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SUMMARY  
 

 

Workplace bullying is an important area of study which has grasped the 

researchersô awareness in business studies around the world. The occurrence of 

bullying is not very new and has been discussed for the last three decades but it 

still requires more clarity in foreseeing employee-level outcomes and theoretical 

support from different cultures and different geographical regions. The current 

study emphasizes this gap by presenting a theoretical model and investigating 

whether workplace bullying positively predicts employee-level outcomes of 

silent behavior, turnover intentions, and task performance. This study examines 

the mediation effect of psychological distress between the relationship of WPB 

and employee level outcomes as mentioned above (i.e. silent behavior, turnover 

intentions, and task performance). Further, the impact of positive psychology 

constructs, i.e. psychological hardiness was also checked as a possible moderator 

of relationships between psychological distress and its possible outcomes. 

Bullying is a type of undesirable behaviors which are aggressive and hostile and 

are repeated several times among persons with power difference at the 

workplace. The repetition factor in bullying is a cause of dishonor to the 

employees hence becomes a basis of high levels of stress for a longer period. It 

was expected that bullying in countries with more power differences might have 

more distressing effects so the current study focused on examining the 

phenomenon of bullying in a similar context. Social cognitive theory and 

conservation of resource theory provided the theoretical foundation for the 

projected relationships as mentioned above. Primary data was collected from 

faculty members of higher education institutions of Pakistan. A multi-stage 

sampling method was used to choose the samples and structural equation 

modeling was applied to assess the hypothesized relationships. Study findings 

determined that SEM provided an adequate fit  to the data and that most of the 

theorized relationships were accepted. It was revealed that WPB positively 

influenced employeesô silent behavior and turnover intention while task 

performance was determined negatively. However, contrary to the predicted 

relationship it turned out from the consequences that psychological distress does 

not mediate the relationships between WPB and employeesô task performance. 

Moreover, it was also discovered that adversely reported psychological hardiness 

negatively moderated the impact of psychological distress on employeesô level 

outcomes of silent behavior and turnover intention. A notable theoretical 
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implication of the study is the extension of the positive psychology literature: 

positive psychology variable of psychological hardiness is suggested as 

significant employee strength and findings proved that employees if  not  

well-equipped with hardiness will  be exposed more to the adversarial outcomes 

of distress within bullying prone environment. The theoretical contribution of 

this research will  help in policymaking by the practitioners for the employees to 

avoid involvement in hostile behaviors at the workplace and design training and 

interventions focused on psychological hardiness in aspects such as job analysis, 

recruitment and selection, and work design. In the future, longitudinal or daily 

diary studies can better help the researchers to gain insight into the dynamic 

nature of workplace bullying. The present study is limited to the higher education 

sector recommending future research to be focused on other sectors as well to 

completely comprehend the phenomenon of workplace bullying.  
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CHAPTER 1: 

 

INTRODUCTION  
 

 

1.1 STUDY BACKGROUND   

 

Research in the area of workplace bullying (Einarsen, Hoel, Zapf & 

Cooper, 2011) has declared it a predominant stressor in the workplace with 

damaging fallouts (Lever et al., 2019; Sheehan, McCabe & Garavan, 2020). 

Einarsen, Hoel, and Notelaers (2009) have reported workplace bullying as 

performing unwanted activities like verbal persecution, placing others into 

social isolation, and negatively influencing their jobs directly or indirectly by a 

single or group of perpetrators over a considerable time. Workplace bullying has 

been found very severe for all of the employees no matter whatever the academic 

upbringings and job position they have (DôCruz et al., 2016; Paull et al., 2019; 

Miller, 2019; Salin et al., 2019). Recently, more and more studies have focused 

on the phenomenon of bullying victimization (Salmivalli & Peets, 2018; 

Garandeau & Salmivalli, 2019) based on its alarming rate of increase in the 

different workplaces including the education sector. Moreover, Hollis (2021) 

declared the rate of prevalence of workplace bullying equal to 58% in the 

American higher education sector which is 20% higher than the rest of the 

working class. Likewise, the severity of the problem has forced international 

bodies to build legislatures against bullying (Cobb, 2017) while declaring it as 

an illegal practice in the different states including France, Germany, the United 

Kingdom, Australia, China, India, Japan, and the United States of America, but 

it has not made much difference undesirably (Reknes et al., 2019). Further, it 

has been discovered that employees are badly affected by workplace bullying at 

all levels and across all activities (Henning et al., 2017) while suffering from 

anxiety, panic attacks, and suicidal ideation (Hollis, 2017; Nielsen, Gjerstad, & 

Frone, 2018; Islamoska et al., 2018). WPB is found not only effecting 

employees' personal lives (LaSala, Wilson, & Sprunk, 2016) but their 

educational quality parameters are also suffered seriously. Along the same lines, 

Moss and Mahmoudi (2021) have also declared it a big research gap to not 

conceptually discovering the dilemma of academic bullying in the same fashion 

as sexual harassment is addressed.  

 

Nielsen et al. (2021) have declared workplace bullying, a global pandemic 

and an emerging area of interest, and suggested working on it as a future 

concern. Following the recommendations of past studies discussed above, we 

decided to focus on the severity of the problem of WPB while unveiling its 

theoretical explanations and empirical evaluation of mediating and moderating 
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variables to better comprehend the phenomenon. The study has been drawn on 

the conservation of resource theory (Hobfoll, 1989) and social cognitive theory 

(Bandura & Walters 1983) to frame a theoretical model and our results have 

provided empirical evidence consistent with these theories.  

 

 

1.2 THEORETICAL  BACKGROUND  

 

The social cognitive theory (SCT) by Bandura and Walters (1963), clearly 

applies to human behavior within organizational settings. The concerned theory 

highlights the importance of cognitions in evaluating individualsô behaviors 

(Bandura, 1986). It proposes a triadic interaction among the social environment, 

internal stimuli, and behaviors (Bussey & Bandura, 1999). This sort of 

phenomenon happens when individuals cognitively evaluate other individuals 

in terms of their behaviors in social settings. With specific reference to bullying 

at work (WPB) by others and especially the superiors (in terms of powers), SCT 

proposes that the bullied victim would perceive his/her work setting as 

destructive and resultantly would cultivate undesirable projections of his/her 

performance. This would badly affect his/her problem-solving and emotional 

coping responses and eventually cause reduced work performance.  

  

Conservation of resource theory (COR) (Hobfoll, 1989) highlights that 

employees attempt to retain their resources presently acquired (conservation) 

and strive for new ones (acquisition) which can be a lot of things valuable for 

them e.g. objects, or circumstances at the workplace. Based on this theory we 

have proposed that psychological distress would be the predictable response of 

individuals when they were exposed to workplace bullying because it would be 

taken as a threat to their available resources (Hobfoll, 2001). COR theory 

postulates that existing resources in terms of vitalities, unique personality traits, 

and different valuable circumstances help individuals to acquire new resources 

(Hobfoll, 2001). The initial phenomenon which initiates resource loss is the 

threat to the existing resources. When resources are used they must be restocked 

through a cycle of obtaining, consuming, and recovering the new resources 

(Hobfoll, 2001). Nevertheless, when an individual is persistently positioned 

under negative work experiences, such resources are drained off finding no 

sufficient time for recycling (Hobfoll, 1989). Hence, loss of resources initiates 

a cycle of loss of remaining resources that resultantly intimidates their well-

being (e.g. Halbesleben & Wheeler, in press). While drawing upon conservation 

of resource theory, we considered bullying as a source of challenging staffsô 

psychological assets and manipulating employeesô feelings of psychological 

distress. Establishing (COR) theory (Hobfoll, 1989), we proposed that WPB 

provokes a procedure of cognitive loss, and individuals try to remain silent to 

protect their residual resources.  
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SCT offers a mechanism comprising of motivational, affective and 

cognitive processes needed by individuals to manage unmanageable events that 

influence their lives in different ways (Bandura, 1989) and also determine their 

level of performance and learning as well. Based on SCT we may argue that 

when faced with workplace bullying (WPB), if  an individual is strong in his/her 

psychological resource called psychological hardiness, then he/she will  be 

helped with cognitive processes, for instance, regulation of thought-out goals 

and self-appraisal of self-abilities that enable employees to manage uncertain 

and difficult  situations (e.g. WPB) when striving for the superior goal setting 

with stronger devotion (Taylor, Locke, Lee & Gist, 1984). 

