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Even though organizations encourage the dissemination of knowledge and
information among organizational members, the phenomenon of knowledge
hiding still exists widely in organizations. The consequences of leader-
signaled knowledge hiding are more destructive to the workplace than the
consequences of employees’ knowledge hiding. It is particularly necessary
to explore the influence mechanism of leader-signaled knowledge hiding
on employees’ work behavior. Drawing on Conservation of Resources
theory, this study establishes a moderated mediation model with emotional
exhaustion as a mediating variable and supervisor-subordinate guanxi as
a moderating variable. This study focuses on the consequences of leader-
signaled knowledge hiding and divides leader-signaled knowledge hiding into
self-practiced knowledge hiding and explicit knowledge hiding. Based on
the results of 440 questionnaires from tourism employees, it is shown that
leader-signaled knowledge hiding has a positive impact on employees’ work
withdrawal behavior. Specifically, leader's self-practiced knowledge hiding
has a greater direct impact on employees’” work withdrawal behavior, while
leader’s explicit knowledge hiding has a greater direct impact on employees’
emotional exhaustion. Emotional exhaustion plays a key mediating role in the
relationship between leader-signaled knowledge hiding (i.e., self-practiced
knowledge hiding and explicit knowledge hiding) and employees’ work
withdrawal behavior. Supervisor-subordinate guanxi significantly moderates
the positive relationship between leader-signaled knowledge hiding (i.e., self-
practiced hiding and explicit knowledge hiding) and employees’ emotional
exhaustion. This study is an extension of previous research on knowledge
hiding. The results provide a reference for leaders to deal with knowledge
hiding and improve organizational knowledge management ability.

KEYWORDS

leader-signaled knowledge hiding, self-practiced knowledge hiding, explicit
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Introduction

Even though sharing knowledge is a pervasive social norm,
there is still widespread knowledge hiding in organizations
(Bock et al., 2005), including the tourism industry (Arain et al.,
2022). Knowledge hiding refers to individuals consciously
“withhold or conceal knowledge that has been requested by
another person” (Connelly et al., 2012, p.65). Knowledge hiding
is a major reason for the lack of knowledge sharing in
organizations. Current research, for the most part, has focused
on the negative effects of employee knowledge hiding behaviors
(Jha and Varkkey, 2018; Xiao and Cooke, 2019). It was found that
employees’ unethical knowledge hiding has serious negative
effects on organizations and individuals. For example, current
researches have showed that knowledge hiding will reduce
organizational performance and individual task performance
(Chatterjee et al,, 2021), reduce employees” innovative work
behavior (Cerne et al., 2017; Jahanzeb et al., 2019), destroy inter-
employee trust (Holten et al., 2016), and increase employees’
turnover intention (Serenko and Bontis, 2016). Moreover, this
behavior not only has a negative impact on employees who suffer
from knowledge hiding, but also the perpetrators of knowledge
hiding may reduce their organizational citizenship behavior
because of their sense of shame (Burmeister et al., 2019). It can
be seen that knowledge hiding behavior is against ethical norms
and is detrimental to organizational performance and
employee development.

In practice, however, leaders may also be the perpetrators and
advocate of knowledge hiding in the organization (Offergelt et al.,
2019; Arain et al., 2022). This is because by explicitly signaling
subordinates to hide knowledge from others, the leader can
maintain the leader’s team knowledgeable and competitive
(Offergelt et al,, 2019). In addition, leaders themselves may also
hide knowledge, which helps them maintain their authority
positions and avoid being replaced by their subordinates (Butt,
2021). However, leaders knowledge hiding behaviors can
negatively affect employee behaviors (Offergelt et al., 2019).
Recent studies have found that the negative effect of leaders’
knowledge hiding behavior on employees are more severe than
that of employees’ knowledge hiding behavior (Mawritz et al.,
2012; Schyns et al., 2018); Offergelt et al. (2019) introduced the
concept of leader-signaled knowledge hiding. His research
demonstrated that when leaders expect, tolerate, or practice
knowledge hiding, it has a negative effect on employees’ work
attitudes and perceptions of empowerment. Arain’s series of
studies confirmed that leader knowledge hiding decreases
employee trust (Arain et al., 2020) and self-efficacy (Arain et al.,
2019), undermines team interpersonal deviance and reduces
employees organizational citizenship behavior (Arain et al., 2022).
However, the former study has not yet distinguished the
dimensions of leader-signaled knowledge hiding, and has only
discussed the negative effects of it on employee’s behavior in a
broad conceptual framework. The later study just extended
knowledge hiding research from of the employee level to the
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leader level and studied the consequences of such top-down
knowledge hiding for employee’s behavior.

Under the impact of the COVID-19, the tourism industry
faces the challenge of providing efficient and innovative customer
service, and tourism leaders must take the lead and share their
own prior customer service experiences with their employees
(Duro et al.,, 2021). Both leaders who conceal knowledge from
employees and leaders who encourage people to conceal
knowledge can seriously undermine the ability of travel industry
employees to provide innovative customer service (Arain et al.,
2022). Considering that different types of leader-signaled
knowledge hiding behaviors may have different degrees of
influence on employees’ attitudes and behaviors, this study
synthesizes previous research and further divides leader-signaled
knowledge hiding into two dimensions based on Offergelt et al.
(2019) and names them as follows: self-practiced knowledge
hiding (SH) and explicit knowledge hiding (EH).

The concept of self-practiced knowledge hiding (SH) is drawn
on the definition of top-down knowledge hiding (Arain et al,
2020), which means the leader deliberately conceals or plays dumb
to the information requested by subordinates. This behavior is
classified as personal knowledge hiding behavior, and its negative
effects exist between the leader and the subordinates the leader
hides information from (Connelly et al., 2012; Arain et al., 2019).
Explicit knowledge hiding (EH) means that leaders suggest to their
subordinates that they expect and tolerate the occurrence of
knowledge hiding behaviors (Offergelt et al., 2019), and its negative
effects may exist within the department or the entire organization.

Personal affect and emotional state were shown to be important
mediating variables in studies related to the mechanisms by which
knowledge hiding behavior affects employees” behavior (Xiao and
Cooke, 2019), such as shame and guilt (Burmeister et al., 2019),
self-efficacy (Arain et al., 2020), trust perception (Holten et al,,
2016), and so on. In addition, relevant research in recent years have
shown that emotional exhaustion is directly related to negative
employee behavior in organizational stressful situations, such as
absenteeism, turnover (Hobfoll et al., 2018) and reduced extra-role
performance (Ain et al, 2022). According to Conservation of
Resources theory, when employees suffer leader-signaled knowledge
hiding behavior, they are stressed because they face a resource crisis
(Hobfoll et al., 2018). This stress drives employees into a state of
emotional exhaustion. Employees who are emotionally exhausted
and unable to be effectively compensated may take measures such
as lowering work engagement and psychologically or behaviorally
withdrawing from work to avoid the threat posed by emotional
exhaustion (Chong et al., 2020). Therefore, this study believes that
the mediating role of emotional exhaustion in the relationship
between leader-signaled knowledge hiding on employees” work
withdrawal behavior should be examined.

Most of the current research on knowledge hiding has solved
the problem of knowledge hiding between employee and employee,
however, research on the antecedents and mechanisms of
knowledge hiding at the vertical level is still in the exploratory stage
(He et al,, 2021). Some scholars have started to focus on the
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top-down knowledge hiding of leaders in Western cultural contexts
(Arain et al,, 2019, 2020, 2022; Offergelt et al., 2019). However, in
fact, in the context of high collectivism in China, the relationship
between superiors and subordinates has a more profound impact
on managing employees (Wan et al, 2021; He et al, 2022).
Confucian culture focuses on interpersonal guanxi, and supervisor-
subordinate guanxi is an important factor affecting the management
efficiency of organizational employees (Law et al., 2000). It refers to
informal and special personal interactions between supervisors and
subordinates, including experience sharing, interests, and trust
exchanges (Chen and Chen, 2004). Employees with a good guanxi
with their supervisors have higher trust, commitment and
emotional dependence on their supervisors (Green et al., 1996),
which can alleviate the adverse effects of organizational objective
factors on employees (He et al., 2019). Therefore, this study believes
that when examining the relationship between leader-signaled
knowledge hiding behavior and employees’ work withdrawal
behavior, we should observe the moderating effect of the
supervisor-subordinate guanxi to make a specific analysis.

Therefore, based on the Conservation of Resources theory, this
study adopts a structural equation model to explore: (1) Whether
leader-signaled knowledge hiding triggers employees work
withdrawal behavior? (2) Whether emotional exhaustion plays a
mediating role in the influence of leader-signaled knowledge hiding
on employees’ work withdrawal behavior? (3) Can the supervisor-
subordinate guanxi serve as a moderator between leader-signaled
knowledge hiding and employees’ emotional exhaustion?

Our study contributes to the literature in two ways. First, this
study divides leader-signaled knowledge hiding into two dimensions,
i.e., self-practiced knowledge hiding and explicit knowledge hiding.
What's more, this study further explores the negative effects of the
two types of leader-signaled knowledge hiding, respectively. This will
help bring both practices to the attention of organizational behavior
researchers. Second, previous research in the Chinese Confucian
culture have only confirmed the effects of knowledge hiding among
employees. This study expands the research level of the impact of
knowledge hiding, and investigates the negative consequences of
leader-signaled knowledge hiding on employees in Chinese
Confucian cultural. It also reveals that in Chinese Confucian culture,
supervisor-subordinate guanxi might mitigate the negative impact
of leader-signaled knowledge hiding on employees behavior. Thus,
it helps to enrich the cultural context of leader-signaled knowledge
hiding study and deepen readers’ understanding of the complex
processes through which leader-signaled knowledge hiding lead to
employees’ work withdrawal behavior.

Theoretical background and
hypothesis development

Conservation of resource

The Conservation of Resources (COR) proposed by Hobfoll
(1989) has been widely used in organizational behavior research.
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COR is a stress theory, and the basic assumption is that individuals
always have the motivation to protect existing resources and
acquire new resources, and the actual loss and possible loss of
resources will pose a threat to people. In the face of resource loss,
people will go into defensive mode to protect themselves, which
makes themselves defensive and aggressive (Hobfoll and Freedy,
2017). Therefore, COR theory can be used to explain people’s
negative behaviors in the face of stressful events (Hobfoll
etal., 2018).

According to COR theory, individuals gain or lose resources
by interacting with organizational contextual factors (Hobfoll,
2002). These resources include social support, energy, and key
resources (ten Brummelhuis and Bakker, 2012). In recent years,
many scholars consider emotional exhaustion as the depletion of
psychological resources (Halbesleben et al., 2014; Kammeyer-
Mueller et al, 2016; Hobfoll et al., 2018). Depletion of
psychological resources is considered to originate from objectively
existing stress events in the organization (Lanaj et al., 2018), and
stress events reduce the ability of employees to resist future risks.
Therefore, to avoid further loss of resources, employees typically
manage remaining resources strategically, tending to adopt
avoidant behaviors rather than proactive behaviors (Halbesleben
etal., 2014).

In this study, leader-signaled knowledge hiding is a stressful
event that has an impact on employee resources. This is because
when employees encounter work difficulties, the help of their
supervisors and colleagues can be useful for them obtain more
resources to advance the task or improve the performance of the
work (Uy et al, 2017). On the contrary, the leader-signaled
knowledge hiding makes employees stagnate at work, aggravates
the work pressure on employees, makes them have negative
emotions, and accumulates them day after day until they cause
emotional exhaustion, which in turn affects their work behaviors
(Ain etal,, 2022). Therefore, COR is suitable for this study.

