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Abstract: This study objective to identify organizational silence and its impact on job performance through an applied study on
employees in NGOs in southern governorates, Palestine. NGOs may not be focused as a community for researchers due to their
aims, but employees are humans whether they work in the commercial, public, or non-profit sectors. Organizational silence is a
common occurrence in both the public and commercial sectors. Organizational silence in NGOs was not discussed widely.
Researchers used questionnaire as a main tool for data collection, and the descriptive and analytical approach to conduct the study
results. The study population consist of NGOs employees whom working in administrative and technical positions. Researchers
used stratified random sampling method, and (367) questionnaires were distributed, while (295) questionnaires were retrieved with
rate of recovery (80.4%). SPSS for statistical data analysis, and a multiple regression method to measure the impact were used. The
results of the study showed that there is a statistically significant effect of organizational silence among workers in NGOs on job
performance by 18.6 %. Also results indicates that organizational silence in NGOs was 48.91%. Results for organizational silence
cleared that employee resists pressure from others to induce him to speak about the organization's problems, knowing that he may
be harmed by officials, and employee avoids disclosing any confidential information related to the work aimed at achieving benefit
to the organization. The study suggested that a fair and consistent system of compensation and incentives based on work be
implemented, as well as developing employee confidence by allowing them to participate in decision-making, which helps to reduce
organizational quiet. Also study suggested to reduce the phenomenon of organizational silence by enhancing the employees'
capabilities in giving them full authority in the exercise of their work and encouraging them to participate in making decisions.
Recommendations suggested increasing upper management's awareness of the concept of organizational silence behavior and the
necessity to avoid centralizing decision-making and to activate participatory management. Add to that the need to foster personal
initiative through a system of pecuniary and moral incentives, as well as promote innovation and learning culture. NGOs must pick
personnel who are knowledgeable and related to the business whose job performance they will analyze in order to achieve efficiency
in job performance. In addition, regulations to hold low-performing employees accountable and set standards that drive them, as
well as reinforcing systems of material and moral incentives to encourage people to work beyond hours, which leads to increased
productivity, are needed.
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challenges. To provide a better service to the targeted cases
and to stay away as much as possible from the matters that

1. INTRODUCTION lead to poor performance that negatively affect the results and

Organizations are growingly demanding their staff to be
innovative, to express their ideas and to be responsible for the
excessive expectations of the customers, and focus on the
quality service delivery as an indicator of changing world.
However, it has been observed from literature that
organizations find it difficult to achieve their set goals due to
lack of committed employees.

Civil organizations (NGOs) are considered among the
important organizations in the Gaza Strip that are interested
in serving several important groups in society, as these NGOs
provide a range of social, relief and development services for
humanitarian cases in Gaza strip , Palestine.

According to statistics of Palestinian Central Bureau of
Statistics PCBS (2019), the poverty rate in Gaza Strip reached
53% and unemployment rate was 45.1%. [1]

With many challenges facing these organizations, it is the
responsibility of the organizations to work on developing their
capabilities and capabilities and work to raise the efficiency
and effectiveness of their performance to face these difficult

outputs that these organizations seek to achieve. [2]

The extent to which employees communicate upward with
suggestions, ideas, information about problems, or issues of
concern can have tremendous implications for an
organization’s performance and even its survival. [3]

At the same time, many employees in an organization, due to
its management policies or other reasons, may be incapable of
expressing their feelings or emotions in any manner. They
withdraw themselves from commenting about the function or
drawbacks of organization in which they are working.

The extent to which the employees communicate upward with
suggestions, ideas, information about problems, or issues of
concern can have tremendous implications for an
organization’s performance and even its survival. In many
cases, they choose the safe response of silence, withholding
input that could be valuable to others or thoughts that they
wish they could express. [4]

Employee silence refers to the conscious withholding of
potentially important information, suggestions, or concerns,
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from those who might be able to act on that information. The
silence climate has an impact on the ability of the organisation
to detect errors and organizational functioning.

Recent studies revealed that most of the studies were
conducted among employees from academic sector, banking
sector, health care professionals and IT professionals.

One of the main problems of modern organizations is the poor
performance of manpower in organizations. The optimal use
of manpower (manpower performance) is very important
because man has reason and authority unlike other
organizational resources and the manager cannot use it easily.
What is more important is that manpower is not only an
organizational source but it is the only factor that uses other
factors. [5]

Organizational silence is an undesirable phenomenon in an
organization. If there is any organizational silence in an
organization, it can have negative effects on the motivation
and attitudes of employees. If employees' incentives are
reduced and their attitudes change in this way, they do not
have any value anymore, so their opinions are not worthy
anymore and expressing opinions or refusal of expressing
them are not different either or expressing opinions and issues
just causes trouble and bothers others. They revise their
commitment to their jobs or responsibilities definitely. So, it
cannot be expected that an individual who has such a
viewpoint of his job or his superior be responsible and try to
report it in case of a problem or he express it if he has a
recommendation to resolve the organization's problems. In
fact, organizational silence may affect the performance and
commitment of employees in this way. [6] [7]

It has been observed from literature that organizations find it
difficult to achieve their set goals due to lack of committed
employees. Thus the paper investigated the role of
organisational silence behaviours on employee performance
in NGOs .

How far this might affect services conducted by NGOs, and
are there any indicators when organization need to interact
seriously in such cases.

In view of the literature review, the study raises the question
of:

Q1.What is the impact of organizational silence on job
performance at NGOs?

Q2.1s there is organizational silence at NGOs that need
immediate interact?

