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Introduction
Traditionally, volunteerism refers to the unpaid contribution of time, talent and effort by 
organisational members to support charitable and/or non-profit entities (Rodell & Lynch, 2016). 
Volunteerism now has a different interpretation for for-profit organisations. Scholars consider 
volunteering as a positive employee behaviour that improves organisational citizenship behaviour 
(Erks et al., 2021), task performance (Rodell, 2013), employee engagement (Rupp et al., 2018), 
organisational loyalty (Ding et al., 2021), innovative work behaviour (Afridi et al., 2020) and 
organisational commitment (Breitsohl & Ehrig, 2017). Volunteering’s upsides are widely studied 
and proven. However, the dark side of volunteering is still underexplored. Recent studies 
revealed potential dark aspects of volunteering in the workplace, such as burnout (Morse, 2022), 
distressed behaviour (Loi et al., 2020) and impression management (Rodell & Lynch, 2016). 
Hence, volunteering can lead to the emergence of counterproductive behaviour in the workplace, 
that is, knowledge-hiding behaviours (KHB) that require further inquiry.

Knowledge-hiding behaviour is the intentional behaviour of knowledge holders to conceal 
knowledge from the knowledge seekers when they request it (Connelly et al., 2019; Hernaus et al., 
2019). A knowledge holder can adopt different strategies for knowledge hiding, that is, evasive 
hiding, playing dumb or rationalised hiding (Connelly et al., 2019). The knowledge holder, in 
evasive concealing, provides false or misleading responses to enquiries and may employ 
techniques to evade sharing by making deceptive promises for the future (Connelly & Zweig, 
2015). In playing dumb, the knowledge holder denies having the knowledge to those seeking it 
(Babič et al., 2019; Hernaus et al., 2019), and in rationalised hiding, the knowledge holder justifies 
his or her refusal by citing the boss’s restrictive directions (Connelly & Zweig, 2015).

Purpose: Using moral licensing theory, this study investigated the relationship between 
volunteering and knowledge hiding. Moreover, pride (authentic and hubristic pride) is a 
mediator between volunteering and knowledge-hiding.

Design/methodology/approach: This study used a time-lag approach and a sample of 545 
individuals from Pakistani public-sector research-oriented institutions. The partial least 
squares structural equation modelling method is applied through SmartPLS 4 for data analysis.

Findings/results: Volunteering has a significant association with rationalised hiding. However, 
it has no significant association with evasive hiding and playing dumb. The mediation analyses 
revealed that authentic pride and hubristic pride significantly mediate between volunteering 
and knowledge hiding. The results show that hubristic pride mediates the impact of 
volunteering on rationalised hiding and playing dumb better than authentic pride. On the 
other hand, authentic pride significantly mediates the relationship between volunteering and 
evasive hiding.

Practical implications: The study extends the generalisability of moral licensing theory and 
provides considerable implications for organisations, particularly research-oriented 
departments.

Originality/value: Drawing upon moral licensing theory, this study supplies a rare perspective 
on the adverse outcomes of apparently good organisational behaviours by investigating how 
employee volunteering engenders knowledge-hiding behaviours in the workplace. These 
findings imply businesses should carefully monitor employee volunteering to avoid negative 
consequences and promote cooperation rather than knowledge-hiding.

Keywords: volunteering; knowledge hiding; hubristic pride; authentic pride; moral licensing 
theory.
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The moral licensing theory (MLT) holds that those who 
initially exhibit moral behaviours may later engage in deviant 
or morally dubious behaviours (Merritt et al., 2010). 
Volunteers may perceive themselves as being granted a 
licence allowing them to engage in negative activities (Merritt 
et al., 2010), for example, wasting time in gossip, leaving 
early, favouritism and hiding knowledge. A volunteer 
believes he or she is not legally or morally bound to share his 
or her complete knowledge with anyone at any time because 
of his or her history of volunteer activities. Moral licensing 
theory is a cognitive mechanism that assists individuals in 
maintaining a cognitive equilibrium between morally good 
and morally questionable actions. Hence, drawing on MLT, 
employees may gain moral credits through volunteering and 
then use those credits to justify their less admirable behaviour, 
such as hiding knowledge. 

Participation in volunteering activities fosters a feeling of 
pride among participants, either genuine or entitled (Thomas 
et al., 2017). Pride, both positively and negatively, impacts 
mutual relationships and internal attribution of success on 
receiving compliments from others (Tracy et al., 2023; 
Weidman et al., 2016). Tracy and Robins (2014) categorised 
the self-conscious emotion of pride into authentic pride (AP) 
and hubristic pride (HP). Both have different psychological 
characteristics and behavioural consequences (Tracy & 
Robins, 2014). Authentic pride is a positive emotion that 
boosts self-confidence and achievement. It arises from 
internal sources and prosocial traits and is grounded in self-
satisfaction, while HP is characterised by arrogance and 
antisocial behaviours (Bagozzi et al., 2018). Authentic pride is 
seen as more sociable and achievement focused than HP 
(Tracy et al., 2023). Han et al. (2022) reported that pride may 
cause employees to act deviantly. Particularly, those who are 
engaged in volunteering value themselves by their 
contributions. Upon comparison, they may feel self-worth, 
potentially leading volunteers to hide information from 
coworkers. This study uses MLT to suggest pride as a 
mediator between volunteering and KHB. 

This investigation has two objectives. Firstly is to determine 
whether volunteers can exhibit KHB. Secondly is to determine 
which form of pride, that is, AP or HP, develops more in 
employees because of volunteering activities and how pride 
differentially impacts certain KHBs. This study has two 
research questions to achieve its objectives. Firstly, what is the 
impact of volunteering on KHB within an organisational 
setting? Secondly, how does pride (AP and HP) act as an 
underlying mechanism between volunteering and KHB? For 
empirical investigation, this study performed analyses and 
provided recommendations based on Pakistan’s research and 
development institutes’ employee data. Hence, exploring the 
dark side of volunteering and its effects on employees working 
in Pakistan’s public-sector research-oriented institutions is 
of  great significance as these entities contribute to future 
capability enhancement, innovation and process improvement. 

This study presents a more nuanced perspective on how 
organisations might face unexpected outcomes stemming 

from good intentions by thoroughly investigating the 
relationship between employees’ volunteering and KHB. By 
introducing pride (AP and HP), this study also advances 
our understanding of the emotional aspects that turn 
volunteering into counterproductive conduct. The findings 
offer significant insights for managers and leaders in the 
development of volunteer programmes and tactics for 
handling emotions to mitigate unexpected outcomes. The 
findings offer significant insights for managers and leaders in 
the development of volunteer programmes and tactics for 
handling emotions to mitigate unexpected outcomes. This 
study addresses recent calls for in-depth analysis of the 
negative aspects associated with actions that may appear to 
be positive. The subsequent sections review the literature on 
volunteering, KHBs and pride; formulate hypotheses; outline 
the methodology; present data analysis and findings and 
finally draw conclusions, including future research and 
study limitations.

