://civilica.com/search/paper/k-%D8%B3%DA%A9%D9%88%D8%AA%20%D8%AF%D9%81%D8%A7%D8%B9%DB%8C-o-Title-ot-desc/
https://civilica.com/search/paper/k-%D8%B3%DA%A9%D9%88%D8%AA%20%D8%AF%D9%81%D8%A7%D8%B9%DB%8C-o-Title-ot-desc/
https://civilica.com/search/paper/k-%D8%AE%D9%84%D8%A7%D9%82%DB%8C%D8%AA-o-Title-ot-desc/
https://civilica.com/search/paper/k-%D8%AE%D9%84%D8%A7%D9%82%DB%8C%D8%AA-o-Title-ot-desc/
https://civilica.com/search/paper/k-%D8%B3%DA%A9%D9%88%D8%AA%20%D8%AF%D9%81%D8%A7%D8%B9%DB%8C-o-Title-ot-desc/
https://civilica.com/search/paper/k-%D8%AE%D9%84%D8%A7%D9%82%DB%8C%D8%AA-o-Title-ot-desc/
https://civilica.com/search/paper/k-%D8%AE%D9%84%D8%A7%D9%82%DB%8C%D8%AA-o-Title-ot-desc/
https://civilica.com/search/paper/k-%D8%B3%DA%A9%D9%88%D8%AA%20%D8%AF%D9%81%D8%A7%D8%B9%DB%8C-o-Title-ot-desc/
https://civilica.com/search/paper/k-%D8%B3%DA%A9%D9%88%D8%AA%20%D8%AF%D9%81%D8%A7%D8%B9%DB%8C-o-Title-ot-desc/
https://civilica.com/search/paper/k-%D8%AE%D9%84%D8%A7%D9%82%DB%8C%D8%AA-o-Title-ot-desc/

;)t)&w“;,,,'r&;!

BTy OSJKgB:QﬁQ&Zdﬁ—debJM@\}

slowl b sl ol aaT s 4 b gla o Hlasil 51131 oS Conl -
(YN S ) S n )10 3 Ol it sl (6 (e slanbaly
Ll g gr 5 Tl 7 e e blie 53 (5)) Gl (25 S
Sl s 0,8 (B 6l & 550 es Glablie SO Olgs o
(YN8 o3 g 5 i) AT o3 s & 2 Condy & 2850 5 0T
i b ey bl 15 1y 05 57 G Ul 058l o) 0 4 51 31
S 5Se ol) o g 0ol 4 a5 LSl e 55 T claat 3 5 s
i g0 dS anl a5 L ol ol (04 Ol 5 0 5SEL)
CeSs sl T s = ol e b g 3 Sl dalllas

Ll Ol (F93 sl jle 53 BN OLS,IE el & S

93
(e B rags ol IO OS5 oy ook (I
Slp 2 (oS (AS 55 ey s Saale bl Sl (638
s 3 OT aniy 5 sy Obsl duej s Sledbl (65T S
35 g oo ol b1 il gl ntal (gl oslitl gl
O S CanSs e 5 had e g alde 5 edd &1l Slusl o
Gl e ls 5 alul LB 5 el se (bl & S s 5 bl
555 5 (6 b Con gas 31145 3 LSS bl & S Sl
Slon » @l a e 5 slal e 03 5 et malr b 4 sy
QUSHE) OB A S 5 el 5y Ao ki (b s b,
e B L Slg s W3S L (s bl
SV Ao e 55 53 e LE PA SRS same 53 OE A S 5
(e s ol STl lojle Colem Juls slul ol s glulis
(a3l Bl (e 55 (g 2l K 3 BV (5 o S
S 252855 (Gl 6136 (Gl mlie Ly e laaalip s
b ize o Lalg)y ool (gl 0 I O CaSs 5 OLS 8
S it bl Al b eslitul (6 il — (gl (g 5led s )
Olel 95 6l Olojlu 53 GV OLS ) eled Joli 50 0l ta g3
5 i 55 LOT 5 Sles & a5 LS 5 VP Jlo s p30!

