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ABSTRACT 
Due to very much human nature, people always need to be associated with other fellows 

around and being care off. Once any feelings pertaining to depletion of belongingness is felt, 

such as the sense of being exclusion or ignorance makes all us feel negatively and usually 

translated such perception into various behaviors. Under such conditions the victims either 

try to restore the earlier position or exhibit negatively. The empirical evidences any working 

environment has termed such exclusion, and ignorance as workplace ostracism. Hence the 

objective of this empirical endeavor is to quantitatively analyze the impact of workplace 

ostracism on some selected job related outcomes. This job related outcomes include job 

performance, job stress; turnover intention and employee engagement. After validating and 

confirming the causal direct effect, the constructs emotional intelligence and psychological 

capital were introduced as intervening and interacting variables respectively, with the 

intention to explore if a worker having enough emotional stability could bristle the negative 

repercussions of workplace exclusion or workplace ostracism. The objective of the study 

along with mediation and moderation has been validated through the Affective Event Theory 

(AET). Based on extensive literature review it was revealed that AET has been used in 

various job related outcomes, however this study novel in terms of mediation, moderation 

and other selected job related outcomes along with AET. Through the cross sectional study, 

the data was collected from the employees engaged in various privately owned hospitals in 

Karachi. By setting exclusion and inclusion criterion sample size was computed using 

formula, hence the number of respondents to be the part of this study were 400 regular 

employees. The Co-Variance Based Structural Equation Modeling (CB-SEM) using Amos an 

analytical approach was used to test the hypotheses of the study. All the prior assumptions 

were ensured. For collection data closed-ended measurement scale has been adopted and 

validated for this study. The analytical outcome of the study reveals that workplace ostracism 

significantly and positively predicted the change in job stress and turnover intention, but 
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significantly mediated by emotional intelligence and moderated by psychological capital. The 

results further reveal that workplace ostracism significantly and negatively associated with 

job performance among employees working in health care sector. The emotional intelligence 

and psychological capital significantly mediated and moderated the relationship of variables 

respectively. The significance of and practical implication of the study has been given.        

Key Words: Ostracism; Job Performance; Turnover intention; Emotional Intelligence; AET; 
SEM 
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CHAPTER ONE INTRODUCTION 

1.1. Overview 

This part of the research outlines the background of the study, objectives of the study, 

problem statement, and significance of the study. The section justifies how this study can be 

useful to various stakeholders, particularly servicing organizations more specifically health 

care organizations.  

1.2. Background of the study 

Historical pieces of evidence reveal that human beings have adopted the factors of 

communal interaction as long as 750,000 years ago, started communicating to share in a 

group around 400,000 years ago, and started intra-group trade around 40,000 years ago 

(Petersen, 2012; Kristin et al., 2015). It has been witnessed that communal interaction and 

cooperation among groups have offered several benefits, which included social support, 

access to quality and improved safety, joint resource accumulation, etc. Thus human being 

has been working since long in a group to satisfy each other’s needs, facilitating and securing 

group life, striving for mutual thoughts, behaviors, and sentiments emerged across 

individuals. Thus it has enabled the communal system to strive and prosper (Buss, 2005). The 

primitive theorists were of opinion that several common traits and attitudes needed for group 

inhabiting became exceptionally instinctive to human beings, which enabled them to navigate 

successfully in a multifarious communal environment (Cosmides, Tooby, & Barkow, 1992). 

Among these similarities are values pertaining to social communication models with the 

objective of manage, sustain and improve joint skills and efficiencies. To be more particular, 

early theories equipped us with intelligence that people considered capacious to contribute 

efficiently in these groups have been crowned and valued by group members, whereas people 

vulnerable to the group’s stability and progress are being excluded or ostracized (Kurzban & 
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Leary, 2001). Endorsing the biological reasons of shunning and ostracism Baumeister and 

Leary (1995) conducted an extensive study regarding ostracism, explaining the needs of 

belongingness theory. They argued that people having instinct need to be the part of a group 

and winning the acceptance from others, with the intention to avail of the benefits and 

protection that a specific group has to offer. They held that being excluded by others spoils 

the physiological motivated need to belong, and which may be very catastrophic. With the 

introduction of theory of belongingness, the studies about the determinants to the reactions of 

ostracized individuals have won the confidence of the research scholars, and thus 

documented numerous studies investigating the ostracism as research construct such as 

studies of Blackhart, Baumeister, and Twenge (2006); Robinson, O’Reilly, and Wang (2013); 

Williams (2001, 2007). Some earlier researches were triggered due to incidents of massive 

shootings in academies and educational institutions, in order to investigate root causes of 

individuals’ catastrophic aggression and violent outcomes to peer ostracism (Twenge & 

Campbell, 2003; Leary, Kowalski, Smith, & Phillips, 2003; Twenge, Baumeister, Tice, & 

Stucke, 2001). Similarly, a laboratory-based study conducted to investigate the relationship 

between social exclusion and several counter work-related outcomes, such as anger (e.g., 

Twenge et al., 200; Bourgeois & Leary, 2001), self-trouncing attitude (Twenge, Catanese, & 

Baumeister, 2003),  deteriorating contribution on challenging job-related tasks (Baumeister, 

Twenge, & Nuss, 2002), and worsen, self-authority control (Baumeister, DeWall, Ciarocco, 

& Twenge, 2005).The increasing tendency in a similar pattern of study has been documented 

in corporate settings (Robinson et al., 2013). Workplace ostracism, has been deemed as being 

shunned, ignored, excluded in the working environment by the peers or fellow workers 

(Ferris, Brown, Berry, & Lian, 2008), the ostracism research construct has been studied as 

part of work-related aggression e.g, incivility, communal undermining, and bullying) 

although conceptually distinct, however operationally alike (Hershcovis, Reich, Parker, & 
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Bozeman, 2012; Aquino & Thau, 2009). Peer exclusion/ostracism is close to workplace 

incivility (e.g., impolite, inconsiderate rude attitude; Andersson & Pearson, 1999), is a mild 

intensive, passive sort of aggression which may or may not be applied to make others suffer. 

Such an attitude may be considered more a bit acceptable than annoyance among workers. 

The study confirmed such sort of behavior may be a less catastrophic form of hostility, but a 

bit more devastating to the employees’ self-esteem, sense of being in the right place, welfare 

and tendency to quit compared to stalking (harassment) (O’Reilly, Robinson, Berdahl, & 

Banki, 2014). Not unexpectedly, workplace ostracism is associated to several negative 

workers and corporate-related outcomes, which includes inferior level of perception to self-

worth (Zagenczyk, Schippers, Purvis, & Cruz, 2014; Penhaligon, Louis, & Restubog, 2009; 

Williams & Zadro, 2005), compromising temperament and increasing turnover intention 

(Tams, Schippers, & Lee, 2015; Renn, Allen, & Huning, 2013), more higher-order of work-

related stress (Scott et al., 2015; Wu, Yim, Kwan, & Zhang, 2012; Hitlan, Cliffton, & 

DeSoto, 2006 ) and deteriorating job performance (Ferris et al., 2008; DeWall, Baumeister, & 

Vohs, 2008).Several empirical investigations found that extenuating elements, such as 

reasonable corporate support, deeming that an individual is being cold-shouldered because 

s/he is the source of peers’ jealousy or perceiving that and individual’s likelihood of re-

inclusion are achievable and can buffer few of such reactions by offering improved 

cooperation, citizenship behavior, employees’ self-esteem, and work-related job contribution 

(Scott et al., 2015; Scott et al., 2014).   

The studies have confirmed that ostracism may be explained as, state of perception 

among individuals of being ignored, excluded by the peers or the group members (Williams, 

2007), the perception is felt more miserable than that of physical injury (Eisenberger et al., 

2003). Unluckily, such a state of being exclusion has been practiced more often by the people 

into several fields of life both professional and social.  For instance, a buddy offers another 
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acquaintance to go out for a cup of tea, without asking a third equal associate or a manager 

invites his/her lower out for a “hang around” after long hours work, but overlook to another 

subordinate.  All such and like examples of social exclusions are remarkably destructive and 

detrimental, and the persistent exclusion nurtures the negative behavior among the ostracized. 

The retaliating behavior to such treatment may even make the organization to suffer in 

compromising targets and productivity, or even it may go to an extreme extent. In this regard, 

some notorious criminal instances have been witnessed. For example,  way back in 2006 

postal shootings in California, when a lady postal employee opened fire on her colleagues 

and killed 6 people, the reason was severe exclusion and rejection in the organization she 

persistent experienced (Foxnews.com, 2006). The incident made the researchers to seriously 

investigate the crazy outcome of this social phenomenon. The immediate studies have 

established that ostracism may impacts destructively in a wide range. For instances ostracism 

has been evidenced as a devastating effect on psychological regulation capability (Baumeister 

et al., 2005), a sense of being sympathetic to others (Twenge et al., 2007). Besides that, the 

ostracism often nurtures a sense of aggression (Twenge et al., 2003).     

 
In the contemporary corporate world, the necessity of communal interaction among 

people working in an identical arena is direly needed (Sundstrom, McIntyre, Halfhill & 

Richards, 2000). Believing that organizations are happened to be the blend of several 

complex factor systems, the intensity, and frequency of workplace exclusion can be 

understood as the perception of an individual being expelled, ignored and cold-shouldered in 

the work setting. Such a state of affairs can be catastrophic both for individuals and 

organizations in terms of productivity (Ferris et al., 2008). The scholars like Kipling and 

Williams (2007) endorses that the research on ostracism is far from complete, identifying the 

complex fact that “socially excluded, rejected, expelled people may exhibit his/her behavior 

in several distinct ways, many of whom are radically different”.  Hence studies focusing on 
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the buffering factors, reducing the feelings of being excluded are negligible in frequency and 

quantity. 

During the precedent 10 years, research studies have reproduced on the issue of 

workplace ostracism, as an exclusion, ignorance or denied to be the part of a group (William, 

2001). Very recent past studies have witnessed that ostracism happens among distinct age 

groups, customs, ethnicity, and demographic lines, and observed at regular intervals within 

organizational settings (Fox & Stallworth, 2005; Williams, 2007; Ferris, Brown, Berry, & 

Lian, 2008).  The sufferers of the exclusion/ostracism make both organization and individual 

suffer negatively in terms of lower contentment with a job, struggling commitment, and well-

being (Ferris et al., 2008; Penhaligon, Louis, & Restubog, 2009). The ample empirical shreds 

of evidence portray an organized depiction of the conditions responsible for an individual’s 

resentment to being excluded. Hence the ostracism being the negative imputation could not 

usher the positive behavior among the employees. The empirical literature is yet in lack of 

sufficient evidence, and convincing theoretical framework which enables the scholars and 

organizational managers to answer the following questions: (1). Why social exclusion, 

ostracism is so catastrophic, and how such a situation makes the organization to suffer? (2). 

what measures ought to be taken to avoid such practice, so that organizations may not suffer, 

in terms of (a) Stress, (b) Deteriorating Job performance (c) Increasing turnover intention (d) 

and decreasing employee engagement(3). How psychological/emotional strength can over the 

aftermath of ostracism among employees working in the health care sector?   

In the Pakistani context, the studies on workplace ostracism and its aftermath, with 

the buffering effect of Psychological capital and intervening influence of emotional 

intelligence, simultaneously was yet to be documented.  Adding value to the existing body of 

ostracism research, and emotional capabilities required to overcome the negative outcomes, 

this research intended to watch the phenomenon through the lens of Affective Event Theory 
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(AET) Weis andCropanzano (1996). Believing that emotions and feelings have a significant 

role to place in predicting any kind of work-related behavior, this research intended to 

evaluate how an ostracized health giver exhibit several unwanted behaviors. The heaps of 

studies that investigate the probable extenuating elements of ostracism-job outcome nexus 

remain relatively a few, or at least not enough to offer practicalities by using which 

employees and organization may avoid the haunts of ostracism.  Responding to this research 

gap, the study adopts the AET to understand the importance of emotions and feelings of an 

ostracized employee. How social exclusion impacts the employees’ job performance in the 

knowledge-based organization particularly the health care sector. Thus this research aims to 

contribute to the existing body of knowledge related to ostracism and the role of emotions 

and feelings by answering:  

1). Evaluating the direct influence of ostracism on job-related outcomes in the health care 

sector. 

 2) Applying the AET theory in promoting the emotional strengths among employees to 

mitigate the negative aftermaths of workplace ostracism. 3). Believing that people are not 

mere the reactive receptors of the interactive professional environment, rather they put in 

practice there acquired emotional abilities and wisdom to surmount the devastating 

aftershocks of ostracism.   

Ostracism or being shunned, cold-shouldered, ignored or excluded by the near and 

dear ones (Williams, 2001; Ferris et al., 2008) refers to an all-encompassing and global 

communal phenomenon, the evidence of which can be traced in history (Forsdyke, 2005). 

The studies have concluded that around 75 percent of subjects were bristling with the issue of 

being excluded by loved ones (Faulkner et al., 1997) another study concluded that 66 percent 

of individuals in the working environment was reported to be treated with “the silent 

treatment” (Fox & Stallworth, 2005). Even though ostracism, as a research construct has won 
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the confidence of the scholars to be, studied within the preceding decade or so (Williams et 

al., 2000) however during this short period of time several types of research have concluded 

that ostracism has countless devastating consequences.  For instance, an ostracized employee 

is more likely to be haunted by aggressive behavior (Wirth et al., 2010), and the people 

experiencing to be ostracized may be caught by excessive stress (Williams, 2007). 

 The perception of feeling oneself is catastrophic both for social and professional life, 

however, people working in knowledge-based organizations are no exception. Here the 

behavior of knowledge workers is very much important. Thus the feelings of loneliness or 

hermit may make the organizations to suffer negatively in several ways such as low level of 

employee performance, the higher tendency of quitting or switching the job, excessive stress, 

and lower level of engagement to the work.   

1.3. Purpose of the Study 

The objective of this research is to answer the following question related to workplace 

ostracism: 

1.  How Workplace ostracism promotes negative job-related outcomes, specifically 

job performance, excessive stress; higher order of turnover intention and low level of 

employee enjoyment? 

2.  How do knowledge workers particularly health care employees behave, when they 

perceive “being ostracized”?  

3. How an emotionally sound health care employee mitigates the negative influence 

of ostracism? 

5. How Psychologically sound health professionals remain optimistic, and resilient 

under ostracized conditions?  
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6. The identified purposes are intended to be investigated through the lens of 

Affective Event Theory (AET).  

1.4. Problems Statement 

1.4.1. Issue 

In a workplace setting, when an individual perceives of being ignored or excluded 

such perception is termed as workplace ostracism. In a distinct social context, we observe all-

encompassing occurrences by social anguish termed as ostracism (Robinson et al., 2013). 

Being excluded, ignored, dumped, or isolated by fellow groups is a devastating and miserable 

psychological experience that might put in danger fundamental human needs (Williams, 

1997, 2001).  The research on workplace ostracism has documented devastating effects and 

has been considered as the most influential job-related outcome. A survey conducted by Fox 

and Stallwork (2005) concluded that people in the working environment has been the victim 

of ostracism by their fellows constituted 67 percent of 262 subjects of interest. Thirty percent 

of them perceived that people leave the place once they enter. Generally, it is agreed upon 

perception the humans are emotional beings, and want to be recognized by the social circle 

s/he belongs. When any feeling pertaining to be ostracism emerges, the attempt to restore the 

earlier recognized position in the social circle is spontaneously started. However, all the 

efforts may not win earlier confidence. Thus the state of being social exclusion is perceived, 

and the persistent ignorance from the part of social groups makes the individual drain all his 

or her emotional resources. The continuous and prolong exclusion from a social or 

professional group deprived of the victim from his or her basic psychological needs (eg. 

Sense of belongingness). Social exclusion, ostracism causes to create a toxic working 

environment and deteriorate work-related outcome (Rasool et al., 2019). The situation 

worsens its complexity, when it emerges in knowledge-based organizations, like educators, 
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and health providers. This study therefore has investigated the implications of workplace 

ostracism among people working in various private owned hospitals of Karachi.  

1.4.2. Ideal Conditions 

The natural instinct of human behavior demands congenial, cordial and peaceful 

environment to perform well and to be content with the assigned tasks. Such a tension-free 

environment multiplies the social, emotional and psychological resources of a person to 

mitigate the negative work behaviors. The importance of an individual’s perception about the 

kind of treatment s/he is receiving cannot be overshadowed both for physical contributor and 

skill contributor in the working environment. The vitality of the perception multiplies its 

significance when it is of people working in the health care sector. Behavior tells a lot more 

about the conditions of the working environment. The behavior of a socially isolated person, 

who fails to restore his /her earlier significance and importance for a social group, turns 

catastrophic and disastrous which makes the organization suffer. Moreover, the ostracized 

individuals are likely to less be helping hands to others rather act more aggressively (Twenge, 

et al., 2001; Twenge et al., 2007). The theory confirms that ostracism influences the 

fundamental need for the fulfillment of the victim.  The fortifying model of ostracism 

logically discuss that ostracism obstructs four basic needs of human: need to belong, to uplift 

affirmative self-esteem, to have a reasonable amount of control over work settings, and the 

perception of being reasonable existence (Williams, 2007). Hence the reaction of an 

ostracized person can be considered as strive to win back these four fundamentals endangered 

needs. Believing that the outcome of several studies confirms that ostracism is far more 

harmful to an individual’s psychological and physical well-being than being harassed or 

bullied, the modern organization practices should contain the policies regarding social 

exclusion in their blue book.   
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1.4.3. Practical reality 

The notion of shunning has been winning a lot of confidence from research scholars, 

particularly as an outcome of soaring communal and social disjuncture, and rising life 

expectancy, which has directed to increasing geriatric population. Humans are emotional and 

social beings, they want to be recognized, valued, and remembered by the groups they belong 

to. They keep thriving on a wide variety of communal interaction and network. The 

communal peculiarities of most groups have been explained to imitate an extensive variety of 

confederate behaviors that differ in style and intricacy stated by in the kind of species. The 

total snubbing or ostracism of a person either in social or professional life counterfeits and 

drain his/her abilities to cope with the challenges and demands of both social and professional 

life. The misery multiplies its intricacy when a person is a professional and discharging 

sensitive sort of professional duties, for example, health professionals. They need to be 

composed emotionally and physically all the time for the quality services (Layne, Nemeth, 

Mueller, & Martin, 2019). Thus their positive behavior is very much important. However 

professional life in any working environment is not always a bed of roses. To be realistic 

even in health care sector employees are reported to snubbed, ostracized, excluded, cold-

shouldered (Jawaid, 2014). This study is therefore has attempted to investigate the impact of 

ostracism among employees working in health care sector.  

1.4.4. Research Gap 

Prior to the formulation of belongingness theory (Baumeister & Leary, 1995), the 

research on ostracism in social sciences was very rare and scant (Baumeister & Leary, 1995).  

Since then, the behavioral studies of the last decade or have laid greater emphasis on 

workplace ostracism as a research construct. Workplace ostracism has been declared as a 

menace to the self-image of an employee and, causes to pursue him or she put in practice the 

conserved influence to restore inclusionary position. Despite being identified reality the 
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workplace ostracism as the source of creating aggressive behavior and dissatisfaction (Armeli 

et al., 1998; Cropanzano & Mitchell, 2005; Su, 2011), unpredictably, negligible studies on 

the construct have been documented (Yang, 2012). In Pakistani context the studies on 

workplace ostracism conducted by Jahanzeb et al., (2018); Javed et al., (2018) concluded 

workplace ostracism as the predictor defensive silence, compromising performance. However 

one study has made banking sector as a subject of interest, and the other focused on 

supervisor ostracism, thus this study is unique in terms of theoretical contribution and novel 

in literature contribution, in the sense the hospital industry particularly privately managed in a 

thickly populated city of Pakistan has been the subject of the interest.  

Moreover, the employees experiencing rejection from their peers, if emotionally 

intelligent have been studied as less harmful for the organization. Although a reasonable 

amount of attention has been paid to workplace ostracism as a research construct in various 

service-based organizations, however the employees rich in hope, optimistic, having self-

efficacy and ability of resilience, have been focused has moderating variable under the 

umbrella of psychological capital. In this regard, the shreds of evidence have been gathered 

from the employees working in privately owned hospitals of Karachi, Sindh Pakistan.   

1.4.5. The severity of the threat 

In the work setting the significance of the behavior of employees is very much 

important. The need for positive behavior turns into a doubly significant when it is of the 

people working in knowledge-based organizations, particularly in the education and health 

care sector. Because they are subject to interact directly with the people (students, patients, 

attendants, etc). If the continuous monitoring mechanism and the vigilant eye on the behavior 

are not established from the part of management, the consequences of negative behavior will 

make both organizations and allied stakeholders suffer. The findings of this study aim to 



12 
 

provide such a mechanism to the health care sector, by developing nexus between ostracism, 

job-related outcome, emotional intelligence, and psychological capital.  

1.5. Scope of the study 
The emphasis of this study is to empirically investigate the causal relationship of 

workplace ostracism, work-related outcome, and the intervening influence of emotional 

intelligence and buffering effect of psychological capital among the employees working in 

privately owned hospitals of Karachi, Sindh Pakistan.   

1.6. Significance of the Study 

1.6.1.  Theoretical Contribution 

The negligible amount of research has been documented regarding the outcomes of 

workplace ostracism. Such as, a study concluded that workplace ostracism has a significant 

relationship with knowledge hiding (Zhao et al., 2016), but the focus of the study was people 

working in various hotels of China. Pieces of evidences are yet very few regarding the 

ostracized behavior of health employees. With the introduction of the knowledge economy, 

the pace of innovative services is increasing day by day. Only those organizations can 

achieve a competitive edge, which continuously monitors the various work-related behaviors 

of the people with for them. The counterwork behavior (CWB) may be an exhibition of 

workplace exclusion by the peers, or it may be an indication to win back the attendance and 

confidence of the social group. Way back in history theorists like Freud (1933) have 

documented that, with regard to aggressive outcomes of the people, the depletion in personal 

and professional resources is happened to be a more proximal predictor. Since the depletion 

in resources may cause several negative work behaviors, which eventually may put the 

organization and employees to the dismal state of affairs. The social exclusion in the 

workplace settings has been studied as skill compromising, the excessive gap between job 

demands and resource availability. The persistent rejection and expulsion experienced by the 
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people used to trigger retaliating behaviors. Hence this study investigates the outcomes of 

workplace ostracism. The variables have been chosen with the support of literature so that the 

negative and positive outcomes of workplace ostracism can be predicted. The findings of this 

research contribute to the existing body of knowledge by using the Affective Event Theory 

(AET).  By evaluating the level of emotional intelligence and psychological capital among 

employees the findings of the study can be used and valuable decision input.   

1.6.2. Contextual Contribution 

This study has focused on the Asian Context, more specifically Pakistan. It has 

enumerated the outcomes of several studies round the globe particularly in the west. 

Workplace ostracism is highly witnessed in privately owned hospitals, which makes them 

suffer in terms of increasing job quitting tendencies. By promoting and inducting emotionally 

intelligent people in health care sector have been witnessed to cope up negativity of 

workplace exclusion, and are reported to be more resilient.    

1.6.3.  Practical Contribution 

 The findings of this research may have wide-range benefits to the health managers in 

Pakistan, particularly in private owned hospital settings of Karachi. The results of this 

research will make the health manager to grasp the idea, that the professionals work for them 

perceive their exclusion from important decision making, and how impulsive behavior makes 

them to engage in several negative work-related behaviors.  The occurrence of such a social 

phenomenon painful the employees can be catastrophic both for organization and employees 

in terms of excessive stress, increasing tendencies of quitting the job, least employee 

engagement, lowering job performance, etc. This has substantiated the rationale for 

conducting this study in the Pakistani context. Besides this, the buffering influence of 

psychological capital has also been investigating in the study.  This research has also 
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attempted to test the mediating effect of emotional intelligence. Through the study, it was 

revealed that affective event theory (AET) is substantiated in the context of the study.  

1.6.4. The theoretical contribution of Ostracism and work-related outcomes 

 The results of this research have made several significant theoretical contributions to 

human resources management behavior literature. In a formulation of a theory the researcher 

is required to describe the forms of change (i.e. linear, nonlinear), the determinants of 

influence, the extent of change (i.e. within, between) and causes of happening the change. 

