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Introduction 
 

Today, many organizations and companies pay at-
tention to methods and tools such as teamwork, or-
ganizational democracy, and strengthening the cul-
ture of organizations in order to achieve success. 

This will allow employees to not be silent at work 
and to express their ideas and share their knowledge 
to achieve a desired success in reducing turnover 

 

Abstract 
 

Background: The main purpose of this study was to analyze the impact of organizational silence and mobbing 
on turnover intention. 
Method: The statistical population of this study was 386 employees of Payam-e-Noor University of Kerman-
shah. In order to determine the sample size we have applied Morgan table and consequently 191 employees 
have were selected as sample members by random sampling method for the first half of 2018. The data collec-
tion tool was a standard questionnaire in this area. Validity (content, convergent, divergent) and reliability 
(loading factor, composite reliability, Cronbach's alpha) of questionnaire indicate that measuring instruments 
have good reliability and validity. The results of hypotheses test by SMART-PLS software and using t-test 
statistics. 
Results: Path coefficients (β) indicate that organizational silence have strong, direct and significant influence 
on mobbing. Mobbing have strong, direct and significant effects on turnover intention and organizational 
silence have weak, indirect and significant effects on turnover intention. On the other hand, mobbing can play 
moderator role in influence on organizational silence and turnover intention. 
Conclusion: Despite the design model, it can be expected that the university can reduce the level of job leave 
due to the variables of organizational silence and organizational mobility. 
 
Keywords: Organizational silence, Organizational mobbing, Turnover intention. 
 
 

 
 

 [
 D

O
I:

 1
0.

52
54

7/
ije

th
ic

s.
3.

1.
59

 ]
 

 [
 D

ow
nl

oa
de

d 
fr

om
 ij

et
hi

cs
.c

om
 o

n 
20

23
-0

5-
23

 ]
 

                             1 / 11

http://dx.doi.org/10.52547/ijethics.3.1.59
https://ijethics.com/article-1-96-en.html


Saeidipour B. et al.  
International Journal of Ethics & Society (IJES), (2021) Vol. 3, No. 1 

 

60 
Available at:  www.ijethics.com 

intention. Therefore, creating such an organiza-
tional space is very important for any organization 
and company. On the other hand, many employees 
prefer to be silent in the place, and this silence de-
pends on various factors, such as the fear of losing 
a job, lack of opportunity to express their ideas to 
management and other cultural values. Of course, 
environmental and organizational factors, and team 
management can also create a supportive atmos-
phere for organizational silence (1). Studies have 
summarized two reasons for silence. The first rea-
son includes: fears and suspicions, fear of being la-
beled or stigmatized or viewed negatively, fear of 
losing contact, feelings of emptiness, fear of pun-
ishment, and fear of other negative factors. The 
second reason is related to individual (lack of expe-
rience, lack of interest) and organizational charac-
teristics (structural and cultural hierarchy, lack of 
support) or poor relationship with department 
management and differences between them (2). Or-
ganizational silence can cause certain problems for 
organizations. According to the lack of feedback, 
silence has a negative effect on the decision-making 
process, learning and change at the organizational 
level. On the other hand, at the individual level in 
employees, it can create a feeling of emptiness, lack 
of control and anomalies (such as mobbing) in the 
organization (1). In other words, it might be said; 
the reason for the formation of these types of 
anomalies is due to the decision-making process, 
correction of mistakes and innovation in the 
method of organizational silence, which its amount 
is low. However, in addition to the fact that silence 
will have adverse effects on the individual, organi-
zational and even social sectors, it must be properly 
identified what causes the bullying behavior. Re-
searchers have also rightly found that such behav-
iors can be classified into forms, such as, attacks on 
personal social relationships, attacks on individual 
reputation, attacks on the quality of one's personal 
profession and living conditions, and damaging the 
personal health. Hooliganism will cause certain 
problems in organizations, such as increasing the 
tendency to leave the job, which in turn causes ir-
reparable damage to the efficiency and perfor-
mance of the organization (3). To this end, in order 
to increase job satisfaction and improvement of 