O Lo glalid iy, i Ol db g e la0lejle Ol e b &) pe

2, structural-interpretive model

VFoF

st s QS 51 (glodn T3 5 5b 0 el 1o 51 (6 potems s
sslas 5 JIs) Lsh 855 Cd pes Jpd 5 LSS plil 53 B iyl
Az (65131 3L i (gl Ol (g e iz 3 (YA OISl
4 5h ks Olad 35 Sl (oolin 2S5 (oo la Ml 2l 55 &S
5 S sbaosl @l s il g Dbl s zaldE oS 2l
o S1.00¥8 O 5 51501 ,0) S 5 5 Slaps slasst
Fa el AST L Sl glediaily SLJLS , b -yl
5 Sl LT ol & wS W )15 oS i gl
BV 3 syl pl & iS5 Cules 1y Sl 5 sl &S zal
s Saasl  sdas wilsn Sl s i Sy ke glaaaliy S
s 5 oy 30 45 Sl (5 OT 0305 4 5 slezel 5 Sledb| (ol
(I b 4 (VF e O 5 Oladrs) dial o Slojle &3S 1 0T
S sl e ) ple 5 Sl 1y Gl &S O K5,
sloml Ol ke by & LN 657 20d ilie it 3, 55 1 O e
Olojlo 53 oslial 5550 6la gy 5Lyl lu (Y0 VA ¢ ul joas3) 555 oo
b 4858 0 S (uali e D S o b oS T 228
>)‘,.e)>}§:‘&f4§¢~w‘ ol &Sy su';d\ Qtf)lf;ﬁdloafmf
Olejle )3 s iz 45 Sl sl SSTG las 5 31 o Pl 5 NSCie
b syl O Dbl o s e STy 00 8 (S
ey 2 OT gL31 5 D8 5 G o D56l Jlanml 1l b
QLS 5 i) 35 dalgs QLSS aex Sl gre il 4

Yy
3 2 8l Dholgiing Ol Clss Sl e el Gm (26> O S
Sms & pad sl e Ol Sl ey & Sl Gk S e el
Sl 4 2 51353 53 g bl (DS g5 ol 058 AT (on
Comd g 3l Cdiblons L5 40 3131 sl S A8 (YT (ST
(el oy 1) 31 (g 155 55 4 (blims 55 65,50 555 Loyl 5
530 Jlal e Hlo it DS g opl jlsm db s e kL
5 S e 53 35 50 Gy B 5 550l I ity SET 6 ,E 5 5o
oA Olse 4 Sk 5 Sledbl sl €1 31 (5,053 55 b cpe s

and (2l Q}g.w LYoy Gr.:f)j})) ol o220 Ol 55 (651 2l

1 a climate of silence

2 A9 Eem = €60 L 1o mo ALY A AL W




VFeY AYY oyl oYY o9 gs:;l;.:.;lﬂ c-_,l:«Alsuz J

;)t)&w,w,srw

L) e OS;K&B:Q&Q&Z&M—&;L&@JMy\}

ol 03 iele a1 S e 5 G255 (s A S sers ek
5 T s (@8 G s e il Sl eslizal b e e
(Jale 2l s A peme BT s ol 2 6l 6005
ie gamn 55,05 Sb AT a8 ol ola ale 5 Jole 555 5515 )5
j|JiJ\iJ§L' b ule 5 Jole 3 5 3,15 5 55 55 Jele 8 6l (63959
el T

S ke 5 (6255 8 A SaS sazme ki Sl ey 1l (S leba
el 0T &5 e 5 g 5 B gamn S s Jule (Jole a s
B S 55l o bl S e o 5V 53 il Kinles
W jaeta YU o (sl Jale ST sl 53 o o8 S e
$3353 5 s SWds gazens Ioukms S S ) b ule ol L
c]a.»LAJALcwKﬁnaulﬂLs?bjl?bjlfaljm};fl)dfﬁiwj
g gy

52 {MICMAC ls 503) (Sualy Oljee 5 5585 Sps Jubond 5 40 o
Sl B & Ol o bt (Saly 5 358 Sl ol
sl g libes 555 (Gl it 13 8 el Cead Jlgzr 4 50T 5 %
(Sl s 5 (8354

(aazdl

g ossh pesleul Jelais o w Sle il ol e (:l>u| sl
TlAel Sl b o oalizal (s 8 VU 3 o8 glasles I s Sle
OT s 55 &8 Sl o eslizal Dlanaine i 51 alais s s Sle

el o 45‘)‘\ J}A?JJ

Slp s oS it 03 5 (B ) s s e pisu nl 0o
fbse b AT 08 1 51 61 Sl 55 eds glulis Jalye dumlaw
s § eSS hagh

(e

SSESS (s = (55l (S5l 16 ol — ()bl (S5l Juke
ol s 4l ol Kos i oS ST o (sl ke
Gy ol &S e jolie o (Sdomy p WIS 0 8 s dske
5@l S odons Jalsy &S s3le s 3B 1y Loy S 5 sl 3l
Ol & 3 S e 5 05 S ot by Tombgo S5 3 |y ol
b jeize o daslsy (S homy & 0013 Sl ys 5 Oiisny oLl el
S 1y b pite Ll (g el — ol Lo (Slud s A o Jos
a5 LLOYAS Ol 5 5 o) A o OLES 51 5e alads Ll
@.,z,ﬁpuu;\)o\fﬁ',mé,,ﬁa—L;Juuu:,u;sau{
St ol 08 5 b5 sy cal el W a5 e Jlesl a3,
Wl 5 75 4 (ISM) (6 s = 55kl (g5 lud e sl 21 J-1 e
g or el S sy oS gl ke ke s
ol 03,557 Cws 4 (SSIM) (g kil alwis 5 s Sle sl
oslal olasle 51w Sle pl 55 a5 s i Sy Lailyy bl