This finding of this study has therefore focused on these precursors. As for as, the form of 

change is a concern, the bivariate, and multivariate latent change analysis confirms that linear 

sort of change fits the collected data. These findings further confirm that change in the 

attitude of an employee can be translated the change in a related group which eventually 

makes the organizations to pay or to enjoy the benefits.  The results further authenticate the 

substances drawn from higher-order emotional intelligence (EQ) and resources extracted 

from psychological capital can mitigate the negativity of bizarre attitudes in the workplace.    

 Despite encouraging results documented by several authors on workplace ostracism, 

there is still a dearth of empirical pieces of evidence covering the aftershocks of ostracism 

among employees working in the health care sector. Responding to this rationale, this 

research sought to expand the existing ostracism literature, by including emotional 

intelligence and psychological capital as mediating and moderating variables respectively. As 

an unfair treatment to the individuals by the peers in the working environment, workplace 

ostracism has an all-encompassing negative effect on the behavior of the excluded 

employees, and discouraging performance (Ferris et al., 2008). The earlier studies conducted 

by several authors (e.g., Wu et al., 2012; Zhao et al., 2016), the workplace ostracism has been 

studied as a sub-variable interpersonal interaction. This study, however, has focused the 

workplace ostracism as a predictor of job-related outcomes. This research has hypothesized 
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that workplace ostracism directly ushers the negative behavior among the employees working 

in the health care sector, with the intervening and buffering hypotheses to mitigate the 

aftershocks of the workplace ostracism. Hence this study enriches the existing body of 

knowledge, by including emotional intelligence as mediating variable and psychological 

capital as moderating variables. 

 Affective Event Theory (AET) acknowledges the association of workplace exclusion, 

threat to be negatively evaluated and conviction in reciprocity with regard to sentiment 

striking workplace situation. There are three main elements of Affective Event Theory (AET) 

namely sentiments, dispositions, work setting characteristics and evaluative decision. This 

study has attempted to execute earlier conventional beliefs to manage and decrease the effect 

of workplace ostracism on peoples’ sentimental state of mind in the working environment. if 

the situation prevails persistently the behavior may be translated in negatively work-related 

outcomes, such as lowering job performance (Steinbauer et al., 2018; Clercq et al., 2019), 

increasing work-related stress as the workplace ostracism has been studied as interpersonal 

stressor (Chung et al., 2018), increasing tendencies of switching or quitting the job (Fiset, 

2017; Renn, Allen & Hunning, 2013).  The work-related behavior often is an outcome of 

reciprocity belief, i.e. if I put my all energies to the task assigned, the anticipation of fully 

repaid factor drives my behavior; I avert to be in-courteous, as I want to be treated politely. 

Thus the studies confirmed that people having conviction in reciprocity are more vulnerable 

to consider themselves as responsible for social ostracism.   

 The conceptual model for this study has been derived by using the Affective Event 

Theory (Weiss & Cropanzano, 1996). The purpose of this study is to inculcate in-person 

ability and intelligence to cope up the everyday challenges in the working environment, 

particularly in the health care sector. Thus the use of Affective Event Theory (AET) is 
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anticipated to regulate the emotions and psychological pains crop up due to workplace 

ostracism. 

1.6.5. Supporting theories 

 The persistent and prolong exclusion and rejection experienced by an employee in the 

working environment cost the victims to suffer in terms of depletion in individuals being self-

regulation of stresses and challenges which eventually translated into negative work behavior 

such as decreasing work-related performance, higher-order stress, increasing tendency of 

quitting or switching the job and lesser engagement. Thus ego-depletion theory (Muraven & 

Baumeister, 2000) can also be applied in the studies having a purpose similar to this study.  

 The working environment is always full of challenges, pressures, and stressors both 

for employees and organizations. Therefore the proper management and timely response to 

such challenges are in greater and mutual benefit. Despite all possible efforts from every 

stakeholder within the organization, the existence of a stressor is continuously haunting the 

smooth execution of the business. People in the working environment used to conserve their 

resources to use them on rainy days; however, the consistent and persistent resources drain 

put them under stress. Thus the conservation of resources theory COR (Hobofoll, 1989) can 

also be applied related to the objective.  

People in a working environment experiencing the pain of exclusion and ostracism, 

keep striving to restore their earlier position, or keep struggling to retain the personal, 

professional and social resources. Such practices fall under the category of organization 

politics theory proposed by Salin (2003). Hence the organization politics theory can also be 

applied to substantiate the purpose of the study. 

The social exchange theory (Balu, 1964), explains that the quality of the relationship 

between two parties is often calculated on the basis of cost and benefit analysis. People 
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interact with the anticipation of the equal reward of the treatments. Once they perceive the 

reciprocal benefit from the relationship is not at par, the counter behavior emerges. In a 

working environment, when people perceive that they are being excluded, ignored, and 

ostracized, they may perceive that the equal and valuable response is not reciprocated. Hence 

the social exchange theory can also be applied to test the objective of this study.  The origin 

of social exchange theory focuses on the decline of the interpersonal relationship, which 

actually nurtured in any working environment of a professional nature. The struggling 

interpersonal relationship deteriorates the emotions, and deprived off them basic 

psychological needs of belongingness. People do not only exchange of identical nature but 

also friendship, love, affection, sympathies, empathies, and sense for help for each other. 

When the relation does not reciprocate as per anticipation the anxiety, stress and emotional 

disorder emerge. Hence it may be assumed that social exchange theory can nurture 

significantly the sense of stress and anxiety among the people. In this regard, empirical pieces 

of evidence can be traced in the literature. The study conducted by (Saks, 2006) has made the 

social exchange theory a base for studying employee engagement.  

Baumeister and Leary (1995) Need to belong is in a natural instinct of human 

behavior, and the fundamental source of persuasion of several interpersonal interactions. 

Theory of belongingness refers to (Baumeister & Leary, 1995, p.497) “a pervasive drive to 

form and maintain at least a minimal quantity of lasting, positive and significant interpersonal 

relationship”.  Therefore need to belong is a human instinct, the isolation from a social group 

is strived to retain. The theory of belongingness can also be applied to substantiate the 

purpose of the study. Earlier empirical evidence Jamieson et al (2010) confirm that when the 

need to belong a person is threatened, s/he is likely persuaded to improve his/her performance 

to make the group realize the value his/her existence with them.  
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Social exclusion anguish the people and thus very painful for the victims. The social 

pain theory posits that people sense pain and agony when they perceive that they are being 

psychologically distanced by their peers (Eisenber & Lieberman, 2004). Thus social pain 

theory can also be applied to detect the repercussions of workplace ostracism in a working 

environment.  

1.7. Definitions and the nature of Variables 

1.7.1. Workplace Ostracism 
 Workplace ostracism has been defined by Leung et al., (2011) as being ignored, 

excluded, receiving silent treatment, rejected from peers, or from the side of people working 

with him/her.  The nature of ostracism in the workplace setting may vary from organization 

to organization. This study has focused on the people working in the health care sector of 

Karachi, Pakistan.  In this research, workplace ostracism has been studied as a predicting 

variable.  

1.7.2. Job Performance 
The construct job performance refers to proceed to do an assigned task. It further 

refers to a source of achieving a predetermined objective, set of goals, or assigned role within 

organizational settings (Campbell, 1990).  According to Campbell (1990), that job 

performance does not represent single actively rather a set of “complex activities” (p. 704).  

More specifically performance while on the job is a sort of behavior and a distinct form of an 

entity separate from the results of a specific job.  Job performance in this study has been 

investigated as an outcome variable.  

1.7.3.  Turnover intention  

 Turnover intention refers to the tendencies of quitting of switching the job. Or it may 

refer to the probability of an employee leaving or quitting the existing job s/he is working. It 

may also further refer to a situation under which an employee intends to cease his/her 
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association with the organization. Numerous literary shreds of evidence are there covering 

the predictors of turnover intention among employees, such as lesser organizational 

commitment, excessive workload, job stress, etc. The turnover intention being part of this 

study has been made as an outcome variable among the employees working in the health care 

sector.   

 Turnover may also be understood as the aggregate of employees’ substitutions during 

a particular period of time in a specific business or industrial setting. Turnover can also be 

described from two perspectives; i.e. organizational or individual perspective (Himsjaw & 

Atwood, 1984). It can be either voluntary or involuntary, former refers the quitting tendencies 

among the individuals by their own request, whereas later refers company initiated campaign 

in the right sizing or downsizing (Hinshaw & Atwood, 1984; Hayes et al., 2006; Takase, 

Teraoka & Kousuke, 2014; Collini, Guidroz, & Perez, 2015). When an employee transfers 

from one position to another also referred to as internal turnover. Whereas an external 

turnover refers to the situation under which an employee leaves the organization absolutely 

(Hayes et al., 2006; Collini et al., 2015).  The organization having low or no turnover makes 

the organization suffer in terms of finding no place for new and energetic talent. Hence an 

appropriate turnover is also good to some extent, however, the situation may vary from 

organization to organization the rate of turnover is normal for one organization may be 

catastrophic to another organization (Simon et al., 2010; Collini et al., 2015).   

 

1.7.4.  Stress 

Refers to harmful, painful physiological and psychological responses that emerge due 

to unfavorable prolong negative conditions in the working environment which are not in 

congruence with capabilities, and capacities of the person. In the words of Beehr (1995) 

work-related stress may be described as a sort of situation in the working environment which 
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is perceived to make the people devastating psychological sufferings. This situation may 

emerge due to the excessive gap between work demands and job-related resources, or maybe 

due to persistent exclusion, rejection or shunning of a person from a team, or may due to not 

giving due diligence to a person in the important decision. Job stress in this study has been 

investigated as an outcome variable of workplace ostracism.  

1.7.5.  Employee Engagement 

 Employee engagement refers to the degree of passion and commitment among the 

employees regarding the work, task, job, and organization.  The concept of employee 

engagement was coined by Kahn (1990, p.694), the concept refers to the process of 

connecting the members of an organization to their defined roles through which they employ 

and exhibit themselves physically, cognitively and emotionally while performing their roles.   

Realizing the significance of employee engagement every year the Gallup surveys used to be 

conducted to measure the level of employee engagement around the globe in various 

organizations. Employee engagement has been studied as a dependent variable in this study. 

How employees vary their roles when they are experiencing ostracism in the work setting 

particularly in the health care sector.  

1.7.6.  Emotional Intelligence 

Emotional Intelligence is a type of social intelligence, refers to the capability of an 

individual to manage his or her personal emotions, feelings and of people working with him 

or her, to differentiate among them, and utilize extracted information to direct one’s thinking 

and practices (Salovey & Mayer, 1990). According to Goleman (1995), Emotional 

Intelligence or EQ refers to the capability to single out, evaluate and manage individualistic 

and collective feelings, emotions as well of related groups. Although the concept of 

emotional intelligence in early 1990s. However the businesses promptly adopted the concept 

and made it inevitable for employees to cater the pressure cooker like situations in the 
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working environment. Realizing the significance of the concept, Emotional intelligence has 

been studied as a mediating/intervening variable in this research.  

1.7.7.  Psychological Capital 

  According to Luthans, Youssef and Avolio (2007) the term psychological capital can 

be described as a person’s affirmative state of progress that is identified by: 

i). Exhibiting self-assurance (Efficacy), confidence and the execution that of in a way so that 

challenges of given tasks can be accomplished.  

ii). Persistent in achieving predetermined objectives and goals, redefining plans towards the 

goals when necessary (hope), so the effective and efficient results may be established.  

iii). Showing affirmative attribution (optimism) regarding excellence in existing and future 

state of affairs. 

iv). When haunted by the pressures and failure, the ability to fight back (resilience) to achieve 

the objectives.  

1.8.  Chapter Summary 

The researchers have predominantly shown their interest in investigating the 

influences of workplace ostracism on selected work-related outcomes. Besides, in this section 

of the study, the objectives of the research have been outlined; the anticipated significance of 

the research in terms of theoretical, contextual and practical contribution has also been 

outlined. The variables of interest along with their nature have been defined. The subsequent 

part of the study outlines the literary shreds of evidence earlier documented by various 

leading scholars of human resources behavior.  
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CHAPTER TWO LITERATURE REVIEW, THEORETICAL 
FRAMEWORK AND HYPOTHESES FORMULATION 

2.1.  Affective Event Theory 

Affective Event Theory (Weiss & Cropanzano, 1996) has been developed to relate the 

affect (the comprehensive word applied for sentimental experiences, along with emotions and 

mood) in work settings. Besides its emphasis on affect, it includes behavior, cognition, and 

several important psychological constructs to describe job related behavior and contribution 

in the work settings. AET is fundamentally develops on prior approved cognitive recognition 

models and has won the empirical support from several disciplines of studies in psychology 

and behavioral related research constructs. The theory encompasses varied work related 

behaviors. AET maintains that there are two aspects of job related behaviors, both of them 

are at least somewhat impacted by emotional or affective outcomes to the happenings while 

at work. AET is an extension of several theoretical successes with few more additional 

factors to predict the work related behaviors.      

 2.1.1. Assumptions of Affective Events Theory 

There are several assumptions of Affective Event Theory (AET) regarding work 

settings and related constructs which describes behaviors in the working environment. The 

primitive is it should be kept in mind the contentment with the job is distinct from affect. 

Nonetheless, AET also endorses that affect has significant role to ameliorate or deteriorate 

the level job contentment, such behavior in turn is applied to gauge the performance while on 

work. In addition to that, the theory (AET) assumes that affect impacts work related 

contribution in the organizational productivity. Characteristically in a harmful way because 

sentiments, feelings, emotions are considered to draw resources from several other areas, for 

instance perception processing ability, persuasion, and concentration on the behaviors of the 

fellow workers.       
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 An added important assumption in the AET structure is that happenings or events 

occur over a period of time, which forces to change the affects regularly. Such happenings 

impacts an individual’s immediate emotional state however changes over period of time once 

new happening occurs. Several happenings or events are anticipated to develop affirmative 

reactions, negative behaviors, and the extent of the intensity also varies from event to event. 

Since the affect is regularly changes from event to event, hence the behaviors are also 

volatile.      

Affect-originated outcome has been declared prompt reaction to the happenings or the 

event. In numerous instances, affect-driven reactions occur more or less promptly once an 

event is cropped up. For instances in may happen when, after the anguish treatment and 

arguments with the boss, a worker may leave his or her position or job immediately even 

without thinking for a moment. Judgment-driven job related outcomes, on the contrary, often 

cross through a cognitive process through various job related attitudes. Such behavior and 

outcome takes bit more time and often more intentional. However an employee who instead 

of prompt reaction to the event sits on his/her desk calmly given a moment of thought to the 

other aspects of the task he or she perform such as social interaction with the co-workers or 

people around may influence him or her to prevent from retaliating behavior. The outcome of 

affect-driven and judgment-driven may be unique or different or even sometimes yield 

similar results.        

Behavior recognition theories advocate that individual always put their effort to 

remain meaning full the people at work. They often translate the several behaviors and events 

through the cognitive processes. There are several distinct theories pertaining to value added 

by the people to the events in the work. However the general perception prevails that events 

have established values and meanings attached to them, which is often interpreted by sense of 
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people who keeps eye on the events. Several assessments of events lead to distinct emotions 

and then attitudes. People in any work settings use appraise distinctively to the events 

happening with or around them, and the people may be in unique in reactions to the identical 

situation. The process of adding value or meaning to an event has been considered as two 

step model. The primitive is often called primary process of attaching meaning to the events 

which further consists on several systems, however it depends on the fundamental idea, 

regarding the degree of similarity or dissimilarity of an event with an individual’s objectives, 

perceptions, stakes, values and like that. When an event seems to be in alignment, the event is 

often added with positive meaning and value and vice versa. The primary process of adding 

value or meaning to an event is related with whether the occurrence has anything to do with 

perceiver’s personal well being. In several situations, the primary appraisal mechanism attach 

sufficient value or meaning to an event so that an affective reaction may be elicited. Instances 

of such affective reactions may be affirmative sentiments, for example affection, love and 

relief, and also negative emotions, such as fear and depression.   

     Secondary appraisal mechanism includes more cognitive-driven process, such as 

future anticipations or reminiscence, along with primitive appraisal mechanism. Number of 

affects happen only when secondary appraisals are executed jointly with existence of primary 

appraisals. An instance of a downbeat or off putting emotion which needs both stages is 

resentment. An affirmative or optimistic emotion which needs the secondary stage of 

appraisal is cheerfulness. In both instances (resentment and cheerfulness), the emotions are 

targeted at a particular event and not a wide-ranging affective reactions, similar as the case 

with primary appraisal. More simply, secondary appraisal mechanism refers to the 

assignment of complex nature, when the person attaches more complex meaning to the event; 

such situation is often difficult to determine good or bad. When such perplexing situation or 

instances of greater meaning to the event is emerges, that will in turn influences one’s attitude 
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along with contemporary job related behaviors. For example when an event of a disturbing 

nature or unusual, instead of retaliating promptly to the event, the individual would calm for 

while and start to evaluate the event in two stages, Ist.  It is evaluated if the event is positive 

or negative through the primary appraisal mechanism, and then added the positive 

perspective through the secondary appraisal mechanism, eventually the negative outcome of 

an event may be solved through the positive appraisal mechanism. Thus Affective Event 

Theory (AET) establishes and evaluates the positivity or negativity of an event and person 

may not retaliate to the negativity instead calm and cool to identify the chain of options to get 

the problem averted.  

Thus the secondary appraisal mechanism is often judgment-driven, which is usually 

deliberative and need a person to heave the sigh relief, cool and calm to add value of meaning 

to an event instead of abrupt reaction. The affect-driven behaviors, (primary appraisal 

mechanism) are not entirely percipience-free, even though they are spontaneous reactions. 

However, if the potency of preliminary appraisal and the subsequent affective reaction is 

strong enough, the primary appraisal and affect-driven reaction can be prolong. For every 

instance, or happenings, occurrence of an event the probable reactions of a person to a given 

situation initially may considered endless, however once an individual evaluates the instance, 

the behavior options becomes squeezed down on the basis of affective reactions. Despite of 

this much significance of the behaviors, yet its repercussions has been rarely studied in the 

context of human behavior in working environment. Conversely, by definition, emotion-

driven or affect-driven behaviors should be more spontaneous and less restricted than 

judgment-driven behaviors, which are recognized even more before a behavior is executed. 

Hence the affect-driven behaviors are very much vulnerable to affect work related 

performance in the working environment, and also positive work related contributions in the 

work settings. it is also anticipated that judgment-driven outcomes or behaviors may 
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negatively affect the job related performance, because such behavior decrease time to be 

spent on work related tasks as well as deviate the required work related attentions.   

 Emotions and passions at work has been studied very significant contributor towards 

the job performance, manager-subordinate relationships (Wijewardena, Härtel, & 

Samaratunge, 2017).  In today’s contemporary business world human capital anticipate a 

dignified and quality recognition in the working environment both from the part of clients as 

well immediate supervisors (Romero & Pescosolido, 2008; Tews et al., 2012). Affective 

behaviors in the work settings can usher the positive psychology among the employees i.e. 

increase in hope; meliorate optimism, resilient behavior (Wijewardena et al., 2016). Realizing 

this notion  the affective event theory (AET) Weiss and Cropanzano (1996) has been used to 

study the behavior related job outcomes more specifically in health care sector.      

2.2.  Workplace Ostracism 

The Concept of Workplace Ostracism (WPO) is believed to be coined by Williams 

(1997). The term later revised and subsequently and discussed by (Williams & Zadro, 2001; 

Williams, 2001). Workplace ostracism has been studied extensively and documented as a 

complex and grave constraint both for organization and an employee.  

In fact, studies on exclusionary attitudes in organizational behavior/psychology have 

been documented since long (for example, Schachter, 1951; Jackson & Saltzstein, 1958), the 

early studies considered the concept as social rejection. Lot more studies are being conducted 

having conceptualized as ostracism (Williams, 1997; Williams et al., 2000; Fatima et al., 

2018; Kwan, 2018; Robinson et al., 2019), Social isolation (DeWall et al., 2009;  Pohlan et 

al., 2019; Burgers, 2019), rejections by colleagues (Prinstein & Aikins, 2004; Buhs, 2005). 
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Williams (2001, p.10) formulated five distinct probable classes of ostracism: “not 

ostracism, role-prescribed ostracism, defensive ostracism, punitive ostracism, and oblivious 

ostracism”. Not ostracism happens when a person observes an event which can be perceived 

as ostracism, however then found the behavior refers to something else; for instances that an 

individual perceives s/he is not invited in a party, but later on, came to know that the 

invitation was lost in the mail. Role prescribed ostracism, refers to a type of exclusion, or 

ostracism, which appears to be permitted and morally allowed. Wang (2015) the intensity of 

Role-prescribed ostracism may have little impact on the victim because the logic of isolation 

is ascribed to socially prescribed anticipations instead of target himself/herself. For instance, 

it is generally acceptable than an unfamiliar person does not necessarily have to be 

acknowledged or have a cursory look at each other in an elevator. Or one may be gone 

unnoticed while having a sip of tea on a similar table in a cafeteria. Defensive ostracism 

happens when a person intentionally stays away from the target due to his/her individualistic 

beliefs and goals. For instance, a model sophomore may stay away from disputant fellows, so 

that s/he may not be inflicted with their negative behavior. Punitive ostracism is probably 

considered as the most visible and all-encompassing type of ostracism (Wang, 2015). This 

form of ostracism is employed to penalize negative behavior (Williams, 2007).  The primitive 

instance of punitive ostracism can be witnessed from political practice ostrakophoria  

(Rosenbloom, 2004). In Greece, people were designated to vote, if a disobeying citizen 

should be banished from the country. Finally, oblivious ostracism happens when a person 

senses ostracism but fails to understand the reason behind such behavior or why s/he is being 

ostracized? As a result, uncertainty and ambiguity turn oblivious ostracism more catastrophic. 

Thus unclear ostracism had a greater negative impact on a person than clear ostracism 

(Sommer et al., 2001).  
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Uncovering Ostracism: As the need to belong is in human instinct; therefore people 

always remain vigilant and perceptive in the quality of their social affiliations, indeed they 

always conscious of the intactness of such social relations. Individuals normally detect 

ostracism by observing and construing implicit or explicit cues: ostracism may be detected 

implicitly by lessening the interaction, and can be sensed explicitly by bluntly intimating 

someone that s/he is unwelcomed in a group. As a result of extensive literary pieces of 

evidence, two perspectives are standout which posits the way to detect the existence of 

ostracism. The initial perspective suggests that the ostracism is sensed via a regulatory 

mechanism which is parallel to further human systems that acknowledges threats to wellbeing 

(Eisenberger & Lieberman, 2004; MacDonald & Leary, 2005) or synchronize essential 

functions such as the desire to eat and sleep (Pickett & Gardner, 2005). 

Several types of research have documented catastrophic results, revealing that 

predominance of organization and individuals have either haunted by ostracism or have 

ostracized the fellows. The earlier surveys covering 6 months span of time span found that 13 

percent of employees were experiencing ostracism by their fellows in the workplace settings 

(Hitlan, Kelly, Schepman, Schneider, & Zarate, 2006), and 66 percent of surveyed employees 

during 5 years of period were experiencing rejection in the working environment (Fox & 

Stallworth, 2005). Out of these rejected employees 29 percent, perceive that their fellow 

workers used to leave the place once they got entrance. The influence of workplace ostracism 

is very brutal and observed in almost every organization (Gamian-Wilk & Madeja-Bien, 

2018).  Results have revealed that even faint cues, for instance, introvert eye contact 

(Wesselman et al., 2012; Wirth et al., 2010),  or when the cause is the computer (Zadro et al., 

2004), may instigate the fellow to feel excluded or ostracized. Any reason for ostracism does 

not necessarily mean to provoke an aversive, prompt reaction. Counter outcomes may still 

emerge even when ostracism is not deliberate or intentional by a computer (Bagg, & 
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Williams, 2009; Zadro, Williams, & Richardson, 2004; Eisenberger, Lieberman, & Williams, 

2003). Even though workplace ostracism as a research construct has attracted the attention of 

researchers, but still the construct is being considered relatively a new area, as there is a 

variety of pressing questions needed to be unanswered (Gamian-Wilk & Madeja-Bien, 2018). 