Leader’s self—practiced knowledge
hiding and work withdrawal behavior

Work withdrawal behavior refers to a series of negative
reactions that employees take to avoid and resist work situations,
including work distraction, lateness, absence, etc., and ultimately
lead to employee resignation (Pelled and Xin, 1999). The stress
events in the organization are the sources of the employees’ work
withdrawal behavior (Zhu and Wu, 2020). In this study, leader-
signaled knowledge hiding behavior is the source of stress.

Leader’s self-practiced knowledge hiding refers to the
unethical leadership behavior of leaders who deliberately play
dumb or refuse to provide knowledge resources to employees
(Arain et al., 2020). In most cases, employees consider leader’s
self-practiced knowledge hiding to be unethical because they
inevitably need to rely on the leader’s knowledge resources to do
their jobs or improve themselves (Carmeli et al., 2013). Leader’s
self-practiced knowledge hiding makes employees pessimistic

frontiersin.org


https://doi.org/10.3389/fpsyg.2022.1032845
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org

Xu et al.

about their future opportunities for intellectual growth in the
organization, thereby reducing employees’ organizational
commitment level, that is, they are more reluctant to be part of the
organization, less willing to care about colleagues, and even
destroy organizational goals (Serenko and Bontis, 2016). In
addition to knowledge resources, employees often expect to obtain
social support resources from the organization. When employees
notice the leader’s self-practiced knowledge hiding behavior, they
may fear that the healthy relationships they are attempting to
develop are in jeopardy, which can increase employee stress and
cause withdrawal behaviors (Hobfoll and Freedy, 2017). In
addition, Pereira et al. (2006) argued that individuals are more
likely to engage in negative reciprocity than positive reciprocity,
which indicates that employees tend to give negative feedback on
the leader’s self-practiced knowledge hiding behavior and reduce
their work effort. Therefore, we propose the following hypothesis:

HI: Leader’s self-practiced knowledge hiding is positively
related to employees’ work withdrawal behavior.

Leader’s explicit knowledge hiding and
work withdrawal behavior

Leader’s explicit knowledge hiding refers to that leaders
support knowledge hiding even though it goes against
organizational norms. Leaders are likely to tolerate knowledge
hiding or encourage employees to do so (Offergelt et al., 2019).
Leader’s explicit knowledge hiding can lead to an organization’s
culture of knowledge hiding (Offergelt et al., 2019). Often, while
employees themselves may be the perpetrators of knowledge
hiding, they perceive themselves to hide less knowledge than their
colleagues around them (Serenko and Bontis, 2016). Therefore,
they have a sense of crisis of resource depletion in the comparison
and have confrontational psychology toward interpersonal
relationships and cooperation matters in the work, and then use
negative attitudes and behaviors to cope with the work, such as
intensifying their knowledge hiding behaviors (Cerne et al., 2014)
and voluntary resignation (de Croon et al., 2004). In addition,
supervisors often act as mentors and role models and have the
power to reward or punish employees, which will strongly
influence employees’ behavior (Mawritz et al, 2012). In an
organization, even if employees are aware of the behavioral norms
advocated by the company, they will still look for specific rules and
signals from the behavior of their supervisors. When such rules
and signals (such as explicit knowledge hiding) are inconsistent
with organizational norms (such as advocating knowledge
sharing), employees tend to adjust their behaviors to comply with
the supervisor’s rules, increasingly hiding knowledge (Offergelt
et al., 2019). However, behaviors that violate social norms harm
the interests of the organization and may trigger employees’ sense
of shame. To alleviate this emotional pressure, employees will
increase self-directed behaviors (Burmeister et al., 2019) and show
withdrawal behaviors (de Croon et al.,, 2004), such as avoiding
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communication, avoiding cooperation, denying, and avoidance.
Therefore, we propose the following hypothesis:

H2: Leader’s explicit knowledge hiding is positively related to

employees’ work withdrawal behavior.

Leader’s self—practiced knowledge
hiding and emotional exhaustion

Emotional exhaustion refers to the depletion of individual
emotional resources. Emotional exhaustion is accompanied by
work frustration and tension, which will lead to a decrease in
individual work motivation (Maslach et al., 2001). Previous
studies have shown that workplace stressful events are an
important antecedent of employees’ emotional exhaustion
(Kammeyer-Mueller et al., 2016). According to COR theory,
leader-signaled knowledge hiding causes employees to experience
resource depletion and impair their ability to acquire resources in
the future (Hobfoll,2001), thereby triggering emotional exhaustion.

This study proposes that leader’s self-practiced knowledge
hiding is highly correlated with emotional exhaustion. Leaders
who practice knowledge hiding may deliberately provide
information that is different from what employees desire, claim
not to know what employees are asking for, or promise to help
them while actually doing nothing. For employees, leader’s self-
practiced knowledge hiding is an act of denial and is a negative
interaction. It causes mental exhaustion and low energy (Ain et al.,
2022). Moreover, leader’s self-practiced knowledge hiding reduces
employees’ sense of psychological empowerment, undermining
their confidence in their job roles and their belief in contributing
to the organization (Offergelt et al., 2019). Emotional exhaustion
occurs when employees have to face high-intensity work and their
remaining resources are insufficient to address them (Lanaj et al.,
2018). Trougakos et al. (2015) found that fatigue makes employees
more dependent on others for help in solving work problems, so
they will gradually experience higher levels of mental exhaustion
when help is not available and their own resources are scarce (Uy
etal, 2017). Therefore, we propose the following hypothesis:

H3: Leader’s self-practiced knowledge hiding is positively
related to employees’ emotional exhaustion.

Leader’s explicit knowledge hiding and
emotional exhaustion

In addition, this study suggests that leader’s explicit knowledge
hiding is highly correlated with emotional exhaustion. In fact,
employees strive to connect with others through positive social
interaction, which helps them access valuable resources (Lanaj
et al., 2016). However, leader’s explicit knowledge hiding implies
that leaders utilize their power of position to prevent employees
from sharing knowledge. When employees suffer leader’s explicit
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knowledge hiding behavior, they may sense they are in a lonely
situation. This situation causes employees to lose knowledge
resources, social support, and interpersonal resources (Hobfoll and
Freedy, 2017), resulting in a sense of resource crisis. Anand and
Mishra (2021) found that workplace loneliness can directly lead to
emotional exhaustion. In addition, without the ability to exchange
resources with colleagues through knowledge sharing, employees
focus on how to protect their existing resources, ignore motivating
events at work, and look for factors in the work environment that
threaten their protected resources (Lanaj et al., 2018), which will
consume employees’ psychological resources, leading to emotional
exhaustion. Therefore, we propose the following hypothesis:

H4: Leader’s explicit knowledge hiding is positively related to
employees’ emotional exhaustion.

Emotional exhaustion and work
withdrawal behavior

Emotional exhaustion is a state of lack of psychological
resources. According to COR theory, compared with those with
abundant resources, people who lack resources have a weaker
ability to replenish resources and are more likely to lose resources
further (Hobfoll et al., 2018), which hinders employees from
better devotion to work. The pressure caused by emotional
exhaustion causes employees to reduce self-control resources (Ain
etal, 2022), and the value of remaining resources becomes more
important (Hobfoll et al., 2018). In order to restore the remaining
resources, employees will adopt withdrawal behaviors. In addition,
emotionally exhausted employees have lower job satisfaction due
to diminished mental energy, which in turn reduces work
engagement (Pelled and Xin, 1999; Wright and Bonett, 2007). At
the same time, previous empirical studies have also proved that
emotional exhaustion is directly related to employee absenteeism
and turnover (Van Woerkom et al., 2016; Reina et al., 2018). The
study by Lanaj et al. (2018) demonstrated that emotional
exhaustion causes employees who are not trusted in the
organization to exhibit withdrawal behaviors. Therefore,
we propose the following hypothesis:

H5: Employees’ emotional exhaustion is positively related to
employees’ work withdrawal behavior.

Mediating role of emotional exhaustion

Based on the viewpoints of previous section, this study
proposes that emotional exhaustion plays a mediating role
between leader-signaled knowledge hiding and employees’ work
withdrawal behavior. Leader’s self-practice knowledge hiding and
explicit knowledge hiding will directly reduce employees’ social
support resources and work resources. The depletion of many
resources leads to negative emotions, which in turn leads to the
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emotional exhaustion of employees (Offergelt et al, 2019).
Emotional exhaustion causes employees to reduce their control
over their self-resources, triggering a sense of crisis and ultimately
self-defensive behavior (Hobfoll and Freedy, 2017), ie., by
reducing active engagement in work to protect remaining
resources. Existing findings suggest that emotional exhaustion
mediates the negative effects of knowledge hiding on employees’
extra-role performance (Ain et al., 2022), and that emotional
exhaustion mediates the relationship between stressful work
events (e.g., task frustration, abusive supervision) and employees’
withdrawal behavior (Chi and Liang, 2013; Chong et al., 2020).
Therefore, we propose the following hypotheses:

Hé6a: Employees’ emotional exhaustion mediates the positive
relationship between leader’s self-practiced knowledge hiding
and employees’ work withdrawal behavior.

Ho6b: Employees’ emotional exhaustion mediates the positive
relationship between leader’s explicit knowledge hiding and

employees’ work withdrawal behavior.

Moderating role of supervisor—
subordinate guanxi

Although employees experience negative emotions due to
stressful events in the organization, it is worth noting that not all
subordinates have the same degree of emotional response to
leader-signaled knowledge hiding behaviors. Unlike formal
organizational relationships, supervisor-subordinate guanxi are
informal connections between leaders and subordinates (Law
etal., 2000). Leaders typically form small social circles with well-
connected subordinates and exchange benefits and emotional
resources with the employees in the circles (He et al., 2019). The
high quality of supervisor-subordinate guanxi means that
employees become “insiders” of the social circles. On the one
hand, the “insiders” employees can have a fuller information
communication and interest base with the leaders (Law et al.,
2000). This will cause “insiders” employees to have assimilation
psychology (Gardner et al., 2002), who will connect the process
of consolidating power by leaders with the process of
consolidating resources for themselves. In this situation,
employees might believe that the leader’s explicit knowledge
hiding behavior prevents outsiders from accessing the knowledge
resources of their social circle, thus reduce resistance to
knowledge hiding. On the other hand, the “insiders” employees
have a stronger emotional attachment to and confidence in their
leaders, and are more likely to increase positive feelings (Lau
et al., 2014). Therefore, for employees who have high-quality
supervisor-subordinate guanxi, because they perceive themselves
as “insiders,” even when they perceive the leader-signaled
knowledge hiding, they will rationalize the superior’s behavior
from the perspective of assimilation psychology and trust, and
then reduce the unethical perceptions of the superior’s behavior
(Fehr et al., 2020). On the contrary, those employees with
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low-quality supervisor-subordinate guanxi are less likely to
receive bonuses, promotion opportunities, and other beneficial
resources from their leaders than employees who are “insiders”
(Chen et al,, 2009). In this context, when employees perceive the
leader’s self-practiced knowledge hiding, they feel a stronger
conflict of interest and develop a stronger sense of mistrust (Gan
et al., 2019). When employees perceive the leader’s explicit
knowledge hiding, the level of mistrust between employees
increases, which creates a poor atmosphere for interpersonal
interactions in the workplace (Dimotakis et al., 2011). Employees
may believe themselves are more likely to suffer from
organization’s knowledge hiding culture than “insider”
employees (Serenko and Bontis, 2016), and thus feel cynical
(Aljawarneh and Atan, 2018). Both of these situations reinforce
the effect of leader-signaled knowledge hiding behavior on
emotional  exhaustion.

