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Knowledge Hiding and Organizational Innovation:
Examining the Role of Workplace Competition

1. Introduction

The term ‘knowledge hiding” (KH) refers to a deliberate effort by
an employee to withhold or conceal knowledge requested by another
person (Connelly et al., 2012). It is more than just a denial of knowledge
exchange; rather, it is a purposeful, deliberate action intended to
safeguard one’s own benefit or prevent possible loss (He et al., 2021).
Many employees withhold knowledge from their peers for fear that doing
so will threaten their own position within the organization. This has a
major negative impact on both the organization’s competitive
environment and its overall level of productivity. KH restricts
information flow and undermines team dynamics, which limits
innovation outcomes, in contrast to knowledge sharing, which fosters
shared learning and creativity (Khan et al., 2023).

Employee behavior is significantly influenced by competitive
psychological environments. Perceptions of disagreement among
employees regarding career growth, rewards, recognition, or progress
characterize a competitive workplace (Brown et al., 1998). Competition is
an emotional attribute defined as an individual trait that encompasses the
totality of individual abilities and the drive to excel and outperform others
(Fletcher et al., 2008). According to another definition, competition is a
social judgment that involves an incorrect allocation of resources or
rewards due to the comparative performance of contributors in an activity
(Mudrack et al., 2012).

The growing body of research on KH highlights its damaging
effects on teamwork and organizational innovation, especially in
psychologically risky and competitive settings. A thorough meta-analysis
based on social exchange theory is presented by Skerlavaj et al. (2023),
who emphasize how reciprocal dynamics influence the deliberate
concealment of knowledge. Recent studies by Li and Wareewanich (2024)
and Siachou et al. (2021) also examine how cooperative frameworks and
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psychological safety reduce knowledge concealment and foster team
openness and innovation.

In this regard, researchers have examined personal competition in
the workplace. Some studies have also examined the consequences of
personal competition in the workplace. A competitive team dynamic,
according to Zhu et al. (2018), improves extrinsic motivation. Keller et al.
(2016) studied how a competitive environment causes employees to
become slaves to their jobs. The competitive climate, which has been found
to motivate people and recognize their work (Nguyen et al., 2019), also
contains unfriendly behavior with peer groups (Glaser et al., 2017; Nguyen
et al., 2019), as well as the disposal of knowledge that could benefit their
associates, workgroups, or organizations (Hernaus et al., 2019).

Organizational knowledge is a valuable non-physical resource in
competitive situations. ‘Organizational Capacity to Innovate in the
Workplace” recommendations are a major source of office innovation (Xie
et al,, 2016). Although several attempts have been made to improve
knowledge transfer in businesses, there has been no progress (Huang et
al., 2008). Employees are generally uninterested in sharing their
information, even when organizational structures facilitate knowledge
transfers. This lack of passion is a roadblock to new ideas. Skepticism
grows even when employees are convinced of the benefits of knowledge
sharing (Bock et al., 2005; Leonard and Swap, 2005).

The retail industry employs many highly innovative persons.
Employees must be talented and maintain a high level of expertise due to
the nature of their employment. They must demonstrate dynamic
knowledge within their organizations to thrive in a highly innovative
industry (Bari et al. 2016; Chen et al., 2016). This challenge examines how
most retailers interpret their experience in terms of the relevance of
knowledge innovation, which is often overlooked as the dark side of the
competitive psychological climate (CPC).

What is the special sense of knowledge hiding in workers or
employees, and what are the major factors in the Pakistani fashion retail
industry? The fashion sector is chosen for this research because it is a fast-
paced, highly competitive, and innovation-driven environment where
cooperation behaviors and knowledge concealment are very evident. The

126 The Lahore Journal of Business



Muhammad Farman ur Rehman and Ghulam Muhammad

study investigates some natural factors that alter knowledge concealment,
but the extent to which an individual is affected by these obstacles varies
across cultures.

This research contributes to our understanding of knowledge
concealment in knowledge-based institutions and examines the barriers to
information hiding. There are several ways this research contributes to the
literature on employee behavior in organizations. First, it uses the results of
previous studies conducted in Europe and other countries and applies
them to organizations in Pakistan. Second, it establishes a mediating effect
of organizational justice (O]) on the relationship between CPCs and KH in
the workplace. Third, while numerous studies have examined the positive
and negative impacts of CPCs, this study is the first of its kind on KH in the
fashion retail industry’s sales environment in Pakistan.

2. Literature Review
2.1. Competitive Psychological Climate

A CPC is a work environment in which employees believe they
can receive rewards or benefits from their company only if they
outperform their co-workers. At universities and other organizations
where performance comparisons are frequent, co-workers tend to see
each other as competitors. Although competition may motivate and
encourage high performance, it can also lead to negative results,
depending on how individuals perceive and manage competition
(Mudrack et al., 2012; Hernaus et al., 2019).). Therefore, a CPC is defined
as employees’ perceptions of an environment where competing with
peers is necessary to gain access to rewards, recognition, and promotions.

There have been numerous studies on the characteristics and
implications of CPCs. An example is the development of the CPC scale by
Xu et al. (2024), which identifies crucial dimensions: performance-based
competition and colleague-initiated rivalry. The negative organizational
implications of CPCs include KH (Murtza and Rasheed, 2023), office envy,
psychological contract violation (dos Santos et al., 2023), and reduced
work efficiency (Rasheed and Murtza, 2023).

Although competition can increase motivation and concentration,
leading to improved performance (Schrock et al.,, 2016), excessive
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competition can result in employees prioritizing outperforming others
over collaboration (Kumar Jha and Varkkey, 2018). Constant evaluation
by supervisors can increase CPC levels in stressful job settings. When
competitiveness is associated with unjust treatment or poor task
distribution, these situations can be detrimental to employees’ behavior
and attitudes in the long run. In addition, when employees experience
high CPC levels, the likelihood of turnover increases due to heightened
internal competition and lack of career advancement opportunities
(Nouri and Parker, 2013). Thus, we propose the following hypotheses:

H1:  There is a significant relationship between CPC and KH.

H2:  There is a significant relationship between CPC and OJ.
2.2. Organizational Justice

The fair and unbiased treatment of individuals within an
organization is referred to as OJ (Cropanzano and Greenberg, 1997;
Cropanzano et al., 2017). ‘Organizational justice, at its most basic level, is
a branch of psychology that focuses on the concept of equality in the
workplace. This is the concept of fairness as it pertains to organizational
rivalry,” ie., fair human resource management. Greenberg (1987)
describes an organization’s ‘right to express intuition,” a term also used
by French (1964) to describe the concerns of fairness and equitable
treatment within organizations. The concepts of ‘justice” and ‘fairness” are
employed. Overall, this review centers around ‘equity’ (Cohen-Charash
and Spector, 2001; French, 1964; Sheppard et al., 1992).