performance of employees and ultimately reduction 
the job leave, the mobster behavior of employees 
should be reduced (4). Because organizations spend 
a lot of money on training employees, they should 
try not only to prevent employees from leaving 
their jobs, but also to be able to reduce their bully-
ing behavior by training team dynamics, synergizing 
activities to achieve goals, lead employees to high 
productivity and performance (5). 
Therefore, understanding the role of organizational 
silence and organizational mobility on the desire to 
leave the job is one of the important issues of or-
ganizations. Because to reduce employee layoffs, 
the manager must try to reduce bullying behavior 
and organizational silence. Therefore, researchers 
in this study, according to the purpose of this study, 
which is to explain the role of organizational silence 
and organizational mobility on the desire to leave 
the job, seek to answer the question of whether or-
ganizational silence and organizational mobility 
have effect on the tendency to leave the job (Case 
study: Payam-e-Noor University of Kermanshah)? 
 

Theoretical literature and research background 

Organizational silence and organizational mob-
bing (Suppress) 

Performance is the level of work accomplished in 
the organization, and when an employee is under 
pressure in the organization, he or she will exhibit 
behaviors that reduce his or her level of perfor-
mance. Those behaviors are called organizational 
mobbing (6). In such a situation, two costs (both 
for the organization and the employee) are conceiv-
able. First, an employee who continues to be a 
mobbing becomes physically and mentally ill over 
time, and if medical leave is taken for such an ill-
ness, the organization is forced to pay him or her 
despite his or her absence from the organization. 
Secondly, if the person recovers, he or she will no 
longer perform as tangibly as in the past (7). There-
fore, to achieve the organizational goals it is better 
that the organizational be far from mobbing behav-
iors, and a way to control such behaviors is the or-
ganizational silence. The organizational silence 
means the purposeful silence of an employee who 
does not present his ideas, knowledge and opinions 
about improving the work environment. Of course, 
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constantly preventing such behaviors from employ-
ees in the long run lead to the detriment of the or-
ganizational system (8). Therefore, such behaviors 
in the universities should be considered because, in 
addition to its positive effects on students, it will 
also have negative effects on them and damage the 
educational environment (9). Finally, it must be 
possible to maintain organizational silence against 
mobbing at its desired level. Some researchers such 
as (10, 11, 12, and 13) have conducted research in 
this regard and suggested the optimal level of or-
ganizational silence against mobbing.  Therefore, in 
the end, according to what has been said, it should 
be said that the first hypothesis is as follows: 
“Organizational silence has an effect on organiza-
tional mobbing.” 
 

Organizational mobbing and turnover intention 
There is relatively limited research on the relation-
ship between pressure and the tendency to quit, and 
most of this researches also covers employee 
health. What stands out most in these studies are 
the terms "imposition" and "pressure". Pressure in 
the workplace is a word that means resisting the un-
wanted and negative actions of an individual or 
group. They (workers) end up defending them-
selves with seduction and struggle, resulting in an 
equivalent balance of power and strength at work 
(14). Pressure is achieved as a definite result of a 
profit, quality and voluntary performance. Applying 
pressure is defined as a simultaneous effect of an 
action between the target person and its imposition 
on the tendency of the person to leave his job (15). 
A study in workers' health has shown that putting 
pressure has a direct effect on the tendency to quit, 
as it increases the tendency of people to quit their 
jobs. It is sometimes stated that the purpose of 
these pressures is to replace employees with each 
other (14). The effect of pressure from superiors is 
greater than pressure from colleagues, and in this 
case the range of tendency to leave the job will in-
crease (16, 17).  
Therefore, in the end, according to what has been 
said, it should be noted that the second hypothesis 
is as follows:  
“Organizational mobbing has an effect on turnover 
intention.” 