2. LITERATURE REVIEW

1.2 Organizational silence

Employees are an organization's most valuable asset.
Employees frequently have positive ideas, information, and
opinions about how to improve work in organizations.
Classical organizational theory viewed humans as economic
beings, but this is no longer the case in today's workplace.
People communicate utilizing multimedia and other
technologies to express their feelings, experiences, thoughts,
perceptions, and attitudes regarding work and organizations.
At the same time, numerous individuals in an organization

may be unable to express their feelings or emotions in any
way due to management policies or other factors.. [8]
Organizational silence is a negative characteristic in the
workplace. If there is any corporate silence in a company, it
can have a negative impact on employee motivation and
attitudes. If employees' rewordings are rejected and their
attitudes alter in this way, they no longer have any value,
therefore their ideas are worthless, and expressing or rejecting
them is no different, or expressing opinions and issues simply
causes problems and upsets others.
Organizational silence not only slows down organizational
development but also affects in many consequences like
decreasing in employees’ commitment levels, causing
internal conflicts, reducing decision making process,
preventing change and innovation, preventing positive or
negative feedbacks to the management. It also causes an
increase of behaviors such as breaking down of morale and
motivations of employees, absenteeism, tardiness which
negatively affect individual and organizational activities. [9]
*Qrganizational science concept:
As a notion, organizational silence refers to a circumstance in
which an employee has decided to conceal useful views,
suggestions, and candid thoughts about the organization that
might positively or negatively influence the organization's
improvement and improvements. [10]
Organizational silence is defined as a circumstance in which
employees do not share their ideas or concerns about
organizational issues with their coworkers. It is also refers to
preventing employees from expressing their ideas and sharing
information about organizational issues, and it is one of the
most significant roadblocks to the achievement of
organizational programs and objectives.. [11]
Sehitoglu (2014); Ahmadvand, & Taghvaei (2017), defined
organizational silence as preventing from expressing actual
behavior of employees in the organization. Silence in
organizations refers to is a phenomenon in which
organization’s employees reject to state their views on
organizational affairs for several reasons. [12] [13]
*Organizational silence factors:
According to Heidar et al. (2014), there are many factors
affect in organizational silence: [14]
A): Managerial factors:
1. negative reaction of manager to comments.
2. coercive leadership style.
3. fear of employees from negative feedback to their
comments.
4. distrust and suspicion atmosphere.
B): Organizational factors:
1. job inertia.
2. centralized organizational structure and shortage of
upward feedback process.
C): Social factors:
1. compliance with others.
2. existence of group responsibility instead of personal
responsibility and group thinking.
D): Personal factors: Preserving the current situation and
pessimism to the manager.
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The conceptual model of organizational silence which is the
most famous model that researchers study for organizational
silence, consist of seven parts as shown in Fig. 1. [15]

Ma_nxement
factors

Individual
factors

Social and
cultural factors

Organizational
factors

Fig. 1. Conceptual Model of Research

Source: Mirzapour, M., & Baoosh, M. (2018). Investigating
effective factors on the creation of organizational silence. Int.
J. Hum. Capital Urban Manage, Vol. 3, Issue 2, p. 92.

* Organizational silence influence:

There are several implications of organizational silence, as
silence has a significant impact on individuals and the
organization. In spite of that, the silence study results have not
been paid but little attention from the management literature.
Because of the inconsiderable research efforts in this area, a
number of researchers tried to interpret the effects of
organizational silence. Silence affects the decision-making
process of the organization, in the sense that the quality of the
decision depends on the need to have knowledge of the
employees' suggestions, and vice versa. Silence negatively
affects the organization in the sense that it prevents
information feedback, which leads to poor ability to detect
and correct errors. [16]

There are negative impacts of organizational silence as
following: [17] [18]

(1) poor participation of employees in decision-making
because of the lack of the channels or opportunities of
communication.

(2) reducing dealing with conflict or dispute in an effective
manner.

(3) weakness of the employees' capacity to learning and
selfdevelopment.

(4) Organizational silence does have implications and
consequences on the climate of trust within the organization,
because it leads to poor relations of trust between employees
due to lack of dialogue between them.

(5) Organizational silence correlates negatively with three
dimensions of organizational trust. This means that the more
silence means less trust.

(6) Organizational silence has a detrimental impact on the
elimination of inadequacies and mistakes in the workplace, as
well as the formation of a healthy feedback loop. Mistakes
become a technique for carrying out activities or become
more severe in an organization without feedback mechanisms.

Employee silence is tremendously damaging to firms,
frequently leading to an increase in employee unhappiness,
which manifests itself in absenteeism, turnover, and possibly
other undesirable behaviors. Employee silence is suffocating
innovation and sustaining ill-conceived projects that result in
faulty goods, bad morale, and a blemished bottom line.
Joinson (1996) talks about negative effects of employee
silence like monetary losses to the organization. Over time
silence within organizations causes some employees to be
extremely indifferent. Indifferent employees are those who
are “indifferent to their jobs, employers and quality of work.
Indifferent employees cause the organization to lose money
and function poorly. [19]

* Organizational silence categories:

According to (Alparslan 2010; Bogosian, 2012) there are four
categories of organizational silence: [20] [21]

First: Acquiescent Silence: Is a bad habit to have. Employees
that practice Acquiescent Silence accept the status quo, do not
speak up often, and do not endeavor to improve the
organization's situation. This position necessitates purposely
remaining silent and avoiding involvement in developments.
Employees' failure to speak up is due to their conviction that
speaking up will make no difference.

Second: Defensive Silence: Is characterized as deliberate
omission of work related information based on fear of
revenge.

Defensive silences intentional and proactive behavior that is
intended to save the self from external threats, it’s more
proactive, containing awareness and consideration of
alternatives, followed by a conscious decision to withhold
ideas, information, and opinions as the best personal strategy
at the moment.

