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Abstract

Ostracism is among vastly researched and discussed psychological phenomena that have been
discussed in the workplace context vastly for three decades. As the severity of the issue,
employees usually let the discrimination go unnoticed and therefore the cases are not reported.
To understand the underlying factors that can result in its initiation, the study examines the
factors that cause ostracism. The study explores the contextual environment and the factors that
influence or stop the effects of ostracism in the working environment. Moreover, the study
argues on the personal outcomes factors which can be the result of stressful working culture
and additional workload. The study also explores how different working environment, such as
employment opportunity and power distance have a role to play in this scenario. To test the
study, the data was collected from the employees and supervisors of the departmental stores in
Pakistan and Sweden. The number of respondents for the data was 480 (in total after data

screening).

As the study had multi structural model, therefore the data was testes with Confirmatory factor
analysis and Structural Equation Modelling to measure the effect of different variables on the
respondents. The study reveals that the factors reveal the significant effect on the employees
of service industries and it results in having negative effects on psychological and health factors
of an employee. It also reveals that when these issues are not resolved, employees often intend
to leave the organization voluntarily not to be ostracised. Furthermore, the study also
discovered insignificant results within the context of employment opportunity due to the spread
of the Corona Virus Pandemic (COVID-19). The employees could not be certain about the

employment opportunity in the service industry.

The study suggests that it is important for services firms especially departmental stores to
develop a supportive environment for the employees and allow them to fulfil their need for

belongingness by performing better at the workplace.

Keywords: Ostracism, Factors of Ostracism, Workplace Anxiety, Covid-19 Effects,

Organizational Development.
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1. Introduction

This chapter will discuss the background and discussion about the study. The chapter will
also discuss the problem statement and research questions of the study. The chapter will be
concluded with definitions of the key variables.

1.1 Background:

It is humanly impossible to determine what act of one can result in isolating your co-workers
to the working environment. Ostracism is termed as the feeling of one being subject to secluded
from the working environment while being at work (Williams, 1997). The topic opens the
discussion on how different organizational and social culture affects ostracism and what are
their result. The topic is based on the argument set by Baumeister and Leary (1995) with
regards to the need of an employee to belong within a work culture to stay connected and feel
a part of the organization. However, organizations tend to have such cultures and contextual
characteristics that create a difference and isolation between employees and supervisors. It also
creates negative energy that makes an employee feel secluded and not being a part of the
organization anymore. This not only enrage polarization among the employees as to how is
connected to whom but also results in an increment of depression among the employees
(Fowler, Wareham-Fowler & Barnes, 2013; Katz, 1985). The tendency due to which an
employee feels unsocialised, detached and not consider him/herself a part of the workplace
anymore (Williams, 1997; Ferris, Brown, Berry & Lian, 2008). Moreover, it is the triggering
effect of being deviant due to isolation, ignored and rejected by the masses at work (Yan, Yan,
Zhou, Long & Ji, 2014; Scott & Duffy, 2015). Additionally, it is a general phenomenon that
occurs due to different circumstances and reactions by others. Notably, those who are
ostracised are usually ostracised by others who were isolated by others and hence it is also a
kind of chain reaction that follows from one individual to another (Ferris et al., 2008). A study
indicates that more than 75% of the respondents were exposed to silent treatment by their
adored ones whereas 67% of these respondents used the same silent treatment on others
(Sherman & Williams, 1997; Bennet & Robinson, 2003).

Previous studies have attempted to look at different aspects of this phenomenon such as this
phenomenon is frequently used in terms of social rejection and isolation (Schachter, 1951;
Campbell and Fiske, 1959; Snoek, 1962). However, ostracism and its behaviours in the
workplace has been studied more specifically in the recent past. Various authors have discussed
the term for different circumstances such as social contexts, prisons and other scenarios
(Hirshleifer & Rasmusen, 1989; Gruter & Masters, 1986; Lancaster, 1986). On the other hand,
the authors such as Williams (1997), Van Beest and Williams (2006) and Carter-Sowell et al.
(2008) has discussed the importance and intensity of its occurrence at the workplace. This also
establishes that the topic is recently discussed more often and has quite enough space to look
at its different dynamics. Additionally, there is also a great amount of effect of cultural and
ethnic diversity in escalating or catalysing the effect of being taken out or ignored at the
workplace (Nezlek et al., 2012).

Additionally, social settings and geographical importance of any study suggest that it will be
helpful for the authors to suggest better ground for other emerging studies. Previously, the
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workplace ostracism is extensively discussed in different work culture context. However, there
is a slight gap in working on the theoretical building and empirical work regarding comparative
studies of different geographical locations. The comparative studies not only enhance the
exposure of the study but also evaluate the dynamics of different cultures and validate the scale
(research instrument) if it used in for different countries (Ruffin, 2002).

1.2 Problem Discussion:

Workplace ostracism has been among discussed subject regarding organizational development
and human psychology. Recently, Fiset, Al Hajj and Vongas (2017) have recently discussed
the impact of different social contexts such as external social support, turnover intentions and
organizational support in increasing or decreasing ostracism. Similarly, the researchers have
gauged the attributes of perceived organizational support in mitigating the stress and workplace
ostracism in the service industry (Sarfraz, Qun, Sarwar, Abdullah, Imran & Shafique, 2019;
Anjum, Ming, Siddiqi & Rasool, 2018). Additionally, the researchers have increasingly
discussed on how it is vital to discuss this issue and has explored several important antecedents
such as voice behaviour, supervisor support and Abusive supervision and consequences of the
ostracism (Ferris, Brown, Berry & Lian, 2008; Wu, Wei & Hui, 2011; Howard, Cogswell and
Smith, 2019).

The argument is what are the reasons behind the isolation of employees are answered by the
researchers such as Lichtenberger and Williams (2009) and Fist, Al Hajj and Vongas (2017).
Therefore, to argue add potency to the discussion, it can be possible to further infer and inquire
as to how these factors affect in different contexts. Contexts can be drawn into two different
groups due to their effects, that is 1) Countries and 2) variables. When the responses of certain
arguments or theories are collected from contrast countries, which are having different
viewpoints based on history, economy, culture and work ethics. This makes a difference in
revealing the data and information on its basis and reveals reasons through data as to how
people state their feelings through it. Secondly, the variables in this setting are not implied and
exposed before, which can not only explore the issues related to ostracism but also explore why
these factors determine the underlying issues a practitioner and research must understand.

Furthermore, employees having different approaches towards work, having different ideas at
the workplace are seen as distinctive due opinions, social/cultural background, better than
average or having even disability. Individuals who observe and declare diverged views are
commonly seen as different or alien. When employees at the workplace are taken back, ignored
or not greeted as others are, they find themselves abandoned, unaccompanied and
companionless. This can also be seen as an organizational context where either opinion of few
are accepted or everyone’s view is welcomed. Therefore, it is crucial to identify the issues that
raise these stresses among the employees and what effect does it have on their personal and
professional outcomes.

Moreover, there are quite a few prominences of this theory being used by the researchers to
test the issues related work culture in Swedish work context such as (Matsson, 2019;
Lustenberger & Jagacinski, 2010). There has been more research progress regarding workplace
ostracism in the Pakistani context such as (Haq, 2014; Fatima, 2016; Nasir et al. 2017; Jahazeb



& Fatima, 2018). However, more different aspects of work cultures can be evaluated and
different geographical evidence can be collected to see the highlighted issues and matters of
the theory. Therefore, the argument of this study is to establish strong literature and empirical
work regarding recent development on the workplace ostracism theory. It is also an aim of this
study to discuss the aspects and catalysts which initiate that processes and its result to the
organization. Previous studies have highlighted issues that urges the importance and clarifies
the reasoning behind it. However, this study stresses the importance of exploring different
environments and inferring how discussed factors add their role increasing the stress and its
consequences. (about power distance and employment opportunities).

1.3 Research Problem:

The study pertains a cause and effect relationship of ostracism within the workplace context.
To discuss the theory, the research will discuss the causes of contextual characteristics such as
voice, abusive supervision and supervisor support on personal outcomes and intentions of
employees to leave the workplace. Ostracism is considered as a mediator in the theory to
develop the relationship among the variables. The study will be conducted by gathering data
primary data from Swedish and Pakistan employees from different service firms around these
countries. The nature of this study is explanatory, which is to discuss the cause and effect of
ostracism at the workplace. To answer these issues, the following are the research questions
which will be addressed in the study.

Rq1: What impact do Contextual Characteristics have on Workplace Ostracism?

Rq 2: How does power distance moderate the relationship between Contextual Characteristics
and Workplace Ostracism?

Rq3: What impact does Workplace Ostracism have on Personal Outcomes?
Rq4: How does Workplace Ostracism affect employees Turnover Intentions?

Rq 5: How do Employment Opportunities moderate the relationship of Turnover Intentions
and Workplace Ostracism?

1.4 Limitation of the Study:

By understanding the time frame and limited resources, the study will be conducted with the
best possible effort to extract the data from service firms around the country. The study is also
limited to the extent of the psychological effects of ostracism on employees within the
workplace. Additionally, due to working this study through abnormal conditions enforced by
COVID-19 pandemic, it is was not possible to reach the expectable audience. This could be
better if the data was extracted before the pandemic.

1.5 Definitions:

As chapter 2 will further discuss the definitions of each aspect and variables. However, it is
important to enlighten the reader with more relevant information regarding factors and
mention them with a brief explanation and definitions.



Variables

Definitions

Workplace Ostracism

It is a kind of mistreatment with employees at the workplace
where they feel isolated and secluded while being a part of
that workplace (Williams, 1997)

Abusive Supervision

Harsh treatment with employees that contains exploitation,
insult, verbal harassment and other ways to control them
(Tepper, 2000).

Voice

The voice behaviour stands for the communication between
employee and its supervisor with the favourable response on
his/her performance. (LePine & Dyne, 1998)

Supervisor’s Support

It indicates the helpful support of the supervisor to its
employees to help them and support the working process
(Dawley, Andrews & Bucklew, 2008).

Power Distance

It is the measures the organizational culture as how much
easy it is for an employee to discuss issues and matters to
the higher (top tier) management (Kirkman, Chen, Farh,
Chen & Lowe, 2009).

Employment Opportunity

Employment opportunity engages the job opportunities in
the same market and it tends to measure the amount of
opportunity are there for workers (Klien & Hood, 2004).

Turnover Intentions

Turnover Intentions describes the intentions of an employee
to leave the organization and to look for another opportunity
(Parasuraman, 1982).

Wellbeing

Wellbeing is associated with the health of individuals and
all aspects which are associated with it (Steptoe, Deaton &
Stone, 2015).

Self-Efficacy

It is defined as one’s understanding of his/her abilities and
own self (Schopp, Bike, Clark & Minor, 2015).

Emotional Intelligence

Emotional Intelligence stands for understanding one’s
emotions and using it for the better effects where it is
needed (Fida, Khan & Safdar, 2019).

Table 1: Definitions of the variables




2. Literature Review

This chapter discusses the theoretical connection of the study with the explanation of variables.
This will be followed with further discussion of the relationship between different variables.
The chapter will end with the conceptual model of the study.

This chapter is quite explanatory due to the discussion of many variables and their importance
through different relationships. Therefore, the below diagram will help the reader to know the
content and flow of the chapter.

Underpining . Contextual . Power Distance . Workplace . Employment
theory Characteristics Ostracism Oppertunities

Conceptual . Key . Turnover . Personal

Framework Relationships Intentions Outcomes

Figure 1: Flow chart for the chapter.

2.1 Theoretical Background and Hypothesis Development:
2.1.1 Underpinning theory:

Belongingness is the requirement of all human beings no matter where ever they are in
the social circle. The need stands after the basic needs which are also termed as the social needs
in Maslow’s need for hierarchy (Maslow, 1981; Baumister & Leary, 1995). Ostracism has been
a highly discussed topic in both psychological and social studies. Its contact with the social
setup has been highly researched and drafted as one of the key aspects which adversely affects
a personal and professional context. According to Williams (1997), Ostracism develops its
contextual circumstances in which employees go through tough the conditions of extreme
stress, isolation and unacceptance of individual differences. Similarly, it also affects employees
productivity and loss of control over his emotions, nerves and productivity. It is also essential
to signify the importance of understanding organizational culture to both employees and
employers (heads/supervisors) organization. However, any repulsive organizational context
can negatively affect an individual. This also may become a cause to be ostracised.

Similarly, it is also important to look at different dimensions of ostracism that not just affect
the personality of an employee but it also affects the individual performance (Ferris et al., 2008;
Ferris, Chen & Lim, 2017). Also, it not only affects the job performance but it also creates or
become a catalyst in creating the intention to leave the job (Lyu & Zhu, 2019; O’Reilly,
Robinson, Berdahl & Banki, 2015). Researchers have also discussed the effect of ostracism in
job burnout and intention to leave as this results in negative stress and approach towards the
job (Mahfooz, Arshad, Nisar, Ikram & Azeem, 2017). Equally, it is also pivotal to notify that
there is some contextual and organizational culture difference that effects the work scenario.
Unavailability of jobs in relative markets also affects the cause of being more ostracised by the



employment opportunities and working conditions (Gerhart, 1990; Lambart and Hogan, 2009).
Therefore the theoretical framework draws a web of both research and theoretical information
regarding the conceptual concept of the study.

2.1.1.1 Contextual Characteristics

The contextual characteristics stand for those characteristics which are based on workplace
characteristics that induce and affect the behaviour of employees. Contextual characteristics
are based on three main important characters which define the contextual characteristics.

2.1.1.1.1 Abusive Supervision:

Abusive supervision is a negative use of leadership, authority and responsibility by the
head or supervisor. This kind of supervision can be either accepted by the subordinate silently
and does not bother to be reported (Tepper, 2000). Abusive supervision includes insulting the
employee, yelling or shouting on them for their mistakes, portrait them as a guilty, making
them remember the past failures (Zellars, Tepper & Duffy, 2002; Mitchell & Ambrose, 2007).
Moreover, it is a version of non-physical hostility treatment to the employees which are directly
connected to the managers (Tepper, 2007). Some studies have used the relationship of abusive
supervision with a focus on supervisor-subordinate dyad to examine the effect (Tepper,
Bennett, Duffy, Michelle, Shaw & Jason, 2001).

While encompassing the idea of negative supervision, it is vital to engage the idea that abusive
supervision not only produce stress within the approach of an employee but it also leads
towards building an injustice organizational culture (Hoobler & Hu, 2013). This culture not
only supports but allows people to demonstrate injustice more often. Similarly, Chen and
McAllister (2014) discuss this concept by identifying employees are prone to face paranoid
and mental issues due to stressful working culture. The literature has explored the concept of
abusive supervision in a different context, however here the concept of abusive supervision is
mentioned with the help of the above literature. To be more precise, it is a catalyst to initiate
stress and feeling of seclusion within a workplace context.

H1: Abusive Supervision has a positive significant relation with Workplace Ostracism.

2.1.1.1.2 Supervisor Support:

The workplace environment has some significant components that design the
organizational environment. One of the most important characters is of an immediate boss, a
supervisor and a head who an employee is reporting to. As he/she is directly reported and
informed about the work, he/she is most connected to the employee and know about his
working capacity and progress. Additionally, employees always look to have a close
connection with their immediate supervisor who not only briefs them about the work process
but also guide when there is any need of a brief (Griffin, Patterson & West, 2001). Also, it is
rational that the supervisor is also liable to be a part of the performance appraisal of an
employee which also result in his progress and development (Dawley, Andrews & Bucklew,
2008). It is also discussed by researchers that the impact of supervisor support not only increase
the employee’s potential to perform better but also help the organization in retaining the
performing employees (Karasek, Triantis & Chaudhry, 1982).



Supervisor support has consistently discussed due to its importance and a significant impact on
organizational support in different studies (Kalidas & Bahron, 2015; Dawley, Andrews &
Bucklew, 2008). Since this study discusses almost the same views on supervisor support as
earlier studies have discussed. Therefore this study discusses the attributes of supervisor
support in the view of supporting the employees and raising their performance bar (Harris,
Kacmar & Zivnuska, 2007). Moreover, the study discusses the idea of how supervisor support
can help out in negating the effect of the ostracism. The study will also establish how negative
effects of supervisor leads to develop stress and anxiety.

H2: Supervisor Support has a is a negatively significant relationship with Workplace
Ostracism.

2.1.1.1.3 Voice Behaviour:

The organizational characteristics have different dynamics that clearly distinguish their
presence and discuss their importance within a workplace context. Voice is explained as a
natural phenomenon of raising the voice against the status quo within the workplace to address
issues (LePine & Dyne, 1998). Similarly, the workforces regularly face issues about what,
when and how to be said against organizational concerns (Morrison, 2011; Liu, Zhu & Yang,
2010). The nature of this behaviour can either turn both negative and positive in terms of
perceiving employees attitude towards organizational loyalty (Withey & Cooper, 1989). Also,
voice behaviour predicts the employee's dedication to his workplace as he/she disclose
organizational citizenship behaviour by opening up on due concerns (Botero & Van Dyne,
2009). The leadership within the organization helps out in declaring what are the issues on
which an employee can show its concerns and the matters that can not be addressed
(bureaucratic behaviour).

In this study, the voice behaviour exposes the idea of employees discussing their concern to
their immediate head or supervisor. He can also go further if the issues are unresolved and
unaddressed. However, the behaviour itself distinguishes it as a positive attitude towards
organizational betterment. Whereas, about ostracism voice behaviour is objected as a negative
concern due to keeping everything inside and not exposing it at the time of discussion.
Employees get stressed when issues are unaddressed and the level of expectations form an
organization to perform better decreases (Li & Tian, 2016).

H3: Voice has a negatively significant relationship with Workplace Ostracism.
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2.1.1.2 Power Distance:

Power distance defines the nature of the relationship of employees with the heads of
the organization who are running the organizational affairs. In other words, it draws the nature
of hierarchical distance and difference of different organizational and contextual characteristics
(Lee, Pillutla & Law, 2000; Kirkman, Chen, Farh, Chen & Lowe, 2009). Additionally, this
hierarchical distance between employees and top management (running the organization) also
describes the contribution of an employee in the progress of an organization. The distance of
these relations closes the doors of human communication, connection and hence the
development of work processes (Gong, Van Swol, Xu, Zhang, Gilal & Li, 2019). Also, the
higher power distance keeps the employee apart of organizational development whereas the
lower power distance improves communication and organizational dynamics (Choi, 2019). It
is also discussed that there is a significant relationship of team cohesion with the power distance
as produce polarization between higher authorities, teams and individuals (Appelbaum,
Lockeman, Orr, Huff, Hogan, Queen & Dow, 2020).

Power distance is added as a contextual variable to produce the differences between two
different data sets belonging to different cultural backgrounds such as Sweden and Pakistan.
The main idea is to identify the distance prevailing between employees and top management.
This not only addresses how the exchange of ideas between them but it also relatively describe
how it has impacted the immediate relationship of employee and supervisor as well. With
repeated concerns to the supervisors having no actions on the issues, the supervisor also gets
stressed and returned with the ‘no more concerns’ to the employee (Haq, 2014). The more the
hierarchy levels is, the opinion of the usual employee will not be considered or ignored or not
included in strategies (Li & Tian, 2016; Wu, Liu, Kwan & Lee, 2016).



H4: Power Distance has significant moderation between workplace ostracism and contextual
characteristics.

2.1.1.3 Workplace Ostracism:

Ostracism has been considered as a sort of punishment used in the old Roman era when
people where ostracised from the group (Williams, 1997). More specifically the form of
behaviour usually identified within the organization is based on employee going through any
form of discrimination (Van Beest & Williams, 2006). Additionally, when an employee starts
noticing the irrational behaviour of his colleagues or supervisors/head towards him, the
isolation starts to build up within (Williams, 2007). Many employees get ostracised within the
organizational context but never reports the issue due to the fear of being termed by ‘sensitive’
and non-practical. The employees in these conditions suffer from mental and physical
exhaustion as they are no more in favour of complying with what they are ordered (Jahanzeb
& Fatima, 2018). Ostracism not only affect an individual’s performance but it also leads
him/her towards burnout (Bilal, Fatima & Imran, 2019). Some employees could cope up with
these thoughts and continue working for the organization by staying in stressful mental state,
while other quite the job and try to find something better (Syed, Bouckenooghe & Naseer,
2018, July).