OJ leads to trust (Cohen-Charash and Spector, 2001; Colquitt et al.,
2001). High levels of OJ (a fair distribution of resources) lead to trust,
engagement, and constructive behavior in the workplace. Perceived
injustice, on the other hand, can result in dissatisfaction, reduced
cooperation, and negative behavioral responses. Therefore, OJ has a
substantial impact on employees’ reactions to organizational practices
and is fundamental to understanding workplace dynamics and the role of
fair treatment.

According to the conservation of resources (COR) theory,
employees may hide knowledge to protect their resources because they
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perceive their organizations as being unjust. Previous work also indicates
that lower levels of OJ are linked to higher levels of KH behaviors
(Connelly et al., 2012; He et al., 2021).

2.3. Knowledge Hiding

KH refers to the act of purposefully concealing knowledge from
others upon receiving requests for such information (Connelly et al.,
2012). While organizations strive to promote knowledge sharing within
their frameworks to increase efficiency and productivity, it should be
noted that knowledge belongs to individuals who may not wish to reveal
it (Kelloway and Barling, 2000). Such actions are typically impulsive and
can significantly influence individual and organizational outcomes.

Over the last few years, scholars have paid considerable attention
to KH, studying its predictors, outcomes, and mechanisms. For instance,
Zhang et al. (2025) meta-analysis summarizing results of a variety of
scientific articles illustrates that KH is influenced by factors such as
individual characteristics, leadership style, and human resource
management practices, resulting in adverse effects on individuals’
performance and psychological well-being.

KH can be understood at a theoretical level through COR theory,
which holds that individuals seek to preserve their resources (including
knowledge), particularly when competing in an environment
(Halbesleben et al., 2014). Because individuals believe that knowledge
provides them with a competitive advantage, they may intentionally hide
it to protect their position (Jahanzeb et al., 2020). This is supported by
empirical evidence that workplace competition causes individuals to
engage in self-serving behaviors, such as withholding knowledge from
co-workers perceived as competitors (Hernaus et al., 2019; Xiao & Cooke,
2019).

When employees are forced to see their coworkers as rivals in
highly competitive work environments, it directly affects their level of
trust, making them less inclined to share information. People try to protect
important resources, such as organizational information, to obtain an
advantage, according to COR theory (Halbesleben et al., 2014). As a result,
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employees in highly competitive workplaces find it simpler to use KH
strategies to protect themselves.

H3:  There is a significant relationship between OJ and KH.
2.4. The Mediating Role of Organizational Justice

Individual or group perceptions of O] are referred to as
institutional justice (Colquitt, 2001; Erdogan and Bauer, 2021). Clear
institutional justice fosters a healthy work environment and a sense of
civic responsibility among employees (Erdogan and Bauer, 2021). There
is evidence that equitable awareness is associated with several positive
attitudes.

The three categories of justice, according to Bies and Moag (1986),
are distributive, procedural, and interactional. Informational justice is a
fourth category, according to Colquitt (2001) and Greenberg (1990). In
relation to distributive justice (Adams, 1965), the fairness of the
distribution of outcomes for workers/employees concerns how fairly
they perceive the distribution of resources or rewards. Upon realizing an
unfair distribution of outcomes, individuals generally try to rectify the
situation by either changing their level of input effort or demonstrating
unproductive behaviors (Sheppard et al., 1992). Procedural justice, as
defined by Bies and Moag (1986), relates to an employee’s perception of
how fair a process is and encompasses the rules and procedures for
distributing resources and making decisions.

Organizational justice (OJ) is closely monitored by organizations
because employees' attitudes, behaviors, and job outcomes are greatly
influenced by their sense of fairness. This shows that OJ has a significant
impact on how individuals in an organization behave and how business
culture is formed (Ouyang et al., 2015). Equity theory, widely used in the
field of corporate performance, is grounded in the equity perspective
(Chen et al, 2015). The degree to which workers believe that
organizational policies and procedures are just and equal is known as
organizational justice (OJ). (Whitman et al. 2012).

Consider how, according to COR theory, the positive association
between CPCs and knowledge concealment is minimized when an
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organization’s integrity is regarded as high in a competitive workplace. In
this context, COR theory views OJ as an artificial signal because it can
provide meaningful direction for employees in dealing with a highly
competitive work environment (Greenberg, 2004). As a result, salespersons
are exposed to the work’s non-competitive nature, which leads to greater
results than other approaches. It emphasizes the notion that in a
competitive workplace with a high level of honesty, employees are more
likely to provide information. Then we propose the following hypothesis:

H4: O] has a mediating effect on the relationship between KH and CPC.

Stevan E. Hobfoll developed the Conservation of Resources (COR)
theory, which has been a key theoretical underpinning for organizational
justice (OJ) studies.. COR theory focuses on the acquisition and loss of
resources in an organization. It is stated that an employee’s perception
and approach to resources depend on the context. Hence, organizational
actions, such as policies and leaders” and managers’ approaches, neither
have a direct impact on outcomes nor does O] directly impact any
outcome. Instead, organizational factors indirectly affect employees
through their influence on the perception of fairness and power. This
leads to changes in their psychological resources.

2.5. Conservation of Resources Theory

The COR theory framework is crucial for understanding how
employees behave in an organizational setting. This theory holds that
people always try to acquire and protect resources because they think
doing so will enable them to achieve their goals (Hobfoll, 1989;
Halbesleben et al., 2014). Any item, personality trait, state, or energy that
individuals value for helping them achieve objectives might be
considered a resource. Similarly, depending on whether they invest in or
protect their resources, people receive messages about the environment
that can be either favorable or harmful.

According to COR theory, a person experiences stress when they
are deprived of resources, threatened with losing resources, or fail to
receive a reward after expending time and effort in obtaining resources
(Hobfoll, 1989). For example, an employee may become stressed and lose
self-esteem because their work does not receive positive feedback, or
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because their effort and time do not yield the expected results. This causes
the employee to become defensive and conserve their limited resources.

In accordance with the COR model (Hobfoll, 1989; Hobfoll et al.,
2018), an employee’s success depends largely on their ability to acquire
organizational information and conserve valuable resources. They feel
stressed when such resources are compromised. OJ, in terms of outcome
or results, procedural justice, and interpersonal justice (Greenberg, 1990;
Colquitt et al., 2001), is a vital psychological instrument that makes
workers feel confident and secure. In situations where the perception of
high levels of OJ prevails, the chances for successful resource acquisition
are higher, thereby resulting in favorable outcomes such as better work
performance, motivation, and commitment.