Third: Pro Social Silence: Is concealing work-related ideas,
facts, or opinions for the benefit of others or the company,
based on altruism or cooperative motives?" This type of quiet
is proactive and concerned with others. In other words, an
employee who chooses to keep silent prioritizes external
concerns such as the organization or his coworkers over
himself.

Fourth: Protective Silence: Protective silence occurs when
individuals remain silent and approve of higher-level
management decisions in order to avoid causing problems in
the workplace because they believe that sharing their opinions
might jeopardize the organization's performance. It is not only
a problem of image; it is also a problem of maintaining
excellent connections within the corporation.

2.2 Job performance

Job performance occupies a distinguished and distinctive
place within any institution, whether governmental or private,
as the final outcome of all activities within the institution, at
the individual, institution and state level.

Employee performance significantly determines
organizational success or failure because organizations are
worked through people. [22] [23]

Therefore, employee performance discusses how well an
employee discharges his or her responsibilities and duties, and
make an environment that develops the performance of the
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entire organization. The principles of employee performance
contain among others, employee relations, employee
attitudes, employee turnover levels, creativity levels, and
levels of productivity. [24]

According to that, job performance is the first goal that the
organization seeks to achieve in purpose of increase the
efficiency of the organization and the development of the
production process. Therefore, this leads to improvement of
the organization and keep pace with development. We can
consider job performance as mix outcomes from skills;
knowledge and intellectual capabilities that workers have in
the institution in order to accomplish the tasks and tasks
assigned to them. [25]

Job performance is a set of administrative behaviors and
behaviors through which workers perform the tasks assigned
to them in order to achieve the overall goals of the
organization, as the performance is affected by the
circumstances surrounding individuals

Job performance is defined by the employees performing their
duties and tasks according to the quality indicators. Also it is
defined as the means by which job tasks are accomplished
based on the job description. [26]

Job performance becomes one of the most important variables
studied by previous researchers. It is because of the issues and
challenges facing by the organizations usually related to their
business performance and employees’ performance.
Individual work performance is a problem not only for
organizations around the world but also drives a lot of studies
in the areas of management, organizational and occupational
psychology health. [27]

It is considered one of the factors that have an impact and role
on the organization’s performance, as it directly contributes
to the success of the organization through the behavior of the
individual despite the presence of other factors that help in its
success. [28] [29]

* Elements of job performance

1. Quality of work: It is the extent of the individual’s
awareness of his work that he does and the desire, technical
skills, ingenuity and ability to organize and carry out the work
without making mistakes. [30]

2. Organization environment: It consists of internal and
external factors, and includes internal factors which affect the
effective performance: the organization, its structure, goals,
resources, strategic position and the procedures used, while
the external factors that shape the organization environment
and affect the effective performance are: economic, social,
technological, cultural, political and legal factors. [31]

3. Knowledge of job requirements: It includes general
knowledge, technical and vocational skills, general
background on the job and related fields.

4. The amount of work performed: that is, the amount of work
that an employee can accomplish in the normal circumstances
of work, and the amount of the speed of this completion. [32]
5. Perseverance and trust: It includes seriousness and
dedication to work, the ability of the employee to take
responsibility for the work and complete the work in its
appointed times, and the extent of this employee's need for

guidance and guidance by supervisors, and evaluation of the
results of his work. [33] [34]

*Job performance Limitations:

First: Internal limitations: [35]

1. Capabilities: They are the personal characteristics
and skills necessary to perform a job and sometimes
called competencies or personal characteristics, such
as endurance and wit that must be available in the
one who performs a job.

2. Realization of the role: this means; the performance
of the worker is determined by the extent of his
understanding of the role he plays or practices
through the job in which he works.

3. Perseverance and trust: It means dedication,
sincerity, seriousness in work, the ability to assume
responsibility, and the completion of work on time
and the need for guidance and direction.

4. Effort: It is the effort resulting from the worker
obtaining support and incentives, which indicates the
physical, motor and mental energies that the worker
exerts to perform his task.

Second: External limitations: [36]

1. Business requirements: It relates to each of the
duties, responsibilities, tools and expectations
expected from. In addition to the methods, tools and
equipment used in the worker's practice of his duties
and his works.

2. Organizational environment: It refers to the
prevailing organizational environment in the
institution in which the job is performed. It usually
contains the working environment, supervision,
availability of resources, administrative systems, and
structure  Regulatory, communication system,
authority, leadership style, incentive system, reward
and punishment.

*Qrganizational silence and job performance:

Job performance is one of the effective components in
organizations that forms an important part of organizational
studies. It is a concept that contains both the concept of
activity to do work and the result of work. [37] [38]

Job performance is the outcome contributed by the group of
the employee in the organization regarding their participation,
where the organization can see as productive or unproductive
and good performance is if the group of the organization can
meet the expectations of the leadership and have an impact on
organizational performance. [39] [40]

According to Taheri & Zarei (2017), there is reverse
significant relationship between organizational silence and
job performance, that means employee as a mature person
who is knowledgeable enough perceives criticism and
expressing of the opinions as an individual’s right and tends
to participate in the management of learning organization. If
employees don’t have sufficient incentive to participate and
express their ideas in organizational decision-making; this
leads to lack of motivation in the organization system and this
has led to increased organizational silence. Such a feeling of
inability to express their ideas, obsessions and problems in
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employees affects their performance and decreases their
efficiency in the organization, eventually becomes a detriment
to the organization. [41]

As it is suggested, submissive silence means refraining from
expressing ideas because of being worthless from their
managers' viewpoint and philanthropic silence means
refusing to express opinions because of having cooperation
with other people in the organization who benefits from their
own benefit. It is more obvious that these two kinds of
silences have a negative effect on job performance. [42]
There are indications that employees' performance will be
decreased with increase in silence and fear of failure. One
reason may be because of some employees working with
internal personal motivation and try to protect patients’ life
despite the presence of middle organizational silence. So, it
was concluded that different factors can effect on increase or
decrease of employees’ performance, in which employees'
silence is not believed to be a negative factor. It means that
not only the employees' silence in hospitals affiliated with
Kerman University of Medical Sciences is not considered as
a negative factor, but also this amount of silence has been able
to improve job performance of employees. [43] [44]