 

 

1.3 PROBLEM  DEFINITION  AND RESEARCH QUESTIONS 

 
Following several decades of organizational rearranging, refurbishing, 

downscaling, and delayering, it has been found that the workforce is exhausted 
rather than invigorated and incredulous rather than self-reviving (Baraldi et al., 
2010). Intense global competition and struggle for sustainability have destroyed 
the norms and values of the workplace. A common job perception has been built 
as being very stressful and challenging and a huge number of employees have 
to realize that they were suffering from physical and psychological issues 
because of unwanted attitudes at the workplace (e.g. WPB) (Radic et al., 2020; 
Vega-Mu Ӊnoz et al., 2020). Tsuno et al. (2022) revealed that WPB not only 
affects employees on an individual level but is directly involved in hurting the 
team dynamics. Moreover, Koon and Pun (2018) declared WPB as a leading 
factor to uncivil behaviors in the workplace. Research has also exposed WPB 
connected to psychological distress (PD) (Olenik-Shemesh & Heiman, 2014; 
Garaigordobil & Machimbarrena, 2019). Likewise, studies by Iranzo et al. 
(2019) confirmed that adverse experiences (e.g. WPB and household 
dysfunction) cause a high level of psychological distress in the workplace (PD). 
Thus, the need arises to re-address the severity of the problem of WPB through 
the consequential role of PD. A previous study by Rahm et al. (2019) reveals 
that the working capacity of individuals, groups, and organizations gets badly 
affected by WPB. Moreover, Ngale (2018) revealed bullying as an antecedent 
of compromised psychological wellness and worst experience of psychological 
warnings. Correspondingly, employeesô compromised well-being harvests 
disloyalty that leads them to plan to leave the organization (Fontes et al., 2019). 
Along the same lines, researchers have found that bullied employees are more 
likely to quit the organization (Bhatti & Ahmed, 2021). Moreover, employees 
from the service sector have been observed troublingly victimized by WPB 
because of their job profile being very demanding and demotivating them to an 
extent where they start planning to leave the organization (Park & Min, 2020).  
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Noticeably, a review of extant literature in WPB recommends two 
substantial gaps to be addressed (a) direct relationships between WPB and 
turnover intention (TI) is yet to explore while considering the underlying 
mechanism of the phenomenon found previously ignored (Favaro Aaron, 2019; 
Hogh, Hoel & Carneiro, 2011; Laschinger & Fida, 2014) and (b) More relevant 
studies (i.e. based on the relationship between WPB and TI) are required to be 
conducted on university teachers in the non-western context (Kaur, 2020). 
Nevertheless, it has been justified that employeesô high turnovers compel 
organizations to suffer a larger cost to go through the process of recruitment and 
training (Agarwal & Gupta, 2018; Wright & Huang, 2012), and they also face 
the trouble of shortage of skilled human capital (Agarwal & Gupta, 2018). 
 

Additionally, employees have also been found silent while not giving any 
feedback on the issues when facing WPB in the workplace (Whiteside & 
Barclay, 2013; Morrison & Milliken, 2000; Prouska & Psychogios, 2018) and 
their missed feedback contributes to the wastage of the several opportunities for 
innovation (Knoll et al., 2019). Existing antecedent research on silent behavior 
has focused on leadership styles and personality traits (Lam & Xu, 2019) while 
ignoring the potential impact of several negative events (e.g. WPB) creating 
such passive attitude on the end of employees (employeesô silence). The current 
study seems significant to address this gap while discovering the undiscovered 
valuable information about silence. 
 

Repeated negative behaviors of superiors, colleagues, or subordinates 
over a long period are observed creating physical and mental health problems in 
the victims of WPB (Finstad et al., 2019). Moreover, literature shows that 
employees with compromised physical and mental health are found not able to 
maintain their task performance after being exposed to WPB (Duru et al., 2020). 
Sprigg et al. (2019) have reported employees physically and psychologically 
exhausted because of WPB that uncontrollably leads them to severe damage of 
self-control properties required for the effective execution of tasks at the 
workplace.  
  

Previous literature suggests employees be equipped with certain coping 
strategies to deal with stressful circumstances (e.g. WPB) in a better way (Van 
den Brande et al., 2017). One of the coping strategies suggested by Kobasa 
primarily in 1979 is hardiness. It has been found that workersô responses to 
challenges in the workplace may differ based on the readiness of cognitive 
resources (Lam et al., 2010). A study by Van den Brande et al. (2017) reveals 
that individuals who possess psychological hardiness (PH) are more capable to 
deal with negative circumstances. Along the same lines, the moderating role of 
PH has been discussed by Reknes et al. (2018) in their study based on the 
negative impact of WPB on employees' detrimental outcomes of anxiety and 
downheartedness. Further, a study by Krauss et al. (2018) among U.S. Military 
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combat medics discovered that PH meaningfully predicted better mental health 
in the individuals after being exposed to WPB. Besides, Hamre et al. (2020) 
recommended exploring the moderating role of psychological hardiness (PH) in 
stressful and challenging circumstances. We, therefore, intended to investigate 
whether hardiness can better interpret the stressful and difficult  circumstances 
of WPB or not (Huang, 2015; Leslie & Hutchinson, 2018). 
 

According to a combination of studies published in 2019, we can have a 
better sense of the magnitude of the problem of WPB, showing in any 12 
months. It showed that on average, 25% of faculty members self-identified as 
being targets, while 40ï50% reveal others being victimized (DôCruz et al., 
2019). Heffernan et al. (2020) discovered insufficient funds and progressively 
more corporate culture being sound predictors of violent work environments 
cultivating WPB. Moreover, focusing on the detrimental outcomes of WPB the 
latest study by Mahmoudi and Keashly (2020) suggests that WPB fuels abusive 
workplace behaviors predicting worsened psychological health and economic 
and social inequalities. Hodgins and Mannix McNamara (2017) have also found 
the same situation and stated that organizational response to WPB is yet to be 
recognized and managed. The above discussion leads us to the following 
research questions that require further investigation; 

¶ Are there any direct effects of workplace bullying on Psychological 
Distress, Turnover Intention, Silence Behavior, and Task 
Performance of employees?  

¶ Is it the psychological distress caused by workplace bullying that 
leads to turnover intentions, silent behavior, and lower task 
performance? 

¶ Can psychological hardiness of the victims moderate the 
relationship between psychological distress and employeesô 
turnover intention, silence behavior, and low task performance? 

 
For WPB this study uses the definition of Einarsen, Hoel, and Notelaers 

(2009) who have reported workplace bullying as performing unwanted activities 
like verbal persecution, putting into social loneliness, and negatively influencing 
othersô jobs directly or secondarily by a single or group of offenders over a 
considerable time. The construct of Psychological Distress (PD) is adopted from 
Decker (1997) and Burnette and Mui (1997) who described it as lacking 
eagerness, facing difficulty in sleep, downheartedness, hopelessness about the 
future, feeling emotionally tired, or bearing thoughts of suicide. Psychological 
Hardiness (PH) for this study is described as an indiscriminate approach of work 
pronounced by strong wisdom of commitment, control, and challenge (Bartone, 
2000; Bartone & Hystad, 2010). Silence Behavior (SB) is taken as an 
employeeôs intentional behavior to withhold thoughts, facts, apprehensions, and 
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estimations about subjects associated with his/her professional activities 
(Brinsfield, 2013; Brinsfield et al., 2009). Lastly, the leave intention (LI)  is 
adopted from the definition of Tett and Meyer (1993) which described it as the 
last cognitive thoughts intending to leave the current job and look for new jobs. 
 
 

1.4 OBJECTIVES OF THE STUDY 
  

An intensive body of research has found physical and psychological 
issues (Skuzinska et al., 2020; Presti et al., 2019) as the most common 
individual-level outcomes of WPB. Moreover, employees who were observed 
physically and/or psychologically victimized, perceived jobs as stressful and 
developed unwanted attitudes (Radic et al., 2020; Vega-Mu Ӊnoz et al., 2020). 
Several negative effects of WPB on job performance include turnover intention 
(TI) (Yun & Kang, 2018), or absenteeism as recognized organizational 
outcomes. Liu et al. (2019) have gone through a methodical review on the 
pervasiveness of violent behaviors in the workplace till  2018. The outcomes 
unambiguously reveal that workplace violence is a global concern and can be 
found as a dominant subject in the literature published in developing countries 
as well (León-Pérez et al., 2021). Likewise, a study by Naseem and Ahmed 
(2020), discovered that WPB has a far more detrimental impact on employees 
than all other work-related stressors (Rossiter & Sochos, 2018). Considerably, 
WPB, its related psychological risks, its occurrence, and its manifestation are 
addressed in the European settings where non-western context is missed 
(Ahmad et al., 2017; Chan & Wong, 2019).  
 