Figure 1: Hypothesized Framework

Organization
al justice

Competitive
psychological
climate

Knowledge
hiding

3. Research Methodology

The research methodology is discussed in this section. It entails
the methods and techniques that are used in data collection and analysis.
In testing the hypotheses, this study applied the quantitative approach.
Structured questionnaires were used to collect primary data and facilitate
a systematic analysis of the relationship between the variables.

3.1. Sample and Procedure

Punch (2013) states that the sampling frame is the operational list
from which the research sample is taken, whereas a population is the total
collection of people, events, or objects pertinent to a study. Each event to
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be covered in a study represents a separate population. Ideally, each
individual or group within a population will have at least one common
trait (Busha & Harter, 1980) or an identifiable and definable subset of the
population (Punch, 2013).

This study examines the research needs by formulating
hypotheses and generating findings using a quantitative approach. This
quantitative methodology’s data can be generated in several stages
(Newman & Benz, 1998), resulting in a collection of information that can
be suitably generalized to the entire sample group.

The present study aims to reach employees of fashion retail
companies in Karachi, Pakistan. To gather data from respondents, the
author developed and used an online questionnaire. The survey was
posted online for approximately one month and shared with fashion retail
industry employees. Of the 283 questionnaires received, 12 were not
included in this analysis due to insufficient or missing data. In addition to
addressing ethical concerns about the confidentiality of information,
employees of all participating companies were assured in person and via
email that data and information derived from this research would be used
solely for research purposes (i.e., to increase knowledge and
understanding). Furthermore, all participating companies and their
employees were assured, in person and via email, that their data would
remain confidential and would not be released to anyone outside the
company or participating agencies. This study’s sample size was
calculated using the N10 construction formula (Hair et al., 2011).

3.2. Study Variables
This study has three variables.
3.2.1. Competitive Psychological Climate

A four-item scale adapted from Fletcher et al. (2008) was used to
examine the CPC. Higher ratings indicate a stronger view of a competitive
work environment on a Likert scale from 1 (strongly disagree) to 7
(strongly agree).
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3.2.2.  Knowledge Hiding

Connelly et al. (2012) created a 13-item scale to measure
knowledge concealment. A seven-point Likert scale, with 1 denoting
‘strongly disagree” and 7 denoting ‘strongly agree,” was used to record
responses. Higher scores denote higher levels of KH behavior.

3.2.3.  Organizational justice

The measure of OJ used in this study comprises nine items drawn
from Colquitt (2001). The items are measured on a seven-point Likert
scale, where 1 represents strong disagreement and 7 represents strong
agreement, with higher scores indicating greater fairness perception.

3.3. Data Analysis Technique

The partial least squares structural equation modeling (PLS-SEM)
analysis approach, which consists of two models, a measurement model
and a structural model, is identified as a second-generation method. The
structural model includes hypothesis testing, while the measurement
model establishes data reliability and validity (Hair et al., 2012). This
strategy allows researchers to produce more useful mediation results and
more thorough variability outcomes than other methods (Hair et al., 2011).

3.4. Ethical Considerations

When discussing research ethics, establishing processes is crucial.
Researchers must follow specific rules, such as obtaining participants’
agreement before beginning any research. Participants must be informed
about the research procedure, have the option to withdraw at any time,
and have their privacy and identity protected. In this study, all these
ethical requirements were followed, ensuring that no physical or
psychological harm was caused to participants.

4. Data Analysis

Information obtained from the samples via a disseminated
questionnaire was used to conduct a comprehensive study. The data was
analyzed using a variety of programs, including MS Excel and SPSS. Table
1 shows respondents” demographic data.
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Table 1: Demographics

Frequency Percentage Valid Cumulative
percentage percentage
Experience 0-5 67 24.7 247 247
(years) 6-10 164 60.5 60.5 85.2
10+ 40 14.8 14.8 100
Age (years) 18-25 40 14.8 14.8 14.8
2640 186 68.6 68.6 834
40+ 45 16.6 16.6 100
Qualification Matric. 12 44 44 44
Inter. 33 12.2 12.2 16.6
Graduate 91 33.6 33.6 50.2
Master’s 127 46.9 46.9 97
MS/PhD 8 3 3 100
Total 271 100 100

The workforce has an experienced subset, as evidenced by the fact

that 60.5 percent of members worked for six to ten years, another 24.7
percent for up to five years, and 14.8 percent for more than ten years. As
a result, the vast majority are either relatively young or have just started
working: 68.6 percent are aged 2540, 16.6 percent are over 40, and 14.8

percent are under 25. With 33.6 percent of the sample having completed
college and 46.9 percent earning a graduate degree, the sample’s overall
education level is high. However, there are lower numbers with
certificates (4.4 percent), intermediate education (12.2 percent), and
MS/PhDs (3 percent).

4.1. Descriptive Statistics

Descriptive statistics (means, standard deviations, and Cronbach’s

alpha) for the latent variables generated by SPSS are presented in Table 2.

Table 2: Descriptive statistics

N Min. Max. Mean Std. dev.
CPr1 271 2 7 5.8081 0.86927
CP2 271 2 7 5.9262 1.03373
CP3 271 2 7 5.8782 0.94865
CP4 271 2 7 5.941 0.90483
KH1 271 2 7 6.0221 0.95814
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N Min. Max. Mean Std. dev.

KH2 271 2 7 5.8339 1.06027
KH3 271 2 7 5.9225 0.9533

KH4 271 2 7 5.6937 0.99178
KH5 271 2 7 5.9815 1.07997
KH6 271 2 7 5.9557 0.96123
KH7 271 2 7 5.8745 0.98833
KHS8 271 2 7 5.8303 0.93133
KH9 271 3 7 5.9668 0.76182
OJ1 271 1 7 5.8524 0.99647
OJ2 271 2 7 6.0185 0.83646
03 271 4 7 5.8967 0.59351
OJ4 271 4 7 5.9852 0.71993
OJ5 271 2 7 6.0738 0.92801
QOJ6 271 4 7 5.9926 0.58368
QoJ7 271 4 7 5.8819 0.6447

OJ8 271 4 7 5.9742 0.58632
QJ9 271 2 7 5.9225 0.85065

Valid N (listwise) 271

Note: CP1-CP4 = competitive psychological climate items, KH1-KH9 = knowledge hiding
items, OJ1-OJ9 = organizational justice items.