Literature review and study 
framework
Moral licensing theory
Moral licensing is a psychological process wherein 
individuals, based on their previous good deeds, rationalise 
their behaviours that are deemed morally ambiguous 
(Miller  & Effron, 2010). The MLT posits that engaging in 
socially and ethically desirable acts can foster a sense of pride 
and privilege that further vindicates immoral actions 
(Nguyen, 2021). The MLT consists of two distinct mechanisms: 
moral credits and moral credentials. While they serve 
different purposes, both explain how moral acts can lead to 
immoral ones. Moral credits are similar to a bank account, 
debiting and crediting moral or ethical actions. In a credit 
shortfall, he or she must add more good deeds (Zhong et al., 
2009). In a moral credit surplus case, one tends to take moral 
credit out to settle their transgressive behaviours (Monin & 
Miller, 2001). Scholars interpret surplus moral credits as 
permitted licences to engage in immoral activities (Effron & 
Monin, 2010; Loi et al., 2020).

Moral credentials are another MLT mechanism. An 
individual’s moral self-respect is contingent upon the 
perceptions of others. The moral track record interprets 
ambiguous action in line with moral self-image. The moral 
credentials perspective holds that earlier good acts generate 
credentials, which make future questionable acts sound less 
unethical (Nguyen, 2021). This construal reasoning justifies 
morally questionable actions (Loi et al., 2020). Both lenses 
inherently differ. Moral credits are past good acts that impact 
current evil deeds, whereas moral credentials affect moral 
self-image as a construe for future harmful acts (Loi et al., 
2020). The results of ethical actions are the same, whether 
they increase moral credit or credentials (Lin et al., 2016). 

Volunteering
The literature has defined volunteering as a form of prosocial 
behaviour of individuals ready to dedicate their time, skill 
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and energy to improve society (Rodell & Lynch, 2016; Sekar & 
Dyaram, 2021). It was initially seen as a deliberate and unpaid 
donation for a non-profit entity (Rodell et al., 2016). However, 
corporate organisations today value volunteerism and 
acknowledge the benefits volunteers bring them (Erks et al., 
2021). Today’s businesses thrive when employees are ready 
to take on any challenge and exert extra efforts for the 
company’s good (Breitsohl & Ehrig, 2017). Despite the 
benefits of volunteering, it is important to understand why 
some volunteers participate in undesired acts that hinder the 
achievement of an organisation’s objectives.

Volunteering can occur in formal or informal settings. Formal 
volunteering is associated with structured efforts with 
predetermined objectives, policies and procedures, whereas 
informal volunteering pertains to an individual’s aspiration 
(Loosemore & Bridgeman, 2017). Organisations frequently 
adopt volunteering initiatives to improve their corporate 
image and social acceptability (Brown et al., 2019) while 
employees as volunteers dedicate their resources, that is, 
time, skills and energy, to ensure the smooth operations of 
organisational activities (Clary & Snyder, 1999). Business 
organisations keenly monitor employees’ volunteering at the 
workplace and its significant impact on the organisation and 
its employees (Ding et al., 2021). Given that prior studies 
have indicated that volunteers are more likely to feel entitled 
and act deviantly at work (Loi et al., 2020; Morse, 2022; Rodell 
& Lynch, 2016), it is worthwhile to investigate why volunteers 
engage in counterproductive work behaviours like KHBs. 
This phenomenon is explained by MLT when people use 
their past good deeds to justify unethical behaviour. 
Volunteering makes volunteers feel licensed to act deviantly. 

Volunteering and evasive knowledge hiding 
Several studies have explored KHB-related behavioural 
antecedents and outcomes. For example, exposing 
relationships between KHB and workplace competition 
(Anand et al., 2020), burnout and interpersonal conflicts (Ali 
et al., 2021), task and relationship conflict (Boz Semerci, 2019), 
organisational politics and role stress (Malik et al., 2019), 
psychological entitlement and competitive psychological 
climate (Alnaimi & Rjoub, 2021), abusive supervision (Ayub, 
2021), workplace ostracism (Bhatti et al., 2022), workplace 
incivility and organisational injustice (Arshad & Ismail, 
2018), etc. However, knowledge management literature has 
neglected significant aspects such as volunteering. Drawing 
on MLT, employees who volunteer at work could view their 
voluntary acts as moral points, which they use to rationalise 
their questionable behaviour, such as hiding pertinent 
information from others.

All three dimensions of KHB differ in their causes and 
effects (Connelly et al., 2019). Evasive hiding (EH) is the 
most deceptive form of KHB (Burmeister et al., 2019), 
stemming from a combination of individual and job-related 
characteristics at the workplace (Hernaus et al., 2019) and 
can spark negative emotions. Contextual factors such as 
competitiveness and performance pressure, resource 

ownership, mistreatment from others, shared identity and 
societal values force individuals to hide task-relevant 
knowledge to strengthen their organisational standing 
(Anand et al., 2020). Evasive hider has a strong psychological 
attachment to his or her acquired expertise (Guo et al., 2022). 
Such individuals deliberately delay knowledge sharing or 
share incomplete knowledge to stay competitive (Connelly 
et al., 2012). Employees may engage in EH by providing 
inaccurate information owing to workplace competitiveness 
(Hernaus et al., 2019). Employee volunteering may lead to 
counterproductive work behaviour at the workplace (Morse, 
2022), such as KHB (Connelly et al., 2012). Drawing on MLT, 
the individuals who initially engaged in voluntary 
knowledge sharing may then exclude themselves from 
future knowledge sharing. Thus, this study proposes that:

H1a: Employee volunteering leads to evasive knowledge hiding.

Volunteering and playing dumb
Playing dumb is another duplicitous form of KHB (Burmeister 
et al., 2019). To hide the requested knowledge, playing dumb, 
knowledge hiders consciously act ignorantly and misinterpret 
the facts (Connelly & Zweig, 2015). Knowledge seekers may 
find playing dumb challenging to deal with because it is hard 
for them to determine whether the person is genuinely 
uninformed or is intentionally hiding information (Arias-
pérez & Vélez-jaramillo, 2022). Personal concerns about 
maintaining and asserting control over one’s knowledge 
encourage playing dumb tactics (Guo et al., 2022). Wang 
et al. (2024) distinguished deceptive KHB (playing dumb and 
evasive hiding) as open and closed deceit. Scholars contend 
that playing dumb is a form of open deceit, as the hider is 
under the impression that they are unaware of the information 
the seeker is requesting. However, evasive hiding is a form of 
close deceit, as it involves providing partial information or 
pretending to give it later. Similar to evasive hiding, playing 
dumb induces unpleasant emotions at work.

Engaging in volunteer work can foster counterproductive 
behaviours within the workplace (Loi et al., 2020), including 
KHB, owing to moral licensing mechanisms. Through MLT, 
the volunteers initially engaged in knowledge sharing may 
grant themselves moral credits and moral credentials to hide 
requested knowledge (Effron & Monin, 2010). When a 
colleague asks about a shared topic, volunteers are likely to 
respond with ‘I do not know’. Playing dumb knowledge 
hiders try to convince others to believe lies (Wang et al., 
2024). Volunteers in the workplace may exhibit the behaviour 
of playing dumb. Therefore, this study suggests that:

H1b: Volunteering is positively associated with playing dumb.