Isolation within working culture context is not only damaging for a person but it is detrimental
for the organization. The study discusses that while measuring ostracism over 5 years period,
the 66% employees were gone through a silent treatment while 29% reported that they people
left the common area when they entered (Fox & Stallworth, 2005). The literature discusses the
ostracism through different perspective and nature. However, in an organizational context, the
workplace ostracism is still faced by many which go unnoticed.

H5: Workplace ostracism significantly mediating the relationship between Contextual
Characteristics to Personal Outcomes and Turnover Intentions.

2.1.1.4 Employment Opportunities:

It is important to clarify that the component is different from Job Opportunities
antecedent which is used by many researchers to gather the factual data on jobs available in the
market. However, the employment opportunity antecedent clearly shows the opinion and
perspective of the respondents about the condition of the job opportunities around their
surroundings (Klien & Hood, 2004). Additionally, employment opportunities are also
considered as the freedom for employees who are looking for new pathways or willing to join
new organizations (Boshier & Johnson, 1974). It not only gauges the number of job openings
within a specific area but it also reveals who well recruiters have performed within the context
(Harris & Fink, 1987).

Although the employment opportunities might only share the highlight of substitute job
availability it also shares a bit of insight into the employment market of that particular industry.
To measure the dimension of alternative jobs and job vacancies, the employment opportunities
mark the line of how many job opportunities does a particular market is offering to the people.



The Employment opportunities index also measures the job turnover intentions and are also
used to find out the potential desire of employees to move or relocate for the job of their choice.

H6: The employment opportunities are significantly moderating the relationship between
workplace ostracism and Turnover Intentions.

2.1.1.5 Personal Outcomes:

The personal outcomes represent those factors which are highly linked to the health and
psyche of an employee. The dimensions described below are well defined under their provided
literature which has a particular connection to the dependent variable.

2.1.1.5.1 Emotional Intelligence:

A type of social intelligence which is used to monitor ones and other intelligence of
emotions to distinguish between them (Mayer & Salovey, 1993). Also, It is termed as the
determinate of one’s successful life as on how this intelligence is used (Matthews, Zeidners &
Roberts, 2004). At workplace context, the emotional intelligence has a strong role to play in
not only defining the importance of being emotionally intelligent but also being able to control
it (Ciarrochi, Forgas & Mayer, 2006). Researchers have discussed that at the workplace,
emotional intelligence is rated higher when it comes to service jobs due to high interpersonal
interaction (Fida, Khan & Safdar, 2019). Robinson, Persich, Stawicki and Krishnakumar
(2019) has argued that the due to being unable of handling stressful situations, the employees
are exposed to the deviant behaviour which can be harmful to both organizations and
themselves.

Additionally, Davis (2019) has coined the idea of how emotional intelligence and workplace
spirituality helps in maintaining a better working environment for both workers and the
organization. The component of emotional intelligence is highly applicable in measuring the
aspects of how isolated working behaviour can demoralize a worker. It is also helpful in
describing how this behaviour can be a defining moment in deciding whether to keep the job
or to leave it. The studies also discuss how different stress dents one’s health if EI (emotional
intelligence) is not used properly (Dawkins, 2019). The issues of deviated behaviour within the
workplace not only damaging to a personality by has a psychological ability to tackle emotions.

H7: Emotional intelligence has a significant relationship with the workplace ostracism.

2.1.1.5.2 Self Efficacy:

It is self-belief in one’s ability to influence the events that affect their lives (Bandura,
2010; Schwarzer, 2014). More Specifically, it is termed as an individual’s judgement on his
capabilities to perform for a better outcome (Schunk, 1991; Sherer, Maddux, Mercandante,
Prentice-Dunn Jacobs & Rogers, 1982). Considering the workplace, self-efficacy is not only
identified as an important factor for employee’s performance but it is also related with
competence and development (Lunenberg, 2011; Kirk, Schutte & Hine, 2011). The ability of
ones-self on goal orientation and determining the pathways highly depends upon his/her self-
efficacy and ability to perform in tougher situations (Van Daal, Donche & Maeyer, 2014).
Researchers have added much stress on how an employee use skills and cognition to perform
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with better outcomes and drove that capabilities itself can not provide a prompt output (Schopp,
Bike, Clark & Minor, 2015).

The antecedent is widely used to determine the competence of employees at a workplace which
also certify the eligibility of human resource at the workplace. However, this study will discuss
how ostracism impact the self-efficacy negatively (De Clercq, Haq & Azeem, 2019). Also,
work-related stress provides a decreasing effect on one's use of confidence and ability to
perform in difficult situations. The study will produce the relationship of the self-efficacy with
the workplace ostracism under the stressful work circumstances and issues related to workload.
This not only helps in notifying the issues related to negative treatment to the team member
and but also highlight issues related to stress building and personality damaging factors.

HS: Self-Efficacy has a significant relationship with Workplace Ostracism.
2.1.1.5.3 Wellbeing:

The definition of life satisfaction which describes how both negative and positive
attitudes of life affairs are balanced and handled well (Dodge, Daly, Huyton & Sanders, 2012;
Steptoe, Deaton & Stone, 2015). There are three subjective aspects which are mostly observed
and studied which are 1. evaluative (contains life satisfaction) 2. Hedonic (includes a feeling
of happiness, sadness, anger, stress and pain) and 3. eudemonic (includes a sense of purpose
and meaning in life) (Steptoe, Deaton & Stone, 2015). More importantly, Rath, Harter and
Harter, (2010) discusses the overall five elements of wellbeing which are 1. Career, 2. Social,
3. Financial, 4. Physical, and 5. Community. The external factors such as stress due to work-
related issues and disturbance in work-life balance also affect the wellbeing of a person
(Steptoe, Deaton & Stone, 2015). Also, while discussing life satisfaction within different
contexts, it is important to consider minimum aspects of both contexts while designing or
setting up the scale for it. (Cummins, Eckersley, Pallant, Van Vugt & Misajon, 2003).

Therefore, the wellbeing has discussed with different contexts throughout the literature. The
addition of the variable in this study is to identify the most important effect of organizational
dimensions have on a person’s health and wellbeing. It is also important to define how different
aspects of wellbeing are affected by the stress scenario of the workplace. Also, as ostracism
has a negative relationship with the wellbeing, it is important to discuss what aspects does the
workplace ostracism effect most on an employee’s wellbeing.

H9: Wellbeing has a significant relationship with Workplace Ostracism.
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Personal Outcomes

Figure 3: Contents of personal Outcomes

2.1.1.6 Turnover Intentions:

Turnover intentions are described as employees’ intentions towards leaving the
workplace. The phenomena are quite similar to turnover behaviour which also represent the
mindset of leaving a workplace due to reasonable circumstances (Parasuraman, 1982;
Vandenberg & Nelson, 1999). These issues are most commonly identified from the non-
supervisory workers who tend to get unsatisfied due to working conditions at the workplace.
However, there is also a tendency of supervisory and senior-level management to be upset due
to having unexpected stressful situations and unnecessary workload (Igbaria & Greenhaus,
1992). Allen, Weeks and Moffitt (2005) discuss the significant moderation of self-monitoring,
locus of control and risk aversion on Turnover intention and voluntarily turnover. Similarly,
Wasti (2003) argued that the cultural dimensions such as values, codes and ethics affect the
employee’s turnover intentions and led him to think about changing the organization. The
turnover intention identifies how personally the stress has an effect on its overall performance
and what are the issues an employee is going through with.

HI10: Turnover Intentions have a significant relationship with the workplace ostracism

2.2 Key Relationships:

The underpinning theories and key definitions have described the origin of the theories and
characteristics of each different variables. The theories have set a platform for the empirical
relationships of the different variable to draw theoretical assumptions and their attributes
towards each other. The following studies will clarify the relationship of those following
variables in the light of recent and related literature.

2.2.1 Contextual Characteristics and Workplace Ostracism:

According to Chan and Mc Allister 2014, employees face such situations where they
undergo through regular insult, use of vocal abusive and a reminder of their mistakes. Some
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employees carry on their duties with minor or no effect instant on their health or mindset but
the sensitive ones go through issues such as anxiety. Similarly, based on COR (conversation
reserve theory) it is driven that co-workers use those phrases as a joke to make fun of the co-
workers who have actually been abused and verbally harassed (Neves & Cunha, 2018).
Additionally, the employees need to have potential and actual support of their supervisor most
importantly at the harsh times (Neves & Cunha, 2018). Countries such as Pakistan where the
illiteracy rate is continuously increasing for the past 10 years (Unesco, 2017). It is challenging
to find supervisors who not only understand human natures but knows the responsibilities and
importance of support and appreciation. Shahid, Latif, Sohail and Ashraf (2011) reported that
the supervisor complained the staff for not delivering better results whereas staff continuously
worked in long shifts and thought working conditions with minimum salaries and minor
support. Furthermore, employees are eligible to raise their ideas if its implementation would
help the organization, however, in a centralized bureaucratic environment, people rather accept
to not to speak up (Brinsfield, Edwards & Greenberg, 2009). Similarly, The voice behaviour
is highly objectified by the supervisors and management if it is raised by the ostracised
employees (Wu, Qu, Zhang, Hao, Tang, Zhao & Si, 2019). According to Howard et al. (2019),
contextual characteristics highlight the important cultural characteristics and nature of
organizational culture.

2.2.1.1 Moderation of power distance:

The major difference of different context can be drawn from both cultural and
organizational contexts. Pakistan and Sweden have different and unique ethical, cultural and
behavioural differences which make the study of working culture more interesting. In terms of
organizational culture, Sweden has a flatter hierarchical structure where it is easy to approach
and discuss issues for employees to top management (Goolaup & Ismayilov, 2012). However,
Withing Pakistani context, the hierarchical structure is quite long and therefore it is not
considered polite to approach top management without invitation (Gul, Usman, Liu, Rehman
& Jibran, 2018). The study discusses this relationship to find out their potential effect on the
overall relationship between contextual behaviour and workplace ostracism.

2.2.2 Personal Outcomes and Workplace Ostracism:

Emotional intelligence not only help to work with better productivity but it also provides
balance and stability to the mind to perform with a positive attitude. The effect of workplace
ostracism not only undermine the importance of mental health but it can also disbalance one’s
emotions (Brackett, Rivers & Salovey, 2011). Additionally, employees who are ostracised are
found issues in controlling their emotions and maintaining work-life balance. (AndKira
Schabram, 2016). Similarly, it is found that workplace ostracism has a negative relationship
with personality factors such as extraversion, agreeableness and conscientiousness. (Sulea,
Filipescu, Horga, Ortan & Fischmann, 2012). Additionally, it also leads the ostracised
individuals to have neurotic behaviour which represents negative emotions including anger,
envy, guilt and jealousy (Howard et al., 2019). Therefore, the theoretical relationship discusses
that there is a negative relationship between workplace ostracism with personal outcomes.

2.2.3 Turnover Intentions and Workplace Ostracism:

Individuals who are regularly ostracised face mental stress and burnout (Lim, Cortina
& Magley, 2008; Cortina, Magley, Williams & Langhout, 2001). The ostracised individuals
not only feel rejected but also found complaining about workplace stress and dissatisfaction
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due to increment of anxiety (Ferris et al., 2008). Additionally, researchers have discussed the
positively significant relationship of Workplace Ostracism and Turnover intention with
positively significant mediation of Burnout (Mahfooz, Arshad, Nisar, Ikram & Azeem, (2017).
Similarly, Tatachari (2016) discusses the young minorities being ostracised and found the
significant relationship of workplace ostracism and turnover intentions with significant
mediation of group identification.

2.3 Conceptual Framework:

The conceptual framework of the theory describes the relationship of each variable and also
identifies independent variables, dependent variables, Mediators and Moderators. Following
is the conceptual framework which is adapted from Howard, Cogswell and Smith (2019).

Personal Outcomes

e Emotional Intelligence H7(-)

o Self-Efficacy H8(-)
e Wellbeing H9(-)

Power
Distance
H4
Contextual
Characteristics Workplace
Ostracism
e Abusive Supervision H1(+) H5
e Voice H2(-)
e Supervisor Support H3(-)
H6
Job
Opportunities

Employee Turnover
Intentions H10

Figure 4: Theoretical Framework of the study
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3. Methodology

This chapter will explain the methodology of data collection and hypothesis testing. The
chapter will also discuss the data collection instruments, its items and the sampling techniques
through which the data is gathered. It will also include the hypotheses and empirical model

3.1 Methodology Summary:

This chapter will discuss the important aspects of the nature of the research and how it is
initiated through research methods. Moreover, the chapter will also clarify the importance of
understanding research dynamics and how different research methods work. This will help the
reader to identify the type of this research and how it has been carried to answer the research
problems. Also, to identify it with more extension, research methodology, as well as an
empirical equation, will be mentioned. The empirical equation will not only elaborate on the
dimensions of relationships but will also explore the relations between different variables and
specify their link between different variables.

3.2 Research Purpose:

This research is descriptive as it seeks to specify the relationship between different factors.
Additionally, the research describes the foundation of different variables having a theoretical
and practical connection forming a research equation (Ragin, 1994). The research technique
used for this study is ‘deductive technique’ through which the hypothesis is created from
existing theory. The purpose of this study was to identify and verify the elements which lead
to the condition of ostracism and creates isolate the employee from the rest of others at the
workplace. While discussing these all aspects, it was also important to introduce variables and
conditions that elevate and strengthen the relationship of variables. Therefore, the studied
viewed the relationship of contextual characteristics and workplace ostracism under the
concept of power distance as a moderator (Li & Tian, 2016). Similarly, both theoretical and
practical evidence suggests that there is a strong relationship between employment
opportunities and turnover intentions (Ashraf, Ahmad & Haider, 2016). Therefore, the
relationship between workplace ostracism and turnover intentions is also tested by employment
opportunities as a moderator.

Similarly, the study is desired to find the impact of the contextual characteristics on workplace
ostracism on two different countries, such as Pakistan and Sweden. Both these countries have
their own culture and economy characteristics that make them different from others. Moreover,
to capture the true reference and essence of data the data is intended to be collected from
grocery and departmental stores (which sells all general use items). The service jobs such as
discussed above are required very minimum skill sets and educational background therefore,
are joined easily by masses (Teiger & Bernier, 1992). Additionally, there is a lot of integration
and synchronization required on the job to make it a better experience and the result of the
experience is faced instantly by the customers, therefore, are more prone to abusive supervision
(Dupré, Inness, Connelly, Barling & Hoption, 2006).
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3.3 Literature Search:

To complete the research, literature has a pivotal role to either supplement the research or
provide a strong base to the problem and its solution. Additionally, this research has a strong
connection with the literature as it is both psychological and business use. Therefore, literature
such as Baumeister and Leary (1995), Williams (1997), Ferris et al. (2008) and so on has a
greater contribution in past on building the theory of this study. However, other relevant
literature has helped to build a theoretical network, providing items (questionnaire items) and
has given shape to data analysis and discussion. The keywords for literature search mostly used
were, ostracism, workplace ostracism, antecedents of ostracism, Workplace stress and so on.
Additionally, while building the literature review relative key searches are made to find
different literature both online and through the library. Websites which are used to search
different literature are Ebsco Host, Jstor, Emerald, Google Scholar and others.

3.4 Data Collection:

The data collection is quite important and works as the soul for the research study. To design
the study, it was essential to acquire more data through different levels of data. To summarize,
there are two kinds of data which are more probably used in this study which is primary and
secondary data. Primary Data includes general data and views regarding research area, data
collection area and empirical data. Similarly, Secondary Data includes research articles,
theoretical literature for items and books. Furthermore, to collect the empirical data, the data
was collected from a fair section of the service industry which includes grocery stores and
departmental stores. The data is collected from Pakistani and Swedish departmental stores more
specifically from their employees who are working under a supervisor either under
team/department leader or Store Manager. The data was taken from different stores in Sweden
such as H&M, Beltima, Lidl, Ica, Coop, Willys, Ahlens and others. The responses were taken
by the voluntary response by the employees working in the above organizations. The Method
through which the data is collected is discussed below. Additionally, In Pakistan, the data was
collected from grocery and retail stores such as Chase up, Chase, Naheed Supermarket, Metro,
Imtiaz Super Market and others. To cater to the data collection method, three important
mediums were used to gather the data maintain in the system.

3.4.1 Spreading and Sharing:

To share the questionnaires, It was important to make a stream through which the
question-answer would be sent through a different audience. For Sweden, people were reached
through stores, shared online through LinkedIn and email database to the audience. To share
the questionnaire, pdf documents, Ms words file and google form are used to record the
response. The data from google form could easily be achieved through spreadsheets. however,
for the rest of the responses, the data was recorded by saving different document files with Id
numbers. For the respondents in Pakistan, the questionnaire was sent to a team who voluntarily
helped in spreading the forms through WhatsApp. The team used to inform the respondents
about the questionnaire and also guided them as to how to fill them.
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3.4.2 Recording the data:

The spreadsheets were used to record the data and mark them with Id numbers to
identify their entry and the time it was recorded. While recording the data, the codes where
created to understand the item numbers of variables and their labels were added to understand
the response against questions. Besides, the data through google forms were received in words,
therefore, to make it useful for data analysis, the data changed into numbers such as (strongly
disagree 1 to strongly agree 5) and (never 1 to always 5). The data for Sweden and Pakistan
were labelled as binary, that is 0 and 1 respectively. Rest of the variables were started from one
to their destinated numbers.

3.4.3 Shifting the data

As the final data had to be tested through IBM SPSS statistical platform, therefore, it
was important to manage the questions first in the variable view. Through the variable view,
the controlled variables such as id, education, experience, responsibility, location, age and
gender were kept as a String (Ordinal and Nominal on their basis) variable were as other
variables (both independent and dependent) were kept as Scale and Numeric. To apply the test
without long explanation through labels, the labels were deleted from the SPSS file and were
shifted to the spreadsheet to know if there is an issue.

3.5 Sample Selection:

To draw the sample from a specific population, a sampling technique is important to be
followed. More specifically, it is also essential to know which criteria are to be followed and
how it can help in the collection of data from the sample. The sample selection in this research
is carried out in the form of quota sampling. The quota sampling is a non-probability type
sampling in which sample is taken from a specific divided group (strata) due to its very
characteristics or importance (Moser & Stuart, 1953). The justification of the above definition
declares that the service industry in both Pakistan and Sweden has vastly broadened. To pick
an important aspect of some of the essential traits within a population, we divided the service
industry into different groups (Strata’s). Among them, we chose two groups such as the grocery
stores and departmental stores to drive the sample from employees. The reason for drawing
the sample from these clusters are i) these jobs do not require high skill sets ii) previous
education and iii) job experience. Additionally, as these jobs require teamwork and set of
responsibilities which every member has to do to complete the overall task, there can be an
issue if workload urges the supervisor to abuse or harshly mention an employee due to stress.
The novices of an employee can make mistake and therefore can be taken naive by the
head/supervisor.

3.6 Research Instrument:

The research instrument has a most pivotal role in establishing the research questionnaire and
collection of the empirical data (Wilkinson & Birmingham, (2003). Therefore, while building
or adapting the items of the questionnaire, it is important to know about its reliability and
validity. It is also important to verify either this item is measuring the same dimension what
the study is aiming for or its designed to draw other dimensions. Moreover, it is also important
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to adapt the questionnaire as per the need and requirement of the sample. The language of the
questionnaire should be according to the audience which can help them to answer the questions.
Therefore, this study has covered all the above aspects and has also listed the important
elements which are considered in this study.

3.6.1 Instrument Items:

As the study possess 10 different variables, there were 48 different items selected to
measure the antecedents and consequences of ostracism. Contextual characteristics include
three (3) different variables which include abusive supervision, Voice and Supervisor support.
Abusive supervision items were selected from 15 items of Tepper (2000) from which five (5)
of them were adapted and changed from seven scale item to five Likert scale items (Never,
Hardly, Occasionally, Moderately and Often). Items for voice were taken from Leck and
Saunders (1992) which were paraphrased and drafted into five (5) Likert scale items. Similarly,
(5) five items from supervisor support were adopted from Jiang and Klein (1999). Items of
Workplace Ostracism were adapted from Ferris et al. (2008) and were drafted on five Likert
scale items (Never, Hardly, Occasionally, Moderately and Often).