WPB has become a global concern and should be focused on across the 
globe as according to a study by Kwan, Tuckey, and Dollard (2020), it was 
discovered that people with different cultural perspectives may have diverse 
perceptions, meaning, and involvement of this phenomenon. A handful of 
investigations in Asian backgrounds such as Hong Kong, Japan, India, China, 
Taiwan, and Pakistan have revealed an organizational culture considered by 
high power distance wherein WPB by super-ordinates is perceived as 
unavoidable and employees have been reported to suffer in silence. According 
to the literature, it is challenging for them to report against bosses even in those 
organizations where there is a reporting mechanism (Kwan, Tuckey, & Dollard, 
2020). Furthermore, a pre-emptive outlook at the individual level is commonly 
missing in the overall bullying-related literature. For example, a study by Carbo 
(2009) effectively proposes employer-based, collective and legal actions as 
possible elucidations to resolve the issue of WPB within the organizational 
perspective but a preventive solution at the individual level is yet to discover for 
WPB. In a broader sense, we may observe the scarcity of positive approaches in 
the previous literature, which would enable the bullied victims to confront WPB 
courageously, thereby minimizing its psychological damages. Based on the 
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above-mentioned scarcity of positive resources we have identified 
psychological hardiness (PH) as the best remedy against psychological and 
traumatic reactions (Frederickson et al., 2003). We may observe literature where 
hardiness has been discussed as an effective tool to deal with work-related 
stressors (Williams et al., 1992). PH is more strongly tied to adaptive coping 
behaviors and resources that mitigate the risk of negative outcomes (Wilson  
et al., 2016). The above discussion leads us to develop study objectives to 
investigate WPB and its related outcomes which are as under: 

¶ To examine the direct impact of WPB on employees' 
psychological, attitudinal and behavioral outcomes (e.g. 
Psychological Distress, Turnover Intentions, Silent Behavior, and 
Task Performance). 

¶ To examine the mediating role of Psychological Distress between 
WPB and employees' outcomes of Turnover Intention, Silent 
Behavior, and Task Performance. 

¶ To examine the moderating impact of Psychological Hardiness on 
the relationship between Psychological Distress and employees' 
psychological, attitudinal, and behavioral outcomes namely TI, SB, 
and TP. 

 
This study, in a novel way, proposes WPB, a causal variable that 

expectedly provokes a lower level of task performance (TP), high level of 
turnover intentions (TI), and silent behaviors (SB) of employees being 
considered as their counterproductive workplace behaviors. Proposing 
employee positive strength as a mitigator between WPB, its subsequent PD, and 
related consequences is the prime concern of the study and importantly it has 
not been discussed before. For example, earlier studies have suggested 
implementing the anti-bullying doctrines as the remedial strategies to minimize 
WPB but these are reactive measures not proactive and preventive indeed, and 
also based on best of our knowledge this standpoint is yet to be projected. A 
distinctive positive employee resource namely hardiness has been considered as 
a novelty of the present study to deal with the detrimental outcomes of WPB 
and its subsequent PD in the current theoretical model. The outcomes of our 
research promise to provide structural implications for all of the core 
responsibilities of HRM to reduce the unwanted outcomes of WPB. Our aim 
behind proposing employee positive strength is to minimize the deteriorating 
impact of WPB in the work settings and to offer a theoretical framework that 
can help in the development of strategies that are embedded in positive 
psychology and have undertaken experiential assessments.  
  

Our study contributed to offering a basic but detailed discussion about the 
influence of WPB on employees' detrimental outcomes. The study has been 

https://www.ncbi.nlm.nih.gov/pmc/articles/PMC7767923/#B29
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expected to help improve the working environment by improving the 
performance and behavior of employees in achieving their prime goals. The 
present study has importantly addressed the issue of WPB to suggest managers 
make the necessary institutional changes to improve their role in crafting the 
national economy.  
 

Apart from theoretical contributions, this study has been planned to 
discover the practical implications helpful for both practitioners and 
academicians. We are expecting that our study will  support needed 
developments in the workplaces in both public and private organizations. 
Theoretically, this study aims to assist the upcoming researchers with a 
distinguished research framework helpful in the domain of organizational 
psychology to find out the impact of WPB on employees who directly contribute 
to the development of the countries in the economic and social perspectives. Our 
study has been considered to have a substantial impact on the previous literature 
by providing a detailed discussion on the phenomenon of WPB and its expected 
outcomes. COR theory and SCT are considered on the logical grounds to assist 
the theoretical model in explaining the relationships between WPB and its 
detrimental outcomes in the workplace. Our study might contribute towards the 
extension of literature regarding the SCT, and COR theory to achieve the 
betterment of the working environment in the organizations. 

 
 

1.5 STRUCTURE AND CONTENT  
 

The above discussion has outlined the sensitivity of the topic of WPB and 
the possible employee occurrences of psychological distress, turnover 
intentions, silent behavior, and compromised task performance. Moreover, the 
author has focused on the gaps in existing literature related to the objectives of 
the study while addressing the specific research area along with its theoretical 
and practical implications. This is particularly emphasized that how social 
cognitive theory and conservation of resource theory may be drawn upon to 
predict the proposed relationships as discussed in the chapter above. 
 

Chapter 2 deals with the review of the previous literature where the author 
tried to create a deeper understanding of study variables. It establishes the 
theoretical background about the association of workplace bullying with the 
employees' behaviors through their job attitudes. This chapter finally deals with 
the formal discussion over the development of the study hypotheses. 
 

Chapter 3 is all about the research methodology. The author has discussed 
the design of the research in detail along with a discussion over sources of data, 
methods of data collection, sampling strategy, and selection of study 
measurements.  
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Chapter 4 deals with the detailed discussion over data analysis and results 

of the study. Modern data analysis techniques are used for robust model 
investigation. Structural equation model in AMOS is applied to examine the 
study hypotheses while descriptive analysis of the participants of the study was 
conducted through SPSS.  

 

 

Figure 1.1: Study Flow Chart  
 

Chapter 5 deals with the discussion section and study conclusions along 
with their configuration with previous studies. It also is comprised of theoretical 
and managerial implications, study limitations, and areas that need investigation 
in the future as well. 
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CHAPTER 2: 
 

LITERATURE  REVIEW  AND 

HYPOTHESES DEVELOPMENT  
 

 

Incivility  or rude behaviors have gained a growing scholarly interest in 

the last few decades (Sharma et al., 2020). 98% of the respondents in a recent 

survey across Canadian and American workers reported being subjected to 

disrespectful or uncivil behaviors at the workplace, which shows that incivility  

has become an inescapable phenomenon in the workplace (Porath, 2016). Based 

on the severity of the problem, it has been taken as a challenge by the 

organizations (Lu et al., 2018; Zhang, 2020) and has gained increased focus by 

research and practice in the last few decades (Paterson & Huang, 2019; Zaal  

et al., 2019). The literature revealed these uncivil and unethical behaviors as a 

source of making the workplace environment threatening, unfriendly, 

aggressive, or in other words noxious (Kusy and Holloway, 2009). Literature 

(Pearson, Anderson & Porath, 2000) examined the hidden costs of such 

behaviors and found that 50% of employees lost their precious time while being 

mentally disturbed, more than 25% acknowledged poor work efforts, 50% went 

through leave intentions while 12% truly quit their jobs. The current study 

proposes WPB as a key driver producing hostile behaviors in the working 

environment. Magee et al. 2017 and Yao et al. 2020 related WPB with 

workplace ostracism that exerts an extremely negative impact on employeesô 

emotional and cognitive behaviors and finally yields inappropriate behaviors 

such as absenteeism and knowledge hiding. Moreover, scholars are increasingly 

addressing WPB as a major source of distress for shorter and longer periods 

(Bhatti & Ahmed (2021). Aazami et al. (2015) and Ismail et al. (2015) further 

argued that the dilemma of WPB remained comparatively undiscovered and 

unresolved in the Asian setting because of victimsô specific mindset of feeling 

embarrassed if  exposed as psychologically ill  as a result of PD (Bhatti & Ahmed, 

2021). Previous studies reveal that WPB damages the working capacity of the 

existing employees, groups, and organizations (Rahm et al., 2019) and is found 

directly linked with compromised psychological wellbeing, increased stress 

level, and worst psychological warnings (Ngale, 2018). For instance, it may 

increase their intention to leave the organization and harm their psychological 

health (Bhatti & Ahmed, 2021). WPB is considered more detrimental as 

compared to other negative behaviors in the workplace. It significantly damages 

employeesô psychical and emotional health causing an increased rate of 

absenteeism and TI (Choi et al., 2018; Finstad et al., 2019).  

