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Abstract

The concept of Organizational Silence is a condition that can prevent negative feedback, changes and
development that should prevent organizational communication. As a result of this situation, decrease in
employee loyalty, inability to cope with the problems encountered in the process and failure of the employee
to protect the organizational values, leads to a decrease in performance and deviation in goals. The data
were collected through a questionnaire distributed to healthcare workers randomly from nine hospitals in
Turkey between the years of 2018-2019. In this context, the relationship between Emotional Commitment
Task Performance of Organizational Silence was tested. Data were analyzed through the SPSS statistical
packet program and four proposed relations were tested through Squared Multiple Correlations analyses.
The scales used were Organizational Silence, Emotional Commitment and Task Performance. For this
purpose, 507 questionnaires were analyzed by face to face interviews with employees from nine hospitals
in Istanbul. Interestingly at the end of the study, Organizational Silence increases the Task Performance in

the health sector. On the other hand, Emotional Commitment improves Task Performance.
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1. Introduction

In order for organizations to cope with today's tough competition conditions and survive and
maintain their continuity, employees need to be involved in an enthusiastic, willing, highly motivated
fashion production process. It is closely related to the ability of different creative skills to approach events
and phenomena with critical thinking style in each individual creating competitive advantage in
organizations. The concept of organizational silence emerges when organizations perceive such
environments as objectionable and activate the organizational silence mechanism by activating fear among
employees (Milliken et al., 2003). When the employees express their discomfort, the problems they face,
they show that they are treated with a reactive approach, that they are not taken very seriously or even
treated as the source of the problem (Detert & Edmondson, 2005). The constantly uneasy, restless and
suspicious climate of the environment reduces the desire to work, motivation and organizational
commitment. It is inevitable to take the spiral of silence. When it is experienced that speaking during the
process does not solve the problems, it is an indication of incompatibility, it is stigmatized as the individual
who opposes the managers and who misses the peace of the environment (Cavusoglu & Kose, 2016). Thus,
silence becomes normalized and accepted for the employee. This situation jeopardizes the employee's
adoption and internalization of the values of the organization and the continuation of the organization under
all circumstances. The increase in the employee turnover rate of the organization, job satisfaction creates
significant reductions in the organizational commitment rate, creates significant reductions in job
satisfaction and organizational commitment. Organizational performance decreases as it poses a big threat
to the efficient and efficient use of organizational resources. Therefore, the aim of the study was to

investigate the relationship between organizational silence, emotional commitment and task performance.
1.1. Organizational Silence

In today's organizations, sharing and harmony gain importance every day. Organizational
competitiveness is ensured through harmonious and healthy relationships between employees. For this
reason, it is very important for the organizational development that the employees have the opportunity and
possibility to deal with a problem and gain a new perspective or to propose a completely different proposal
(Yiiriir & Sima, 2016). In terms of organizational benefit, it is the creation of environments that will
improve the employees' ability to express in order to achieve their goals and objectives (Eisenberger et al.,
2016). The solution of the problems encountered in the organizational production process brings a
successful and efficient result by reaching the source of the correct information filtered through the
multiplicity of more perspectives.

Silence is also evaluated in different ways for organizations. Silence is also different according to
cultures, while some traditions treat silence on the basis of respect, while others comment that everything
is normal in the normal process. On the other hand, silence in organizations is closely related to
organizational culture. In some cultures, silence is the belief that everything is fine, that organizational
values are possessed when no one is heard, and that organizational commitment is strong (Cohen, 1990).
Organizational silence, which includes punishment imposed by the organization for failing to express them

in the face of unfair treatment suffered by the employee (Dyne et al., 2003). it is the forcing of the employee
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to silence as a result of organizational practices and behaviors that offend the employee and reduce the
motivation for the work request (Kish-Gephart et al., 2009; Milliken et al., 2003; Noelle-Neumann, 1974).
To the extent the environment allows, employees can reveal and express their discomfort. Based on
employee experience, it constitutes the next form of behavior by evaluating the treatment it has received
before. If he receives positive feedback from the cat when he informs the higher authorities of the negativity
he feels uncomfortable in the organization, he can repeat this behavior. When faced with the opposite
treatment, humiliated, battered, subjected to severe punishment, he chooses to remain silent in the name of
not making a sound and not being contrary (Alparslan & Kayalar, 2012; Cakic1, 2007). This situation works
in parallel with organizational trust, freedom of expression and the support it will receive (Rhoades &
Eisenberger, 2002). Organizational silence is the form of behavior that every effort of the employees for
the benefit and development of the organization develops as a result of being exposed to unequal behaviors,
unfair practices and heavy penalties (Cavusoglu & Kdse, 2016; Pinder & Karen, 2001).