Furthermore, Personal outcome contains three more sub-variables, such as Wellbeing,
Emotional Intelligence and Self-Efficacy. The variables for Wellbeing were adapted from Levy
and Guttman (1975), whereas the items from Emotional intelligence were adopted from
Salovey and Mayer (1990). The items for Self-Efficacy were adapted and set on five-point
Likert scale (Strongly disagree to Strongly Agree). The items were five items of Self-Efficacy
were chosen from 23 drafted items. Additionally, five items were adapted and changed from
the reverse coded items to assertive statements from 14 items (Griffith, Steel, Allen & Bryan,
2005). For Power distance variable, five items were used with the replacement of words
(Higher positions to top positions) and were used in five-point Likert Scale items. For
Employee Turnover, three items from four were chosen from O'Reilly, Chatman & Caldwell
(1991) and where adopted. Lastly, the control variable used for this study were age, gender,
qualification, geographical location (Sweden, Pakistan), experience (years) and level of
management.

3.6.2 Face and Content Validity:

The correctness concreteness of research instrument depends on choosing items to form
related literature and also verify it with the industry expert (in some cases research expert such
as a supervisor). Therefore, the items in this study where selected from varied literature to after
studying the background and defined area to measure items. Similarly, the supervisor has both
vast practical and literature experience which helped to amend, change and verify the
questionnaire.

3.7 Pilot Study:

To test and verify the credibility of the scale, it is important to let it go through the
verification process which ensures its reliability. The reliability of the items was also checked
through Cronbach alpha and reliability statistics. To further verify the items, correlation of
items was tested to verify if the items are measuring the same components what is required to
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test. The results are stated in the data analysis section of the thesis. The respondents for the
pilot study were 50.

3.7.1 Reliability

The extent to which a scale provides a consistent output when the measurement is taken from
it is termed as reliable (Sinha, 2000). The reliability of a scale has measured the consistency of
the measurement which consistently measure responses. According to Olery and Vokurka,
(1998) reliability of the scale represents the systematic variation of the construct. To check the
reliability, the constructs were separately tested on their reliability. The table represents the
name of constructs, the amount of Cronbach Alpha and number of item loaded for the analysis.
According to Nunnally, (1978) The reliability of a scale should be greater than 0.7 to be
considered as reliable. Except for the construct Emotional Intelligence, all the other construct
produced the reliability above 0.7. This represented that the scale of Emotional Intelligence
needed to be revisited. Therefore, some question of the construct was more simplified and
described with a simple word to make it easier for the respondent.

Name of Construct Chronbach alpha No. of items
Abusive Supervision 0.839 5
Workplace Ostracism 0.812 6
Voice 0.784 4
Supervisor Support 0.832 5
Emotional Intelligence 0.620 5
Self-Efficacy 0.817 5
Wellbeing 0.799 6
Employment Opportunity 0.732 5
Power Distance 0.720 5
Turnover Intentions 0.759 3

48

Table 2: Reliability statistics of a pilot study.

3.7.2 Correlation:

To check the correlation of the scale items, Person Correlation was used

to find the strength of scale. The strength of the relationship between components of factors
varies from +1 to -1. The positive value indicates the stronger relationship of items where a
negative sign indicates the negative relationship. Different kinds of correlation can be applied
on the data, however, Person correlation is recommended correlation test that discusses the
relationship between the variables (Benesty, Chen, Huang & Cohen, 2009; Bishara & Hittner,
2012). To check the Person rank correlation, The association of these scales can be termed as
0.7 or more is termed as stronger relationship whereas between 0.7 to 0.5 is considered as
average relationship and between 0.5 to 0.2 is considered as weaker relationship (Nunnally &
Bernstein, 1978).
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Sr.No. Variables and items Pearson Correlation
1 Workplace Ostracism (WO6-WQO2) 302
2 Supervisors Support (SS4-SS5) 307
3 Emotional Intelligence (EIS-EI2) 232
4 Self Efficacy (SE4-SE3) .350
5 Power Distance (PD2-PD1) -0.064

Table 3:Summary of Correlation for Turnover Intentions.

The majority of Pearson’s correlation ratings for the variables shows satisfactory results.
However, it was important to discuss the negative relationship of items such as item 1 and 3 of
Emotional Intelligence shows a negative relationship. This is due to the item is almost
discussing the other variable. Also, Item 1 and 5 of Employment Opportunity is showing a
negative relationship due to negative words used in the items. Similarly, item 1 and 2 Power
Distance represents the negative relationship between each other due to the use of ‘without’
and ‘never’ used in the questions. These discrepancies of the questionnaire were solved before
collecting the data for the final statistical analysis.

3.8 Data analysis procedure:

Data analysis includes all the tests which are required to test the items and check their
interaction and relationship. To check the reliability of the data, a pilot study was done to test
the data. For the pilot study, that data (n=50) from the sample was picked and tested with the
diagnostic tests, reliability and correlation tests. As the empirical equation for the study is quite
complex as there are more than two different types of relationships (mediation and
moderation). Therefore, it was important to use the method which can test the structure of the
tests. For this, we used Exploratory Factor Analysis to explore the variables and understand
how in how many components the data will be divided in. Similarly, we used the Confirmatory
Factor Analysis (CFA) to confirm the factors. To find out the mean and standard deviation and
normality, skewness and kurtosis were checked through normality testing to identify the normal
data distribution. Furthermore, structural equation modelling is also used to verify the
relationship between the variables.

3.9 Empirical Model:

To draw an empirical relationship, it is important to consider all the relationships of the
variables. Consider the straight-line relationship of the variables and add them as a part of your
equation. For the reader's aid, the first part of the conceptual study discusses three relationships
of variables with the Ostracism (mediator and a dependent variable) that is Abusive
supervision, Supervisor support and voice behaviour with their relationship signs. If there are
further relationships such as moderation, these will be followed by plus sign beta and all the
variables starting with the moderator. Meanwhile, signs can be added (+ or -) if it is discussed
in the theory as a positive or negative relationship.

WO = o+ Bl (AS) + B2 (VO) + B3 (SS)+ B4 (PD) (AS) (VO) (SS) ¢ (1)
WO = 0.+ B6 (SE) + B7 (EI) + B8 (WB)+ B9 (TOI) +9 (TOI) (EO) ¢ 2)

Whereas a is the constant, § represents the effect of the independent variable, AS represents
Abusive Supervision, VO represents Voice, SS represents Supervisor Support, SE represents
Self-Efficacy, EI represents Emotional Intelligence, WB represents Wellbeing and TOI
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represents Turnover Intentions. To show the moderation effect, the f4 shows the mediation of
power distance in between the relationship of contextual characteristics and Workplace
Ostracism. B9 represents mediation of Employment Opportunities in between Turnover
Intentions and Workplace Ostracism. Additionally, Epsilon sign (&) represents the error terms
for each relationship equation.

3.10 Model Hypothesis:
The hypothesis for the research model is as follows:

H1: Abusive Supervision has a positive significant relation with Workplace Ostracism.

H2: Supervisor Support has a is a negatively significant relationship with Workplace
Ostracism.

H3: Voice has a negatively significant relationship with Workplace Ostracism.

H4: Power Distance has significant moderation between workplace ostracism and contextual
characteristics.

H5: Workplace ostracism significantly mediating the relationship between Contextual
Characteristics to Personal Outcomes and Turnover Intentions.

H6: The employment opportunities are significantly moderating the relationship between
workplace ostracism and Turnover Intentions.

H7: Emotional intelligence has a negatively significant relationship with workplace ostracism.
HS: Self-Efficacy has a negatively significant relationship with Workplace Ostracism.

HY: Wellbeing has a negatively significant relationship with Workplace Ostracism.

HI10: Turnover Intentions have a significant relationship with the workplace ostracism

3.11 Credibility:

While taking care of all the aspects of data collection, few issues can affect the data collection
reliability. The data is designed to be answered by the employees who are working on either
member level or supervisor levels (working under area head/manager). It can happen that heads
would answer the questionnaire which would affect the reliability and validity of the data.
Similarly, the data was shared through paper forms and google forms. While getting the
responses, people could miss the boxes or checked both boxes in the same line. This could
hamper the reliability of the data. To improve the results and accurate responses, the
questionnaire began with the instructions and paragraph to help out the respondents. The
questionnaire was also translated in Urdu for Pakistani respondents and three teams were made
who were catering the data responses and filling of the questionnaire. Here in Sweden, the
questionnaire was sent personally to the people with brief and was mostly filled on-site,
therefore, issues were checked before the final response.
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3.12 Ethical Consideration:

During the data collection process, it was important to ensure the respondents and the research
criteria that a researcher has some ethical responsibilities to be fulfilled. Therefore, there was
some ethical consideration which was considered most while conducting the data collection
and overall research. The collected data was kept private and has/will only be used for the
research purpose. Respondents were only asked the general information which does not reveal
the identity of their relationship with the organization. Also, according to Swedish and
European laws, GDPR privacy regulations were considered. The respondents filed the
questionnaire with their will and were apricated due to their effort towards research.
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4. Data Analysis

This chapter will discuss the data analysis run on the data samples through survey technique
and also discuss a different type of analysis to test the main hypothesis of the data. It will be
followed by the discussion on these tests and the results which discuss the effect on the data
and analysis.

To aid the audience and reader about the flow of the chapter, the diagram will help them to
understand the basic contents of the chapters and its importance in exploring the data.

Issues
Data Screening . Demographics . resolution and . EFA
Reliability
Hypothesis Mean Median ‘
discussion and Normality . =134 o

Figure 5: Flow chart of the chapter

4,1 Data Screening:

To run the dataset with a better probability of results and outputs, it is directed to screen the
data before running the different key analysis. There are two most common techniques which
are used to refine the data and make it useful for further tests. These tests are as follows:

1. Assessing Missing Values.
2. Assessing Univariate and Multivariate Outliers.

4.1.1 Assessing Missing Values:

The missing value refers to empty cells in the dataset or missing value or numbers. While
operating the SPSS as a data analytics tool, the missing values are being missed during the test
run due to the blank space which refers to no data. Therefore, it is important to assess it before
running the test on the data. In the data, the missing value was detected from the Employment
Opportunity (Job Opportunity) variable which is replaced by series mean technique (Pallant,
2011).

4.1.2 Assessing Univariate and Multivariate Outliers:

The outliers are the extreme values that the data possess due to audience describes there
attitude regarding the variable (Wiggins, 2000). Outliers can affect the data as they can
potentially show inflated results if they are not dealt (Pallant, 2011). There are two different
categories of outliers that is (1) Univariate Outliers and (2) Multivariate Outliers. Univariate
outliers are those which are found within one variable. There are different opinions around the
researchers whether to delete them or keep them within the data analysis. However, it depends
whether these outliers are true and indicating the real values or they are out of these values
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(Weinberg & Abramovitz, 2002). The method through which Univariate outliers can be solved
is various however this study used a box plot option through graphs option on SPSS. There
were several outliers in the data in variables such as Voice, Employment Opportunity,
Ostracism and Supervisor’s Support. However, these outliers were indicating the real values
therefore they were left within the data.

On the other hand, Multivariant outliers are those which are possessed in each row of data,
also refers to in every variable. The multivariant outliers needed to be removed from the
variables as they are not only affecting all the variables but the dataset as a whole (Pallant,
2011). The multivariant outliers can be removed through the Mahalanobis’ Distance option in
regression. The rows that were deleted from the dataset where potential outliers due to having
the score 3.29 or more (Tabachnick, Fidell & Ullman, 2007). The data initially was 503 from
which 23 cases were deleted which led the data to be 480.

4.2 Data Composition:

The qualitative questionnaire survey included six (6) control variables questions and forty-
eight (48) other questions which constitute it to the sum of fifty-four (54) Varied questions on
different variables. These variables included Abusive supervision, Ostracism, Voice
Behaviour, Supervisor Support, Emotional Intelligence, Power Distance, Turnover Intentions,
Employment Opportunities, Self-Efficacy and Wellbeing. The data was collected from Team
members and Supervisors (Team Leaders) of Departmental stores around the different cities of
Pakistan and Sweden. The response was measured on 5 points Likert Scale measurement.

4.3 Demographics of the study:

The demographics define the roots of the study and help to determine the origin of the data and
how it has affected to population. Additionally, it also helps to know the audience of the survey
and what experiences do they have related to the field. The data demographics in this data was
taken from two different countries such as Sweden and Pakistan. The respondents were the
workers (also called Team members) and Supervisors (also called Team Leaders) of the stores.
As the Pandemic of COVID (Corona Virus 2019) was spread in the whole world, the workers
of the countries were hard to reach and collect the data. Therefore, the data was collected from
those who either have worked or still work in the departmental store. Those who worked there
had to fill the survey as per the experience with their supervisor and overall working
environment. More explanation as per the data is discussed below:

1. Gender and Age Range: The majority of the data is extracted from the male of both
countries, however; the percentage of the female participants is greater in Pakistan than
in Sweden (40% in Pakistan and 17% in Sweden). Similarly, the majority of the
respondents are aged 21 to 30 years old over 60% of Swedish and 50% of Pakistani
respondents.

2. Academic Qualifications: The academic qualifications of the majority of the
respondents are is bachelors (41% in Sweden, 37% in Pakistan) and Masters (37% in
Sweden, 38% in Pakistan). Because Swedish data was mostly extracted from the
students who are already completed their Bachelors and Masters and have worked in
the field in Past. Whereas, in Pakistan due to the fewer Job opportunities both
Undergraduate and Master’s students choose the career in which they have more career
opportunities and work their way through initial posts (Bhatti & Qureshi, 2007).
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3. Experience: There is a shared percentage of experience in both countries. Since
Swedish data was mostly extracted from the students and workers who have already
worked before or have worked in the field both temporary and permanent. The
experience of fewer than 2 years and 2 to 5 years employees from Swedish respondents
make 57% of the total respondents. However, the data from Pakistani respondents have
shared percentage of experience per years.

Currently living in
Sweden Pakistan Total
Count Column M % Count Column M % Count Column M %

Gender Male 225 82,4% 123 594% 348 72,5%
Female 43 17,6% g4 40,6% 132 27.5%
Age Range 1810 20 years 12 4.4% 35 16,9% 47 9,8%
21 to 30 years 166 60,8% 105 50,7% M 56,5%
31 to A0 years a7 24 5% 52 251% 1149 24 8%
41 to 50 years 28 . 10,3% 2 5,8% . 40 . 8,3%
Above 50 years old 0 0,0% 3 1,4% 3 0,6%
Academic Qualification  School education a 2,9% 10 4 8% 18 3,8%
Intermediate (Gym) 50 18,3% 41 19.8% 81 19,0%
Bachelars 114 41,8% 77 37.2% 191 39,8%
Masters 1M 37,0% 74 38,2% 180 37.5%
Experience Less than 2 years 4 15,0% 64 30,9% 108 21,9%
210 5 years 116 | 42 5% 57 27.5% | 173 | 36,0%
Gto10years 61 22,3% 44 21,3% 105 21,9%
1110 15 years 34 12,5% 22 10,6% 56 11,7%
morethan 15 years k| 7.7% 20 9.7% 41 2,5%

Table 4: Demographics of the sample

4.4: Issue about Measurement:

There are few issues due to which a variable does not perform or create a relationship as it
should. According to FS (1991), a variable that contains abrupt or noise in the reaction can be
modified based on three factors that are i) strong theoretical relationship with rest of the
variables, ii) to be a causal factor and iii) variable can be potentially modified. There are many
reasons due to which a variable can be modified however, Common Variance Bias (CVM) is
one of the reasons. Common Variance Method is a bias that can be found in the study which
artificially inflate or deflate the correlations and effects the validity and links of the construct
(Reio, 2010). The model still had issues that were needed to be cleared to run the final SEM
(structural equation modelling) analysis. Before considering other aspects, the dependent
variable Workplace Ostracism possessed a few issues that were needed to be addressed.
Additionally, the variable had to be trimmed by adding the variable having greater variance.
The items of Workplace Ostracism were then modified (Workplace Ostracism 2) and
recalculated to form a new variable that can sustain and acquire acceptable threshold levels.
This variable was calculated through binary numbers to show very little or no variance within
the factor. These variables then used to draw the acceptable fit between dependent variables
and independent variables.

Similarly, the variable Job Opportunity (Employment Opportunity) also had fairly low
reliability which was discovered during the Confirmatory Factor Analysis regression tests.
There can be more issues about the quite low-reliability loading however, the significant issue
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is discussed here. Due to the spread of Pandemic Corona Virus (COVID-19), the job
opportunity within markets became uncertain around the world (Buera, Fattal-Jaef, Neumeyer
& Shin, 2020). The companies stopped their hiring processes due to the reasons of lockdown
and strict safety and medical regulations (Campello, Kankanhalli & Muthukrishnan, 2020).
This has not only hampered several countries but the whole world with its challenges. As the
data was collected during that period (March), the impact of the variable can be seen in this
context. Companies have also gone through cost-cutting as they downsized their human capital
due to the no or very less public support and less financial stability (Campello et al., 2020).
Similarly, as the respondents were unknown about the recent situations and few might have
lost the jobs (in Pakistan especially) this has significantly affected the overall complexion about
the employment in the service industry.

4.5: Exploratory Factor Analysis:

The exploratory Factor analysis is a dimension reduction technique which entails the drawing
the factors (Nunnally, 1978). The exploratory factor analysis is usually used to explore the
factor items to see if they possess the strength of determining the model of the study. Items of
the model are correlated therefore, Oblimin rotation through Hermann’s Test will be used. This
test is used to check the common method bias to understand if the data still has the CMV or
not. The table explains that the cumulative percentage of the first factor is 30.476 % which
clarifies and testifies that there is no Common method bias in the data.

Total Variance Explained

Initial Eigenvalues Extraction Sums of

Squared Loadings
Component Total % of Cumulative Total % of Cumulative
P Variance % Variance %
2.743 30.476 30.476 2.743 30.476 30.476

1

2 1.429 15.876 46.352
3 1.095 12.162 58.514
4 1.045 11.613 70.127
5 0.814 9.042 79.169
6 0.729 8.104 87.273
7 0.639 7.105 94.378
8 0.506 5.622 100.000
9 9.107E-17 1.012E-15  100.000

Table 5: Hermann’s Test for the Common Method Bias

4.6 Reliability and Validity:

Additionally, the model has also achieved better composite reliability and Discriminant
Validity however the issues are needed to be addressed. The variables such as Voice, Turnover
intentions, Self-efficacy and Supervisor Support shows slight issues of reliability as they do
not meet the threshold [>0.7|. Similarly, there are few issues related to the Convergent Validity
which tends to clarify that data still possess redundancy which hinders the model to be stronger.
Similarly, table 6 describes that Turnover Intentions Supervisor Support and Voice has shown
low loadings the data lacks in portraying the convergent validity and it is not able to achieve
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the threshold [>0.50|. The major issues that less convergent validity presents is the slackness of
relativity or relation in between the different variables (Shogren & Rojahn, 2003).

CR AVE MSV MaxR(H) TOI AS SS SE PD WB VO El
TOl 0.626 0.457 0.033 0.632 0.676
AS 0.771 0.530 0.239 0.784 -0.102 0.728
SS 0.648 0.481 0.276 0.662 -0.181 -0.489 0.694
SE 0.684 0.520 0.379 0.686 -0.031 -0.249 0.444 0.721
PD 0.845 0.733 0.073 0.870 -0.050 0.270 -0.058 -0.043 0.856
WB 0.729 0.579 0.306 0.788 0.030 -0.166 0.160 0.553 -0.105 0.761
VO 0.598 0.429 0.276 0.613 -0.167 -0.288 0.525 0.520 0.104 0.178 0.655
El 0.802 0.504 0.379 0.804 -0.037 -0.236 0.397 0.616 0.045 0.325 0.444 0.710

Table 6: Reliability and Validity of the model

4.7 Confirmatory Factor Analysis:

To test the complex or multidimensional equations which are exploring the relationships
between cause and effect, Confirmatory Factor Analysis technique is used (Marsh, Liidtke,
Muthén, Asparouhov, Morin, Trautwein & Nagengast, 2010). The confirmatory factor analysis
is applied to find out if the matrix pattern is not against the matrix (Prudon, 2015). The
Confirmatory factor analysis is implemented through the form of Structural Equation
Modelling (SEM) which is used to test the theoretical models and their structure. For this
purpose, the study uses IBM SPSS AMOS data analysis software which performs these
operations for the multidimensional equations. To testify the relationship between the
independent and dependent variables, it is important to first explore the results of the
exploratory factor analysis. These results help in drawing the structure and loading items of
exploratory factor analysis in the form of a structural equation. All the variables stand on the
right side with the link of their loaded item of the construct on its left with the error terms.
Once the equation is run on the AMOS software, it provides different figures which represent
the strength of the model, the regression and correlation between the variables.