Sl sle sl pldias o OLES T (6 pdy o s &S 555 0

Syls 5B e ) ke A 13 5 e i iV

DS gyl @b ke i e O oS goyls S e i s X

Al 4 plaes skite 4 tadsl e e e Sl 03557 Caes 4
5 o sbasles & o J3 o 53 edisl (slaskes Wb sl 5y s
S &y ) Sy s 93 i Sle 65 s s s &S
el S e X 5V g o 4 0 5 A bl G b T

Syh g Jds adgl g ies G sl a bl Jelass
Sy fnd (o flo 4 (ltns Sl 1 lE (g e el Sl
93 el el Cows 4 Loy 53 6 dydlast 35 s b cadsl

\fov




;)t)&,m,wﬂ;rw

BTy bwjggbaaj&gﬁdﬂd—djwbdwkf—\}

o> ik N J9u

Sty g F
ods STyl glojle Cule> Y

df:}.ifa}&/\

) S A Y s F Y
V O V O V A A O O e Caili )

V V. vV VvV 0 0 A V ke s Y

0O X 0 0 o o0 X G sy ¥

vV X V V V X Sl e 3 gy Slaa 5, F
vV 0 V V V S pdoslint  Kin 5 0
(0] o0 Vv A

v A X

\% \%

Y

Sl g lal, 4
I O S S Y

el ok 5515 ad gl (6 iy o

03 03l glastes b adsl (6 pidy s 53 e Fle s alzes 1

Al Y a5 s b 6Ky i bl 4 ) o

W9l S pdy o pwd b T Jou

e Ay~ M MR R
) . W \ slesle colas
) Yooy ) VI T e s Y
\ \ \ O g,y ¥
) IR W R g Sl e 3 g slanali s ¥
) R AN BN \ G pdpalisl o Kon 5 0

e agh #
olks STyl Sljle Cules Y
S5 85 5 A
slils gylsly A
L N G A

b OT & by o bl o s 5 B pome o S 0,5 o0
Sl (6515 Cgmr bghas stias OLiS o ol (sla V) 3luws 3 ST )
Sl Jels pize S5 (35,9 A gezes 358 o0 oo OT 5l &S
83525 48 gazma (6l 58 o0 gite g 0T 4 45 el (s
DL Osir pl o ) sl 355 (o) OT & by o Ot il 2
% 3l ey 350 0 3505 e O &S Sl (g5l ga b g Sias
S p ¢y s sazme o) ST 28 (5 5 5 (53505 GLaas gars
& e a6l S ke degeme B b nl ) g 5 s o e e e
238l (S OT S 28l 5 (g 5 A gazmn &S (5 it LT o0 o

5,8 0 B e 0 SV

VFOA

03,505 b el s g ady) g s il 0T G
o S Gl s e e e s 55 6y !
ISM uls Sy sl ol ol 51 gt Al 0 53 Ol 85 o e 5 p by
s ¥ Jgdom 5o bs ke et Lol gy 3 onlanal amei 5 S oslial
o 03l OLES 55 it 8 Siuly Olsn 5 oite o 3585 Sy 50357

el
Gy ol b 4 g (BLys Sl ey e o
(“Jﬁé‘}‘ﬁgiwdhﬁ(‘}“ﬁ)uﬁﬁ‘c}‘“&:ﬁsLS‘;.’-J}:"L;‘
Qo gaze b S5 OS5 2le 5 (63905 (9 48 seme 4w (O]

olugkoT,'uS@tW- o Sl Jels e &S s

&wgﬁ)((lm-;:gac(ﬁ AL T ALY A AL W




Q‘)&«A}éjjwb.-r&.‘ﬂ ...d)B—QL’SJKgB:Q}Q«WL;M—L;)L&bdvu@\jla

YF Y YV oyl VY oJ‘pg‘S&w\_’)(}lﬁd?u J

LB G nd wswd g Fb S Jgu

348 Oy ) 4 A v 2 ) ¥ i Y \
5 | #) ) #) \ . . . . | Sl coslis )
A | \ \ \ #) . #) \ ) . S s Y
B ) \ ) ) ) ) \ \ ) ) M g,y ¥
) | \ \ \ \ \ \ \ ) \ Sl lie 350y (Slanals
), | #) ) ) \ ) \ #) #) | Syl K 5 0
o #) #) \ #) \ . . . . . Cote Oy 485 7
) | #) ) ) \ . . . . . o STyl glojle Cule ¥
v | \ ) ) ) . \ ) . . S5 85 5 A
B \ \ ) \ %) ) \ \ #*) ) sl gyl 4
\ \ . . . . . . . . . I S S Y
). q q q q ¥ 5 5 0 o Sl s S8 )