 

https://link.springer.com/article/10.1007/s10551-021-04918-w#ref-CR72
https://link.springer.com/article/10.1007/s10551-021-04918-w#ref-CR83
https://link.springer.com/article/10.1007/s10551-021-04918-w#ref-CR113
https://link.springer.com/article/10.1007/s10551-021-04918-w#ref-CR73
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We may consider silence as one of the most passive responses of 

employees against WPB where they intentionally conceal the organizational 

facts from the people who can improve the circumstances (Whiteside and 

Barclay, 2013; Pinder and Harlos, 2001; Prouska and Psychogios, 2018). 

Moreover, literature discovered that anxiety and depression are the most 

common outcomes of WPB that can ultimately damage the individual task 

performance (TP) (Ford et al., 2011). 

 

In the first part of the current chapter, a thorough discussion on the 

variables of interest is followed by a wide-ranging analysis of WPB being a 

principal concern to be debated. The literature review of WPB is surrounded by 

its definition, its salient features, the concept of persistency, and intentionality, 

and subjectivity of the phenomenon. The individual and organizational 

outcomes of WPB previously explored have also been discussed in the general 

perspective. The second part of the chapter explains the expected interrelations 

among the study variables that lead us to the study hypotheses. 

 

 

2.1 WORKPLACE  BULLYING  (WPB) 

 

2.1.1 Definition and Considerable Features 
 

Since the last few decades, WPB has moved from being a distasteful topic 

in the scientific literature to a strongly recognized social stressor (Samnani & 

Singh, 2012). ñThe harassed workerò an influential book published by Carroll 

M. Brodsky in 1976 discussed the phenomenon of bullying for the very first 

time. Moreover, the first paper on WPB was published in the Norwegian 

language in 1989 and later in the English language by Leymann in 1996. Since 

then a significant growth has been observed in the relevant concept (Samnani & 

Singh, 2012). Also, the first meta-analysis based on more than 54 studies was 

held in 2012 where the concept of WPB was further explored in terms of its 

individual-level outcomes (Nielsen & Einarsen, 2012). We may find several 

substitutable concepts used in defining the concept of WPB (Chirila & 

Constantin, 2013) namely hard and soft mobbing (Leymann, 1990); incivility  

(Cortina et al., 2002); workplace aggression (Kelly et al., 1996); interpersonal 

conflicts, and deviance (Bennett & Robinson, 2003); abusive supervision 

(Tepper, 2007); and workplace mobbing (Duffy & Sperry, 2007). Besides, it 

became difficult  to have a standard definition of the concept of WPB because of 

its simultaneous rise in several different disciplines including business 

management, occupational health, and organizational psychology. We may 

observe Table 2.1 for some viewpoints of different scholars about WPB which 

is as follows;  
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Table 2.1 

Perspectives of WPB  

Author  Viewpoint 

Salin (2021) A chain of intensifying and constant adverse events that 

create social isolation and harassment of an individual 

leading him towards damaged personal and professional 

standings within the organization. 

Nielsen  

et al. (2020). 

It covers all those negative activities performed by the 

super ordinates including mistreatment and emotional 

abuse of the employees but may include peer bullying. 

Caponecchia 

(2021) 

Recurrent unreasonable deeds that have the potential to 

harm others. 

LutgenȤSandvik 

(2018) 

Repeated activities of verbal abuse and behaviors that 

prevent work from getting done because of their 

threatening or humiliating nature in the workplace. 

Paull 

et al.(2020) 

An unwelcomed and incongruous behavior in the given 

circumstance that causes distress to the victim. 

Einarsen 

et al. (2021) 

It is about employees suffering from persistent 

undesirable behaviors (such as concealment of 

information that upsets performance, the spreading of 

rumors, societal seclusion and oral mistreatment) 

committed on a less powerful ótargetsô who are often 

unable to defend themselves. 

Nielsen et al. 

(2021) 

It is about the persistent nature of mistreatment and 

humiliation by the organization members where the 

sufferer finds it hard to protect him/herself against these 

actions. 

Hogh et al. 

(2016) 

It is about the persistent and frequent experience to 

undesirable, humiliating or insulting acts at work, against 

which victims find it difficult  to protect themselves. 

 

Table 2.1 shows certain resemblances and variances in the above 

mentioned proposed meanings by different researchers. Salin (2021), Einarsen 

et al. (2021) and Hogh et al. (2016) discussed the hostile behaviors form a central 

characteristic of WPB whereas Caponecchia et al. (2021) believed in the 

perspective of unreasonability and repeatedness to the nature of WPB. 
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Therefore, it may be argued that behavioral negativity, unreasonability and 

repeatedness are some of the well accepted core features endorsed to WPB 

(Nabe-Nielsen et al., 2016). Further, Salin (2021) have the perspective that 

social exclusion and acts like harassment of the targeted victim to be discussed 

in the perspective of WPB, Lutgen-Sandvik et al. (2018) reasoned the bad 

individualôs health resulted from verbal abuse, offensive conduct and work 

interference, can be considered the most possible outcomes of WPB. Einarsen 

et al. (2021) and Nielsen et al. (2021), on the other hand underlined the 

significance of victimôs perception that how he perceives the concept of WPB. 

Paull et al. (2020) provided an impression, which stressed on the unwelcoming 

and inappropriate nature of bullying behavior, based on the background of the 

individual work situation and this component is predominantly vigorous while 

discovering WPB in higher education sector, as it helps in determining what 

activities are suitable in the given work context and which are not. Einarsen et 

al. (2011) proposed that both, superiors as well as peers may involve in bullying, 

signifying the likelihood of upward bullying; while Einarsen and Nielsen (2015) 

and Hogh et al. (2016) further advocate that sufferers of WPB are usually less 

influential than the offenders and are normally incapable to defend themselves. 

From all of the above descriptions, it may be observed that WPB is undesirable 

and destructive in nature (Venetoklis & Kettunen, 2016), with health dissuading 

corporeal (Ryan, 2016) as well as psychosomatic effects (Gardner et al., 2016). 

Such a debate will  also offer a background on how the victims may or may not 

recognize with these above-board descriptions of WPB. These interpretations 

also depict the level of statutory standing that the government have to place on 

this problem. 

 

Hostile workplace behaviors have been found to have a range of 

constructs that tends to blur the difference among them including deviance, 

workplace incivility,  abusive supervision, generalized workplace abuse, 

employee mistreatment, workplace victimization, workplace aggression, 

workplace harassment, and sexual harassment, etc. Researchers have been found 

working on developing conceptual frameworks for distinguishing the 

conceptual commonalities of these constructs (Barling, Dupre & Kelloway, 

2009; Aquino & Thau, 2009). For example, WPB has been identified as a 

repeated phenomenon to mistreat the victim by the perpetrator while the rest of 

all above-mentioned behaviors may or may not be repeated. For behaviors to 

qualify as WPB, they must be repetitive in nature e.g. harassment can be 

categorized as WPB if  found persistently. Three criteria are mainly reported by 

Olweus, Limber, and Mihalic (1999) to describe WPB: (1) intentionally planned 

violent behavior (2) frequently happening over time, and (3) based on an 

imbalance of power. Later on, WPB was discussed from the perspective of direct 

and indirect bullying behaviors (Hirasing, 2003; Baldry, 2004). Direct bullying 

was associated with abuses, intimidations, and furious attacks, mostly verbal in 
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nature (Loerbroks, Weigl, Glaser, Degen, & Angerer, 2015; Reknes et al., 2021), 

while actions aimed at decisions to withhold relevant information, creating 

social exclusion and denials to work with others will  be considered as indirect 

bullying (Pilch & Turska, 2015; Loerbroks et al., 2015). Moreover, gossiping 

and spreading rumors were also considered as indirect bullying (Yildirim  & 

Yildirim,  2007; Reknes et al., 2020) but initiating insulting remarks, or 

humiliating gestures and behaviors were associated with sort of bullying 

behavior considered in between direct and indirect bullying (Einarsen & Raknes, 

1997; Rodriguez-Munoz, Martinez & Galvez, 2007). Later on, Einarsen et al. 

(2009), replaced direct bullying with work-related bullying (e.g. destructive 

criticism on work) and indirect bullying with person-related bullying (e.g. 

defamation and social isolation). They also proposed a third dimension of WPB, 

namely physical intimidation, which consists of hostile behaviors in the form of 

threats and physical violence against the targets.  

 

Later on, Einarsen et al. (2009) established an improved version of the 

Negative Act Questionnaire (NAQ) considered as NAQR. Despite an intensive 

body of research on WPB, researchers are of the view that there is no universally 

accepted (Sheehan, & Barker & Rayner, 1999; Randall, 2021) or comprehensive 

definition of WPB (Ahmad et al., 2021; Denovish et al., 2017; Parach & 

Shahzad, 2017). Moreover, except for harassment and sexual harassment, there 

are no rules to regulate behaviors experienced by workers on regular basis. 

