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Abstract

Employees may hide their knowledge to retain competitive advantages in organizations where job security
is at stake. Based on the COR theory, this study pays to the growing literature on knowledge hiding and
Islamic work ethics by examining the direct relationship between job insecurity and knowledge hiding and
the moderating role of Islamic work ethics. Two-wave (15 days apart) and multi-context data were
collected from 271 employees working in different organizations in multiple industries in Pakistan.
PROCESS Hayes model 4 was used for moderation analysis The collected data supported the hypotheses
and yielded the direct relationship between job insecurity and knowledge hiding. Similarly, the relative
influence of IWE for dumping the influence of job insecurity on knowledge hiding was strong when higher
on IWE. Because employees think that positive behavior is compulsory in the organizational context. Such
behavior may encourage employees to provoke their energy into positive behavior.

Keywords: Job Insecurity, IWE and Knowledge Hiding.

Introduction

Organizational uncertainty causes energetic employees to feel insecure at work which relates to deliberate
overtures to hide knowledge (Zada et al., 2021). Individuals do not transfer knowledge and display less
attention and dedication since they do not find any interest and growth in their jobs (Welbourne et al.,
2022). To pertain competitive advantages, employees keep most of their knowledge to themselves and
hesitate to share at places where job insecurity is high (Zhang et al., 2020). Employees working in such
organizations could become dishearted which may result in contrary consequences, for example,
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knowledge hiding, which eventually affects overall productivity (Barry & Wilkinson, 2021). Knowledge
hiding is an adverse behavior (Javed et al., 2019) and bears negative outcomes (Butt & Ahmad, 2020).
Only in the USA, 47 million dollars lost was observed by companies in 2018 due to knowledge hiding, and
approximately 5.3 hours were spent getting information and other knowledge from colleagues (Panopto,
2018).

Businesses' productivity and growth suffer immensely as a result of the lack of harmonious relationships
among employees and employee disobedience to organizational protocols (Chen et al., 2021). Even with
employers' initiatives to enhance knowledge sharing, many people hide knowledge and purposefully deny
important information (Nguyen et al., 2022). Knowledge hiding is willingly not sharing knowledge when
requested by colleagues (Connelly et al., 2012). Employees, when expected to respond to social exchange
positivity, do not hide knowledge (Serenko & Bontis, 2016). Organizations try to enhance the social
exchange in organizations and maintain a skilled and competitive workforce in the organization (Wright &
Bonett 2007; Rothausen et al. 2017) but due to insecurity, the said phenomenon may be affected. Based on
the COR (Hobfoll, 1989), individuals evaluate the knowledge-hiding behavior as self-serving resources and
do not fully cooperate in this regard (Anand et al., 2020). Employees perceive that if the organization is
not providing security regarding their job why they should be involved in positive behavior which stakes
the organizational performance.

The second of this study is based on Islamic work ethics which have roots in Islamic teaching and
principles and are not limited to any individual, society, or profession (Khan et al., 2015). The Islamic
teaching and saying of the Holy Prophet Muhammad (SAWW) are completely set for every aspect of life
both personal and related to work (Ahmad, 2011). IWE motivates employees to enhance positive behavior
in the working environment (Ali & Al-Owaihan, 2008), and encourages them to exhibit positive behavior
even in critical situations and practice organizational stressors like job insecurity (Tufail et al., 2018;
Murtaza et al., 2016). Accepting IWE confirms that an individual will have to exhibit positive behavior
even in the workplace when jobs are insecure (Ahmad & Owoyemi, 2012). Regarding mistreatment and
negative behavior, the Quran states: forgive others, be kind and stay away from oblivious (Qur’an, 7:200).
Islam forbids revenge and emphasizes forgiveness. In the organizational context, IWE encourages
employees to involve in positive behavior rather than deviant behavior. Thus, employees who follow IWE
may not hide their knowledge. In this regard, Quran clears that: the reward of a bad deed is bad, and
forgiveness will be rewarded positively by Allah. He does not like offenders (Qur’an, 42:40). With the
emphasis on dedication (Murtaza et al., 2016), and the notion that every action is being watched by Allah,
an individual who follows Islamic teaching would be less indulged in negative behavior (Javed et al., 2017;
Tufail et al., 2022). In the same vein, Javed et al., (2017) recommended testing IWE as moderator between
stressors (job insecurity) and deviant behavior i.e. knowledge hiding. Following the same recommendation,
our study focuses on the unproven moderating role of IWE in the link between job insecurity and
knowledge-hiding behavior.