In the workplace setting the concept of ostracism has been considered relatively a new 

research construct; earlier to this the construct was studied as workplace bullying, 

counterwork behavior and communal impact strategies. According to Robinson and 

Schabram (2017), the concept of workplace ostracism has been included in organizational 

literature since the 1970s. But ostracism has been studied as one element with several 

complex components, for example, it has been studied as workplace deviance (Bennet & 

Robinson, 2000), antagonism (Neuman & Barron, 1998), unsocial attitude (Giacalone & 

Greenber, 1997), impaired attitude (Griffin, O’Leary-Kelly, & Collins, 1998), unfavorable 

organizational behavior (Vardi & Weiner, 1996) and workplace bullying (Fox & Stallworth, 

2005; Salin, 2001). Workplace ostracism has also been studied as non-cooperative behavior 

such as refrain to provide related and significant information to the fellow workers, which 

eventually makes the organization to suffer in terms of low productivity (Duffy, Ganster, & 

Pagon, 2002). Shunning others and denying support/cooperation, help has also been studied 

as communal influence strategies (Kipnis, Schmidt, & Wilkinson, 1997).  Nevertheless, the 

pieces of evidence regarding ostracism as a distinct class of research construct have also been 

established (Edwards, 2000).  Ostracism may be proved as similar as an element or type of 

workplace deviance, antagonism and harassment, but some studies confirm that ostracism is 

both theoretically and empirically a distinct class of research constructs (Ferris, Brown, 

Berry, & Lian, 2008). Ostracism has been described as the state of being ignored, excluded 

by the social group or considering as unimportant of one’s presence (Williams, 2007). The 

terms communal ostracism, exclusion, and ignorance are usually considered as an 
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interconnected (Williams, 2007).  Ostracism in the workplace settings has been considered 

from the perspective of actor, who fails to accommodate his/her fellow when he/she is 

socially obliged to do so (Robinson, O’Reilly, &Wang, 2013), or as target being ignored, 

excluded or cold-shouldered by his/her fellows (Ferris, Brown, Berry, & Lian, 2008). This 

sort of omission to engage has been studied as personal ostracism and task ostracism 

(Robinson & Schabram, 2017). By personal ostracism the Robinson and Schabram (2017) 

means excluding a particular person in work setting from interactions of individualistic or 

collective nature, in other words not considering member of any conversation, deliberately 

denying social support, or not being invited to have a cup of tea with the fellows during tea 

breaks, dine or other collective occasions. Whereas task ostracism refers to not considering a 

fellow worker in a job-related session, not calling a person to project meetings, not including 

a person in projects, excluding a fellow worker from sending an email, or mum to emails 

from a colleague.  Workplace ostracism has been studied as unique from the several instances 

of work setting mistreatment both in terms of empirical and conceptual perspectives(Ferris, 

Brown, Berry, & Lian, 2008; Robinson & Schabram, 2017). Workplace ostracism to a greater extent is 

an ambiguous construct, it can deliberate or accidental or may handy in several instances 

(Robinson & Schabram, 2017). The survey-based research carrying the co-relational purpose 

concluded that workplace ostracism is far more different from several kinds of workplace 

mistreatment, such as workplace incivility, bullying or deviance (Ferris, Brown, Berry, & 

Lian, 2008; Ferris et al., 2017; Mackey et al., 2017). An intentional excluding someone in the 

workplace setting may be used as an organizational or leadership strategy in an attempt to 

make the ostracized realizing the significance of the job he/she is doing (Sommer, Williams, 

Ciarocco, & Baumeister, 2001; Steinbauer et al., 2018).Ostracism carries significant group 

functions both in humans and animals(Gamian-Wilk & Madeja-Bien, 2018). Groups become 

muscular and more unified by excluding fellows who exhibit feeble or show radically distinct 
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characteristics. Hence the practice of ostracism is not dispensed randomly. In a real sense, 

people use to exclude or tend to ignore those who are generally obnoxious or complicated to 

communicate, lacking in essential capabilities inappropriate behavior or of stigmatizing 

distinctiveness (Baumeister & Leary, 1995; Yang & Treadway, 2016). Naturally, people used to keep 

in touch with those who have pleasant characteristics, such as good looking, being 

accommodating, always ready to assist (Leary, 2005). More specifically people with introvert 

attitudes or in state of perception that being part of is the least essential, are normally 

vulnerable to the risk of being ignored, particularly the people who are extremely related with 

moral principles (Hales, Kassner, Williams, & Graziano, 2016). In real meaning, ostracism 

may cause to affect three ways: to keep away a group of likeminded people from undesired 

individuals or of uncooperative attitude; to make the other individual change in behavior, by 

exhibiting cues of probable exclusion which can be translated as warnings to correct and 

adapt to the team; and to drive out those peoples who refrain to correct their attitude in 

congruence with the need of group (Ren, Hales, & Williams, 2017).  Moreover, ostracism 

may be advantageous in terms of ignoring actors, as ignoring or shunning others may 

reinforce fundamental needs, for instance, need to belong, the exhibition of valuable 

existence, and positive self-esteem (Zadro e al., 2017). Studies on workplace ostracism 

confirm that rejecting or excluding people in the working environment make others to avert 

divergence, may usher the tranquility, and may avert the people to exhibit negative work 

behavior emotions (Hales, Kassner, Williams, & Graziano, 2016). Furthermore, ostracism 

may be considered a bit more appropriate exercise for people in the working environment 

than bullying or other sorts of mistreatment (O’Reilly, Robinson, Banki, & Berdahl, 2015; 

Mao,  Liu, Jiang, & Zhang, 2017).  Shreds of evidence are prevailing there when ostracism 

has been used as a source of correcting organizational members from unnecessary criticism, 

withdrawing the unwanted relationships, or an instrumental to resolve conflicts (Sommer, 
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Williams, Ciarocco, & Baumeister, 2001). But one thing should be kept in mind that 

ostracism may be useful and functional for a group, for the individual it may not. Rejection 

cues are perceived as grave pressure to survival, forcing targeted persons to be more 

perceptive to the indications and more inclined to improve their attitude to restore the 

acceptance of the group members. Hence the change in individual behavior as per the need of 

groups is essential.  More simply ostracism is handy in several ways such as: If a person is 

able to become change analogous to the group, the team cohesiveness is anticipated to be 

increased. Conversely, sometimes, it is next to impossible for a person to accommodate, as 

the fellows have complicated or ambiguous anticipations or their collective values contradict 

the person’s norms or values. Under such conditions, it is often recommended to quit from 

the membership of the group.Ostracism maybe also be disastrous for the group. Whereas 

group miscellany may be a challenge, such diversity may also offer a chance to capitalize on 

fresh norms or values. By excluding the distinct member the team may be consistent but less 

miscellany.  

The concept of workplace ostracism (WPO) has also been evidenced as first studied 

by Williams (1997) (Gamian-Wilk & Madeja-Bien, 2018). Later on, in subsequent 

researches, the Workplace ostracism concept was revised and reviewed (Williams & Zadro, 

2001; Williams, 2001). After revising and redefining workplace ostracism the literature has 

documented numerous definitions. Such as, ostracism has been described as a practice 

exercised to devalue, disregard, and mistreat to a person (William, 2001). According to 

Pagon and Masters (2002), workplace ostracism is similar to the exercise carried to isolate, 

eliminate, and criticize a worker by his/her fellow members.  People always remain on their 

toes to keep in touch and establish good relations with fellow co-workers with the intention 

that such relations can pay them in future socially and professionally (Baumeister &Leary, 

1995). When the instances emerge under which people perceive in a working that they are 
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being overlooked, ignored, excluded or rejected one way the other the process emotional 

resource drain starts, eventually such behavior is translated into counterproductive work 

behavior (William, 2009; Gamian-Wilk & Madeja-Bien, 2018). Most often in the work 

setting ostracism occurs under the situation when the services of an employee are shifted or 

transferred to the hard/hostile/unfavorable areas, where supplies to basic human needs are 

lacking, and thus positive self-esteem is threatened. In a number of cases, ostracism is a 

perceived phenomenon, which often invisible besides unwritten or written embarrassments. 

Ostracism may include manager threatening his/her subordinates, which causes the 

organization to suffer in terms of low productivity. According to Williams (2000) ostracism 

constituted on four identified components namely: retaliatory attitude (Miceli & Near, 1989); 

workplace bullying (Workplace bullying Taskforce, 2002); ethnic discrimination (Schneider, 

Hiltan & Radhakarishnan, 2000); babble-mouth attitude(Miceli & Near, 1989). These 

elements have been studied as deteriorating performance predictors in an organizational 

setting. Similarly, William’s (1997) model of ostracism was somewhat an integration of four 

significant needs: belongingness, control, value able sustenance, and self-esteem. The literary 

evidence confirmed that workplace ostracism has a significant negative influence on 

belongingness, self-esteem and the basic needs of peoples (Williams, 2001). Besides that, 

social isolation threatens the perception of support. Therefore the individuals socially 

sidelined to interact (Sommer et al., 2001). Ostracism pessimistically drains the social 

upholding of an individual, thus the victims are haunted by the interpersonal stressor. The 

interpersonal holdings of an individual in the work settings are valuable resources, which 

pave the way to surmount the intricacies of every day challenges both professional and of 

social nature (Greenhaus & Powel, 2006). Hobfoll (1989, 2001) in his Conservation of 

Resource (COR) theory, urges that people do their best to retain, conserve and uphold both 

professional and social resources, with the intention to be used in rainy days. They consider it 
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a threat when they perceive any sense of losing such valued holdings. Thus any loss or 

depletion in such resource put them under stress and anxiety (Hobfoll, 1989). Persistent 

Workplace ostracism has been studied as a greater cause to deplete such resources of the 

people in the working environment. William (1997, 2001) model postulate that ostracism has 

a capacity to deplete social resource of people, which cause the victims to behave negatively 

in work settings. The results of a study authenticated such a situation predicts the anger, 

anguish and aggressive behavior among the people in the work settings(Chow et al., 2008). 

Such psychological disorder ushers the cynical behavior (Gonsalkorale & Williams, 2007). 

The research regarding workplace ostracism confirms that it causes stress, exhaustion, low 

level of job satisfaction, and perplexing psychological issues (Ferris et al., 2008; Hitlan et al., 

2006; Chen & Li, 2019). The results of the time-lagged study documented empirical pieces of 

evidence regarding the interactive role of proactive personality and political skill in counter 

work behavior of employees engaged in the hospitality sector (Zhaoa, Penga, & Sheard, 

2013). Numerous studies concluded that workplace ostracism ushers the negative work 

behavior both psychologically and physically. For instance, an ostracized employee may 

exhibit emotional distress, cognitive disorder, exhaustion, and discontent with the job being 

performed (Grandey et al., 2005; Wu et al., 2012). The perception of social rejection in the 

work environment may cause the organization to suffer in terms of deteriorating organization 

citizenship behavior among employees (Lee & Allen, 2002, Wu et al., 2016). Decreasing 

level in job performance (Cropanzano et al., 2003), higher-order quitting and switching job 

tendencies (Havery et al., 2007). However, in addition to several negative influences, the 

workplace ostracism has been evaluated as in positive relationship with job-related tension. 

Hence Chisholm et al, (1983, p.387) described job tension as “the psychological response of 

people in the working environment to turbulence in the objective or perceived work 

environment”. Taking such a concept of job tension has been studied by Harvey et al. (2007).  
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William’s (1997) model focusing on the role of ostracism and its predictability of workers’ 

ability depletion to keep his/her performance intact has been documented.  

Workplace ostracism indicates that it can be studied as a source resource depletion, 

such as losing support from fellow workers.  In the work setting when employees perceive 

that they were running out of their social resources due to the persistent rejection from his/her 

fellow workers, hi/her ability to cope with the work-related situation is hampered (Lee & 

Ashfort, 1996; Hobfoll, 1989; Koay, 2018).  Social interaction and communal support are in 

the natural instinct of human, the deprivation off such support may put the people in stress 

and emotional exhaustion.  

Numerous words have been narrated in the academic and professional research 

describing ostracism. For instance isolation (Williams et al., 1997, 2000, 2007, 2009), 

communal elimination (Twenge et al., 2002), rejection (Prinstein et al., 2004), neglect, 

abandonment (Baumeister & Leary, 1995). Workplace ostracism may also be described as the 

condition under which a person or group of persons deliberately or intentionally leaves out to 

initiate which engage his/her fellow workers when it morally obligatory to do so (Williams et 

al., 1997). The target of ostracism may perceive ignored, overlooked, and excluded by his 

/her colleagues (Williams et al., 1997, 2001). The workplace ostracism is radically different 

than everyday routine ostracism, under which actor ignores the target under everyday 

conditions such as not paying heed to hello while on the way, ignoring in public transport, or 

other common places. The experience of ostracism emerges when a person or group of 

person defy the normal practice, that the group is obliged to acknowledge (Williams et a., 

1997). Such behavior may or may not be exercised within hierarchical interaction. Such 

experience is catastrophic because it contradicts the innate need to belong, which is grave to 

human welfare (Baumeister et al., 1995). Although the construct workplace ostracism has 

been extensively studied, however, it has yet to win the confidence to study its repercussions 
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among the employees of the health care sector. This study is, therefore, is an empirical 

endeavor to fill the gap particularly in the Pakistani context. A few studied in this regard have 

been conducted such as Mahfooz (2017) studied the role of workplace ostracism in predicting 

turnover intention among employees of the health care sector. However, this study is 

confined to small cities of Punjab, Pakistan. Haq (2014) also studied the impact of workplace 

ostracism in the Pakistani context.   

2.2.1  Workplace Ostracism and Affective Event Theory (AET) 
 

Individuals or groups of individuals can be a victim of physical ostracism. This may 

be by expelling or otherwise by eliminating from the physical presence of group fellows. 

Physical ostracism can happen when a person is deported, derived out, exiled or sent do 

solitary confinement. Besides that there can be social ostracism, in social ostracism peoples 

are ignored, isolated but being a presence in the groups. Prolong and persistence in such 

practice, the target is assumed as absent. Social or communal ostracism is usually carried in 

relational divergences; it is also termed as tacit exclusion. This kind of ostracism is usually 

observed in-class environment, work conditions or even in military institutions, as well as 

pious rituals. With the advent of the technological boom, cyber ostracism is also witnessed in 

various settings. As per Affective Event Theory (AET), that being emotional being humans’ 

perception is fine-tuned with the sort of feelings he perceived.  

  

A Psychological model developed and described by Weiss and Cropanzano (1996) 

named Affective Event Theory (AET). AET was aimed to explain the relationship between 

affection and perception in the working environment and work-related behaviors. This theory 

emphasizes a general perception that humans are emotional beings, and all actions, beliefs, 

and behaviors are driven by those emotions. Such emotions are often instigated by several 

affective proceedings.   In a work setting, affective events are job-related events which trigger 
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the affective reactions. An affirmative event used to instigate positive affective reactions for 

example contentment, pleasure and happiness whereas downbeat affective occurrence often 

triggers negative affective reaction for example being felt lonely, isolated in a feeling of 

uncertainty. In this research, the theoretical model states that workplace ostracism is a purely 

job-related occurrence, which triggers the dwindling emotion of being isolated among 

employees. Such affective feelings of isolation can be shreds of evidence from several work-

related behaviors. Such as increasing tendencies of quitting or switching the job, decreasing 

enthusiasm to work means lowering job-related performance, increasing anxiety and stress, 

and lowering engagement to the work.  AET particularly transacts the interrelationship 

between affective and psychological reactions to affective occurrence for example workplace 

ostracism predicts the lowering work-related performance.  Such a situation is an outcome of 

affective provocation of an emotional happening however the moderating influence of 

psychological capital due to mutual dependence has an ability to act as a medium to influence 

the strength and nature of association among workplace ostracism, job performance, stress, 

turnover intention, and employee engagement. This research has therefore adopted the 

Affective Event Theory (AET) to evaluate the affective reactions among employees of the 

health care sector due to workplace ostracism.    

 

Several researchers like Leary and Allen (2011); Tweenge t al. (2007); Williams and 

Govan (2005) and Leary (1983) have argued that communal consideration is a fundamental 

human need. Such basic need, in fact, directs to several individualistic and collective 

resources which are unavoidable considerations of societal survival (Hobfoll, 1989).  If a 

need for social belongingness is perceived to be threatened, the skeptical behavior of being 

negatively appraised may emerge among people. The due attention if not paid; the certainties 

of devastating behavior like cognitive disorder (Shafique et al., 2017), social stress, negative 
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feedback, introvert behavior, and shyness (Watson, 2009). Negative relational attitudes for 

instance harassment, shouting, abusing, social dejection often promote the perception of 

being rejected (Ferris et al., 2015). On the other hand, the workplace ostracism ushers the 

feelings of being isolated and excluded (Williams, 200; Leary et al., 2005). However either 

being rejected or being excluded one way or another predicts the negative behavior. The 

social exclusion, when perceived; always causes distress and painful feelings. But if the 

situation is followed by coping measures from the concerns through the appraisal mechanism 

the perception of ostracism may be reduced (Chung & Yang, 2017; Williams & Zadro, 2005). 

Such a process of rethought often initiates to ponder the individualistic status in a social 

group or among peers. The extent of belongingness, self-esteem, and significant existence in 

a social group often determine the extent of persons’ individualistic and collective resources. 

When it is perceived that resources are under threat, the skepticism of being negatively 

appraised by managers and colleagues may emerge.  Watson and Friend (1969) put forward 

their narrative regarding negative evaluation as anxiety regarding how peers evaluate, 

depressed of being negatively evaluated, reluctance to be evaluated or anticipation of being 

negatively evaluated. By integrating social support and theory of belongingness the study 

concluded that co-worker exclusion can predict the detrimental effect on work-related 

outcomes among employees (Scott et al., 2014). Moreover, when the perception of being 

excluded is cropped up among peoples in any working environment, the negative work 

behavior is often emerged by the affected. This notion has been endorsed in the study 

confirming that any association between a worker’s internal stimuli (emotion, mental states, 

and cognitions) and their response to occurrences happened in a work setting directly 

influences organizational outcomes. The affective event theory (AET) utters that affirmative 

temptation (encouragement, perceived support), as well as negative temptations (ostracism, 

social exclusion), instigate emotional reactions that are often exhibited in various job-related 
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outcomes (Wegge et al., 2006; Citeman, 2007). The persistent internal emotional stressors 

create the perception disorders which eventually may be translated into negative job 

performance, increasing tendencies of quitting a job, increasing stress and devastating 

employee engagement (Citeman, 2007).Making the AET (Weiss & Cropanzano, 1996) and 

workplace ostracism (Williams, 2001), this research investigates the relationship between 

workplace ostracism and negative job-related outcomes. Affective Events (variety of both 

positive and negative instances occurs in work settings), temperament and work-related 

behaviors are happened to be the core components of affective event theory. AET assumes 

that the occurrences and events at the workplace nurture affect which in turn evaluates the 

trend and intensity of employees’ behavior (Weis & Cropanzano, 1996). A number of 

researches verifying the role of AET’s factors have been concluded. Such as workplace 

bullying, indecent treatment ravages workers’ emotions, which creates negative work 

behavior like anxiety, withdrawal, and counter work behavior occurs (Skarlicki, & Pugh, 

2005; Van Yperen, Hagedoorn, Zweers, & Postma, 2000; Anjum et al.,2019). Similarly, 

persistent workplace bullying ravages the employees’ emotional states, which predicts the job 

quitting tendencies(Glasø, Vie, Holmdal, & Einarsen, 2010; Khair & Fatima, 2017). Like that 

workplace ostracism and social exclusion by the peers is happened to be catastrophic for 

emotional states, such behavior provokes increasing tendencies in job quitting, higher-order 

stress, lowering job performance and employee engagement (Khair & Fatima, 2017; Anjum 

et al., 2019). As a whole, it can be assumed that workplace happenings can impact 

employees’ behavior both in work settings and social settings. As emotional being people use 

to behave or act in response to the events. Based on the notion that workplace 

exclusion/ostracism translates into various negative work behaviors, it also escalates 

unconstructive emotional response (HAQ, 2014), it is anticipated that emotional intelligence 
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will mediate and psychological capital will moderate the relationship of workplace ostracism 

and job-related outcomes.  

2.2.2. Workplace Ostracism and Negative Behavior 

The existence of the ostracism can be traced way back from ancient Greece, where the 

verdict to exile any member or citizen of society convicted as vulnerable to democracy, was 

often taken by voting, where elders of the city cast their votes by writing the given name of 

the person to be banished on a bit of clay or ceramic/earthenware called ‘ostaca’. On the basis 

of number votes against a person, the person was banished for 10 years (Augustyn, 2019). 

Zippelius (1986) term “Ostrakimos” was applied to express the exercise of eliminating those 

having tyrannical intentions for the democratic setup.  Likewise, the Amish peoples applied 

the term “Meidung” to describe the act of expelling associated with their society as a source 

of the person who deviates (Gruter, 1986). The severity of “Meidung” was considered as 

social death, the reason being the requirement of “Meidung” was the complete social boycott 

even from family, relatives, and friends (Gruter).  

 

However, the practice was a bit different than the exile, as later was lifetime 

banishment. Such exercise gave birth to the concept of ostracism (William, 2001). Rejecting 

others, paying no heed, discontinuing the conversation at the entry of a certain person, cold 

shoulder, shunning are considered to be the reflections of ostracism (O’Reilly & Wang, 

2013). Ostracism was turned to be a common phenomenon. For example, a study conducted 

in the US concluded that around 67 percent of the respondents remained the victim of the 

exclusions (Fox & Stallwork, 2005). Some researchers termed ostracism and death penalty 

due to its catastrophic severity (Parramore, 2014). Unlike several types of interpersonal 

indecent treatment in the workplace, ostracism is latent and apathetic in nature (Hilton, 

Cliffton & Desoto, 2006; Williams & Nida, 2016) and peculiar (O’Reilly & Robinson, 2009). 
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The ostracism may be intentional or unintentional, purposeful or having no purpose 

(Robinson, O’Reilly, & Wang, 2013).  Even though ostracism is latent, ambiguous and fine 

in nature, it has catastrophic effects (Anjum et al., 2019). To haunt the behavior level, it 

adversely hurts Self-Esteem (Ferris et al.,2016), feeling and sentiments Williams & Nida, 

2011; Lustenberger & Jagacinski, 2010) welfare (Wu et al., 2012), organizational 

commitment (Harvey et al., 2018), turnover intention (Mahfooz et al., 2017; Cheung et al., 

2015), negative work-related outcomes (Zheng et al.,2016; O’Reilly et al., 2014; Ferris et al., 

2008; Hiltan et al., 2006). In order to evaluate the literary pieces of evidence covering 

negative work behavior the studies concluded by Fatima (2016) and Ferris et al. (2016) can 

be witnessed. Hostility denial of cooperation has also been studied as negative outcome of 

workplace ostracism (Robinson et al., 2013), counterwork behavior (O’Reilly & Robinson, 

2009; O’Reilly et al., 2014; Yan et al., 2014; Ferris et al., 2016; Fatima et al., 2016; Kaya et 

al., 2017). In the availability of ample empirical and discourse evidence regarding negative 

outcomes of workplace ostracism, and adverse impact on employee motivation (O’Reilly & 

Robinson, 2009), increasing turnover intention (Javed et al., 2018), compromising work-

related performance (Robinson et al., 2019), it is anticipated that the nexus of worker’s 

perception of being ostracized/excluded in the work settings in accordance with the argument 

of Common et at., (2009) is positioned between persuasion and true performance. on the 

basis literary evidences and link between given facts that (a) the perceptions of being 

ostracized undermine the level of motivation among employees, and such attitude is 

translated into work-related behavior, and (b) the perception of being exclusion subverts and 

frustrates the attitude towards the work-related performance, thus it is reasonable to anticipate 

negative outcomes of workplace ostracism. Such negative work-related outcomes can also be 

seen through the goggles of Affective Event Theory (AET). AET assumes that affective work 

setting events impact employees’ work-related behavior. The affective workplace events as 
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per AET refer to a variety of instances in the working environment (negative and positive) 

which an employee may experience in his/her related work settings. The affirmative events 

may ameliorate the positive work-related outcomes such as higher-order job performance and 

negative events that may nurture the negative work-related outcomes such as increasing 

tendency of quitting or switching the job (Weiss & Cropanzano, 1996). Contemporary studies 

have confirmed the negative work-related outcomes of workplace ostracism (Hsieh, H., & 

Karatepe, 2019; Yang, & Treadway, 2016). Abandon, rejection, shunning, exclusion and 

other workplace ostracism terms can be frequently observed both in social and workplace 

contexts (Williams, 2007; Fox & Stallworth, 2005). This study intends to investigate how 

such perceptions and feelings might influence the disposition and attitude of people working 

in health care settings. General perception prevails that humans are emotional beings, that’s 

why they always remain on their toes to establish the congenial and cordial relationships and 

keep away from being rejected or excluded. A similar notion was advocated by Weiss and 

Crompanzano (1996) while formulating Affective Event Theory (AET). Several types of 

research have concluded that the relationship between affective events and work-related 

outcomes.  Affect, as a significant research construct in applied psychology and diversified 

cultural studies (Devdutt, & Mehrotra, 2018; Diener et al., 2003) describes the varied range 

of natural reactions such as gestures, facial expressions, etc.  According to Harmon-Jones, 

Gable and Price (2013) affect is psychophysical variable encompassing three layers namely 

(a) Valence: Subjective assessment of stimuli, (b) arousal: auditory function which instigates 

reaction and (c) intensity of motivation: the momentum to react.  