Literature shows that these negative behaviors are painful but subtle in nature 

that victims feel difficult  to express. Consequently, we may observe that the 

discussion related to the definition and nature of WPB is an ongoing process 

with the consensus on features like frequency, duration, and imbalance of power 

that distinguish it from other negative behaviors, discussed in the next sections: 

 

 

2.1.2 Persistency, Frequency, and Duration 

 

Two of the defining features evident from the above-quoted definitions of 

WPB are the repetitiveness and enduring nature of the behavior (Rayner, Hoel 

& Cooper, 2002) for example Einarsen et al. (2003, 2021) associated bullying 

with repeated and unwanted negative behaviors. The hostile behavior has to be 

repeated and should be a continuous source of oppression to be recognized as 

bullying behavior. Although exceptions are always there and even a single 

adverse behavior if  showed significant power of disparity and lasting 

consequences can also be declared as WPB. Along the same lines, Leymann 

(1990, 1996) addressed the question of duration and continuous nature of hostile 

behavior and identified the hostile behavior to be repeated at least once a week 

for at least six months. Whereas, few other scholars have preferred duration to 

be six months of such unfriendly behaviors regardless of the weekly experience 
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(Zapf et al., 1996). Moreover, few other studies have associated WPB with a 

longer period of victimization that may range from 6 months to 3-4 years 

(Leymann, 1992; OóMoore, 2000; Zapf, 2022). This raises the inquiry to 

operationally define the phenomenon of WPB in terms of duration and 

frequency. In some cases, it may be a daily episode while in others it may be 

once or twice a week and for some being screamed at, though less frequently 

could do the loss (Rayner et al., 2021).  

 

 

2.1.3 Power Imbalance 
 

After going through the diverse opinions on WPB we may observe a 

rationale of power imbalancity that creates difficulty for the victims to defend 

themselves from victimization by the perpetrators (Leymann, 1996; Einarsen  

et al., 1994). We may observe that a victim of WPB has a little chance of 

defending himself/herself even after being repeatedly insulted and that can be 

the result of power imbalancity (Einarsen, 1999). Many researchers have argued 

that WPB must be from a superior to a subordinate (Tepper, 2000) while others 

explained that it can be among peers or even from subordinates to superiors 

(Namie & Namie, 2000; Einarsen & Skogstad, 1996). Literature reveals that the 

perpetrator was found superior to the victim in eighty-one percent of reported 

cases of WPB while both graded equally and even the perpetrator was found 

below in rank from the target in the rest of the nineteen percent of the cases. The 

above findings show that power is not limited to the hierarchical positions but 

there may be the case of informal power as well that stems from personal 

development or political skills. Therefore, vertical bullying is not always the 

case because subordinates can have a certain advantage over superordinates 

based on their strong social and political skills (Reyner et al., 2002; Branch  

et al., 2013). 

 

 

2.1.4 Intentionality  and Subjectivity 
 

Some researchers take WPB as a deliberate act to harm others by the 

perpetrators as discussed in the aggression theory (Björkqvist et al., 1994). In 

other words, if  bullies deny their bullying intentions based on the rationale that 

they were simply fortifying corporate requirements (which may even be true), 

does not mean WPB did not occur, because the recipient did suffer the negative 

experiences. Hence, scholars do not give importance to verify the WPB 

intentions which also is near to impossible to prove (Rayner et al., 2002; Hoel 

et al., 1999), and also that would encourage the perpetrators to get away with 

their bullying. On the other end of the spectrum, it is the victimôs subjectivity 

that needs to be interpreted accurately to verify the bullying behaviors, therefore, 
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researchers argued WPB as a subjective concept where different persons will  

experience negative behaviors differently (Rayner et al., 2002). Brodsky (1976) 

was the first to start the debate over the subjective and objective concept of 

WPB. So far, two broad approaches being subjective and objective in nature 

have been used to measure WPB. The subjective approach employs the Self 

Labelling Method, where the respondents are normally explained of bullying at 

work, and then asked if  they have been bullied, however, the biggest flaw of 

subjectivity lies in its non-consideration for individuals cognitive or emotional 

factors that might have played a role in shaping up their sensitivities against the 

hostile behaviors. The objective approach is based on the Behavioral Experience 

Method where WPB is conceptualized into inventories composed of a wide set 

of negative acts and behaviors related to bullying (Einarsen, Hoel, & Notelaers, 

2009). Nielsen et al. (2012) argued the objective approach as a more reliable 

method to measure WPB behaviors based on its ruling out the capability of 

potential individual biases.  

 

 

2.1.5 Prevalence of WPB 
 

Previous studies show that the rate of prevalence of WPB has been 

observed differently in different parts of the world. There can be several factors 

behind the variability of the degree of prevalence of WPB. For instance, 

Varhama and Björkqvist (2004) argued cross-cultural parameters significantly 

inducing the frequency of WPB while Nielsen et al. (2010) relate the variability 

with the geographical origin and observed western countries along with the 

United States of America having a higher rate of occurrence of WPB as 

compared to Scandinavian countries. Additionally, the age, gender, and 

occupation of the respondents have also been established to influence the rate of 

prevalence of WPB (Eriksen & Einarsen, 2004; Salin, 2003). Based on statistical 

grounds, the degree of prevalence of WPB was found equal to 46.8% in the 

United States, 40% in Turkey, 44% in India, 16% in Italy, and 3.5% to 10% in 

other parts of Europe (Einarsen et al., 2011).  

 

 

2.1.6 Outcomes of WPB 
 

WPB has been found as causing several damaging outcomes for 

individuals (victims and witnesses) and organizations in the previous literature. 

Many studies discussed WPB associated with high stress and low job 

satisfaction of individuals as compared to non-witnesses (Vartia, 2003; 

Einarsen, Raknes, & Matthiesen, 1994). The outcomes of WPB have been 

majorly divided into the individual level and organizational level consequences 

(Willness, Steel, & Lee, 2007). 
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2.1.7 Individual  Level Outcomes of WPB 

 

We may find several outcomes of WPB at the individual level associated 

with psychological strain (Keashly and Harvey, 2005). Severe emotional 

outcomes associated with WPB have been found as fear, lack of concentration, 

socio-phobia, anxiety, depression, helplessness, depression, and shock 

(Mikkelsen & Einarsen, 2002; Einarsen & Nielsen, 2015). In the same way, 

WPB has been revealed as creating health issues (Hoel et al., 2011) which can 

be psychiatric problems (Leymann, 1990), post-traumatic stress disorder 

(Nielsen, Tangen, et al., 2015), and mental illness (Hurley et al., 2020). WPB 

has also been linked with cardiovascular diseases (Xu et al., 2019), sleep 

disorders (Devonish & Devonish 2017), and physical tiredness (Naseem & 

Ahmed, 2020). In addition, bullying has been associated with poor health 

outcomes, for instance, chronic neck pain (Kivimäki et al., 2004), psychological 

impairment (Raza et al., 2019), work-related anxiety and deadly mentation 

(Nielsen, Einarsen, Notelaers, & Nielsen, 2016). 

 

 

2.1.8 Work -Related / Organizational Outcomes of WPB 
 

Less attention has been paid to organizational outcomes of WPB although 

absenteeism, turnover, and reduced productivity as the most possible outcomes 

of WPB in the organizational perspective charge a heavy cost (Nielsen & 

Einarsen, 2018). Rayner and Keashly (2005) discussed the replacement costs 

relating to WPB in an organization with one thousand employees equal to 

$750,000. In addition to turnover, WPB is also linked with negative work 

outcomes, poor job satisfaction and worse perceived job performance (Hoel  

et al., 2011; Driscoll et al., 2011). Moreover, counter-productive work behaviors 

(Denovish, 2017), and higher intention to leave the organization (Johns, 2010) 

have also been observed as the possible outcomes of WPB. The risk of sickness 

absence has also been observed as a potential outcome of WPB after a 

systematic review of 117 studies (Nielsen, Indregard, & Øverland, 2016). 

However, Nielsen and Einarsen (2018) still focused on the further investigation 

of the association of WPB with various organizational outcomes to have a 

detailed understanding of the phenomenon.  

 

2.2 PSYCHOLOGICAL  DISTRESS (PD) 

 

PD commonly refers to the defective psychological response associated 

with stressors and demands that are difficult  to cope with in daily life (Abeloff 

et al., 2000). The parallel use of different terms including stress, strain, distress, 
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and psychological distress confuse the readers. Therefore, we went through the 

previous literature, to have the operational descriptions of these terminologies 

for the clarity of the concept of PD; 

¶ Stress: it refers to a stressor that is not harmful but stimulates a non-

specific biotic response in an individual (Selye 1956; Murray & 

Huelskoetter, 1983). 