Organizational silence and turnover intention 

The turnover intention means that employees are 
likely to leave the job as they wish and away from 
the view of the organization (18). When a person's 
desire increases, the amount of work will decrease 
and, of course, the absence of people will be pro-
longed, and such conditions will have irreparable 
effects on the physiological, social, and economic 
needs of people. Perhaps this is why researchers 
want more research in this regard (19). Organiza-
tional silence is one of the most important factors 
that can affect turnover intention to reduce its neg-
ative side. Organizational silence is a behavioral is-
sue and occurs when a group of people are unable 
to express their thoughts and ideas that prevent 
poor performance and improve organizational per-
formance (20). This type of behavior has been ex-
perienced in most organizations and the results in-
dicate that the silence factor is sensitive. Because it 
has created an environment in the organization that 
employees have resorted to silent behaviors for var-
ious reasons. The term was first used by some re-
searches, and its meaning is the absence of speech 
(21). However, some researches considers the op-
posite of organizational silence as organizational 
voice. In this case, people will be able to choose 
when to be silent or when to have an idea. But, in 
organizational silence, creative ideas do not occur, 
and the team perspective is considered natural, and 
this is a possible reason for organizations to find 
solutions to problems (22). If it becomes individual 
behavior, it can create an effective new environ-
ment (23). Therefore, management has an im-
portant role to play in understanding silence. The 
culture created by management requires the partic-
ipation of employee products. Managers must try to 
create a safe environment for workers. In organiza-
tions, while organizational silence causes dissatis-
faction among employees, it also leads to the for-
mation of incorrect and unequal communication 
and unwanted behaviors. As a result, it generally de-
grades the performance of organizations. Numer-
ous related studies have described silence as active-
ness and purposeful behavior. Although the under-
standing of silence in organizations is initially con-
sidered as a sign of loyalty (2), but the general pur-
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pose intentionally refers to the maintenance of neg-
ative issues and problems by employees, and in the 
end it should be said that little research, including 
(12, 24- 30) deals with the relationship between or-
ganizational silence and the desire to leave the job. 
Therefore, in the end, according to what has been 
said, it should be note that the third hypothesis is as 
follows: 
“Organizational silence has effect on the turnover 

intention.” 
 

The mediating effect of Organizational mobbing 
on the impact of organizational silence on turno-
ver intention 

Workplace pressure involves a series of systematic 
emotional attacks that target specific individuals 
(31). Mobbing has recently increased in organiza-
tions. In working life, pressure is considered in the 
form of approaches such as fear and intimidation 
and a specific process for an individual or a group 
of people. In general, these factors are invisible. But 
sometimes oppressive practices cause active em-
ployees to become inactive and then dismissed 
from office positions. Mobbing is defined as the act 
of putting physiological pressures on individuals 
that cause a person to lose his or her personality as 
an employee in a cruel and stubborn manner (32). 
There is a lot of disagreement in organizations 
where mobbing is applied. Also, in these organiza-
tions, the comfort and convenience of people is 
greatly reduced and employees are looking for a 
way to escape. As a result, people do not feel a sense 
of belonging to their organization. So, they lose 
their desire to stay in the organization and seek 
work with better conditions (31). These behaviors 
cause employees to not only feel uncomfortable, 
but also to lose their creativity towards work and 
the organization. 

Health problems are caused by stress (33, 34). 
Other researchers such as some researches (35) 
have researched physiological and physical prob-
lems. Applying pressure causes nervous problems 
(36). Applying pressure reduces employee motiva-
tion and creativity (37). Applying pressure increases 
medical expenses, weakens motivation and reduces 
production. Such circumstances, as mentioned, 
cause the trained employees of the factory to leave 
their organization and as a result, the organization 
loses the experience of such employees and its 
training and other legal expenses will increase in the 
future. Pressure occurs when a person is systemati-
cally exposed to hostile behavior by one or more of 
their co-workers at a specific time. In this case, the 
employee is defending himself. In this case, severe 
physiological shocks are inflicted on him. Applying 
pressure means coercion and oppressive orders on 
employees and therefore has negative conse-
quences for organizations and their employees (38). 
It has sometimes been observed that victims and 
people targeted by pressure tend to increase organ-
izational silence, and this silence reflects their reac-
tion (39). However, limited research (12, 40) have 
examined the effect of exerting pressure on the re-
lationship between organizational silence and the 
tendency to leave the job. 
Therefore, in the end, it should be say that the 

fourth hypothesis is as follows: 
“Organizational mobbing plays a mediating role in 
the effect of organizational silence on turnover in-
tention.” 