To test the equation of this study, it was important to identify if there are any pieces of evidence
of the test to be declared the equational structure as fit. There are certain thresholds which an
equation must meet to be qualified for further tests. These thresholds are described as follows
and discussed in detail.

Model Fitness Criteria Level of Acceptance Interpretation

GFI (Goodness of Fit) O (no fit) to 1 (perfect fit) | Close to .95 is a good fit

RMSEA (Root Mean Square <0.05 Less than .05 is good model

Error of Approximation) fit, .05 to .10 is acceptable, >
.10 is a bad fit.

CFI (Comparative Fit Index) >0.95 Above .95 is great, > .90 is

traditional where as > .80 is
acceptable (in some cases)
AGFI (Adjusted Goodness >0.80 Above 0.80 represents a
of Fit Index) good model fit.
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CMIN/DF (Chi-Square/df) >3 Less than (>)3 is good
whereas Less than (>)5 is
permissible (sometimes)

SRMR (Standardise Root >0.09 Above 0.09 stands for good

Mean Square Residual) fit

PCLOSE (P of close fit) >0.05 Above 0.05 stands for good
model fit

Table 7: Model fit index
Adapted from Hu and Bentler (1999)

In the light of above guidelines and threshold, it is important to test the fitness of the model of
this study and drive the results that indicate the model fit. Therefore, the following model was
drawn on the Amos platform based on factor loading through exploratory factor analysis and
identified the potential error terms related to it. As per the exploratory factor analysis, a total
of 10 factors were loaded from which an underperforming item of Job Opportunity (JO1) was
deleted due to Iteration issues. Once the model was corrected and ready for the analysis, the
test was run to check the readings. The Confirmatory Factor Analysis indicated the following
readings that were then checked to identify the issues. Table 8 shows the ratings of that GFI is
0.834 which is a bit lesser than then [>.95| what it is required for the model fitness. Similarly,
the RMSEA predicts the difference between sample and population values estimation and the
observed values. The RMSEA for the model is 0.063 which is higher hen the limit required for
its good model fitness. Similarly, the Chi-Square/degree is less than 3 which is quite better
however the value of PCLOSE also represents the 0.000 value that also estimates bad or not fit
model.

GFI RMSEA CFI AGFI CMIN/DF | PCLOSE
0.834 0.063 0.779 0.803 2.891 0.000

Table 8: Model fit readings from AMOS
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Figure 6: Initial model for the Confirmatory Factor Analysis
4.7.1 Reliability and Validity Check:

To carry the criteria for the model fitness, it is also important that all the factors include
in model tends to have better performance. The table includes Reliability ‘R’ (Cronbach
Alpha), Composite Reliability (CR), Average Variance Extracted (AVE), Maximum Shared
Variance (MSV), Maximum Reliability (MaxR) and variables having their correlations with
the other variables. These stats are computed through James Gaskin’s Stats Tool which is
available on the website (Statwiki, 2020). The initial model which consisted of 10 variable
including independent variables and dependent variable (Ostracism) discusses the values.
While considering table 9, the reliability values or variables such as Job Opportunity,
Workplace Ostracism, Turnover intentions and Voice are quite low. can be noticed in red which
are below |0.6| which is unacceptable as per the Cronbach Alpha requirement (Nunnally, 1978).
Similarly, the Composite Reliability is required to check the internal consistency of the scale
(Netemeyer, Bearden & Sharma, 2003). The adequate threshold of composite reliability is 0.7
and above for good consistency (Byrne, 2010). However, the values of composite reliability of
variables such as Job Opportunity, Workplace Ostracism, Voice are very low whereas values
of Supervisor Support and Self efficacy are bit affected. Moreover, the Average Variance
Extracted is the amount of variance extracted by a variable concerning the amount of variance
due to measurement error (Byrne, 2010). The threshold amount of Average Variance Extracted
is [>0.50] which is highlighted in the table below, the few red highlighted figures are rated
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under the threshold level (Hair, Black, Babin & Anderson, 2010). The most affected figures
are of Job Opportunity, Workplace Ostracism, Turnover Intentions, Voice, Wellbeing and
Supervisor Support.

Similarly, the model has several Discriminant and Convergent validity concerns. The
Discriminant validity refers to the correlation of the model whether it is correlated or not (Hair
et al, 2010). The Convergent validity is denoted by AVE whereas Discriminant validity is
represented through testing whether MSV<AVE. The Job Opportunity shows the issues of
discriminant validity which describes that the variable Job Opportunity correlates highly with
another variable than their variable (Hair, et al, 2010). Similarly, the reasons for issues in
Convergent Validity explains that the dependent variable (Workplace Ostracism) has failed to
describe other variables.

R CR AVE MSVMaxRMH) EI AS SS SE PD WB VO TOI WO JO
EI 0.816 0.802 0.504 0.379 0.804 0.710
AS 0.784 0.770 0.529 0.193 0.783 -0.236 0.727
SS  0.746 0.692 0.430 0.275 0.702 0.410 -0.439 0.656
SE 0.792 0.684 0.520 0379 0.686 0.616 -0.248 0.443 0.721
PD 0.746 0.842 0.727 0.075 0.844 0.053 0.273 -0.024 -0.014 0.853
WB 0.755 0.710 0.456 0.300 0.741 0.363 -0.231 0.244 0.548 -0.053 0.675
VO 0596 0.597 0.428 0.275 0.610 0.446 -0.289 0.524 0.522 0.101 0.220 0.654
TOI 0.589 0.630 0.462 0.055 0.647 -0.030-0.102 -0.207 -0.027 -0.063 0.061 -0.163 0.680
WO 0.545 0.437 0.286 0.153 0461 0.002 0.391 -0.298 -0.141 0.215 -0.082 -0.191 0.145 0.535
JO 0.335 0.123 0.072 0.137 0.138 -0.015 -0.370 0.101 0.297 -0.148 0.343 0.302 0.234 -0.087 0.268

Table 9: Reliability, Validity and Correlation of CFA of the initial model.

4.7.2 Model Verification and Screening:

It was important to look up to the error terms in Estimate Column and delete those
variables which have lesser loadings. Therefore, after looking at the correlations table and
regression table, fewer items were deleted and the ratings were checked if there is a certain
change in the readings and model fitness. After identifying a few variables such as Workplace
Ostracism (WO) variables and items which shows low loading of its items. Additionally, the
items related to Job Opportunity was also deleted which showed low reliability and less
loading. This change was done to see the change in the readings and also observe if these low
loaded items bring any change to the overall model. As the Confirmatory Factor Analysis is
also done to achieve the model fitness which can be further tested in terms of Structural
Equation Modelling. Additionally, few changes were also done to see the change of the model
fitness and achieve better results. From Emotional Intelligence, item EI3, from Self-Efficacy
item SE3, SE4, SES, from Abusive Supervision, item AS1 and AS2, from Supervisor Support,
item SS3, SS4 and SS5, From Power Distance, PD1 and PD2, From Wellbeing, item WBI,
from Voice Behaviour, VOI1 and from turnover intentions TOI1 was deleted to observe the
effect. The test represents the following readings which discuss the following matters:

GFI RMSEA CFI AGFI CMIN/DF PCLOSE
0.851 0.075 0.776 0.819 3.724 0.000
Table 10: Modified Model Readings for Confirmatory Factor Analysis
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Similarly, the readings in table 10 discuss some changes in the model fitness which can be
further discussed. Firstly, the model has better GFI |.851| which is closer to .90. The CFI did
not change as much (.779 to .776) however AGFI improved with a slight percentage of it (.803
to .819) which still does not qualify for the model fitness. The value of PCLOSE remains the
same whereas the value of RMSEA increased which is not a good sign for the model.
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Figure 7: A modified model for the Confirmatory Factor Analysis
4.7.3 Model Reliability and Validity After Verification

Furthermore, after deducting two mainly effected variables i.e. Workplace Ostracism and Job
Opportunity, the effects can be shown in table 11. The model still has few issues which are
identified by the red figures. The Reliability figures of Turnover Intentions and Voice are
below than the expected level and similarly the composite reliability of Turnover intentions,
Supervisor Support, Self-Efficacy and Voice. The model also has Construct validity issues
which are related to the variables such as Turnover Intentions, Supervisor Support, Wellbeing
and Voice. These issues are affecting the overall model and are a hindrance in model fitness.
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R CR AVE MSV MaxRH) TOI AS SS SE PD WB VO EI
TOI 0.589 0.627 0.458 0.045 0.636  0.677
AS 0.784 0.770 0.530 0.187 0.786 -0.099 0.728
SS 0.746 0.691 0.430 0.275 0.702 -0.212 -0.432 0.656
SE 0.792 0.684 0.520 0.378 0.687 -0.030 -0.247 0.444 0.721
PD 0.746 0.851 0.743 0.068 0914 -0.043 0.261 0.005 -0.054 0.862
WB 0.755 0.709 0.456 0.304 0.742  0.055 -0.230 0.239 0.551 -0.074 0.675
VO 059 0.599 0430 0275 0.614 -0.167 -0.289 0.524 0.520 0.102 0.216 0.656
EI 0816 0.802 0.504 0.378 0.804 -0.035 -0.236 0.410 0.615 0.040 0.361 0.443 0.710

Table 11: Reliability, Validity and Correlation of CFA of the modified model.
4.8 Mean and Standard Deviation:

Mean is described as the average of two or more than two numbers, whereas Standard
Deviation is calculated through mean by measuring the distance through mean. In short, the
standard deviation is a square root of the variance which helps in describing the deviation
within in items. The tables discuss the difference between the means and standard deviation of
different constructs and calculates its overall effect. The standard deviation, in this case,
discusses the overall variance between two different countries. The difference between Mean
of both countries is almost similar except the Supervisor Support, Emotional Intelligence and
Turnover Intentions. This represents that there is a difference of opinion between two different
audiences based on Organizational Support through the supervisor, the importance of
emotional intelligence and their intentions towards leaving their employment for better
opportunities.

Currently living in

Sweden Fakistan Tatal

Standard Standard Standard

Mean Deviation Mean Deviation Mean Deviation
Abusive 1,82 85 1,86 a3 1,849 .84
Ostracism 1,28 Rch . 1,35 . 3z . 1,31 . 32
Voice 4,21 52 353 60 4,09 57
SuUpenisar 417 . 51 . 380 . 68 . 4.01 . 62
Emaoticnal 4,15 . 52 . 388 69 4,08 G0
Selfefiicacy 4,06 . A6 . 4,02 . 60 . 4,04 . A2
Wellbeing 376 74 3T .64 3,74 72
Joboppetunity 4,20 . A6 . 408 . 54 . 416 . 50
P ower 3,54 . 82 . 3ns 79 3,38 .82
Turnover 1,849 T2 . 2,48 . a7 . 214 . a4

Table 12: Mean and Standard Deviation Comparison

Mean is described as the average of two or more than two numbers, whereas Standard
Deviation is calculated through mean by measuring the distance through mean. In short, the
standard deviation is a square root of the variance which helps in describing the deviation
within in items. The tables discuss the difference between the means and standard deviation of
different constructs and calculates its overall effect. The standard deviation, in this case,
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discusses the overall variance between two different countries. The difference between Mean
of both countries is almost similar except the Supervisor Support, Emotional Intelligence and
Turnover Intentions. This represents that there is a difference of opinion between two different
audiences based on Organizational Support through the supervisor, the importance of
emotional intelligence and their intentions towards leaving their employment for better
opportunities.

4.9 Normality test:

The normality test is a kind of parametric test in which the data assumed to be normally
distributed and have almost the same variance (Kerr, Hall & Kozub, 2002). The normality of
the data can be checked through the representation of Bar diagram, Skewness and Kurtosis.
Skewness reflects the existence of extreme scores and the mean of skewness represents that the
distribution is statistically symmetrical. Whereas, Kurtosis describes the peaked-ness of the
curve as to whether it is a flat or a sharp curve (Kerr at all, 2002). The value of Skewness and
Kurtosis should be under + 1.96 with the confidence interval of at least 95% (P= 0.05)
(Huizingh, 2007).

Descriptives
Statistic  Std. Error
WorplaceOstracism_2 Mean 0.2563 0.01995
Skewness 1.120 0.111
Kurtosis -0.748 0.222
Abusive Supervision  Mean 1.9542 0.04601
Skewness 0.986 0.111
Kurtosis 0.080 0.222
Supervisor Support Mean 4.1156 0.03032
Skewness -1.144 0.111
Kurtosis 2.630 0.222
Self Efficacy Mean 4.0510 0.02755
Skewness -0.647 0.111
Kurtosis 1.789 0.222
Power Distance Mean 3.3854 0.05058
Skewness -0.627 0.111
Kurtosis -0.505 0.222
Wellbeing Mean 3.8135 0.03795
Skewness -0.533 0.111
Kurtosis -0.185 0.222
Voice Mean 4.1156 0.03032
Skewness -1.144 0.111
Kurtosis 2.630 0.222
Turnover Intentions Mean 2.3365 0.04725
Skewness 0.604 0.111
Kurtosis -0.565 0.222
Emotional Intelligence Mean 4.0896 0.02824
Skewness -0.927 0.111
Kurtosis 1.409 0.222

Table 13: Skewness and Kurtosis test through normality testing
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Table 13 discusses the Confidence Interval level, Skewness and Kurtosis of the variables. As
the table suggests the data of all variables discusses that all variables are normally distributed.
However, the variable Supervisor’s Support and Voice are significantly kurtotic which means
that they have deviated from the normal distribution. Similarly, the statistics of Kolmogorov-
Smirnov and Shapiro-Wilk tables suggest that the tables have significance whereas the
statistics discuss their impact on the variables.

Tests of Normality
Kolmogorov-Smirnov’ Shapiro-Wilk
Statistic df Sig.  Statistic df Sig.
Abusive Supervision 0.172 480 0.000 0.855 480 0.000
Supervisor Support 0.260 480 0.000 0.858 480 0.000
Self Efficacy 0.252 480 0.000 0.879 480 0.000
Power Distance 0.242 480 0.000 0.904 480 0.000
Wellbeing 0.191 480 0.000 0.914 480 0.000
Voice 0.260 480 0.000 0.858 480 0.000
Turnover Intentions 0.184 480 0.000 0.918 480 0.000

Emotional Intelligence 0.184 480 0.000 0.921 480 0.000
WorplaceOstracism 2 0.465 480 0.000  0.544 480 0.000
Table 14: Tests of Normality and significance

4.10 Hypothesis Testing Through Structural Equation Modelling:

To test the structural equations that involve the entire model and its mediation, moderation and
resultant variables, the equations test on different structural analysis software (Schumacker &
Lomax, 2004). The study uses the IBM SPSS AMOS to test the relationship of complex
structures in the equations. The structural equation is formed by connecting all the arrows of
contextual characteristics to the moderator (Power Distance) and the dependent variable
Workplace Ostracism 2 (modified variable) and similarly, personal outcomes variables and
Turnover intentions were connected to the variable Workplace Ostracism 2 (modified
variable). Figure 8 discusses the connection of each variable and its relationship with dependent
variables. The model indices discuss that the variable has managed some model fitness that can
be reported and discussed further. According to the Amiri, Deihim, Taherian, Karimi,
Gharibzadeh, Asghari-Jafarabadi, M., & Azizi, F. (2015) the model can be declared as good to
be reported if it achieves the minimum threshold of Cmin/df > 5 with GFI closer to .8 in certain
conditions. The model fit indices also discuss that the model has performed better than before
as there were few issues related to relationships and linkage with other variables.

GFI RMSEA CFI AGFI CMIN/DF | PCLOSE
0.882 0.078 0.827 0.845 3.906 0.000

Table 15: The Model fit figures of Structural Equation Modelling

The above results describe that these results are better in comparison to what was achieved
before. The figures of GFI also satisfy the model to be accepted and similarly Cmin/df is also
achieved according to the accepted model fitness thresholds (Hair et al, 2010). However, there
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are still discrepancies within the table that can be cleared and the model can be made better.
As the modified variable has cleared a few issues from the model however, the model can be

refined further.

Figure 8: Structural Equation Modelling of the study.

4.10.1 Regression Weights:

The regression weights table discusses the attributes of the variables and how the
variables interact with each other. Hence, it describes the relationship between the variables in
the model. Table 16 discusses the relationship between different variables in the model and
discuss the strength of the relationship.

Un Std Standardized

Estimate  Estimates SE. CR. P
WorplaceOstracism 2 <---  AbusiveSuper ,103 ,184 029 3,587 HAK
WorplaceOstracism_2 <---  VoiceBeh -,047 -,047 ,056 -,841 ,400
WorplaceOstracism_2 <---  SupervisorSup -,149 -,168 053 2828 005
PowerDist <---  AbusiveSuper 418 ,304 ,080 5,223 ok
PowerDist <---  VoiceBeh ,446 ,182 ,159 2,802 ,005
PowerDist <---  SupervisorSup -,017 -,008 ,126 -,135 ,893
Wellbeing <---  WorplaceOstracism 2 =313 =227 096 3264 001
Selfefficacy <---  WorplaceOstracism 2 -,307 -,278 075 4,068  kxx
Emotionalint <---  WorplaceOstracism_2 -,182 -, 135 068 2660 008
TurnoverInt <---  WorplaceOstracism 2 ,350 ,105 ,141 2,489 ,013

P-Value of significance [*** = p-value < 0.001; ** = p-value < 0.01; * = p-value < 0.05]

Table 16: Regression Weights and relationships of variables.
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To report the figures, it is prescribed to report the standardized estimates tables that reveal the
relationship of a different variable. The P-Value describes the significance of the relationship
between variables. The Workplace Ostracism has a significant impact on all the remaining
modified variables of the model except the voice behaviour. Similarly, the mediator Power
Distance mediates significantly between contextual characteristics and Workplace Ostracism
except for one variable, that is Supervisor Support.

4.11 Hypothesis Assessment Summary:

To testify the study and prove its significance, it is quite essential to prove the points and claims
that are raised for the study. According to Klayman and Ha (1987), it is essential to test the
hypothesis and assess its credibility to either accept or reject the claim. Additionally, it is also
substantial that the elements of the study can be discussed further to prove the necessary points
and draw arguments regarding the studies (Wilcox. 2011). Therefore, the study will present the
empirical model and will further discuss few points that were raised in terms of hypothesis to
prove the study and will lead the discussion towards the reasons of its acceptance or rejection.

4.11.1 Empirical Equation of The Model:

As the empirical was discussed before in chapter three while discussing the model, it is
discussed again to see the change that has brought the difference in the model.

Previously discussed
WO = o + Bl (AS) + B2 (VO) + B3 (SS)+ B4 (PD) (AS) (-VO) (-SS) & (1)
WO = o + p6 (-SE) + B7 (-EI) + P8 (-WB) + p9 (TOI) +B9 (TOI) (EO) & )
After the data analysis with values:

WO 2 =1.430 +0.184 (AS) — 0.047 (VO) — 0.149 (SS)+ 4 (PD) + 0.304 (AS) + 0.182 (VO)
~0.08(SS) ¢ (1)

WO 2 =1.430-0.278 (SE) - 0.135 (EI) — 0.227 (WB)+ 0.105 (TOI) 2)

The values are entered based on the final regression weights table whereas the alpha constant
(o) is from the Multiple regression analysis. The red figures identify that the values are not
fulfilling the criteria of significance that is [>0.05|. This explains that these values (red) do not
have a significant relationship to the overall model.

4.11.2 Hypothesis result and discussion:

To discuss the summary of the hypothesis, the following hypothesis is discussed to clarify their
empirical conclusion and with hypothesis discussion.

Hypotheses Significance Standardized Empirical
Estimates  Conclusion

H1: Abusive Supervision has a positive 0.000 0.184
significant relation with Workplace Supported
Ostracism.
H2: Supervisor Support has a is a negatively 0.005 -0.168 Supported
significant relationship with Workplace
Ostracism.
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H3: Voice has a negatively significant 0.400 -0.047 Not
relationship with Workplace Ostracism. Supported

H4: Power Distance has significant Yes Yes Supported
moderation between workplace ostracism

and contextual characteristics.