Yousefi & Mohammadian (2015), indicated that
organizational silence and its indicators (defensive,
submissive and peaceful silence) has a significant relationship
with organizational productivity, efficiency and effectiveness.
[45]

Also, Mohaimeni (2013), stated that organizational silence
and voice are effective on employees performance by the
mediating role of ethical leadership. Organizational silence
has negative and organizational voice has a positive effects on
employees’ performance. Also, the ethical leadership is not at
a favorable level. [46]

Asgari et al. (2014), detected a significant relationship
between two indicators of organizational silence and
performance. [47]

Bozorgnia & Enayati (2014), claimed that there is a
significant relationship between two variables organizational
silence and employees’ performance. Also, there was a
significant and negative relationship between organizational
silence and organizational dimensions such as role clarity,
organizational support, employees motivation, participation
in decision making, employees evaluation and organizational
environment. But it was not significant in relation to
employees abilities. Multivariable regression showed that
among the performance dimensions three dimensions of
organizational environment, participation in decision making
and role clarity has the power of anticipating the
organizational silence. [48]

We can conduct that most of the workers in organizations
remain silent about the issues that occur at work, and the
reason for this is due to the non-acceptance of any opposition,
even if it is legitimate, as these organizations consider it a
threat to their existence and interests, on the one hand, and on
the other hand, these individuals conviction that they do not
exist there.

The possibility of changing the existing and undesirable
organizational conditions and the management’s refusal to
take any action to correct them, so we find them accepting and
normalizing the existing organizational conditions instead of
modifying and resisting them as well as their fear of losing
their job positions that were expected to be obtained, which is
consequently reflected in their loss of self-confidence,
feelings of helplessness and low motivation, to learn and thus
to develop their performance.

From previous literature review, the following hypothesis in
this research can be written as:

HO: There is no statistically significant effect for
organizational silence on job performance among employees
in NGOs.

3. RESEARCH DESIGN

3.1 Study population and sampling

This study conducted on (8258) employees working at NGOs
in southern provinces. A pilot sample of (30) units was used
to study the tools of the study, to verify the validity and
stability of these tools. The research sample consist from
(367) unit using simple random sample method (295)
questionnaires were retrieved with a rate of recovery (80.4%),
as the percentage is considered excellent and can be relied
upon strongly in disseminating the results of the study.

3.2 Research instrument

Since the nature of hypothesis and the variables involved are
the ones that control the selection of the appropriate tool,
accordingly, the researchers have prepared a measure for that
study commensurate with its objectives and requirements, the
elements of organizational silence and job performance.

The process of designing and preparing the study scale has
gone through several stages and steps:

1. Review the literature of job performance, organizational
silence, and previous studies on the subject of the current
study.

2. Collect and define scale paragraphs.

3. Formulation of the standard expressions according to the
study sample.

4. Set the meter instructions.

5. Correct the meter.

6. Conduct a study of stability and honesty of the scale.

The first dimension (Independent variable) referring to
organizational silence consist of (13) paragraphs with three
sub-fields.

The second dimension (dependent variable) of the instrument
which measure job performance was developed by authors
from (13) paragraphs.

Also Trustees validity has been conducted by a group of
experts in finance, training, management, and planning.
Those statements were further revised and modified by the
experts in a subsequent stage before drafting the final version
of the questionnaire.

A 10-point Lekert scale of agreement was used for
measurement, running from “Strongly Agree” to “Strongly
Disagree”, with a Neutral category for scale midpoint.
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Several statistical tools were used for data analysis and

Field

hypothesis testing, including reliability correlation using
Cronbach’s alpha, “ANOVA?”, and Multiple Regression.

3.3 Validity and reliability assessment

The study adopted Cronbach’s a and split half to measure the
internal consistence reliability of the questionnaire. The
results showed that Cronbach’s o values for all dimensions
were > (0.5). It indicated that the design of the questionnaire

I think that if |
have made any
suggestions

for developing
the work, |
may be hurt by
those in charge

had a high internal consistency as shown in table (1).
Table 1: Coefficients of Alpha Cronbach

No. of Alpha-Cronbach
paragraphs stability

Field

Organizational 13 0.903
silence

Job performance 13 0.905

The results showed that Cronbach’s o values for all
dimensions were > (0.5). It indicated that the design of the

| am
convinced that
the
organization
does not prefer
to make
suggestions by
employees to
develop and
change work

questionnaire had a high internal consistency as shown in
table (1).
Table 2: Split Half Method

No. of

paragraphs
Organizational 13 0.962
silence

Job performance 13 0.877
The results showed that split half values for all dimensions

Field Split half

I keep my
opinion on
myself
because |
believe my
opinion  will
not be heard
and will not be
followed up

were > (0.5). It indicated that the design of the questionnaire
had a high internal consistency as shown in table (2).

3.4 Data analysis and discussion of results

Organizational silence descriptive analysis as independent
variable is shown in table (3) to determine weighted average
and rank for paragraphs.