) T md £ 9o

Jse TS 2333 S e
\ Sl cslas Y+ —4-A-V-F—) 4-0—F-Y-\ 4-3 \
Y S s Y —QoA-Y-F-F-Y-Y 4-0-F-Y-Y q-F-y-y
¥ S (5 e Vo —4-A-Y-F=0-F-F_Y-) 4-A-D-F-Y-Y 4-A-D-F-Y-Y
£ Sl s 3 5o slasals Y —4-A-V-F—d-F-F-Y_) 4-A-D-F-Y-Y 4-A-D-F-Y-Y
o & sl o Kea 5 Y e —4A-V-F—B-F-Y-Y_) 4-0-f-v 4-0-F-v
4 S Sy 45 Y —q-A-V-§ 4=A-V-F—d-F-F_Y_) 4-A-V-#
v ok STyl sl o le Yo —4-A-V-F 4-A-V—F—B-F_¥_Y-) 4-A-V-§
A oL, $5,:8s 5 Ve =4—A-V—§—F_V 4-A-V-F—D-F-¥_Y_) 4-A-V-5_F-¥
q Sbile s,lsls Yo —4-A-V-F—O—F-Y-Y_\ 4-A-V-F—D-F-F-Y-) 4-A-V—F—B-F-¥_Y-\
D S O S S \e Y+ —-A-V—F-O-F-Y-Y-) \

2l S L, o 15 pss mhaw 3 DS (555285 5 5 Slojla 2l e 1) g Ol gt 4 (I O S 8K 031 513 5l ey
.@\oMTOJ}u\?J>OTQ@W up;‘;i.n6);&@&@&5)\{)>ﬁihd|di>gdjkcc}b

Gl (ke o gl codd STl il ol glajlae Al

Y & owx 0 J9ur

Jolss ST YY) eS| sl el
| Sl cslis 4-A-V=5-1 4-0-F-¥-) 4-
\ e L 4-A-V-F-F-Y-Y 4-0-F-y-¥ 4-fF-y-y
v BN (g ,n 4-A-V-F—D-F-Y-Y-) 4-A-0-F-Y-Y 4-A-D-F-Y-Y
¥ Sl e 3 pogs (slaaels 4-A-V=5-0-F-¥—Y-) 4-A-D-F-Y-Y 4-A-0-F-Y-Y
) & pdoslint oK 3 4-A-Y-F-D-F-Y-Y-) 4-0-f-¥ 4-0-F-¥
5 ke g 45 4-A-V-5 4-A-Y—§-D-F-Y_Y-) 4-A-V-5 Y
v os STyl lejlo e 4-A-V-# 4-A-Y-F—0-F-Y-Y-\ 4-A-V-# \
A O )S $55i8s5 A-A-V-5-F-¥ A-A-V—5-0-F-Y-Y-) A-A-V-5-F-¥ \
q Sl 5,05k 4-A-Y-F-D-F-Y-Y-) 4-A-Y-F—0-F-Y-Y- 4-A-Y-F-D-F-Y-Y-) \

Y¥od




Q‘)&A}djﬁr}é.‘ﬂ ...é)b’-QS;K&B:Q&Q&Z@M—@;L&@JMy!}
’“\"-"‘J:":“JLé-?ui\d“"L*\U:fd)‘}(‘ﬁ’ch‘"ﬁ):";‘ﬂ@? deb)@)ﬂ@bdﬁ&ﬂ&)}bqwc?d}bc_{b‘bb}fL’
Wl 0 11§ gt 55 0T s 47 5 5 oo plonil (sukismlann S25:85 5 5 Slile obly e Cusl cedd STl Slejlu
BRI BipE s G‘“"‘iﬂ ST zal g 9 A8 saza Iyl oS,
Vg o 1 Jgor
Jolse ST $3923 STl b
) Slosle cdlis ) B-F-¥-) ) i
Y e g FYoy O-F-y-Y FY-y i
¥ SN s B-FY-Y-\  A-FYY A Fyy
L T Oy . e i S-S o
o & Lzl oK b B-F-¥_Y-) b-F-¥ b-F-¥
S Sl SBlad jlas 55 &S 250 5 (rp & s paze S pl a5 L
I3 e o 53 slme 93 ) 95l s LS e Cloib
£ g s Y Joo
Jolse A sy ST e
v SN 5 ) e = X ¥
? Sl s 3 s slatal b-F-¥ g b-F-¥ 7
) S ol oKa 3 O-F-Y b-f-¥ O-F-y ¥
Suphw Sl Jol il LS o 18 poler e 53 Sl 4w (GO (g, s p ST 2al g (g S Ao gee S plw xS L
el 0 deT A J g 03 e ol Jelse el czaa QL.\SJ” & pyslazl i{...ajsj R CL.» 3 s Sl
ol Jolgs s 3 Jol> @l A Jou
) s ol
) SR O S S Js!
Y ol &Sl gla sl iy b
r e Ly g
. £22
\d sbile g0k
[ os's 53}&?;‘,"
4 oo L
L £
v Sl cslis
A S (5 )
4 Sl ol 3 5 Slaaal eoler
). Syl s 3
\¢L

2 A9 Eem = €60 L 1o mo ALY A AL W




VFeY AYY oyl oYY o9 ‘g_;".t‘:“;‘}) r_,l:«Al’u J

OSas 5 (g9 st oos!