Our study depends on the COR (Hobfoll, 1989) to elucidate the moderating impact of IWE between job
insecurity and knowledge-hiding behavior, grounded on the belief that religious factor like IWE prevents
employees from deviant behavior. A religious coping mechanism is “the use of religious beliefs or
behaviors to facilitate problem-solving to prevent or alleviate the negative emotional consequences of
stressful life circumstances” (Koenig, Pargament, and Nielsen, 1998, p. 513). IWE obliges as a religious
coping mechanism to cope with job insecurity. Plentiful verses from Quran clear that such belief offers a
coping mechanism to deal with unwanted situations. For example, Quran clears: “seek help with patients”
(Qur’an, 2:153); and “there is a relief after difficulty” (Qur’an, 94:5-6) and Allah says: “pray and that will
be answered” (Qur’an, 40:60). Hence, in an uncertain situation, belief on Allah will help employees from
experiencing negative behavior. Research studies also proved that religious beliefs restrain employees from
unwanted behavior and deal with stress (Neubert et al., 2014; Ten et al., 2017). Consequently, in a situation
where jobs are not secured, employees with higher IWE may pay lesser attention to knowledge-hiding
behavior. In such circumstances employees trust in Allah and do not hide knowledge as they think that
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Allah will not leave them alone in any situation. A man works for a living and the bread has been promised
by Allah thus, employees do not worry about bread earning thus, do not worry about their jobs and
negating knowledge hiding. Therefore, it is assumed that IWE will play a significant moderating role as has
been provided in figure 1.

Job Insecurity and Knowledge Hiding

Job insecurity is the fear of losing their job at any point (Russo and Terraneo, 2020) due to which
employees are pushed to knowledge hiding behavior (Jha and Varkkey, 2018). Job loss can be losing the
job or losing some aspects or duties which are valuable. Professionals are also aware that organizational
decline frequently necessitates changes that are most likely to hinder their ability to keep their current job
(Ali et al., 2021). Employees' job insecurity includes not only their concern about their loss but also their
anxiety about possible threats to their employment (Gallie et al., 2017). Uncertainty about losing features of
a job (qualitative) or overall job loss (quantitative) are the major consequences of organizational
restructuring (Abildgaard et al. 2018).

Knowledge is considered a basis of supremacy and stability in working environment (Saeed et al., 2022).
Employees fearing insecurity do not share knowledge and shield their competitive advantage (Butt and
Ahmad, 2020) and are of the view that sharing their knowledge, experiences and skills may help others and
thus can be replaced (Issac et al., 2020). Job insecurity may add value to restrictions and the desire to
protect knowledge (Oye et al. 2011). Employees, having job insecurity leaves them susceptible to hide
their knowledge (Issac and Baral, 2018) and induce individuals to hide knowledge from co-workers (Ali et
al., 2021a). According to Cheng et al., (2005), employees who are afraid of losing their jobs are less
supportive than those who have secured jobs. Job insecurity is one of the most serious factors in improving
employees commitment and performance and further, higher turnover and non-cooperative behaviors are
the motives for knowledge hiding (Zhuang et al., 2021). Uncertainty at the workplace is a noteworthy
contributor to detrimental behavior like knowledge hiding and consideration of quitting one's job, as well as
a drop in one's capabilities to be innovative at work. Thus, we hypothesize that:

H1: There is a significant relationship between job insecurity and knowledge hiding.

Moderating Role of IWE

IWE has its origins in the phrases of the Holy Prophet Muhammad (SAWW) and the Holy Quran (Yousaf,
2000). Quran prohibits dishonesty and deception in business transactions. The Quran says “When
measuring out and weighing with a fair balance, give a full measure.” (Quran 27:9). Knowledge needs to be
transferred. The Prophet Muhammad (SAWW) said “Those who actually learn and thereafter share they
will be the most charitable people after me” (cited in Nawawi 1983). In this regard, Prophet Muhammad
(SAWW) said: the best person is that who leaves behind him an obedient son, continuous charity, and
knowledge which are beneficial for others after him (Hamid, 2011). It clarifies that Islam disallows
knowledge hiding and supports knowledge spreading. Although Islam appreciates the privacy of each
others' secrets, knowledge hiding is wonderful and is regarded as deleterious behavior, as is the deliberate
non - disclosure of knowledge when desired by others (Connelly & Zweig, 2015).