According to the theoretical foundations and hy-
potheses of the research, the model of research 
concept was developed as follows (Figure 1). This 
pattern shows the relationship between research 
variables: 

 
Fig. 1: Conceptual model of research 

 

 

Organizational silence 

Defensive silence 
Obedient silence 
Altruistic silence 

Organizational mobbing 
 Threat to professional status 

Threat to personal integrity Isolation 
Work too much  

Instability 
 

Turnover Intention 

H1 H2 
H3 

H4 
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Material & Methods 
This is an “applied research” study and it is a “de-
scriptive research” in terms of data collection. Since 
researchers sought to determine the relationship 
between variables, this is a “solidarity research”. 
The statistical population in this study, according to 
the research variables, was all employees of Payame 
Noor University in Kermanshah with 381 people. 
The sample size was 191 people that were obtained 
through Morgan table and people are selected by 
random. The main tools of data collection were as 
follows: Dostar and Ismailzadeh’s organizational si-
lence questionnaire (41) that consists of 13 ques-
tions. Pranjić et al. organizational mobbing ques-
tionnaire (42) that consists of 19 questions. Elçi et 
al. turnover intention questionnaire (12) that con-
sists of 3 questions. The measurement scale of the 
ideas was based on the five-item Likert scale that 
starts from “strongly disagree” and ends with 
“strongly agree”. The scoring of questions is calcu-
lated from score 1 to score 5. To confirm the valid-
ity of the measurement tool, three types of assess-
ment validity were used: content validity, conver-
gent validity and divergent validity. The content va-
lidity is created by ensuring compatibility between 
the measured parameters and the existing literature. 
This validity was obtained by a survey of faculty 
members. Convergent validity refers to this princi-
ple that indicators of each structure have moderate 
correlation with each other. According to [43], the 

convergent validity criteria is that Average Variance 
Extracted (AVE) is greater than 0.05. Divergent va-
lidity is also measured by comparing the square root 
of AVE with the correlation between latent varia-
bles (table 2). Also, for each reflective constructs, 
the square root of AVE should be more than the 
correlation of that structure with the other struc-
tures in the model. Also, in this study, two criteria 
(Coefficient of Cronbach’s alpha, combined relia-
bility coefficient and Coefficient of composite reli-
ability) were used to determine the reliability of the 
questionnaire (43). Coefficients of Cronbach’s al-
pha and combined reliability coefficient for all var-
iables in this study are greater than the minimum 
amount of (0.70). The composite reliability is based 
on the real loadings factors of each structure unlike 
Cronbach’s alpha which implicitly assumes that 
each index has the same weight. So, it presents bet-
ter criteria for reliability. The composite reliability 
should be a value greater than 0.70 to represent the 
internal stability of the structure. In tables 1 and 2, 
the reliability and validity results of the measure-
ment tool are given completely. 
Based on the contents and the results obtained 
from the outputs of SMART-PLS software in ta-
bles 1 and 2, it shows that the tools for measuring 
validity (content, convergent, divergent) and relia-
bility (Loadings factors, composite reliability coef-
ficient, Cronbach's alpha coefficient) are appropri-
ate.