Silence in organizations, value given to employees, democratic internal functioning, participation,
fair salary increase, promotion policies can be indicative (Sehitoglu & Zehir, 2010). Organizational silence
is divided into three categories: accepted silence, silence for the benefit of the organization, and silence for
defensive purposes. A new sub dimension called Opportunistic silence has been added to these types of
silence (Bayram et al., 2017; Goksel & Giines, 2017). Organizational silence degrades organizational
commitment and employee performance. It has been determined by the studies that it prevents the

achievement of organizational goals and objectives and the effective and efficient use of resource.
1.2. Emotional Commitment

Emotional attachment is a state of emotional attachment to the other party through an individual's
inner impulses. This can be an individual, an item, a phenomenon. Organizational commitment is a form
of willing, enthusiastic and highly motivated behavior that employees develop with their organizations in
an internal way to achieve goals and goals based on organizational values (Allen & Meyer, 1990;
Vandenberghe et al., 2004). Individuals voluntarily want to stay in the workplace and make willing efforts
to maximize organizational values (Becker, 1960; Grusky, 1966; Hall et al., 1970). Good functioning of
the justice mechanism, balanced wages and salary increases, inclusion of employees in the decision process
and feeling supported constitute conditions that increase emotional commitment (ince & Giil, 2005).
Emotional commitment is also closely related to open and functional communication channels of the
organization (Akca & Yurtcu, 2017; Poyraz & Kama, 2008). When the employee's knowledge, opinion and
thoughts are applied and valued, he approaches his organization faithfully and strives to work harder.
Balay’s (2000) organizational commitment; to come to work on time, to fulfill the tasks and responsibilities
given, to maintain organizational values, to convert organizational resources into effective and efficient
output, to be willing to work more, etc. results for the benefit of the organization.

The strong employee, emotionally connected with the organization, takes and accepts the rules to be
followed in the organization and is determined to continue with the organization no matter what (Loi et al.,
2006). It is able to produce more creative and easy solutions to the problems that arise in this process. They
integrate with organizational values, focus on expected and desired outcomes, and have strong confidence

in the organization. The fact that organizational commitment is permanent, continuous and widespread

49


http://dx.doi.org/

https.//doi.org/10.15405/epsbs.2021.02.5
Corresponding Author: Birgiil Demir

Selection and peer-review under responsibility of the Organizing Committee of the conference

eISSN: 2357-1330

among employees is closely related to strategic organizational policies. Organizational commitment has
been treated as three subspecies by researchers (Allen & Meyer, 1990; Rusbult & Farrell, 1983; Stebbins,
1970). They are emotional, normative, and commitment to carry on.

Emotional commitment; the employee's ownership and internalization of the organization with all
its values, wants to stay in the organization in this context (Clugston, 2000; Riketta, 2002).

Normative commitment is a form of moral behavior and attitude that it develops as a result of
outweighing its organizational duties and responsibilities. In short, it is a strong sense of responsibility that
keeps him in the organization.

Commitment to Continued; When the individual leaves the organization or left to make a
measurement between the loss and gain for the future whichever is more advantageous makes the choice in
that direction. As a result, organizational commitment is a powerful emotional resource for motivating
employees to goals and objectives. For this purpose, organizations can reduce the rate of qualified labor

turnover by increasing job satisfaction and satisfaction.

1.3. Task Performance

Performance is the realization of goals and objectives in the expected and desired direction. Task
performance is that every contribution that the employee adds to the organization's output as a result of
duties and responsibilities to the production process leads to a numerical increase (Befort & Hattrup, 2003).
Performance is also the effectiveness of transforming organizational resources into products and services
on the basis of quality standards at the appropriate place at the appropriate time (Inuwa, 2016; Rifat &
Akgiin, 2011). When the values of the organization are internalized by the employee, the skills and abilities
that provide competitive advantage are revealed. Strategic organizational policies direct employees to stay
in the organization, work with desire and enthusiasm (Sehitoglu & Zehir, 2010). The positive impact of
organizational attitudes and behaviors on employees increases task performance. As a result, an increase in
organizational values in a positive sense constitutes a prerequisite for the future existence of organizations.
In the light of all these studies, we believe that when Organizational Silence increase, emotional
commitment decrease and consequently the task performance also decrease. The hypotheses we have

developed in line with this assumption.