According to Khan et al., (2015) job targets and objectives are essential and ethical obligations that need to
be performed in any case. Employees need to share information as they work for the same organization.
Personal like and dislike or revengeful reaction plays an important role in knowledge hiding (Serenko and
Bontis, 2016). The Quran prevents wrongdoings and vengeful responses; and states: “Good and bad actions
are not the same. Repulse evil by pursuing what is best, and you will discover that someone who was once
your adversary has become your dearly beloved ” (Quran 41:34). It establishes that Islam proscribes
negative behavior even when the circumstances are not favorable. Similarly, COR suggests that stressors
(job insecurity) are not the same for everyone (Hobfoll 1989, 2011). IWE is a vital component of Islam and
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employees who are higher on IWE expect positive resources which help them to tackle the negative
outcomes, as they believe in Allah (Tufail et al., 2018). Insecure employees may hide knowledge but when
paired with IWE are less likely to hide knowledge. Therefore, employees higher on IWE would not be
involved in knowledge hiding in response to job insecurity because of their beliefs. Thus, we hypothesize
that:

H2. IWE moderates the significant relationship between job insecurity and knowledge
hiding behaviors in such a way that the said link will be weaker for higher IWE.

IWE

Job Knowledge
Insecurity hiding

Fig 1. Conceptual Model

Methodology
Research Context, Sample, and Procedures

This study hypothesized that job insecurity has a direct relationship with knowledge hiding and further,
IWE moderates the link between these two variables. The proposed hypotheses were tested with primary
data collected. A survey was conducted in different organizations in Pakistan. The sample was drawn from
different organizations which increases the external validity (Highhouse, 2009). Pakistan provides an
appropriate environment for the current study because of the important role of culture and Islamic values
(Haq et al., 2020). Pakistan is a Muslim country and Islamic values are prevailing. Similarly, according to
Hofstede et al. (2005), Pakistan is high on the uncertainty avoidance score, it intends that when employees
feel that they have hurt others, possess a fear of revenge and thus feel stress and anxiety. Subsequently,
employees pursue positivity and the undoubtedly facilitating role of their religious faith is important.

For data collection, a convenience approach was applied. The first author approached the randomly
selected organizations and briefed the higher authorities. After this discussion, formal permission was
obtained to approach the employees. Afterward, participants were contacted through e-mail. We followed
an online data collection approach which enables anonymity (Lim, 2002). Along with the survey
questionnaire, a cover letter was attached that explained the purpose and objectives of the study, and they
were assured that the obtained information would not be shared with their respective organization but rather
would be used for analysis only. Additionally, we highlighted that there is no wrong or right answer and a
respondent can withdraw at any time. We used a multi-wave and multi-context data collection approach.
Data were collected in two different phases, and similarly, different organizations were approached. In the
first wave data regarding job insecurity and IWE was obtained. With a 15 days gap, data regarding the
knowledge hiding was obtained. Before disseminating the questionnaires specific codes were assigned to
each questionnaire. An attention seekers question was added with a view that failing to respond incorrectly,
the questionnaire will be discarded to assure the seriousness of the respondents (Thompson et al., 2020).
400 questionnaires were distributed in each wave. In the first phase, 327 and in the second 294
questionnaires were received. The returned questionnaires were checked for missing responses and
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incomplete questionnaires were discarded which resulted in 271 usable questionnaires. In both waves, 9
questionnaires were found incorrect because of attention seeker questions and thus were discarded.
Numerous steps were taken to eliminate the bias. First, data were collected in two phases recommended by
Podsakoff et al., (2003), and second, data were collected online which helps in minimizing social
desirability (Lim, 2002).