Volunteering and rationalised hiding
Rationalised hiding is a more direct and overt form of 
KHB  (Arias-pérez & Vélez-jaramillo, 2022). It represents 
a  relatively low level of deception as it involves the 
hider’s justification or explanation for the non-disclosure of 
information (Connelly et al., 2012). Compared to other 
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forms  of KHB, rationalised hiding tends to generate 
more  favourable responses (Connelly & Zweig, 2015). 
Genuine organisational constraints on information sharing 
purportedly drive rationalised hiding (Guo et al., 2022). 
Sometimes, it is executed to preserve others’ feelings and to 
protect organisational interests (Koay et al., 2022). Individuals 
often try to hide their knowledge by justifying their inability 
to share information (Connelly & Zweig, 2015). The decision 
to hide information is contingent upon the hider’s assessment 
of the situation. Sometimes, being a rationalised hider may 
not necessarily have altruistic intentions (Connelly et al., 
2012). Such a hider offers knowledge seekers a compelling 
justification for denial, making it easier for them to accept 
and maintain positive interpersonal relationships and be less 
hostile (Wu & Liu, 2023). 

Volunteering can potentially bring about counterproductive 
workplace behaviours (Loi et al., 2020), that is, KHB. A 
volunteer may engage in rationalised hiding by employing 
tactful deception to protect someone’s privacy or the secrecy 
of crucial information. Likewise, rationalised hiding is more 
likely when the hider believes his or her knowledge power is 
being eroded (Koay et al., 2022). Drawing on MLT, the 
volunteers initially engaged in knowledge sharing may grant 
themselves moral points to hide requested knowledge in the 
future (Effron & Monin, 2010). As another coping mechanism, 
individuals employ, it is rational to propose that volunteers 
are more inclined to avoid responding to knowledge requests 
by being rationalised to preserve organisational interest. 
Hence, this study proposes that:

However, H1c: Volunteering is positively associated with 
rationalised hiding. 

Authentic pride as a mediator
Having true pride in oneself is what is meant by ‘authentic 
pride’ (Ho et al., 2016). It is a socially desirable emotion 
(Tracy et al., 2023) that can be attained through self-ability, 
competence, skills and knowledge (Bodolica & Spraggon, 
2011), also known as proper pride (Lewis, 2008). Authentic 
pride is associated with internal drive and positively 
increases an individual’s self-confidence in goal achievement 
(Tracy et al., 2009). Authentic pride usually grows through 
mastery of learning or interpersonal processes (Ho et al., 
2016). Individuals with AP feel valued and acknowledged 
for their accomplishments (Sanders et al., 2018). Hence, they 
share their knowledge and expertise more. The AP holders 
are more likely to exhibit moral behaviours and resilience, 
relying on their self-confidence and competence (Bodolica & 
Spraggon, 2011). Individuals with AP have significant 
personality flexibility (Tracy et al., 2010). Thus, individuals 
may conceal knowledge when they believe they have a sense 
of mastery over it (Anand et al., 2020). 

Following the argument of Han et al. (2022) and Rezwan and 
Takahashi (2021), this study proposes an indirect connection 
between volunteering and KHB. Pride is likely to serve as an 
intermediary mechanism between volunteering and KHB. 

Primarily and gradually, volunteers experience a sense of 
pride (AP) while engaging in unpaid activities (Ho et al., 
2016; Septianto et al., 2018), and this increased sense of AP 
may hide imperative information from their colleagues to 
maintain their position and competitiveness. Thus, based on 
the properties of MLT, this study proposes AP as a mediator 
between volunteering and KHB. This leads to the following 
hypotheses:

H2a: AP mediates the relationship between volunteering and 
evasive hiding.

H2b: AP mediates the relationship between volunteering and 
playing dumb.

H2c: AP mediates the relationship between volunteering and 
rationalised hiding.

Hubristic pride as a mediator
Hubristic pride, the dark side of pride, refers to extreme 
feelings of self-importance and excessive confidence in one’s 
abilities (Tracy et al., 2023). Several studies have related this 
psychological emotion to deleterious conduct in the workplace, 
for example, arrogance (Tracy & Prehn, 2012), moral 
disengagement (Stanger et al., 2020) and KHB (Han et  al., 
2022). Hubristic pride is associated with external motives, that 
is, power and position (Bodolica & Spraggon, 2011). 
Individuals with hubristic traits are self-centred (Ho et  al., 
2016), uncaring and antisocial (Tracy et al., 2010). Hubristic 
pride is the bare expression of one’s self-interpretation. For 
instance, an individual may believe he or she is born excellent 
or superior. He or she attributes his or her accomplishments to 
luck (Tracy & Robins, 2007) and desires self-affirmation (Tracy 
et al., 2009). Hubristic pride has antisocial consequences (Tracy 
& Robins, 2007), that is, low self-esteem (Tracy et al., 2009) and 
short-term focus (Ho  et al., 2016). Hubristic pride impacts 
individuals and organisational performance (Ho et al., 2016) 
and weakens social networks (Han et al., 2022). When 
confronted with situations outside of their comfort zone, 
people with HP experience insecurity and become obsessed 
with maintaining their self-regard (Ho et al., 2016). 

Numerous scholarly investigations have examined the effects 
of pride from diverse angles within the organisational setting 
(Bagozzi et al., 2018; Han et al., 2022; Sanders et al., 2018). 
Volunteers perceive their importance according to the impact 
of their contributions. Volunteers may take pride in their 
unpaid work, which grows with time. Volunteers hide vital 
information from their peers or coworkers to maintain their 
supremacy. It is in line with the notion that positive emotions 
yield negative impacts (Septianto et al., 2019); pride, being a 
positive emotion, creates a positive vibe about success, and 
when it crosses its limits, it ascends to a relatively negative 
side. So, it is assumed that HP may cause counterproductive 
behaviours to protect and maintain their dignity. The current 
study proposes that HP mediates volunteering and KHB, 
using MLT. Figure 1 presents the following study framework 
and the relationships of the variables. The following 
hypotheses are constructed:
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H3a: HP mediates the relationship between volunteering and 
evasive hiding.

H3b: HP mediates the relationship between volunteering and 
playing dumb.

H3c: HP mediates the relationship between volunteering and 
rationalised hiding. 

Methodology
Participants and data collection procedure
Considering the properties of variables, that is, KHB, pride 
and volunteerism, this study focused on those organisations 
where the signs of knowledge creation, sharing and hiding 
are common practice (Xiong et al., 2021). Thus, this study 
randomly selected 545 employees of public-sector research-
oriented institutions in Pakistan. Pakistan Scientific and 
Technological Information Centre (PASTIC), a representative 
body of the Ministry of Science & Technology, provided a list 
of public-sector research-oriented institutions in Pakistan 
(Pakistan Scientific and Technological Information Centre, 
2023). Pakistan Scientific and Technological Information 
Centre reports that about 500 organisations or sub-
departments are involved in research-based activities in 
different fields. The authors looked into the accessibility and 
approachability of the whole list. The majority of these 
organisations exhibit their presence on social media 
platforms. Among the listed institutions, only those that met 
our criteria of being easily accessible and having a digital or 
virtual presence were selected. The author’s school research 
ethics committee and school board of studies approved the 
research model. 