L) e OL’SJK&BJQ}Q&WSM—SJL&-LﬂJM@Jk

Ji.:ﬁ@t«;d.u.gw\am‘}:&uc@)tﬁ;um@wgm

Ol 0k 0als OLES Y

S i (Sl S iS5
PR 53 men 5 Jal g 51 IS 8 o sl OAs et Sl ey

—
L it N R S——. IRV
| ea—
N - it »
L
o ;—_J—l . = "": : L
. o o
;_H-‘_._';MHJ-'_ o = JH"'I"'
L
e - .
= | e LRy | —
— I. at >
. . 3 "f._,:- E—
2 | ih_’..l — -
I
S

H98 SOk 10 G LS I I g Cakd Jote )

ol 53 5 a3 St o ) e Wl DT 55 5 g
Ao 5 0sban ) s pie opl Ll (o0 55 et 35 5551

9305 (S ol o gyl S ol e 65 45 gla e ¥
il o oS (Sl

S S s glalid false sl Ol S K o ks
w3 Sl 4 Saeals 5 (5 p L5 sE D a1 BV LS bl
23 4ol3l )3 oS L gp ol Jlnns 5 5 Al 5 (S sy 0S5 58 ol 2
RGN PRT-PR PR AT S

guf,&sélxo;wwéﬁﬂs-é,uudmw;y@
- bl Sl Jle 6,555 4 Lo das ol s B
3o m e g bl a @ o s 53 i e 5 (6 el
s B aes By a ite (gas 5 (Sl -

Sy slyls a7 ol e e Juld ates ol n)lees 5 e e )
4 e o i a e gl ol Lo gta 5 Cns Sl 5 Sl
AEb s OT L i 5 (S DLl lls 5 035 s
{.sj.u;sg.im S8 (shls e ine 1 g pl tetls (sla e Y
a5 (sla e Y ame bn ke 3l s ol bl oo YU s Sy I
s Coda b

Syl hyls S s ola ite ates s G sy la e X

A ki bl b kel il e ol 3 (Saals 5 3L Colita

VPPN




Q‘)&A}djﬁr}é.‘ﬂ ..é)&:’-b\.’f;\f@\é:&)&@&idﬂ*&—L;;L&L»dvu@bla

£5 i 5 i g 3
¥ y v
& ¥ A 4 ¥ v
Pl Ty e Y ¥ ¥ .

3, ¥
R -

4,
A .
v
A
g
\ Y v ¢ 2 q q !
5 Ul e

K518 9 (S 2 395 308 A 3l GO LSS BIN g cand 0 s llid folgs ¥ JSCE

3OS, F50i8s s (Cute Cusi colkd STl Slejle Coles
05 s sbobil js B LS wHls S5 Slele gyl
ol ks 35 215 O S LS 4ol Sl Cules Oy s
Oy 35 alllan 55 oS (1VAQ) (g ol 5 oy 25 b L sl
2 ible A g Sdanly 15 4 a5 b Sljle Sl e S
S Gl oyl Glees (uwl HIE ST Sl &S cnSs
LOT 55 hes dgn &S5 i 55 6l 1) Slejle Coles OLSTIS
d\;;\;ml?‘@?}:L;;;_}\Muu@ujualaipu;l?%i
Sl 4 Cule Sy s S ol oy DS 2SS e il
5 BN OLSHE lys Abl #b 5 DL laes| mloo 5 A 545
(YY) OLen 5 g dadllan b 55 4l ol s yls o )Lal OUT &S lis
CanSs o go Ll 5 o S9,m 5 S90S 3oL &1, ks S 0l o8
Ca e lojle (gla 3ol ol Slsen 358 LSS by & S
LOT 55 ielas 35505 ot QLSS 55 b Sl go Aoy o]
Ao dal s 5l Glejle Coldal 55 Sles 4 S 5 LS oo 5]
s b3S il IS ) 35 I ples OLSS l al s
e a5 QLSS (S5 388 s 5 s Olojle ()l Conds 35
S35:85 5l B LSS el oS el s Koo
S5 spses kil 53 (63U 5,58 5558 0 OLSHE slazel jluais;

VEPY

S 5 domd 9 Somy

e DS LS sl e b Sa b Sl e
A plil s cbobjle 55 B OLS L8

(Lt 4l 50 OT b Lol jlu ol b 53 a8 bl a3l 51 (S
pwjé\yﬁ.ggsgus)ﬁ‘dud\)g.@|ou§)l§¢,§d
Seg e g oel Olojle &GS w s laslgiin 5 Ol L &)
A Ol 1SS e st S o5 Ole sl 3 Shes 5 (5550 4
LOT slaelE s 5 lajsliy 5 Lijls 55 LIS e S g )3 (Slockos
Sl O sS al ails Slejle S g 53 age ST Ll
S OMLe,lS &8 Bl e Bl Sley bl 55 &Sl (gl
LS (gylss s diedda jsb 4 Olojle 4 by o O L35 5 Sledb|
S s Sl 5,1ugSS 4 536 Olejle slasl S I oslizul
oo 3 (5ol g SIS Bl e Ol 8 0y 5 85 (51 Ll o0
(\iu 354 5505 3y OldieylS 3 g Slasle Cudbse Ol 3G
W&u@ujuoﬁm1,'0‘,\;:;@@6;%@;,,&@5}
ddllas 53 555 o0 O geimn Olajlo (61 o 5 DL (6l o0 Sl
3 O DS sl DS ClSs S e VLol
— eolle ledae pay B s col HIIE ST Sas slaolejle

‘ﬁg)%cbd@;&p,ssuum}xué%cbd,@

2 A9 Eem = €60 L 1o mo ALY A AL W




VFeY AYY oyl oYY o9 L‘Sb'-t&}b‘) r}l:«‘\lm J

OSas 5 (g9 st oos!