 
Table 1: Convergent validity and reliability of measurement tools 

Variable Average coeffi-
cient(AVE) 

Factor loads C r c Rho_A Cronbach's 
alpha β t 

Organizational silence( OS) 
Defensive silence 
Obedient silence 
Altruistic silence 

0.643 - 
0.903 
0.723 
0.768 

- 
53.902 
6.597 
16.259 

0.84 
- 
- 
- 

0.75 
- 
- 
- 

0.72 
- 
- 
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Organizational mobbing( OM) 
Threat to professional status  
Threat to personal integrity 

Isolation  
Work too much 

Instability 

0.663 - 
0.861 
0.737 
0.793 
0.834 
0.842 

- 
35.249 
12.024 
14.482 
190.094 
18.799 

0.91 
- 
- 
- 
- 
- 

0.88 
- 
- 
- 
- 
- 

0.78 
- 
- 
- 
- 
- 

Turnover intention 

(TI) 

0.623 - - 0.83 0.80 0.70 

 
 

Table 2: The correlation matrix and divergent validity 
AVE Turnover intention Organizational Mobbing  Organizational silence  Variable 

0.80   1 Organizational silence  

0.81  1 0.746 Organizational mobbing  

0.79 1 0.759 0.165 Turnover intention 

Results 
To analysis and evaluation of the model for this 
study, structural equation model has been used. 
Structural equation modeling is a statistical model 
for linear relationships between latent variables (un-
observed) and manifest variables (observed). In 
other words, structural equation modeling is a pow-
erful statistical technique that combines measure-
ment model (confirmatory factor analysis) and 
structural model (regression or path analysis) with a 
statistical test at the same time. Through these tech-
niques, researchers can reject hypothetical struc-
tures (models) or approve their compliance with 
data. In this research, SMARTPLS software was 
used for analysis. This software analyzes structural 
equation models that include multiple variables and 
direct, indirect and interactivity effects. This soft-
ware is appropriate for Testing Moderating Effects 
(43). A study reported that the path models of PLS 
are estimated in two stages [44].  
 

 

Figure 2: Model structural coefficients 
 
The first stage estimates the score of the hidden 
variables for each latent variable and in the second 
stage, the moderating role of latent variables is stud-
ied depending on their status in the path model. 
Due to the nature of the second stage, many of the 
recommendations for the Testing Moderating Ef-
fects of multiple regressions are through SMART-
PLS software. In the following, the outputs of the 
software and their analysis are given. 

 

 
Figure 3: T-test results 

 
Notably, the t-value shows the significant interac-
tion effect of variables. If t-value is greater than 
1.96, then there is a positive and significant effect. 
If t-value is between +1.96 and -1.96, then there is 
not significant effect and if it is lower than -1.96, 
then there is negative and significant effect, also, if 
the path coefficients are above 0.6, it means that 
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there is a strong relationship between the two vari-
ables. If they are between 0.3 and 0.6, there is a 
moderate relationship, and if they are below 0.3, 
there is a weak relationship (Chen, 2003). The data 
obtained from field research were conducted in 

SMART PLS software and the above results were 
obtained in accordance with figures 2 and 3. The 
analysis of each relationship, which in fact reflects 
the research hypotheses, is briefly shown in table 3.

 
Table 3: Results summary of the hypotheses test 

Coefficient t Significant level Impact rate Path 

0.746 14.727 Significant Strong Organizational Silence           Organizational Mobbing 

0.759 11.936 Significant Strong Organizational Mobbing              Turnover Intention  

0.165 2.367 Significant Weak Organizational Silence                 Turnover Intention 
 

 
According to table 3 that is obtained based on the 
results of the test hypotheses, it can be concluded 
that the result of first hypothesis test according to 
the path coefficient value 0.746 and t-test value 
14.727 shows that the organizational silence has 
significant and strong impact on the organizational 
mobbing. In the second hypothesis with path co-
efficient value 0.759 and t-test value 11.936, the 
result shows that the organizational mobbing have 

positive and significant impact on the turnover in-
tention. The results of the third hypothesis test 
with path coefficient value 0.165 and t-test value 
2.367 shows that organizational silence has signif-
icant and weak impact on the turnover intention. 
It is necessary to present the total, direct and indi-
rect effects for endogenous variables of the model 
to investigate the rate of direct and indirect effect 
of independent variables on the dependent varia-
bles (table 4). 