The instrument was developed in English using ‘Google 
Forms’. A cover letter explaining its purpose was embedded 
with the questionnaire. The letter serves as employees’ 
voluntary agreement to participate in this survey and allows 
them to withdraw at any point. Participants were requested 
to answer rationally and confidently. A formal request was 
made to the officials of the relevant organisation to acquire 
consent to collect data. After getting their official go-ahead, 
the survey link was disseminated to each organisation’s 
employees and posted on their official social media accounts. 
The authors also physically visited some offices for data 
collection.

Podsakoff et al. (2012) suggested a moderate time lapse 
between data collection rounds. Suppose there is a short 
time gap between observations. In that case, the predictor 

variable will be fresh in the minds of respondents, whereas 
if the gap is too lengthy between measurements, 
confounding effects may distort the predictor-criterion 
relationship (Nguyen, 2021; Podsakoff et al., 2003). The 
recommended time lag is 4 to 6 weeks (He et al., 2022) to 
reduce process variance and potential correlation bias 
(Podsakoff et al., 2012). Therefore, we split our data 
collection into three parts, each 6 weeks apart, addressing 
the maximum time-lag criteria. The first step (T 1) included 
participants’ demographic details and the employees’ 
volunteering. In the second step (T 2), with a gap of 
6 weeks, respondents rated their perception of EH, PD and 
RH. In the third step (T 3), with a gap of another 6 weeks, 
the respondents were asked to rate their level of pride 
(AP and HP). This investigation utilised Harman’s single-
factor test to evaluate common method variance (CMV). 
The analysis conducted with SPSS 15.0 revealed 30 factors, 
with the preliminary unrotated factor accounting for 
45.56% of the variance (Appendix 1). As no single factor 
was most common, CMV did not pose a significant issue 
(Meng & Bari, 2019). 

Within 6 weeks of disseminating the survey link, 789 
responses were received (T1). After receiving the response, a 
unique code was allocated to each response based on their 
email IDs. Then, respondents who had previously completed 
the initial questionnaire were asked to participate in a 
second-wave survey by sharing the second part of the survey 
link. After 6 weeks, 685 participants completed the second-
stage survey at an attrition rate of 13.18 % (T2). In the third 
stage, participants who took part in the first two waves of the 
survey were asked to complete the final section. Finally, with 
a gap of 6 weeks, 545 participants completed all three survey 
rounds at 20.44 % attrition (T3).

Measurements
Volunteering
Employee volunteering was measured using a five-item scale 
devised by Rodell (2013). Participants were asked to rate 
their tendency to help others on a 5-point scale from 1 (almost 
never) to 5 (very often). The sample item is ‘I engage in 
activities to support other people in the organisation. 
Cronbach’s alpha value of the construct was 0.838. 

Authentic pride
Authentic pride was measured on the scale developed by 
Tracy and Robins (2007). A seven-item construct was used to 
measure AP on a 5-point Likert scale ranging from 1 to 5, 
where 1 represents ‘strongly disagree’ and 5 represents 
‘strongly agree’. A sample item that represents AP is ‘I feel 
great when I accomplish work tasks’. The Cronbach’s alpha 
value of the construct was 0.820.

Hubristic pride
Similarly, AP was measured on the scale developed by Tracy 
and Robins (2007). A seven-item construct was used to 
measure AP on a 5-point Likert scale ranging from 1 to 5, 

FIGURE 1: Conceptual framework.

Volunteering
(Individual)

Authen�c
pride

Hubris�c
pride

Evasive
hiding

Playing
dumb

Ra�onalised
hiding
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where 1 represents ‘strongly disagree’ and 5 represents 
‘strongly agree’. A sample item that represents AP is ‘I like 
others to admire or praise me’. The Cronbach’s alpha value 
of the construct was 0.887. One item was deleted because of a 
lower outer loading value.

Knowledge hiding
Connelly et al. (2012) created a 12-item scale to evaluate three 
dimensions of KHB, that is, EH, PD and RH. Each dimension 
is measured with four items at 5 points on the Likert scale, 
with 1 being a strong disagree and 5 being a strong agree. 
Sample items for EH, PD and RH are ‘I agree to help him or her 
but never really intend to’, ‘pretended that I did not know the 
information’ and ‘I tell him or her that my boss doesn’t allow 
me to share this knowledge with other’, respectively. 
Cronbach’s alpha values are 0.790, 0.796 and 0.889, respectively. 

Statistical approach
Partial least squares structural equation modelling (PLS-
SEM) was employed to evaluate the conceptual model, 
utilising SmartPLS 4.0 software. Structural equation 
modelling is a comprehensive statistical approach used to 
measure data in the social sciences. Covariance-based SEM 
(CB-SEM) and partial least square variance-based SEM (PLS-
SEM) are the most common forms of SEM. Covariance-based 
SEM is extensively utilised in the behavioural social sciences, 
while PLS-SEM is becoming popular in marketing, strategic 
management, information systems and other social sciences 
(Hair et al., 2019). Covariance-based SEM contains factor-
based techniques (e.g. LISREL, AMOS, Mplus, etc.) 
commonly used in confirmatory studies. In contrast, PLS-
SEM uses multi-linear regression modelling techniques (e.g. 
SmartPLS) used in exploratory studies. The PLS-SEM is a 
widely applied statistical tool for investigating complex 
associations between latent and observed variables (Ringle et 
al., 2020), even with small data sets (Hair et al., 2019). Partial 
least squares structural equation modelling consists of two 
steps: evaluating the measurement model and estimating the 
structural model (Hair et al., 2019). The measurement model 
is evaluated before determining the structural paths.

Ethical considerations
Ethical clearance to conduct this study was obtained from the 
Government College University Faisalabad Ethics Review 
Committee (No. GCUF/ERC/472).

Results
Assessment of measurement model
According to Hair et al. (2016), assessing a model 
encompasses two fundamental stages: initially, ascertaining 
the construct’s validity and reliability and subsequently 
determining the robustness and discriminant validity of the 
model. This study model used 30 indicators and six variables 
(Figure 2). The assessment of construct reliability and 
validity involves the utilisation of several indicators, such as 

item loadings, Cronbach’s alpha, composite reliability (CR), 
rho_a, average variance extracted (AVE), convergent validity 
and discriminant validity (Hair et al., 2019). 

The data analysis showed that all six constructs’ Cronbach’s 
alpha values are 0.70 to 0.95 (Hair et al., 2016) (Table 1). 
Convergent validity was assessed by evaluating the factor 
loadings of each indicator on its respective factors. Factor 
loadings were statistically significant, indicating convergent 
validity as they were above the threshold of 0.70 (Hair et al., 
2016). However, an item HP7 from the construct of HP, with a 
loading value below 0.40, was excluded from the analysis 
(Hair et al., 2016), while two items, volunteering 1 and EH 4, 
with factor loadings of 0.621 and 0.613, respectively, which 
fell below the criteria of 0.7, were retained. The final model 
included these items as the constructs’ loadings and AVE 
values were above the specified criteria (CR > 0.7 and AVE > 0.5) 
(Hair et al., 2019). 