L) e ow;ggbaaﬁmdﬂd—djwbdwk;—\k

SN Olas>de

iy 55 68 ey jl a5, ol Dl gy GV Jeo! 31 (59
o odomte Slylel ¢ o3 ol ¢ oDl 35T &l ¢ Glajlu by — s Sy e
ol dlaz S Slallls 4 bgy o S Sl plod R g ol 53 el
Coley OB SES 8 Ok Ol s sl 5 SleMbl 05y aile s wWET
ol 0l

el (Jlo Colem Ok 5 6557 A, B s ags ol i b (sl
B 5l 5 ol ool Stins sy Ul bkt 5 O Ny 93 31 50 5
Bl gn Al ) glin Skl 35 p g iy 5 5 Lzl skl cp g

sl gad ool i ol b ey 53 milie 3La om0 iy 55 1 Blie SL
wils 6, 8en iags oy plosil )3 487 (313 gala 3l abow gy 1 D8 9 ST

- Y FERTIPRK S R

S SIS ayls Slsan (VYN LS5 dalllas ol b 55 4l (pf
L C.;‘,i.w Sy clisls YL gylsliy 4y Sl 4
Q}i.»w‘ﬁ)\.lf};téh,}hcc;:cbu‘p.mdba‘,ﬁ-
S5 Sl Codlid 5 gde Cladd e 53 (B LSS els
G s 5 S e bles @ 313 oy Lal Gke Chsd .l &
Slsbtas 5 e (108 5T 4 LOT aul 53 (Y+49) g 45 Olejle s
Codlid .ol o lal Lobejle 53 Slejle & S CaSls y Site ot
I 5T L e 5 385 Sledbl @iyl s 0L, 350 5 Slejle
By DS LSy M S gl e 1wl mlaw s S
6l sl e o kel il 4B 8 15 (o duslanl  SKa by Ll

ol 1) AT B ediS 6y 8 Jul go B 5 s g0 g

\FoY




OSas 5 (g9 st oos!

.uéyd'Otgjgtdﬁbﬁﬁb;ﬁwg;mgiidjrus—'djt;LﬂdJﬁk§>bL

References

Aghababapoor Dehkordi, T., Aghababapoor Dehkordi, T.,
& Nasr Isfahani, A. (2013). A Study of the
Relationship between Organizational Identity and
Organizational Silence among Employees of the
University of Isfahan. Journal of Applied Sociology,
24(4), 139-162. (Persian)
https://jas.ui.ac.ir/article_18331 en.html

Ahmadi Baladehi, M., Dastoor, A., & Salehi Tileki, Y.
(2018). Investigating the Relationship between
Organizational Structure and Managers' Power

Sources in  Hormozgan Province Police
Headquarters. Police Organizational Development,
15(66), 89-1009. (Persian)

http://pod.jrl.police.ir/article_93949.html?lang=en

Algarni, S. A. Y. (2020). How School Climate Predicts
Teachers' Organizational Silence. International
Journal of Educational Administration and Policy
Studies, 12(1), 12-27.
https://doi.org/10.5897/1JEAPS2020.0642

Babaei Aghbolagh, M., & Sattari Ardabili, F. (2018).
Investigating the Constructs of Psychosocial and
Organizational Gossip Behavior. Journal of
psychological science, 17(69), 545-556. (Persian)
http://psychologicalscience.ir/article-1-259-fa.html

Bashkooh, Mohammad., Zare, Qasim., Mohammad
Ghasemi, Hassan (2020). Investigating the Impact
of Defensive Silence on Creativity with the
Mediating Role of Fear in Ardabil Gas Company.
7th International Conference on Accounting,
Management and Business Innovation, Tehran,
Iran. (Persian)

Chenji, K., & Sode, R. (2019). Workplace ostracism and
employee creativity: role of defensive silence and
psychological empowerment.  Industrial and
Commercial Training, 51(6), 360-370.
https://doi.org/10.1108/1CT-05-2019-0049

Dal, H., & Atanur Baskan, G. (2018). The Views of
Teachers Working in Secondary Educational
Institutions about Organizational Silence. Kuram ve

Uygulamada Egitim Yonetimi, 24(1), 45-91.
https://doi.org/10.14527/kuey.2018.002
Demirtas, Z. (2018). The Relationships between