Most respondents agree with the questionnaire items, as
evidenced by the high average values (more than 5.5 on a seven-point
scale) for all items tested in relation to CPC, KH, and OJ. KH items vary
from 5.69 to 6.02, CPC items range from 5.81 to 5.94, and OJ items vary
from 5.85 to 6.07. All item have low to moderate standard deviations for
the three constructs, indicating consistent response patterns for each
measure. These findings show that individuals in this organization have
a high degree of KH behaviors, a highly competitive perception of the
climate, and generally high levels of perceived O] in relation to these
behaviors.

4.2. Reliability Analysis and Validity (Convergent and Discriminant)

The Cronbach’s alpha number shows the questionnaire’s high
reliability. Table 3 shows the questionnaire’s reliability for each variable
and the validity of the constructs.
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Table 3: Constructs’ reliability analysis

Cronbach’s alpha Composite AVE

reliability
CPC 0.832 0.835 0.714
KH 0.914 0.920 0.680
(@)] 0.718 0.767 0.400

AVE = average variance extracted.

This indicates that all latent variables have high internal
consistency and reliability (the minimum alpha is 0.718), and each factor
has an alpha value greater than 0.70. The author use measures to assess
convergent validity (average variance extracted [AVE]) and assessed the
reliability of the constructs, particularly composite reliability.

As the results above show, the composite reliability of all
constructs was greater than 0.70, ranging from 0.767 to 0.920, clearly
indicating that all items consistently measured the relevant constructs
(Hair et al., 2016). While an AVE above 0.5 is preferred, according to
Fornell and Larcker (1981), an AVE below 0.5 can be tolerated where the
composite reliability exceeds 0.6, thus meeting the required criteria.

4.3. Fornell-Larcker Criterion

To show discriminant validity—a crucial aspect of assessing the
distinctions between measuring instruments for various components—
the square root of the AVE should have a greater Pearson correlation than
other constructs (Fornell and Larcker, 1981) (Table 4).

Table 4: Fornell-Larcker criterion

CPC KH oJ
CPC 0.925
KH 0.792 0.862
o] 0.571 0.629 0.688

Table 5: Heterotrait-monotrait ratio (HTMT)

CPC KH o]
CPC

KH 0.899

o] 0.713 0.732
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All valid HTMT results in Table 5 are less than or equal to their
proposed threshold of 0.90, demonstrating discriminant validity in this
study. Even though the association CPC-KH is close to the threshold
(0.899), the constructs demonstrate sufficient distinctiveness for this study.

4.4. Hypothesis Testing

CPC is an exogenous latent variable, OJ is a mediator and
endogenous latent variable, and KH is an endogenous latent variable,
according to structural equation modeling (SEM) analysis in SmartPLS
4.0. Table 6 presents the SEM path, the standardized effect, and the p-
value of the hypothesis testing.

Table 6: Hypothesis testing

Hypothesis =~ SEM path  Standardized effect p-value Decision
H1 CPC-KH 0.752 ok Accepted
H2 CPC-OJ 0.712 ok Accepted
H3 OJ-KH 0.213 e Accepted

SEM = structural equation modeling.

Table 6 shows that CPC has a significant positive effect on KH
(0.752, p = 0.000**). CPC has a significant effect on OJ (0.712, p = 0.000). OJ
has a significant positive effect on KH (0.213, p = 0.00***). Therefore,
hypotheses 1, 2, and 3 are accepted.

4.5. Mediation Analysis

Table 7 presents the results of the mediation study (H4) as well as
the standardized indirect influence of an exogenous latent variable on an
endogenous latent variable via OJ. The author followed Preacher and
Hayes” (2008) instructions for conducting mediation analysis. The
mediation analysis can be completed by assessing the indirect influence
using the bootstrapping method. Preacher and Hayes” method does not
require the direct influence of the independent variable on the dependent
variable. However, Baron and Kenny (1986) state that it was initially a
necessary step in the conventional, widely criticized process of testing
mediation analysis. Furthermore, based on whether the indirect effects
were statistically significant, this method was employed to choose the
proper kind of mediation.
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Table 7: Values of indirect effect, p-value, and mediation effects

Hypothesis =~ SEM path  Standardized indirect effect p-value Decision

H4 CPC-OJ-KH 0.152 0.041 Accepted

Using maximum likelihood estimation and the suggested 5,000
non-parametric bootstrap resampling technique, Table 7 demonstrates
that OJ partially mediates the relationship between CPC and KH (0.152, p
= 0.041**) (Hair et al., 2016). This supports H4. According to the findings,
the change in OJ perception is linked with the change in the competitive
psychological atmosphere of the organization, and both have effects on
KH. The findings reveal the mediating effect of OJ. Therefore, OJ acts as a
critical variable in this link.

4.6. Overall Model Testing

The hypothesized relationship between variables is analyzed
using PLS-SEM. This approach is appropriate for evaluating the
measurement and structural model, as this research’s model contains an
independent variable (CPC), a mediator (OJ), and a dependent variable
(KH). Figure 2 illustrates the results of the structural model analysis,
including direct and indirect relationships among the variables.

Figure 2: The overall model

o2 folE] ols 017 olo
b - E _—— e —
0.706 {0.000} i (0.000) 0.522 {0,000} (£ 0.572 (0.0
— — =
KH2
/ o \ 7 s
0.000 0.025 0.811 (0.000)¥
\ 0.945 {0.000)
i~
0.000 ¥ 0.838
. 0.855 {0.000}
T e -
/ o \ KH 3.?0\3 :0.0\00} KHB
TT 0 V12§ 3
0.877 {0.000} 12 {0.000} 275 SSork
I( KH7
cp3 cP4 “u

KHE

Note: CP = competitive psychological climate, KH = knowledge hiding, O] =
organizational justice.

The Lahore Journal of Business 139



Knowledge Hiding and Organizational Innovation

5. Discussion of Findings

The current study investigates how organizational justice (OJ)
mediates the relationship between knowledge hiding (KH) and a
competitive psychological climate within firms. The results provide
important new knowledge about the behavioral impact of working in a
competitive environment and significant empirical support for the
hypothesis being tested.

“Employees have an attitude of fear, confusion, respect, and
deliberate attempts towards better performance based on information
about the competitive environment around them, both in and out of their
company.” As such, given the predominant competitive-type mindset
that has infiltrated Pakistan’s businesses and the non-existence of a
competitive-type work environment for sales and marketing people, it is
essential (and prudent) to continue extending the potential effect of
anything achieved. There is much more to be done in the retail segment
of Pakistan’s industry with regard to the competitive psychological
environment and the need for open discussion/exchange of ideas.