Table 3: Descriptive Analysis for Organizational Silence

Field . | Weight
| tend to hide 50.66

I refrain from
submitting any
development
proposals
because |
believe  they
will not be of
interest to
those
responsible

my views on
working

conditions for
fear of any
harm that
might  befall
me from
officials

I think there is
no point in
presenting
ideas to
change the
status quo in
the
organization

| prefer to hide
my criticism of
the
performance
of officials in
the
organization in
order to avoid
problems with

them

I prefer to
abstain  from
making
proposals  to
solve

problems
because |
believe  that
nothing  will
change
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Field
I refuse to
disclose to the
officials
information
and data that
may harm the
organization's
reputation at a
later time
| avoid
disclosing any
confidential
business
information
intended  to
benefit the
organization
| reserve any
proposals for
business
development
that may harm
or hurt my
colleagues in
the
organization
I keep any
information
that may affect
my
cooperation
with my
colleagues in
the
organization
| resist
pressure from
others to get
me to speak
about the
organization's
problems,
knowing that |
may be
harmed by
officials.
Total

According to previous table (3), the relevant importance can
be shown as following:

1. The respondents agreed that paragraph (13) "I resist
pressure from others to get me to speak about the
organization's problems, knowing that 1 may be harmed by
officials.” is very important factor in organizational silence.
Researchers explained that Employees ’fear of the reaction
of the board of directors or higher management about the

employee’s remarks on these problems, which may lead to
taking punitive measures against him and may lose his work.
This is due to the prevailing culture in civil institutions in
general operating in Palestine.
2. The results of the analysis also showed high level of
positive attitude for suggestions. This is clear from paragraph
(3) "I think that if I have made any suggestions for developing
the work, | may be hurt by those in charge".
Researchers explained such positive attitude because
employee believes that most of the time any proposal
presented to the management to develop the work does not
harm in general if it does not benefit the management, it is his
goal to develop, not to object to policies.
3. Also it showed that employees contribute to solving work
problems by allowing them to participate in making decisions.
These results in agreement with (Cetin, 2020; Al-Hajar,
2019), which also showed that employee resists pressure from
others to lure him into speaking about the organization's
problems, knowing that he may be harmed by officials. [49]
[50]
4. The results agrees with the study of (Khaleel, 2019), which
showed that there is a need of establishing training workshops
for the purpose of developing the organizational silence. The
quality of the employees' functional life is characterized by
the art of dealing with others. [51]
Descriptive  analysis for dependent variable (Job
performance) to determine weighted average and rank for
paragraphs are shown in table (4).

Table 4: Descriptive Analysis for Job Performance

Field
Employees
perform their
work with high
functional
efficiency.
Employees
perform their
work
according to
the  required
quality
standards.
Employees
have an
informational
sum that helps
them get the
work done.
Employees
work to carry
out the
instructions
accurately.
High
performers are
motivated.
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Field
Low
performers are
held
accountable.
Works are
carried out
according to
annual and
monthly plans.
Employees are
keen to
continuously
improve their
performance.
Performance
of employees
is  evaluated
based on
scientific
foundations
and clear
criteria.
Employees are
keen to get the
work done as
quickly as
possible.
Employees
have the
ability to take
responsibility
for the day-to-
day
workloads.
Employees put
business
interest above
their own
personal
interests.
Workers keep
business
secrets.

Total

According to previous table (4), the relevant importance can
be shown as following:

1. It is clear that there is a high agreement on the field, where
the relative weight for job performance was 71.38% with an
average of (7.14) and a standard deviation of (1.40).

2. The respondents agreed that paragraph (1) "Employees
perform their work with high functional efficiency" was the
most important. Researcher attributes this to the high
percentage of this paragraph that the employees in the
associations have a constant fear of the interruption of funding
or the direction of the funders to other institutions and

therefore they make great efforts in communicating with the
funders or implementing their projects to maintain this
funding continuity. On the one hand, and on the other hand in
the event that the board of directors or Senior management
that the employee does not fully perform his role, the process
of dispensing with his services is not difficult, as this pushes
the worker in the civil institution to make the greatest possible
effort.
3. Paragraph (6) "Low performers are held accountable™ was
the last in the rank. Researcher attributes the habit within
institutions that employees working in NGOs are not held
accountable because managers often cover these mistakes so
that they do not reach the board of directors and the board
feels that there are problems in follow-up and management by
managers or senior management.
4. Those results are in agreement with Huda & Abdel-Razaq
(2019), which found that the level of job performance for
employees is high in Saoura Cement Company in Bechar,
Algeria; Al-Asoly (2019), which showed that the level of job
performance in the directorates of education was high. [52]
[53]
Simple regression used to test whether there is an impact for
independent variable (organizational silence) on the
dependent variable (job performance). The results are shown
in Table (5) and (6).

Table 5: Anova Test

Field Model
Job Regression
performance

Resident
Total

Dependent
Variable

Independent
Variable

! Job
performance

Constant

Organizational
silence

The results of Anova test in table (5) indicate that sig. is less
than (0.05) for independent variable (Organizational silence),
which mean that there is significant statistically effect for
independent variable (Organizational silence) on job
performance.

The correlation coefficient equals (-0.186), and probability
value (Sig.) equals 0.009, which is less than the significance
level o> 0.05.

This indicates the existence of an inverse relationship with a
weak statistical significance between organizational silence
and job performance among employees in NGOs.

Changes in the independent variable is responsible for the
interpretation of a rate (r2= 3.5%)) of all the changes that
occur in job performance., and there is a rate (100 - r2) due to
other factors specific to the other independent variables and
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other factors not mentioned in the model, in addition to the
random error.

The results of simple regression in table (6) indicate that:

1. Significance level are less than (0.05), which means that we
can rely on the previous model and circulating the sample
results on research community.

2. The researcher attributes this result to the fact that
organizational silence has many consequences and influences
on employees themselves and on the organization. The
indifferent employees are the product of organizational
silence. Indifference leads the employees to feel that they are
just useless people, which leads them to take medications or
sedatives to get out of this predicament. According to that,
exacerbates the problem and moves it to a worse situation, and
the arrival of employees to this stage means the absence of
motivation, which is one of the most important foundations
for completing work, and thus the employee’s job
performance is negatively affected.