A CR value over 0.7 signifies that the construct indicators 
effectively represent the underlying latent construct (Hair et al., 
2016). The rho_a values for all six constructs are deemed 
acceptable as they are above the threshold of 0.70 (Hair et al., 
2016). According to Hair et al. (2016), when AVE exceeds 0.5, the 
latent construct explains all indicator variation. The indicators’ 
outer loadings and AVE validate the reflecting construct.

The researcher’s bias
This article highlights the researcher’s position and role 
throughout the study as critical elements that need a thorough 
examination to understand the influences and inherent biases 
that have shaped the outcomes. Transparency about these 
aspects is crucial in establishing the study’s validity and 
providing a framework for future researchers to assess how 
the doctoral contribution might be applicable in different 
settings or contexts. The researcher’s positionality has 
influenced every research stage from formulating questions 
to interpreting findings. The researcher brings a unique 
perspective shaped by academic and professional 
experiences. This perspective influences assumptions about 
what constitutes valuable knowledge in the field and how it 
should be acquired and applied, which are embedded in the 
research design and methodology. A reflexive approach was 
adopted throughout the research process, constantly 
questioning assumptions, values and beliefs and considering 
their potential impact on the research. This reflexivity was 
crucial for uncovering power dynamics and ethical 
considerations underpinning the research process and 
ensuring it was conducted with integrity and respect for 
participants and affected communities. The researcher’s 
inherent biases also played a role in shaping the research 
outcomes. Recognising that every researcher brings a set of 
biases based on their background, experiences and 
worldview, steps were taken to mitigate their impact. These 
included triangulating data sources and engaging in peer 
debriefing to challenge assumptions and interpretations. 
In  considering the transferability of this research to other 
contexts, it is acknowledged that the findings are within 
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a specific time, place, and cultural context of the business 
field. While the findings have broader applicability, it is 
recognised that their transferability is not automatic.

Future researchers should consider this study’s contextual 
factors and underlying assumptions and assess their 
alignment with their research setting and objectives. This 
involves understanding the similarities and differences 
between the original and new research contexts and 
adapting the research design, methods and analysis 
accordingly. In conclusion, this thesis reflects the researcher’s 
positionality, influences and biases in business. By adopting 
a critically reflective approach and maintaining transparency 
about assumptions, values and prejudices, the thesis aims 
to enhance its credibility and transferability, contributing to 
the discourse on the researcher’s role in the knowledge 
business. The findings and contributions are context 
specific, and future researchers are encouraged to approach 
their transferability with a critical and reflexive mindset. 

The researcher’s position 
In summary, this paper sets the framework for systematically 
collecting and analysing data for this research using Wilson’s 
(2014) honeycomb. After extensive research on methodology, 
the research’s position is that interpretivism, subjectivism, 
inductive and qualitative are in philosophy, approach and 
strategy. This research drew upon interviews, secondary data 
and observations from a case study design and analysed the 
data collected using thematic analysis.

Screening and exploration of data
Data screening is another important step of the research process 
that helps researchers refine and organise their data before 
getting it ready for analysis (Hair et al., 2006). Data screening 
checks for outliers, missing values and issues of normality. 

The following table contains details of all measurement 
scales of the study. 

Following scale validation, primary data were obtained 
using online platforms. Prior to data collection, permission 
from the relevant authority was taken. For that, the HR 
department was contacted to explain the objectives of the 
current study and to guarantee data confidentiality. 
Employees were introduced to study objectives via email and 
assured of privacy, and consent was secured. With the 
permission of the principal officers, the survey link was 
shared on the walls of more than 50 official social media 
pages of different organisations. Besides, the survey link was 
also emailed to the organisations’ principal officers, and they 
were requested to circulate this link to their employees. A 
thorough examination of the reliability and validity of the 
study’s measurements can be achieved by providing a 
detailed description of the instruments or scales utilised for 
data collection (Sekaran, 2003). In probability sampling, 
self-administered questionnaires and structured interviews 
are  frequently employed as data collection tools 
(Saunders et al., 2012).

VLTM, volunteerism; EH, evasive hiding; PD, playing dumb; RH, rationalised hiding; AP, authentic pride; HP, hubristic pride.

FIGURE 2: Post-analysis model.
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Sampling is a process of extracting a subset from a larger 
population (Zikmund & Babin, 2010).

Among listed research-oriented institutions, only those 
organisations will be selected that serve or purpose. A sample 
is true representative of whole population.

Zikmund et al. (2013) and Sekaran and Bougie (2016) 
identified an individual population member who can supply 
the data as an element and a unit of analysis for the 
investigation. In this study, each public sector research-
oriented organisation/department is a unit of analysis.

Firstly, 10 organisations were selected randomly for further 
data collection from the given lists, including federal, Panjab, 
Sindh, Khyber Pakhtunkhwa and Balochistan. Secondly, after 
getting administrative approval, a questionnaire was 
forwarded online through Google, WhatsApp and email. Data 
were collected from those research-oriented institutions, which 
were ready to provide information. A physical visit was also 
done where possible. As this study’s data were collected via a 
Google form, this study exhibited no missing values. 

Answering all questions was required to proceed with the 
Google form. The research data weres complete, with no 
missing information. A total of 789 responses were received in 
the first round and 545 in the last. Three rounds of survey 
yielded 545 responses after removing poor responses, resulting 
in a 20.44% attrition rate. It is found pretty sufficient sample 
size to run the model (Anderson & Gerbing, 1984; Hoelter, 
1983; Iacobucci, 2010); hence, the final response rate was 80.4%.

Stratified random sampling technique
The current research employs probability sampling, 
specifically  stratified random sampling, for data collection. 
According to Saunders et al. (2012), this technique is 
particularly appropriate for survey-based analysis. Stratified 
random sampling divides the population into relevant and 
important strata by one or more attributes. Basically, a sample 
frame is partitioned into many subsets. After that, from every 
stratum, a random sample is taken, which might be either 
simple or systematic (Saunders et al., 2012). Stratified random 
sampling better represents the population and is more precise 
(Sekaran, 2003). That is why stratified random sampling is 
chosen for this research due to its accessibility and feasibility. 

For this research, the federal government and the four 
provinces of Pakistan (Punjab, Sindh, Khyber Pakhtunkhwa 
and Balochistan) have been divided into strata. Then, 10 
organisations are selected randomly from each stratum for 
further data collection from the given lists by PASTIC. A 
total of 50 organisations were chosen for this data set, 10 
organisations from each of the five strata. Researchers 
working in their Research and Development organisations 
or departments were addressed in different capacities, that 
is, junior researchers, senior researchers, managers and 
other senior managers’ roles. The author’s school research 
ethics committee and school board of studies approved the 
research model. 