Therefore, we propose the

following hypothesis:

H7a: Supervisor-subordinate guanxi negatively moderates the
positive relationship between leader’s self-practiced
knowledge hiding and employees’ emotional exhaustion, that
is, the positive relationship is weaker when supervisor-
subordinate guanxi is higher than it is when supervisor-
subordinate guanxi is lower.

H7b: Supervisor-subordinate guanxi negatively moderates the
positive relationship between leader’s explicit knowledge
hiding and employees’ emotional exhaustion, that is, the
positive relationship is weaker when supervisor-subordinate
guanxi is higher than it is when supervisor-subordinate

guanxi is lower.

Furthermore, this study proposes a moderated mediation
model to explore the influence mechanism and effect conditions
of leader-signaled knowledge hiding on employees’ work
withdrawal behavior. Leader-signaled knowledge hiding affects
employees’ work withdrawal behavior through the mediating
effect of emotional exhaustion, and this effect is mediated by the
When the
subordinate’s relationship in the organization is good, the positive

supervisor-subordinate  guanxi. supervisor-
relationship between leader-signaled knowledge hiding and
emotional exhaustion is alleviated, then the positive impact of
leader-signaled knowledge hiding through emotional exhaustion
on employees’ work withdrawal behavior will also be alleviated
accordingly. Therefore, we propose the following hypotheses:

H8a: Supervisor-subordinate guanxi negatively moderates the
indirect positive relationship between leader’s self-practiced
knowledge hiding and employees’ work withdrawal behavior
through emotional exhaustion, that is, mediated relationship
is weaker when supervisor-subordinate guanxi is higher than
it is when supervisor-subordinate guanxi is lower.

HB8b: Supervisor-subordinate guanxi negatively moderates the
indirect positive relationship between leaders explicit

knowledge hiding and employees’ work withdrawal behavior
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through emotional exhaustion, that is, t mediated relationship
is weaker when supervisor-subordinate guanxi is higher than
it is when supervisor-subordinate guanxi is lower.

Based on the above analysis, the theoretical model of the
research is shown in Figure 1.

Research methodology
Design and measures

This research questionnaire is divided into two parts: the first
part is the main part of the questionnaire, including the scale of
each variable, and the second part is the personal information of
the respondents. Measurement items of each variable in the model
are from mature scales that are widely used in the relevant
literature, and are appropriately modified according to expert
opinions and specific employee work situations. All scales are in
the form of a Likert 7-point scale.

1. Leader’s self-practiced knowledge hiding. The measure of
leader’s self-practiced knowledge hiding was adopted from
Connelly et al. (2012) and Offergelt et al. (2019), containing
the three items “I think my supervisor sometimes hides
knowledge from me;” “My supervisor never really intends to
help us” and “My supervisor will say he does not understand”

2. Leader’s explicit knowledge hiding. The measure of leader’s
explicit knowledge hiding was adopted from Offergelt et al.
(2019) and contained three items, “Sometimes my
supervisor wants me to conceal my knowledge,” “My
supervisor understands if T conceal my knowledge for some
reason” and “My supervisor is tolerant when colleagues
conceal their knowledge”

3. Emotional exhaustion. Emotional exhaustion was
measured using Maslach and Jackson (1981), which
contains four items, “I feel emotionally drained at work,”
“At the end of the day, I feel exhausted” and “When I wake
up in the morning, I have to face a new day at work”

4. Employee work withdrawal behavior. Employee work
withdrawal behavior was measured using Lehman and
Simpson (1992), which contains “Putting less effort into
your work than you should,” “Considering leaving,” and
“Spending time at work on personal matters.”

5. Supervisor-subordinate guanxi. The supervisor-subordinate
guanxi was measured using Law et al. (2000), containing “T
call my supervisor or visit him/her during holidays or after
work,” “My supervisor would often invite me to dinner” and
“I always actively share my thoughts, questions, needs and
feelings with my supervisor” three items.

In the control variable section, as suggested by Bernerth and

Aguinis (2016), the control variable cannot be too highly
correlated with the independent variable. Zhao and Jiang (2021)
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proposed that potential control variables include gender,
education level, tenure, etc. Therefore, in this study, demographic
variables such as gender, education, age, and tenure
were controlled.

The measurement scales for the key variables in this study
were adopted from the English literature. To ensure the accuracy
of the semantic connotation of all items in the scale and the
comprehensibility of the linguistic expressions, a translation team
was organized. Specifically, we invited two overseas students to
join the panel to “translate and back-translate” the questionnaire
items. These two students were good at both English and Chinese
and their research areas were leadership and organizational

behavior.

Data collection

Our research focuses on the tourism industry for two reasons.
First, the tourism industry is prone to unconventional approaches
to innovation (Orfila-Sintes and Mattsson, 2009), and knowledge-
oriented leadership may be a good tool to promote innovation in
the tourism industry (Donate et al., 2022). Second, tourism
industry is a knowledge-intensive industry (Hallin and Marnburg,
2008), it requires tourism-related practitioners to learn
continuously and to share knowledge in order to provide high-
quality, differentiated services. Therefore, the tourism industry is
particularly vulnerable to the effects of knowledge hiding (Donate
et al, 2022). We need to better understand the potential
relationship between leader knowledge hiding and employee
work behavior.

Considering that leader’s self-practiced knowledge hiding,
leader’s explicit knowledge hiding, emotional exhaustion, and
supervisor-subordinate guanxi are all variables of psychological
perception, it is more accurate to use self-reported measures
according to the recommendations of relevant research. The results
of previous studies (Offergelt et al., 2019; Zhao and Jiang, 2021)
have also shown that self-reported methods have high reliability
and validity in measuring supervisor-subordinate’s relationship,
emotional exhaustion, and knowledge hiding. Therefore, this study
measures the variables involved in the model by self-reporting.

The questionnaire survey method was used in this study, and
the data was collected online through a professional questionnaire
platform (Credamo). The survey was conducted in July 2022.
Because this study explores the influence mechanism of leader-
signaled knowledge hiding on subordinates’ work behavior from
the perspective of subordinates, the research object does not
include leaders, but focuses on ordinary employees in the
organization. To ensure that the randomly selected respondents
met the requirements of this study, the following controls were
performed: (1) This study sets sample filtering questions before
formal questionnaire responses. Respondents working in
tourism-related industries and with more than Oyears of
experience were only allowed to enter the questionnaire test. (2)
This study sets a confirmatory question (Gao et al., 2016), “Please
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select ‘1’ from the following options.” Respondents who choose
other options will skip directly to the end of the questionnaire.

Before the formal survey, a small-scale preliminary survey was
also conducted in this study, and a total of 50 preliminary survey
questionnaires were distributed. Items with factor loading values
less than 0.6 were removed using AMOS 24.0. Items with unclear
and confusing meanings have been adjusted and integrated to
ensure the validity of the questionnaire. A total of 450
questionnaires were completed and returned. In addition to the
invalid questionnaires whose answering time was too long and too
short, 440 valid questionnaires were finally obtained, and the
effective recovery rate of the questionnaire was 97.77%. The
demographic characteristics and basic information of the research
samples are shown in Supplementary Table S1.

As shown in Supplementary Table S1, the majority of
participants were female (63.9%). In terms of age distribution, the
respondents were relatively young, with 53.6 and 33.6% of the
respondents aged 21-30 and 31-40, respectively. This is similar to
the sample distribution of previous questionnaires studying
knowledge hiding (El-Kassar et al., 2022). In terms of education
level, 81.6% of the respondents had a bachelor’s degree or above;
the largest proportion of respondents had 5-10years of work
experience (26.4%), followed by 1-3 years (22.3%).

Results

Common method bias test and
confirmatory factor analysis

Two methods were used to test for common method bias in
this study. First, common method bias was verified using Harman’s
single-factor test. Unrotated principal components analysis was
performed on all question items of the study questionnaire, and
the first principal component was found to explain only 37.59% of
the variance, which was below the 50% criterion. Second, after
adding the latent variable of common method bias using the
unmeasured latent method construct (ULMC) technique, it was
found that ACFI and ATFL were less than 0.1, and ARMSEA and
ASRMR were less than 0.05. Therefore, common method bias
would not affect the study results. In addition, this study used
AMOS 24.0 for confirmatory factor analysis. As shown in Table 1,
the five-factor model had the best fit indicators compared with
other models, indicating that the core variables had good
discriminant validity.

Reliability test

The reliability of the questionnaire was tested by
CR. According to the results of the measurement model in
Supplementary Table 52, the CR values were all greater than 0.7,
indicating that each dimension index had sufficient reliability and
internal consistency. The measurement of validity is tested by
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convergent validity and discriminant validity. Among them,
convergent validity is mainly reflected by standardized factor
loading, Z-value and AVE. The results showed that the
standardized factor loadings were all greater than 0.6 and
significant, and the AVEs were all greater than or close to 0.5,
indicating that the scale had high convergent validity. At the same
time, the correlation coefficient between any two variables is
smaller than the square root of AVE of each variable itself
(Supplementary Table S3), so the scale has good discriminant
validity, which lays a foundation for the analysis of the structural
model later.

Measurement model testing

Using AMOS 24.0, the estimation was performed
using the Maximum Likelihood method. According to
Supplementary Table 54, the overall fitness test results of the
model were y*/df=2.063, GF1=0.958, AGFI=0.935, CFI=0.986,
and RMSEA =0.049, and all the fitness indicators of the model
met the criteria, indicating that the model fits well.

Structural equation model testing

As shown in Table 2, hypotheses HI-H5 were all verified.
Leader’s self-practiced knowledge hiding and explicit
knowledge hiding significantly and positively affected
employees’ work withdrawal behavior (f=0.181, p<0.05;
p=0.161, p<0.05, respectively). When employees perceived
stronger self-practiced knowledge hiding or explicit
knowledge hiding of leaders, they were more likely to develop
work withdrawal behavior. Thus, hypotheses HI and H2 were
supported. Leader’s self-practiced knowledge hiding and
explicit knowledge hiding significantly and positively affected
employees’ emotional exhaustion ($#=0.323, p<0.001;
$=0.492, p<0.001, respectively), and hypotheses H3 and H4
were supported. Employees’ emotional exhaustion was
significantly and positively associated with employees’ work
withdrawal behavior ($=0.508, p <0.001), and hypothesis H5
was supported.

TABLE 1 Result of CFA and CMB of measurement models (N=440).

10.3389/fpsyg.2022.1032845

The mediating effect of this study was determined by the
Bootstrapping method. Hayes (2009) suggested that Bootstrapping
should be repeated at least 5,000 times for the mediation effect
test. In AMOS 24.0, the sampling time was set to 5,000 times, and
the confidence level was set to 95%. The results are shown in
Table 3.