 
Table 4: Separation of total, direct and indirect effects 

Direct effects Indirect effects Total effects Relationships 

0.746 ---- 0.746 Organizational silence           Organizational mobbing 

0.759 ---- 0.759 Organizational mobbing           Turnover intention  

0.165 0.556 0.721 Organizational silence           Turnover intention 

 
 
As table 4 shows, organizational silence has a di-
rect and significant effect on organizational mob-
bing, and this shows that organizational silence is 
able to predict the value 0.746 for organizational 
mobility. Also, organizational mobbing has a di-
rect and significant effect on turnover intention, 
and this shows that organizational mobbing is able 
to predict the value 0.759 for turnover intention. 
Finally, organizational silence has a direct and sig-
nificant effect on turnover intention, which also 
shows that organizational silence is able to predict 
the value 0.165 for turnover intention. According 
to the obtained results, it can be concluded that 
the mediating role of organizational mobbing in 
the effect of organizational silence on turnover in-
tention has been supported. In other words, the 
indirect effect of organizational silence on turno-

ver intention in the presence of the role of organ-
izational mobbing (indirect effect = 0.555) is 
greater than the direct effect of organizational si-
lence on turnover intention (direct effect = 0.165). 
In other words, considering the total effect (0.721) 
of organizational silence on turnover intention, it 
can be concluded that organizational silence with 
the help of organizational mobbing mediating var-
iable has a better predictive effect on turnover in-
tention. Therefore, the fourth hypothesis of this 
research was also confirmed. 
Model Processing 

Two models were tested in PLS models. Outer 
model which is equivalent to the measurement 
model and inner model which is equivalent to the 
structural model in other software models (LIS-
REL, EQS, AMOS); the external model (measure-
ment) is a model that determines the relationship 
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between latent variables and explicit and observed 
variables. To fit this model, the Cross Validated 
Communality (an indicator used to check the fit of 
a "latent variables" block measurement model) is 
used. Also, the internal (structural) model is a 
model that determines the relationship between la-
tent variables and for the fit of the structural 
model, the Cross Validated Redundancy (Stone-
Geiser coefficient Q2) has been used. This index 
predicts the indicators of endogenous latent varia-
bles (R2). If these two indicators (Cross Validated 
Redundancy and reliability Communality) are pos-
itive, it indicates the appropriate quality of the 
structural model. However, as shown in Table 5, 
both indicators are positive and this shows that the 
model has the right quality. The value of R2, which 
indicates the ability of the model to describe the 
structure, is equal to 0.552 for 0.759. Also, the 
value of R2 for turnover intention when Organiza-
tional Mobbing has a mediating role equal to 
0.785. Finally, these results show that the pre-
sented model is an appropriate fit. 

 
Table 5. Model fitting 

R2 Measurement 
model 

Structural 
model 

Variable 

 Reliability 
Communality 

Validated 
Redundancy 

 

- 0.300 - organizational si-
lence 

0.552 0.471 0.333 organizational mob-
bing 

0.785 0.262 0.454 Turnover intention  
In the presence of 
organizational mob-
bing 

 

Discussion 
As mentioned, the purpose of this study was to 
investigate the role of organizational silence and 
Organizational Mobbing on turnover intention at 
Payam-e-Noor University in Kermanshah prov-

ince. The results of the first hypothesis showed 
that organizational silence has an effect on organ-
izational mobbing. This result is consistent with 
the results obtained in (11- 13 and 28, 30).  Organ-
izational silence is one of the most important fac-
tors in promoting or deterrence activities 

knowledge exchange. Therefore, due to the im-
portance of organizational silence, through Or-
ganizational Mobbing, the necessary tools can be 
provided to facilitate the exchange of knowledge 
so that organizations can keep and share them, 
while the high volume of information which is ex-
changed in the organization. Therefore, Payame 
Noor University should pay enough attention to 
the role of "organizational silence" to be able to 
influence on Organizational Mobbing to manage 
knowledge in the organization. 
The results obtained in the second hypothesis fur-
ther indicate that Organizational Mobbing has an 