3. These results differ with (Al-Hajjar, (2019); Khaleel,
(2019)), which showed a positive effect of both defensive
silence and socially pro-silence on institutional performance.
[54] [55]

Therefore, the results of the analysis proved the existence of
a relationship between the independent variable and the
dependent variable. According to that, we accept hypothesis
H1 and refuse HO. The H1 hypothesis can be written as:

H1: There is a statistically significant effect for
organizational silence on job performance among employees
in NGOs.

Table (6) determines the figure of simple regression equation
for the impact of organizational silence on job performance.
When (organizational silence) increases by one unit, the
dependent variable (job performance) decrease by (0.126).
This equation can be written as follow:

Job Performance =7.754 - (0.126 * Organizational Silence)
4. CONCLUSION

The results of the study showed that there is a statistically
significant effect of organizational silence among employees
in NGOs on job performance by 18.6 %.

Also results indicates that organizational silence in NGOs was
by 48.91%, and for job performance cleared that level of job
performance was 71.83%.

Employee resists pressure from others to induce him to speak
about the organization's problems, knowing that he may be
harmed by officials, and employee avoids disclosing any
confidential information related to the work aimed at
achieving benefit to the organization.

Also the results of the analysis proved the existence of a
relationship between the independent variable and the
dependent variable.

The study showed that employee is making every effort in his
job and employee exhausts his full energy at the end of the
day he spends on the job.

According to results, employee resists pressure from others to
lure him into speaking about the organization’s problems,

knowing that he may be harmed by officials. The study found
that the employee avoids disclosing any confidential
information related to the work aimed at achieving benefit to
the organization, and refuse to disclose to the officials
information and data that may harm the reputation of the
organization later.

Also, study showed that employees do their jobs with high
functional efficiency, and they prioritize the interest of work
over their personal interests.

One of important findings for the study that employees
complete their work according to the required quality
standards, and they implement the instructions accurately.
Recommendations for organizational silence suggested to
increase the upper management's awareness of the concept of
organizational silence behavior and the necessity to avoid
centralizing decision-making, and to activate participatory
management.

NGOs must reinforcement confidence in the administrative
staff by giving them participation in decision-making, which
in turn contributes to reducing organizational silence
Furthermore, NGOs must Activate the role of work teams and
encouraging participation the employee in decision-making.
Add to that the need of promoting for innovation and learning
culture and encourage personal initiatives through a system of
material and moral incentives.

To achieve efficiency in job performance, NGOs must select
employees who are competent and relevant to the business
whose job performance they will evaluate.

Also, there is a need to adopt policies to hold low-performing
employees accountable and to set standards that motivate
them, and strengthening systems of material and moral
incentives to encourage employees to work after working
hours, which leads to raising their level of productivity.

REFERENCES

[1] PCBC, (2019), Socio-Economic Conditions Survey, Main
Findings, Available at

http://www.pcbs.gov.ps/pcbs_2012/Publications.aspx
(Accessed 20/2 Feb 2021)

[2] Tharya, H., Kassim, E., Abu Amuna, Y. M, & Agel, A.
(2021). Does Organizational Silence in NGOs affected
by Job Burnout?, International Journal of Academic
Management Science Research (IJAMSR), Vol. 5, Issue
5, pp. 31-40.

[3] Kirrane, M., O’Shea, D., Buckley, F., Grazi, A., &Prout,
J. (2017). Investigating The Role of Discrete Emotions in
Silence Versus Speaking up, Journal of Occupational and
Organizational Psychology, Vol. 90, pp. 354-378.

[4] Sharu P John, Manikandan K. (2019). Employee Silence:
A Meta-Analytic Review. International Journal of Indian
Psychology, Vol. 7, Issue 1, pp. 354-366.

[5] Brunner, J & Ganga-Contreras, F. (2017). Vulnerabilidad
Educacional en América Latina: Una Aproximacion
Desde La Sociologia de La Educacién Con Foco en La
Educacion Temprana Opcion, Afio 33, No. 84, PP. 12-37.

I
www.ijeais.org/ijamsr

126



International Journal of Academic Management Science Research (IJAMSR)

ISSN: 2643-900X
Vol. 5 Issue 6, June - 2021, Pages: 118-129

[6] Morrison, E. (2014). Employee Voice and Silence,
Annual Review of Organizational Psychology and
Organizational Behavior, Vol. 1, pp. 173-197.

[7] El_sawalhy, E., Kassim, E., Agel, A. & Abu Amuna, Y.
M. (2021). Technology Business Incubators-TBIs Role
in Promoting Freelancing Concept in Gig Economy,
International Journal of Academic Management Science
Research Vol. 5, Issue 1, pp. 40-52.

[8] John, S. & Manikandan, K. (2019). Employee Silence: A
Meta-Analytic Review, International Journal of Indian
Psychology, Vol. 7, Issue 1, pp. 354-366.

[9] Okoro, P., & Okoro, O. (2014). Time and Change:
Development of Private Universities in Nigeria,
International Journal of Business and Social Science,
Vol. 5, Issue 9, pp. 1-7.

[10] 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, Vol. 3, Issue 11, pp. 25.

[11] Zehir, C., & Erdogan, E. (2011). The Association
between Organizational Silence and Ethical Leadership
through Employee Performance, Procedia-Social and
Behavioral Sciences, Vol. 24, pp. 1389-1404.

[12] Sehitoglu, Y. (2014). Study of Organizational
Commitment in The Context of Leadership Styles and
Reasons of Employee Silence, Journal of Global
Strategic Management, Vol. 8, Issue 1, pp. 57-68.