Judgment was made according to the confidence interval (CI)
of the indirect effect. If the CI does not contain 0, the null
hypothesis is rejected, indicating that the indirect effect is not 0,
and the mediating effect exists. As shown in Table 3, the indirect
effect exists and is significant, indicating that the mediating effect
exists; the direct effect exists and is significant, indicating that it is
a partial mediating effect. The proportion of the indirect effect to
the total effect was 58.46%. Thus, hypotheses H6a and H6b were
supported. Moreover, the indirect effect of SH and EH are 39.61
and 60.39%, respectively.

Moderating effect of the supervisor—
subordinate guanxi

Moderating effect of supervisor—subordinate
guanxi on leader—signaled knowledge hiding
and emotional exhaustion

In order to eliminate the influence of multicollinearity, this
study normalized the leader’s self-practiced knowledge hiding,
leader’s explicit knowledge hiding, and emotional exhaustion, and
used the standardized variables to construct interaction terms. In
SPSS 24.0, the process 4.0 plug-in was used to select Model 1.
Gender, age, education level, and years of work were selected as
control variables, emotional exhaustion was selected as the
dependent variable, and leader’s self-practiced knowledge hiding/
leader’s explicit knowledge hiding was selected as the independent
variable. The sampling times were set to 5,000 times, and the
confidence level was set to 95%. The results are shown in Table 4.

According to Table 4, the regression coeflicients of interaction
terms on emotional exhaustion are all significant (f=-0.066,
p<0.001; f=—0.052, p<0.01). Thus, H7a and H7b are supported.

As suggested by Aiken et al. (1991), this study plotted the
interaction effects as one standard deviation above and below the
mean, respectively. As shown in Figures 2A,B compared to the low

Model I df x*df RMSEA GFI CLI TFI SRMR
SH. EH. EE. WB. GX 173.665 94 1.848 0.044 0.952 0.985 0.981 0.0303
SH+EH. EE. WB. GX 444.944 98 4.540 0.090 0.865 0.934 0.919 0.0478
SH+EH+EE. WB. GX 631.453 101 6.252 0.109 0.826 0.899 0.880 0.0592
SH+EH+EE+WB. GX 782.419 103 7.596 0.123 0.795 0.871 0.849 0.0653
SH+EH+EE+WB+GX 1311.996 104 12.615 0.163 0.692 0.770 0.735 0.1014
SH. EH. EE. WB. GX, 111.663 78 1.432 0.031 0.969 0.994 0.990 0.0204
CMV

GFI, Goodness of fit index; RMSEA, Root mean square error of approximation; CFI, Comparative fit index; TLI, Tucker-Lewis Index; SH, self-practiced knowledge hiding; EH, explicit

knowledge hiding; EE, emotional exhaustion; WB, work withdrawal behavior; GX, supervisor-subordinate guanxi.
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supervisor-subordinate’s guanxi, the high supervisor-subordinate’s
guanxi can alleviate the positive effects of leader’s self-practiced
knowledge hiding and leader’s explicit knowledge hiding on
employees’ emotional exhaustion. Therefore, hypotheses H7a and
H7b were further supported.

Moderated mediating effect

Model 7 in the Process 4.0 plug-in was used to test the
moderated mediating effect, and the results are shown in Table 5.

According to Table 5, in the path of leader’s self-practiced
knowledge hiding — emotional exhaustion — employees’ work
withdrawal behavior, when the supervisor-subordinate guanxi was
low, the indirect effect value was 0.298, and the 95% CI was [0.235,
0.367]; when the supervisor-subordinate guanxi was the mean
value, the indirect effect value was 0.254, and the 95% CI was
[0.200, 0.310]; when the supervisor-subordinate guanxi was high,
the indirect effect value was 0.209, and the 95% CI was [0.161,
0.260]. At different degrees of supervisor-subordinate guanxi, the
95% CI of the difference in indirect effects was [—0.067, —0.026],
and the indirect effect difference reached a significant level. This
indicates that the supervisor-subordinate guanxi significantly
moderates the mediating role of emotional exhaustion in the
relationship between leader’s self-practiced knowledge hiding and
employees’ work withdrawal behavior. Therefore, hypothesis H8a
is supported. Similarly, in the path of leader’s explicit knowledge
hiding — emotional exhaustion — employees’ work withdrawal
behavior, the difference in the 95% CI of the indirect effect was

TABLE 2 Results of hypothesis test.

Ustd. S.E. C.R. P Std. Results
H1:SH —» WB 0122 0054 2261 * 0.181  Support
H2:EH— WB 0.131 0067 1953 * 0.161  Support
H3:SH — EE 0323 0045 7183 % 0410 Support
H4:EH — EE 0492 0055 8967 #0522  Support
H5:EE—WB 0437 0083 5288 % 0508 Support

#p<0.05, #*¥*p <0.001; Ustd., unstandardized coefficients; S.E., standard error; C.R.,
critical ratio; Std., standardized coefficients; SH, self-practiced knowledge hiding; EH,
explicit knowledge hiding; EE, emotional exhaustion; WB, work withdrawal behavior;
GX, supervisor-subordinate’s guanxi.

TABLE 3 Results of mediating effect test.

10.3389/fpsyg.2022.1032845

[—0.062, —0.008], reaching a significant level. This indicates that
the supervisor-subordinate guanxi significantly moderates the
mediating role of emotional exhaustion in the relationship
between leader explicit knowledge hiding and employees” work
withdrawal behavior. Therefore, hypothesis H8b is supported.

Conclusion and discussion
Discussion

Knowledge is the key to an organization’s competitive
advantage, and its management plays a vital role in promoting
organizational success and maintaining long-term sustainable
development (Pereira et al., 2018). In the past few years, many
enterprises have adopted various kinds of knowledge management
systems to encourage the dissemination of knowledge and
information among the members of the organization, but the
phenomenon of knowledge hiding still exists widely in the
organization (Connelly et al., 2012). And the consequences of
leader-signaled knowledge hiding can be more damaging to the
workplace than employees’ knowledge hiding (Offergelt et al.,
2019; Arain et al., 2020, 2021, 2022). Considering the damage of
leader-signaled knowledge hiding behavior to organizational
performance and employees, it is particularly necessary to explore
the influence mechanism of leader-signaled knowledge hiding and
employees’ work behavior. Based on the theory of Conservation
of Resources, this study proposes a mediating effect model of
leader-signaled knowledge hiding — emotional exhaustion —
employees’ work withdrawal behavior, and a moderating effect
model in which the supervisor-subordinate guanxi is the
moderating variable. The following conclusions can be obtained
from the results:

First, the leader-signaled knowledge hiding positively
influences employees” work withdrawal behavior. This result is
consistent with the conclusions from Jiang et al. (2019), Singh
(2019) and Offergelt et al. (2019). Knowledge hiding reduces
employees’ job performance, increases turnover, and produces
Knowledge
uncooperative, pro-social, and unethical behavior that goes

counterproductive  behavior. hiding is an

against the knowledge-sharing advocated in an organization
(Serenko and Bontis, 2016; Bavik et al., 2017; Men et al., 2020).

Paths Estimate Bias-corrected percentile Percentile method Results
method
Lower Upper Lower Upper
SH—EE— WB 0.141 0.079 0.227 0.074 0.220 Support
EH—EE—WB 0215 0.121 0.335 0.118 0.327 Support
Total effect 0.609 0.520 0.699 0.523 0.700
Direct effect 0.253 0.073 0.424 0.079 0.430
Indirect effect 0.356 0.208 0513 0.204 0511
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TABLE 4 Moderating effect of supervisor—subordinate guanxi.

10.3389/fpsyg.2022.1032845

Variable type Variables DV: Emotional exhaustion
M1 M2
p 95%CI p 95%CI
CvV Sex —0.003 [-0.186, 0.179] 0.068 [-0.119, 0.255]
Age 0.117 [~0.022, 0.256] 0.042 [~0.102, 0.185]
Education 0.042 [~0.108, 0.193] 0.025 [~0.130, 0.179]
Working years —0.161 %% [—0.249, —0.073] —0.133%:% [—0.224, —0.042]
v SH 0.595% % [0.543, 0.648]
EH 0.658%%* [0.596, 0.720]
Moderator GX —0.2997# [—0.354, —0.244] —0.188%% [—0.247, —0.129]
Interactions SH*GX —0.066%** [—0.096, —0.035]
EH*GX —0.052%%* [-0.089, —0.015]
#kp <0.01, ##¥p <0.001; CV, Control variables; IV, independent variables; DV, dependent variable.
TABLE 5 Results of moderated mediating effect test.
Moderator Pathl: SH - EE—> WB
Levels p S.E. LLCI ULCI
GX Low GX(M-1SD) 0.298 0.034 0.235 0.367
Middle GX (M) 0.254 0.028 0.200 0.310
High GX(M +1SD) 0.209 0.026 0.161 0.260
Differences —0.045 0.010 —0.067 —0.026
Path2: EH - EE - WB
Low GX(M-1SD) 0.297 0.039 0.220 0.373
Middle GX (M) 0.264 0.034 0.198 0.331
High GX(M +1SD) 0.231 0.034 0.168 0.299
Differences —0.033 0.014 —0.062 —0.008

Under the interactive influence of leader-signaled knowledge
hiding and knowledge sharing norms, employees may experience
conflicts between leadership authority and organizational norms,
which can easily lead to stress, tension, and negative work attitudes
(de Croon et al., 2004; Zhang and Min, 2021). Offergelt et al.
(2019) considered leader-signaled knowledge hiding as a
destructive leader behavior. Previous studies have shown that
unethical leadership or supervisory behavior, ie., abusive
supervisory (Mackey et al, 2017) and self-serving leadership
(Peng and Wei, 2018, 2020), has a negative impact on followers or
work attitudes and behaviors. Therefore, leader-signaled
knowledge hiding will penetrate down through the organization
and ultimately affect the work behavior of subordinates (Jahanzeb
et al., 2019; Mahmood et al., 2021).

Second, leader’s self-practiced knowledge hiding has a greater
direct impact on employees’ work withdrawal behavior, while the
leader’s explicit knowledge hiding has a greater indirect impact on
employees work withdrawal behavior through emotional
exhaustion. Most of the existing research focuses on the
knowledge hiding between employees, and only a few studies have
explored the knowledge hiding relationship between leaders and
employees (Offergelt et al., 2019; Arain et al., 2020, 2022). Based
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on the research by Offergelt et al. (2019), this study made a
distinction between leader-signaled knowledge hiding, i.e.,
leader’s self-practiced knowledge hiding and leader’s explicit
knowledge hiding. Compared with leader’s self-practiced
knowledge hiding, leader’s explicit knowledge hiding could be a
more unethical, which is more likely to cause emotional
exhaustion (Qin et al., 2021). Leader’s explicit knowledge hiding
signals that hidden knowledge is expected and tolerated in the
organization, and actually conveys to their subordinates a concept
of working in isolation. This type of poor interpersonal
interactions in the workplace can easily trigger negative emotional
states in employees, and such negative emotional experiences
increase the likelihood of emotional exhaustion (Dimotakis
etal., 2011).