 

Generally, the mechanism of affect can be classified into two distinct sections namely 

positive and negative (Almagor & Ben-Porath, 1989; Puente-Martínez et at., 2018). Positive 

Affect envisages an individual’s personal feelings of positive moods like joy, happiness, and 
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satisfaction (Ashby, Isen & Turken, 1999; Anjum et al., 2019). On the other hand, negative 

affect denotes an individual’s avoiding, arousals, and sentimental feelings (Watson & Clark, 

1984). Both positive and negative types of affects are stand-alone research construct (Anjum 

et al., 2019).  A person may perceive a higher degree in both feelings, or may mediocre in 

one and may intensive another or low in both (Naragon-Gainey et al., 2009). On the basis of 

AET’s assumptions that affective events predict the affect reactions (Weiss & Cropanzano, 

1996), it is anticipated that workplace ostracism will predict negative work-related outcomes. 

 

The counterwork outcomes of workplace ostracism are manifested at individual and 

corporate levels. An individual in work settings is subjected to workplace exclusion gone 

through impair feelings, averted psychological and physiological syndromes, dissatisfaction, 

de-motivation, and other counter work behaviors. In congruence with the model proposed by 

Williams (2009) spotlight to workplace exclusion, rejection or ostracism when penetrated in 

feelings often generates negative work behavior. Excluded, or ignored people have been 

witnessed experiencing unconstructive behavior (Ferris et al., 2008; Gamian-Wilk, & 

Madeja-Bien, 2018), stress (Williams et al., 2000; Ferris et al., 2008; Xu, 2012; Robinson 

&Schabram, 2017), resentment, awkwardness (Williams, Bernieri, Faulkner, Grahe, & Gada-

Jain, 2000). The preliminary devastating effect workplace ostracism is exposed the victim to 

needs threat (Ferris et al., 2008; Gamian-Wilk, & Madeja-Bien, 2018).  On the basis given 

literary shreds of evidence following hypothesis is formulated to be tested in this study: 

 
H1: There is a negative and significant influence of workplace ostracism on work-related 

outcomes (Robinson & Schabram, 2017; Chen & Li, 2019) 
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2.3.  Job performance 

The contribution or value addition while on the job made by an employee may be 

conceptualized as job performance. In the words of Armstrong (2006) performance can be 

defined as an expansion of quantified rationales. Performance should not be deemed merely 

the substance a person acquired, rather how it is acquired. According to Sultana et al. (2012) 

performance may be defined as an attainment of a particular task against determined or 

singled out parameters of exactitude, totality, cost-effective and speed. Higher-order 

performance is a step forward towards the attainment of organizational objectives and 

assignments. In the work settings, the contribution and individualistic performance have been 

studied as the most significant research construct (Frese & Sonnentag, 2001).  Thus the 

contemporary corporate world required excelled performers to be onboard for attaining a 

competitive edge.  Generally, the ability to produce and contribute to the world economy is 

the function of the ability to produce by each individual economy of the world; the 

productivity of an individual economy, in turn, is the function of organizations’ ability to 

produce. Similarly, the organization’s ability to produce is the function of an individual’s 

productivity working within the organization (Ruch, 1994). An employee’s performance 

while on the job is an integrated outcome of effort, skill and allied sensitivity to work (Platt & 

Sobotka, 2010). The factors responsible to influence an individual’s performance may be 

enthusiasm to work, and skill to carry out the given task (Armstrong, 2009). Hence the 

individual performance has been studied as the function of an individualistic skill and 

motivation.  However, there are several other factors responsible to induce or influence the 

job performance of an individual while on work. Such as the work environment (Nanzushi, 

2015; Thou, 2018; Muhimpundu, 2018) influence on employee motivation and commitment 

towards the organizational objectives, which eventually subverts an employee’s intention to 

contribute. Stup (2003) documented numerous elements responsible to impact on the 
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performance of an employee while on job namely physical working conditions, 

paraphernalia, and value-added to work, quality performance anticipations, performance 

appraisal, and working relation the peers. Organizations are therefore required to standardize 

the performance, so that the overall organizational performance may be excelled.  

 

Job performance has been referred to as a contribution evaluation of an employee, 

towards the organizational objectives. Job performance as a research construct has been 

studied extensively and widely both in industrial and organizational psychology. When it 

comes to the working environment instead of considering and organizational productivity or 

performance job performance has been deemed as individualistic effort. In the words of 

Cambell (1990) job performance refers to employee’s personal contribution to organizational 

productivity. Hence job performance as a research construct is a widely separate and distinct 

variable than organizational productivity or performance.  

2.4. Workplace ostracism, Job Performance and Affective Event Theory 
(AET) 

 

Affective Event Theory (AET) was proposed, pioneered, developed, and formulated 

by Weiss and Cropanzano way back in 1996 (Phua, 2012; Ury, 2017). AET describes the 

association between workers’ intrapersonal stimuli and their response to the events which 

happen in their immediate working conditions. The outcome of such happenings is often 

exhibited in their performance on the job, contentment with the work and commitment to the 

organizational objectives. The theory endorses the negative occurrences cause negative 

outcomes and discourages the positive contribution of vice versa. Thus the event induces an 

employee’s psychological and emotional being to react or retaliate to the event by exhibiting 

his/her behavior and contribution to the work. AET further proposes positive emotional 

occurrences, as well as negative sentimental happenings in the working environment, have a 
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considerable psychological influence on various work-related behaviors including 

performance on the job. The prolong influence as a reaction of such events is often exhibited 

in various work-related behaviors like commitment towards organizational productivity, 

satisfaction with the job and performance while on the job. The scholars like Ashton-James et 

al. (2005) have confirmed the core doctrine of AET that work settings events instigate 

affective reactions among employees and such affective reactions significantly impact on 

psychological behaviors of employees. They further emphasized that AET is both 

theoretically and empirically, confined to the occurrences which are very much within to the 

organizations. AET also reflects the explicit events in a working environment separate from 

job characteristics guide to particular cognitive, affective and behavioral reactions (Briner, 

2000). The affective events or occurrences in the working environment significantly 

influence the well-being of workers, therefore influencing their work-related outcomes such 

as performance on the job.   

The affective occurrence or event in the working environment also causes the concern 

for “excused negligent behavior” which by its nature is an outcome of manipulativeAchilles' 

heel within the corporate settings due to ostracism. Such type of social exclusion perceived 

by employees in the working environment a bit of low intensity makes the employee deviate 

a litter from their routine contribution to organizational productivity. At the inquiry they put 

forward they excuse “they were denied required help or kept in dark” which turn them 

innocent from deliberate negligence. Eventually, they keep contributing to sub-standard 

performance, with no accountability (Gkorezis & Bellou, 2016). Besides that ostracism is 

also occasionally witnessed as an associate to some counterfeit practices, for example, 

making communication bubbles to defer diagnosis, concealing or obscuring tracks and 

similar like other practices with malafide intentions. Which makes the organization suffer and 
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the real cause of great concern because such a situation remains undetected and intercepted 

they could be calamitously disastrous (Liu & Xia, 2016).      

 

Hence such events, when become uncontrollable can be the usher the perception 

among employees that they are being persistently ignored, exclude or ostracized by the 

organizational high ups, peers and others in the working environment (Clercq et al., 2018). 

Workplace ostracism is an interpersonal stressor that negatively influences the task 

performance of employees while on work (Chung, 2018). However, the employees having 

higher-order motivation levels are comparatively least haunted by workplace ostracism than 

their counterparts having a low level of intrinsic motivation (Steinbauer et al., 2018). Thus 

the empirical pieces of evidence confirm that workplace ostracism has a negative impact on 

the performance of employees while on the job. Scholars like Gamian-Wilk and Madeja-Bien 

(2018) documented their argument regarding the negative and subvert effect of workplace 

ostracism on employee creativity. There are several forms of catastrophic outcomes of 

workplace ostracism. Such as, ostracism causes the employee to suffer unpleasant experience, 

that eventually influences on their work-related outcomes (Williams, 2001; Williams, 2007; 

Kwan, 2018). Besides that, a number of researchers have exhibited that workplace ostracism 

causes peoples’ reluctance to contribute enthusiastically towards the organizational objectives 

(Lyu & Zhu, 2017; Balliet & Ferris, 2013; Twenge et al., 2007).  Thus the employees, 

perceiving the ostracism in work settings may not be able to offer innovative ideas towards 

the organizational issues (Gamian-Wilk and Madeja-Bien, 2018).  

 

This research has therefore applied the AET to investigate the impact of workplace 

ostracism on the performance of people while on the job. Therefore following hypothesis has 

bee formulated to be tested: 
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H1 (a): There is a negative and significant influence of workplace ostracism on job 

performance of employees working in the health care sector (Clercq et al., 2018)  

2.5. Turnover intention  

A behavior representing the tendency of quitting or switching the job has been 

referred to as the turnover intention of employees. Most of the organizations are bristling 

with the challenges of turnover intention, hence the pressure of retaining the knowledge 

workers has been studied more difficulty than that of hiring the talent. It is agreed upon 

consensus among scholars that turnover intention is sort of complex human behavior, which 

despite having numerous models developed still greater variance remain unexplained (Felps 

et al., 2009; Steel & Lounsbury, 2009; Takase, Teraoka & Kousuke, 2014). A higher rate of 

turnover intention among employees makes the organization to suffer adversely. Turnover 

makes the organizations suffer in terms of the added cost to the new hiring, training and time 

take to be acquainted with the culture of the organization. In knowledge organizations, 

particularly health care sector turnover has been studied as a more anguished phenomenon, as 

with such attitude, the quality service and patient care facilities may be hampered (Ferede et 

al., 2018; Simon et al., 2010). The psychologically and emotionally demanding nature of 

work is very much vulnerable to higher-order turnover intention, thus health givers are 

required to be mentally and emotionally available/well established during on work (Sørgaard 

et al., 2007; Morse et al., 2011; Salyers et al., 2014).  Any affective event the cost incurred on 

services to manage higher-order employee turnover intention is always sizeable in terms of 

hiring, training, and getting acquainted with organizational culture. Turnover intention among 

employees is happened to be the trend among employees to leave or switch the exiting job. 

Turnover intention is a harsh reality in the corporate world. Chand and Sut (2011)indicated 

high tendencies to quitting the job among people working in several organizations causes 

economic loss. It is even worst and catastrophic to the healthcare sector (Ferede et al., 2018). 
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In the Chinese context, the turnover intention has been studied as a higher percentage among 

general practitioners than primary health care workers (Gan et al., 2018).  In health care 

sector the higher turnover over intention may be an outcome of several reasons such as 

struggling work-related relations (Nasurdin et al., 2018), exposure to the workplace bullying 

(Rosario-Hernández et al., 2018), job insecurity, demographic factors (Nursalam & 

Yuswanto, 2018), organizational commitment (Labrague et al., 2018). Job burnout and its 

positive predictability to quit the job in the health care sector (Rosario-Hernández et al., 

2018). Quitting tendency behavior leaves the organization de-established, which in turn 

makes the administrator spent more effort and material to regain the lost status.  

2.5.1. Turnover intention and Affective Event Theory 

Affective Event Theory (AET) offers an all-inclusive description of reasons, 

consequences, and configuration of affective happenings in the working environment.  AET 

has been judged as a significant development in organizational psychology. According to 

AET work setting characteristics (i.e. Job Descriptions and Job Specifications) affects 

peoples’ attitudes explicitly, via cognitive route, and implicitly via an affective route, and 

eventually, by evaluating the happenings of negative or positive affective work event, people 

formulate behavior (Glasø et al., 2011).  The experience of such routine annoys ups and down 

nurtures the negative or positive responses that in turn escort to emotion-driven work-related 

attitudes. Such work-related attitudes may afterward impact judgment-driven behaviors, such 

as turnover intentions. According to Weiss and Cropanzano (1996), workplace occurrences 

instigate affective reactions which after being piled up with the passage of time will 

obviously affect work-related attitudes for example satisfaction with the job, organizational 

commitment and trust. Such attitude again influence work-related behavior for employee 

productivity, performance, absenteeism, job quitting or switch tendencies      
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2.5.2. Workplace ostracism and Turnover intention 
 

Ostracism has been studied as the most effective sociological observable fact, 

however depressing in its nature (Williams & Nida, 2011). The outcome of ostracism may 

not be visible mark; however, it brings misery which is usually perceived deeper and tends to 

more dangerous than physiological sufferings. It has also been studied and found more 

catastrophic than harassment (Robinson & O’Reilly, 2012). From the perspective of 

psychology, ostracism is more agonizing because the construct has been found as a threat to 

basic needs, for example, need of belongingness and self-esteem(Gamian-Wilk & Madeja-

Bien, 2018; Güzel & Sahin, 2018). From the perspective of neurology, ostracism causes 

physiological pain, which in turn converts the sufferings into non-physical pain such as 

anxiety; stress (Eisenberger, 2013; Waldeck, Tyndall, & Chmiel, 2015). In the work settings, 

ostracism grounds decreasing employee productivity and escalating turnover intention. Such 

a persistent situation not only diminishes the organizational productivity but also subverts the 

market image of an organization (Chung & Yang, 2017).  

To form a non-aversive social affiliation is in human instinct (Maslow, 1968; 

Baumeister & Leary, 1995; McClelland, 1985).  When to remain associate is substantiated, 

people start to experience emotional and physiological satisfaction (Baumeister & Leary, 

1995). When the need for being togetherness is threatened, people start to perceive a situation 

of withdrawal or dispossession which can negatively affect sentiments, pathos, emotions, 

attitude, adaptability and even health (Richman & Leary, 2009; Coyne et al., 2011).  People 

use to satisfy the need to belong by developing a diversity of social connections, such as 

varied social bonds in work settings, they are compelled to do so because they want to be 

identified in a social circle (Yang, &Treadway, 2018; Ragins & Dutton, 2007; Hogg & Terry, 

2000).  Such social intactness tangle workers in a network of relationships that can affect 

turnover intention (Mitchell et al., 2001; Maertz & Campion, 2004; Allen, 2006; Renn, Allen 
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& Huning, 2013).  The communal re-bond propositions recommend than a person 

experiencing social isolation is motivated to counterfeit social interactions with substitute 

sources probable affiliations (Maner et al., 2007; Jin, McDonald & Park, 2018). The analysis 

of that proposition revealed that social isolation persuades the subjects to exhibit greater 

intention in making new friends, from affirmative imitations of peculiar social targets, 

dispense larger rewards to novel interaction partners, and aspirations to re-associate with 

perpetrators of isolation (Maner et al., 2007).  The research regarding the need to belong, 

exhibit three rationales of socially isolated individuals in the working environment. 1st, 

quitting the job would offer a reprieve from extended agony appended with persistent social 

exclusion and isolation (Baumeister & Leary, 1995). 2nd, switching to another job offer an 

opportunity to socially isolated employees to flee castigations as worthless associations in 

their existing organization (Kurzban & Leary, 2001). 3rd, quitting the job where social 

isolation happened would offer an opportunity for the victim to have a new job with new 

peers and new relationships, hence the new bonds may be established (Maner et al.,2007).  

When a socially rejected and isolated employee is compelled to quit his/her job, then the 

employees who observe that they are being socially isolated may leave abruptly to flee the 

conditions where ostracism happened (impulsive turnover) (Maertz & Campion, 2004). 

Impulsive quitting from the part of employees perceiving social exclusion could make them 

haunt from social isolation, low anticipations of bond repair, incremental communal 

exhaustion, or may blend of alike research constructs (Richman & Leary, 2009). The 

employees who observe that they are being ostracized, but do not quit the job abruptly may 

develop the intention to leave their existing job (Maertz & Campion, 2004). Such people in 

the working environment may bristle the agony of social isolation and tend not to be driven 

by such disesteem, but exhibit expectations of relational repair (Richman & Leary, 2009). 

However, once they feel that the efforts to restore the earlier relations are going futile, they 
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may nurture the intention to quit the job (Renn, Allen, & Huning, 2013).  The situation may 

also be considered as plausible for those socially excluded employees who do not quit to 

avoid psychological agony or physical pain, disrespect, disesteem or develop communal 

bonds somewhere else may turnover involuntarily. Delineating the significant importance of 

teamwork, striving well will peers, and interacting to supervisor ranking of job excellence 

(Viswesvaran, Schmidt & Ones, 2005), it may be realistic to recommend that socially 

ostracized workers may haunt by performance paucities or be professed to disengaged and be 

an ideal victim of turnover intention. Hence this it is hypothesized that workplace ostracism 

is significantly and positively associated with turnover intention. 

According to Bedi and Skowronski (2014), the ostracism experienced in the working 

environment is a sort of factor which brings cold destruction in almost every type of 

organization, which in turn makes the people suffer psychologically and as well as 

physically. Merely in the United States of America, more than two-thirds of employees were 

subject to experience workplace expulsion, exclusion and rejection from the part of their 

bosses, and peers. Özer and Günlük (2010) concluded that workplace ostracism subverts the 

communal interaction of the workers.  Ignorance, rejection or exclusion is often a widespread 

experience for the people in the working environment. Thus when it is an everyday 

phenomenon, people become habitual of such experience; however the persistence in such 

practices may haunt the well-being of employees, and also makes the people suffer both 

psychologically and physically (Heaphy & Dutton, 2008). In today’s contemporary 

organizational practices the concept of teamwork is emerging, so that social interaction may 

be established among the people working under one shadow (Özer &  Günlük 2010). 

Workplace ostracism can be understood by observing the conditions prevailing in any work 

environment such as people in lively talk becomes tight-lipped when a particular person 

enters, one is undesirably sitting in solitary in a crammed full dining hall at work, peers 
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intentionally leave a particular fellow uninvited when going for coffee break, peers in the 

working environment exhibit through their actions as the person even do not exist there (Bedi 

& Skowronski 2014). All such and alike factors infuse the turnover intention and eventually 

make the people quit the job. The turnover intention is transformed into an actual turnover 

when an employee feels in the working environment that she/he is perpetually being isolated 

and will not be able to win back the confidence of his/her existing peers and co-workers 

(Carpenter & Berry 2014; Chen, & Li, 2019).        

 When a situation of increasing tendency to leave, quit or switch the existing job is 

evidenced among the people in the working environment, the syndrome of turnover intention 

emerges. The prolong trend of quitting the job results in performance deficiency. Such a state 

of behavior has won the confidence of research scholars in behavior and organizational 

psychology researches. The increasing turnover intention among employees makes the 

organizations to suffer both in terms of new recruitment and time to getting acquainted with 

the organizational culture (Qazi & Shafique, 2015).  Cloutier et al. (2015) documented that 

for sustainable growth the organizations are required to be persistent in retaining the talent 

working for them. Earlier studies while investigating the predictability of turnover intention 

through workplace ostracism has concluded significant contributions to the existing body of 

knowledge; however, the behavior of most significant respondents from knowledge-based 

organizations has yet to draw the confidence of the scholars. Hence by applying the Affective 

Event Theory (AET) following hypothesis has been formulated:                                         

H1 (b): Workplace ostracism and significantly and positively associated with turnover 

intention among the employees of the health care sector. 
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2.6.  Job Stress 

 An Individual’s reactions to stressors experienced while in the working environment 

have been extensively studied for more than a century (Quick et at., 2013; Bellamy et al., 

2019; Cannon, 1915).  Stress is a wide-ranging and indistinct research construct and well 

thought out the conceptualized term (Kahn, 1987).  Thus numerous ways have been applied 

to define stress, such as Selye (1956) stress occurs intuitively in a reaction to the happenings 

in surroundings, stress influence both physical and psychological. Stress has been studied by 

classifying into two distinct classes (Selye, 1974).  These classes have been studied as: 

a). Distress means when a person bristling with negative emotions such as 

nervousness or agonized maybe because of retiring from service or any other uncontrollable 

factor in work settings. 

b). Eustress is related to an inspirational event stimulating an individual to sense 

pleasure, joy or happiness similar to a bride just before to her wedding. The intensity of her 

happiness is so high, that she cannot even sleep.  

Negative stress or distress is an element ceases to deteriorate the organizational 

efficiency. It usually makes the organizations suffer high employee turnover, counterwork 

behavior, absenteeism due to illness, compromising in quality work, thus increases the price 

of health care (Bergström et al., 2017; Peggy & Marcia, 2001).  Distress or negative stress 

predicts the social and economic losses both organization and individuals working engaged in 

organizations. these losses are often cropped up due to health issues among employees, which 

reduces time at the tasks, and earnings of the organizations (Ehsan & Ali, 2019; Bhagat, 

McQuaid, Lindholm, Segovis, 1985). Moreover, individuals experiencing distress usually 

apply unproductive approaches to relieve themselves by indulging in smoking, drinking, 

drugs and unnecessary hang around. The intensity of stress induces some of the employees to 

go for the extreme i.e. committing suicide(Lindström, & Rosvall, 2018; Mehri, 2000). 
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Generally, when individuals talk about stress, they actually mean to distress. But, a person’s 

psychological reaction to a stressor is only referred to as distress, when the reaction is 

interpreted through negative symptoms. Stress has also positive perspective, termed as 

eustress (Jarinto, 2010). The term eustress has been in academic and psychological research 

for long, however, less frequently applied in everyday conversational communication. 

Eustress or positive stress indicates a psychological reaction to a source of stress which is 

interpreted as containing optimistic emotional and behavioral states. Positive stress (eustress) 

and negative stress (distress) is the representative of two distinct continua which means the 

absence of distress does not mean the existence of eustress (Quick, 1997). 

  

Colligan and Higgins (2006), were of the opinion, that work-related stress has 

significant financial, physiological and psychological effects both on employee and 

organization. Caregiver organizations are happened to be a complex system (Rouse, 2007), 

and there are numerous stressors that make the people haunted by workplace stress. The 

volatile working conditions cause distress (negative stress) when a challenge is supposed as a 

menace (likely to cause harm) (Lazarus & Folkman, 1984; Wardhana, 2018). Chronic stress 

is experienced in a situation when excessive demands, anxieties, and anticipations from an 

individual are anticipated and which are beyond his/her capability (Balayssac et al., 2017). 

The fundamental concept of stress depends on the perception of individuals regarding the 

intensity of the work being demanded and its capability to materialize such demand 

(McVicar, 2003) when the huge vacuum is perceived between work demand and capacity to 

perform, stress occurs. However, the reaction to stress is varying from individual to 

individual (Epel et al., 2018). Thus every individual in a social or professional circle has 

his/her own threshold of stress, such threshold occasionally called as ‘hardiness’, (Kobasa, 

1979) is most likely rely on their individualistic characteristics, perceptions and overcoming 
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approaches, and also on the situation when the demands are being made (Michie, 2002). The 

excessive stress is characterized by the accumulation of several stressors, which have been 

around for long. Hobfoll (1989) termed drain out of personal and professional resources as 

one such stressor. The social circle and the skill to meet the demands of a job are such 

resources. The exclusionary behavior (ostracism) from the part of the people who were once 

a great source of refuge are now hostile, which may cause to drain in social resources. 

Consequently, the victim is often haunted by stress.   

2.6.1. Workplace ostracism and Job stress 

The outcomes of workplace ostracism in any working environment have been always 

negative, due to its agonizing and aversive experience (Ferris et al., 2008). The study has 

confirmed that ostracism has a negative effect (Williams et al., 2002) and causes negative 

sentimental experiences such as agony, sadness, feelings of being alone, resentment, 

humiliation and social nervousness (Hayes et al., 2018; Leary, Koch & Hechenbleikner, 

2001). Moreover, Williams (2001) argued that workplace ostracism can be considered as an 

interpersonal stressor, hence causes stress.   

