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Today, one of the issues that have taken root in the structure of organizations and caused extensive damage
May_ 23, 2025_ to the organization is a phenomenon known as the self-censorship of human resources. In this case,
Available online: employees deliberately conceal ideas, opinions, and information. Given that self-censorship of human
December 21, 2025 resources is a serious obstacle to organizational change and transformation and has long-term

consequences for human capital and the organization, this research aimed to create a fuzzy mapping of the
antecedents and consequences of self-censorship of human resources in organizations. This research is
applied in terms of purpose and is categorized as exploratory in terms of data collection. Furthermore, this
study employs a mixed-methods approach, both qualitative and quantitative, based on a deductive-
inductive philosophical framework. The statistical population of the research consisted of experts,
including professors from Lorestan University, the Faculty of Management and Economics, and human
resources professionals from Lorestan University, who were selected through purposive sampling based
on the principle of theoretical saturation. The data collection tool in the qualitative section was semi-
structured interviews, which were validated for content and theoretical validity, and the reliability was
confirmed using intra-coder and inter-coder methods. Moreover, the data collection tool in the quantitative
section was a questionnaire, which was validated for content validity and reliability through test-retest
methods. Qualitative data were analyzed using content analysis, while quantitative data were analyzed
using fuzzy cognitive mapping. The results of this research indicate that employee frustration and
disillusionment with the organization, managers' sycophancy, and weaknesses in the organization's
knowledge management system are the main antecedents of self-censorship of human resources.
Additionally, suppression of creativity and innovation in the organization, jeopardizing the achievement
of the organization’s vision, inefficiency, and accelerating organizational stagnation were identified as the
Keywords: most significant consequences of self-censorship of human resources.
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1. Introduction sharing, providing necessary information, and
The issue of self-censorship in human resources expressing opinions transparently ensures that the
and efforts to eliminate it holds significant interests of human resources and organizational
importance and requires serious attention from stakeholders are met. This phenomenon can
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impact learning and error detection, reveal truths
and realities, prevent inadequacies and decision-
making deviations, and foster organizational
development (Salens, 2020). Self-censorship in
human resources has many negative effects,
which can decrease the quality of effective
decision-making, hinder entrepreneurship, and
reduce employee loyalty and commitment to the
organization. Moreover, it can increase stress,
decrease  learning, reduce organizational
productivity, impair individual performance, and
lead to employee dissatisfaction. Self-censorship
in human resources poses a significant risk
exacerbated by employees’ reluctance to disclose
negative information (Mousavi et al., 2020). In
such conditions, self-censorship in  human
resources is considered an important risk. This
effect can manifest in various situations, such as
the inability to report problems, concealing
critical information, and efforts to cover up
others’ mistakes. In an era where modern
organizations seek to share information and
manage knowledge, ignoring self-censorship in
human  resources  becomes  problematic.
Therefore, considering the importance of self-
censorship in organizations, the existing
theoretical gap in this area, and the limited
research conducted on the subject, self-
censorship in human resources faces both
theoretical and empirical gaps that necessitate
research to fill this theoretical void. Thus, based
on the theoretical and practical gaps concerning
the research topic, this study aims to identify the
antecedents and consequences of self-censorship
in  human  resources in  organizations.
Accordingly, the main research question is: What
are the antecedents and consequences of self-
censorship in human resources in organizations?

2. Research Methods

This study is mixed in nature and follows a mixed
approach  consisting of qualitative and
guantitative research. According to the research
philosophy, it is classified as a comparative
inductive study. The current research is applied in
purpose and exploratory in terms of data
collection. The statistical population consists of
experts, including professors from Lorestan
University, the Faculty of Management and
Economics, and human resources professionals
from Lorestan University, with 13 members

selected as the sample using purposive sampling
based on the principle of theoretical saturation.
Due to specific characteristics, it is necessary to
invite specialists, considering that the topic
involves identifying and analyzing the
antecedents and consequences of self-censorship
in human resources organizations; individuals
who have served in these organizations may be
included.

3. Results

The current research aims to identify and analyze
the antecedents and consequences of self-
censorship in the human resources of
governmental organizations (Lorestan
University). In this study, both qualitative and
quantitative results are presented. The qualitative
results indicate the antecedents and consequences
related to self-censorship in human resources in
governmental  organizations in  Lorestan
Province. Accordingly, the antecedents of self-
censorship in human resources in governmental
organizations include the dominance of
oligarchic culture, fear of criticism, prioritization
of individual interests over organizational
interests, job insecurity, dissemination of
bullying behaviors within the organization,
dominance of rigid operational procedures,
employee frustration and disillusionment with the
organization, marginalization of the onboarding
system, groupthink, fear of punishment,
weaknesses in the knowledge management
system, sycophancy of managers, lack of self-
confidence among employees, and
institutionalization of rule-based approaches in
the organization. The consequential factors of
self-censorship in human resources include the
emergence of organizational silence, alienation of
employees within the organization, formation of
monopolized and stagnant organizational
structures, the emergence of canalized thinking
within the organization, difficulties in making
correct organizational decisions, manifestations
of isolation and withdrawal of employees within
the organization, suppression of creativity and
innovation, threats to the realization of the
organization’s vision, emergence of
organizational  inertia, inefficiency, and
acceleration of organizational stagnation

Mohsen Arefnezhad, Akram Hashemipour, Zahra Eyni Nargeseh, Hyedar Abbaspour. Preparation of a Fuzzy Mapping of
Antecedents and Consequences of Self-Censorship of Human Resources in Organizations



Journal of Sustainable Human Resource Management

4. Conclusion

Based on the research, employee frustration and
disillusionment with the organization, managerial
sycophancy, and weaknesses in the knowledge
management system have been identified as the
most significant antecedents of self-censorship in
human resources. In terms of the consequences of
self-censorship in human resources, suppression
of creativity and innovation in the organization,
threats to achieving the organization’s vision, and
organizational inefficiency and stagnation were
identified as the most significant findings.
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