Third, emotional exhaustion played a key mediating role
in the relationship between leader-signaled knowledge hiding
and employees’ work withdrawal behavior, with the mediating
effect accounting for 39.61 and 60.39%, respectively.
According to the stressor-emotion model (Spector and Fox,
2005; Fox and Spector, 2006), in the relationship between
stressors and employees’ work withdrawal behavior, emotions
play a role in linking the past and the future, that is, when
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(A,B) Moderating effect of supervisor-subordinate guanxi.

employees feel stressed, they generate emotions, which in turn
stimulate behaviors. Emotional exhaustion is described as the
sense of exhaustion and exhaustion of emotional and physical
resources that employees feel at work due to their devotion to
a lot of emotional resources (Maslach et al., 2001). Previous
studies have confirmed that leader-signaled knowledge hiding
will give employees a sense of pressure, tension and frustration.
When employees cannot replenish emotional resources in
time, employees will experience emotional exhaustion (De
Croon et al,, 2004; Leat and El-Kot, 2009; Zhao and Jiang,
2021). According to the Conservation of Resources theory,
when employees feel that their emotional resources are
exhausted, they will show a series of negative work attitudes
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and behaviors, such as reducing work effort, perfunctory, and
even adopting escape strategies to protect and maintain their
emotional resources. In the long run, they will be tempted
to leave.

Fourth, the supervisor-subordinate guanxi has a negative
moderating effect on the relationship between leader-signaled
knowledge hiding and employees’ emotional exhaustion.
Specifically, a high significantly moderates the positive effect of
leader-signaled knowledge hiding on employees’ emotional
exhaustion, and employees with high-level supervisor-
subordinate guanxi are less likely to experience emotional
exhaustion. Conversely, low-level supervisor-subordinate
guanxi do not have a moderating effect. In guanxi-oriented
Chinese society, people generally value informal social exchange
relations between private individuals (Su et al., 2007). The
results of this study confirmed that the effect of leader-signaled
knowledge hiding on employees’ emotional exhaustion was
influenced by the unique situational factor of supervisor-
subordinate guanxi. Unlike formal organizational relationships,
supervisor-subordinate guanxi are informal connections
between leaders and subordinates (Law et al., 2000). High-
quality supervisor-subordinate guanxi can lead to higher levels
of information exchange, trust, competence, commitment, role
clarity, higher job satisfaction, and lower job stress (Abdullah
etal, 2019; Lee and Zhong, 2020). A good communication and
exchange guanxi with the supervisor can make it easier for the
subordinate to be accepted by the supervisor as an “insider,”
thereby reducing the pressure and tension caused by the leader-
signaled knowledge hiding (Fida et al., 2015). That is, high-
supervisor-subordinate’s can increase

quality guanxi

subordinates’ tolerance level for leader-signaled knowledge
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hiding, thereby greatly reducing their emotional exhaustion.
Further, the supervisor-subordinate’s guanxi negatively
moderated the direct and positive mediating effect of employees’
emotional exhaustion on leader-signaled knowledge hiding and
employees’ work withdrawal behavior. When the supervisor-
subordinate’s guanxi in the organization is good, the positive
guanxi between leader-signaled knowledge hiding and
emotional exhaustion is alleviated, then the positive impact of
hiding through
exhaustion on employees’ work withdrawal behavior will also

leader-signaled knowledge emotional

be alleviated accordingly.

Theoretical implications

First, this study breaks through the limitation of previous
studies that mainly focus on employees” knowledge hiding. First
of all, there have been a lot of studies on the cause factors of
knowledge hiding behavior, but there are still few studies on its
effect factors (Burmeister et al., 2019; El-Kassar et al., 2022).
Previous studies have mainly focused on the antecedent variables
of knowledge hiding, and explored the conditions that cause
knowledge hiding, such as knowledge characteristics (Connelly
etal, 2012; Hernaus et al., 2018), individual level (Peng, 2013; Pan
etal,, 2018; Singh, 2019), team level (Cerne et al.,, 2014; Men et al.,
2020; Zhao and Jiang, 2021), and organizational context
(Aljawarneh and Atan, 2018; Abubakar et al., 2019). This study
focuses on the outcome variables of knowledge hiding. Second,
while there are few empirical studies (Cerne et al., 2014, 2017)
examining the consequences of knowledge hiding at the horizontal
level (between employees and employees), the consequences at the
vertical level (between supervisors and employees) have yet to
be explored (Connelly and Zweig, 2015; Arain et al., 2022). By
focusing on leader-signaled knowledge hiding, this study helps to
expand the literature on knowledge hiding and unethical
leadership/supervisory behavior.

Second, this study broadens the research context of knowledge
hiding. Xiao and Cooke (2019) called for more cross-cultural
comparative studies in a review exploring the extent to which
knowledge hiding is harmful to organizations. Compared with
developed countries, emerging markets have received less
attention from researchers (Lu et al., 2010). This study takes China
as the research context and introduces supervisor-subordinate’s
guanxi as a moderating variable. Chinese society is known for its
high collectivism, high traditionality, and large power distance.
Many scholars believe that “guanxi” has a special significance in
managing Chinese employees (e.g., Law et al., 2000; Wan et al.,
2021). The overlap between work and social relations is much
more prevalent in China than in other countries (Su et al., 2022).
The superior-subordinate guanxi in the Chinese context is usually
established through non-work factors. It is an integration of
contractual and status relationships with distinct hierarchical
differences. Therefore, it is of great theoretical value and practical
guiding significance to explore the influence mechanism of

Frontiers in Psychology

12

10.3389/fpsyg.2022.1032845

leader-signaled knowledge hiding on employees’ work withdrawal
behavior in the context of Chinese culture.

Third, this study expands scholars’ research on employees’
work withdrawal behavior. For the study of employees’ work
withdrawal behavior, scholars mainly analyzed the influence of
three types of factors on work withdrawal behavior, including the
Big Five individual characteristics (LeBreton et al., 2004), the
abusive management (Sulea et al., 2013), and the organizational
justice (Cole et al., 2010). All three types of factors trigger
employees’ work withdrawal behaviors through people’s emotional
processes. However, existing research has not addressed the
relationship between leader-signaled knowledge hiding and
employees’ work withdrawal behavior. In fact, previous studies
briefly expounded that knowledge hiding may lead to emotional
exhaustion. Based on this, this study classifies leader-signaled
knowledge hiding as leader’s self-practiced knowledge hiding and
explicit knowledge hiding, and explores the influence mechanism
of different types of leader-signaled knowledge hiding on the
employees’ work withdrawal behavior. This broadens the research
perspective of employees’ work withdrawal behavior to a certain
extent and enriches the existing results.

Practical implications

Understanding when and how leader-signaled knowledge
hiding affects employee work behavior has practical implications.
This research can provide a reference for leaders to deal with
knowledge hiding and improve organizational knowledge
management capabilities. Most of these implications are general
and can inspire all industries.

First and foremost, leaders need to pay attention to the
important role they play in organizational knowledge
management. On the one hand, they need to be clear that their
knowledge-hiding behavior affects the motivation of their
subordinates. Therefore, leaders should take the initiative to share
knowledge and help their subordinates develop relevant skills.
When facing employees’ knowledge requests, they should give
them timely and clear responses. Organizations can set up
corresponding rules and regulations to manage rewards and
punishments for leaders’ knowledge behaviors and set clear
criteria for acceptable and unacceptable knowledge behaviors
(Arain etal,, 2022). On the other hand, leader’s explicit knowledge
hiding behaviors can also frustrate subordinates’ work motivation.
Leaders should create a corporate atmosphere of knowledge
sharing by opening communication channels and organizing open
group discussions. Leaders should also encourage subordinates to
express their ideas, positions, and feelings (Arain et al., 2020).
Organizations need to enhance organizational ethics training for
leaders to ensure that team leaders adopt healthy leadership
behaviors toward their subordinates (Arain et al., 2022).

Second, emotional exhaustion is an intermediate mechanism
for leader-signaled knowledge hiding to lead to employees’ work
withdrawal behavior. Therefore, closing the channel of excessive
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emotional resource consumption is one of the ways to inhibit
employees’ work withdrawal behavior. From the entreprise level,
enterprise managers can consider redesigning and assigning work,
increasing empowerment, and formulating appropriate
compensation policies to improve employees’ self-esteem, sense
of belonging, and positive behavioral intentions, and ultimately
improve employees’ personal resources (Cole et al., 2010). Since
tourism work is characterized by long, unsocial hours, including
night and weekend shifts (Chan et al., 2019), enterprise managers
can also set up special rest areas and supply areas, implement
flexible working systems, and improve vacation systems to help
eliminate employee dissatisfaction (Grobelna, 2021). From the
leader level, leaders should guide subordinates to have a good
evaluation of themselves and recognize their own emotions and
importance to the department and the entire organization, so as
to promote subordinates to have a more positive work attitude.
From the employee level, employees need to view the dilemmas
they face positively and adopt constructive responses rather than
responding negatively to the leaders’ knowledge hiding behavior
by blindly following them (Zhao and Jiang, 2021).

Finally, high-quality supervisor-subordinate’s guanxi can
alleviate the negative effects of leader-signaled knowledge hiding.
For the organization, it should focus on both leaders and
subordinates (Zhao and Jiang, 2021). Strengthen the skills training
of supervisor leadership and subordinate interpersonal
relationship, and solidly build a harmonious structure of supportive
and trusting supervisor-subordinate guanxi. Various activities can
also be held to increase the opportunities for communication
between leaders and subordinates to enhance interpersonal
interaction (Su et al., 2022). For HR, create conditions to moderate
the negative impact of destructive leadership behaviors and
weaken the impact of knowledge hiding behaviors through
personnel selection of leaders with better moral quality and good
communication skills. For employees, it is important to pay
attention to the positive role of superior-subordinate guanxi,
master the skills of handling interpersonal relationships, and take

the initiative to enhance communication with superiors.

Limitations and future prospects

First, this study uses employee self-assessment to measure the
main variables. Although it has passed the common method bias
test, there may still be a certain degree of self-attribution bias.
Therefore, follow-up research should try to collect multi-source
bias or paired sample data. Secondly, this study only partially
reveals the process “black box” of leader-signaled knowledge
hiding on employees’ work behavior. Although the emotional
exhaustion introduced in this study has been proved to be a
powerful mediating variable, the literature on organizational
behavior points out that emotion and cognition are the two core
elements that jointly drive employee behavior (Lee and Allen,
2002). Therefore, in the future, the emotional process mechanism
and the cognitive process mechanism can be placed in the same
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theoretical model to explore the influence of leader-signaled
knowledge hiding.

Data availability statement

The original contributions presented in the study are included
in the article/Supplementary material, further inquiries can
be directed to the corresponding author.

Ethics statement

The informed consent of the participants was implied through
survey completion. An ethics approval was not required as per
applicable institutional and national guidelines and regulations.

Author contributions

HZ and QZ: data curation. AX, XS, and QZ: methodology,
and writing-review and editing. AX, HZ, XS, and QZ: writing-
original draft. All authors contributed to the article and approved
the submitted version.

Funding

This research was supported by the National Social Science
Foundation of China (No.21BGL148): “Spatial - Temporal
Differentiation and Management Response of China’s Tourism
Industrial Ecologization.”

Conflict of interest

The authors declare that the research was conducted in the
absence of any commercial or financial relationships that could
be construed as a potential conflict of interest.

Publisher’'s note

All claims expressed in this article are solely those of the
authors and do not necessarily represent those of their affiliated
organizations, or those of the publisher, the editors and the
reviewers. Any product that may be evaluated in this article, or
claim that may be made by its manufacturer, is not guaranteed or
endorsed by the publisher.

Supplementary material
The Supplementary material for this article can be found online

at: https://www.frontiersin.org/articles/10.3389/fpsyg.2022.1032845/

full#supplementary-material

frontiersin.org


https://doi.org/10.3389/fpsyg.2022.1032845
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org
https://www.frontiersin.org/articles/10.3389/fpsyg.2022.1032845/full#supplementary-material
https://www.frontiersin.org/articles/10.3389/fpsyg.2022.1032845/full#supplementary-material

Xu et al.