The empirical literary pieces of evidence on stress have confirmed the relationship 

between stressors and strain. Stressors stimulate the process of stress in various forms such as 

exhaustion, anxiety, and tension (Jex, 1998). Whereas the strain is the result of stress process, 

such outcome may be psychological (dissatisfaction with job, increasing tendencies to quit 

the job) physiological (corporal symptoms such as nuisance, physical changes such as high 

blood pressure, and prolong bodily problems) or even pertaining to the behaviors (excessive 

smoking, drinking, and withdrawal from job). Strain or distress is detrimental and it 

stimulates unconstructive responses, negative sentiments, and the perception that cause the 

cognitive, sentimental and emotional withdrawals from the job. Hence such negative and 

stressed emotions have been studied as negatively associated with positive work-related 
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behaviors such as organizational citizenship behavior (Soo, & Ali, 2016; Aderibigbe, &Mjoli, 

2018). People having a high level of stress often haunted by cognitive fatigue, which causes 

exhausting in their capability, energy required to perform the assigned tasks. There are 

several reasons which nurture the stress among employees in any working environment. 

Workplace ostracism is one of them which make the employees be the victim of 

psychological pain called distress or stress (Williams, 2001). The ostracized behavior among 

employees triggers the negative attitude, which brings psychological pain, thus counter work 

behavior may emerge (Ferris et al., 2008).  

 

It is mutually agreed consensus among organizational psychologists, that the working 

environment crammed with excessive work demand and least job-related resources (Bakker 

& Demerouti, 2007; Demerouti et al., 2001), ushers the job-related stress among employees. 

Augmented level of work-related stress has been assessed as increased work demand and 

litter control, which causes several health-related issues among the people in the working 

environment (The American Institute of Stress, 2019). The studies focusing on job stress 

have confirmed that it is a greater source of negative work behavior among employees. It is 

being escalated more with the time progresses due to several rationales such as excessive 

workload (Jalagat, 2017), role ambiguity (Soltani et al., 2013).  Psychologists and scholars of 

social sciences have paid a greater amount of attention to study the stress and found as the 

main reason for stress which subverts the working environment and its allied hostile factors, 

such as workplace isolation best termed as workplace ostracism (Chung, 2018).  There may 

several reasons to predict job-related stress such as deteriorating job contentment (Hoboubi, 

2017; Hosseinabadi, & Etemadinezhad, 2018). However, stress has its positive perspective as 

well, which is called eustress (Jarinto, 2010). 
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Since workplace ostracism is negatively related to pro-social behavior (Balliet, D., & 

Ferris, 2013), therefore it is a strong predictor of job stress among employees (Zhao et al., 

2016). In the Pakistani context, there are certain studies that have been conducted. For 

example, Haq (2014) studied the effect of workplace ostracism on job stress and found that 

workplace ostracism significantly and positively affects the level of job stress among 

employees. Another research found workplace ostracism is a significant predictor of job-

related stress, however, the perceived organizational support can mitigate its effect (Sarfraz et 

al., 2019). Despite the fact, there are very few empirical pieces of evidence focusing on the 

effect of workplace ostracism and job stress in the Pakistani context, more specifically the 

health care sector. Hence the following hypothesis is formulated to investigate: 

H1(c): Workplace ostracism has a positive and significant relationship with job stress among 

employees working in health care sector Hsieh and Karatepe (2018)  

2.7. Employee Engagement 

Individuals are always designated to perform assigned tasks, therefore a specific desk 

is to be occupied by them; they are the possessors of houses that roles provide. The particular 

happenings are often well understood; scholars have paid attention to “role sending and 

receiving” (Katz & Kahn, 1978), responsibility assigning (Merton, 1957), role 

acknowledging and social interaction (Van-Maanen, 1976) and how individuals and their 

assigned responsibilities match each other (Graen, 1976). A few studies have been 

documented covering the aspects of assigning roles to different extents, the level of 

psychological presence of an individual while performing assigned tasks. People can execute 

their diversified roles to a varying extent, physiologically, sentimentally and cognitively. 

They put their diversified intellect into their roles and comply with the integrity of limitations 

between their roles and personal beings. Indeed, more the adherence to peoples’ roles and 
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their personality more the higher performance and more the contentment with the job would 

be. In their pursuit of developing congeniality between the employees’ roles and degree of 

involvement, the organizations are doing their utmost to strive for the best. With their several, 

positive and constructive efforts organizations succeed to create a reasonable amount of 

dedication among the people working for them. Such type of involvement often termed 

employee engagement. More specifically the degree of dedication and devotion exhibited by 

employees for the work they are performing is referred to as employee engagement (Bakker, 

2009). In an attempt to develop the Conservation of resources theory (COR) Hobfoll (1989) 

documented that people in an environment require several valuable resources to remain 

devoted to work. Such resources may be professional or social, physical or psychological not 

only retain the existing level of employee devotion in long run but ushers the degree of 

employee engagement (Ferris et al., 2008; Hakanen, Schaufeli & Ahola, 2008; Salanova, 

Agut & Peiro, 2005). Employee engagement has been defined as bringing the members of the 

organization together to their work-related roles; in devotion, individuals put their efforts in 

use to articulate themselves, physiologically, sentimentally, and psychologically while 

performing their roles (Khan, 1990, 694).  Employee engagement is later on defined as an 

affirmative behavior kept by the people in work settings for an organization and its objectives 

(Robinson et al., 2004; Pandita, 2019).  An engaged worker is in full acquaintance of 

business objectives, required to be performed with fellows to uplift the quality of contribution 

while on the job, so that organization may be benefitted fully. An engaged employee is 

always aware of his responsibilities assigned to him in an organization. S/he not only put 

his/her best in work but also persuades fellow colleagues to put their best towards 

organizational objectives. Findings of the Gallup (2002) revealed three distinct but identical 

types of people namely engaged, not engaged, and vigorously disengaged employees. 

Employees engaged only in a specific task assigned to them, nothing extra is added towards 
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the organizational goal, they only perform what they are asked for, are called not engaged 

employees. Vigorously disengaged employees are hazardous people by not contributing, but 

also discourage the well-engaged fellow in an organization. Employee engagement concept in 

manufacturing concerns gained its popularity during 1999-2005, during that period the 

concept was extensively debated and discussed by policymakers, managers and consultants. 

The concept won the confidence of academicians to a greater level after 2005 (Welch, 2011).  

During 2006 onward the concept of employee engagement was extended into work 

engagement, organization engagement, and job engagement.  Applying the characteristics of 

Kahns’s (1990) definition of employee engagement, Saks (2006) formulated the construct 

including organization and job engagement. The study of Saks (2006) identified the 

predictors of employee engagement namely perceived organizational support, reward 

acknowledgment, work distinctiveness, perceived supervisor support, distributive justice, and 

procedural justice. Anitha (2014) studied that employee wellbeing; the effective reward 

system, peer relationships, leadership, policies, training, and career development have a 

significant and positive influence on employee engagement. However, all these antecedents 

were the positive predictors of employee engagement. Employee engagement can be 

understood as an affirmative, energetic, pertaining to work, psychometric state put in use by 

the upholding, intensity, and trend of sentimental, cognitive and attitudinal energy (Rose, 

Shuck, Twyford, & Bergman, 2015; Shuck, Adelson, & Reio, 2016; Shuck, Nimon, & 

Zigarmi, 2016; Tu, Cheng, & Liu, 2019). Studies have reliably documented that an engaged 

employee is more productive (Shuck, Shuck, & Reio, 2013), innovative (Barrick, Thurgood, 

Smith, &Courtright, 2015).Several reasons mitigate the employees’ level of engagement in 

the working environment, however, three topmost reasons which have been studied to 

decrease the level of employee engagement, namely; ambiguous expectations, inadequate 

skills, minimum opportunities of growth (Graban, 2018). Besides that the most devastating 
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effect on employee engagement is behavioral related; such as persistent negative perception 

of organizational justice can disengage employee (Ghosh,  Rai,  &Sinha,2014), the absence 

of support from the part of organization to meet the work-related challenges has been studied 

as negatively affecting the level of employee engagement, which turn increases turnover 

intention (Al-Omar et al., 2019). Thus the findings of Al-Omar et al. (2019) endorses the 

findings of Eisenberger et al. (1986). The quality support from the organization to its 

employees. The question arises, why employee engagement matters too much for the 

organizations? Answering the question Whittington et at. (2017) more than half of the US 

employees have been reported to “not engaged”, that has been considered as a serious 

concern both by entrepreneurs and organization leaders. This serious concern costs the 

organization $400 to $500 billion annually. Employee engagement is more of an emotional 

state of the exhibition when employees perceive something negative from the part of the 

organization, society, and the coworkers. Such at the organizational level employees may 

translate unfairness in distribution, procedures, and treatment while on work into 

disengagement (Al-Omar et al., 2017). The un-availability of corporate advocacy through 

social recognition may usher the negative behavior and cause a sense of disengagement 

among employees (Chaudhary, 2019). The inexistence of support from co-workers or fellow 

workers may also be catastrophic for employee engagement (Lai et al., 2014). In this regard 

workplace ostracism or workplace, exclusion has been witnessed as the most devastating 

factor for work engagement (Riaz, Xu& Hussain, 2019; Kaya et al., 2017). However, studies 

regarding workplace ostracism and employee engagement are very rare.  

H1 (d): Workplace ostracism is negatively related to employee engagement among employees 
working in the health care sector Kwan et al. (2016) 
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2.8. Emotional Intelligence 
 
The primitive shreds of evidence about emotional intelligence can be traced from the 

studies of Charles Darwin and Alfred Binet who were believed to be the pioneer of a 

subsequent class of intelligence called “Social Intelligence” or “Practical 

Intelligence”(Maamari & Majdalani, 2017).  However, it is also believed that the term Social 

Intelligence has been first defined by Edward Thorndike way back in 1920 (McCleskey, 

2014). When a person combines his/her IQ (Intelligence Quotient) and EQ (Emotional 

Quotient) it forms the ESI (Emotional and Social Intelligence). However, the term emotional 

intelligence was first used in psychology research by Salovey and Mayer (1990), which spins 

around the degree of lucid emotions guide to the sentiments which predicts the good level of 

accepted wisdom. Emotional Intelligence refers to capability which enables one to 

comprehend, discover and evaluate the meaning of emotions; and to assist to resolve the 

perplexing situations (Suleiman, Awwad & Kada Ali, 2012). Miao et al. (2017), a most-cited 

description of the Emotional Intelligence trait, is it is related to emotion-compatible self-

belief and disposition found at the bottom levels of personality hierarchies. Emotional 

Intelligence is a significant element that can measure the contribution of a person in their 

specialized and everyday life; can be a causal factor for excellence. Besides that EI also 

considered as the component of social intelligence which involves the capability to detect 

one’s own way of thinking and, sentiments and that of others, so that the difference between 

their own and others’ feelings can be measured by others (Shamsuddin & Rahman, 2014).  

Several scholars confirm that people in work settings if exposed to unwanted behaviors from 

the fellows, put in use their capability of Emotional Intelligence (EI) to surmount the nerve-

racking events (Keskin, Akgün, Ayar, & Kayman, 2016).  Although EI has been extensively 

studied in earlier researches, despite the many researchers have stressed the need for more 

research in Emotional Intelligence and its capability to cope with negative work behavior 
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syndromes and increase positive work behavior such as self-esteem (Brunetto, 2012; Pérez-

Fuentes, 2019).  a person in the working environment is said to emotionally established and 

intelligent when s/he is in a state of fully conscious to manage not only his/her personal 

emotions but as well as the people around him/her.  High the Emotional Intelligence level, 

more the capability to cope with the negative and counter challenges in the working 

environment.  

2.8.1. Workplace ostracism and Emotional Intelligence 

When people in work setting perceive that they have been exposed to unwanted 

behaviors from the part of peers, they put in use their emotional intelligence ability to over 

cope the challenging condition (Vandervoort, 2006; Keskin, Akgün, Ayar, & Kayman, 2016; 

Al Ghazo, Suifan, & Alnuaimi, 2018). The significance of emotional intelligence in the 

working environment has drawn the attention of the research scholars to document findings 

from several perspectives. However, there is still lot more needed to be studied about 

emotional intelligence as a strategy to cope with stressful conditions (Brunetto, Teo, 

Shacklock, & Farr-Wharton, 2012; Ifelebuegu, Martins, Theophilus, & Arewa, 2019). Since 

emotional intelligence is an inborn or developed human ability to respond to the negative 

factors in the work settings and everyday life, therefore researches have concluded that 

organizational productivity can be increased through EI (Singhal, Garg, & Saxena, 2014; 

Gainer, 2018). The persistent and prolonged exposure to workplace ostracism or rejection in 

the working environment may be mitigated through enough capability of emotional 

intelligence (Wu, Yim, Kwan, & Zhang, 2011). Emotional intelligence is the ability of a 

person to neutralize the negative work behavior such as tendencies to quit and cold attitude 

from the people and organization (Pradhan & Kesari, 2018; Saini, 2018). The studies 

confirmed that employees with high emotional intelligence the negative association between 

Positive Affect and life satisfaction were build-up, thus emotional intelligence moderated the 
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relationship of positive affect and life satisfaction (Zhang, & Shi, 2017). The workplace 

ostracism had a negative effect on life satisfaction, positive affect, however, the employees 

having a higher level of emotional intelligence showed resilience to workplace ostracism 

(Zhang, & Shi, 2017). The organizations have kept the temperament on to boost up emotional 

intelligence levels among employees, thus through the process of training the emotional 

intelligence can be improved. The effect of emotional intelligence is significantly correlated 

with a collaborating attitude among nurses, thus emotional intelligence has a significant 

relationship with conflict management (Morrison, 2008). The literary pieces of evidence have 

confirmed that emotional intelligence can mitigate the effects of the negative work 

environment and promote positive work-related behavior (Nasir, Khaliq & Rehman, 2017) 

and significantly moderate relationship of stress and counter work behavior. People having a 

higher ability of emotional intelligence are good at bristle the negativity of stress emerged as 

a result of workplace ostracism (Extremera et al., 2018; Nasir, Khaliq & Rehman, 

2017Nikolaou & Tsaousis, 2002). The study concluded by Nasir et al (2017) has focused the 

teachers and place emotional intelligence and moderating variable. Emotional intelligence 

has been studied as a significant and positive predictor of job performance (Javed, 2018; Aziz 

et al., 2019). This study, however, has focused on employees engaged in the health care 

sector, investigated the mediating role of emotional intelligence between workplace ostracism 

and job outcomes. Thus following hypothesis has been formulated: 

H2: Emotional intelligence significantly mediates the relationship between workplace 
ostracism and job outcomes of employees working in the health care sector 

 

2.9. Psychological Capital (PsyCap) 

The tendency to develop social interaction with individuals lies in the human brain 

Eck & Riva, 2016). The interdisciplinary turf of social science investigated how feelings 

intervene in social interactions and deficient thereof. From its very beginning (Cacioppo & 
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Berntson, 1992), the budding turf of social neuroscience has swiftly placed its focus on social 

exclusion, by executing research that had a huge influence on the social science community 

(Eisenberger, Lierberman & Williams, 2003). The people in a working environment with a 

positive frame of mind are defining human capital. The positive feelings and emotions when 

translated into organizational productivity are turned into psychological capital (PsyCap). 

Psychological capital stimulates from the mode of positive organizational research, having its 

foundation on conviction, exposure of a person’s implicit capabilities and strives their allied 

excellence. Psychological capital lay emphasis on a person’s individualistic powerful zones 

and affirmative characteristics which in turn improves his/her and organizational productivity 

(Luthans, 2004). Earlier research concluded by Youssef et al. (2009) found that PsyCap 

evaluates the optimistic emotional and cognitive states of an individual and can be 

understood by (a) having self-belief (Self-Efficacy) to accept a challenge and executing 

essential measures to accomplish the given task, (b) to adopt positive attitude about the 

excellence and contemporary and prospective success (c) be enthusiastic to the objectives, 

and when desirable, reemphasizing the paths to the goals (d) when perplexing situation 

emerges, be patient and go-ahead to the success. The optimistic people usually take a positive 

perspective of the events and expel out negative occurrences (Seligman, 1998).  These and 

alike behaviors constitute the positive psychology called psychological capital, under which 

an individual inculcates the positivity even the presence of unfavorable conditions.  

 

The psychological capital (PsyCap) is a research construct that has been studied as a 

blend of psychological resources namely hope, efficacy, resilience, and optimism(Luthans, 

Avolio, Avey, & Norman, 2007). The Meta analytical results confirmed that PsyCap is 

significantly and positively associated with positive work-related attitudes such as 

satisfaction with the job, commitment with work, emotional well-being and also positively 
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related to job-related behaviors such as citizenship (Avey, Reichard, Luthans, & Mhatre, 

2011). PsyCap is negatively associated with negative work-related attitudes and behaviors 

such as it helps to mitigate the stress level among employees, cynicism, tendencies to quit or 

switch the job, and unwanted work-related behaviors such as deviance (Avey, Reichard, 

Luthans, & Mhatre, 2011).  

2.9.1. Psychological Capital, Employee attitudes and behaviors 

Several types of research have empirically tested the association of PsyCap and 

numerous employee attitudes. Such as in a meta-analysis study conducted by Avey et al. 

(2011), the study analyzed the earlier researches from two perspectives: one, studies covering 

the cherished attitudes of employees and two, studies focused on unwanted work-related 

attitudes in organizational settings. These two distinct perspectives of employee attitudes may 

be understood by the classifications of attitudes (Avey et al., 2011). This classification is 

merely made to grasp the understanding of positive and negative attitudes of the employees in 

work settings and may be found in almost all circumstances. Such as turnover intention has 

been considered as negative work-related attitude, however, such an unwanted attitude may 

be mitigated by positive and constructive measures from the part of management (Avey,., 

Luthans, & Jensen, 2009). But generally, a mutual consensus may be witnessed among 

managerial practitioners and researchers, that when the undesirable, unfavorable and painful 

feeling is experienced by employees negative attitudes will be cropped up. Luthans, Avolio, 

et al. (2007) while studying the effects of PsyCap on employee attitude found that, people in 

work setting with high PsyCap are often selfish in work, committed to the organization 

(Luthans, Norman, Avolio & Avey, 2008). 

Besides the positive attitudes, studies have confirmed that PsyCap is pessimistically 

related to unwanted work-related attitudes, for example, psychological capital is negatively 

associated with job quitting attitude, and job stress (Çelik, 2018). Using the optimistic 
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characteristics of PsyCap and resilience ability one can cope up the negative work-related 

attitudes (Nafei, 2015). People with a high level of PsyCap have been reported as an added 

release and less cynical. The assertive thinking pertaining to PsyCap has a persuading effect 

that uplift the attitude to work in diversified conditions, thus accommodating behavior has 

emerged with positive psychological capital (Avey, Luthans, & Youssef, 2010). The attitude 

about not easily giving up is an inbuilt quality of psychological capital, which has been 

studied as a great source of overcoming inclination towards job quitting tendencies. The 

people rich in optimistic attitude about the ability to meet upcoming challenges are often the 

owners of their destinies (Selignman, 1998; Manzoor et al., 2019), energetically engaged to 

execute necessary efforts for the productivity (DuPlessis, & Boshoff, 2018), accepting 

challenges (Bandura, 1997; Li, Dai, Chin, & Rafiq, 2019), and determine in perplexing 

situations (Tak, Seo, & Roh, 2019), thus it has negative effect on turnover intention. In an 

attempt to retain the personal and job-related resources, people may be caught by the negative 

syndromes, such as exhaustion, stress, and health-related issues, under such circumstances, 

people enriched with high level of PsyCap resources, namely efficacy, optimism, resilience, 

and hope can overcome the identified challenges (Bakker & Demerouti, 2006). In light these 

given shreds of evidence, earlier studies have confirmed that psychological capital has an 

ability to buffer the negative work-related attitudes and behaviors. This study has therefore 

formulated the following hypothesis: 

H3: Psychological Capital significantly moderates the negative relationship of workplace 
ostracism and job outcomes   
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2.10. Study Model 

  

Figure 2-1 



69 
 

CHAPTER THREE RESEARCH METHODOLOGY AND 
RESEARCH PHILOSOPHY 

 

3.1  Research Philosophy 

The system of researcher’s thought has been referred to as research philosophy. It is a 

systematic approach utilized to extract reliable outcomes through the systematic inquiry of 

the research process. More simply research philosophy is a foundation by using which the 

research outcomes can be authenticated. It involves opting for research strategy, development 

of research problem, identifying the ways of data collection, screening, and analysis. The 

paradigm of research consists of epistemology, ontology methodology, and research design. 

The choice of methods in the words of Holden and Lynch (2004) should be associated with 

the philosophical stand of the scholar and the analytical approach used to a social and 

managerial phenomenon. In an arena of research, numerous philosophical approaches can be 

applied; but in the words of several scholars more advanced and extreme philosophical 

approaches can be more complex. However conciliatory approaches pave the way for 

scholars to reconcile the approaches with methodology and problem statements of the 

research.  But research also laid the emphasis on the reality regarding the reasonable 

distinction between qualitative and quantitative philosophical approaches and mixed methods 

(Crossan, 2003). Thus prior to utilizing any philosophical approach, it is essential to evaluate 

the strength and weaknesses that of. The philosophical paradigms and theories making the 

foundation of any research activity have been evaluated by various scholars. For example, 

Easterby-Smith, Thorpe, Jacson, and Lowe (2008), three paradigms namely positivism, 

constructivism and interpretivists which have been studied as distinctive from ontological, 

epistemological and methodological perspectives, and are often added in scholarly paradigm 

segmentations (Fazlıoğulları, 2012). Mackenzie and Knipe (2006) described that in most 

frequently quoted definitions, it is stated that a methodology is a general approach pertaining 
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to any scholarly endeavor and the usage of a paradigm or theoretical foundation, whereas 

method refers to a systematic way, modus operandi, or the approaches used to collect data 

and analysis. 

Figure 4.1. Research Philosophy 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 Source: Žukauskas, Vveinhardt, and Andriukaitienė (2018) 
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3.2.  Type and Nature of Research 

 This research was intended to empirically test the causal association of workplace 

ostracism and job outcomes; hence the nature of the research is causal. The multivariate 

statistical technique, Co-Variance based structural equation modeling (CB-SEM) as an 

analytical approach has been used, thus the study qualitative type of research. Moreover, the 

research is survey-based and data has been collected at one point of time, therefore this 

research is cross-sectional in design.  

3.3.  Data Collection 

 This research endeavor is survey-based; therefore primary data collection method has 

been extensively used to collect the data from the identified respondents of the study.   

3.4.  Measurements 

 The predesigned close-ended questionnaire of workplace ostracism developed by 

Ferris et al. (2008) has been used for this study. Workplace ostracism has been studied as a 

single dimension research constructs (Leung et al., 2011). For measuring employee 

engagement the scale developed by Gartner (2009) has been used in this study.  In order to 

measure the stress level among employee the measurement scale brief job stress 

questionnaire (BJSQ) of  Kawada, Otsuka (2011) has been used. For measuring Turnover 

intention being a research construct used in this study has been adopted from the study of 

Bothma and Roodt (2013) has been used in this study. For evaluating the level of job 

performance among employees of health care, an adopted measurement scale of Koopmans et 

al. (2014) has been used in this study. For collecting data covering psychological capital the 

scale developed by Luthans et al. (2007) has been used for this study. The Wong Law 

Emotional Intelligence Scale (2002) WLEIS has been applied for measuring emotional 

intelligence among respondents. In order to accommodate the contextual differences of the 
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study, all the data collection instruments prior to executing full-length data underwent the 

face validity process.  In this regard, the suggested lingual changes in the light of a 

recommendation by experts in the area were made.  

3.5.  Population 

The health professional engaged in discharging their duties, in the various privately 

managed hospital of Karachi is the population of this research. Karachi is a thickly populated 

mega city of Pakistan, and there is a huge gap between demand and supply of health services. 

In order to accommodate the health services gap to the citizens; the Govt. has allowed the 

private sector to participate in rendering quality health services. According to the statistics 

(WHO, 2007) patient Doctor Parity in Pakistan, is huge, besides this, the quality services 

have also attracted the people from almost every nook and corner of the country to have 

medical facilities form this city. In an attempt to render quality services, the increasing 

pressure of work on health professionals has created stress among them. Besides that, the 

organizational and patient bullying on them also added more misery. Therefore their behavior 

while discharging important and sensitive duties has been witnessed as compromising. This 

perplexing situation has motivated to investigate the behavior of health givers and identify 

the areas to which policymakers pay the required attention.  