Organizational Values, Job Satisfaction,
Organizational Silence and Affective Commitment.
Online Submission, 4(11), 108-125.
https://files.eric.ed.gov/fulltext/ED585989.pdf
Doo, E. Y., & Kim, M. (2020). Effects of hospital nurses'
internalized dominant values, organizational
silence, horizontal violence, and organizational
communication on patient safety. Research in

\VFP¥

nursing & health, 43(5), 499-510.
https://doi.org/10.1002/nur.22067

Erkutlu, H., & Chafra, J. (2019). Leader Machiavellianism
and follower silence: The mediating role of
relational identification and the moderating role of
psychological distance. European Journal of
Management and Business Economics, 28(3), 323-
342. https://doi.org/10.1108/EJMBE-09-2018-0097

Gencer, G., Atay, H., Gurdogan, A., & Colakoglu, U.
(2023). The relationship between organizational
culture, organizational silence and job performance
in hotels: the case of Kusadasi. Journal of
Hospitality and Tourism Insights, 6(1), 70-89.
https://doi.org/10.1108/JHT1-01-2021-0001

Hossein Amirkhani, A., & Ghaleh Agha Babaei, F. (2017).
The Impact of Organizational Silence on
Organizational Citizenship Behavior. Management
Studies in Development and Evolution, 26(85), 109-
124, (Persian)
https://doi.org/10.22054/jmsd.2017.8222

Kamalzade, H., & Liaghat, F. (2017). The Relationship
Between Corporate Identity and Organizational
Silence. Management Studies in Development and
Evolution, 26(84), 97-124. (Persian)
https://doi.org/10.22054/jmsd.2017.7857

Karaca, H. (2013). An exploratory study on the impact of
organizational silence in hierarchical organizations:
Turkish national police case. European scientific
journal, 9(23), 38-50.
https://core.ac.uk/download/pdf/328023809.pdf

Kiling, E., & Ulusoy, H. (2014). Investigation of
organizational citizenship behavior, organizational
silence and employee performance at physicians and
nurses, and the relationship among them. Business

Management Dynamics, 3(11), 25-34.
https://bmdynamics.com/
Larijani, N (2021). Investigating the causes and

consequences of organizational silence by
presenting solutions to deal with it. Journal of New
Research Approaches in Management Science,

4(13), 109-133. (Persian)
http://dl.pantajournals.ir/uploads/pdf/20219291313
58537.pdf

Moallemian, L., Haghigh, M., Rezghirostami, A (2021).
Identifying the factors affecting organizational
trauma and organizational silence mediated by
managers' emotional intelligence. Ethical research,
44(11), 331-352. (Persian)
http://akhlagh.saminatech.ir/Article/18411

Morrison, E. W., & Milliken, F. J. (2003). Speaking up,
remaining silent: The dynamics of voice and silence

2 A9 Eem = €60 L 1o mo ALY A AL 1



https://jas.ui.ac.ir/article_18331_en.html
http://pod.jrl.police.ir/article_93949.html?lang=en
https://doi.org/10.5897/IJEAPS2020.0642
http://psychologicalscience.ir/article-1-259-fa.html
https://doi.org/10.1108/ICT-05-2019-0049
https://doi.org/10.14527/kuey.2018.002
https://files.eric.ed.gov/fulltext/ED585989.pdf
https://doi.org/10.1002/nur.22067
https://doi.org/10.1108/EJMBE-09-2018-0097
https://doi.org/10.1108/JHTI-01-2021-0001
https://doi.org/10.22054/jmsd.2017.8222
https://doi.org/10.22054/jmsd.2017.7857
https://doi.org/10.22054/jmsd.2017.7857
https://core.ac.uk/download/pdf/328023809.pdf
https://bmdynamics.com/
http://dl.pantajournals.ir/uploads/pdf/2021929131358537.pdf
http://dl.pantajournals.ir/uploads/pdf/2021929131358537.pdf
http://akhlagh.saminatech.ir/Article/18411

VFeY AYY oyl oYY o9 “_;.,'-L;:J\,J r_,l:«‘\lsu J

OSas 5 (g9 st oos!

L) e OL{)K‘fBJQ)QMWSM_SquJM@|Jb

in  Organizations-Guest  editors' introduction.
Journal of management studies, 40(6), 1353-1358.
https://doi.org/10.1111/1467-6486.00383

Neshat, N., Jamali, H. R., & hassanzadeh dizaji, E. (2012).
Assessing the work environment of Iranian National
Library for creativity of its staff: a case study.
Library and Information Science Research, 2(1),
123-136. (Persian) https://doi.org/10.22067/riis.
v2i1.9764

Parlar, H., Tirkoglu, M. E., & Cansoy, R. (2022).
Exploring how authoritarian leadership affects
commitment: the mediating roles of trust in the
school principal and silence. International Journal
of Educational Management, 36(1), 110-129.
https://doi.org/10.1108/1JEM-04-2021-0160