References

Abdullah, M. L, Dechun, H., Ali, M., and Usman, M. (2019). Ethical leadership
and knowledge hiding: a moderated mediation model of relational social capital,
and instrumental thinking. Front. Psychol. 10:2403. doi: 10.3389/fpsyg.2019.
02403

Abubakar, A. M., Behravesh, E., Rezapouraghdam, H., and Yildiz, S. B. (2019).
Applying artificial intelligence technique to predict knowledge hiding behavior. Int.
J. Inform. Manage. 49, 45-57. doi: 10.1016/j.ijinfomgt.2019.02.006

Aiken, L. S., West, S. G., and Reno, R. R. (1991). Multiple Regression: Testing and
Interpreting Interactions. New York, NY: Sage Pubilcations, Inc.

Ain, N. U, Azeem, M. U, Sial, M. H., and Arshad, M. A. (2022). Linking
knowledge hiding to extra-role performance: the role of emotional exhaustion and
political skills. Knowl. Man. Res. Pract. 20, 367-380. doi: 10.1080/14778238.2021.
1876536

Aljawarneh, N. M. S,, and Atan, T. (2018). Linking tolerance to workplace
incivility, service innovative, knowledge hiding, and job search behavior: the
mediating role of employee cynicism. Negot. Confl. Manag. R. 11, 298-320. doi:
10.1111/ncmr.12136

Anand, P, and Mishra, S. K. (2021). Linking core self-evaluation and emotional
exhaustion with workplace loneliness: does high LMX make the consequence
worse? Int. J. Hum. Resour. Manag. 32, 2124-2149. doi: 10.1080/09585192.2019.
1570308

Arain, G. A., Bhatti, Z. A., Ashraf, N., and Fang, Y.-H. (2020). Top-down
knowledge hiding in organizations: an empirical study of the consequences of
supervisor knowledge hiding among local and foreign workers in the Middle East.
J. Bus. Ethics 164, 611-625. doi: 10.1007/s10551-018-4056-2

Arain, G. A., Bhatti, Z. A., Hameed, L, and Fang, Y.-H. (2019). Top-down
knowledge hiding and innovative work behavior (IWB): a three-way moderated-
mediation analysis of self-efficacy and local/foreign status. J. Knowl. Manag. 24,
127-149. doi: 10.1108/JKM-11-2018-0687

Arain, G. A, Hameed, I., Khan, A. K., Nicolau, J. L., and Dhir, A. (2022). How and
when does leader knowledge hiding trickle down the organisational hierarchy in the
tourism context? A team-level analysis. Tour. Manag. 91:104486. doi: 10.1016/j.
tourman.2021.104486

Arain, G. A., Hameed, 1., Umrani, W. A., Khan, A. K., and Sheikh, A. Z. (2021).
Consequences of supervisor knowledge hiding in organizations: a multilevel
mediation analysis. Appl. Psychol. 70, 1242-1266. doi: 10.1111/apps.12274

Bavik, A., Bavik, Y. L., and Tang, P. M. (2017). Servant leadership, employee job
crafting, and citizenship behaviors: a cross-level investigation. Cornell Hosp. Q. 58,
364-373. doi: 10.1177/1938965517719282

Bernerth, J. B, and Aguinis, H. (2016). A critical review and best-practice
recommendations for control variable usage. Pers. Psychol. 69, 229-283. doi:
10.1111/peps.12103

Bock, G. W,, Zmud, R. W,, Kim, Y.-G., and Lee, ].-N. (2005). Behavioral intention
formation in knowledge sharing: examining the roles of extrinsic motivators, social-
psychological forces, and organizational climate. MIS. Quart. 29:87. doi:
10.2307/25148669

Burmeister, A., Fasbender, U, and Gerpott, E H. (2019). Consequences of
knowledge hiding: the differential compensatory effects of guilt and shame. J. Occup.
Organ. Psych. 92, 281-304. doi: 10.1111/joop.12249

Butt, A. S. (2021). Determinants of top-down knowledge hiding in firms: an
individual-level perspective. Asian Bus. Manag. 20, 259-279. doi: 10.1057/
$41291-019-00091-1

Carmeli, A., Gelbard, R., and Reiter-Palmon, R. (2013). Leadership, creative
problem-solving capacity, and creative performance: the importance of knowledge
sharing. Hum. Resour. Manag. 52, 95-121. doi: 10.1002/hrm.21514

Cerne, M., Hernaus, T., Dysvik, A., and Skerlavaj, M. (2017). The role of multilevel
synergistic interplay among team mastery climate, knowledge hiding, and job
characteristics in stimulating innovative work behavior. Hum. Resour. Manag. J. 27,
281-299. doi: 10.1111/1748-8583.12132

Cerne, M., Nerstad, C. G., Dysvik, A, and Skerlavaj, M. (2014). What goes around
comes around: knowledge hiding, perceived motivational climate, and creativity.
Acad. Manag. J. 57, 172-192. doi: 10.5465/amj.2012.0122

Chan, W. L., Ho, J. A., Sambasivan, M., and Ng, S. I. (2019). Antecedents and
outcome of job embeddedness: evidence from four and five-star hotels. Int. J. Hosp.
Manag. 83, 37-45. doi: 10.1016/j.5jhm.2019.04.011

Chatterjee, S., Chaudhuri, R., Thrassou, A., and Vrontis, D. (2021). Antecedents
and consequences of knowledge hiding: the moderating role of knowledge hiders
and knowledge seekers in organizations. J. Bus. Res. 128, 303-313. doi: 10.1016/j.
jbusres.2021.02.033

Chen, X. P, and Chen, C. C. (2004). On the intricacies of the Chinese guanxi: a
process model of guanxi development. Asia Pac. J. Manag. 21, 305-324. doi:
10.1023/B:APJM.0000036465.19102.d5

Frontiers in Psychology

14

10.3389/fpsyg.2022.1032845

Chen, Y, Friedman, R,, Yu, E., Fang, W,, and Lu, X. (2009). Supervisor-subordinate
guanxi: developing a three-dimensional model and scale. Manage. Organ. Rev. 5,
375-399. doi: 10.1111/j.1740-8784.2009.00153.x

Chj, S. C. S., and Liang, S. G. (2013). When do subordinates’ emotion-regulation
strategies matter? Abusive supervision, subordinates’ emotional exhaustion, and
work withdrawal. Leadersh. Q. 24, 125-137. doi: 10.1016/j.leaqua.2012.08.006

Chong, S., Huang, Y., and Chang, C. D. (2020). Supporting interdependent
telework employees: a moderated-mediation model linking daily COVID-19 task
setbacks to next-day work withdrawal. J. Appl. Psychol. 105, 1408-1422. doi:
10.1037/apl0000843

Cole, M. S., Bernerth, J. B., Walter, F, and Holt, D. T. (2010). Organizational
justice and individuals' withdrawal: unlocking the influence of emotional
exhaustion. J. Manage. Stud. 47, 367-390. doi: 10.1111/].1467-6486.2009.00864.x

Connelly, C. E., and Zweig, D. (2015). How perpetrators and targets construe
knowledge hiding in organizations. Eur. J. Work Organ. Psychol. 24, 479-489. doi:
10.1080/1359432X.2014.931325

Connelly, C. E., Zweig, D., Webster, ., and Trougakos, J. P. (2012). Knowledge
hiding in organizations. J. Organ. Behav. 33, 64-88. doi: 10.1002/job.737

De Croon, E. M., Sluiter, J. K, Blonk, R. W, Broersen, J. P, and
Frings-Dresen, M. H. (2004). Stressful work, psychological job strain, and turnover:
a 2-year prospective cohort study of truck drivers. J. Appl. Psychol. 89, 442-454. doi:
10.1037/0021-9010.89.3.442

Dimotakis, N., Scott, B. A., and Koopman, J. (2011). An experience sampling
investigation of workplace interactions, affective states, and employee well-being. J.
Organ. Behav. 32, 572-588. doi: 10.1002/job.722

Donate, M. J., Gonzilez-Mohino, M., Appio, E P, and Bernhard, F (2022).
Dealing with knowledge hiding to improve innovation capabilities in the hotel
industry: the unconventional role of knowledge-oriented leadership. J. Bus. Res. 144,
572-586. doi: 10.1016/j.jbusres.2022.02.001

Duro, J. A., Perez-Laborda, A., Turrion-Prats, J., and Fernandez-Fernandez, M.
(2021). Covid-19 and tourism vulnerability. Tour. Manag. Perspect. 38:100819. doi:
10.1016/j.tmp.2021.100819

El-Kassar, A. N., Dagher, G. K., Lythreatis, S., and Azakir, M. (2022). Antecedents
and consequences of knowledge hiding: the roles of HR practices, organizational
support for creativity, creativity, innovative work behavior, and task performance. J.
Bus. Res. 140, 1-10. doi: 10.1016/j.jbusres.2021.11.079

Fehr, R., Fulmer, A., and Keng-Highberger, F. T. (2020). How do employees react
to leaders’ unethical behavior? The role of moral disengagement. Pers. Psychol. 73,
73-93. doi: 10.1111/peps.12366

Fida, R., Paciello, M., Tramontano, C., Fontaine, R. G., Barbaranelli, C., and
Farnese, M. L. (2015). An integrative approach to understanding counterproductive
work behavior: the roles of stressors, negative emotions, and moral disengagement.
J. Bus. Ethics 130, 131-144. doi: 10.1007/s10551-014-2209-5

Fox, S., and Spector, P. E. (2006). “The many roles of control in a stressor-emotion
theory of counterproductive work behavior” in Employee Health, Coping and
Methodologies (Research in Occupational Stress and Well Being). Vol. 5. eds. P. L.
Perrewé and D. C. Ganster (Bingley: Emerald Group Publishing Limited). 171-201.
doi: 10.1016/S1479-3555(05)05005-5

Gan, C.,, Guo, W,, Chai, Y., and Wang, D. (2019). Unethical leader behavior and
employee performance: a deontic justice perspective. Pers. Rev. 49, 188-201. doi:
10.1108/PR-08-2018-0290

Gao, Z., House, L. A,, and Xie, J. (2016). Online survey data quality and its
implication for willingness-to-pay: a cross-country comparison. Can. J. Agric. Econ.
64, 199-221. doi: 10.1111/cjag.12069

Gardner, W. L., Gabriel, S., and Hochschild, L. (2002). When you and I are “we’,
you are not threatening: the role of self-expansion in social comparison. J. Pers. Soc.
Psychol. 82, 239-251. doi: 10.1037/0022-3514.82.2.239

Green, S. G., Anderson, S. E., and Shivers, S. L. (1996). Demographic and
organizational influences on leader-member exchange and related work attitudes.
Organ. Behav. Hum. Dec. 66, 203-214. doi: 10.1006/0bhd.1996.0049

Grobelna, A. (2021). Emotional exhaustion and its consequences for hotel service
quality: the critical role of workload and supervisor support. J. Hosp. Mark. Manag.
30, 395-418. doi: 10.1080/19368623.2021.1841704

Halbesleben, J. R., Neveu, J.-P., Paustian-Underdahl, S. C., and Westman, M.
(2014). Getting to the “COR” understanding the role of resources in
conservation of resources theory. J. Manage. 40, 1334-1364. doi: 10.1177/
0149206314527130