This study’s discriminant validity was established using 
traditional and novel approaches, the Fornell-Larcker criteria 
and Heterotrait-monotrait (HTMT) ratios (Hair et al., 2016). 
Discriminant validity can be determined by examining the 
highest values at the top of each column, which is found by 
taking the square root of the AVE for each variable (Fornell & 
Larcker, 1981; Hair et al., 2016). Table 2 shows that AP, EH, 
PD, RH and volunteering have column top values of 0.8235, 
0.789, 0.801, 0.787, 0.866 and 0.782, respectively. Discriminant 
validity exists. The second approach for establishing 
discriminant validity is HTMT ratios. Experts recommend 
HTMT values below 0.9 for the data to be considered reliable 
(Henseler et al., 2016) and below 0.85 would be even better 
(Hair et al., 2016). All the results in Table 2 are below 0.9, with 
the highest being 0.879, supporting discriminant validity. 
The results confirm the model’s discriminant validity.

Assessment of structural model
An assessment of a structural model uncovers the 
relationships between the constructs. Variance inflation 
factor (VIF), R2, f2 and Q2 determine the model’s predictive 

TABLE 1: Model measurement.
Construct Items Loading Cronbach’s 

alpha
AVE rho_a CR

Volunteering VOLT 1 0.621 0.838 0.611 0.852 0.886
VOLT 2 0.799 - - - -
VOLT 3 0.826 - - - -
VOLT 4 0.845 - - - -
VOLT 5 0.795 - - - -

Evasive hiding EH 1 0.864 0.790 0.622 0.805 0.866
EH 2 0.817 - - - -
EH 3 0.836 - - - -
EH 4 0.613 - - - -

Playing dumb PD 1 0.700 0.796 0.620 0.812 0.866
PD 2 0.804 - - - -
PD 3 0.825 - - - -
PD 4 0.813 - - - -

Rationalised  
hiding 

RH 1 0.828 0.889 0.750 0.891 0.903
RH 2 0.894 - - - -
RH 3 0.871 - - - -
RH 4 0.871 - - - -

Authentic pride AP 1 0.815 0.820 0.678 0.822 0.836
AP 2 0.845 - - - -
AP 3 0.844 - - - -
AP 4 0.837 - - - -
AP 5 0.754 - - - -
AP 6 0.833 - - - -
AP 7 0.830 - - - -

Hubristic pride HP 1 0.702 0.887 0.642 0.889 0.885
HP 2 0.798 - - - -
HP 3 0.833 - - - -
HP 4 0.854 - - - -
HP 5 0.812 - - - -
HP 6 0.799 - - - -

Task 
interdependence

TI 1 0.774 0.882 0.680 0.886 0.914
TI 2 0.848 - - - -
TI 3 0.857 - - - -
TI 4 0.835 - - - -
TI 5 0.808 - - - -

AP, Authentic pride; EH, Evasive hiding; HP, Hubristic pride; PD, Playing dumb; RH, Rationalised 
hiding; VOLT, Volunteering; CR, Composite reliability; AVE, Average variance extracted.
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relevance. The study analysed the VIF values to verify the 
presence of collinearity issues in the model. A VIF value of 5 
or above is considered unacceptable and indicates the 
presence of collinearity concerns (Hair et al., 2016). There is 
no problem with collinearity in the data as the constructs’ 
inner VIF values are >3.00 (Hair et al., 2016). The structural 
model’s predictability is determined by estimating the 
coefficient of determination (R2), which measures the extent 
to which variance in the dependent variable is because of the 
variance in the independent variable. The R2 values of 0.25, 
0.50 and 0.75 or above are viewed as weak, moderate and 
substantial models for a dependent variable (Hair et al., 
2016). However, few reported the same account for 0.19, 0.33 
and 0.67 (Chin, 2009). This analysis revealed that the influence 
of volunteering explained 0.579 of the variance in AP, 0.601 in 
HP, 0.46 in EH, 0.34 in PD and 0.37 in RH. It indicates 
acceptable R2 values.

A cross-validated redundancy (Q2) value greater than zero 
suggests that the predicted relevance of the pathways is 
satisfactory (Hair et al., 2016). Q2 values of this analysis are 
considerably higher than the threshold, indicating strong 
support for this model’s significance. Effect size is another 
way to assess an explanatory construct’s influence on a 
dependent construct (Hair et al., 2016). The f2 effect size 

values of 0.02, 0.15 and 0.35 are categorised as small, medium 
and large size (Hair et al., 2016). The standardised root mean 
square residual (SRMR) measures the fit of the structural 
model (Henseler et al., 2016). The SRMR values below 0.08 
indicate a strong model fit (Hair et al., 2016; Hu & Bentler, 

1999). The study model’s SRMR value is 0.079, indicating a 
satisfactory model fit.

Hypotheses analysis (direct relationship)
Path coefficient investigates the potential cause-and-effect 
relationship between the independent and dependent variables. 
A 10 000-sample with-replacement-based bootstrapping approach 
was used to investigate the hypothesesed correlations (Hair 
et  al., 2016). The hypotheses were evaluated using t-values 
(t > 1.96), p-values (p < 0.05) and path coefficients (β). Table 3 
presents the path coefficients of bootstrapping analysis, 
t-values, significance level, p-values and 95% confidence level. 
The initial hypotheses, proposing a direct association between 
volunteering and EH (H1a), was rejected based on the statistical 
analysis (β = 0.052, t = 0.902, p = 0.367). The second hypotheses 
(H1b), which posited the direct relationship between 
volunteering and PD (β = 0.023, t = 0.383, p = 0.702), was 
also rejected because of statistical insignificance. However, 
sufficient support was found for H1c because of the statistically 
significant finding of (β = 0.159, t = 2.516, p = 0.012).

Hypotheses analysis (indirect relationship) 
Table 4 summarises the mediation results. The study 
found  that volunteering increases KHB through pride. 
Authentic pride and HP significantly mediate the impact 
of  volunteering on KHB. Authentic pride significantly 
mediates the association between volunteering and evasive 
hiding (β = 0.273, t = 6.192, p = 0.000), playing dumb  

TABLE 3: Hypotheses analyses (direct relationship).
Structural paths Path coefficient

(t-value)
Effect size (f 2) Confidence interval (95%) (p-value) 5% Results

VOLT → EH 0.052 (0.902) 0.002 (−0.059 to 0.66) 0.367 Rejected
VOLT → PD 0.023 (0.383) 0.000 (−0.096 to 0.140) 0.702 Rejected
VOLT → RH 0.159 (2.516) 0.013 (0.036 to 0.284) 0.012 Accepted 

AP, Authentic pride; EH, Evasive hiding; HP, Huberistic pride; PD, Playing dumb; RH, Rationalised hiding; VOLT, Volunteering.

TABLE 2: Discriminant validity.
Fornell-Larcker criterion Heterotrait-Monotrait ratio (HTMT)

Constructs AP EH HP PD RH VOLT AP EH HP PD RH VOLT

AP 0.823 - - - - - - - - - - -
EH 0.650 0.789 - - - - 0.762 - - - - -
HP 0.796 0.643 0.801 - - - 0.879 0.770 - - - -
PD 0.526 0.438 0.569 0.787 - - 0.606 0.548 0.668 - - -
RH 0.565 0.644 0.570 0.496 0.866 - 0.623 0.788 0.643 0.584 - -
VOLT 0.761 0.573 0.782 0.480 0.541 0.782 0.856 0.692 0.849 0.587 0.622 -

Note: bold diagonal values exceed the inter-construct correlations, thus fulfilling the Fornell-Larcker criterion and confirming discriminant validity.
AP, Authentic pride; EH, Evasive hiding; HP, Hubristic pride; PD, Playing dumb; RH, Rationalised hiding; VOLT, Volunteering. 