[13] Ahmadvand, N., & Taghvaei, R. (2017). The Role of
Transformational Leadership in Employees'
Empowerment with The Mediation Role of
Organizational Silence, Scinzer Journal of Accounting
and Management, Vol. 3, Issue 4, pp. 38-46.

[14] Heidar, M., Sadat, S., & Mehdi, S. (2014).
Organizational Silence of Public Librarians: Influencing
Factors, Journal of Information Sharing and Public
Libraries, Vol. 21, Issue 3, pp. 347-365.

[15] Mirzapour, M., & Baoosh, M. (2018). Investigating
Effective Factors on The Creation of Organizational
Silence, Int. J. Hum. Capital Urban Manage, Vol. 3, Issue
2, pp. 92.

[16] Nafei, W. (2016). Organizational Silence: A Barrier to
Organizational Change, Case Studies Journal, Vol. 5,
Issue 9, pp. 86-105.

[17] Lowe, L., Mills, A., & Mullen, J., (2002). Gendering The
Silences: Psycho, Gender and Organizations Studies,
Journal of Managerial Psychology, Vol. 17, Issue 5, pp.
422 — 434,

[18] Nikolaou, 1., Vakola, M., & Bourantas, D. (2011). The
Role of Silence on Employees Attitudes “The Day After”
A Merger, Personnel Review, Vol. 40, Issue 6, pp. 723-
741.

[19] Joinson, C. (1996). Recreating The Indifferent
Employee, HR Magazine, Vol. 41, Issue 8, pp. 76-80.

[20] Alparslan, A. (2010). Orgiitsel Sessizlik Iklimi Ve
Isgoren Sessizlik Davranislari Arasindaki Etkilesim:
Mehmet Akif Ersoy Universitesi Ogretim Elemanlari
Uzerinde Bir Arastirma, Msc Dissertation, University of
Suleyman Demirel, Turkey.

[21] Bogosian, R. (2012). Engaging Organizational Voice: A
Phenomenological Study of Employee™s Lived
Experiences of Silence in Work Group Settings, The
Faculty of Graduate School of Education and Human
Development of George Washington University, USA.

[22] Hameed, A., & Waheed, A. (2011). Employee
Development and It’s Effect on Employee Performance:
A conceptual Framework. International Journal of
Business and Social Science, Vol. 2, Issue 13, pp. 224-
229.

[23] Abu Amuna, Y. M., Aburahma, I, A. M. (2019).
Enhancing Entrepreneurial Abilities through Various
Crowdfunding Models, International Journal of
Academic Management Science Research (IJAMSR),
vol.3, issue 5, pp. 11-21.

[24] Jekelle, H. (2021). An Empirical Analysis of Key
Antecedents of Workforce Diversity on Job Performance
in Nigeria, Journal of Economics and Business, Vol. 4,
Issue 1, pp. 193-203.

[25] Aqel, A., Alshorafa, Y., Abu Amuna, Y. M., Alkurd, M.
(2020). The effect of ROI Evaluation for Training on Job
Performance "Case Study: Islamic University of Gaza",
International Journal of Academic Management Science
Research (IJAMSR), Vol. 4, Issue 8, pp. 28-36.

[26] Abu Mouamer , F., Khalil, M., Abu Amuna, Y. M., &
Agel, A. (2020). Impact of Applying Fraud Detection and
Prevention Instruments in Reducing Occupational Fraud:
Case study: Ministry of Health (MOH) in Gaza Strip,
International Journal of Academic Accounting, Finance
& Management Research (IJAAFMR), Vol. 4, Issue 6,
pp. 35-54.

[27] Koopmans, L., Bernaards , C, Hildebrandt, V., Schaufeli
, W., & Beek, A. (2011). Conceptual Frameworks of
Individual Work Performance: A systematic Review,
Journal of Occupational and Environmental Medicine,
Vol. 53, Issue 8, pp. 856-866.

[28] Abu  Amuna, Y. M. (2019). Entrepreneurship,
Crowdfunding Platforms and Sponsors Interaction,
International Journal of Academic Management Science
Research (IJAMSR), vol. 3, issue 1, pp. 53-60.

[29] Saleh, 1., Abu Afifa, M., & Alsufy, F. (2020). Does
Earnings Quality Affect Companies’ Performance? New
Evidence from The Jordanian Market, Journal of Asian
Finance Economics and Business, Vol. 7, Issue 11, pp.
33-43.

[30] Almatrooshi, B., Sing, S. K., & Farouk, S. (2016).
Determinants of Organisational Performance: A
Proposed Framework. International Journal of
Productivity and Performance Management, vol. 65, pp.
844-859.

www.ijeais.org/ijamsr

127



International Journal of Academic Management Science Research (IJAMSR)

ISSN: 2643-900X
Vol. 5 Issue 6, June - 2021, Pages: 118-129

[31] Abu Amuna, Y. M. (2019). Crowdfunding Financing
Model effect on Entrepreneurship  Aspirations,
International Journal of Academic Accounting, Finance
& Management Research (IJAAFMR), vol. 3, issue 1, pp.
53-60.

[32] Anlesinya, A., Bukari, Z., & Eshun, P. (2015). The Effect
of Employee Development on Performance of Public-
Sector Organisations in Ghana: Evidence from Controller
and Accountant General’s Department, Accra.
International Journal of Management and Commerce
Innovations, vol. 2, pp. 283-290.

[33] Salha, M. (2015). The Degree of Practicing Management
by Walking Around by the School Principals and "its
Impact on Job Performance"From UNRWA Teachers'
Prespective, Msc Dissertation, Islamic Univesity of
Gaza, Palestine.

[34] Alejla, T. (2009). Creativity Administrative and Its
Relationship with The Performance of Managers in The
Ministries of Gaza Strip, Msc Dissertation, Islamic
Univesity of Gaza, Palestine.