3.5.1.  Target Population 

Both professional and supporting staff has been targeted to acquire response for the 

study. The hospitals housed with more than 100 bad and having tertiary care facility have 

been focused.  

3.5.1.1  Study Population 

The employee having at least 5 years of job experience has been requested to become 

the respondent of the study. Hence after eliminating the people having the job experiencing 



less than 5 years constituted the study population for the study. Through the respective 

websites, it was revealed that there were 26346 total employees engaged in 14 private 

hospitals 

3.6.  Sample Size 

Despite the vigorous scholarly efforts to 

(SEM) to return reliable and robust analytical outcomes with 

Hancock, 2004), but Covariance Based SEM is still considered as larger sample size 

compatible technique.  In order to compute truly representative sample size the, Yamane 

(1967) formula for sample size calculation has been used in this study

confidence level and 0.5 level of precision have been assumed for 

Where N is population and e is level of precision Computation 26346/(1+26346 

*(0.05^2))=394 (rounded to 400)

accommodate the sampling error. 

 

3.6.1. Sampling Technique 

A stratified random sampling technique has been 

made available for the study. The technique entails, when the population is classified into 

distinct groups or distinct strata, 

(Shi, 2015).  The benefit of using stratif

between several calluses of respondents via segmentation, which viable to extract true 

representative elements. Thus in contrast to simple random sampling, 

the study population for the study. Through the respective 

ealed that there were 26346 total employees engaged in 14 private 

Despite the vigorous scholarly efforts to enable the Structural Equation Modeling 

to return reliable and robust analytical outcomes with a smaller sample size (Nevitt &

Hancock, 2004), but Covariance Based SEM is still considered as larger sample size 

compatible technique.  In order to compute truly representative sample size the, Yamane 

(1967) formula for sample size calculation has been used in this study. At 

confidence level and 0.5 level of precision have been assumed for the equation given below: 

Where N is population and e is level of precision Computation 26346/(1+26346 

*(0.05^2))=394 (rounded to 400). This value rounded to next number will also facilitate to 

accommodate the sampling error.  

tratified random sampling technique has been applied as the population frame was 

made available for the study. The technique entails, when the population is classified into 

distinct groups or distinct strata, the stratified random sampling technique is an ideal choice 

The benefit of using stratified random sampling is it squeezes 

between several calluses of respondents via segmentation, which viable to extract true 

representative elements. Thus in contrast to simple random sampling, the stratified sampling 
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the study population for the study. Through the respective 

ealed that there were 26346 total employees engaged in 14 private 

enable the Structural Equation Modeling 

size (Nevitt & 

Hancock, 2004), but Covariance Based SEM is still considered as larger sample size 

compatible technique.  In order to compute truly representative sample size the, Yamane 

. At a 95 percent 

equation given below:  

Where N is population and e is level of precision Computation 26346/(1+26346 

will also facilitate to 

the population frame was 

made available for the study. The technique entails, when the population is classified into 

stratified random sampling technique is an ideal choice 

 the disparity 

between several calluses of respondents via segmentation, which viable to extract true 

stratified sampling 
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technique has comparatively significant merit, subject to pre-requirement the way of 

classification (Burr, 1953; Milton & Arnold, 1994).  

Table No. 3.6.1. Study Population and Sample Size Allocation 

S.NO Hospitals N % count 

1  AKU  3600  14  56  

2  LNH  3500  13  52  

3  NIBD  330  2  8  

4  BAQAI  1600  6  24  

5  ASHFAQ  650  2  8  

6  NMC  2900  11  44  

7  DARULSEHAT  900  3  12  

8  MEMON  3000  11  44  

9  PARK LANE (Clifton)  816  3  12  

10  PATEL  950  4  16  

11  TAJ  1200  5  20  

12  ZIAUDDIN Northnazimabad  2900  11  44  

13  INDUS  2200  8  32  

14  IMAM HOSPITAL (5-Star 
Roundabout)  

1800  7  28  

Total  26346  100  400  
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CHAPTER FOUR DATA ANALYSIS & INTERPRETATION 
 

4.1.   Chapter Overview  

The chapter starts with the introduction of a robust statistical approach (SEM). 

Further, assumptions of SEM have been full filled in the chapter like normality, etc. 

Confirmatory factor analysis is considered as a measurement part of the model which is also 

the part of this chapter and last but not least this chapter evidently explains the hypotheses 

assessment.      

4.2.  Structural Equation Modeling (SEM) 

A Multivariate Statistical approach named Structural Equation Modeling (SEM) has 

been applied to analyze the collected data. SEM has been used most frequently both in social 

and behavioral sciences studies. It is a blend of several statistical procedures such as CFA, 

Path analysis. The attention given to the SEM approach by scholars is due to theoretical 

constructs, which characterized by latent variables. The link of theoretical constructs is 

indicated by path coefficients. The SEM model involves a structure pertaining to the 

covariance between the observed variables that are also called the covariance-based approach 

(CB-SEM) (Hox, 1998).  

 

SEM is an expansion of Factor Analysis (FA) and an approach that was primarily 

developed to test a theory from the collected data. For instance, this study has used Affective 

Event theory (AET) with the intention to support the objective of this study, when the data 

was collected it was empirically investigated if the theoretical model supports the data. The 

theory states that any behavior is often an outcome of an occurrence or event, thus the data 

was collected from the employees working in the health care sector to test their behavior due 

to workplace ostracism. The results confirmed that the theoretical model supports the data.  
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SEM can be understood by comprehending its two identical parts: a structural model, 

connecting the research constructs with each other, the 2nd class is of measurement model 

concerned with factor analysis. Both these approaches and models have been executed in this 

study. SEM is robust and most widely used approach even in management sciences today, 

this notion has compelled to this researcher to apply in this study. Moreover, for testing 

intervening and interacting effect in the model, the SEM is an ideal approach. Although there 

are several SEM compatible Software available, however, AMOS has been opted to use in 

this research. Thus the Covariance Based SEM approach using the Maximum Likelihood 

method has been applied to analyze the collected data.  

4.2.1. Assumptions of SEM 

Prior to executing the data analysis, the process data screening was performed to 

eliminate outliers, unengaged responses, and treatment of missing data through the 

imputation process using SPSS v.20 and MS-Excel software.  For ensuring the normality the 

statistical approach using SPSS has been applied and the results are depicted in table 4.1.1.1: 

 

4.1.1.1Table 4-1: Normality 

Variable  Min  Max  Skewness  SE  Kurtosis SE  
Ostr  1  5  -0.23  0.12  -1.06  0.22  
Job_Per  1.25  5  -0.29  0.11  -1.13  0.21  
TI  1.33  4.88  0.37  0.13  1.23  0.20  
Stress  1  5  0.88  0.11  -0.75  0.21  
Eng  1  5  -0.35  0.13  0.83  0.23  
EI  1  5  0.35  0.11  0.24  0.22  
PsCap  1  5  0.35  0.12  0.65  0.23  
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The above table 4-1 shows the skewness (which is a measure of lack of symmetry to 

observe centrality between the left and right sides of data distribution) and Kurtosis (which is a 

measure of the normal distribution of the data set pertaining the points of heavy-tailed or light-

tailed). Moreover, general rule of thumb for skewness refers that when skewness is seen as less 

than -1 or more than 1, the data distribution can be considered as highly skewed, or, when 

skewness ranges from -1 to -0.5 or 0.5 and 0.5 and 1 then it can be taken as moderately skewed, 

and, when skewness falls in between -0.5 and 0.5, the data distribution reflects to symmetric in 

terms of approximations. The outcomes of table 4-1 revealed that relatively all constructs fall 

under the range from -0.5 and 0.5 which shows the data is approximately symmetric. On the 

other side, kurtosis directs such height or sharpness of the data set which is assumed to be at the 

central peak (the concept can be derived from standard bell curve). For Kurtosis, the general 

rule of thumb suggests a very good value of kurtosis when it is + or -1. In the connection, table 

4-1 illustrates that almost all constructs fall under the given range of kurtosis. Furthermore, 

table 4-1 also shows the minimum and maximum values of interval scales.    
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Figure 4.2 

Normality Assumptions 

 
Figure 4.2 shows the same normality assumption in a graphical manner. The graph 

makes an easy sense to understand the particular situation in a summarized manner. In 

nutshell, figure 4.2shows that the data is normally distributed.    

4.3  Demographic Profile 

 In survey-based studies, demographic factors play a vital role to determine 

respondents’ profiles. The study contains several demographic factors like age group, job 

experience, gender, marital status, and designation. 
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4.3.1 Age Group 
Table 4.2 

Age_Group 

 Frequency Percent Valid Percent 
Cumulative 

Percent 
 25 to 35 54 13.5 13.5 13.5 

36 to 45 225 56.3 56.3 69.8 

46 to 55 76 19.0 19.0 88.8 

56 and above 45 11.3 11.3 100.0 

Total 400 100.0 100.0  

 

Figure 4.3 

 
Table 4-2 shows different age groups of respondents which are included in the study. 

It is seen that most of the respondents belong from the fall under the age group of 36 to 45 

years. Out of 400 respondents, 225 (56.3%) responses had been collected from the mentioned 

age group, which shows that the majority of response is taken from the matured age group. 

Moreover, other age groups were also included like 25 to 35 years (Figure 4.3, 13.5%), 46 to 

55 years (Figure 4.3, 19%), and 56 and above (Figure 4.3, 11.3%).  
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4.3.2 Job Experience 

Table 4.3 

Job_Experience 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

 5 to 8 years 215 53.8 53.8 53.8 

9 to 12 years 134 33.5 33.5 87.3 

13 and above 51 12.8 12.8 100.0 

Total 400 100.0 100.0  

 

Figure 4.4 

 
Job experience shows that how much time a respondent served in a particular 

organization. Time gives experience and a better understanding of the organizational 

environment. Table 4-3 shows that job experience is divided into three groups, first one 

shows that respondents having job experience of 5 to 8 years, second, job experience from 9 

to 12 years and third and last group shows the respondents’ job experience from 13 years and 

above. Table 4-3 revealed that 215 (53.8%) respondents fall under the job experience of 5 to 
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8 years, 134 (33.5%) respondents have job experience of 9 to 12 years and only 51 (12.8%) 

respondents possess the experience of 13 years and above.        

4.3.3 Gender 
Table 4.4 
Gender 

 Frequency Percent Valid Percent 
Cumulative 

Percent 
 Male 278 69.5 69.5 69.5 

Female 122 30.5 30.5 100.0 

Total 400 100.0 100.0  
 

Figure 4.5 

 
 

Gender is one of the important demographic factor in survey studies. This study 

includes both male and female respondents. Table 4-4 shows that a frequency of 278 

respondents were male and from figure 4.5 it can be observed that male respondents have 

69.5%. Moreover, female respondents contain a frequency of 122 and 30.5%. Further, 

percent and valid percent are in reconciliation which indicates no missing value in the data 

set.  
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4.3.4  Marital Status 

Table 4.5 

Marital_Status 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

 Single 41 10.3 10.3 10.3 

Married 359 89.8 89.8 100.0 

Total 400 100.0 100.0  

 

Figure 4.6 

 

 

Table 4.5 revealed the frequency and percent of the marital status of respondents. The 

majority of respondents were married. The frequency of married respondents shows a number 

of 359 and figure 4.6 expresses in terms of percent which is 89.8%. On the other hand, 

female respondents have a frequency of 41 and a percent of 10.3%.  
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4.3.5  Designation 
Table 4.6 

Designation 

 Frequency Percent Valid Percent 
Cumulative 

Percent 
 Doctor 130 32.5 32.5 32.5 

Paramedic 270 67.5 67.5 100.0 

Total 400 100.0 100.0  

 

Figure 4.7 

 
The management structure of the hospital is divided into several parts, but, this study 

has targeted the key designated employees. In this connection, only medical doctors and 

paramedic staff were considered in the study. Paramedic includes those trained employees 

who serve in any medical emergency, mostly this type of staff is associated with ambulances 

or emergency center in the hospital. Table 4.6 shows that paramedic has a frequency of 270 

or 67.5% and medical doctors were observed with a frequency of 130 or 32.5%. Moreover, 

percent and valid percent confirms that there is no missing value.       
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4.4.   Scale Reliability Statistics 
Table 4.7  

Reliability Statistics  

Constructs  Citation  Items  Reliability  

Workplace Ostracism  Ferris et al.(2008) 10  .820  

Turnover Intention  Roodt (2004)  6  .776  

Stress  Cohen (1983)  6  .839  

Employee Engagement  Gartner (2009)  10  .768  

Job Performance  
William and Anderson, 
(1991)  

7  .762  

Psychological Capital  Luthans et al.(2007)  10  .771  

Emotional Intelligence  TEIQue-SF (2009)  10  .864  

 

Statistics for reliability are very crucial to determine the internal consistency of a 

particular scale. This study has used 5 point scale, from strongly disagree to strongly agree. 

The adopted and modified questionnaires were being used to measure the study constructs 

(citations are given in table 4.7). Seven constructs have been structured in this study, namely, 

1) workplace ostracism (with 10 measured items), 2) Turnover Intention (with 6 measured 

items), 3) Stress (with 6 measured items), 4) Employee Engagement (with 10 measured 

items), 5) Job Performance (with 7 measured items), 6) Psychological Capital (with 10 

measured items), and 7) Emotional Intelligence (with 10 measured items). Table 4.7 shows 

the outcomes of Cronbach’s Alpha for each study construct. It is seen in that each construct 

falls under the sufficient reliability score which validates the chosen interval scales. Nunally 

(1978) accepted criteria (>.70) is followed in testing scale reliabilities.    
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4.5  Mean Scores of Scales 

Table 4.8 

Scale Statistics 

Measures  Mean Standard Deviation 

Workplace Ostracism  3.90 .698 

Turnover Intention  3.98 .719 

Stress  4.00 .663 

Employee Engagement  1.98 .567 

Job Performance  2.00 .657 

Psychological Capital  3.25 .719 

Emotional Intelligence  4.00 .735 

 

Figure 4.8 

 

In the previous discussion, it was mentioned that this study has used 5 point scale, 

and, measuring the trend of respondents this study has determined the mean score of scales 

and std. deviation. Table 4.8 shows that workplace ostracism has a mean score of 3.90 which 
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shows slightly above from the 3rd point of scale (Neutral) and rounding off the mean score 

shows the position of respondents on the 4th point of scale (Agree), moreover, it deviates by 

.69. In the same manner, Turnover intention and stress are consistent on the 4th point of the 

scale. Employee engagement and job performance show the mean score of 1.98 and 2 which 

shows the trend of respondents on 2nd point of the scale. The mean score of psychological 

capital and emotional intelligence 3.25 and 4 (reflecting 4th and 5th point of scale) with their 

standard deviation of .71 and .73 respectively. Figure 4.8 expressed the same mean score and 

std. deviation in a graphical manner.    
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4.6.  Confirmatory Factor Analysis (CFA) 
Figure 4.9 Measurement Model 
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Table 4.9 

Measurement Model Analysis (CFA) 

Constructs and Measures  Coefficients  Standard Error  Prob:  SMCC  

Unstn:  Stnds:  

Workplace Ostracism: GFI=.960,     , CR=.873, AVE=.583 

WO2WorkOstracism  1.000  .817  N/A  N/A  .356  

WO3WorkOstracism  .824  .657  .069  ***  .400  

WO4WorkOstracism  .958  .774  .072  ***  .367  

WO5WorkOstracism  .832  .681  .072  ***  .387  

Turnover Intention :  CR=.872, AVE= .699 

TI1TurnOver  .800  .811  0.041 ***  .377  

TI1TurnOver  1.000  .987  N/A  N/A  .407  

TI1TurnOver  .640  .684  0.041 ***  .344  

Stress: CR=.837, AVE= .562 

Str1Stress  .632  .756  .066  ***  .399  

Str3Stress  .996  .765  .074  ***  .456  

Str4Stress  .930  .733  .071  ***  .401  

Str6Stress  1.000  .746  N/A  N/A  .456  

Employee Engagement: CR=.800, AVE= .761 

EEI1Employee_Engagement  .886  .874  .040  ***  .294  

EEI2Employee_Engagement  1.000  .897  N/A  N/A  .345  

EEI3Employee_Engagement  .968  .847  .041   .367  

Job Performance: AVE=.610, CR=.720 
JP1Job_Performance 1.000 .864 N/A N/A .396 

JP2Job_Performance  .931  .780  0.061 ***  .402  
JP3Job_Performance  .866  .707  0.062 ***  .348  
Psychological Capital: AVE= .569    , CR=.884 
PsC1Psychological_Capital  .959  .888 0.107 ***  .378  
PsC2Psychological_Capital  .823  .789 0.086 ***  .426  
PsC3Psychological_Capital  .940  .635 0.100  ***  .423  
PsC4Psychological_Capital  .804  .890  0.089 ***  .346  
PsC5Psychological_Capital  .820  .612 0.089 ***  .367  
PsC6Psychological_Capital  .930  .559 0.108 ***  .405  
PsC7Psychological_Capital  1.000  .586  N/A  N/A  .408  
PsC8Psychological_Capital  .959  .590  0.107 ***  .400  
Emotional Intelligence  AVE= .519  , CR=.864 
EI1Emotiona_Intelligence  .947  .649 0.083 ***  .343  
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EI2Emotiona_Intelligence  .955  .624 0.088 ***  .347  
EI3Emotiona_Intelligence  1.000  .713 N/A  N/A  .333  
EI4Emotiona_Intelligence  .949  .789 0.085 ***  .298  
EI5Emotiona_Intelligence  .946  .673 0.081 ***  .340  
EI6Emotiona_Intelligence  .951  .603 0.089 ***  .406  
EI7Emotiona_Intelligence  .922  .617 0.086 ***  .400  
EI8Emotiona_Intelligence  .969  .646 0.086 ***  .376  
 

SEM includes both measurement and structural part of the model (Muhamad Safilah 

& Nor Azreen 2016). Figure 4-9 shows the outcomes of the measurement model. CFA 

analysis has been used to identify the measurement model. There are two significant 

approaches to perform CFA, 1) Individual CFA analysis and 2) Pooled CFA analysis 

(Joreskog, 1978; Muhamad Safilah & Nor Azreen 2016). The individual CFA allows 

confirming the belongings of measured items with a particular construct when each factor has 

four or more than four measured items. On the other side, the pooled CFA approach 

assimilated when some of the factors have less than four measured items (Joreskog, 1978; 

Muhamad Safilah & Nor Azreen 2016). However, the pooled CFA approach is more reliable 

because it identifies the inner construct relatedness as well as measured items with a 

particular construct at once. The current study has used the 1st order pooled CFA approach. 

Prior to identifying the modified 1st order pooled CFA model, this study had developed the 

conceptual model. All measured items had been taken into the conceptual CFA model. Seven 

constructs had included in conceptual CFA model, namely, 1) workplace ostracism (with 10 

measured items), 2) Turnover Intention (with 6 measured items), 3) Stress (with 6 measured 

items), 4) Employee Engagement (with 10 measured items), 5) Job Performance (with 7 

measured items), 6) Psychological Capital (with 10 measured items), and 7) Emotional 

Intelligence (with 10 measured items). The output of Figure 4-9 revealed that some of the 

measured items have been removed (items having a beta value less than suggested criteria 

“beta>.60” of Jackson et al., 2009)in improving the goodness of fit of the model. Table 4.9 
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shows model fit indices (AGFI=.940, TLI=.920, CFI=.920) which revealed the improved 

goodness of fit of the model. Moreover, table 4.9 shows that validities for each construct had 

also been established. Following the criteria of Fornell & Larcker (1981) convergent 

(CR>.70, AVE>.50) and discriminant (AVE>SMCC), validities were being established. 

Furthermore, table 4.9 illustrates the unstandardized and standardized outputs. In the 

unstandardized beta coefficient column, the assumption of unit-dimensionality can be 

observed where item which contained higher beta value had been constrained to “1”. The 

Covariance among the constructs was also suitably observed and p-value for each measured 

item less than 0.01 level of significance. In nutshell, the present study has assessed the 

developed hypotheses after confirming the inter-construct relatedness as well as measured 

items with a particular construct. In this connection, the structural part of the model would be 

tested. The next headings will elaborate on the structural part of the study model.   

4.7.  Hypotheses Assessment 
  

This study has four main constructs and four sub-constructs. The construct workplace 

ostracism is taken as an independent variable, emotional intelligence as a mediating variable, 

psychological capital as a moderating variable, and job outcome as a dependent variable. The 

Job outcome contains four indicators/sub-constructs 1) Turnover Intention, 2) Stress, 3) 

Employee Engagement, and 4) Job performance. The direct effect of workplace ostracism on 

job outcomes has been assessed in 2nd order structural model as well as 1st order structural 

model. Moreover, the mediating effect of emotional intelligence and the moderating effect of 

psychological capital have also been assessed in the 1stand 2ndorder structural model.    
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4.7.1.  Workplace Ostracism and Job Outcomes 
H1: Workplace ostracism significantly and negatively affects job outcomes of employees 

engaged in the health care sector 
 

 

Table No. 4.10. H1: Fit Indices 

CMIN/DF  TLI  CFI  GFI  RMSEA  PCLOSE  

2.457  .900  .901  .911  .051  .422  

 

In order to conduct statistical analysis SEM using Amos 20 was used. Figure 4-10 

demonstrates the outputs of the 2nd order structural model. Workplace ostracism considered 

as an independent variable and job outcome as outcome/endogenous variable. Job outcomes 

measured in second-order, it comprises four indicators 1) Turnover intention, 2) Stress, 3) 

Employee Engagement, and 4) Job Performance. The loadings for each measured item can be 

suitably observed in workplace ostracism and among factor indicators of job outcomes. The 

structural part of the model confirms that workplace ostracism has a significant and negative 

effect on job outcomes. The effect size shows a beta value of b=-.32, p=<.01. It can be 

explained as a 32% negative change in the job outcomes among employees engaged in the 

health care sector of Sindh is caused by workplace ostracism. Moreover, table 4.10 shows the 

Figure 4.10 Hypothesis 1 (Workplace_Ostracism  Job Outcomes) 
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model fit indices like CMIN/DF 2.45 (Should be <3), TLI .90 (Should be >.90), CFI .901 

(>.90), GFI .91, (>.90), RMSEA .051 (Should be <.05 or <.08). These indices confirm the 

goodness of fit of the model. Hence, hypothesis 1 (H1) has been retained. Furthermore, the 

direct relationship is also being tracked by linking the workplace ostracism and indicators of 

job outcomes.  

4.7.1.1. Linking Workplace Ostracism with Indicators of Job Outcomes 

Figure 4-11 shows the output of 1st order structural model to assess the following 

paths:1) Workplace ostracism  Turnover Intention (H1a), 2) workplace ostracism  Stress 

(H1b), 3) workplace ostracism  Employee Engagement (H1c), 4) workplace ostracism  

Job performance (H1d).  