Measures
The researchers utilized adopted questionnaires from the previous studies which are reliable and validated
in the Pakistani context. All the responses were on a 5-point Likert scale where 1 denoted strongly agree

and 5 denoted strongly disagree. The utilized questionnaires have been presented in table 1.

Table 1: Scales Used

Variable Authors No of items
1 Job insecurity Ashford et al., (1989) 8
2 Knowledge hiding Connelly et al., (2012) 12
3 IWE Ali (1992) 17

Control variables

Demographic variables i.e. age, gender, qualification, and tenure were taken as control variables. the same
has been taken as a control variable for knowledge hiding in the Pakistani context (see, Khalil et al., 2021).

To confirm the validity of instrument reliability, discriminant and convergent validity were checked. We
found the factor loading, reliability, composite reliability, and average variance extracted as shown in table
2. The obtained values were above the threshold values and confirmed the robustness of the study
measures.

Table 2: Validity analyses

Variable Factor loading CA CR AVE
Job insecurity 0.676-0.812 0.86 0.85 0.62
Knowledge 0.881-0.923 0.91 0.90 0.69
Hiding
IWE 0.837-0.911 0.81 0.82 0.70

CA Cronbach’s Alpha, CR Composite Reliability, AVE Average Variance Extracted
Before testing our hypotheses, we confirmed the measurement model. As shown in table 3 it was found that
the three-factor model was fit than the one-factor model. The obtained values have been provided in table
3.

Table 3: Model Fit

Model x2( df) RMSEA  CFlI TLI
Three Factors (Hypothesized) 976.138 (511) 0.05 0.93 0.92
One factor (All items on a single factor) 2461.534 (576) 0.09 0.95 0.92

Table 4 provides the mean, standard deviations, and intercorrelations among the study variables. it was
found that the coefficient values were in the proposed direction and provided the initial support for the
hypotheses.
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Correlation

Table 4: Mean, Standard Deviations, and Correlations

Mean SD JIS KH IWE
1 JIS 2.34 0.93 1
2 KH 2.76 0.84 0.41 1
3 IWE 3.12 0.87 -0.28 -0.49 1

N =271
Moderation analysis

The values presented in table 5 exhibit that the relationship between job insecurity and knowledge hiding
was significant at p<0.02. moreover, the moderation analysis resulted that IWE significantly moderates the
link between job insecurity and knowledge hiding. The ULCI and LLCI do not contain any zero and were
significant at p<0.000. The R? change is 0.14 which leads to support the hypothesis. It infers that IWE,
when combined with job insecurity buffered the intensity of knowledge hiding.

Table 5: Moderation Analysis of IWE between job insecurity and knowledge hiding

coeff T p LLCI ULCI

JIS 0.54 2.76 0.02 1.154 2.63

IWE 0.64 454 0.00 1.432 4.202

JIS x IWE 0.28 5.32 0.00 1.171 2.243
R? CHANGE 0.14

Discussion

According to Saeed et al., (2022), job insecurity is usually manifested as a concern about losing one's job or
unease about one's career's future. This view may cause employees to feel insecure regarding their
employments, occurring hiding knowledge. When employees are uncertain about the future, may not
involve in positive behavior, and would try to keep the knowledge to themselves. Employees when
provoked by the stress of losing their jobs are more prone to psychological pressure, this, in turn, stimulates
them to hide their knowledge to prevent loss of resources (Guo et al., 2020). A research study conducted by
Feng and Wang (2019) supports our results. The likelihood of losing one's job, which is thought to be a
valuable resource, may induce employees to conceal knowledge. When one resource (a job) is threatened,
employees are more likely to preserve other assets (knowledge) (Chhabra and Pandey, 2022). Our study
adds to the COR theory by emphasizing how organizational uncertainty contributes to negative behavior
which is a vital antecedent of knowledge hiding.

Our second hypothesis was the test the moderating role of IWE in a link between job insecurity and
knowledge hiding and was confirmed by the obtained results. The behavior of employees depends on
organizational treatment (Javed et al., 2019). Positive treatment will indulge employees in positive behavior
and vice versa. The incorporation of IWE is critical in gaining and preserving resources, as well as handling
workplace stress. COR and other deviant behavior. COR depicts the development of stress and also other
negative effects that are prevalent at work (Hobfoll, 2001).