¶ Distress: it refers to a stressor that is harmful and that stimulates a 

non-specific, biotic or emotive response in an individual (Selye, 

1976). 

¶ Biological distress: it refers to a stressor that creates damaging 

biological variations in the human body (Selye, 1974). 

¶ Psychological distress: it refers to a particular stressor that creates 

an awkward, sensitive psychological state in an individual that may 

be of short-term or long-lasting, nature (Walker & Avant, 1995). 

 

Additionally, Walker and Avant (1995) presented five defining attributes 

of PD: (1) observed incompetence to manage efficiently, (2) variation in 

emotive standing, (3) discomfort, (4) message of discomfort and (5) harm. Now 

we may take help from previous literature to get them explained: The first 

attribute refers to an experience where a specific stressor is rationalized as 

untreatable by the victim. The second attribute refers to a potential change in the 

individuals from psychological stability to nervousness, downheartedness, 

discouragement, petulance, violence, and self-depreciation (Massee, 2000). 

Likewise, the same words have been used by Zung (1983) in his measurement 

scale of PD.  

 

Previous studies show that PD is strongly associated with discomfort, 

misery, restlessness, and unhappiness (Spraycar, 1995; Lazarus, 1998) where 

ñDiscomfortò refers to that particular situation where an individualôs emotional 

comfort is changed with the discomfort. Few other concepts related to 

discomfort include ñCommunication of discomfortò which refers to the 

communication of feeling of discomfort associated with PD to others including 

facial expressions (Izard et al., 1984) kept by the sufferers. It has also been 

discussed in the previous literature that when the victim is extremely suffering 

from discomfort and is near to have suicidal intentions, he used to communicate 

distress in unusual manners, for example, talking about benevolent topics such 

as body odors (Last, 2000).  

 

Past studies reveal that PD is created by an unmet demand or 

unachievable need of an individual (Selye, 1976; Lazarus, 1998; Massee, 2000). 

https://onlinelibrary.wiley.com/doi/full/10.1046/j.1365-2648.2003.02938.x?casa_token=9cQnEztxqTYAAAAA%3AjlwjwzD1JZswl_1Rke5QspADNq29U370M5ki1EtUlf2EfpQzBd0UatZu-QC2KqkEOEHNVyfYr_ehqNPv#b40
https://onlinelibrary.wiley.com/doi/full/10.1046/j.1365-2648.2003.02938.x?casa_token=9cQnEztxqTYAAAAA%3AjlwjwzD1JZswl_1Rke5QspADNq29U370M5ki1EtUlf2EfpQzBd0UatZu-QC2KqkEOEHNVyfYr_ehqNPv#b32
https://onlinelibrary.wiley.com/doi/full/10.1046/j.1365-2648.2003.02938.x?casa_token=9cQnEztxqTYAAAAA%3AjlwjwzD1JZswl_1Rke5QspADNq29U370M5ki1EtUlf2EfpQzBd0UatZu-QC2KqkEOEHNVyfYr_ehqNPv#b32
https://onlinelibrary.wiley.com/doi/full/10.1046/j.1365-2648.2003.02938.x?casa_token=9cQnEztxqTYAAAAA%3AjlwjwzD1JZswl_1Rke5QspADNq29U370M5ki1EtUlf2EfpQzBd0UatZu-QC2KqkEOEHNVyfYr_ehqNPv#b41
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It has also been discussed in the previous literature that PD can be the outcome 

of several different stressors namely weariness, sickness, or any permanent loss 

including the death of a valued one or a pet. Further, a stressor induced by 

personal threats may also trigger the feeling of PD (Selye, 1976) in an 

individual. PD is proved damaging the internal control of the individuals.  

 

Kuehn and winters (1994) argued that poor internal locus of control leads 

to poor management skills to cope the daily life stressors. Further, Jones and 

Johnston (2000) argued that ineffective coping skills create psychological 

distress. Previous studies show that different situational factors create PD at 

different levels (Scarpato, Cogo-Moreira & Swardfager, 2020). Harvey et al. 

(2010) have focused on an individualôs self-appraisal of a circumstance that 

varies based on his/her intellectual and emotive analysis of the stressor. 

 

 

2.3 EMPLOYEE  SILENCE / SILENT  BEHAVIOR  (SB) 
 

When an employee withholds his or her ideas, information, and opinions 

to avoid being judged by others is usually considered as having silent behavior. 

Literature on SB started growing after the seminal work related to silence in the 

organizational perspective by Morrison and Milliken in 2000. Silent Behavior 

can be described as concealment of any form of candid manifestation about the 

cognitive and/or affective assessments of organizational circumstances by an 

individual to persons who are supposed to be proficient of causing change or 

return (Pinder & Harlos, 2001). Primarily, the concept of silence was discussed 

in the organizational perspective but later on it was considered as an individual 

level of inquiry. Further, it was related to information and opinions important 

for the organization and matter of concealment was considered as highly 

sensitive (Tangirala & Ramanujam, 2008). We may infer based on the above 

definitions that employee SB refers to a phenomenon where employees 

intentionally do not express the existing problems, withhold response on 

impairments, and avoid conveying valuable commendations to individuals who 

are supposed to be proficient in causing change. 

 

 

2.3.1 Dimensions of Employeesô Silence / SB 
  

SB has been declared as a multifaceted construct in previous studies. The 

major facets of SB proposed by different authors are given in the table below; 
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Table 2.2 

Multifaceted SB by Different  Authors 

Pinder and 

Harlos (2001) 

Van Dyne 

et al. (2003) 

Brinsfield 

(2013) 

Knoll  and Dick 

(2013) 

Acquiescent 

Silence 

Acquiescent 

Silence 

Deviant 

Silence 

Acquiescent 

Silence 

  

Quiescent 

Silence 

Relational 

Silence 

Quiescent 

Silence 

Pro-social 

Silence 

Diffident Silence 
Pro-social 

Silence 

Ineffectual 

Silence 

Opportunistic 

Silence 

Disengaged 

Silence 

Defensive 

Silence 

 

The scholarly inputs on silence dimensions include an acquiescent 

perspective that refers to the phenomenon of intentional concealment of 

thoughts/feelings and propositions that decidedly lead individuals to 

resignation. Defensive attribute leads to fear-based suppression of facts and 

problems. Prosocial /relational attribute refers to the suppression of private facts, 

based on collaboration. Deviant perspective refers to the concealment of 

information and problems to decisively damage the business or to firmly harm 

another individual while diffident silence can be the result of an employeeôs 

nervousness, uncertainty, and hesitation concerning his/her state of affairs. 

Opportunistic silence refers to advantageously concealing job-related ideas, 

evidence, or thoughts to achieve self-benefit at the cost of others while 

ineffectual silence is based on purposeful withholding of thoughts and 

recommendations based on the conviction that communication would not be 

beneficial in causing a change in relation with the principal concern. 

Additionally, disengaged silence displays silent behavior created because of a 

lack of concern by the individual. Previous findings reveal numerous 

antecedents of SB and we consider a few of them highly important to be 

discussed to get the clarity of the concept. Previous studies show that poor 

organizational cultures motivate staff to remain silent in front of their superiors 

(Morrison & Milliken, 2000; Pinder & Harlos, 2001). Moreover, the literature 

review identified three major factors contributing to ES. These factors include 

organizational factors, individual (psychological) factors, and socio-

demographic factors. Organizational factors include two sub-factors namely 

organizational culture and climate and superior-subordinate relationship. 

Organizational climate mainly contributes to employee SB (Morrison & 
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Milliken, 2000; Brinsfield, 2013; Whiteside & Barclay, 2013) when is 

characterized by a strict hierarchical structure, defensive routines, unclear 

reporting systems, organizational injustice, workplace ostracism (perception of 

being ignored and isolated by individual or group), lack of organizational 

support, high power distance, and organizational politics. Moreover, a few very 

strong antecedents of SB include supervisor incivility,  lack of superior 

openness, abusive supervision, superiorôs attitude to silence, implicit 

management beliefs, and managerôs fear of negative feedback. Personality 

characteristics that influence SB include high introversion, self-monitoring, 

external locus of control, low assertiveness, and high communication 

apprehension (Pinder & Harlos, 2001; Premeaux & Bedeia, 2003). Also, 

emotions like fear and shame are found critical in crafting ES (Ashkanasy & 

Gardner, 2009). Previous studies also show that cognitive factors including 

socially acquired belief systems (Detert & Edmondson, 2011), psychological 

safety (Detert & Burris, 2007; Brinsfield, 2013; Edmondson, 1999), and an 

individualôs cultural values also play a vital role in employeesô silent behavior. 