Hallin, C. A., and Marnburg, E. (2008). Knowledge management in the hospitality
industry: a review of empirical research. Tour. Manag. 29, 366-381. doi: 10.1016/j.
tourman.2007.02.019

Hayes, A. E. (2009). Beyond baron and Kenny: statistical mediation analysis in the
new millennium. Commun. Monogr. 76, 408-420. doi: 10.1080/03637750903310360

frontiersin.org


https://doi.org/10.3389/fpsyg.2022.1032845
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org
https://doi.org/10.3389/fpsyg.2019.02403
https://doi.org/10.3389/fpsyg.2019.02403
https://doi.org/10.1016/j.ijinfomgt.2019.02.006
https://doi.org/10.1080/14778238.2021.1876536
https://doi.org/10.1080/14778238.2021.1876536
https://doi.org/10.1111/ncmr.12136
https://doi.org/10.1080/09585192.2019.1570308
https://doi.org/10.1080/09585192.2019.1570308
https://doi.org/10.1007/s10551-018-4056-2
https://doi.org/10.1108/JKM-11-2018-0687
https://doi.org/10.1016/j.tourman.2021.104486
https://doi.org/10.1016/j.tourman.2021.104486
https://doi.org/10.1111/apps.12274
https://doi.org/10.1177/1938965517719282
https://doi.org/10.1111/peps.12103
https://doi.org/10.2307/25148669
https://doi.org/10.1111/joop.12249
https://doi.org/10.1057/s41291-019-00091-1
https://doi.org/10.1057/s41291-019-00091-1
https://doi.org/10.1002/hrm.21514
https://doi.org/10.1111/1748-8583.12132
https://doi.org/10.5465/amj.2012.0122
https://doi.org/10.1016/j.ijhm.2019.04.011
https://doi.org/10.1016/j.jbusres.2021.02.033
https://doi.org/10.1016/j.jbusres.2021.02.033
https://doi.org/10.1023/B:APJM.0000036465.19102.d5
https://doi.org/10.1111/j.1740-8784.2009.00153.x
https://doi.org/10.1016/j.leaqua.2012.08.006
https://doi.org/10.1037/apl0000843
https://doi.org/10.1111/j.1467-6486.2009.00864.x
https://doi.org/10.1080/1359432X.2014.931325
https://doi.org/10.1002/job.737
https://doi.org/10.1037/0021-9010.89.3.442
https://doi.org/10.1002/job.722
https://doi.org/10.1016/j.jbusres.2022.02.001
https://doi.org/10.1016/j.tmp.2021.100819
https://doi.org/10.1016/j.jbusres.2021.11.079
https://doi.org/10.1111/peps.12366
https://doi.org/10.1007/s10551-014-2209-5
https://doi.org/10.1016/S1479-3555(05)05005-5
https://doi.org/10.1108/PR-08-2018-0290
https://doi.org/10.1111/cjag.12069
https://doi.org/10.1037/0022-3514.82.2.239
https://doi.org/10.1006/obhd.1996.0049
https://doi.org/10.1080/19368623.2021.1841704
https://doi.org/10.1177/0149206314527130
https://doi.org/10.1177/0149206314527130
https://doi.org/10.1016/j.tourman.2007.02.019
https://doi.org/10.1016/j.tourman.2007.02.019
https://doi.org/10.1080/03637750903310360

Xu et al.

He, P, Jiang, C., Xu, Z., and Shen, C. (2021). Knowledge hiding: current research
status and future research directions. Front. Psychol 12:748237. doi: 10.3389/
fpsyg.2021.748237

He, P, Peng, Z., Zhao, H., and Estay, C. (2019). How and when compulsory
citizenship behavior leads to employee silence: a moderated mediation model based
on moral disengagement and supervisor-subordinate guanxi views. J. Bus. Ethics
155, 259-274. doi: 10.1007/s10551-017-3550-2

He, P, Sun, R,, Zhao, H., Zheng, L., and Shen, C. (2022). Linking work-related and
non-work-related supervisor-subordinate relationships to knowledge hiding: a
psychological safety lens. Asian Bus. Manag. 21, 525-546. doi: 10.1057/
541291-020-00137-9

Hernaus, T., Cerne, M., Connelly, C., Vokic, N. P, and §kerlavaj, M. (2018).
Evasive knowledge hiding in academia: when competitive individuals are asked to
collaborate. J. Knowl. Manag. 23, 597-618. doi: 10.1108/JKM-11-2017-0531

Hobfoll, S. E. (1989). Conservation of resources: a new attempt at conceptualizing
stress. Am. Psychol. 44, 513-524. doi: 10.1037/0003-066X.44.3.513

Hobfoll, S. E. (2001). The influence of culture, community, and the nested-self in
the stress process: advancing conservation of resources theory. Appl. Psychol. 50,
337-421. doi: 10.1111/1464-0597.00062

Hobfoll, S. E. (2002). Social and psychological resources and adaptation. Rev. Gen.
Psychol. 6,307-324. doi: 10.1037/1089-2680.6.4.307

Hobfoll, S. E., and Freedy, J. (2017). “Conservation of resources: a general stress
theory applied to burnout” in Professional Burnout. eds. B. S. Wilmar, M. Christina
and M. Tadeusz (Abingdon: Routledge), 115-129.

Hobfoll, S., Halbesleben, J., Neveu, J., and Westman, M. (2018). Conservation of
resources in the organizational context: the reality of resources and their
consequences. Annu. Rev. Organ. Psychol. 5, 103-128. doi: 10.1146/annurev-
orgpsych-032117-104640

Holten, A. L., Hancock, G. R,, Persson, R., Hansen, A. M., and Hogh, A. (2016).
Knowledge hoarding: antecedent or consequent of negative acts? The mediating role
of trust and justice. J. Knowl. Manag. 20, 215-229. doi: 10.1108/JKM-06-2015-0222

Jahanzeb, S., Fatima, T., Bouckenooghe, D., and Bashir, E. (2019). The knowledge
hiding link: a moderated mediation model of how abusive supervision affects
employee creativity. Eur. J. Work Organ. Psy. 28, 810-819. doi: 10.1080/1359432X.
2019.1659245

Jha, J. K., and 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. J. Knowl. Manag. 22, 824-849. doi: 10.1108/JKM-02-2017-0048

Jiang, Z., Hu, X., Wang, Z., and Jiang, X. (2019). Knowledge hiding as a barrier to
thriving: the mediating role of psychological safety and moderating role of
organizational cynicism. J. Organ. Behav. 40, 800-818. doi: 10.1002/job.2358

Kammeyer-Mueller, J. D., Simon, L. S., and Judge, T. A. (2016). A head start or a
step behind? Understanding how dispositional and motivational resources influence
emotional exhaustion. J. Manage. 42, 561-581. doi: 10.1177/0149206313484518

Lanaj, K., Johnson, R. E., and Lee, S. M. (2016). Benefits of transformational
behaviors for leaders: a daily investigation of leader behaviors and need fulfillment.
J. Appl. Psychol. 101, 237-251. doi: 10.1037/apl0000052

Lanaj, K., Kim, P. H., Koopman, J., and Matta, F. K. (2018). Daily mistrust: a
resource perspective and its implications for work and home. Pers. Psychol. 71,
545-570. doi: 10.1111/peps.12268

Lau, D. C,, Lam, L. W,, and Wen, S. S. (2014). Examining the effects of feeling
trusted by supervisors in the workplace: a self-evaluative perspective. J. Organ.
Behav. 35, 112-127. doi: 10.1002/job.1861

Law, K. S., Wong, C. S., Wang, D., and Wang, L. (2000). Effect of supervisor—
subordinate guanxi on supervisory decisions in China: an empirical investigation.
Int. J. Hum. Resour. Man. 11, 751-765. doi: 10.1080/09585190050075105

Leat, M., and El-Kot, G. (2009). Interpersonal trust at work, intrinsic motivation,
work-related tension and satisfaction in Egypt. Int. J. Workplace Health Manage. 2,
180-194. doi: 10.1108/17538350910970237

LeBreton, J. M., Binning, J. E, Adorno, A. J., and Melcher, K. M. (2004). Importance
of personality and job-specific affect for predicting job attitudes and withdrawal
behavior. Organ. Res. Methods 7, 300-325. doi: 10.1177/1094428104266015

Lee, K., and Allen, N. J. (2002). Organizational citizenship behavior and workplace
deviance: the role of affect and cognitions. J. Appl. Psychol. 87, 131-142. doi:
10.1037/0021-9010.87.1.131

Lee, L. S., and Zhong, W. G. (2020). Responses to alliance partners’ misbehavior
and firm performance in China: the moderating roles of guanxi orientation. Asian
Bus. Manag. 19, 344-378. doi: 10.1057/541291-019-00076-0

Lehman, W. E., and Simpson, D. D. (1992). Employee substance use and on-the-
job behaviors. J. Appl. Psychol. 77, 309-321. doi: 10.1037/0021-9010.77.3.309

Lu, Y, Zhou, L., Bruton, G., and Li, W. (2010). Capabilities as a mediator linking
resources and the international performance of entrepreneurial firms in an emerging
economy. J. Int. Bus. Stud. 41, 419-436. doi: 10.1057/jibs.2009.73

Frontiers in Psychology

15

10.3389/fpsyg.2022.1032845

Mackey, J. D., Frieder, R. E., Brees, J. R., and Martinko, M. J. (2017). Abusive
supervision: a meta-analysis and empirical review. J. Manage. 43, 1940-1965. doi:
10.1177/0149206315573997

Mahmood, Z., Khawaja, K., and Mariam, S. (2021). Following in the footsteps: an
empirical model of leader-signaled knowledge hiding by subordinates. Glob.
Manage. Sci. Rev. 6, 1-16. doi: 10.31703/gmsr.2021(VI-II).01

Maslach, C., and Jackson, S. E. (1981). The measurement of experienced burnout.
J. Organ. Behav. 2, 99-113. doi: 10.1002/j0b.4030020205

Maslach, C., Schaufeli, W. B., and Leiter, M. P. (2001). Job burnout. Annu. Rev.
Psychol. 52, 397-422. doi: 10.1146/annurev.psych.52.1.397

Mawritz, M. B., Mayer, D. M., Hoobler, J. M., Wayne, S. J., and Marinova, S. V.
(2012). A trickle-down model of abusive supervision. Pers. Psychol. 65, 325-357.
doi: 10.1111/j.1744-6570.2012.01246.x

Men, C., Fong, P. S, Huo, W,, Zhong, J., Jia, R,, and Luo, J. (2020). Ethical
leadership and knowledge hiding: a moderated mediation model of psychological
safety and mastery climate. J. Bus. Ethics 166, 461-472. doi: 10.1007/s10551-018-
4027-7

Offergelt, E, Sporrle, M., Moser, K., and Shaw, J. D. (2019). Leader-signaled
knowledge hiding: effects on employees’ job attitudes and empowerment. J. Organ.
Behav. 40, 819-833. doi: 10.1002/job.2343

Orfila-Sintes, F, and Mattsson, J. (2009). Innovation behavior in the hotel
industry. Omega 37, 380-394. doi: 10.1016/j.0mega.2007.04.002

Pan, W,, Zhang, Q. Teo, T. S., and Lim, V. K. (2018). The dark triad and
knowledge hiding. Int. J. Inform. Manage. 42, 36-48. doi: 10.1016/j.ijinfomgt.2018.
05.008