HS: Workplace ostracism significantly Yes Yes Supported
mediating the relationship between

Contextual Characteristics to Personal

Outcomes and Turnover Intentions.

Hé6: The employment opportunities are Not
significantly moderating the relationship None None Supported
between workplace ostracism and Turnover

Intentions.

H7: Emotional intelligence has a negatively 0.008 -0.135 Supported
significant relationship with workplace

ostracism.

H8: Self-Efficacy has a negatively 0.000 -0.278 Supported
significant relationship with Workplace

Ostracism.

H9: Wellbeing has a negatively significant 0.001 -0.227 Supported
relationship with Workplace Ostracism.

H10: Turnover Intentions have a significant 0.013 0.105 Supported

relationship with the workplace ostracism
Table 17: Hypothesis discussion.

The discussion on these hypotheses will be based on evidence through the data analysis. The
discussion of already accepted will be discussed briefly with the literature the discussion of the
unsupported hypothesis will be discussed with more explained discussion and conclusive
evidence from the literature.

Hypothesis H1:

Abusive Supervision has a positive significant relation with Workplace Ostracism.

According to Ferris, Lian, Brown and Morrison (2015) discussed the significance of fair
treatment with employees as the rash treatment results not only in a significant effect of
ostracism but unreported harassment that is damaging to the employees. Moreover, in the
modern scenario, the use of ignoring someone by leaving messages check and unanswered or
unresponsive conversation from the supervisors or the immediate heads escalates the tension
for the employees (Butts, Becker, Bo Butts and Boswell, 2015). The abuse does not stop if it
is not identified but it multiplies with an uncertain situation that possesses the possibility to
occur and damages the organizational culture (Hobbler & Brass, 2006). The results also suggest
that there is a positive significant impact of abusive supervision with workplace ostracism.

Hypothesis H2:

Supervisor’s Support has a negatively significant relationship with Workplace Ostracism.

The organizations require support within the organization mainly through the supervisor to
help the employees grow and improve their productivity (Leung, Wu, Chen & Young, 2011).
Additionally, the supervisor support not only helps the employees to connect and communicate
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with their supervisors but also help in negating the effect of stress, seclusion and ostracism
(Wu et al., 2016). It is essential to have supportive team leaders and heads in the departmental
stores who not only help out the employees under stressful situations but also tell how to get
away from them (Young & Wei, 2018). The result approves that the supervisor’s support has
a negative significant impact on workplace ostracism.

To further discuss the aspect, it is important to understand the reasons behind its negative
relationship with the ostracism. Supervisor support is regarded as one of an important aspect
of service sector especially at the operational level where supervisor not only act as the
operational head but has also need to take timely decisions (Jahanzeb, Fatima & Malik, 2018).
The employees not only have to experience the issues about the management the departmental
issues but the business operations. Therefore, the supervisor here act as both the line manager
and head at that situation and has charge of taking key decisions. To this extent, it is always
important for the supervisor to not only help out the customers but always take priority in
elevating the standard of operation by supporting the employees at the though times. More
importantly, the supervisor needs to recognize and appreciate the key performances of team
members at work as it not only elevate their self-confidence and self-belief but it helps them to
contribute more and accomplish organization citizenship behaviour (OCB) (Maertz, Griffeth,
Campbell & Allen, 2007)

Hypothesis H3:

Voice has a negatively significant relationship with Workplace Ostracism (Unsupported)

Voice behaviour has been addressed in two different aspects of literature, which can be further
explained with the literature. When employees feel that they can share their grievances from
the supervisors or the immediate heads, they have the feeling of relief (LePine & Van Dyne,
1998). Similarly, the faith of employees gets restored when they are more often discussing their
issues with the team leaders who can also help them with better advice (Morrison, 2011). The
second more discussed aspect explains that the voice behaviour can be found in the
organization in which suppressed employees raise their voice and discuss their issues openly
against the supervisors or management (Hsiung, 2012; Liu, Zhu & Yang, 2010). This is the
result of misuse of different tactics to either stop the voice of the employees or use a way to
dominate it. In this study, the voice behaviour is used in the first terms where it is necessary to
have the support of management and supervisor of sharing information with the heads without
any hesitation. However, the issue of the data results can be discussed further with more
explanation.

The argument of whether ostracism affects voice behaviour or not has already clarified by the
researchers (Walumbwa & Schaubroeck, 2009; Avery & Quifiones, 2002). However, there are
few practical implications which have affected the performance of the variable in terms of
achieving a better rate of significance. The first argument on practical implication is related to
the survey distribution and response from the population. During the data collection, the survey
questionnaire was distributed among the most relevant and field related respondents. On the
contrary, the data collection was done during the COVID-19 pandemic which resisted the data
collection to happen as it could. The idea was to collect the data with a small brief through a
visit in each department where data is collected which can help and erase the issues of the
language barrier. The questionnaire was in English and later on translated in Urdu. However,
there could be an issue in communication that did not attain the desired response. Additionally,
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due to the laws such as GDPR and other privacy laws, the participants seemingly try to get
away from the responses therefore, it hinders in registering real response. The second argument
is more of understanding the idea there can be usual ways of answering these responses
however these can be changed with either reverse coded questions or changing the modes of
five-pointer Likert scale with different words.

Hypothesis H4:

Power Distance has significant moderation between workplace ostracism and contextual
characteristics.

The fourth hypothesis may not be proved through significant through numbers as the variable
is significant. However, the results suggest that power distance variable significantly moderate
the relationship of variables such as supervisor support, Voice and Abusive supervision. This
reflects that the variable can produce moderated effect which can be both negative and positive
as per the cultural design of the organization. As power distance acted as a contextual difference
between the two countries, it defined how different character conceive the communication with
their perception. It also clearly states that with the difference of opinion between two countries
shares the opinion on how important it is to carry on the communication between the top
management and operational level workers/employees (Li & Tian, 2016)

With power distance and its moderate relationship with initiators of the ostracism, it informs
that if the culture/organization has a long or horizontal chain of hierarchy, there will be a due
chance of Ostracism (Fiset et al., 2017). As employees will not communicate with the more
often their grievances, this would uplift the causes of ostracism (Wang & Lui, 2013). With
considering no or insignificant contribution of the voice, it can be discussed that there can be a
serious issue of communication which tends to affect the overall relations. Similarly, this can
also be affected by very less or no candid communication between the supervisor and the
employees which can be good for evading stress at some times. This relates to the importance
of how important communication can be with the employees as it helps and manage strong
working relationships and create a strong working culture (Wang & Lui, 2013).

Hypothesis H5:

Workplace ostracism significantly mediating the relationship between Contextual
Characteristics to Personal Outcomes and Turnover Intentions.

The workplace ostracism has significantly mediated the relationship between contextual
characteristics to personal outcomes and Turnover intentions. This has been portrait as the
model not only certify that due to the contextual characteristics, the tendency of ostracism
increases but it also reflects a negative impact on personal outcomes and significant impact on
turnover intentions. Ostracism not only reflects the issues related to the organization but it also
discusses the contributions of factors that add the tension, anxiety and stress at the work
scenario (Mathisen, Einarsen & Mykletun, 2011). Similarly, considering issues related to
stress, the concept of Ostracism can be more discussed in the light of deviant behaviours such
as abuse or insult by heads/supervisors at the workplace (Matino, 2003). This not create a great
space between employees but a huge difference between the psyche and understanding of the
supervisor and the team members. This can also affect the communication between the
employees but also their responses to the manager.

39



Acting as a moderator, Ostracism is an important aspect to study in the light of these content
discussed in this study and also the cited one (Howard, 2019). This does not only related to the
theoretical boundaries but there is very much to explorer as what are the issues that are related
to these cases within the workplace where everything is planned, designed and managed.
Practitioners can also add a statement of issues about ignoring or neglecting an individual
outside the working environment. Therefore, it is not only necessary to understand the aspects
and consequences of ostracism but the overall system that aids and increase ostracism related
issues and how to handle it.

Hypothesis H6:

The employment opportunities are significantly moderating the relationship between
workplace ostracism and Turnover Intentions (Unsupported).

The literature clarifies the association and relationship of employment opportunities with
Turnover intentions and Workplace Ostracism. However, the data analysis opposes this fact
and does not replicate as it is in literature. To understand this relationship bit more, it is
important to highlight the facts which not only affected the response but overall data collection
for the survey. As Corona Virus Pandemic (COVID-19) initially started to spread more in the
other part of the world from February 2020. It affected not only nearby countries of China such
as Pakistan but other the whole world. As the virus pandemic spread quite rapidly, the
governments around the world were forced to take action due to the drastic increase in death
toll and patients. To stop the virus and its effect, the governments around the world ordered
extra precautionary measures which also pertain the closure of a lot of businesses. This created
a sense of insecurity around the world as it not only affected the country in case of health
emergency but financial and economic crisis.

The variable/factor such as Employment Opportunity tends to measure the view and opinion
of the people who are already working in an organization (departmental store) and look forward
to better opportunity within the market. The variable inquiries about the employment
availability in their market and how much easier it is to get new and better employment in their
field. The variable also includes questions regarding the availability of instant or rapid
employment in the market and chances of getting a job that effect or improve their skills. The
variable concluded all the important aspects of employment opportunity however the scenario
did not help out in this case. The respondent’s opinion followed the job market situation and it
also affected the overall results. Therefore, this not only affected the data collection but also
the overall results of the study. It is also evident that countries where the government did not
support the employees, many of them lost their jobs due to job market uncertainty and
pandemic crisis (Guerrieri, Lorenzoni, Straub & Werning, 2020).

Hypothesis H7:

Emotional intelligence has a negatively significant relationship with workplace ostracism.

The above hypothesis has proved itself to have significant relationships due to few described
reasons. The personal outcomes are defined as psychological areas that are always affected
when either the worker is lead in seclusion or has gone through stressful situations. This not
only affects his/her mindset but also affect the use of its emotional intelligence. This can result
in effecting the balance of emotions of a person and can also lead to personal anxiety and
trauma (Sarason, 1984). The psychological issues about ostracism not only initiate mental
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distress but also elevate negativity and sense of isolation from the working environment
(Holinka, 2015). This can not only affect the work productivity but disengagement within the
working culture and can result in a further state of effecting the organizational culture. More
specifically, the emotional disbalance requires more often an event or two to reflect upon the
issues about the mental health which can result in a great factor of effecting on the work
performance but individual capabilities? The effect of negative emotional intelligence refers to
not only diminishing the achievements from individual but also realise that he has no or very
less social acceptance due to a few unfortunate events (Salski & Cartwright, 2002).

Hypothesis HS:

Self-Efficacy as a negatively significant relationship with Workplace Ostracism.

Self-Efficacy is an important part of understanding oneself better in different cases. It is an
intrapersonal skill that helps people to use their mindset and their physical skills with better
and effective way. Ostracism at workplace not only distract the employee’s capabilities but
also affect their judgement of understanding how to use their mindset, cognitive abilities and
capabilities effectively. It is also discussed through different researches that an individual can
control the thoughts, scenarios and statements that are raised over his/her performance with the
aid of positive cognitive abilities (Kent & Gibbson, 1987). However, this can not be carried on
for more than a certain short period because the mental state can not deny reality and realism
(Rudy, Davis & Matthews, 2012). Theorists have also contributed to the discussion of how
negative self-efficacy interrupts the intrapersonal skills and demine a persons capability and
trust over own perspective (Bandura and Locke, 2003).

Hypothesis H9:

Wellbeing has a negatively significant relationship with Workplace Ostracism.

The effects of stress and ostracism not only involves in effecting the employees mentally but
it also affects their physical health and state. When an employee enters into the mindset of
isolation within a working culture, the organization tends to have no positive meaning for
him/her (Williams, 1997, Ferris et al., 2008). This initiates the feeling of a burden to walk into
that environment and disassociate himself/herself from it. Wellbeing is not only helpful in
keeping a person upright and healthy but it also important to perform better at work with its
full capacity (Akbar & Akhter, 2011). A person going through anxiety, depression and stress
can have ultimate lose the idea of keeping himself/herself well and fulfilling all the needs
(Naseem, 2018). The study suggests that the significant negative relationship between
occupational stress with the wellbeing in Pakistan which states that there can be issues
throughout if the stress or ostracism at the workplace is not declined (Malik & Noreen, 2015).

Hypothesis HI10:

Turnover Intentions have a significant relationship with the workplace ostracism

When employees go through isolation and face conditions such as Ostracism, most of them
think to leave the harmful environment. This not only seems to be only relieving option but
also a better way to separate themselves from it rather than having a dispute. The literature has
also gone further and discussed the positive relationship of Ostracism and Turnover Intentions.
Studies have suggested that ostracism not only intensify the issues of isolation but it also leads
to the situation where employee looks to either confront to leave the scene (Yin & Liu, 2013).
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With more extent, when employees decide to leave, it is important to consider the job
opportunity of the market and situation of work in the context (Mahfooz et al., 2017). This
allows the perspective of through what situations a person has to go through with during
Ostracism (Wang, Du, Yu, Meng & Wu, 2020). Similarly, by assessing the issues related to
work ethics, a lot of employees remain to stay at the workplace who can not leave their jobs
due to fulfilling basic needs (Mahfooz et al., 2017).
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5. Discussion and Conclusion

This chapter briefly discusses the overall explanation for the study and conclude with the
finding and areas for future research. The overall agenda of this chapter is to discuss the
results, its theoretical implications of how it can impact the workplace and operations of an
organization.

5.1 Review of Research Questions:

To discuss the research questions and their results extensively, it is important to briefly discuss
the questions and its related hypothesis followed by the discussion to clarity issues related and
explain further.

5.1.1 Research Question 1

Rql: What impact do Contextual Characteristics have on Workplace Ostracism?

Contextual characters such as Abusive Supervision and Supervisor Support plays a significant
impact on developing or reducing the Ostracism (Hypothesis 1 and 2). Abusive supervision
dominates in driving the working culture towards supervisor dominant culture with not or very
less communicational freedom (Mawritz, Mayer, Hoobler, Wayne & Marinova, 2012). The
extent to which the Abusive supervision undermines the freedom of communication and allow
the factor of insult, abuse and demotivation are quite devastating (Tepper, Simon & Park,
2017). Not only this, but the overall working culture also neglect the issues related to abuse
and insult and for some working cultures, it's usual and necessary (Tepper, 2000). Whereas,
Supervisor Support balances the argument and provides space to the employees to help them
out and provide support (Hammer, Wan, Brockwood, Bodner & Mohr, 2019). It not only
respects the difference of culture, race and background but also provide mental support to the
workers who need a bit of motivation and encouragement (Gordon, Tang, Day & Adler, 2019).
While testing the voice as a factor, the insignificance was found which tends to declare that it
can be due to the no or minimum support within the organizational context that did not help in
predicting it. It can also be due to the respondent not sure if the data can be approached to their
supervisor who can look at it. As Pakistani culture is still quite centralized, therefore, these
issues can be found consistently in other studies. These are a few elements that contextual
characteristics present to the overall study (Mushtaq, 2009).

5.1.2 Research Question 2

Rq 2: How does power distance moderate the relationship between Contextual
Characteristics and Workplace Ostracism?

The moderation of power distance reveals important aspects of working culture and as the study
presents two different cultures, it is more revealing than. Previous studies discuss the effect of
centralized and decentralized structures on communication, supervision and support. As
discussing two different countries, the contexts discusses that employees always support
communication no matter wherever they work (Kirkman et al., 2009). They tend to argue that
once the top management is uprooted or disconnected to the employees, they go far from
knowing the changes in working culture and hence the power on top separates the employees
from management (Bochner & Hesketh, 1994). It not only makes the distance lengthier but
also creates a gap between the management and employees which is quite undue to many
researchers. The departmental stores of Pakistan are most commonly busiest places with few
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employees to handle many areas and therefore work pressure can be recognized on the
employees (Lian, Ferris & Brown, 2012). To ostracism, the wide communication gap is
favourable where there is a slight chance for the employee to report the grievances at the
workplace (Lian et al., 2012). This study approves that power distance has significant
moderation between contextual variables and ostracism except for the voice behaviour as that
proved to be insignificant (hypothesis 4).

5.1.3 Research Question 3

Rq 3: What impact does Workplace Ostracism have on Personal Outcomes?

As hypothesis 7, 8 and 9 declares the relationship of workplace ostracism with the personal
outcomes, the explanation discusses underlining matters. The study suggests that ostracism not
only decrease the quality of health but it also exerts pressure on a person’s mental and physical
capacity (Zheng, Yang, Ngo, Liu & Jiao, 2016). At a workplace where employees from
different background work together, Ostracism can certainly impact their lives if they work in
a pressurized and tough working environment (Ramsey & Jones, 2015). To some extent, there
are different rules of working in comparison to Pakistan and Sweden. In Sweden, you can work
as a part-time with fewer working hours whereas, in Pakistan, part-timers are not welcomed
(Faisal, Bashir, Qazi, Uzmi & Dogar, 2018). Which also summarize that there is a certain
impact of pressure and within a different context and therefore, a huge difference of how this
pressure would affect the employees. More importantly, the workers usually can not complain
in both circumstances however, can leave the workplace to find better alternatives (Ramsey &
Jones, 2015). This is also linked to working conditions of different countries and how jobs are
easy or hard to obtain.

5.1.4 Research Question 4

Rq 4: How does Workplace Ostracism affect employees Turnover Intentions?

The hypothesis connected to this research question (hypothesis 10) is approved as significant
and accepted. This also clarifies that due to positive figures of the regression weights, ostracism
increases the chances of turnover intentions. More specifically, as ostracism elevates stress and
anxiety it increases turnover intentions of the employee (Wang et al., 2020). By considering
the contextual characteristics of the data, one can understand the accumulation of pressure and
anxiety that tends to put an employee in a situation to leave the workplace or intent to leave
(Turkoglu & Dalgic, 2019). This also weights on how different organization culture impacts
over employee’s stress and how an employee reacts to it. More importantly, the study discusses
that employees do not always leave organizations due to unintended pressure but due to
negative environment that tends to create mental distress and obvious working issues (Wu, Wei
& Hui, 2011). The research question also unveils that if any organization is going through such
issues of ostracism, they have to check their employee turnover in unusual times (other than
summers). This can clarify the overall impact of the impact of ostracism and related issues on
employees’ intentions to leave.

5.1.5 Research Question 5

Rq 5: How do Employment Opportunities moderate the relationship of Turnover Intentions
and Workplace Ostracism?
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This question is related to hypothesis 6 which was already clarified in the fourth chapter with
discussion. However, there are a few issues related to employment opportunities that can be
further discussed with reference. The overall issue related to the employment opportunities is
its insignificance which was declared during the testing. This refers to the overall discussion
on how the job opportunities lie in between. As the survey was done under the times of COVID-
19, this made difference as the result were insignificant and therefore could not scrutinize the
overall issues related to job opportunities in both countries. Ahmed and Ahsan (2011) discuss
the amount of opportunities employees have within the service sector in Pakistan and more
specifically within the department store. As the department stores started to branch out more
from 2004 to 2010, therefore the job opportunities are reached to the saturation point up till
now (Daniel, Ashar, IThsan-ur-Rehman, Shahbaz, 2012).

5.2 Conclusion:

The study discusses the exploratory effect of different having a combination of relationship to
the workplace Ostracism. The study highlights the importance of considering the factors that
can help in increasing the value of organizational development by adding the elements of
Supervisor’s Support and helping the employees with their tasks (Tepper, 2000). The support
from management not only uplift the productivity of the employees but also help them to
connect with the team and work together in harmony with the rest of the employees. It also
helps the organization to bound together and accomplish the goals with synergy. As the
supervisor is followed for every turn and moves, he/she makes, therefore they must be well
educated and trained and possess a sense of responsibility to support the operational team who
acts as the face of the organization. Especially in departmental stores where the service, quality
availability and price make the difference, it’s important to have a supervisor that creates a
better working scenario for the working team to produce better and manageable results
(Durrani, 2019). Similarly, it is also essential to listen to the employees on the matter in what
level they are. If their voices are counted, they can drive those ideas which are simple but effect
for the organization that can be further processed and made better through planning. To give a
sense of organizational identity to the employees, it is important that their suggestion, views
and opinions are to have listened.