Organizational silence results in a low level of gratification, commitment, and 

enthusiasm because of employees' perception of not being respected and bearing 

cognitive disagreement with the senior management (Morrison & Milliken, 

2000). Certainly, the above negative outcomes of SB create high stress levels, 

and poor job efforts towards the organization (Vakola & Bouradas, 2005). 

Further, it has been claimed by Bowen and Blackmon (2003) that SB restrains 

the process of sharing of information, and conceivable resolutions to work-

related concerns. 

 

 

2.4 TURNOVER INTENTION  (TI)  
 

óTIô is verbalized differently as an intention to quit, leave, and turnover. 

It has been defined as employeesô intention to quit the existing place of work 

willingly  (Sablynski et al., 2002). Literature shows that TI is a multi-stage 

phenomenon including three stages namely psychological stage, cognitive stage, 

and behavioral stage.  

 

 

2.4.1 Psychological Stage 
 

The psychological reaction to undesirable features of organizations or 

occupations (Chiu et al., 2005; Susskind, 2007) was thought to activate 

employeesô emotional and attitudinal withdrawal responses. Also, these 

responses were found positively associated (Vigoda-Gadot & Ben-Zion, 2004) 

with frustration and disappointment. Likewise, a study by (McDuff & Mueller, 

2000) showed that frustrated and disappointed employees bear feelings of 
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detachment and disloyalty. Usually, the psychological factor has been discussed 

as the beginning impression of the multi-stage phenomenon of TI.  

 

 

2.4.2 Cognitive Stage 
 

The multistage phenomenon of TI starts with the psychological 

component but the core of the phenomenon is the cognitive component. It has 

been observed that intention to leave the organization has been taken as a 

cognitive demonstration of the choice of the individuals to quit (Chang, Du & 

Huang, 2006). Moreover, the cognitive component was found as a concluding 

step towards actual turnover (Bigliardi, Petroni & Dormio, 2005) and it was 

considered to have two subcomponents named óintentionô, and óintention toô. 

The second component namely óintention toô instantly succeed the first 

component and in terms of wish or feeling (Castle et al., 2007; Van Dick et al., 

2004), fuels actions towards intention to leave the organization. Intention 

demonstrates workersô imagination (Allen, Weeks & Moffitt,  2005) 

accompanied by stronger implications. For example, McCarthy, Tyrrell, and 

Lehane (2007) argued that thought of as a decision to quit the existing location 

is basically the óintentionô of the individual.  

 

Further, óintention toô bears a future-oriented approach including the 

thoughts of searching for a new job and applying for another employment 

(Arnold & Davey, 1999).  

 

 

2.4.3 Behavioral Stage 
 

It may be argued that the central point of the process of TI is based on the 

behavior to withdraw from the current job and to search for new jobs. Behavioral 

expressions create inattention, declined excitement, late arrivals (Harris, 

Kacmar & Witt, 2005), and absence (Krausz, Koslowsky & Eiser, 1998). 

Likewise, the behavioral stage of TI has been meaningfully conceptualized as 

the real effort to leave the current organization for the next one (Castle et al., 

2007).  

 

 

2.5  ASK PERFORMANCE (TP) 

 

Task performance is recognized as the concept of industrial and 

organizational psychology. Extra role and in role or task performances have 

been classified as job performance (Goodman & Svyantek, 1999). Contextual 

performance is informally known to oneôs job, such as OCB (Smith et al., 1983) 
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but activities related to the task or in-role performance are formally documented 

(Kluemper et al., 2013) and linked with the achievement of organizational goals 

(Motowidlo & Van Scotter, 1994). TP has been majorly discussed as workers' 

efficiency being the direct part of the technical process or indirectly providing 

desired facilities (Borman & Motowidlo, 1993). Sonnentag et al. (2008) defined 

TP as a set of all those activities required for the productivity of the organization 

(Sonnentag et al., 2008). Motowidlo et al. (1997) emphasized the cognitive 

abilities of the workers for better TP because such abilities are found supporting 

to have the task familiarity, talents, and behaviors of the employees. TP is 

required for the attainment of competitive advantage because it represents the 

ability of the workers to add into the organizationôs technical core (Borman & 

Motowidlo, 1993) along with the governable behaviors based on employeesô 

physical and psychological abilities, required for the accomplishment of the 

tasks patterned in their job performance (Motowidlo & Van Scotter, 1994; 

Murphy, 1989). Additionally, previous studies show that several different types 

of stressors namely rapid technological advancement, bad organizational 

structure, and culture may harm employeesô task performance (Maglio & 

Campbell, 2000). Also, problems at home may badly affect employeesô TP 

(Forthofer et al., 1996).  

 

 

2.6 PSYCHOLOGICAL  HARDINESS (PH) 
 

Suzanne C. Kobasa has introduced the concept of psychological hardiness 

in 1979 very first time. Previous literature shows that PH serves as a meaningful 

source to resist stressful events in personal and professional life. In general, 

Commitment, Control, and Challenge are considered as the basic attributes of 

hardiness. Further, the first attribute has been defined as a propensity to indulge 

oneself in (rather than practice isolation from) whatever one is doing 

deliberately or as a by chance (Kobasa, Maddi & Kahn, 1982) whereas, control 

means to sense and act being persuasive instead of unrestrained in the face of 

the different eventualities of life. Lastly, the characteristic of challenge shows 

the level of confidence of an individual to accept variation as a common life 

phenomenon and also a source of inspiration to grow rather than taking it as a 

risk to the safety of the career (Kobasa et al., 1982). 

 

It has been observed that hardy people perceive stressors as less 

intimidating and face distress on its minimal level (Britt, Adler & Bartone, 

2001). Maddi (1999) for an instance discovered that hardy people take odd jobs 

as more exciting and amusing (commitment), as a matter of choice rather than 

obligatory (control), and a vital incentive for their personal development 

(challenge). Moreover, hardy people approve problem-focused strategies that 

help them build a wider comprehension of a stressed phenomenon (Florian  
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et al., 1995). Hence, the significant characteristic of hardy people is their 

inherent capability to discover an optimistic sense of life (Kobasa, 1979) which 

helps them to efficiently cope the hostile behaviors (Britt et al., 2001) while 

expressing very low feelings of sadness, nervousness, and psychological distress 

(Florian et al., 1995). PH has been observed linked with efficient coping skills 

that help individuals to devaluate the psychological hype of hazards (Cole, Field 

& Harris, 2004). Likewise, Jalilvand et al. (2015) revealed that hardy individuals 

coped with external stressors more efficiently than individuals who were 

observed psychologically weak. Further, Kobasa et al. (1982) explained the 

effect of hardiness partially intervened by an individualôs cognitive evaluation 

where an optimistic cognitive evaluation will  have a positive impact on the 

individualsô outcomes. Additionally, the previous literature shows that the 

construct of hardiness remained with unsettled apprehensions related to its 

nature and operationalization. For instance, it is discussed as an unchanging and 

trait-like personality character by one group of scholars (Matthews, Deary & 

Whiteman, 2003) while the others have claimed its flexible nature.  

 

 

2.7 DEVELOPMENT  OF HYPOTHESES 

 

2.7.1 Workplace Bullying (WPB) and Psychological Distress (PD) 
 

Einarsen et al. (2011) revealed WPB as a predominant stressor in the 

workplace resulting in damaging fallouts (Lever et al., 2019; Sheehan, McCabe 

& Garavan, 2020). Likewise, WPB has been discussed as a potential risk for the 

health of workers causing delayed-stress disorder and downheartedness 

(O'Donnell & McIntosh, 2016). Wheaton et al. (2013) have also argued a logical 

association between job stressors and poor psychological outcomes. In line with 

the previous arguments, WPB can be discussed as the major interpreter of 

distress (PD) (Finne et al., 2011) and importantly Iranzo et al. (2019) and Rey 

et al. (2017) have also the same argument. Moreover, Einarsen and Nielsen 

(2014) in one of their seminal work discussed WPB as a major predictor of PD, 

and interestingly, the same role of WPB was argued later on by Halpern et al. 

(2015). Additionally, Pearlin and Bierman (2013) have revealed that the 

determination of the impact of stressors on psychological health is a 

multifaceted phenomenon and it should be further elaborated so that employees 

may be timely protected from the severity of psychological distress (PD) which 

possibly occurs due to poor physical and mental health (Houshmand et al., 

2012). Likewise, based on COR Theory we may argue that when an individual 

is persistently positioned under negative work experiences, his psychological 

resources are drained off finding no sufficient time to be recycled (Hobfoll, 

1989). Along the same lines, we consider WPB as a source of damaging 
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employeesô psychological health and influencing their feelings of distress. 

Hence, the above discussion predicted that; 

 

H1: Workplace Bullying positively impacts Psychological Distress. 