The COR theory shows that salespersons who worked in a
competitive environment or at a point of sale were more prone to hide
their expertise. According to the findings of this study and the theoretical
presentation of KH (e.g., Kumar Jha & Varkkey, 2018), a CPC creates an
atmosphere in which associates keep work-connected learning and
knowledge to themselves to maintain a competitive advantage. It also
demonstrates that OJ aids the association between CPC and knowledge
concealment, providing management with insight, particularly in
competitive climates.

The current findings support H1: that there is a significant positive
relationship between the level of competitiveness and concealment of
knowledge. This is consistent with previous research showing that high
competitiveness creates self-protective and adaptable behaviors by
employees (Fletcher & Nusbaum, 2010; Connelly et al., 2012). Employees
will be more likely to conceal valuable knowledge if they feel their
promotions, rewards, recognition, or career advancement are directly
related to that knowledge. This strengthens the argument that, although
competitive environments may increase employee performance, they
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may also negatively impact collective behavior and knowledge sharing,
both of which are vital to innovation.

H2 is supported by the study’s second conclusion, which finds
that a competitive psychological environment significantly influences OJ.
Results show that an employee’s perception of fairness is affected by the
type of work environment in which they work. In a highly competitive
atmosphere, employees could view decision-making procedures and
results as being unfair/biased, particularly when incentives are not
distributed appropriately. These findings also support past research
showing how organizational climates play an important role in shaping
justice perceptions (Colquitt et al., 2001; Fletcher and Nusbaum, 2010).
Excessive competition can lead to negative attitudes among employees
because perceptions of unfairness are negatively affected.

H3 confirms a strong positive association between OJ and
knowledge concealment, which appears to be counterintuitive. Still, it can
begin to make sense when we consider the relative dynamics involved.
Because of the goals of resource preservation and the causes of conflict,
employees may persist in concealing information in contexts where they
perceive procedural and/or distributive justice as being relatively just.
Recent research suggests that justice perceptions alone will not
necessarily eliminate KH behavior in contexts where workers can conceal
knowledge easily (Sun et al., 2023; Khan et al., 2023).

Ultimately, the results of the mediation analysis show that fairness
in the workplace partially mediates the relationship between two
variables, i.e., KH and competitive psychological climate, which provides
evidence to support H4. This finding indicates that employee perceptions
about fairness in a competitive context influence both directly and
indirectly the KH of employees. The study advances our understanding
and adds to existing literature by identifying the psychological
mechanism through which competition in the work environment
influences knowledge-related behaviors. In particular, the study’s
findings suggest that employees perceive competitive work environments
through a fairness lens; this perception affects behavior, providing
additional evidence that competition affects work behavior.
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This research responds to a fresh request to investigate the
personal repercussions of knowledge concealment (Connelly et al., 2012).
We examined how information concealment affects employee well-being
in the workplace, as well as when this effect is most likely to occur. The
results show that workers with higher levels of knowledge hiding (KH)
had worse mental health and, as a result, were less successful at work.

The author postulates an positive optimistic relationship between
a CPC and knowledge concealment based on COR theory. According to
COR theory, a competitive work environment allows employees to
develop their assets and seek advantages over their peers to attain their
own goals (Halbesleben et al., 2014; Jahanzeb et al., 2020). In a competitive
work setting, salespersons, in particular, hide their own qualities, such as
knowledge, from their peers. According to Hernaus et al. (2019),
employees may engage in unethical activities in the workplace to
maintain a competitive advantage.

5.1. Managerial Implications

The empirical findings in this paper have significant ramifications
for senior executives, particularly retail executives. The current study
demonstrates that leadership efforts may not always result in increases in
organizational growth, which is consistent with previous research
(Wittchen et al., 2013; Serenko, 2021). The competitive psychological
atmosphere may have a negative impact on information sharing among
employers. Science, on the other hand, becomes a significant resource that
others can use to perform in competitive environments. The foundation is
then laid by a habit of information concealment, which can sometimes
transform negative approaches into progressive ones, innovations, and
ideas. Even in highly competitive environments, many organizations
must adopt appropriate incentive structures to ensure workers are
supported and ready to deliver their best work, thereby helping them
thrive in the long run (Schaufeli, 2016).

Furthermore, trained workers focus their attention and efforts on
building team governance processes. In the organization, training should
be provided to ensure that current concepts and processes are effectively
conveyed, allowing workers to better understand what to do and how to
do it, while communicating the knowledge process.
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In addition, the competitive climate, sales market volatility, and
sales effectiveness are all factors to consider.

Managers must support employees’ comprehension of the O]
process. While a positive work environment is important, honest personal
behavior and a clear description of remuneration schemes can counter
unproductive work performance (Larkin and Pierce, 2015). Managers
must strive to create and maintain a fair balance of justice to protect
employees from KH behavior caused by a CPC. Doing so promotes a
favorable climate and reduces the undesirable results of a competitive
environment.

Managers in Pakistani organizations are expected to refrain from
favoritism and other informal practices, such as promotions without merit
and unfair talent acquisition and appraisal systems. Even in
organizational environments where resources are limited, employee
fairness in resource distribution can help alleviate employees’ feelings of
injustice and the stress they cause.

5.2. Theoretical Implications

This study adds several significant theoretical insights to the
literature on knowledge management and organizational behavior. An
important finding is that the extent to which competitive workplace
conditions impact KH practices is strongly influenced by employees’
perceptions of OJ. Our results show that OJ has a significant mediating
influence (B = 0.152, p = 0.041) between KH and CPC. This implies that
employees are less likely to hoard knowledge, even in competitive
environments, if they feel properly treated. This emphasizes how
important fairness perceptions are, theoretically, for understanding and
controlling how employees react to competitive pressure.

According to expansions of social exchange theory, employees
conceal information to safeguard their own interests when they perceive
unfairness in competitive environments, which erodes relational trust and
reciprocity norms (Cropanzano et al., 2017). This result is also consistent
with recent advances in OJ theory, which contend that employees’
willingness to act prosocially is influenced by their psychological
interpretations of competitive dynamics, which are filtered through
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perceptions of fairness (Colquitt et al., 2001). The outcome also adds to the
growing body of research on knowledge management, which
acknowledges that justice can either facilitate or hinder information
sharing, depending on the context (Bernatovi¢ et al., 2021). According to
the theory, competitive settings do not always result in knowledge
concealment; they do so only when they increase feelings of unfairness,
which makes OJ an important mediating factor and a boundary condition
in models of knowledge behavior.