Similarly, it is important to keep ill factors away from the organizational culture. These ill
cultures include use of abusive/foul language, harassment, shouting and so on. If these things
are initiated by employees, the supervisor needed to nip it in the bud. However, it is quite more
destructive if it is initiated by the supervisor or the team leader at the workplace. This can only
be controlled through strict policies of the organization which does not bear any of these
behaviours for their employees. Additionally, Ostracism does not only spread by the few
employees or management, but it is due to the supportive environment which silences the
voices to raise and discuss the matters in open and close doors (Baumeister and Leary, 1995).
What more important is to understand how easy it is to discuss issues with the higher authority
or top management. The countries where the distance of power is high, it is impossible to lead
the suggestions to the top if supervisors and managers do not support (Fiest et al., 2017; Ferris
et al., 2015). Countries such as Pakistan, it is evident through literature that ostracism most of
the time goes unnoticed (Ferris et al. 2008; Ferris et al., 2017).

The injurious organizational environment is not only worse for the employees but it is
collectively damaging to the whole organization. The effect of this environment not only affect
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an employee on a personal level but also affect its health and mental capacity. An employee
who spends almost half of his/her day at the workplace and goes through ostracism, will not
only affect his personality but also his health. This can result in any form of deviance which
can provide him/her to get rid of it even for some time. This also results in leaving the
workplace without any notice and not mentioning to the higher authorities of what made them
take the decision. Therefore, when the business models are drawn, it is important to see if the
contents are in the act or they are only the part of the value system. Similarly, as the
employment situation is quite complex due to the pandemic, it is important to see how things
affect the organization and its workforce.

This study delved into the details of what causes ostracism and how it affects the employees
personal/mental health and decisions to stay leave the organization. At any case, this is not
favourable for both employee and organization however it is important for an organization to
look into the details of what does their working culture is all about. This study connected all
its questions to the hypothesis which defined its literature background and data analysis to
discuss the practical implication of the study.

5.3 Recommendation:

There are certain practical implications and recommendations which are highlighted in the
study that can not only aid the researcher but it will further help the practitioners to follow and
implement. These points are discussed below:

e Trust: It is important to build trust within employees through the culture that if any
incident happens to any employee and the matter is discussed with HR or higher
authorities, it would not be revealed to the one against whom the complaint is made.

o Impartiality: The organization needs to remain impartial when discussing issues related
to the supervisor, team heads or employees. Anyone, within an organization, can be
penalized even if it is a part of top management.

e Harmony: The organizational culture can only be built with the notion of equality and
belongingness if the employees are given the same importance as supervisors and other
management. As the supervisor needs to support the employees, the supervisors must
be equally supported in the same way.

e Daily progress report: When one-sided opinion or view has listened, it always draws it
to hide the issues and reasons behind unwanted behaviour. The daily report must be
filled by the junior and senior workers at the store with the change in responsibility to
report. This will not only help the area heads to see their branch from a holistic view.

5.4 Areas for Future Research:

As this study was concentrated within service sectors such as departmental stores and grocery
stores around the two different countries. The future researchers can lead their way through
applying the same model in the restaurant section of the service industry. Similarly, as the time
and resources were limited, therefore the study could not be applied in different countries. A
wide range of different countries around the world can be chosen based on cultural differences,
power distance (hierarchy levels) and other variables to test the effect of the model in certain
different conditions.

46



References:

Articles

Ahmed, A., & Ahsan, H. (2011). Contribution of services sector in the economy of
Pakistan. Working Papers & Research Reports, 201 1.

Akbar, A., & Akhter, W. (2011). Faculty stress at higher education: A study on the business
schools of Pakistan. World Academy of Science, 73, 1089-1093.

Amiri, P., Deihim, T., Taherian, R., Karimi, M., Gharibzadeh, S., Asghari-Jafarabadi, M., ... &
Azizi, F. (2015). Factors affecting gender differences in the association between health-related
quality of life and metabolic syndrome components: Tehran lipid and glucose study. PLoS
One, 10(12).

Anjum, A., Ming, X., Siddiqi, A. F., & Rasool, S. F. (2018). An empirical study analyzing job
productivity in toxic workplace environments. International journal of environmental research
and public health, 15(5), 1035.

Appelbaum, N. P., Lockeman, K. S., Orr, S., Huff, T. A., Hogan, C. J., Queen, B. A., & Dow,
A. W. (2020). Perceived influence of power distance, psychological safety, and team
cohesion on team effectiveness. Journal of Interprofessional Care, 34(1), 20-26.

Allen, D. G., Weeks, K. P., & Moffitt, K. R. (2005). Turnover intentions and voluntary
turnover: the moderating roles of self-monitoring, locus of control, proactive personality, and
risk aversion. Journal of Applied Psychology, 90(5), 980.

Aron, A., & Aron, E. N. (2002). Statistics for the behavioral and social sciences. Prentice Hall
Press.

Ashraf, M., Ahmad, N., & Haider, S. (2016). Antecedents of turnover intentions: a study of
Karachi business schools. Journal of Business Studies, 12(1), 139-156.

Avery, D. R., & Quifiones, M. A. (2002). Disentangling the effects of voice: the incremental
roles of opportunity, behavior, and instrumentality in predicting procedural fairness. Journal
of Applied Psychology, 87(1), 81.

Bandura, A., & Locke, E. A. (2003). Negative self-efficacy and goal effects
revisited. Journal of applied psychology, 88(1), 87.

Bandura, A. (2010). Self-efficacy. The Corsini encyclopedia of psychology, 1-3.

Baumeister, R. F., & Leary, M. R. (1995). The need to belong: desire for interpersonal
attachments as a fundamental human motivation. Psychological bulletin, 117(3), 497.

Benesty, J., Chen, J., Huang, Y., & Cohen, I. (2009). Pearson correlation coefficient. In Noise
reduction in speech processing (pp. 1-4). Springer, Berlin, Heidelberg.

Bilal, A. R., Fatima, T., & Imran, M. K. (2019). Why ostracized full-time faculty should not
be labeled as “low performer”? A qualitative insight from higher education in
Pakistan. Journal of Applied Research in Higher Education.

47



Bishara, A. J., & Hittner, J. B. (2012). Testing the significance of a correlation with
nonnormal data: comparison of Pearson, Spearman, transformation, and resampling
approaches. Psychological methods, 17(3), 399.

Brinsfield, C. T., Edwards, M. S., & Greenberg, J. (2009). Voice and silence in organizations:
Historical review and current conceptualizations. Voice and silence in organizations, 1.

Boshier, R., & Johnson, D. (1974). Does conviction affect employment opportunities. Brit. J.
Criminology, 14, 264.

Bochner, S., & Hesketh, B. (1994). Power distance, individualism/collectivism, and job-related
attitudes in a culturally diverse work group. Journal of cross-cultural psychology, 25(2), 233-
257.

Brackett, M. A., Rivers, S. E., & Salovey, P. (2011). Emotional intelligence: Implications for
personal, social, academic, and workplace success. Social and Personality Psychology
Compass, 5(1), 88-103.

Buera, F., Fattal-Jaef, R., Neumeyer, A., & Shin, Y. (2020). The economic ripple effects of
COVID-19. Unpublished manuscript. Available at the World Bank Development Policy and
COVID-19—eSeminar Series.

Butts, M. M., Becker, W. J., & Boswell, W. R. (2015). Hot buttons and time sinks: The effects
of electronic communication during nonwork time on emotions and work-nonwork
conflict. Academy of Management Journal, 58(3), 763-788.

Campbell, D. T., & Fiske, D. W. (1959). Convergent and discriminant validation by the
multitrait-multimethod matrix. Psychological bulletin, 56(2), 81.

Carter-Sowell, A. R., Chen, Z., & Williams, K. D. (2008). Ostracism increases social
susceptibility. Social Influence, 3(3), 143-153.

Chan, M. E., & McAllister, D. J. (2014). Abusive supervision through the lens of employee
state paranoia. Academy of Management Review, 39(1), 44-66.

Chao, M. T. (1982). A general purpose unequal probability sampling plan. Biometrika, 69(3),
653-656.

Choi, Y. (2019). Organizational Control Policy, Information Security Deviance, and
Moderating Effect of Power Distance Orientation: Organizational Control Policy and
Information Security Deviance. International Journal of Cyber Behavior, Psychology and
Learning (IJCBPL), 9(3), 48-60.

Cortina, L. M., Magley, V. J., Williams, J. H., & Langhout, R. D. (2001). Incivility in the
workplace: Incidence and impact. Journal of occupational health psychology, 6(1), 64.

Cummins, R. A., Eckersley, R., Pallant, J., Van Vugt, J., & Misajon, R. (2003). Developing a
national index of subjective wellbeing: The Australian Unity Wellbeing Index. Social
indicators research, 64(2), 159-190.

Davis, L. (2019). The Need for Emotional Intelligence in the Workplace.

48



De Clercq, D., Haq, I. U., & Azeem, M. U. (2019). Workplace ostracism and job
performance: roles of self-efficacy and job level. Personnel Review.

Di Martino, V. (2003). Relationship between work stress and workplace violence in the
health sector. Geneva: ILO.

Dodge, R., Daly, A. P., Huyton, J., & Sanders, L. D. (2012). The challenge of defining
wellbeing. International journal of wellbeing, 2(3).

Donald E. Lustenberger & Carolyn M. Jagacinski (2010) Exploring the Effects of Ostracism
on Performance and Intrinsic Motivation, Human Performance, 23:4, 283-
304, DOI: 10.1080/08959285.2010.501046

Dupré, K. E., Inness, M., Connelly, C. E., Barling, J., & Hoption, C. (2006). Workplace
aggression in teenage part-time employees. Journal of Applied Psychology, 91(5), 987.

Durrani, T. I. K. (2019). Factors Affecting Teacher’s Performance: Evidence from Private
Secondary Schools of Karachi. RADS Journal of Business Management, 1(2), 67-77.

Faisal, A. B., Bashir, H. M., Qazi, I. A., Uzmi, Z., & Dogar, F. R. (2018, December). Workload
adaptive flow scheduling. In Proceedings of the 14th International Conference on emerging
Networking EXperiments and Technologies (pp. 241-253).

Fatima, A. (2016). Impact of workplace ostracism on counter productive work behaviors:
Mediating role of job satisfaction. Abasyn University Journal of Social Sciences, 9(2), 388-
408.

Ferris, D. L., Lian, H., Brown, D. J., & Morrison, R. (2015). Ostracism, self-esteem, and job
performance: When do we self-verify and when do we self-enhance?. Academy of Management
Journal, 58(1), 279-297.

Ferris, D. L., Brown, D. J., Berry, J. W., & Lian, H. (2008). The development and validation
of the Workplace Ostracism Scale. Journal of Applied Psychology, 93(6), 1348.

Ferris, D. L., Chen, M., & Lim, S. (2017). Comparing and contrasting workplace ostracism
and incivility. Annual Review of Organizational Psychology and Organizational Behavior, 4,
315-338.

Fida, M. K., Khan, M. Z., & Safdar, A. (2019). Job Satisfaction in Banks: Significance of
Emotional Intelligence and Workplace Environment.

Fiset, J., Al Hajj, R., & Vongas, J. G. (2017). Workplace ostracism seen through the lens of
power. Frontiers in psychology, 8, 1528.

Fornell, C., & Larcker, D. F. (1981). Structural Equation Models with Unobservable Variables
and Measurement Error: Algebra and Statistics. Journal of Marketing Research, 18(3), 382—
388.

Fowler, K., Wareham-Fowler, S., & Barnes, C. (2013). Social context and depression severity
and duration in Canadian men and women: exploring the influence of social support and sense
of community belongingness. Journal of Applied Social Psychology, 43, E85-E96.

49



Fox, S., & Stallworth, L. E. (2005). Racial/ethnic bullying: Exploring links between bullying
and racism in the US workplace. Journal of vocational behavior, 66(3), 438-456.

FS, R. (1991). Impact and potential use of attitude and other modifying variables in reducing
community reaction to noise. Transportation Research Record, 1312, 109.

Gong, Z., Van Swol, L., Xu, Z., Yin, K., Zhang, N., Gilal, F. G., & Li, X. (2019). High-
power distance is not always bad: Ethical leadership results in feedback Seeking. Frontiers in
psychology, 10.

Gordon, S., Tang, C. H. H., Day, J., & Adler, H. (2019). Supervisor support and turnover in
hotels. International Journal of Contemporary Hospitality Management.

Goolaup, S., & Ismayilov, T. (2012). The influence of power distance on leadership behaviours
and styles: Case studies of Japanese and French companies operating in Sweden.

Griffin, M. A., Patterson, M. G., & West, M. A. (2001). Job satisfaction and teamwork: The
role of supervisor support. Journal of Organizational Behavior: The International Journal of
Industrial, Occupational and Organizational Psychology and Behavior, 22(5), 537-550.

Gruter, M., & Masters, R. D. (1986). Ostracism as a social and biological phenomenon: An
introduction.

Guerrieri, V., Lorenzoni, G., Straub, L., & Werning, 1. (2020). Macroeconomic Implications
of COVID-19: Can Negative Supply Shocks Cause Demand Shortages? (No. w26918).
National Bureau of Economic Research.

Gul, H., Usman, M., Liu, Y., Rehman, Z., & Jebran, K. (2018). Does the effect of power
distance moderate the relation between person-environment fit and job satisfaction leading to
job performance? Evidence from Afghanistan and Pakistan. Future Business Journal, 4(1), 68-
83.

Igbaria, M., & Greenhaus, J. H. (1992). Determinants of MIS employees' turnover intentions:
a structural equation model. Communications of the ACM, 35(2), 34-49.

Hammer, L. B., Wan, W. H., Brockwood, K. J., Bodner, T., & Mohr, C. D. (2019).
Supervisor support training effects on veteran health and work outcomes in the civilian
workplace. Journal of Applied Psychology, 104(1), 52.

Haq, I. U. (2014, June). Workplace ostracism and job outcomes: Moderating effects of
psychological capital. In Human capital without borders: Knowledge and learning for quality

of life: Proceedings of the management, knowledge and learning international
conference (Vol. 2014).

Harris, M. M., & Fink, L. S. (1987). A field study of applicant reactions to employment
opportunities: Does the recruiter make a difference?. Personnel Psychology, 40(4), 765-784.

Harris, K. J., Kacmar, K. M., & Zivnuska, S. (2007). An investigation of abusive supervision
as a predictor of performance and the meaning of work as a moderator of the
relationship. The leadership quarterly, 18(3), 252-263.

50



Hirshleifer, D., & Rasmusen, E. (1989). Cooperation in a repeated prisoners' dilemma with
ostracism. Journal of Economic Behavior & Organization, 12(1), 87-106.

Holinka, C. (2015). Stress, emotional intelligence, and life satisfaction in college
students. College Student Journal, 49(2), 300-311.

Hoobler, J. M., & Brass, D. J. (2006). Abusive supervision and family undermining as
displaced aggression. Journal of Applied Psychology, 91(5), 1125.

Hoobler, J. M., & Hu, J. (2013). A model of injustice, abusive supervision, and negative
affect. The Leadership Quarterly, 24(1), 256-269.

Howard, M. C., Cogswell, J. E., & Smith, M. B. (2019). The antecedents and outcomes of
workplace ostracism: A meta-analysis. Journal of applied psychology.

Hsiung, H. H. (2012). Authentic leadership and employee voice behaviour: A multi-level
psychological process. Journal of business ethics, 107(3), 349-361.

Hu, L. T., & Bentler, P. M. (1999). Cutoff criteria for fit indexes in covariance structure
analysis: Conventional criteria versus new alternatives. Structural equation modeling: a
multidisciplinary journal, 6(1), 1-55.

Jahanzeb, S., & Fatima, T. (2018). How workplace ostracism influences interpersonal
deviance: The mediating role of defensive silence and emotional exhaustion. Journal of
business and psychology, 33(6), 779-791.

Jiang, J. J., & Klein, G. (1999). Supervisor support and career anchor impact on the career
satisfaction of the entry-level information systems professional. Journal of management
information systems, 16(3), 219-240.

Kalidass, A., & Bahron, A. (2015). The relationship between perceived supervisor support,
perceived organizational support, organizational commitment and employee turnover
intention. International Journal of Business Administration, 6(5), 82.

Karasek, R. A., Triantis, K. P., & Chaudhry, S. S. (1982). Coworker and supervisor support
as moderators of associations between task characteristics and mental strain. Journal of
Organizational Behavior, 3(2), 181-200.

Katz, J. H. (1985). The sociopolitical nature of counseling. The counseling psychologist, 13(4),
615-624.

Kent, G., & Gibbons, R. (1987). Self-efficacy and the control of anxious cognitions. Journal
of Behavior Therapy and Experimental Psychiatry, 18(1), 33-40.

Kirkman, B. L., Chen, G., Farh, J. L., Chen, Z. X., & Lowe, K. B. (2009). Individual power
distance orientation and follower reactions to transformational leaders: A cross-level, cross-
cultural examination. Academy of Management Journal, 52(4), 744-764.

Klayman, J., & Ha, Y. W. (1987). Confirmation, disconfirmation, and information in
hypothesis testing. Psychological review, 94(2), 211.

51



Klein, J. F., & Hood, S. B. (2004). The impact of stuttering on employment opportunities and
job performance. Journal of fluency disorders, 29(4), 255-273.

Lambert, E., & Hogan, N. (2009). The importance of job satisfaction and organizational
commitment in shaping turnover intent: A test of a causal model. Criminal Justice
Review, 34(1), 96-118.

Lancaster, J. B. (1986). Primate social behavior and ostracism. Ethology and
Sociobiology, 7(3-4), 215-225.

Leck, J. D., & Saunders, D. M. (1992). Hirschman's loyalty: attitude or behavior?. Employee
Responsibilities and Rights Journal, 5(3), 219-230.

LePine, J. A., & Van Dyne, L. (1998). Predicting voice behavior in work groups. Journal of
applied psychology, 83(6), 853.

Leung, A. S., Wu, L. Z., Chen, Y. Y., & Young, M. N. (2011). The impact of workplace
ostracism in service organizations. International Journal of Hospitality Management, 30(4),
836-844.

Levy, S., & Guttman, L. (1975). On the multivariate structure of wellbeing. Social Indicators
Research, 2(3), 361-388.

Lian, H., Ferris, D. L., & Brown, D. J. (2012). Does power distance exacerbate or mitigate
the effects of abusive supervision? It depends on the outcome. Journal of Applied
Psychology, 97(1), 107.

Li, C. F., & Tian, Y. Z. (2016). Influence of workplace ostracism on employee voice
behavior. American Journal of Mathematical and Management Sciences, 35(4), 281-296.

Lim, S., Cortina, L. M., & Magley, V. J. (2008). Personal and workgroup incivility: impact
on work and health outcomes. Journal of applied psychology, 93(1), 95.

Liu, W., Zhu, R., & Yang, Y. (2010). I warn you because I like you: Voice behavior,
employee identifications, and transformational leadership. The Leadership Quarterly, 21(1),
189-202.

Lunenburg, F. C. (2011). Self-efficacy in the workplace: Implications for motivation and
performance. International journal of management, business, and administration, 14(1), 1-6.

Lustenberger, D. E., & Williams, K. W. (2009). Ostracism in organizations. Voice and
silence in organizations, 245-274.

Lyu, Y., & Zhu, H. (2019). The predictive effects of workplace ostracism on employee
attitudes: A job embeddedness perspective. Journal of Business Ethics, 158(4), 1083-1095.

Mahfooz, Z., Arshad, A., Nisar, Q. A., Ikram, M., & Azeem, M. (2017). Does workplace
incivility & workplace ostracism influence the employees’ turnover intentions? Mediating
role of burnout and job stress & moderating role of psychological capital. International
Journal of Academic Research in Business and Social Sciences, 7(8), 398-413.

52



Malik, S., & Noreen, S. (2015). Perceived organizational support as a moderator of affective

well-being and occupational stress. Pakistan Journal of Commerce and Social Sciences
(PJCSS), 9(3), 865-874.

Marsh, H. W., Liidtke, O., Muthén, B., Asparouhov, T., Morin, A. J., Trautwein, U., &
Nagengast, B. (2010). A new look at the big five factor structure through exploratory
structural equation modeling. Psychological assessment, 22(3), 471.

Mathisen, G. E., Einarsen, S., & Mykletun, R. (2011). The relationship between supervisor
personality, supervisors’ perceived stress and workplace bullying. Journal of Business
Ethics, 99(4), 637-651.