effect on turnover intention. This result is con-
sistent with the results obtained in (12, 16, 28, 30) 
Confirming this hypothesis, it should be said that 
today the world is called the world of organiza-
tions and their trustees are considered human be-
ings because human resources are the most valua-
ble resource for organizations. Therefore, paying 
attention to this source should be of great im-
portance, as every employee in the organization to 
achieve organizational goals, should be motivated 
and be properly aroused. That is experts in organ-
izational behavior science believe that the root of 
the failures and successes depend on reducing the 
mobility of that organization, because it affects the 
tendency of employees to turnover intention in 
the negative direction. This statement proves that 
reduction of organizational mobbing can reduce 
turnover intention, so the relevant university 
should be able to pay enough attention to this in 
order to reduce turnover intention and increase 
the productivity of human resources. 
The results of the third hypothesis also indicate 
the fact that organizational silence affects turnover 
intention. This result is consistent with the results 
obtained in (12, 25- 30). Therefore, in confirming 
this hypothesis, it should be said that in today's or-
ganizations, organizational silence can be the 
dough for the development of human resources in 
the organization, because sometimes, this factor 
can lead to a decrease in turnover intention, and 
since human beings are the center of productivity, 
the managers of today's organizations need to re-
duce turnover intention. It can be said that good 
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human resources are able to increase the compet-
itive advantage of the organization in which they 
work. In this way, organizational silence can help 
human resources so that employees learn how 
they can reduce turnover intention so that they can 
achieve both "competitive advantage" and in-
crease the productivity of their system. Therefore, 
the relevant university should use the importance 
of the role that organizational silence has in this 
field, in order to achieve a competitive advantage. 
The results of the fourth hypothesis also stated 
that Organizational Mobbing has a mediating role 
in the effect of organizational silence on turnover 
intention. Confirming the second hypothesis, it 
should be said that Organizational Mobbing is a 
new topic which has recently entered the science 
of psychology and management and in the field of 
organizational behavior. As human resources are 
the main and irreplaceable assets of the organiza-
tion, so that the success and survival of the organ-
ization depends on them. Therefore, the employ-
ees of the organization should be warned against 
mobbing, in order to reduce turnover intention. 
Also, considering the confirmation of the third re-
search hypothesis "The effect of organizational si-
lence on turnover intention", it can be hoped that 
considering the positive effects which Organiza-
tional Mobbing has on the tendency to leave the 
organization, the effects of organizational silence 
on turnover intention can be doubled.. Therefore, 
the relevant university should pay enough atten-
tion to the importance of the role of Organiza-
tional Mobbing in order to be able to increase the 
effects which organizational silence can have on 
turnover intention. 
Finally, considering the results of the structural 
equation model, it can be said that this conceptual 
model of research can be used as an experimental 
model that can be a guide and basis for future sci-
entific and practical research. However, according 
to the above results, the limitation that the re-
searchers faced in this study was that employees 
(scientific and administrative) have fear from the 
subject  that answer to the questions may have a 
negative effect on their job, the questions may 
have responded conservatively. 

 
Conclusion 
 

Organizational silence is directly related to em-
ployee behavior in order to increase or decrease 
individual and organizational performance. Thus, 
universities can take an effective step towards 
overcoming the employees' fears that they face in 
the workplace by reducing the burden of organi-
zational silence in a positive direction. By doing so, 
employees are less likely to think about leaving 
their jobs in the workplace. On the other hand, ac-
cording to the fact that, the role of organizational 
mobbing in the relationship between the above 
variables (organizational silence and the desire to 
leave the job) was confirmed in this study, there-
fore, university administrators can pay special at-
tention to the role of the mediating variable (or-
ganizational mobbing) in order to reduce the job 
leaving. 
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