2. Problem Statement

Organizational success is possible only if the employees experience the production process in
voluntary and motivated emotions. The more voluntary and willing, the more the value and quality of
production and service increase or decrease. In organizations where there are no safe working
environments, employees are not supported, and fear and anxiety prevails, employees choose not to express
their problems and remain silent. This causes larger problems to develop. The emotional disconnection of
the employee with the organization prevents him from turning to his talents and skills. The motivation of
employees, who will turn organizational resources into maximum benefit, decreases. The expected and
desired efficiency of the service and production process is not achieved. The hypotheses we have developed

in line with this assumption;
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HI1: There is a significant negative relationship between Organizational Silence and Emotional
Commitment.
H2: There is a negative relationship between Organizational Silence and Task Performance
H3: There is a positive relationship between Emotional Commitment and Task Performance

H4: Emotional Commitment has an indirect effect on the relationship between Organizational

Silence and Task Performance.
3. Research Questions

In this study, the effect of employees' emotional commitment to the organization on task
performance. Whether there is a relationship between employee silence, task performance. what kind of
interaction exists, In addition, research was conducted on the basis of the questions of how emotional

commitment interacts with organizational silence.
4. Purpose of the Study

It is aimed to reveal how Organizational Silence changes as the concepts in which organizational
efficiency and effectiveness interact, how employee emotional commitment affects task performance,

causes and results, and organizational outcomes.
5. Research Method

5.1. Sample and Data Collection

The data were collected through a questionnaire distributed to healthcare workers randomly from
nine hospitalsin Turkey between the years of 2018-2019.In this study, face to face interviews were
conducted with a total of 507 hospital employees and questionnaire data were used. This study also was
conducted on 507 valid questionnaires. Data were analyzed through the SPSS statistical packet program
and four proposed relations were tested through Squared Multiple Correlations analyses. The scales used

were Organizational Silence, Emotional Commitment and Task Performance.
5.2. Analyses

To measure organizational silence, 27 item-scale was developed in 2003 by Dyne et al. (2003). The
scale was adopted from Erdogan's (2011) master's thesis titled Lider the relationship Between Effective
Leadership, Organizational Silence and Performance. Each of the questions in the organization is a 5 Likert-
type scale are used to measure organizational silence and contains 27 statements in three dimensions.

Emotional commitment scale developed by Meyer and Allen in 1990 was used in the study. Validity
study of the scale Wasti et al. (2007). As a result of the confirmatory factor analysis of the author, each
item was found to be a single factor. The Cronbach’s Alpha values for each factors exceeds 0.70 (Giirbiiz
& Bekmezci, 2012). Which indicates the reliability of scales in that survey.

The Business Performance Scale was developed by Goodman and Svyantek (1999). The first 16

expressions of the scale, which includes 25 expressions of 5 Likert type, are for contextual performance
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and the last 9 are for task performance (Turung & Celik, 2010). Eight expressions of the scale of the authors

were used in the study.
6. Findings

With this study, hypotheses were tested and analysis was carried out to define the direction and
strength of the relationships. As a result of the literature survey, hypotheses and research model are formed

as follows in Figure 01.

Emotional
Commitment

Task
Performance

Figure 1. The model of the research

Table 1. Descriptive statistics of the Variables

Factors Mean S,td' . 1 2 3 4 5
Deviation

EC 2.944 0.981 (0.897)

TP 4.117 0.625 289***  (0.864)

SDP 3917 0.832 -.524%%%  _0.08 (0.900)

SBO 2.419 1.006 - 121%% 0 239%** - 269%**  (0.842)

AS 3.917 0.832 =321k - 106%  417*F*F 138**F  (0.777)

* p<0.05 **; p<0.01 ***; p<0.001 (2-tailed)
Cronbach's Alpha () is represented in diagonals
Cronbach's Alpha for all items= 0.730
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In Table 1, mean, standard deviation and correlation values of the variables included in the analysis

are given. The reliability values of the sub-factors are given as the diagonal values of the correlations. When

the reliability coefficient values given are examined, Cronbach Alpha, which is the most used value in the

reliability measurement of the questions, is examined (Hair et al., 2014; Pallant, 2013) value is greater than

0.70 and the internal consistency of the variables used in the analysis is high.