Matsson, A. (2019). The phenomenon of Ostracism in workplace bullying and it's motive
within Human Service Organizations in Sweden. In European Association of Work and
Organizational Psychology (EAWOP) Congress.

Matthews, G., Zeidner, M., & Roberts, R. D. (2004). Emotional intelligence: Science and
myth. MIT press.

Mawritz, M. B., Mayer, D. M., Hoobler, J. M., Wayne, S. J., & Marinova, S. V. (2012). A
trickle-down model of abusive supervision. Personnel Psychology, 65(2), 325-357.

Mitchell, M. S., & Ambrose, M. L. (2007). Abusive supervision and workplace deviance and
the moderating effects of negative reciprocity beliefs. Journal of Applied Psychology, 92(4),
1159.

Morrison, E. W. (2011). Employee voice behavior: Integration and directions for future
research. Academy of Management annals, 5(1), 373-412.

Mushtaq, M. (2009). Managing Ethnic diversity and federalism in Pakistan. European Journal
of Scientific Research, 33(2), 279-294.

Naseem, K. (2018). Job stress, happiness and life satisfaction: The moderating role of
emotional intelligence empirical study in Telecommunication Sector Pakistan. J. Soc. Sci, 4(1),
7-14.

Nasir, N., Khalig, C. A., & Rehman, M. (2017). An empirical study on the resilience of
emotionally intelligent teachers to ostracism and counterproductive work behaviors in context
of the higher educational sector of Pakistan. Global Management Journal for Academic &
Corporate Studies, 7(1), 130.

Neves, P., & Cunha, M. P. e. (2018). Exploring a model of workplace ostracism: The value of
coworker  humor. International ~ Journal of Stress Management, 25(4), 330—
347. https://doi.org/10.1037/str0000069

Nezlek, J. B., Wesselmann, E. D., Wheeler, L., & Williams, K. D. (2012). Ostracism in
everyday life. Group Dynamics: Theory, Research, and Practice, 16(2), 91.

Nunnally, J. C., & Bernstein, I. H. (1978). Psychometric Theory McGraw-Hill New York. The
role of university in the development of entrepreneurial vocations: a Spanish study.

53



O'Leary-Kelly, S. W., & J. Vokurka, R. (1998). The empirical assessment of construct
validity. Journal of operations management, 16(4), 387-405.

O'Reilly, J., Robinson, S. L., Berdahl, J. L., & Banki, S. (2015). Is negative attention better
than no attention? The comparative effects of ostracism and harassment at
work. Organization Science, 26(3), 774-793.

O'Reilly III, C. A., Chatman, J., & Caldwell, D. F. (1991). People and organizational culture:
A profile comparison approach to assessing person-organization fit. Academy of management
journal, 34(3), 487-516.

Parasuraman, S. (1982). Predicting turnover intentions and turnover behavior: A multivariate
analysis. Journal of Vocational Behavior, 21(1), 111-121.

Prudon, P. (2015). Confirmatory Factor Analysis as a Tool in Research Using
Questionnaires: A Critique, Comprehensive Psychology.

Ramsey, A. T., & Jones, E. E. (2015). Minding the interpersonal gap: Mindfulness-based
interventions in the prevention of ostracism. Consciousness and Cognition, 31, 24-34.

Ragin, C. C., & Amoroso, M. L. (1994). Constructing social research: Sociology for a new
century.

Rath, T., Harter, J. K., & Harter, J. (2010). Wellbeing: The five essential elements. Simon and
Schuster.

Reio, T. G. (2010). The Threat of Common Method Variance Bias to Theory
Building. Human Resource Development Review, 9(4), 405—-411.

Robinson, M. D., Persich, M. R., Stawicki, C., & Krishnakumar, S. (2019). Deviant
Workplace Behavior as Emotional Action: Discriminant and Interactive Roles for Work-
Related Emotional Intelligence. Human Performance, 32(5), 201-219.

Rudy, B. M., Davis II1, T. E., & Matthews, R. A. (2012). The relationship among self-efficacy,
negative self-referent cognitions, and social anxiety in children: A multiple mediator
model. Behavior Therapy, 43(3), 619-628.

Ruffin, R. (2002). David Ricardo's discovery of comparative advantage. History of political
economy, 34(4), 727-748.

Sadia Jahanzeb, Tasneem Fatima & M Abdur Rahman Malik (2018) Supervisor ostracism
and defensive silence: a differential needs approach, European Journal of Work and
Organizational Psychology, 27:4, 430-440,

Sarason, 1. G. (1984). Stress, anxiety, and cognitive interference: reactions to tests. Journal of
personality and social psychology, 46(4), 929.

Salovey, P., & Mayer, J. D. (1990). Emotional intelligence. Imagination, cognition and
personality, 9(3), 185-211.

Sarfraz, M., Qun, W., Sarwar, A., Abdullah, M. 1., Imran, M. K., & Shafique, I. (2019).
Mitigating effect of perceived organizational support on stress in the presence of workplace

54



ostracism in the Pakistani nursing sector. Psychology research and behavior
management, 12, 839.

Schopp, L. H., Bike, D. H., Clark, M. J., & Minor, M. A. (2015). Act Healthy: promoting
health behaviors and self-efficacy in the workplace. Health education research, 30(4), 542-
553.

Schunk, D. H. (1991). Self-efficacy and academic motivation. Educational
psychologist, 26(3-4), 207-231.

Schachter, S. (1951). Deviation, rejection, and communication. 7he Journal of Abnormal and
Social Psychology, 46(2), 190.

Schumacker, R. E., & Lomax, R. G. (2004). A beginner's guide to structural equation
modeling. psychology press.

Schumacker, R. E., & Lomax, R. G. (2010). A Beginner’s Guide to. Structural Equation
Modeling (3rd Edition), New York: Taylor & Francis Group.

Schwarzer, R. (2014). Self-efficacy: Thought control of action. Taylor & Francis.

Scott, K. L., & Duffy, M. K. (2015). Antecedents of workplace ostracism: New directions in
research and intervention. Mistreatment in organizations, 13, 137-165.

Shahid, M. N., Latif, K., Sohail, N., & Ashraf, M. A. (2011). Work stress and employee
performance in banking sector evidence from district Faisalabad, Pakistan. Asian Journal of
Business and Management Sciences, 1(7), 38-47.

Sherer, M., Maddux, J. E., Mercandante, B., Prentice-Dunn, S., Jacobs, B., & Rogers, R. W.
(1982). The self-efficacy scale: Construction and validation. Psychological reports, 51(2),
663-671.

Shogren, K. A., & Rojahn, J. (2003). Convergent reliability and validity of the Questions
About Behavioral Function and the Motivation Assessment Scale: A replication
study. Journal of Developmental and Physical Disabilities, 15(4), 367-375.

Sinha, P. (2000). Determination of reliability of estimations obtained with survey research: a
method of simulation. International Journal of Market Research, 42(3), 1-6.

Slaski, M., & Cartwright, S. (2002). Health, performance and emotional intelligence: An
exploratory study of retail managers. Stress and Health: Journal of the International Society
for the Investigation of Stress, 18(2), 63-68.

Snoek, J. D. (1962). Some effects of rejection upon attraction to a group. The Journal of
Abnormal and Social Psychology, 64(3), 175.

Steptoe, A., Deaton, A., & Stone, A. A. (2015). Subjective wellbeing, health, and ageing. The
Lancet, 385(9968), 640-648.

Sulea, C., Filipescu, R., Horga, A., Ortan, C., & Fischmann, G. (2012). Interpersonal
mistreatment at work and burnout among teachers. Cognition, Brain, Behavior: An
Interdisciplinary Journal, 16(4), 553-570.

55



Tasmin, R., & Woods, P. C. (2008). Linking knowledge management and innovation: A
structural equation modeling approach.

Tavakol, M., & Dennick, R. (2011). Making sense of Cronbach's alpha. International journal
of medical education, 2, 53-55. https://doi.org/10.5116/ijme.4dfb.8dfd

Teiger, C., & Bernier, C. (1992). Ergonomic analysis of work activity of data entry clerks in
the computerized service sector can reveal unrecognized skills. Women & health, 18(3), 67-77.

Tepper, B. J. (2000). Consequences of abusive supervision. Academy of management
Jjournal, 43(2), 178-190.

Tepper, B. J. (2007). Abusive supervision in work organizations: Review, synthesis, and
research agenda. Journal of management, 33(3), 261-289.

Tepper, B. J., Duffy, M. K., & Shaw, J. D. (2001). Personality moderators of the relationship
between abusive supervision and subordinates' resistance. Journal of Applied Psychology,
86(5), 974-983.

Tepper, B. J., Simon, L., & Park, H. M. (2017). Abusive supervision. Annual Review of
Organizational Psychology and Organizational Behavior, 4, 123-152.

Turkoglu, N., & Dalgic, A. (2019). Ruminative thought style and workplace ostracism’s
effects on hotel employees’ turnover intention: the mediating effect of organisational
identification. Tourism & Management Studies, 15(3), 17-26.

Van Beest, I., & Williams, K. D. (2006). When inclusion costs and ostracism pays, ostracism
still hurts. Journal of personality and social psychology, 91(5), 918.

Van Daal, T., Donche, V., & De Maeyer, S. (2014). The impact of personality, goal
orientation and self-efficacy on participation of high school teachers in learning activities in
the workplace. Vocations and learning, 7(1), 21-40.

Vandenberg, R. J., & Nelson, J. B. (1999). Disaggregating the motives underlying turnover
intentions: When do intentions predict turnover behavior?. Human relations, 52(10), 1313-
1336.

Walumbwa, F. O., & Schaubroeck, J. (2009). Leader personality traits and employee voice
behavior: mediating roles of ethical leadership and work group psychological safety. Journal
of applied psychology, 94(5), 1275.

Wang, H. Y., & Liu, Y. F. (2013). A review of frontier research on workplace ostracism and
future prospects. Foreign Economics and Management, 35(5), 31-39.

Wang, Z., Du, J., Yu, M., Meng, H., & Wu, J. (2020). Abusive supervision and newcomers’
turnover intention: a perceived workplace ostracism perspective. The Journal of General
Psychology, 1-16.

Warburton, W. A., Williams, K. D., & Cairns, D. R. (2006). When ostracism leads to
aggression: The moderating effects of control deprivation. Journal of Experimental Social
Psychology, 42(2), 213-220.

56



Wasti, S. A. (2003). Organizational commitment, turnover intentions and the influence of
cultural values. Journal of Occupational and organizational Psychology, 76(3), 303-321.

Williams, K. D. (1997). Social ostracism. In Aversive interpersonal behaviours (pp. 133-170).
Springer, Boston, MA.

Williams, K. D., & Sommer, K. L. (1997). Social ostracism by coworkers: Does rejection
lead to loafing or compensation?. Personality and Social Psychology Bulletin, 23(7), 693-
706.

Williams, K. D. (2007). Ostracism. Annual. Rev. Psychol., 58, 425-452.

Withey, M. J., & Cooper, W. H. (1989). Predicting exit, voice, loyalty, and
neglect. Administrative science quarterly, 521-539.

Wu, W., Qu, Y., Zhang, Y., Hao, S., Tang, F., Zhao, N., & Si, H. (2019). Needs frustration
makes me silent: Workplace ostracism and newcomers’ voice behavior. Journal of
Management & Organization, 25(5), 635-652.

Wu, L., Wei, L., & Hui, C. (2011). Dispositional antecedents and consequences of workplace
ostracism: An empirical examination. Frontiers of Business Research in China, 5(1), 23-44.

Wu, C. H., Liu, J., Kwan, H. K., & Lee, C. (2016). Why and when workplace ostracism
inhibits organizational citizenship behaviors: An organizational identification
perspective. Journal of Applied Psychology, 101(3), 362.

Yang, Q., & Wei, H. (2018). The impact of ethical leadership on organizational citizenship
behavior: The moderating role of workplace ostracism. Leadership & Organization
Development Journal, 39(1), 100-113.

Yan, Y., Zhou, E., Long, L., & Ji, Y. (2014). The influence of workplace ostracism on
counterproductive work behaviour: The mediating effect of state self-control. Social Behaviour
and Personality: an international journal, 42(6), 881-890.

Yin, K., & Liu, Y. R. (2013). Workplace ostracism and turnover intention: The roles of
organizational identification and career resilience. Soft Science, 27(4), 121-124.

Zellars, K. L., Tepper, B. J., & Dufty, M. K. (2002). Abusive supervision and subordinates'
organizational citizenship behavior. Journal of applied psychology, 87(6), 1068.

Zheng, X., Yang, J., Ngo, H. Y., Liu, X. Y., & Jiao, W. (2016). Workplace ostracism and its
negative outcomes. Journal of Personnel Psychology.

Zhu, H., Lyu, Y., Deng, X., & Ye, Y. (2017). Workplace ostracism and proactive customer
service performance: A conservation of resources perspective. International Journal of
Hospitality Management, 64, 62-72.

Books:

Byrne, B. M. (2010). Structural equation modeling with AMOS: basic concepts, applications,
and programming (multivariate applications series). New York: Taylor & Francis
Group, 396, 7384.

57



Hair, J., Black, W., Babin, B., and Anderson, R. (2010). Multivariate data analysis (7th ed.):
Prentice-Hall, Inc. Upper Saddle River, NJ, USA.

Huizingh, E. (2007). Applied statistics with SPSS. Sage.
Kerr, A. W., Hall, H. K., & Kozub, S. A. (2002). Doing statistics with SPSS. Sage.

Netemeyer, R. G., Bearden, W. O., & Sharma, S. (2003). Scaling procedures: Issues and
applications. Sage Publications.

Nunnally, J. C. (1978). Psychometric theory (2nd ed.). New York: McGraw-Hill.
Maslow, A. H. (1981). Motivation and personality. Prabhat Prakashan.

Mayer, J. D., & Salovey, P. (1993). The intelligence of emotional intelligence.
Pallant, J. (2011). SPSS survival manual 4th edition. Everbest Printing.

Tabachnick, B. G., Fidell, L. S., & Ullman, J. B. (2007). Using multivariate statistics (Vol.
5). Boston, MA: Pearson.

Wiggins, B. C. (2000). Detecting and Dealing with Outliers in Univariate and Multivariate
Contexts.

Wilcox, R. R. (1996). Statistics for the social sciences. Academic Press.

Wilkinson, D., & Birmingham, P. (2003). Using research instruments: A guide for
researchers. Psychology Press.

Wilcox, R. R. (2011). Introduction to robust estimation and hypothesis testing. Academic
press.

Websites:
“Pakistan.” UNESCO UIS, 12 Apr. 2017, uis.unesco.org/en/country/PK.

Ostracism: just as bad as bullying but harder to ban. (n.d.). Retrieved from
https://www.psychologicalscience.org/news/ostracism-just-as-bad-as-bullying-but-harder-to-
ban.html

Statwiki http://statwiki.kolobkreations.com/index.php?title=Confirmatory Factor Analysis

58



Appendix 1 (Research Instrument)

Dear Respondent!

Questionnaire

This study is conducted to fulfil the requirements for the degree of Masters in International
Business at the Lulea University of Technology. This study aims to analyse factors that
creates a feeling of isolation (ostracism) among employees and its consequences on an
individual. You are, therefore, requested to fill in the following questionnaire. The

information which you have provided will remain confidential and will only be used for the
research purpose.

Thanking you,
Gender: Academic Qualification: Currently living in:
O Male O Matric (School) [0 Sweden
[0 Female O Intermediate (Gym) [0 Pakistan
Bachelors . .

E Masters Which City:
Age Range:
[ Between 18 to 20 Experience: .
[0 Between 20 to 30 [0 Less than 2 years Level of responsibility:
[0 Between 31 to 40 [0 Between 2 to 5 years [0 Member (Worker)
[0 Between 41 to 50 [0 Between 6 to 10 years O] Supervisor
O Above 50 O Between 11 to 15 years

O More than 15 years

Note: For Abusive supervision and Workplace Ostracism, mark those boxes which suit
your observation about your supervisors and your colleagues' behaviour with you.
Never stands for no wrong treatment, Hardly stands for once or two times,
Occasionally stands for fewer times, Moderately stands for usually whenever there is
stress and Always means every time and intentionally.

Serial Abusive supervision Never | Hardly | Occasionally | Moderately | Often/
(Negative behaviour by Always
the head)
1 My supervisor gives me

the silent treatment.
e S L F e e

2 My supervisor puts me
down in front of others
ﬁgawl:ézbige{f}':c.,:‘
94
3 My supervisor reminds

me of my past mistakes
and failures
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Syt gl [ LS8 2 e
-t Lyl ULkl

My supervisor expresses
anger at me when he/she
1s mad for another reason.

f:rlgu}‘!—ﬂj4¢?ﬁ<./g‘
-ﬂ974¢g),!u'(#a?¢“*'

My supervisor makes
negative comments about
me to others.

Ko Sk P
LS

Serial

Workplace Ostracism (being | Never | Hardly | Sometimes | Moderately
isolated at work)

Often/
Always

My co-workers ignore and
avoid me at work.

W Sy = o L1y L/(l(ib s
LS

I have to be the one to start a
conversation in order to be
social at work.

e S L gl S e

Others refuse to talk to me
at work.

I involuntarily sat alone in a
crowded lunchroom at work.

ot LS

My greetings have gone
unanswered at work.

g o LS

Others at work shut me out
at work.

Qe et el Szt

Note: Please tick on the boxes related to your opinion.

Serial

Voice (your input at work) Strongly | Disagree | Neutral | Agree
Disagree

Strongly
Agree
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I usually discuss my
suggestions and concerns with
my boss.

e dndygd S UL F ey
-urzt’«ulf/‘/ob/'

I usually discuss my
suggestions and concerns with
my senior management.

b e o A e
Uy

I say good things about my

organization even when others

criticize it

b b N LS S
LS AL

I can discuss my views and
opinions during meetings.

Ur L?'/)U"‘ K2y G s pd vc,.‘:ﬁ' o

Serial

Supervisor Support (Support of
your head/ boss)

Strongly
Disagree

Disagree

Neutral

Agree

Strongly

Agree

My supervisor takes the time to
learn about my career goals
and aspirations.

ﬂ‘.’da;l,ékféih.ﬁi?c.ﬁ
LIS

My supervisor cares about
whether or not I achieve my
career goals.

Lu,yb,aj Juﬁﬁ»’/ffd/:‘[/? <

~a-oly

My supervisor makes sure I get
the credit when I accomplish
something substantial on the
job.
d/g"d_lzéy//’(b/é’lg/g‘jgg/g‘
LSS

My supervisor gives me helpful
feedback about my
performance.

PPV = Lty LK L
wiS
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My supervisor gives me helpful
advice about improving my
performance when I need it.

b LGt S S e
Sedlt

Serial

Emotional Intelligence

Strongly
Disagree

Disagree

Neutral

Agree

Strongly
Agree

1

I know when to speak about
my personal problems with
others.

G)LLJVL;’&\J?ZJC}—DJMé
-q—&/ﬁuf

I expect that I will do well on
most things I try.

Ko P T Lo £

I find it easy to understand the
non-verbal messages
(emotions) of other people.

Mol el M 2ol o g
Uy

I present myself in a way that
makes a good impression on
others.

Gl Lyl e dpedS ey

—urt

When [ am in a positive mood,
solving problems is easy for
me.

O F T or e oy b oz

ot Loy T

Serial

Self-efficacy

Strongly
Disagree

Disagree

Neutral

Agree

Strongly
Agree

1

When [ make plans, I am
certain I can make them work.

oI ot urbt o & s
U

If T am unsuccessful to do a job
the first time, I keep trying
until I can.

ot Sl ST S & e
Uy et o L FUl
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When an unexpected problem
occurs, I handle them well.

48&74_'@;2—@7(){}'(‘%“/; U’//T
urtd S F

4 Failure just makes me try
harder.
= &/‘/0504 LS et é Set
5 I am capable of dealing with
most problems that come up in
life.
et § LS F S ML GG
-Ur
Serial | Wellbeing (being healthy) Strongly | Disagree | Neutral | Agree | Strongly
Disagree Agree
1 I am quite happy these days.
ordiesar S o
2 I am satisfied with the way [
spend my leisure time.
u,")ydb/é el Ja@)!@léz%'gf’
Uy
3 I am satisfied with the
education level.
ot e £ S
4 I am satisfied with the
apartment/residence I live in.
«Uﬂcf,"}Aé/i»’ij)(};'uf
5 I am satisfied with my health
these days.
o ey
Serial | Employment Opportunities Strongly | Disagree | Neutral | Agree | Strongly
Disagree Agree
1 There simply are many jobs for
people like me in today’s job
market.
2oy 38 B £ 8w f &)
2 Given my qualifications and

experience, getting a new job
would not be hard at all.

b G e bl L L f nl kb S

e T e Zji s
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I have found a better
alternative than my present job.