This research generated a model that is fully integrated and
validated from an analytical perspective. The model explains the
relationships between KH, perceived OJ, and the competitive nature of
the environment in organizations. Such findings contribute to a growing
field of research focusing on negative organizational phenomena and
form a basis for further theoretical advancements in organizational
psychology and knowledge management.

5.3. Limitations and Future Direction

Some constraints can guide future research. Employees’
knowledge-hiding behavior is often shaped by their perceptions of a
competitive workplace climate. To determine whether knowledge
concealment and the competitive climate interact similarly across time, a
long-term study will be useful. As a result, we are working on a data-
gathering method. However, additional approaches, such as field
research or experimental methods, may be valuable in confirming our
findings.

Because we collected data only from salespersons in specific retail
sectors in Pakistan, our findings may not be generalizable across other
professions and positions. To improve overall outcomes, future research
should collect data from multiple groups of workers from various firms,
industries, and cultures.

Our research examines comprehensive knowledge concealment.
Future studies may need to examine other types of knowledge
concealment. Lastly, future studies should look at other moderators that
can affect employees' knowledge-hiding behavior, such as affective states
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and personality qualities like self-efficacy and emotional intelligence.
Conclusion

Several implications can be drawn from the theory as presented
above. As stated in previous studies on the relationship between
competition and KH (e.g., Peng et al., 2021; Semerci, 2019), there is no
consistency of results. Thus, the aim of our research was to explore this
area. COR theory, which states that employees engaged in sales activities
perceive risks to their work and engage in inefficient activities to defend
their resource bases (i.e., knowledge), is used to investigate the dark side
of the CPC in the sales setting (Jahanzeb et al., 2020).

This study shows a positive correlation between CPC and the KH
behaviors of salespersons. Thus, this research contributes to an ever-
expanding literature on how a CPC can negatively impact an organization
in the long term. We have defined a boundary condition for the
relationship between CPC and withholding knowledge behavior within
the context of COR. Specifically, we demonstrate that salespersons’
change in the likelihood of withholding knowledge (due to their
perception of a CPC) results from each salesperson’s evaluation of OJ as
an indicator of whether to use it as a resource in developing new coping
strategies. These findings shed light on the circumstances in which the
harmful impact of a competitive psychological environment is mitigated.

Knowledge concealment is common, and it stymies corporate
growth (Peng, 2013). One source of evidence for this hindrance is research
on the harmful effects of knowledge concealment. Individuals may also
conceal information pertaining to their interpersonal relationships and
creative ideas or skills (Cerne et al., 2014). By expanding this line of study
to focus on explicit psychological effects (defined by co-learning and
activating experiences), our findings suggest that knowledge concealment
benefits/rewards the people in the workplace while compromising peace
of mind.

The Lahore Journal of Business 145



Knowledge Hiding and Organizational Innovation

References

Adames, J. S. (1965). Inequity in social exchange. Advances in Experimental
Social Psychology, 2, 267-299.

Bari, M. W., Abrar, M., Shaheen, S., Bashir, M., & Fanchen, M. (2019).
Knowledge Hiding Behaviors and Team Creativity: The Contingent Role
of Perceived Mastery Motivational Climate. SAGE Open, 9(3).
https:/ /doi.org/10.1177/2158244019876297

Baron, R. M., & Kenny, D. A. (1986). The moderator—-mediator variable
distinction in social psychological research: Conceptual, strategic,
and statistical considerations. Journal of Personality and Social
Psychology, 51(6), 1173-1182. https://doi.org/10.1037/0022-
3514.51.6.1173

Bernatovi¢, 1., Slavec Gomezel, A., & Cerne, M. (2021). Mapping the
knowledge-hiding field and its future prospects: A bibliometric
co-citation, co-word, and coupling analysis. Knowledge
Management Research & Practice, 20(3), 394-409.
https://doi.org/10.1080/14778238.2021.1945963

Bies, R. J., & Moag, J. S. (1986). Interactional justice: Communication
criteria of fairness. In R. J. Lewicki, B. H. Sheppard, & M. H.
Bazerman (Eds.), Research on negotiation in organizations, volume 1
(pp. 43-55). Jai Press Inc.

Bock, G.-W., Zmud, R. W., Kim, Y.-G., & Lee, J.-N. (2005). Behavioral
intention formation in knowledge sharing: Examining the roles of
extrinsic ~ motivators,  social-psychological = forces, and
organizational climate. MIS Quarterly, 29(1), 87-111.

Brown, S. P.,, Cron, W. L., & Slocum, ]J. W. (1998). Effects of trait
competitiveness and perceived intraorganizational competition
on salesperson goal setting and performance. Journal of Marketing,
62(4), 88-98.

Busha, C. H., & Harter, S. P. (1980). Research methods in librarianship:
Techniques and interpretation. Academic Press.

146 The Lahore Journal of Business



Muhammad Farman ur Rehman and Ghulam Muhammad

Cerne, M., Nerstad, C. G. L., Dysvik, A., & §ker1avaj, M. (2014). What goes
around comes around: Knowledge hiding, perceived motivational
climate, and creativity. Academy of Management Journal, 57(1), 172—
192.

Chen, X., Chen, T., & Huang, S. (2016). Antecedents and intervention
mechanisms: A multi-level study of R&D team's knowledge hiding
behavior. Journal of Knowledge Management, 20(5), 880-897.
https:/ /doi.org/10.1108/JKM-11-2015-0451

Chen, S.-Y., Wu, W.-C,, Chang, C.-S,, Lin, C.-T., Kung, J.-Y., Weng, H.-C.,
Lin, Y.-T., & Lee, S.-I. (2015). Organizational justice, trust, and
identification and their effects on organizational commitment in
hospital nursing staff. BMIC Health Services Research, 15, 363.

Cohen-Charash, Y., & Spector, P. E. (2001). The role of justice in
organizations: A meta-analysis. Organizational Behavior and Human
Decision Processes, 86(2), 278-321.

Colquitt, J. A. (2001). On the dimensionality of organizational justice: A
construct validation of a measure. Journal of Applied Psychology,
86(3), 386—400.

Colquitt, J. A., Conlon, D. E., Wesson, M. J., Porter, C. O. L. H., & Ng, K.
Y. (2001). Justice at the millennium: A meta-analytic review of 25
years of organizational justice research. Journal of Applied
Psychology,  86(3), 425-445. https://doi.org/10.1037/0021-
9010.86.3.425

Connelly, C. E., Zweig, D., Webster, ]J., & Trougakos, J. P. (2012).
Knowledge hiding in organizations. Journal of Organizational
Behavior, 33(1), 64-88.