TABLE 4: Hypotheses analysis (indirect relationship).
Structural paths Indirect effect T statistics Confidence interval (95%) p Results

VOLT → AP → EH 0.273 6.192 (0.188–0.361) 0.000 H2a, Accepted
VOLT → AP → PD 0.147 2.928 (0.051–0.247) 0.003 H2b, Accepted
VOLT → AP → RH 0.185 3.595 (0.086–0.287) 0.000 H2c, Accepted
VOLT → HP → EH 0.248 4.716 (0.144–0.353) 0.000 H3a, Accepted
VOLT → HP → PD 0.311 6.185 (0.213–0.410) 0.000 H3b, Accepted
VOLT → HP → RH 0.197 3.308 (0.080–0.313) 0.001 H3c, Accepted

AP, Authentic pride; EH, Evasive hiding; HP, Huberistic pride; PD, Playing dumb; RH, Rationalised hiding; VOLT, Volunteering.
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(β = 0.147, t = 2.928, p = 0.003) and rationalised hiding 
(β  =  0.185, t = 3.595, p = 0.000). Hence, H2a, H2b and H2c 
are  accepted. Similarly, HP also significantly mediates the 
relationship between volunteering and evasive hiding  
(β = 0.248, t = 4.716, p = 0.000), playing dumb (β = 0.311, t = 
6.185, p = 0.000) and rationalised hiding (β = 0.197, t = 3.308, 
p = 0.001). Thus, H3a, H3b and H3c are accepted. In the case 
of evasive hiding and playing dumb, it is an indirect 
mediation because the direct relationship between 
volunteering and evasive hiding and playing dumb was 
insignificant. On the other hand, rationalised hiding has a 
complementary mediation impact as the direct relationship 
was also significant (Hair et al., 2016; Hu & Bentler, 1999). 

Discussion 
Several studies have found positive aspects of volunteering 
(Ding et al., 2021; Erks et al., 2021; Rodell, 2013; Rupp et al., 
2018). However, this study has examined the potential 
drawbacks associated with volunteering. Moral licensing 
theory was used to examine the dark side of volunteering 
and its effects on KHB. Moral licensing theory rationalises 
individual’s dubious actions based on their past good deeds 
(Effron & Monin, 2010). This article further explored how 
pride (AP and HP) mediates volunteering and KHB. This 
study used primary data collected from employees working 
in research and development institutes in Pakistan. For 
quantitative analyses, the authors used the PLS-SEM through 
SmartPLS 4.

This investigation has produced some very intriguing results. 
Volunteering has no direct impact on evasive hiding and 
playing dumb. On contrary, volunteering has a significant 
association with rationalised hiding. Table 3 suggests that 
volunteers rationally hide their knowledge to preserve 
organisational interest and avoid enquiries. This finding 
raises many intriguing questions. Volunteers are 
compassionate individuals with a kind disposition. However, 
because of moral licensing, they engage in unethical behaviour 
like KH. Hence, they dislike participating in deceptive 
knowledge hiding (evasive hiding and playing dumb) but 
rather preserve organisational interest (rationalised hiding), 
creating an interesting paradox. It indicates that volunteers 
participate in knowledge hiding in such a way that they think 
is ethically acceptable. Investigating the factors that lead to 
KHB among compassionate individuals is essential, 
emphasising its intricacies and the need for further inquiry as 
there is no definitive statistical evidence indicating their 
propensity for deceptive knowledge hiding. 

This study investigated the mediating role of pride (AP and 
HP) in the relationship between volunteering and KHB. The 
results reveal that HP exerts a more significant and enduring 
mediating influence compared to AP, affecting the 
relationship between volunteering and counterproductive 
behaviours such as playing dumb and rationalised hiding. 
Volunteers who experience HP may have an inflated sense of 
self-worth, potentially leading them to deliberately hide 
information or knowledge. On the other hand, AP more 

substantially mediates the association between volunteering 
and evasive hiding, implying that a genuine or achievement-
driven pride may result in the more covert form of knowledge 
hiding. Volunteering cannot always yield beneficial results 
for organisations. Hubristic pride can turn the good vibes of 
volunteering into actions that may prioritise self-interest and 
induce destructive behaviour. The findings confirm previous 
research findings (Han et al., 2022; Loi et al., 2020). This 
research enhances further knowledge of the dimensions of 
employee behaviour in terms of pride.

Theoretical contributions
This study examines the potential dark side of volunteering 
in the workplace. Drawing upon MLT, we argued that 
volunteering may justify knowledge hiding in the workplace. 
Furthermore, pride can inflate this relationship. The empirical 
findings support these theoretical claims and offer the 
following novel insights on volunteering and KHB. Firstly, 
volunteerism is deeply ingrained in human nature, influenced 
by subjective emotions, and produces unique effects. Most 
volunteerism literature has focused on its positive elements 
(Afridi et al., 2020; Breitsohl & Ehrig, 2017; Erks et al., 2021) 
while ignoring its dark sides (Loi et al., 2020; Rodell & Lynch, 
2016). Researchers mainly focused on impression management 
(Rodell & Lynch, 2016), distress behaviours (Loi et al., 2020) 
and burnout (Morse, 2022). This research reveals an 
overlooked aspect of volunteering by examining how it 
promotes knowledge hiding. The literature calls for such an 
investigation (Loi et al., 2020). 

Secondly, this study integrates volunteering and MLT 
literature to examine how volunteers turn into knowledge 
hiders at work. This research fills this gap by revealing the 
cognitive mechanisms behind volunteering-motivated 
knowledge hiding at work. Moral licensing happens when 
people justify their morally dubious behaviour with their 
past good deeds (Miller & Effron, 2010). As a cognitive 
process, MLT helps people keep a cognitive balance between 
doing what is right and what is morally dubious. Volunteering 
can provide employees with moral points to justify their less 
admirable behaviour, like hiding knowledge. This change in 
behaviour is because of the cognitive process of MLT, and 
they start to explain their actions based on their personal 
sense of right and wrong.

Thirdly, KHB is another novel study focus. While existing 
research has examined several behavioural antecedents and 
effects of knowledge hiding, volunteerism represents an 
additional possible component that could incite undesired 
workplace behaviour (Loi et al., 2020; Morse, 2022; Rodell & 
Lynch, 2016). The study found a novel factor influencing 
KHB. 