6/ b G e e L
-Ur

I can think of many
organizations that would
probably offer me a job if I am
looking for.

S Z Oz Ur Bl el ez et 571

-‘T—G‘CJV‘?

Most of the jobs I could get

would be an improvement over

my present circumstances
Gl § AL o § 1

LS 8K

Serial

Power distance (distance
between you and higher
authority at org)

Strongly
Disagree

Disagree

Neutral

Agree

Strongl
Agree

y

People in top management can
make most decisions without
consulting people in lower
positions.

(W/‘T,ﬂz;fuﬁ»’émwu@fd‘
i

People in top management can
take the opinions of people in
lower positions too frequently.

e Lk uM}JT_,f &
e Y

People in top management
avoid social interaction with
people in lower positions.

éuﬁ;u;ﬁtgdjé-'aé)4u’»fdi'
LS A

People in lower positions can
disagree with decisions by
people in the top management.

éuﬁ;u;ﬁédjé—bkf)/vwﬁdﬁ
wi/zfz,z;/)@w’u

People in top management can
delegate important tasks to
people in lower positions.
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by ) i oA Ly &g s
Sz Sl L

Serial

Turnover Intentions (intentions
for leaving the job)

Strongly
Disagree

Disagree

Neutral

Agree

Strongly

Agree

1

I think a lot about leaving this
(current) organization.

_Uribytay el £ 0 byl Lo

I am actively searching for an
alternative to the organization.

WL PN L P u’(uf

-Ur

When I can, I will leave the
organization.

e »Ljfu Uy e JLJ)‘% ol é <
-b/ [9.})
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Appendix 2 (Main Study)

Gender
Cumulative
Frequency Percent Valid Percent Percent
Valid Male 348 72.5 72.5 72.5
Female 132 27.5 27.5 100.0
Total 480 100.0 100.0
Age Range
Cumulative
Frequency Percent Valid Percent Percent
Valid 18 to 20 years 47 9.8 9.8 9.8
21 to 30 years 271 56.5 56.5 66.3
31 to 40 years 119 24.8 24.8 91.0
41 to 50 years 40 8.3 8.3 99.4
Above 50 years 3 .6 .6 100.0
old
Total 480 100.0 100.0
Academic Qualification
Cumulative
Frequency Percent Valid Percent Percent

Valid

School education 18

Intermediate (Gym)91

Bachelors 191
Masters 180
Total 480

3.8 3.8 3.8
19.0 19.0 22.7
39.8 39.8 62.5
37.5 37.5 100.0
100.0 100.0
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Experience

Frequency Percent

Cumulative
Valid Percent Percent

Valid Lessthan 2 years 105 21.9 21.9 21.9
2 to 5 years 173 36.0 36.0 57.9
6 to 10 years 105 21.9 21.9 79.8
11 to 15 years 56 11.7 11.7 91.5
more than 15 years41 8.5 8.5 100.0
Total 480 100.0 100.0

Currently living in

Cumulative

Frequency Percent

Valid Percent Percent

Valid Sweden 273 56.9 56.9
Pakistan 207 431 431
Total 480 100.0 100.0

56.9
100.0

Level of Responsibility:

Cumulative

Frequency Percent Valid Percent Percent

Valid Team member 245 51.0 51.0 51.0
(worker)
Supervisor 235 49.0 49.0 100.0
Total 480 100.0 100.0
Factor Analysis
Communalities
Initial Extraction
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WorplaceOstracism_21.000 123

AS 1.000 160
SS 1.000 .694
SE 1.000 453
PD 1.000 .000
WB 1.000 .208
VO 1.000 694
TOI 1.000 .009
El 1.000 402

Extraction Method: Principal Component
Analysis.

Total Variance Explained

Initial Eigenvalues Extraction Sums of Squared Loadings
Component Total % of Variance Cumulative % Total % of Variance Cumulative %
1 2.743 30.476 30.476 2.743 30.476 30.476
2 1.429 15.876 46.352
3 1.095 12.162 58.514
4 1.045 11.613 70.127
5 814 9.042 79.169
6 729 8.104 87.273
7 639 7.105 94.378
8 506 5.622 100.000
9 9.107E-17 1.012E-15 100.000

Extraction Method: Principal Component Analysis.

Component Matrix®
Component

1
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WorplaceOstracism_2-.350

AS

SS

SE

PD

WB
VO
TOI
El

-.401
.833
673

456
.833

.634

Extraction Method: Principal

Component Analysis.

a. 1 components extracted.

Ostracism

Final CFA diagram
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Model Fit Summary

CMIN
Model NPAR CMIN DF P CMIN/DF
Default model 81 3433,946 514 ,000 6,681
Saturated model 595 ,000 0
Independence model | 34 5879,096 561 ,000 10,480
RMR, GFI
Model RMR GFlI AGFl PGFI
Default model 134 658 ,604 ,569
Saturated model ,000 1,000
Independence model | ,171 ,432 397 ,407

Baseline Comparisons



Model

NFI RFI IFI

Deltal rho1 Delta2 rho2

TLI CEI

Default model
Saturated model

Independence model

416 ,362 ,456 401,451
1,000 1,000 1,000
,000 ,000 ,000 ,000 ,000

Parsimony-Adjusted Measures

Model PRATIO PNFI PCFI
Default model ,916 381,413
Saturated model ,000 ,000 ,000
Independence model | 1,000 ,000 ,000

NCP
Model NCP LO 90 HI 90

Default model
Saturated model

Independence model

2919,946 2738,154 3109,127

,000 ,000

5318,096 5075,205 5567,478

,000

Independence model

FMIN
Model FMIN  FO LO90 HI90
Default model 7,169 6,096 5716 6,491
Saturated model ,000 ,000 ,000 ,000

12,274 11,102

10,595 11,623

RMSEA
Model RMSEA LO90 HI90 PCLOSE
Default model ,109 ,105 , 112,000
Independence model | ,141 137 ,144 000

AlC
Model AIC BCC BIC CAIC

Default model
Saturated model

Independence model

3595,946 3608,716 3934,023 4015,023

1190,000 1283,806 3673,403 4268,403

5947,096 5952,457 6089,005 6123,005

ECVI
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Model

ECVI LO90 HI90

MECVI

Default model
Saturated model

Independence model

7,507 7,128 7,902

2,484 2,484 2,484

12,416 11,909 12,936

7,534

2,680

12,427

HOELTER

Model

HOELTER HOELTER
.05 .01

Default model

Independence model

80 83
51 53

CR AVE Msv MaxR(H) |TurnoverlrAbusiveS pervisor|Selfefficacy PowerDist|Wellbeing |VoiceBeh |Emotionali
Turnoverint 0,626 0,457 0,033 0,632 0,676
AbusiveSuper 0,771 0,530 0,239 0,784 -0,102 0,728
SupervisorSup 0,648 0,481 0,276 0,662 -0,181 -0,489 0,694
Selfefficacy 0,684 0,520 0,379 0,686 -0,031 -0,249| 0,444 0,721
PowerDist 0,845 0,733 0,073 0,870 -0,050 0,270 -0,058 -0,043 0,856
Wellbeing 0,729 0,579 0,306 0,788 0,030 -0,166 0,160 0,553 -0,105 0,761
VoiceBeh 0,598| 0,429 0,276 0,613 -0,167 -0,288 0,525 0,520 0,104 0,178 0,655
Emotionalint 0,802 0,504 0,379 0,804 -0,037 -0,236 0,397 0,616 0,045 0,325 0,444 0,710

VALIDITY CONCERNS

Reliability: the CR for Turnoverint is less than 0.70.

Convergent Validity: the AVE for Turnoverint is less than 0.50.
Reliability: the CR for SupervisorSup is less than 0.70.
Convergent Validity: the AVE for SupervisorSup is less than 0.50.
Reliability: the CR for Selfefficacy is less than 0.70.

Reliability: the CR for VoiceBeh is less than 0.70.

Convergent Validity: the AVE for VoiceBeh is less than 0.50.
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CMIN
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Default model 49 803,395 161 ,000 4,990
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RMR, GFI
Model RMR GFlI AGFl PGFI
Default model 101,844 796  ,647
Saturated model ,000 1,000
Independence model | ,183  ,532 482  ,481

Baseline Comparisons
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Model gglltm 51?1 :Il):elltaZ rThLolz CFl
Default model 721 671 764 , 718 761
Saturated model 1,000 1,000 1,000
Independence model | ,000 ,000 ,000 ,000 ,000
Parsimony-Adjusted Measures
Model PRATIO PNFI PCFI
Default model ,847 ,611 645
Saturated model ,000 ,000 ,000
Independence model | 1,000 ,000 ,000
NCP
Model NCP LO 90 HI 90
Default model 642,395 557,668 734,640
Saturated model ,000 ,000 ,000
Independence model | 2692,956 2522,869 2870,390
FMIN
Model FMIN FO LO90 HI90
Default model 1,677 1,341 1,164 1,534
Saturated model ,000 ,000 ,000 ,000
Independence model | 6,019 5,622 5,267 5,992
RMSEA
Model RMSEA LO90 HI90 PCLOSE
Default model ,091 ,085 ,098  ,000
Independence model | ,172 ,166 ,178  ,000
AlC
Model AIC BCC BIC CAIC
Default model 901,395 905,888 1105910 1154,910
Saturated model 420,000 439,258  1296,495 1506,495
Independence model | 2922,956 2924,790 3006,432 3026,432

ECVI
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Model ECVI LO90 HI90 MECVI

Default model 1,882 1,705 2,074 1,891

Saturated model 877 877 877 917

Independence model | 6,102 5,747 6,473 6,106
HOELTER

Model HOELTER HOELTER

.05 .01
Default model 115 123
Independence model | 38 40

Regression Weights: (Group number 1 - Default model)

Estimate S.E. C.R. P Label
WorplaceOstracism_2 <--- AbusiveSuper ,103 ,029 3,587 (55 par_12
WorplaceOstracism_2 <--- VoiceBeh -,047 ,056 -,841 ,400 par_13
WorplaceOstracism 2 <--- SupervisorSup -,149 ,0563 -2,828 ,005 par_ 14
PowerDist <--- AbusiveSuper ,418 ,080 5,223 55 par_15
PowerDist <--- VoiceBeh 446 ,159 2,802 ,005 par_ 16
PowerDist <--- SupervisorSup -,017 126 -,135 ,893 par_17
Wellbeing <--- WorplaceOstracism_2 | -,313 ,096 -3,264 ,001 par_18
Selfefficacy <--- WorplaceOstracism_2 | -,307 ,075 -4,068 *** par_19
Emotionalint <--- WorplaceOstracism_2 | -,182 ,068 -2,660 ,008 par 20
Turnoverint <--- WorplaceOstracism_2 | ,350 141 2,489 ,013  par_21
AS4 <--- AbusiveSuper 1,244 ,105 11,903 *** par_1
AS3 <--- AbusiveSuper 1,188 ,101 11,807 *** par_2
AS2 <--- AbusiveSuper 1,000
SS4 <--- SupervisorSup 1,000
SS3 <--- SupervisorSup 1,332 546 2,441 ,015  par_3
SE2 <--- Selfefficacy 1,000
SE1 <--- Selfefficacy 1,088 248 4,386 el par_4
PD4 <--- PowerDist 1,000
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Estimate S.E. C.R. P Label
PD3 <--- PowerDist ,935 120 7,761 el par_5
WB5 <--- Wellbeing 1,000
WwB4 <--- Wellbeing 1,378 ,367 3,752  *** par_6
VO4 <--- VoiceBeh 1,000
VO2 <--- VoiceBeh 1,391 ,607 2,293 ,022  par 7
TOI3 <--- Turnoverint 1,000
TOI2 <---  Turnoverlnt ,320 293 1,092 275 par_8
EIS <--- Emotionalint 1,000
El4 <--- Emotionalint 1,006 ,075 13,361 *** par_9
EI2 <--- Emotionalint ,819 ,063 13,063 *** par_10
El1 <--- Emotionalint ,990 079 12,602 *** par_11

Standardized Regression Weights: (Group number 1 - Default model)

Estimate
WorplaceOstracism_2 <--- AbusiveSuper ,184
WorplaceOstracism_2 <--- VoiceBeh -,047
WorplaceOstracism 2 <--- SupervisorSup -,168
PowerDist <--- AbusiveSuper ,304
PowerDist <--- VoiceBeh ,182
PowerDist <--- SupervisorSup -,008
Wellbeing <--- WorplaceOstracism_2 | -,227
Selfefficacy <--- WorplaceOstracism 2 | -,278
Emotionalint <--- WorplaceOstracism_2 | -,135
Turnoverint <--- WorplaceOstracism 2 | ,105
AS4 <--- AbusiveSuper ,816
AS3 <--- AbusiveSuper ,691
AS2 <--- AbusiveSuper ,669
SS4 <--- SupervisorSup ,617
SS3 <--- SupervisorSup , (67
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Estimate

SE2 <--- Selfefficacy ,657
SE1 <--- Selfefficacy ,788
PD4 <--- PowerDist ,883
PD3 <--- PowerDist ,826
WB5 <--- Wellbeing ,650
WB4 <--- Wellbeing ,849
VO4 <--- VoiceBeh ,558
VO2 <--- VoiceBeh , 755
TOI3 <---  Turnoverlnt 1,072
TOI2 <--- Turnoverint ,423
EI5 <--- Emotionalint , 741
El4 <--- Emotionalint , 725
El2 <--- Emotionalint ,701
El1 <--- Emotionalint ,670
Modification indices
Covariances: (Group number 1 - Default model)

M.1. Par Change
SupervisorSup <--> VoiceBeh 40,479 ,096
AbusiveSuper <--> VoiceBeh 18,754 -,094
AbusiveSuper <--> SupervisorSup | 56,746 -,178
e40 <--> VoiceBeh 48,953 ,113
e40 <--> SupervisorSup | 32,098 ,099
e40 <--> AbusiveSuper | 11,384 -,086
e43 <--> AbusiveSuper | 4,302 -,109

Regression Weights: (Group number 1 - Default model)

M.1.

Par Change

Emotionalint <---

VoiceBeh

48,953

,587
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M.I. Par Change
Emotionalint <--- SupervisorSup | 32,098 ,414
Emotionalint <--- AbusiveSuper | 11,384 -,144
Emotionalint <--- Wellbeing 29,184 ,302
Emotionalint <--- Selfefficacy 80,909 ,655
Turnoverint <--- AbusiveSuper | 4,302 -,183
Turnoverint <--- Wellbeing 7,373 314
Wellbeing  <--- VoiceBeh 7,019 ,231
Wellbeing  <--- SupervisorSup | 10,147 ,242
Wellbeing  <--- AbusiveSuper | 7,336 -,120
Wellbeing  <--- Emotionalint 30,565 ,324
Wellbeing  <--- Turnoverint 7,826 ,055
Wellbeing  <--- Selfefficacy 43,326 ,498
Selfefficacy <--- VoiceBeh 41,712 ,465
Selfefficacy <--- SupervisorSup | 31,860 ,354
Selfefficacy <--- AbusiveSuper | 8,511 -,107
Selfefficacy <--- Emotionalint 88,701 ,456
Selfefficacy <--- Wellbeing 45,353 ,324
AS3 <--- PD3 6,022  -,099
AS3 <--- SE1 4,226  -,152
AS3 <--- SE2 9,727  -,209
AS4 <--- VoiceBeh 8,785  -,343
AS4 <--- SupervisorSup | 5,154 -,229
AS4 <--- Emotionalint 7,127 -,208
AS4 <--- Wellbeing 4,142  -157
AS4 <--- EN 8,236  -,136
AS4 <--- EI2 9329 -,183
AS4 <--- El4 9,363 -,154
AS4 <--- VO2 8,572  -,148
AS4 <--- VO4 5,087 -118
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M.1.

Par Change

AS4

<Lamm

SS3 8,576

-,140

Descriptives

Statistic  Std. Error

WorplaceOstracism_2Mean .2563 .01995

95% Confidence Interval Lower Bound .2171

for Mean Upper Bound .2954

5% Trimmed Mean 2292

Median .0000

Variance 191

Std. Deviation 43702

Minimum .00

Maximum 1.00

Range 1.00

Interquartile Range 1.00

Skewness 1.120 A1

Kurtosis -.748 222
AS Mean 1.9542  .04601

95% Confidence Interval Lower Bound 1.8638

for Mean Upper Bound 2.0446

5% Trimmed Mean 1.8704

Median 1.6667

Variance 1.016

Std. Deviation 1.00808

Minimum 1.00

Maximum 5.00

Range 4.00

Interquartile Range 1.33
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SS

SE

PD

Skewness
Kurtosis

Mean

.986
.080
4.1156

95% Confidence Interval Lower Bound 4.0561

for Mean

5% Trimmed Mean
Median

Variance

Std. Deviation
Minimum
Maximum

Range
Interquartile Range
Skewness
Kurtosis

Mean

Upper Bound 4.1752
4.1667
4.0000
441
.66423
1.00
5.00
4.00
.50
-1.144
2.630
4.0510

95% Confidence Interval Lower Bound 3.9969

for Mean

5% Trimmed Mean
Median

Variance

Std. Deviation
Minimum
Maximum

Range
Interquartile Range
Skewness
Kurtosis

Mean

Upper Bound 4.1052
4.0787
4.0000
.364
.60357
1.00
5.00
4.00
.50
-.647
1.789
3.3854

Lower Bound 3.2860

A1
222
.03032

A1
222
.02755

A1
222
.05058
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WB

VO

95% Confidence Interval Upper Bound 3.4848

for Mean

5% Trimmed Mean
Median

Variance

Std. Deviation
Minimum
Maximum

Range
Interquartile Range
Skewness
Kurtosis

Mean

95% Confidence Interval Lower Bound

for Mean

5% Trimmed Mean
Median

Variance

Std. Deviation
Minimum
Maximum

Range
Interquartile Range
Skewness
Kurtosis

Mean

Upper Bound

95% Confidence Interval Lower Bound

for Mean

5% Trimmed Mean
Median

Variance

Upper Bound

3.4282
4.0000
1.228
1.10814
1.00
5.00
4.00
1.38
-627
-.505
3.8135
3.7390
3.8881
3.8484
4.0000
691
83136
2.00
5.00
3.00
1.00
-533
-185
4.1156
4.0561
41752
4.1667
4.0000
441

A1
222
.03795

A1
222
.03032
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TOI

El

Std. Deviation 66423

Minimum 1.00

Maximum 5.00

Range 4.00
Interquartile Range .50

Skewness -1.144 A1
Kurtosis 2.630 222
Mean 23365 .04725
95% Confidence Interval Lower Bound 2.2436

for Mean Upper Bound 2.4293

5% Trimmed Mean 2.2859

Median 2.0000
Variance 1.072

Std. Deviation 1.03530
Minimum 1.00

Maximum 5.00

Range 4.00
Interquartile Range 1.50
Skewness .604 A1
Kurtosis -.565 222
Mean 4.0896 .02824
95% Confidence Interval Lower Bound 4.0341

for Mean Upper Bound 4.1451

5% Trimmed Mean 4.1302

Median 4.0000
Variance .383

Std. Deviation .61877
Minimum 1.50

Maximum 5.00

Range 3.50
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Interquartile Range .75

Skewness -.927 A1

Kurtosis 1.409 222
Tests of Normality

Kolmogorov-Smirnov? Shapiro-Wilk

Statistic  df Sig. Statistic  df Sig.
WorplaceOstracism_2.465 480 .000 544 480 .000
AS A72 480 .000 .855 480 .000
SS .260 480 .000 .858 480 .000
SE .252 480 .000 879 480 .000
PD 242 480 .000 .904 480 .000
WB 191 480 .000 914 480 .000
VO .260 480 .000 .858 480 .000
TOI .184 480 .000 918 480 .000
El 184 480 .000 921 480 .000

a. Lilliefors Significance Correction
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