Perkins, D. (2014). Conceptualizing defensive silence in
project-manager-to-project-sponsor
communication. Leadership & Organization
Development Journal, 35(1), 2-19.
https://doi.org/10.1108/LODJ-05-2012-0027

Peyran nejad, A., Davari, E., & Afkhami, M. (2017).
Organizational silence as a Current Challenge in
Human Resource Management: Exploring the
Factors and Consequences. Organizational
Behaviour Studies Quarterly, 6(1), 147-176.
(Persian)
https://obs.sinaweb.net/article_25876.html?lang=fa

Rahimi, E., & Zaheri, V. (2020). Investigating the effect
of perceived organizational support in breaking the
organizational silence with mediator role of
affective  commitment on  employees of
governmental offices in qom. Iranian Journal of
Ergonomics, 8(1), 66-73. (Persian)
https://doi.org/10.30699/jergon.8.1.66

Rajabi farjad, H., & Rezaei, S. (2017). Effect of
Organizational Silence on Employees’ Performance
According to Mediating Role of Organizational
Culture. Journal of Cultural Management, 11(37),
1-16. (Persian)
https://jcm.srbiau.ac.ir/article_11695.html?lang=en

Riantoputra, C. D., Maharisa, W., & Faridhal, T. (2016).
Acquiescent and defensive silence in an Indonesian
context. Makara Hubs-Asia, 20(2), 122-131.
https://doi.org/10.7454/mssh. v20i2.3493

Sanei, N., Danaei, A., & Hematian, H. (2020). Designing
a new organizational change model that is
compatible with the psychological characteristics of
employees khorasan razavi university of medical
sciences. Journal of psychological science, 19(94),
1331-1340. (Persian)
http://psychologicalscience.ir/article-1-727-en.html

Sulphey, M. M., & Jasim, K. M. (2022). Paradoxical
leadership as a moderating factor in the relationship
between organizational silence and employee voice:
an examination using SEM. Leadership &
Organization Development Journal, 43(3), 457-481.
https://doi.org/10.1108/LODJ-02-2021-0075

Takhsha, M., Barahimi, N., Adelpanah, A., & Salehzadeh,
R. (2020). The effect of workplace ostracism on
knowledge sharing: the mediating role of
organization-based self-esteem and organizational
silence. Journal of Workplace Learning, 32(6), 417-
435. https://doi.org/10.1108/JWL-07-2019-0088

Wynen, J., Kleizen, B., Verhoest, K., L&greid, P., &
Rolland, V. (2020). Just keep silent. Defensive
silence as a reaction to successive structural reforms.
Public Management Review, 22(4), 498-526.
https://doi.org/10.1080/14719037.2019.1588358

Yazdani, A. H., Najafi, M., AminBaidokhti, A. A,
Mohammadyfar, M. A., & Rahimian Boogar, I.
(2021). The effectiveness of organizational
intelligence training program on job satisfaction and
job motivation in employees. Journal of
psychological science, 20(99), 379-390. (Persian)
http://psychologicalscience.ir/article-1-1023-
en.html

Zahed-babelan, A., & Karimianpour, G. (2016). The Role
of Organizational Justice and Organizational Trust
in  Anticipation of Organizational Silence.
Management  Studies in Development and
Evolution, 25(80), 85-99. (Persian)
https://doi.org/10.22054/jmsd.2016.4029

Zaman, U., Florez-Perez, L., Anjam, M., Ghani Khwaja,
M., & Ul-Huda, N. (2023). At the end of the world,
turn left: Examining toxic leadership, team silence
and success in mega construction projects.
Engineering, Construction and Architectural
Management, 30(6), 2436-2462.
https://doi.org/10.1108/ECAM-08-2021-0755

Zekeriya, N. A. S. (2021). Factors Affecting the
Organizational Silence of Academics Employed at
The Universities in Pakistan. Anemon Mus
Alparslan Universitesi Sosyal Bilimler Dergisi, 9(1),
9-27. https://doi.org/10.18506/anemon.674992

\¥P0



https://doi.org/10.1111/1467-6486.00383
https://doi.org/10.22067/riis.%20v2i1.9764
https://doi.org/10.22067/riis.%20v2i1.9764
https://doi.org/10.1108/IJEM-04-2021-0160
https://doi.org/10.1108/LODJ-05-2012-0027
https://obs.sinaweb.net/article_25876.html?lang=fa
https://doi.org/10.30699/jergon.8.1.66
https://jcm.srbiau.ac.ir/article_11695.html?lang=en
https://doi.org/10.7454/mssh.%20v20i2.3493
http://psychologicalscience.ir/article-1-727-en.html
https://doi.org/10.1108/LODJ-02-2021-0075
https://doi.org/10.1108/JWL-07-2019-0088
https://doi.org/10.1080/14719037.2019.1588358
http://psychologicalscience.ir/article-1-1023-en.html
http://psychologicalscience.ir/article-1-1023-en.html
https://doi.org/10.22054/jmsd.2016.4029
https://doi.org/10.1108/ECAM-08-2021-0755
https://doi.org/10.18506/anemon.674992