Pelled, L. H., and Xin, K. R. (1999). Down and out: an investigation of the
relationship between mood and employee withdrawal behavior. J. Manage. 25,
875-895. doi: 10.1177/014920639902500605

Peng, H. (2013). Why and when do people hide knowledge? J. Knowl. Manag. 17,
398-415. doi: 10.1108/JKM-12-2012-0380

Peng, H., and Wei, . (2018). Trickle-down effects of perceived leader integrity on
employee creativity: a moderated mediation model. J. Bus. Ethics 150, 837-851. doi:
10.1007/s10551-016-3226-3

Peng, H., and Wei, F. (2020). How and when does leader behavioral integrity
influence employee voice? The roles of team independence climate and corporate
ethical values. J. Bus. Ethics 166, 505-521. doi: 10.1007/s10551-019-04114-x

Pereira, V., Mellahi, K., Temouri, Y., Patnaik, S., and Roohanifar, M. (2018).
Investigating dynamic capabilities, agility and knowledge management within
EMNEs-longitudinal evidence from Europe. J. Knowl. Manag. 23, 1708-1728. doi:
10.1108/JKM-06-2018-0391

Pereira, P. T, Silva, N., and e Silva, J. A. (2006). Positive and negative reciprocity
in the labor market. J. Econ. Behav. Organ. 59, 406-422. doi: 10.1016/j.
jeb0.2004.034015

Qin, Y., Xie, Y., and Cooke, FE L. (2021). Unethical leadership and employee
knowledge-hiding behavior in the Chinese context: a moderated dual-pathway
model. Asian Bus. Manag. 1-25, 1-25. doi: 10.1057/841291-021-00154-2

Reina, C. S., Rogers, K. M., Peterson, S. J., Byron, K., and Hom, P. W. (2018).
Quitting the boss? The role of manager influence tactics and employee emotional
engagement in voluntary turnover. J. Leadersh. Org. Stud. 25, 5-18. doi:
10.1177/1548051817709007

Schyns, B,, Felfe, J., and Schilling, J. (2018). Is it me or you? How reactions to
abusive supervision are shaped by leader behavior and follower perceptions. Front.
Psychol. 9:1309. doi: 10.3389/fpsyg.2018.01309

Serenko, A., and Bontis, N. (2016). Understanding counterproductive knowledge
behavior: antecedents and consequences of intra-organizational knowledge hiding.
J. Knowl. Manag. 20, 1199-1224. doi: 10.1108/JKM-05-2016-0203

Singh, S. K. (2019). Territoriality, task performance, and workplace deviance:
empirical evidence on role of knowledge hiding. J. Bus. Res. 97, 10-19. doi: 10.1016/j.
jbusres.2018.12.034

Spector, P. E., and Fox, S. (2005). “The stressor-emotion model of
counterproductive work behavior” in Counterproductive Work Behavior:
Investigations of Actors and Targets. eds. S. Fox and P. E. Spector (American
Psychological Association), 151-174. doi: 10.1037/10893-007

Su, X,, Jiang, X., Xie, G., Huang, M., and Xu, A. (2022). How does self-sacrificial
leadership foster knowledge sharing behavior in employees? Moral ownership, felt
obligation and supervisor-subordinate guanxi. Front. Psychol. 13:910707. doi:
10.3389/fpsyg.2022.910707

Su, C., Mitchell, R. K., and Sirgy, M. J. (2007). Enabling guanxi management in
China: a hierarchical stakeholder model of effective guanxi. J. Bus. Ethics 71,
301-319. doi: 10.1007/s10551-006-9140-3

Sulea, C., Fine, S., Fischmann, G., Sava, E. A., and Dumitru, C. (2013). Abusive
supervision and counterproductive work behaviors: the moderating effects of
personality. J. Pers. Psychol. 12, 196-200. doi: 10.1027/1866-5888/a000097

frontiersin.org


https://doi.org/10.3389/fpsyg.2022.1032845
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org
https://doi.org/10.3389/fpsyg.2021.748237
https://doi.org/10.3389/fpsyg.2021.748237
https://doi.org/10.1007/s10551-017-3550-2
https://doi.org/10.1057/s41291-020-00137-9
https://doi.org/10.1057/s41291-020-00137-9
https://doi.org/10.1108/JKM-11-2017-0531
https://doi.org/10.1037/0003-066X.44.3.513
https://doi.org/10.1111/1464-0597.00062
https://doi.org/10.1037/1089-2680.6.4.307
https://doi.org/10.1146/annurev-orgpsych-032117-104640
https://doi.org/10.1146/annurev-orgpsych-032117-104640
https://doi.org/10.1108/JKM-06-2015-0222
https://doi.org/10.1080/1359432X.2019.1659245
https://doi.org/10.1080/1359432X.2019.1659245
https://doi.org/10.1108/JKM-02-2017-0048
https://doi.org/10.1002/job.2358
https://doi.org/10.1177/0149206313484518
https://doi.org/10.1037/apl0000052
https://doi.org/10.1111/peps.12268
https://doi.org/10.1002/job.1861
https://doi.org/10.1080/09585190050075105
https://doi.org/10.1108/17538350910970237
https://doi.org/10.1177/1094428104266015
https://doi.org/10.1037/0021-9010.87.1.131
https://doi.org/10.1057/s41291-019-00076-0
https://doi.org/10.1037/0021-9010.77.3.309
https://doi.org/10.1057/jibs.2009.73
https://doi.org/10.1177/0149206315573997
https://doi.org/10.31703/gmsr.2021(VI-II).01
https://doi.org/10.1002/job.4030020205
https://doi.org/10.1146/annurev.psych.52.1.397
https://doi.org/10.1111/j.1744-6570.2012.01246.x
https://doi.org/10.1007/s10551-018-4027-7
https://doi.org/10.1007/s10551-018-4027-7
https://doi.org/10.1002/job.2343
https://doi.org/10.1016/j.omega.2007.04.002
https://doi.org/10.1016/j.ijinfomgt.2018.05.008
https://doi.org/10.1016/j.ijinfomgt.2018.05.008
https://doi.org/10.1177/014920639902500605
https://doi.org/10.1108/JKM-12-2012-0380
https://doi.org/10.1007/s10551-016-3226-3
https://doi.org/10.1007/s10551-019-04114-x
https://doi.org/10.1108/JKM-06-2018-0391
https://doi.org/10.1016/j.jebo.2004.03.015
https://doi.org/10.1016/j.jebo.2004.03.015
https://doi.org/10.1057/S41291-021-00154-2
https://doi.org/10.1177/1548051817709007
https://doi.org/10.3389/fpsyg.2018.01309
https://doi.org/10.1108/JKM-05-2016-0203
https://doi.org/10.1016/j.jbusres.2018.12.034
https://doi.org/10.1016/j.jbusres.2018.12.034
https://doi.org/10.1037/10893-007
https://doi.org/10.3389/fpsyg.2022.910707
https://doi.org/10.1007/s10551-006-9140-3
https://doi.org/10.1027/1866-5888/a000097

Xu et al.

Ten Brummelhuis, L. L., and Bakker, A. B. (2012). A resource perspective on the
work-home interface: the work-home resources model. Am. Psychol. 67, 545-556.
doi: 10.1037/a0027974

Trougakos, J. P, Beal, D. J., Cheng, B. H., Hideg, L, and Zweig, D. (2015). Too
drained to help: a resource depletion perspective on daily interpersonal citizenship
behaviors. J. Appl. Psychol. 100, 227-236. doi: 10.1037/a0038082

Uy, M. A, Lin, K. J., and Ilies, R. (2017). Is it better to give or receive? The role of
help in buffering the depleting effects of surface acting. Acad. Manag. J. 60,
1442-1461. doi: 10.5465/amj.2015.0611

Van Woerkom, M., Bakker, A. B., and Nishii, L. H. (2016). Accumulative job
demands and support for strength use: fine-tuning the job demands-resources
model using conservation of resources theory. J. Appl. Psychol. 101, 141-150. doi:
10.1037/apl0000033

Wan, M., Zhang, Y., and Li, M. (2021). Do narcissistic employees remain silent?
Examining the moderating roles of supervisor narcissism and traditionality in
China. Asian Bus. Manag. 1-25. doi: 10.1057/541291-021-00153-3

Frontiers in Psychology

16

10.3389/fpsyg.2022.1032845

Wright, T. A., and Bonett, D. G. (2007). Job satisfaction and psychological well-
being as nonadditive predictors of workplace turnover. J. Manage. 33, 141-160. doi:
10.1177/0149206306297582

Xiao, M., and Cooke, E. 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 Pac. ]. Hum. Resour. 57, 470-502. doi: 10.1111/1744-7941.12198

Zhang, Z., and Min, M. (2021). Project manager knowledge hiding,
subordinates’ work-related stress and turnover intentions: empirical evidence
from Chinese NPD projects. J. Knowl. Manag. 26, 1921-1944. doi: 10.1108/
JKM-02-2021-0155

Zhao, H., and Jiang, J. (2021). Research on double-edged sword effect and boundary
conditions of leader-signaled knowledge hiding. Chin. J. Manage. 18, 684-694. doi:
10.3969/j.issn.1672-884x.2021.05.006

Zhu, Y., and Wu, J. (2020). Does charismatic leadership encourage or suppress
follower voice? The moderating role of challenge-hindrance stressors. Asian Bus.
Manag. 1-26. doi: 10.1057/s41291-020-00125-z

frontiersin.org


https://doi.org/10.3389/fpsyg.2022.1032845
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org
https://doi.org/10.1037/a0027974
https://doi.org/10.1037/a0038082
https://doi.org/10.5465/amj.2015.0611
https://doi.org/10.1037/apl0000033
https://doi.org/10.1057/S41291-021-00153-3
https://doi.org/10.1177/0149206306297582
https://doi.org/10.1111/1744-7941.12198
https://doi.org/10.1108/JKM-02-2021-0155
https://doi.org/10.1108/JKM-02-2021-0155
https://doi.org/10.3969/j.issn.1672-884x.2021.05.006
https://doi.org/10.1057/s41291-020-00125-z

	The influence of leader–signaled knowledge hiding on tourism employees’ work withdrawal behavior: A moderated mediating model
	Introduction
	Theoretical background and hypothesis development
	Conservation of resource
	Leader’s self–practiced knowledge hiding and work withdrawal behavior
	Leader’s explicit knowledge hiding and work withdrawal behavior
	Leader’s self–practiced knowledge hiding and emotional exhaustion
	Leader’s explicit knowledge hiding and emotional exhaustion
	Emotional exhaustion and work withdrawal behavior
	Mediating role of emotional exhaustion
	Moderating role of supervisor–subordinate guanxi

	Research methodology
	Design and measures

	Data collection
	Results
	Common method bias test and confirmatory factor analysis
	Reliability test
	Measurement model testing
	Structural equation model testing
	Moderating effect of the supervisor–subordinate guanxi
	Moderating effect of supervisor–subordinate guanxi on leader–signaled knowledge hiding and emotional exhaustion
	Moderated mediating effect

	Conclusion and discussion
	Discussion
	Theoretical implications
	Practical implications
	Limitations and future prospects

	Data availability statement
	Ethics statement
	Author contributions
	Funding
	Conflict of interest
	Publisher’s note
	Supplementary material

	References