Table 2. Factor Analysis Results

EC

TP

SDP

SBO

AS

D8
D5
D7
D4
D3
G8
G7
G4
G5
G3
013
014
012
015
0Ol11
021
022
024
025
02
03
(0]
Eigenvalues
% of Variance

0.853
0.850
0.848
0.807
0.662

3.655
16.613

0.819
0.819
0.794
0.769
0.755

3.269
14.860

0.862
0.837
0.832
0.778
0.677

3.533
16.060

0.825
0.800
0.799
0.799

2.759
12.543

0.881
0.793
0.762
2.119
9.632

Notes

(i) Principal Component Analysis with Varimax Rotation

(i) KMO =0,836, Bartlett Test; ***

(iii) Total Variance Explained (%); 69.708

* p<0.05 **; p<0.01 ***; p<0.001

Factor analysis results for the variables given in the analysis are given in Table 2. According to these

results, 5 factors such as Emotional Commitment (EC), Task Performance (TP), silence for defensive

purposes (SDP), silence for the benefit of the organization (SBO) and accepted silence (AS) were obtained.

Some variables were excluded from the analysis due to low factor loads and communalities.

According to the results, the explanatory value of the factors obtained was 69.708%.KMO value of

the factor model is over 0.80, The Bartlett Sphericity test is also meaningful, and it appears that the data

are appropriate for factor analysis (Tabachnick & Fidell, 2001).
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Table 3. Direct and Indirect Effects of Variables

Dependent Variable Independent Variable Direct Effect Indirect Effect
EC = oS L0,610%%*
L
TP EC 0,381%**
<-
0YS oS 0,371%%*
<-
KES (ON) 0,949%***
<Lae
SAS (ON) 0,183**
<Lam
TP (ON) 0,260%** -0,233%***

y2/df = 2.143; GFI=0.931; CFI=0.964; TLI=0.958; RMSEA=0.048
*p < 0.05, ** p <0.01,** p < 0.001

When the results given in Table 3 are examined, it is seen that the goodness of fit values of the model
give excellent fit results (Hayes, 2009; Schermelleh-Engel et al., 2003).

The direct and indirect relationships given in the model were found to be significant. Accordingly,
the total effect of Emotional Commitment on Task Performance was measured as (B = 0.028 ***).

Emotional Commitment also has a positive and significant effect on Task Performance (f = 0.381
**%). The effect of Organizational silence on Emotional Commitment was also found to be negative (f = -
0.610 **%*),

The indirect effect size was p =-0.233 ***) and this effect was significant according to the Bootstrap
method at 5000 sample level (Preacher & Hayes, 2008).

Squared Multiple Correlations values obtained in the model were found to be 0.372 for EC and
0.092 for TP, respectively. According to these results, Organizational silence increases Task Performance
and reduces Emotional Commitment.

Emotional Commitment enhances Task Performance. In conclusion, H1, H3, H4 were accepted as
the hypotheses of our research and our hypothesis H2 was found to be inverse and significant (See Figure
02).

54


http://dx.doi.org/

https://doi.org/10.15405/epsbs.2021.02.5
Corresponding Author: Birgiil Demir
Selection and peer-review under responsibility of the Organizing Committee of the conference

elSSN: 2357-1330

025 6678

£ YA 65
D8

[64] [o8] [o7

18884

Figure 2. Squared Multiple Model for Organizational silence Emotional Commitment and Task

7. Conclusion

Performance

In this study conducted on the health sector, the relationship between Organizational Silence,

Emotional Commitment and Task Performance was tested. The most striking result from the data is that as

organizational silence increases, so does task performance. Therefore, H2 (There is a negative relationship

between Organizational Silence and Task Performance) Hypothesis is not supported. On the other hand, as

organizational silence increases, emotional commitment decreases, H1(There is a negative relationship

between Organizational Silence and Emotional Commitment.), H3(There is a positive relationship between

Emotional Commitment and Task Performance.). H4(Emotional Commitment has an indirect effect on the

relationship between Organizational Silence and Task Performance.) H4(Emotional Commitment has an

indirect effect on the relationship between Organizational Silence and Task Performance.), H1, H3, and H4

are fully supported. These findings are consistent with the literature on organizational silence and emotional

commitment. Many studies on organizational silence and emotional commitment have been studied in the
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literatiire (Cavusoglu & Kose, 2016; Milliken et al., 2003; Noelle-Neumann, 1974; Pinder & Karen, 2001;
Sehitoglu & Zehir, 2010). Emotional commitment and performance studies (Allen & Meyer, 1990; Rusbult
& Farrell, 1983; Vandenberghe et al., 2004). Although H1, H3, H4 hypotheses are supported by literature
studies, H2 hypothesis is not supported. However, these studies were performed only with the data obtained
from nine hospitals serving the health sector in Turkey. Therefore, these findings may not be transmitted to
any organization. Therefore, further studies in different sectors and more countries are recommended to

generalize these findings.
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