Fourthly, pride has been examined within the context of 
organisational behaviours, managerial decisions, employee 
interactions (Bagozzi et al., 2018) and leadership behaviours 
(Yeung & Shen, 2019). This study has broadened its scope 
by investigating its role as a mediator in the relationship 
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between volunteerism and KHB, as no empirical evidence 
has been found before. This study illuminates the dual role 
of pride, as a consequence of volunteering and as another 
antecedent of KHB. When employees acquire a moral 
licence with voluntary efforts, they can experience pride, 
either AP or HP, which leads to deviant behaviour, that is, 
KHB. True success induces AP, while superiority induces 
HP in volunteers. Consequently, they start hiding 
knowledge from others. This study confirms Han et al.’s 
(2022) findings that volunteers with HP are more likely to 
adopt playing dumb and evasive hiding when confronted 
with knowledge requests. However, with AP, they resort to 
evasive behaviour. 

Managerial implications 
The findings of the study have the following managerial 
implications. Firstly, drawing on MLT volunteering may 
cause counterproductive work behaviour (Loi et al., 2020), 
like KHB. To effectively address the darker aspects of 
volunteering, the administration can employ various 
strategies. Managers should be vigilant about employees’ 
conduct; despite their volunteering disposition, some of 
them may act unethically. Managers must comprehend the 
MLT to address such workplace misconduct. By establishing 
explicit ethical guidelines, conducting orientation and 
providing gentle reminders, its endorsement can be affirmed. 
Acknowledging exemplary volunteers can strengthen 
constructive behaviours, encourage workplace volunteering 
and improve organisational performance. The study findings 
affirm that volunteering triggers KHB. However, to deter it, 
managers must prioritise a healthy, knowledge-sharing 
workplace. Additionally, recently proposed mitigating 
measures can also be implemented, such as open space 
workstations, a streamlined hierarchy, a transparent 
evaluation process, etc. (Bari et al., 2024). 

Secondly, management must foster a moral workplace 
culture that helps employees to become self-controlled and 
morally upright. Top leadership should inspire their 
employees by their moral conduct and must reflect in 
policies. Moreover, management should provide counselling 
to help employees cope with emotional issues.

Thirdly, managers ought to be aware of how incentive 
systems reduce workplace moral inequalities. Recognising 
employees’ positive work behaviour improves the workplace 
environment. Formal or informal monetary and non-
monetary appreciation stimulates individuals to keep 
exhibiting the highest ethical conduct at work. 

Fourthly, the study found that volunteers gain pride over 
time. Some volunteers would hide imperative information 
from others to keep that pride and stay competitive. Pride is 
a natural, positive emotion that creates a positive vibe of 
success; however, when it crosses its limits, it ascends to a 
relatively negative side. Indeed, the study emphasises the 
importance of fostering a culture of positive emotions and 
celebrating success while also cautioning against excessive 

pride in the workplace. The findings can be utilised to 
educate staff on the dark side of volunteering.

Limitations and future research calls
Like other social and management studies, this study also has 
certain limitations and associated future directions. Firstly, 
using multi-source data appropriately addresses common 
method bias concerns in research. We evaluated our study 
model only at public research institutions. To establish robust 
causation, cross-sector data must be collected over an 
extended duration. Secondly, this research revealed the 
underlying dynamic that links volunteering to KHB. Hence, 
future researchers should examine an amalgamation of 
different factors like individual-team dynamics, individual-
organisational factors, physiological-cognitive factors, etc., to 
better understand how volunteering affects KHB.

Thirdly, this study solely examined volunteering effects on 
KHB through parallel mediation. No moderator or coping 
mechanism was introduced. Future studies should 
empirically investigate the potential moderating mechanism 
that can open up new debates, for example, organisational 
factors (organisational justice, leadership, culture) and 
contextual factors (self-efficacy, task performance, task 
interdependence). Future research should also examine 
individual factors that affect volunteers’ likelihood of 
behaving unethically outside of the desk.

Fourthly, this study has confined its investigation to pride, a 
self-conscious emotion as a mediator between volunteering 
and KHB. Future studies can examine other emotions, such 
as fear, guilt, anxiety, joy and aggression. Indeed, we can 
compare the effects of volunteering on KHB with those 
emotions that are connected to work. 

Fifthly, this study’s findings are based on the data collected 
from research-oriented institutes in Pakistan. Cultural and 
regional considerations may limit these results’ generalisability. 
Future investigations must incorporate these characteristics. 

Sixthly, a comparative analysis of MLT and moral cleansing 
perspectives in future research would be fascinating. Moral 
licensing theory justifies immoral behaviour with past good 
deeds (Effron & Monin, 2010), while moral cleansing 
proposes that immoral individuals can be morally 
rejuvenated through upright actions. Integrating both could 
assist researchers in understanding how and when 
volunteering may lead to unethical and helpful behaviours. 

Conclusion
This study used MLT to investigate the relationship between 
volunteering and KHB in Pakistan’s research-oriented 
institutions’ employees. Moral licensing theory implies that 
employee volunteering may justify knowledge-hiding in the 
workplace. This study also investigated how pride (AP and 
HP) mediates the dark effects of volunteering on employee 
KHB. Volunteering is significantly associated with rationalised 
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hiding but not with evasive hiding and playing dumb. This 
strong correlation implies that volunteers are more likely to 
avoid responding to inquiries from others about what they 
know by being rationalised to preserve organisational interest. 
However, the mediation analyses revealed that AP and HP 
significantly mediated volunteering and KHB. Hubristic pride 
mediates the impact of volunteering on KHB (rationalised 
hiding and playing dumb) better than AP (evasive hiding). 
Our findings will offer significant relevance for academics and 
management, especially research-oriented departments, to 
develop and carry out initiatives aimed at reducing knowledge-
hiding that arises from volunteering efforts.
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Appendix 1
TABLE 1-A1: Harman’s single-factor test: Total variance explained.
Component Initial eigenvalues Extraction sums of squared loadings

Total % of variance Cumulative % Total % of variance Cumulative %
1 13.669 45.562 45.562 13.669 45.562 45.562
2 2.084 6.946 52.507 - - -
3 1.694 5.647 58.155 - - -
4 1.216 4.054 62.208 - - -
5 1.014 3.381 65.589 - - -
6 0.919 3.062 68.651 - - -
7 0.763 2.543 71.194 - - -
8 0.699 2.330 73.523 - - -
9 0.634 2.114 75.638 - - -
10 0.598 1.995 77.632 - - -
11 0.544 1.813 79.445 - - -
12 0.506 1.686 81.131 - - -
13 0.450 1.501 82.632 - - -
14 0.444 1.481 84.113 - - -
15 0.416 1.388 85.501 - - -
16 0.406 1.353 86.854 - - -
17 0.391 1.304 88.158 - - -
18 0.387 1.291 89.448 - - -
19 0.359 1.196 90.644 - - -
20 0.340 1.134 91.778 - - -
21 0.317 1.056 92.835 - - -
22 0.302 1.007 93.842 - - -
23 0.283 0.943 94.785 - - -
24 0.268 0.893 95.678 - - -
25 0.264 0.881 96.558 - - -
26 0.241 0.802 97.361 - - -
27 0.219 0.731 98.092 - - -
28 0.212 0.705 98.797 - - -
29 0.195 0.649 99.445 - - -
30 0.166 0.555 100.000 - - -

Note: Extraction method: principal component analysis.
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