Cropanzano, R., & Greenberg, J. (1997). Progress in organizational justice:

Tunneling through the maze. In C. Cooper & I. T. Robertson (Eds.),
International review of industrial and organizational psychology,

volume 12 (pp. 317-372). John Wiley & Sons.

The Lahore Journal of Business 147



Knowledge Hiding and Organizational Innovation

Cropanzano, R., Anthony, E. L., Daniels, S. R., & Hall, A. V. (2017). Social
exchange theory: A critical review with theoretical remedies.
Academy of Management Annals, 11(1), 479-516.

dos Santos, M. d. C. C., Coelho, F., & Gomes, J. F. S. (2023). Competitive
psychological climate, conflict and psychological contract breach.
European Management Review, 20(3), 561-575.

Erdogan, B., & Bauer, T. N. (2021). Overqualification at work: A review
and synthesis of the literature. Annual Review of Organizational
Psychology and Organizational Behavior, 8(1), 259-283.

Fletcher, T. D., Major, D. A., & Davis, D. D. (2008). The interactive
relationship of competitive climate and trait competitiveness with
workplace attitudes, stress, and performance. Journal of
Organizational Behavior, 29(7), 899-922.

Fletcher, T. D., & Nusbaum, D. N. (2010). Development of the Competitive
Work Environment Scale: A multidimensional climate construct.
Educational and Psychological Measurement, 70(1), 105-124.

Fornell, C., & Larcker, D. F. (1981). Evaluating structural equation models
with unobservable variables and measurement error. Journal of
marketing research, 18(1), 39-50.

French, W. (1964). The personnel management process: Human resources
administration. Houghton Mifflin.

Greenberg, J. (1987). A taxonomy of organizational justice theories. Academy of
Management Review, 12(1), 9-22. https:/ /doi.org/10.2307 /258796

Greenberg, J. (1990). Organizational justice: Yesterday, today, and
tomorrow. Journal of Management, 16(2), 399-432.

Greenberg, J. (2004). Stress fair to fare no stress: Managing workplace
stress by promoting organizational justice. Organizational
Dynamics, 33(4), 352-365.
https://doi.org/10.1016/j.orgdyn.2004.09.003

148 The Lahore Journal of Business



Muhammad Farman ur Rehman and Ghulam Muhammad

Glaser, D., van Gils, S., & Van Quaquebeke, N. (2017). Pay-for-performance
and interpersonal deviance: Competitiveness as the match that
lights the fire. Journal of Personnel Psychology, 16(2), 77-90.

Hair, J. F., Black, W. C., Babin, B. J., & Anderson, R. E. (2011). Multivariate
data analysis: A global perspective (7th ed.). Pearson Education.

Hair, J. F., Jr., Hult, G. T. M., Ringle, C. M., & Sarstedt, M. (2016). A primer
on partial least squares structural equation modeling (PLS-SEM) (2nd
ed.). SAGE Publications.

Hair, J. F., Sarstedt, M., Ringle, C. M., & Mena, J. A. (2012). An assessment
of the use of partial least squares structural equation modeling in

marketing research. Journal of the Academy of Marketing Science,
40(3), 414-433. https:/ /doi.org/10.1007 /s11747-011-0261-6

Halbesleben, J. R. B., Neveu, J.-P., Paustian-Underdahl, S. C., & Westman,
M. (2014). Getting to the “COR”: Understanding the role of resources
in Conservation of Resources theory. Journal of Management, 40(5),
1334-1364. https:/ /doi.org/10.1177/0149206314527130

He, P., Jiang, C., Xu, Z., & Shen, C. (2021). Knowledge hiding: Current
research status and future research directions. Frontiers in
Psychology, 12, 748237. https://doi.org/10.3389/fpsyg.
2021.748237

Hernaus, T., Cerne, M., Connelly, C. E., Poloski Voki¢, N., & ékerlavaj, M.
(2019). Evasive knowledge hiding in academia: When competitive
individuals are asked to collaborate. Journal of Knowledge
Management, 23(4), 597-618. https://doi.org/10.1108/JKM-11-
2017-0531

Hobfoll, S. E. (1989). Conservation of resources: A new attempt at
conceptualizing stress. American Psychologist, 44(3), 513-524.

Hobfoll, S. E., Halbesleben, J., Neveu, J.-P., & Westman, M. (2018).
Conservation of resources in the organizational context: The
reality of resources and their consequences. Annual Review of
Organizational Psychology and Organizational Behavior, 5, 103-128.

The Lahore Journal of Business 149



Knowledge Hiding and Organizational Innovation

Huang, Q., Davison, R. M., & Gu, J. (2008). Impact of personal and cultural
factors on knowledge sharing in China. Asia Pacific Journal of
Management, 25(3), 451-471. https:/ /doi.org/10.1007 /s10490-008-
9095-2

Jahanzeb, S., De Clercq, D., & Fatima, T. (2020). Bridging the breach: Using
positive affectivity to overcome knowledge hiding after contract
breaches. The Journal of Psychology, 154(3), 249-272.
https:/ /doi.org/10.1080/00223980.2019.1705235

Keller, A. C., Spurk, D., Baumeler, F., & Hirschi, A. (2016). Competitive
climate and workaholism: Negative sides of future orientation and
calling. Personality and Individual Differences, 96, 122-126.

Kelloway, E. K., & Barling, J. (2000). Knowledge work as organizational
behavior. International Journal of Management Reviews, 2(3), 287-304.

Khan, A. G, Li, Y., Akram, Z., & Akram, U. (2023). Why and how targets'
negative workplace gossip exhort knowledge hiding? Shedding
light on organizational justice. Journal of Knowledge Management,
27(6), 1458-1482. https:/ /doi.org/10.1108 /JKM-05-2022-0343

Khan, M. A., Malik, O. F., & Shahzad, A. (2022). Social undermining and
employee creativity: The mediating role of interpersonal distrust
and knowledge hiding. Behavioral Sciences, 12(2), Article 25.
https://doi.org/10.3390/bs12020025

Kumar Jha, J., & Varkkey, B. (2018). Are you a cistern or a channel?
Exploring factors triggering knowledge-hiding behavior at the
workplace: evidence from the Indian R&D professionals. Journal of
Knowledge Management, 22(4), 824-849.

Larkin, I., & Pierce, L. (2015). Compensation and employee misconduct:
The inseparability of productive and counterproductive behavior
in firms. Organizational wrongdoing: Key perspectives and new
directions, 1-27.