Figure 4.11 

 

Table 4.11 Fit Indices 

CMIN/DF  TLI  CFI  GFI  RMSEA  PCLOSE  

2.819  .965  .903  .943  .050  .424  
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The results revealed, by having a look on Figure 4-11 given above, that the path effect 

from workplace ostracism  job performance, was (b= -.65, p <0.001) confirming the 

H1(a) regarding the negative significant effect of workplace ostracism on job performance of 

employees working in the health care sector. The results about the path coefficient of 

Workplace ostracism Turnover intention revealed that (b= .76, p<0.001)substantiating 

H1(b) about the significant and positive influence of workplace ostracism on turnover 

intention among health care employees. The path coefficient of workplace ostracism  

Stress was tentatively judged to be positive and significant. Thus the results regarding said 

path (b=.55, p < 0.001)confirmed the hypotheses H1(c). The path coefficient workplace 

ostracism  employee engagement was proposed to be negative and significant. The 

findings of the analysis were (b= -.81, p <0.001)authenticated the H1 (d). Table 4.11 shows 

the measures of fit, which are summarized through TLI (.965), CFI (.903), GFI (.943) and 

RMSEA (.050), the indicators are in congruence with the prescribed threshold (Gaskin, 

2011).  
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4.7.2.  Workplace Ostracism, Emotional Intelligence, and Job Outcomes 

H2Emotional intelligence significantly mediates the negative relationship between workplace 
ostracism and job outcomes of employees working in the health care sector 

Figure 4.12 

 

Table 4.12 Fit Indices for H2 

CMIN/DF  TLI  CFI  GFI  RMSEA  PCLOSE  

2.820  .934  .957  .922  .053  .412  

Figure 4-12 demonstrates the outcomes of an indirect effect. The tests of statistical 

significance of indirect effects were based upon Sobel (1982), and actual t- statistics (t 

value) and probability values (p-value) were computed from the interactive website of 

Preacher and Leonardelli (2006). Emotional Intelligence is a mediating variable between 

workplace ostracism and job outcomes. Each of these is statistically significant. It acts as a 

mediating variable between Workplace ostracism and job outcomes through the path 

workplace ostracism  Emotional Intelligence  Job Outcomes (t value =2.07975393, p-

value = .000).  Thus H2is confirmed. Moreover, fit indices were good in their ranges.  
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4.7.2.1 Workplace Ostracism, Emotional Intelligence, and Job Performance 
H2(a): Emotional intelligence significantly  mediates the negative  relationship between 

workplace ostracism and Job performance of employees working in the health care 
sector 

Figure 4.13

 

Table 4.13 

CMIN/DF  TLI  CFI  GFI  RMSEA  PCLOSE  

2.040  .946  .956  .946  .051  .421  

 

The tests of statistical significance of indirect effects were based upon Sobel (1982), 

and actual t statistics (t value) and probability values (p-value) were computed from the 

interactive website of Preacher and Leonardelli (2006). Emotional Intelligence is a 

mediating variable between workplace ostracism and job performance. Each of these is 

statistically significant. It acts as a mediating variable between Workplace ostracism and 

job performance through the path workplace ostracism  Emotional Intelligence  Job 

Performance  (t value =-2.044, p-value = .000).  Thus  H2(a) is confirmed. The direct 

influence of workplace ostracism on job performance was (b-.81, p < 0.001), with the 
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introduction of mediating variable the influence reduced (-.59, p < 0.001) but still 

significant thus the evidence of mediation is there.  

4.7.2.2 Workplace Ostracism, Emotional Intelligence, and Turnover Intention 

H2(b): Emotional intelligence mediates the relationship between workplace ostracism and 
Turnover Intention among employees working in the health care sector 

 
 
 

Figure 4.14 
 

 
 

Table 4.14 

Fit Indices H2(b) 

CMIN/DF  TLI  CFI  GFI  RMSEA  PCLOSE  

2.483  .930  .943  .937  .061  .039  

 

The tests of statistical significance of indirect effects were based upon Sobel (1982), 

and actual t statistics (t value) and probability values (p-value) were computed from the 

interactive website of Preacher and Leonardelli (2006). Emotional Intelligence is a mediating 

variable between workplace ostracism and turnover intention. Each of these is statistically 

significant. It acts as a mediating variable between Workplace ostracism and turnover 
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intention through the path workplace ostracism  Emotional Intelligence  Turnover 

Intention (t value =1.65445067, p-value >.05). Thus the results fail to retain H2 (b). However, 

the negative influence becomes positive but insignificant.   

4.7.2.3 Workplace Ostracism, Emotional Intelligence, and Stress 

H2(C): Emotional intelligence mediates the relationship between workplace ostracism and 
Stress among employees working in the health care sector 

Figure 4.15 

 

Table 4.15 

Fit Indices of H2(c) 

CMIN/DF  TLI  CFI  GFI  RMSEA  PCLOSE  

2.298  .939  .950  .941  .057  .129  

 

The tests of statistical significance of indirect effects were based upon Sobel (1982), 

and actual t statistics (t value) and probability values (p-value) were computed from the 

interactive website of Preacher and Leonardelli (2006). Emotional Intelligence is a mediating 

variable between workplace ostracism and stress. Each of these is statistically significant. It 

acts as a mediating variable between Workplace ostracism and Stress through the path 

workplace ostracism  Emotional Intelligence  Stress (t value = 0.555, p > 0.05). Thus 
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H2(c) is rejected. However, as anticipated the emotional intelligence negatively predicts the 

stress level among employees of the health care sector.   

4.7.2.4 Workplace Ostracism, Emotional Intelligence, and Employee Engagement 

H2(d): Emotional intelligence mediates the relationship between workplace ostracism and 
employee engagement among employees working in the health care sector 

 

Figure 4.16 

 

Table 4.16 

Fit indices for H2(d) 

CMIN/DF  TLI  CFI  GFI  RMSEA  PCLOSE  

2.041  .953  .962  .947  .051  .419  

The tests of statistical significance of indirect effects were based upon Sobel (1982), 

and actual t statistics (t value) and probability values (p-value) were computed from the 

interactive website of Preacher and Leonardelli (2006). Emotional Intelligence is a mediating 

variable between workplace ostracism and Employee Engagement. Each of these is 
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statistically significant. The path of the mediating variable between Workplace ostracism and 

employee Engagement through the path workplace ostracism  Emotional Intelligence  

Stress (t value 3.069, p = .000).  Thus, H2 (d) is confirmed.  

4.7.3 Moderating effect of Psychological Capital on Workplace Ostracism and Job 
outcomes 

H3: Psychological Capital moderates the relationship between workplace ostracism and job 
outcomes of employees working in the health care sector 

Figure 4.17 

 

Table 4.17 
Fit Indices of H3 

CMIN  TLI  CFI  GFI  RMSEA  PCLOSE  

2.011  .933  .921 .937  .052 .512 

 

Figure 4.17 revealed the moderating effects of psychological capital on job outcomes. 

It can be observed in the above figure that a new variable in between workplace ostracism 

and psychological capital has been created. It is an interacting variable that had been 

measured by taking the product of workplace ostracism and psychological capital and termed 

as “Ostrac× Psc”. It is determined that the interacting or moderating effects of psychological 
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capital reduce/dampens the negative effect of workplace ostracism on job outcomes among 

employees working in the health care sector. The interacting variable has a .63 or 63% 

positive and significant (p<0.01) impact on job outcomes. Simply, it directs that having 

psychological capital the negative effects of workplace ostracism on job outcomes can be 

reduced, and, it can be a good sign for the betterment of the organization. Thus, based on the 

above shreds of evidence H3 has been confirmed.  Last but not least, table 4-17 shows the 

appropriate goodness of fit of the model.    

Figure 4.18 

 

“Psychological capital dampens the negative relationship between workplace ostracism 
and job outcomes.” 

Figure 4-18 shows the interacting effect of psychological capital in a graphical 

manner. The output statement and graph was given by the interactive website of Preacher and 

Leonardelli (2006). Preacher and Leonardelli (2006) suggested rule of thumb for significant 

interaction is that when both lines in the graph do not show parallel movement and must be 

reinforced or synergistically depart from each other than there would possible evidence of 
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moderation. In this connection, figure 4-18 illustrates that red and blue curves hold a 

significant interaction effect which indicates that psychological capital dampens the negative 

effects of workplace ostracism on job outcomes.  

4.7.3.1 Moderation Effect of Psychological Capital on Workplace Ostracism and Job 
Performance 

 

H3 (a): Psychological Capital moderates the positive relationship between workplace 
ostracism and Job Performance 

 

Figure 4.19 

 

Table 4.18 
Fit Indices of H3(a) 

CMIN  TLI  CFI  GFI  RMSEA  PCLOSE  

2.041  .953  .962  .947  .051  .419  

 

As previously this study has tested the direct effect workplace ostracism  job outcomes and 

then the indicators of Job outcomes (Turnover Intention, Stress, Employee Engagement, and 

Job Performance) had also been tested to determine the direct relationship. The same practice 

had been repeated to identify the mediating effects of emotional intelligence on the 
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relationship between workplace ostracism and job outcomes (also its indicators). In the same 

manner figure, 4-18 revealed the outcomes of moderating effects of psychological capital on 

the relationship between workplace ostracism and job outcomes. Now, Figure 4-19 shows the 

outcomes of moderating effects of psychological capital in between workplace ostracism and 

the indicators of job outcomes (Job Performance). It is determined that the interacting or 

moderating effects of psychological capital reduces/dampens the negative effect of workplace 

ostracism on Job performance among employees working in the health care sector. The 

interacting variable has a .33 or 33% positive and significant (p<0.01) impact on job 

performance. Simply, it directs that having psychological capital the negative effects of 

workplace ostracism on job performance can be reduced. Thus, based on the above pieces of 

evidence H3(a) has been confirmed.  Last but not least, table 4.18 shows the appropriate 

goodness of fit of the model. 

Figure 4-20 

 

“From low moderation, there isn’t much effect from Workplace ostracism to job 
performance, however when the interaction effect is added, ostracism has a strong positive 
effect on job performance when psychological capital is added. Thus psychological capital 

dampens the negative relationship between workplace ostracism and job performance”. 
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Figure 4-20 shows the interacting effect of psychological capital in a graphical manner. The 

output statement and graph was given by the interactive website of Preacher and Leonardelli 

(2006). Preacher and Leonardelli (2006) suggested rule of thumb for significant interaction is 

that when both lines in the graph do not show parallel movement and must be reinforced 

(Crossed/interact) or synergistically depart from each other than there would possible 

evidence of moderation. In this connection, figure 4-20 illustrates that the curves hold a 

significant interaction effect which indicates that psychological capital dampens the negative 

effects of workplace ostracism on Performance. 

4.7.3.2 Moderating effect of Psychological Capital on Workplace Ostracism and turnover 
intention 
 

H3(b): Psychological Capital moderates the positive  relationship between workplace 
ostracism and turnover intention 

Figure 4.21 

 

Table 4.19 

Fit Indices of H3(b) 

CMIN/DF  TLI  CFI  GFI  RMSEA  PCLOSE  

2.203  .930 .943 .938  .055  .201  
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Figure 4-20 revealed the outcomes of moderating effects of psychological capital on the 

relationship between workplace ostracism and Turnover Intention. It is determined that the 

interacting or moderating effects of psychological capital reduces/dampens the positive effect 

of workplace ostracism on Turnover Intention among employees working in the health care 

sector. The interacting variable has a .43 or 43% positive and significant (p<0.01) impact on 

Turnover Intention. Moreover, it directs that having psychological capital the positive effects 

of workplace ostracism on Turnover Intention can be reduced. Thus, based on the above 

shreds of evidence H3(b) has been confirmed. Furthermore, Table 4.19 shows the apt 

goodness of fit of the model. 

 

Figure 4.22 

 

“Psychological Capital dampens the positive relationship of Workplace Ostracism and 
Turnover Intention.” 

Figure 4-22 shows the interacting effect of psychological capital in a graphical manner. The 

output statement and graph was given by the interactive website of Preacher and Leonardelli 

(2006). Preacher and Leonardelli (2006) suggested rule of thumb for significant interaction is 

y = 1.76x + 0.22

y = 1.08x + 1.52

1
1.5

2
2.5

3
3.5

4
4.5

5

Low Workplace 
Ostracism

High Workplace 
Ostracism

T
u

rn
ov

er
 I

nt
en

ti
on

Moderator
Low Psychological 
Capital



105 
 

that when both lines in the graph do not show parallel movement and must be reinforced 

(Crossed/interact) or synergistically depart from each other than there would possible 

evidence of moderation. In this connection, figure 4.22 illustrates that the curves hold a 

significant interaction effect which indicates that psychological capital dampens the positive 

effects of workplace ostracism on Turnover Intention. 

4.7.3.3 Moderating effect of Psychological Capital on Workplace Ostracism and Stress 
H3(c): Psychological Capital moderates the positive relationship between workplace ostracism 
Stress (Robbins, 2013)   

Figure 2.23 

 

Table 4.20 
Fit Indices of H3(c) 

CMIN/DF  TLI  CFI  GFI  RMSEA  PCLOSE  

2.131 .920 .943 .918  .053 .311  

Figure 4-23 revealed the outcomes of moderating effects of psychological capital on the 

relationship between workplace ostracism and Stress. It is being stretched that the interacting 

or moderating effects of psychological capital reduces/dampens the positive effect of 
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workplace ostracism on stress among employees working in the health care sector. The 

interacting variable has a -.26 or -26% negative and significant (p<0.01) impact on Stress. 

Moreover, it directs that having psychological capital the positive effects of workplace 

ostracism on Stress can be reduced. Thus, based on the above shreds of evidence H3(c) has 

been confirmed. Furthermore, Table 4.20 shows the suitable goodness of fit of the model. 

Figure  4.24 

Plotting Moderating Effect 

of Psychological Capital between Workplace Ostracism and Stress

 

“Psychological Capital dampens the positive relationship of Workplace Ostracism and 
Stress.” 

Figure 4.24 shows the interacting effect of psychological capital in a graphical manner. The 

output statement and graph was given by the interactive website of Preacher and Leonardelli 

(2006). Preacher and Leonardelli (2006) suggested rule of thumb for significant interaction is 

that when both lines in the graph do not show parallel movement and must be reinforced 

(Crossed/interact) or synergistically depart from each other than there would possible 

evidence of moderation. In this connection, figure 4.24 illustrates that the curves grasp a 
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significant interaction effect which indicates that psychological capital dampens the positive 

effects of workplace ostracism on Stress. 

4.7.3.4 Moderating effect of Psychological Capital on Workplace Ostracism and Employee 
Engagement 
 

H3 (d): Psychological Capital moderates the negative relationship between workplace 
ostracism and Employee Engagement 

Figure 4.25 

 

Table 4.21 
Fit Indices of H3(d) 

CMIN/DF  TLI  CFI  GFI  RMSEA  PCLOSE  

2.321 .910 .923 .948  .051 .421  

 

Figure 4-25 revealed the outcomes of moderating effects of psychological capital on 

the relationship between workplace ostracism and Employee Engagement. It is being 

confirmed that the interacting or moderating effects of psychological capital reduces/dampens 

the negative effect of workplace ostracism on employee engagement among employees 
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working in the health care sector. The interacting variable has a .17 or 17% positive and 

significant (p<0.01) impact on employee engagement. Moreover, it directs that having 

psychological capital the positive effects of workplace ostracism on employee engagement 

can be reduced. Thus, based on the above pieces of evidence H3(d) has been confirmed. 

Furthermore, Table 4.21 shows the suitable goodness of fit of the model. 

Figure 4.26 

Plotting Interaction Effect of Psychological Capital between Employee Workplace 
Ostracism and Employee Engagement 

 

“Psychological Capital dampens the negative relationship between Workplace Ostracism 

and Employee Engagement.” 

Figure 4.26 shows the interacting effect of psychological capital in a graphical 

manner. The output statement and graph was given by the interactive website of Preacher and 

Leonardelli (2006). Preacher and Leonardelli (2006) suggested rule of thumb for significant 

interaction is that when both lines in the graph do not show parallel movement and must be 

reinforced (Crossed/interact) or synergistically depart from each other than there would 

possible evidence of moderation. In this connection, figure 4-26 illustrates that the curves 
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grasp a significant interaction effect which indicates that psychological capital dampens the 

negative effects of workplace ostracism on employee engagement. 

4.7.4  Structural Equation Modeling 

 Figure 4.27 portrays the robustness of structural equation modeling. SEM is a 

combination of several statistical outcomes. Hence, it is multivariate in nature and very useful 

to assess to complex model. The present study also contains a complex structure of variable 

and it is the reason behind choosing SEM in determining the study outcomes. Previously, it 

was mentioned that SEM includes both measurement and structural part of the model. The 

measurement part had been observed through 1st order pooled CFA approach which was apt 

for the study. Now, taking the aggregate view of the structural part, this study has 

simultaneously assessed the mediating effect of emotional intelligence between workplace 

ostracism & job outcomes and the moderating effect of psychological capital between 

workplace ostracism and job outcomes. Although, the main part of this study was to 

investigate the mediating and moderating effects. In recalling the previous discussion, 

workplace ostracism was taken as independent or exogenous variable and job outcomes (with 

its indicators like Turnover intention, stress, job performance, and employee engagement) 

were taken as a dependent or endogenous variable. In between the emotional intelligence had 

performed the role of mediating variable and psychological capital as a moderating variable.       
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Figure 4.27 
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Table 4.22 

Modified Structural Equation Model 

Constructs and Measures  

Coefficients 
Standar
d Error 

Prob: 
Unstn: 

Stnds
: 

Path Model 
Goodness of Fit: TLI .866, CFI.879, 
RMSEA .064  

Emotional_IntelligenceWorkplace_Ostracis
m  

.200  .240  .052  ***  

Job_OutcomesWorkplace_Ostracism  -.203  -.220  .053  ***  

Job_OutcomesPsychological_Capital  .250  .194  .019  ***  

Job_Outcomes Emotional_Intelligence  .432  .450  . 080 ***  

Job_OutcomesOstrac_x_PsC  .114  .440  .020  *** 

Workplace Ostracism  CR=.824,                AVE = .540 

WO2WorkOstracism  .937  .725  .054  *** 

WO3WorkOstracism  .953  .720  .055  *** 

WO4WorkOstracism  1.000  .766  N/A  N/A 

WO5WorkOstracism  .885  .687  .055  *** 

Turnover Intention CR=.873,                AVE = .701 

TI1TurnOver  .807  .816  .042  ***  

TI2TurnOver  1.00
0  

.982  N/A  N/A 

TI3TurnOver  .646  .688  .042  ***  

Stress CR=.766,                AVE = .562 

Str1Stress  .646  .550  .066  *** 

Str3Stress  1.00
0  

.781  N/A  N/A 

Str4Stress  .932  .747  .074  *** 

Str6Stress  .764  .593  .073  *** 

Employee Engagement CR=.906,                AVE = .763 

EEI1Employee_Engagement  .856  .836  .039  *** 

EEI2Employee_Engagement  1.00
0  

.917  N/A  N/A 

EEI3Employee_Engagement  .937  .865  .040  *** 

 

Constructs and Measures  Coefficients Standar Prob: 
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Unstn: 
Stnds
: 

d Error 

Job Performance CR=.828,                AVE = .618 

JP1Job_Performance  1.000  .864  N/A  N/A 

JP2Job_Performance  .934  .782  .063  *** 

JP3Job_Performance  .863  .704  .062  *** 

Psychological Capital CR=.804,                AVE = .517 

PsC1Psychological_Capital  .921  .607  .075  *** 

PsC2Psychological_Capital  .689  .583  .058  *** 

PsC3Psychological_Capital  .782  .565  .068  *** 

PsC4Psychological_Capital  .924  .600  .076  *** 

PsC5Psychological_Capital  .674  .531  .061  *** 

PsC6Psychological_Capital  .677  .541  .060  *** 

PsC7Psychological_Capital  .929  .598  .076  *** 

PsC8Psychological_Capital  1.000  .628  N/A  N/A 

Emotional Intelligence CR=.848,                AVE = .513 

EI1Emotiona_Intelligence  .945  .649  .083  *** 

EI2Emotiona_Intelligence  .958  .627  .088  *** 

EI3Emotiona_Intelligence  1.000  .682  N/A  N/A 

EI4Emotiona_Intelligence  .942  .636  .084  *** 

EI5Emotiona_Intelligence  .946  .674  .080  *** 

EI6Emotiona_Intelligence  .946  .600  .089  *** 

EI7Emotiona_Intelligence  .923  .618  .086  *** 

EI8Emotiona_Intelligence  .967  .645  .086  *** 

 

Constructs and Measures  
Coefficients Standard 

Error 
Prob: 

Unstn: Stnds: 

Emotional Intelligence CR=.848,                AVE = .513 

EI1Emotiona_Intelligence  .945  .649  .083  *** 

EI2Emotiona_Intelligence  .958  .627  .088  *** 

EI3Emotiona_Intelligence  1.000  .682  N/A  N/A 
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EI4Emotiona_Intelligence  .942  .636  .084  *** 

EI5Emotiona_Intelligence  .946  .674  .080  *** 

EI6Emotiona_Intelligence  .946  .600  .089  *** 

EI7Emotiona_Intelligence  .923  .618  .086  *** 

EI8Emotiona_Intelligence  .967  .645  .086  *** 

 
Figure 4-27 and Table 4.22 shows the outcomes of structural equation modeling. It is 

seen that as per the suggested criteria of Preacher and Leonardelli (2006), emotional 

intelligence significantly mediates the relationship between workplace ostracism and job 

outcomes. Moreover, in the interactive effect of psychological capital (moderator) the 

negative relationship between workplace ostracism and job outcome had been damped and 

has significant pieces of evidence of moderation. Furthermore, Goodness of Fit indices like 

TLI .866, CFI.879, RMSEA .064 confirmed the significance of the overall structural model. 

Hence, all major hypotheses of the study have been retained.     
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4.8. Hypotheses Assessment Summary 

Following table 4.23 portrays a summarized view of hypotheses assessment. 

Moreover, it revealed the supporting pieces of evidence of the assessed hypotheses of the 

study.   

Table 4.23 

Hypotheses Assessment Summary  

Hypotheses B Sig: Decision Support 
H1: Workplace ostracism negatively influences 
job outcomes of employees working in the 
health care sector  

-.32  0.000 Retained Zheng et al 
(2016) 

H1(a) Workplace ostracism has a negative 
influence on job performance of employees 
working in the health care sector  

-.65  0.000 Retained Basit, 
Amir, and 
Haq, 
(2016) 

H1(b):Workplace ostracism has positive 
relationship with turnover intention among 
employees working in health  care sector  

.76  0.000 Retained Ferris et 
al. (2008) 

H1(c): Workplace ostracism has a positive 
relationship with stress among employees 
working in the health care sector   

.56  0.000 Retained Hsieh and 
Karatepe 
(2018) 

H1(d): Workplace ostracism is negatively related 
to employee engagement among employees 
working in the health care sector  

-.81  0.000 Retained Kwan et al. 
(2016) 

H2: Emotional intelligence mediates the negative 
relationship between workplace ostracism and 
job outcomes of employees working in the 
health care sector  

.65  0.000 Retained Gkorezis et 
al (2016) 

H2(a): Emotional intelligence mediates the 
relationship between workplace ostracism and 
Job performance of employees working in the 
health care sector  

-.59  0.000 Retained Clercq et 
al. (2018)  

H2(b): Emotional intelligence mediates the 
relationship between workplace ostracism and 
Turnover Intention among employees working 
in the health care sector  

.76  0.000 Retained Mahfouz 
et al (2017) 

H2(C): Emotional intelligence mediates the 
relationship between workplace ostracism and 
Stress among employees working in the health 
care sector  

-.14  0.780 Failed to 
retained  

Chung et 
al (2008) 

H(2d): Emotional intelligence mediates the 
relationship between workplace ostracism and 
Employee Engagement of employees working in 

.25  0.040 Retained Tian 
(2016) 
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the health care sector  
H3: Psychological Capital moderates the 
relationship between workplace ostracism and 
job outcomes of employees working in the 
health care sector  

.63  0.000 Retained Clercq et 
al (2018) 

H3(a): Psychological Capital moderates the 
negative relationship between workplace 
ostracism and Job Performance  

.33  0.000 Retained Clercq et 
al (2018) 

H3(b): Psychological Capital moderates the 
positive relationship between workplace 
ostracism and Turnover intention among 
employees working in the health care sector  

.43  0.000 Retained Mahfouz 
et al (2017) 

H3(c): Psychological Capital moderates the 
negative relationship between workplace 
ostracism and Stress among employees working 
in the health care sector  

-.26  0.000 Retained Fiset et al 
(2017) 

H3(b): Psychological Capital moderates the 
negative relationship between workplace 
ostracism and Employee Engagement of  
employees working in the health care sector  

.17  0.043 Retained Kaya et al. 
(2017) 
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CHAPTER FIVE DISCUSSION AND CONCLUSION 

5.1  General Discussion 

Generally, the studies have confirmed that ostracism may be explained as, state of 

perception among individuals of being ignored, excluded by the peers or the group members 

(Williams, 2007), the perception is felt more miserable than that of physical injury 

(Eisenberger et al., 2003). Unluckily, such a state of being exclusion has been practiced more 

often by the people into several fields of life both professional and social. The retaliating 

behavior to such treatment may even make the organization to suffer in compromising targets 

and productivity, or even it may go to an extreme extent. In this regard, some notorious 

criminal instances have been witnessed. This particular situation made the researchers to 

seriously investigate the crazy outcome of this social phenomenon.  The immediate studies 

have established that ostracism may impacts destructively in a wide range. For instances 

ostracism has been evidenced as a devastating effect on psychological regulation capability 

(Baumeister et al., 2005), a sense of being sympathetic to others (Twenge et al., 2007). 