Employee sensitivity is influenced by experiences and events even though managing stressful
circumstances consume resources. Such events cause undesirable behavior and results. IWE, a spiritual and
personal trait varies among individuals (Javed et al., 2019; Tufail et al., 2021). Workplace optimism is
encouraged by Islam (Tufail et al., 2016). Islam emphasizes inspiration and encourages believers to engage
in moral behavior to gain honor in the afterlife. This encourages humanity and makes it easier for
colleagues to behave appropriately in organizations (Tufail, 2022). The reason behind there is nothing
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hidden from Allah and every action will be rewarded accordingly by Him and not any other person (Javed
et al., 2019). Such a notion has been described in Quran: “undoubtedly, the believers who have done moral
deeds will not allow the reward of any who did well in deeds to be lost” (Quran, 18:30). Thus, employees
higher on IWE will not be affected by the surety and continuity of their jobs because of their strong belief
in Allah and would not be indulged in knowledge hiding. Previous studies have also confirmed the
moderating role of IWE with negative outcomes (Khan et al., 2015; Abideen et al., 2021; Tufail et al.,
2021).

Implications

Our study is an answer to the call of previous studies which suggested that IWE may be considered as
moderating variables for job outcomes (Khan et al., 2020; Nwachukwu et al., 2021) in the Asian context
(Rawwas et al., 2018).

We claim that knowledge hiding must be studied in organizations as it is deliberate concealment and
initiates more adverse consequences. Antecedents of knowledge hiding have been identified (Jha and
Varkkey, 2018) further, more attention has been given to situational ( Feng and Wang, 2019; Wang et al.,
2021). The current study extends from the COR perspective, yielding that job insecurity inclines to protect
the available resources by purposely hiding knowledge. According to COR perspective, investing in or
acquiring new resources is an efficient way to assist people in tackling the threat of resource loss caused by
unhealthy working environments. Considering this logic, our study revealed that IWE may reduce the
influence of job insecurity on knowledge hiding. the moderating role in dropping the undesirable influence
of indications of knowledge hiding has gained minute consideration. In this regard, Khan et al., (2022)
found that leadership moderates the relationship between job insecurity and knowledge hiding. Asserting
IWE as moderator, IWE may create an encouraging working environment and negate the unhealthy
environment and behavior. Individuals in this sort of environment are more prone to observe psychological
constraints, resulting in inappropriate behavior like knowledge hiding.

Our study has a few implications. First, job insecurity is more likely to exhaust employees’ emotional
resources which results in knowledge hiding. Therefore, organizations may take the initiatives to tackle
such a situation. In times of crises, downsizing must not be the first option. Further, organizations need to
sort out acquiring new resources to strengthen the organizations and reduce uncertainty. Second,
organizations need to provide support programs for employee development. It not only will benefit the
organization at current but the employees as well. For example, in unforeseen situations, if the organization
is not able to survive, the developed and skilled employees would possibly get a job in other organizations.
Lastly, the insertion of Islamic values will not only diminish the adverse effects of job insecurity but the
expected behaviors would be observed.

Limitations and Recommendations

We employed multi-wave, and multi-context data collection procedures, yet more empirical studies are
suggested. This study can be extended by applying a multi-source data collection method (Farid et al.,
2019; Tufail et al., 2020). The data for knowledge hiding may be collected by colleagues for employees. As
the employees may not admit that they hide their knowledge. Thus, a coworker could verify if being
underprivileged from knowledge.

IWE is a personal characteristic, which our study considered as moderating variable. Further studies may
take other moderators as well, for example, personality traits (Zhou et al., 2022) and contextual variables
like leadership styles (Tian et al., 2022). Similarly, job insecurity and knowledge hiding were taken as uni-
dimensional but the former has two dimensions i.e. quantitative and qualitative and the latter has three
dimensions (evasive, playing dumb, and rationalized hiding (Connelly et al., 2012). Therefore, further
studies are suggested to study these variables dimension-wise to get empirical results.
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Lastly, job insecurity is a hindrance stressor (Cavanaugh et al., 2000), further studies may consider
challenge stressors as it promotes personal achievements (Ishaque., 2020) and such development may help
eliminate job insecurity.
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