Leonard, D., & Swap, W. (2005). Deep smarts: How to cultivate and transfer
enduring business wisdom. Harvard Business School Press.

150 The Lahore Journal of Business



Muhammad Farman ur Rehman and Ghulam Muhammad

Li, X.,, & Wareewanich, T. (2024). A casual model to understand
psychological safety affecting employee creativity: Role of
knowledge sharing, knowledge hiding and organizational safety
climate. International Journal of Religion, 5(11).

Mudrack, P. E., Bloodgood, J. M., & Turnley, W. H. (2012). Some ethical
implications of individual competitiveness. Journal of Business
Ethics, 108(3), 347-359. https:/ /doi.org/10.1007 /s10551-011-1094-4

Murtza, M. H., & Rasheed, M. L. (2023). The dark side of competitive
psychological climate: Exploring the role of workplace envy. Journal of

Hospitality ~ and ~ Tourism  Insights,  6(3),  1400-1418.
https://doi.org/10.1108/JHTI-03-2022-0097

Newman, I, & Benz, C. R. (1998). Qualitative-quantitative research
methodology: Exploring the interactive continuum. Southern Illinois
University Press.

Nguyen, D., Lajom, J., & Teo, S. (2019). Dark side of competitive
psychological climate: Dispositional envy, schadenfreude, and
incivility. Academy of Management Annual Meeting Proceedings, 1.

Nouri, H., & Parker, R. J. (2013). Career growth opportunities and
employee turnover intentions in public accounting firms. The
British accounting review, 45(2), 138-148.

Ouyang, Z., Sang, J., Li, P., & Peng, J. (2015). Organizational justice and
job insecurity as mediators of the effect of emotional intelligence
on job satisfaction: A study from China. Personality and Individual
Differences, 76, 147-152.

Peng, H. (2013). Why and when do people hide knowledge? Journal of
Knowledge Management, 17(3), 398—415. https:/ /doi.org/10.1108/
JKM-12-2012-0380

Peng, H., Bell, C., & Li, Y. (2021). How and when intragroup relationship
conflict leads to knowledge hiding: the roles of envy and trait
competitiveness. International Journal of Conflict Management, 32(3),
383-406.

The Lahore Journal of Business 151



Knowledge Hiding and Organizational Innovation

Preacher, K. J., & Hayes, A. F. (2008). Asymptotic and resampling
strategies for assessing and comparing indirect effects in multiple
mediator models. Behavior Research Methods, 40(3), 879-891.
https:/ /doi.org/10.3758 /BRM.40.3.879

Punch, K. F. (2013). Introduction to social research: Quantitative and
qualitative approaches (3rd ed.). Sage Publications.

Rasheed, M. I, & Murtza, M. H. (2023). Dark Side of Competitive
Psychological Climate: The Role of Workplace Envy and Trait Self-
Esteem. In Academy of Management Proceedings (Vol. 2023, No. 1, p.
13953). Briarcliff Manor, NY 10510: Academy of Management.

Schaufeli, W. B. (2016). Heavy work investment, personality and
organizational climate. Journal of Managerial Psychology, 31(6),
1057-1073. https:/ /doi.org/10.1108 /JMP-07-2015-0259

Schrock, W. A., Hughes, D. E., Fu, F. Q., Richards, K. A., & Jones, E. (2016).
Better together: Trait competitiveness and competitive
psychological climate as antecedents of salesperson organizational

commitment and sales performance. Marketing Letters, 27(2), 351—
360. https:/ /doi.org/10.1007 /s11002-014-9329-7

Semerci, A. B. (2019). Examination of knowledge hiding with conflict,
competition and personal values. International Journal of Conflict
Management, 30(1), 111-131. https://doi.org/10.1108 /JJCMA-04-
2018-0051

Serenko, A. (2021). A structured literature review of scientometric
research of the knowledge management discipline: A 2021 update.
Journal ~ of  Knowledge  Management,  25(5),  1150-1174.
https://doi.org/10.1108/JKM-11-2020-0851

Sheppard, B. H., Lewicki, R. J., & Minton, J. W. (1992). Organizational
justice: The search for fairness in the workplace. Lexington Books.

Siachou, E., Trichina, E., Papasolomou, I., & Sakka, G. (2021). Why do
employees hide their knowledge and what are the consequences?
A systematic literature review. Journal of Business Research, 135,
195-213. https:/ /doi.org/10.1016 /j.jbusres.2021.06.031

152 The Lahore Journal of Business



Muhammad Farman ur Rehman and Ghulam Muhammad

Skerlavaj, M., Cerne, M., & Batisti¢, S. (2023). Knowledge Hiding in
Organizations: Meta-Analysis 10 Years Later. Economic and
Business Review, 25(2), 79-102. https://doi.org/10.15458/2335-
4216.1319

Sun, T., Schilpzand, P., & Liu, Y. (2023). Workplace gossip: An integrative
review of its antecedents, functions, and consequences. Journal of
Organizational Behavior, 44(2), 311-334.

Xiao, M., & Cooke, F. L. (2019). Why and when knowledge hiding in the
workplace is harmful: a review of the literature and directions for
future research in the Chinese context. Asia Pacific Journal of Human
Resources, 57(4), 470-502.

Xie, X., Zou, H., & Qi, G. (2016). Knowledge sharing, intellectual capital
and firm performance. Management Decision, 54(7), 1529-1552.
https:/ /doi.org/10.1108/MD-04-2015-0142

Xu, Y., Liu, D, & Li, C. (2024). Competitive psychological climate in
China: Scale development and validation. Journal of Career
Assessment, 32(2), 363-382.

Whitman, D. S., Caleo, S., Carpenter, N. C., Horner, M. T., & Bernerth, J. B.
(2012). Fairness at the collective level: A meta-analytic examination
of the consequences and boundary conditions of organizational
justice climate. Journal of applied psychology, 97(4), 776.

Wittchen, M., Schild, S., & Beck, D. (2013). Leadership boundaries and the
constraints on firm performance. Journal of Business and
Management, 19(3), 45-62.

Zhang, Z., Takahashi, Y., & Rezwan, R. B. (2025). Knowledge hiding and
social exchange theory: A systematic review and meta-analysis. Frontiers
in Psychology, 15, 1516815. https://doi.org/10.3389/fpsyg.2024.
1516815

Zhu, Y.-Q., Gardner, D. G., & Chen, H.-G. (2018). Relationships between
work team climate, individual motivation, and creativity. Journal
of Management, 44(5), 2094-2115.

The Lahore Journal of Business 153