Besides that, the ostracism often nurtures a sense of aggression (Twenge et al., 2003). In the 

contemporary corporate world, the necessity of communal interaction among people working 

in an identical arena is direly needed (Sundstrom, McIntyre, Halfhill & Richards, 2000).  

Believing that organizations are happened to be the blend of several complex factor systems,  

the intensity, and frequency of workplace exclusion can be understood as the perception of an 

individual being expelled, ignored and cold-shouldered in the work setting. Such a state of 

affairs can be catastrophic both for individuals and organizations in terms of productivity 

(Ferris et al., 2008). The scholars like Kipling and Williams (2007) endorses that the research 

on ostracism is far from complete, identifying the complex fact that “socially excluded, 

rejected, expelled people may exhibit his/her behavior in several distinct ways, many of 
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whom are radically different”.  Hence studies focusing on the buffering factors, reducing the 

feelings of being excluded are negligible in frequency and quantity.   

 

During the precedent 10 years, research studies have reproduced on the issue of 

workplace ostracism, as an exclusion, ignorance or denied to be the part of a group (William, 

2001). Very recent past studies have witnessed that ostracism happens among distinct age 

groups, customs, ethnicity, and demographic lines, and observed at regular intervals within 

organizational settings (Fox & Stallworth, 2005; Williams, 2007; Ferris, Brown, Berry, & 

Lian, 2008).  The sufferers of the exclusion/ostracism make both organization and individual 

suffer negatively in terms of lower contentment with a job, struggling commitment, and well-

being (Ferris et al., 2008; Penhaligon, Louis, & Restubog, 2009). The ample empirical shreds 

of evidence portray an organized depiction of the conditions responsible for an individual’s 

resentment to being excluded. Hence the ostracism being the negative imputation could not 

usher the positive behavior among the employees. The empirical literature is yet in lack of 

sufficient evidence, and convincing theoretical framework which enables the scholars and 

organizational managers to answer the following questions: (1). Why social exclusion, 

ostracism is so catastrophic, and how such a situation makes the organization to suffer? (2). 

what measures ought to be taken to avoid such practice, so that organizations may not suffer, 

in terms of (a) Stress, (b) Deteriorating Job performance (c) Increasing turnover intention (d) 

and decreasing employee engagement (3). How psychological/emotional strength can over 

the aftermath of ostracism among employees working in the health care sector?     

 

In the Pakistani context, the studies on workplace ostracism and its aftermath, with 

the buffering effect of Psychological capital and intervening influence of emotional 

intelligence, simultaneously was yet to be documented.  Adding value to the existing body of 
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ostracism research, and emotional capabilities required to overcome the negative outcomes, 

this research intended to watch the phenomenon through the lens of Affective Event Theory 

(AET) Weis and Cropanzano (1996). Believing that emotions and feelings have a significant 

role to place in predicting any kind of work-related behavior, this research intended to 

evaluate how an ostracized health giver exhibit several unwanted behaviors.   The heaps of 

studies that investigate the probable extenuating elements of ostracism-job outcome nexus 

remain relatively a few, or at least not enough to offer practicalities by using which 

employees and organization may avoid the haunts of ostracism.  Responding to this research 

gap, the study adopts the AET to understand the importance of emotions and feelings of an 

ostracized employee. How social exclusion impacts the employees’ job performance in the 

knowledge-based organization particularly the health care sector. Thus this research has 

aimed to contribute to the existing body of knowledge related to ostracism and the role of 

emotions and feelings by answering: 1). Evaluating the direct influence of ostracism on job-

related outcomes in the health care sector. 2) Applying the AET theory in promoting the 

emotional strengths among employees to mitigate the negative aftermaths of workplace 

ostracism. 3). Believing that people are not mere the reactive receptors of the interactive 

professional environment, rather they put in practice there acquired emotional abilities and 

wisdom to surmount the devastating aftershocks of ostracism.     

  

This study has touched the health care sector of Sindh, Pakistan and investigated the 

effects of workplace ostracism on job outcomes. The direct effects of workplace ostracism on 

job outcomes have been significantly observed. Moreover the direct effect of workplace 

ostracism on indicators of job outcomes (Turnover Intention, Stress, Job Performance, and 

Employee Engagement). Additionally, emotional intelligence had been considered as a 

mediating variable and found that emotional intelligence significantly mediates the 
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relationship between workplace ostracism and job outcome. In deterring more rigorous 

effects of workplace ostracism, psychological capital was taken as a moderating variable and 

observed that psychological capital dampens the negative effect of workplace ostracism on 

job outcomes. Moreover, the mediating effect of emotional intelligence and the moderating 

effect of psychological capital had also been tested on the indicators of job outcomes. In 

nutshell, the study has contributed significant outcomes to reduce the negative effects of 

ostracism among the employees (Doctors and Paramedics) of the health care sector of Sindh.      

5.2.  Hypotheses Discussion 

 The discussion regarding hypotheses is being divided as per their structural 

relationships. Below is a brief discussion of the study hypotheses.  

5.2.1  Workplace Ostracism Job Outcomes 

In testing the direct effect of workplace ostracism and job outcomes. The factor 

loadings of workplace ostracism and job outcomes were in acceptable ranges. The structural 

part of the model had confirmed that workplace ostracism has a significant and negative 

effect on job outcomes. The path coefficient had to show the beta value of b=-.32, p=<.01. It 

is explained as a 32% negative change in the job outcomes among employees engaged in the 

health care sector of Sindh is caused by workplace ostracism. Moreover, table 4-10 shows the 

model fit indices like CMIN/DF 2.45 (Should be <3), TLI .90 (Should be >.90), CFI .901 

(>.90), GFI .91, (>.90), RMSEA .051 (Should be <.05 or <.08). These indices confirm the 

goodness of fit of the model. Hence, hypothesis 1 (H1) has been retained and consistent with 

the outcomes of Zheng et al. (2016).  

H1: Workplace ostracism significantly and negatively affects job outcomes of employees 

engaged in the health care sector 
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5.2.1.1 Workplace Ostracism  Indicators of Job Outcomes (Turnover Intention, Stress, 
Job Performance, and Employee Engagement) 

 

The path coefficient had been observed in determining direct effect of workplace 

ostracism on indicators of job outcomes: 1) Workplace ostracism  Turnover Intention 

(H1a), 2) workplace ostracism  Stress (H1b), 3) workplace ostracism  Employee 

Engagement (H1c), 4) workplace ostracism  Job performance (H1d). The path coefficient 

of workplace ostracism  job performance, was (b= -.65, p <0.001) confirming the H1(a) 

regarding the negative significant effect of workplace ostracism on job performance of 

employees working in the health care sector. The results about the path coefficient of 

Workplace ostracism Turnover intention revealed that (b= .76, p<0.001)substantiating 

H1(b) about the significant and positive influence of workplace ostracism on turnover 

intention among health care employees. The path coefficient of workplace ostracism  

Stress was tentatively judged to be positive and significant. Thus the results regarding said 

path (b=.55, p < 0.001)confirmed the hypotheses H1(c). The path coefficient workplace 

ostracism  employee engagement was proposed to be negative and significant. The 

findings of the analysis were (b= -.81, p <0.001) authenticated the H1 (d).The hypotheses H1 

(a), H1 (b), H1(c)and H1 (d) had been retained and outcomes of the mentioned hypotheses had 

supported with studies of  Basit Amir and Haq (2016), Ferris et al. (2008), Hsieh and 

Karatepe (2018), and Kawan et al. (2016) respectively.  

H1 (a): Workplace ostracism has a negative influence on job performance of employees 
working in the health care sector  

H1 (b): Workplace ostracism has a positive relationship with turnover intention among 
employees working in the health care sector  
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H1(c): Workplace ostracism has a positive relationship with stress among employees 
working in the health care sector   

H1 (d): Workplace ostracism is negatively related to employee engagement among 
employees working in the health care sector 
 

5.2.2  Workplace Ostracism  Emotional Intelligence Job Outcomes 

The indirect effect had been statistically tested. The tests of statistical significance of 

indirect effects were based upon Sobel (1982), and actual t- statistics (t value) and probability 

values (p-value) were computed from the interactive website of Preacher and Leonardelli 

(2006). Emotional Intelligence is a mediating variable between workplace ostracism and job 

outcomes. Each of these is statistically significant. It acts as a mediating variable between 

Workplace ostracism and job outcomes through the path workplace ostracism  Emotional 

Intelligence  Job Outcomes (t value =2.07975393, p-value = .000).  Thus H2is confirmed 

and in line with the study outcome of Gkorezis et al. (2016).  

H2: Emotional intelligence significantly mediates the negative relationship between 

workplace ostracism and job outcomes of employees working in the health care sector 

5.2.3  Workplace Ostracism  Emotional Intelligence Job Performance 

Following the same statistical procedure to test the mediating effect of Emotional 

Intelligence once again was treated as a mediating variable between workplace ostracism and 

job performance. Each of these is statistically significant. It acts as a mediating variable 

between Workplace ostracism and job performance through the path workplace ostracism  

Emotional Intelligence  Job Performance  (t value =-2.044, p-value = .000).  Thus  H2(a) is 

confirmed. The direct influence of workplace ostracism on job performance was (b-.81, p < 

0.001), with the introduction of mediating variable the influence reduced (-.59, p < 0.001) but 
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still significant thus the evidence of mediation is there. The outcomes are consistent with the 

study of Mahfuz et al. (2017). 

H2 (a): Emotional intelligence significantly mediates the negative relationship between 

workplace ostracism and Job performance of employees working in the health care sector 

5.2.4. Workplace Ostracism  Emotional Intelligence Turnover Intention 

Emotional intelligence acts as a mediating variable between Workplace ostracism and 

turnover intention through the path workplace ostracism  Emotional Intelligence  

Turnover Intention (t value =1.65445067, p-value >.05). Thus the results fail to retain H2 (b). 

However, the negative influence becomes positive but insignificant. Chung et al. (2008) had 

explored the same findings.  

H2 (b): Emotional intelligence mediates the relationship between workplace ostracism and 

Turnover Intention among employees working in the health care sector 

5.2.5  Workplace Ostracism  Emotional Intelligence Stress 

Emotional Intelligence had taken the same as a mediating variable between workplace 

ostracism and stress. Each of these is statistically significant. It acts as a mediating variable 

between Workplace ostracism and Stress through the path workplace ostracism  Emotional 

Intelligence  Stress (t value = 0.555, p > 0.05). Thus H2(c) is rejected or failed to retain. 

However, as anticipated the emotional intelligence negatively predicts the stress level among 

employees of the health care sector. The results are consistent with the study of Chung et al. 

(2008).  

H2(C): Emotional intelligence mediates the relationship between workplace ostracism and 

Stress among employees working in the health care sector 
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5.2.6.  Workplace Ostracism Emotional Intelligence Employee Engagement 

Emotional Intelligence is a mediating variable between workplace ostracism and 

Employee Engagement. Each of these is statistically significant. The path of the mediating 

variable between Workplace ostracism and employee Engagement through the path 

workplace ostracism  Emotional Intelligence  Stress (t value 3.069, p = .000).  Thus, H2 

(d) is confirmed and consistent with the study outcomes of Tian (2016). 

5.2.7  Moderating effect of Psychological Capital between Workplace Ostracism and Job 
outcomes 

 

Moderating effects of psychological capital between workplace ostracism and job 

outcomes had been statistically tested. It had been determined that the interacting or 

moderating effects of psychological capital reduces/dampens the negative effect of workplace 

ostracism on job outcomes among employees working in the health care sector. The 

interacting variable has a .63 or 63% positive and significant (p<0.01) impact on job 

outcomes. Simply, it directs that having psychological capital the negative effects of 

workplace ostracism on job outcomes can be reduced, and, it can be a good sign for the 

betterment of the organization. Thus, based on the above shreds of evidence H3 has been 

confirmed and consistent with the outcomes of Clercq et al. (2018). 

H3: Psychological Capital moderates the relationship between workplace ostracism and job 

outcomes of employees working in the health care sector 

5.2.8.  Moderation Effect of Psychological Capital between Workplace Ostracism and 
Job Performance 

 

Previously, the outcomes of moderating effects of psychological capital on the 

relationship between workplace ostracism and job outcomes had been identified. Now, the 

outcomes of moderating effects of psychological capital in between workplace ostracism and 

the indicators of job outcomes (Job Performance). It is determined that the interacting or 
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moderating effects of psychological capital reduces/dampens the negative effect of workplace 

ostracism on Job performance among employees working in the health care sector. The 

interacting variable has a .33 or 33% positive and significant (p<0.01) impact on job 

performance. Simply, it directs that having psychological capital the negative effects of 

workplace ostracism on job performance can be reduced. Thus, based on the above shreds of 

evidence H3 (a) has been confirmed and in line with the study of Clercq et al. (2018). 

H3 (a): Psychological Capital moderates the positive relationship between workplace 
ostracism and Job Performance 

 

5.2.9.  Moderating effect of Psychological Capital between Workplace Ostracism and 
turnover intention 

 

The outcomes of moderating effects of psychological capital on the relationship 

between workplace ostracism and Turnover Intention. It is determined that the interacting or 

moderating effects of psychological capital reduces/dampens the positive effect of workplace 

ostracism on Turnover Intention among employees working in the health care sector. The 

interacting variable has a .43 or 43% positive and significant (p<0.01) impact on Turnover 

Intention. Moreover, it directs that having psychological capital the positive effects of 

workplace ostracism on Turnover Intention can be reduced. Thus, based on the above pieces 

of evidence H3 (b) has been confirmed.  These outcomes are being supported by a study by 

Mahfouz et al. (2017).  

H3 (b): Psychological Capital moderates the positive relationship between workplace 
ostracism and turnover intention 

5.2.10.  Moderating effect of Psychological Capital between Workplace Ostracism and 
Stress 

The outcomes of moderating effects of psychological capital on the relationship 

between workplace ostracism and Stress had been tested. It had been stressed that the 

interacting or moderating effects of psychological capital reduces/dampens the positive effect 
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of workplace ostracism on stress among employees working in the health care sector. The 

interacting variable has a -.26 or -26% negative and significant (p<0.01) impact on Stress. 

Moreover, it directs that having psychological capital the positive effects of workplace 

ostracism on Stress can be reduced. Thus, based on the above pieces of evidence H3(c) has 

been confirmed and in line with the study of Fiset et al. (2017).  

H3(c): Psychological Capital moderates the positive relationship between workplace 

ostracism Stress  

5.2.11.  Moderating effect of Psychological Capital between Workplace Ostracism and Employee 
Engagement 

 

The outcomes of moderating effects of psychological capital on the relationship 

between workplace ostracism and Employee Engagement had been observed. It had been 

confirmed that the interacting or moderating effects of psychological capital reduces/dampens 

the negative effect of workplace ostracism on employee engagement among employees 

working in the health care sector. The interacting variable has a .17 or 17% positive and 

significant (p<0.01) impact on employee engagement. Moreover, it directs that having 

psychological capital the positive effects of workplace ostracism on employee engagement 

can be reduced. Thus, based on the above pieces of evidence H3 (d) has been confirmed and 

consistent with the study of Kaya et al. (2017).  
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5.3.  Conclusion 

To grasp the idea of workplace ostracism construct, this study has used the Affective 

Event Theory (Weiss & Cropanzano, 1996).  As (Buccholz, 1995; Halpern, 1993) concluded 

that the socially excluded people may survive in hermits but in exceptional cases, being 

emotional being it is very difficult for humans to survive, perform, and calm in solitary 

(Ferris et al., 2008). When a person is being rejected, expelled, excluded, ostracized socially 

the obvious negative behavior emerges. This study has developed the theoretical model of 

workplace ostracism using AET, focusing on job performance, turnover intention, stress, 

Employee engagement as an outcome of the ostracism continuum. The first model was 

developed with the direct effect of ostracism on job outcomes, and then added with emotional 

intelligence and subsequently psychological capital. The first model shed the light on job 

outcomes, 2nd model in a line of mediating variable and the 3rd model is appended with 

psychological capital. The multivariate analytical outcome showed that the people working in 

the identified health care sector are experiencing a greater amount of ostracism (Fiset,  2018; 

Liu, & Xia, 2016). It was hypothesized that workplace ostracism has negatively influenced 

job outcomes, which was substantiated and the result was in congruence with the study of 

Haq (2014); Zheng et al (2016). The study formulated and tested hypothesis 1 (a) having a 

negative influence on job performance (Basit, Amir & Haq, 2017), which was confirmed 

significantly. The Study’s execution of AET was supported by Khair and Faitma (2017). 

5.4. Future Research 

The scope of the study can be expanded by making a comparative analysis of both the 

public and private health care sector. By using the split multilevel approach to understand the 

workplace ostracism and its effect on various job-related outcomes. Intra-Sectorial studies 

can also be conducted to understand workplace ostracism. The more robust statistical 

technique using other software like Mplus, STATA, and R can be used, to grasp more 
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understanding of the research construct. The need for psychological capital at various levels 

of the working environment can be highlighted by conducting Meta-analysis.  

5.5.  Limitations 

 This study has certain limitations. The following bullets illustrate the study limitation. 

 This study is limited in terms of the target population. Only the health care sector had been 

selected as the target population of the study, due to time and financial constraint.  

 Only Workplace ostracism had been chosen to determine the social or organization exclusion of 

employees. People try to restore their earlier positions, by applying certain techniques, which has 

not been part of the study.  

 In some organizations people are excluded to penalize their negative behavior; once they revert 

from negative to positive behavior their earlier status is restore, this saga has not been made part 

of this study.  

 The only cross-sectional study had been conducted. 
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Measurement Scale 

7. Annexure 

 

Workplace ostracism Strongly 
Disagree 

Disagree Neutral Agree Strongly 
Agree 

1. Others ignored you at work 1 2 3 4 5 
2. Others left the area when you 
entered 

     

3. Your greetings have gone 
unanswered at work 

     

4. You involuntarily sat alone in a 
crowded lunchroom at work 

     

5. Others avoided you at work      
6. You noticed others would not look at 
you at work 

     

7. Others at work shut you out of the 
conversation 

     

8. Others refused to talk to you at work      
9. Others at work treated you as if you 
weren’t there 

     

10. Others at work did not invite you or 
ask you if you wanted anything when 
they went out for a coffee break 

     

11. You have been included in 
conversations at work (reverse coded) 

     

12. Others at work stopped talking to 
you 

     

13. You had to be the one to start a 
conversation in order to be social at 
work 

     

Employee Engagement (Cognitive, 
Emotional and Behavioral 
Engagement) 

Strongly 
Disagree 

Disagree Neutral Agree Strongly 
Agree 

CE1. I am really focused on my job 
when I am working 

     

CE2. I concentrate on my job when I 
am at work 

     

CE3. When working, I think a lot about 
how I can give my best 

     

CE4. At work, I am focused on my job      
CE5. When I am at work, I give my job 
a lot of attention 

     

EE1. Working at my current 
organization has a great deal of 
personal meaning to me 

     

EE2. I feel a strong sense of belonging 
to my job 

     

EE3. I am proud to tell others that I      
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work for my current organization 
EE4. I believe in the mission and 
purpose of my company 

     

EE5. I care about the future of my 
company 

     

BE1. I do more than is expected of me      
BE2. I really push myself to work 
beyond what is expected of me 

     

BE3. I am willing to put in extra effort 
without being asked 

     

BE4. I often go above what is expected 
of me to help my team be successful 

     

BE5. I work harder than expected to 
help my company be successful 

     

Emotional Intelligence      
1. I know when to talk about my 
personal problems to others 

     

2. When I face problems, I recall 
similar situations that I have 
encountered in the past and I overcome 
them 

     

3. I expect that I will do the best for 
things I am responsible for 

     

4. Other people trust me easily      
5. I find it difficult to understand 
others’ non-verbal messages 

     

6. Some events in my life have led me 
to re-evaluate what is important and 
what is not 

     

7. When my mood changes, I see new 
possibilities 

     

8. Emotions are one of the things that 
make my life worthwhile 

     

9. When I'm cheerful, it is easy to solve 
various problem 

     

10. I understand the feelings of others 
through their facial expressions 

     

11. I know why my emotions change      
12. When I'm cheerful, I think of new 
ideas 

     

13. I have control over my emotions      
14. I acknowledge my feelings easily, 
when I experience them 

     

15. I incite myself to imagining the 
positive outcome of my duties 

     

16. I congratulate others when they do 
something well 

     

17. I'm aware of non-verbal messages 
sent by others 
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18. I have the same emotions with 
people around me when they describe 
to me a positive or negative experience 
of theirs 

     

19. When I experience a change of 
feelings, I come up with new ideas 

     

20. When I confronted with a 
challenge, I abandon my effort due to 
possible failure 

     

21. I know the feelings of others when 
I look at them 

     

22. I animate those around me, when 
they are in a negative situation 

     

23. I think positively in order to solve 
my problems 

     

24. I understand the feelings of others 
by the tone of their voice 

     

25. I find it hard to understand why 
people feel what they do 

     

26. When another person tells me about 
an important event in his or her life, I 
almost feel as though I have 
experienced this event myself 

     

Psychological Capital      
1. I feel confident analyzing a long-
term problem to find a solution. 

     

(Self Efficacy) 2. I feel confident 
representing my work area in meetings 
with management 

     

3. I feel confident contributing to 
discussions about the company’s 
strategy 

     

4. I feel confident helping to set 
targets/goals in my work area 

     

5. I feel confident contacting people 
outside the company (e.g. suppliers, 
customers) to discuss problems 

     

6. I feel confident presenting 
information to a groups of colleagues 

     

7. If I should find myself in a jam, I 
could think of ways to get out of it 

     

8. At the present time, I am 
energetically pursuing my goals 

     

 (Hope) 9. There are lots of ways 
around any problem that I m facing 
now 

     

10. Right now, I see myself as being 
pretty successful 

     

(Hope)11. I can think of many ways to      
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reach my current goals 
12. At this time, I am meeting the goals 
that I have set for myself 

     

(Resilience )13.  When I have a setback 
at work, I have trouble recovering from 
it, moving on 

     

14.  I usually manage difficulties one 
way or another at work 

     

15. I can be “on my own”, so to speak, 
at work if I have to 

     

16.  I usually take stressful things at 
work in stride 

     

(Resilience) 17.  I can get through 
difficult times at work because I’ve 
experienced difficulty before 

     

18. I feel I can handle many things at a 
time at this job 

     

19. When things are uncertain for me at 
work, I usually expect the best 

     

20. If something can go wrong for me 
work-wise, it will 

     

21. I always look on the bright side of 
things regarding my job 

     

(Optimistic )22.  I’m optimistic about 
what will happen to me in the future as 
it pertains to work 

     

23.  In this job, things never work out 
the way I want them to 

     

24. I approach this job as if ‘every 
cloud has a silver lining” 

     

Job Performance      
TP1 I display well expertise in 
performing the task related to my job. 

     

TP2I pay attention to detail and avoid 
making mistakes 

     

TP3 I always produce a high quality 
standard of work. 

     

TP4 I meet deadlines under any 
circumstance. 

     

CP1 I comply with instructions even 
when supervisors are not present 

     

CP2 I am volunteer for additional 
responsibilities 

     

CP3 I always defend the supervisor’s 
decisions 

     

      
Turnover Intention (Nissly, Mor 
Barak, & Levin, 2005) 

     

In the next few months I intend to      
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leave this organization 
In the next few years I intend to leave 
this organization 

     

I occasionally think about leaving this 
organization 

     

Stress      
      
Stress      
I have  been upset because of 
something that happened unexpectedly 

     

I often feel that I was unable to control 
the important things in my life 

     

I often able to control irritations in your 
life 

     

I often face difficulties piling up so 
high that I could not overcome them 

     

I often found that I could not cope with 
all the things that I had to do 

     

Employee Engagement      
I am really focused on my job when I 
am working 

     

I concentrate on my job when I am at 
work 

     

When working, I think a lot about how 
I can give my best 

     

Working at my current organization 
has a great deal of personal meaning to 
me 

     

I feel a strong sense of belonging to my 
job 

     

I do more than is expected of me      
I really push myself to work beyond 
what is expected of me 

     

I often go above what is expected of 
me to help my team be successful 
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