[35] Al-Mahasna, I. (2013). Management and Evaluation of
Job Performance between Method and Application,
Amman: Jarir House for Publishing and Distribution,
Jordan.

[36] Al-Nadeem, R. (2014). Managerial Communication and
Its Relationship with The Quality of Job Performance at
Palestinian Universities in Gaza Governorates, Msc
Dissertation, Islamic Univesity of Gaza, Palestine.

[37] Criscuolo, P., Salter, A., & Wal, A. (2014). Going
Underground: Bootlegging and Individual Innovative
Performance, Organization Science, Vol. 25, Issue 5,
pp.1287-1305.

[38] Abu Mostafa, Y., Salama, A., Abu Amuna, Y. M., &
Agel, A. (2021). The Role of Strategic Leadership in
Activating Time Management Strategies to Enhance
Administrative Creativity Skills, International Journal of
Academic Management Science Research (IJAMSR),
Vol. 5, Issue 3, pp. 36-48.

[39] Jalagat, R. (2016). Job Performance, Job Satisfaction,
and Motivation: A Critical Review of Their Relationship,
International Journal of Advances in Management and
Economics, Vol. 5, Issue 6, pp. 36-42.

[40] Aburahma, I, A. M., Abu Amuna, Y. M., & Agel, M. A.
(2020). The Relationship between GHRM Practices and
Organizational Performance "Case study: Gaza
University", International Journal of Academic
Management Science Research (IJAMSR), Vol. 4, Issue
4, pp. 1-8.

[41] Taheri, L., & Zarei, R. (2017). Study of the Relationship
between Organizational Silence, Job Exhaustion and Job
Performance among Farshousing Bank Staff, Canadian
Center of Science and Education, Vol. 9, Issue 1, pp. 176-
181.

[42] Razmjooei, P., Managheb, S., Jahromi, M., Hosseini, M.,
& Amirianzadeh, M. (2018). Mediating Role of
Organizational Silence in The Relationship Between
Organizational Climate and Job Performance, Amazonia
investiga, Vol. 7, Issue 12, pp. 72-86.

[43] Nekoei-Moghadam, M., Amiresmaili, M. R., Amini, S.,
Moein, H., Ghanbarnejad, M., & Akhlaghinasab, F.
(2018). Organizational Silence, Fear of Failure and
Employees’ Performance in Kerman Hospitals, Iran, J
Biochem Tech, Vol.1, Issue 2, pp. 140-144.

[44] Bordbar, G., Shad, F., Rahimi, E., & Rostami, N. (2019).
Effect of Organizational Silence on Employees
Productivity, International Journal of Management,
Accounting and Economics, Vol. 6, Issue 3, pp. 198-207.

[45] Yousefi, R. & Mohammadian, S. (2015). Determining
The Relationship between Organizational Silence and
Organizational Productivity in Education and Training
Office in City of Ghaemshahr, Journal of Educational
Researches, Vol. 7, Issue 25, pp. 65-86.

[46] Mohaimeni, M. (2013). Investigating The Effect of
Organizational Silence and Voice on Performance
Employees Performance in Eghtesad Novin Bank, Msc
Dissertation, Islamic Azad University, Central Terhran
Branch, Faculty of Management and Accounting, Iran.

[47] Asgari, R., Sepasi, F., & Tavazo, Z. (2014). Investigating
The Reslationship between Organizational Silence and
Performance in Employees of Educational Hospitals of
Medical University of Shahid Sadoughi Yaz, Tolo-e-
Behdasht, Vol. 15, Issue 3, pp. 22-29.

[48] Bozorgnia, F. &Enayati, T. (2014). Relationship
between Organizational Silence and Employees
Performance in University, Journal of ethics in sciences
and technology, Vol. 9, Issue 4, pp. 1-10.

[49] Cetin, A. (2020). Organizational Silence and
Organizational Commitment: A Study of Turkish Sport
Managers, Annals of Applied Sport Science, Vol. 8,
Issue 2, pp. 1-11.

[50] Al-Hajar, M. (2019). The Organizational Silence and Its
Impact on Organizational Performance: An Applied
Study on Employee in Ministry of Social Development
in Gaza, Msc Dissertation, Islamic Univesity of Gaza,
Palestine.

[51] Khaleel, A. (2019). The Correlation between The
Dimensions of Organizational Silence and The Function
Life: An Exploratory Study of The Views of a Sample of
Workers in The Health Center Sulaykh, Iragi Journal of
Market Research and Consumer Protection Information,
Vol. 11, Issue 1, pp. 9-25.

[52] Huda, S., & Abdel-Razaq, A. (2019). The Causes of Job
Stress and Its Impact on Job Performance of Employees
in The Company "Saoura Cement" Bechar, Journal of the
Economic Sciences Institute, Vol. 22, Issue 2, pp. 401-
422.

www.ijeais.org/ijamsr

128


https://philpapers.org/go.pl?id=ABUTRB&proxyId=&u=https%3A%2F%2Fphilpapers.org%2Farchive%2FABUTRB.pdf
https://philpapers.org/go.pl?id=ABUTRB&proxyId=&u=https%3A%2F%2Fphilpapers.org%2Farchive%2FABUTRB.pdf

International Journal of Academic Management Science Research (IJAMSR)

ISSN: 2643-900X

Vol. 5 Issue 6, June - 2021, Pages: 118-129

— N ——"

[53] Al-Asoly, N. (2019). The Intermediate Role of
Psychological Capital between Servant Leadership and
Performance at Directorates of Education in Gaza
Governorates, Msc Dissertation, Islamic Univesity of
Gaza, Palestine.

[54] Al-Hajar, M. (2019). Op Cit..

[55] Khaleel, A. (2019). Op Cit..

I
www.ijeais.org/ijamsr
129