 

 

2.7.2 Workplace Bullying (WPB) and Turnover  Intentions (TI)  
 

WPB has been found accelerating over time and pushing its victims into 

a state of helplessness (Samnani, 2013; Ahmad & Sheehan, 2017) where they 

start thinking to leave the job to avoid noxious interfaces (Salin & Notelaers, 

2017; Abubakar, Megeirhi & Shneikat, 2018). Likewise, Nielsen and Einarsen 

(2012) testified a substantial relationship of WPB with employeesô intentions to 

leave the organization. Consistently, Salin and Notelaers (2017) have also 

discovered the same results that WPB creates employeesô intentions to leave the 

organization. We may also quote an example of a qualitative investigation based 

on the consequences of WPB in Australia which has found that several 

employees take it a constructive approach to leave the current job to escape 

WPB so that they may protect their physical and psychological health from 

further damage (Ahmad & Sheehan, 2017). The above discussion can also be 

supported by Van Dyk, (2016) who discovered that WPB initially  decreases 

employeesô job satisfaction then gradually cause psychological strain, and 

eventually triggers employees' feelings to quit the organization (Van Dyk, 

2016). 

 

Moreover, previous studies emphasize further investigation of the 

relationship between WPB and employeesô turnover intentions (TI) while 

suggesting it as an established line of research inquiry (Branch & Murray, 2015; 

Glambek et al., 2014). The reason to further explore the above-said relationship 

is based on the argument that employees are the core responsibility of the 

organization because they directly contribute to the bottom line (Agarwal & 

Gupta, 2018) of the organization. Further, organizations have to bear the 

considerable costs to re-proceed the mechanism of employee recruitment and 

training when employees start quitting their jobs (Agarwal & Gupta, 2018). 

COR theory supports us in the same perspective that when WPB creates the 

psychological resource loss of the employees they start protecting them from 

further loss. But when they feel unable to find any effective coping mechanism, 

then leaving the job becomes their ultimate way to survive their psychological 

resources. The above discussion hypothesized that; 

 

H2: Workplace Bullying positively impacts Turnover Intentions. 
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2.7.3 Workplace Bullying (WPB) and Silent Behavior (SB) 
 

Literature reveals SB as one of the destructive and passive responses by 

individuals after being mistreated at work (Xu et al., 2015). According to 

Morrison (2014) employees' SB can be observed frequently despite its extreme 

dysfunctional nature causing disappointment, pessimism, and low level of 

employeesô innovation, etc. (Tangirala & Ramanujam, 2008; Wang & Hsieh, 

2013). Previous studies discovered that SB compels employees to withhold the 

critical information required for the resolution of the problem on time (Tangirala 

& Ramanujam, 2008). Based on the damaging fallouts, Dedahanov et al. (2015) 

stressed exploring the phenomenon of SB to prevent further damage. Along the 

same lines, Detert and Burris (2007) tried to unveil the relationship between 

silent behavior and WPB. They reported that WPB victims feel fear of counter 

revenge and try to avoid showing any reaction against the perpetrators. 

Moreover, Harvey et al. (2007) argued that WPB victims feel dependent on 

perpetrators to avail of future opportunities (Xu et al., 2015). Previous studies 

reveal these circumstances as being major cultivators of employeesô SB (Lewis 

& Rayner, 2003; Roscigno et al., 2009; DôCruz & Noronha, 2009). Furthermore, 

in their studyôs findings Rai and Agarwal (2017) have stated the WPB-SB 

relationship in its pre-mature phase and suggested readdressing the phenomenon 

in the different working and cultural perspectives. While drawing upon 

conservation of resource theory, WPB can be argued as creating the employees' 

resource loss which triggers employees to keep silent to protect and conserve 

their remaining resources. The above discussion predicted the following 

hypothesis; 

 

H3: Workplace Bullying positively impacts employeesô Silent 

Behaviors. 

 

 

2.7.4 Workplace Bullying and Task Performance 

 

It has been discovered that job-related stressors negatively influence the 

performance behaviors of employees. The emotion-centered model by Spector 

and Fox (2002) has linked job stressors with poor task performance. Moreover, 

previous studies revealed social stressors as significant predictors of poor TP 

(Beehr, 1985; Fisher & Gitelson, 1983). Devonish (2013) argued that WPB is 

one of the social stressors that influence the psychosocial environment of 

employees and sort of this environment either directly or indirectly affects 

employees' performance in the workplace (Rowe & Fitness, 2018). Previous 

studies revealed WPB as the major predictor of job dissatisfaction (Quine, 2001; 

Kivimaki et al., 2000; Hauge et al., 2010) which eventually leads employees to 

poor job performance. Devonish (2013) highlighted that the relationship 
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between WPB and TP has not been independently discussed yet. Previous 

studies by Schat and Frone (2011) have also declared it as a notable gap to study 

the direct relationship between WPB and TP. These arguments can further be 

explained with the theoretical support of SCT (Bandura, 1986) which explains 

that with specific reference to WPB at work by others and especially the 

superiors (in terms of powers), the bullied victim is expected to produce the 

adverse outcomes of his/her work performance. We may argue that negative 

expectancies cause reduced work performance of employees including their TP 

as well. The above discussion predicted the study hypothesis as; 

 

H4: Workplace Bullying negatively impacts Task Performance. 

 

 

2.7.5 The mediating role of Psychological Distress (PD) between 

Workplace Bullying (WPB) and Turnover  Intention (TI)  
 

WPB has been declared as one of the key predictors of psychological 

distress (PD) (Garaigordobil & Machimbarrena, 2019; Xu et al., 2018). Besides, 

past researches argued that there is a need to re-address the severity of the 

problem of WPB in terms of its damaging effects on employeesô outcomes 

through the consequential role of PD (Aazami et al., 2015). Literature reveals 

that bullying victims are exposed to the feeling of defenselessness and social 

isolation at work (Lutgen-Sandvik, 2006; Einarsen et al, 2003) which generally 

lead them to experience PD (Hogh, Mikkelsen & Hansen, 2011). Moreover, a 

high level of distress creates strong turnover intentions as distressed employees 

are observed to embrace lowered intrinsic motivation because of the non-

fulfillment of their psychological needs (Dysvik & Kuvaas, 2010). The same 

argument was supported by Van Dyk (2016) as well who claimed that acts of 

WPB harmfully affect the achievement of psychological needs and create higher 

turnover intention. Likewise, Shareef and Atan (2019) have argued that 

employeesô turnover intentions are triggered by lowered intrinsic motivation. 

We may propose that PD will  be the predictable response of individuals when 

they will  be exposed to WPB because they consider bullying as a potential threat 

to their psychological resources (Hobfoll, 2001). Based on conservation of 

resource theory, we may argue that victims may cogitate to build intentions to 

leave the current organization as a coping mechanism to maintain their 

diminishing well-being resources from further loss. Above discussion predicted;  

 

H5: Psychological distress mediates the relationship between 

workplace bullying and turnover intentions. 
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2.7.6 The mediating role of Psychological Distress (PD) between 

Workplace Bullying (WPB) and Silent Behavior (SB) 
 

WPB victims have been observed suffering from psychological issues on 

a severe basis (Verkuil et al., 2015). Further, bullying victims are found to 

experience PD 1.77 times more than non-victims (Einarsen & Nielsen, 2014). 

Attell, Brown, and Treiber (2017) discussed WPB as a major contributing factor 

to distress at work followed by reduced well-being and damaging work 

behaviors of employees (Attell, Brown & Treiber, 2017). Xu et al. (2019) argued 

that abused employees (i.e. those who were found psychologically distressed) 

are considered as emotionally exhausted workforces that intentionally keep 

silent as a planned strategy to survive. COR theory also supports the same 

phenomenon that psychologically distressed individuals try to save their 

residual resources by avoiding confrontation with the perpetrators. Distressed 

workers may have a deep analysis of the voice behavior in terms of its associated 

benefits and costs and eventually adopt silent behavior as an effective remedy 

to survive (Kish- Gephart et al., 2009). The same findings are also offered by 

Ng and Feldman (2012) that psychologically distressed workers perceive silence 

as an effective coping strategy to protect the residual resources. Based on the 

above discussion we may propose that; 

 

H6: Psychological distress mediates the relationship between 

workplace bullying and employeesô silent behavior. 

 

 

2.7.7 The mediating role of Psychological Distress (PD) between 

Workplace Bullying (WPB) and Task Performance (TP) 
 

Persuasively, several previous studies revealed that adverse experiences 

at the workplace (e.g. WPB) cause psychological illness (Vega & Comer, 2005; 

Verkuil et al., 2015) and psychological illness can be argued as a strong indicator 

of psychological distress (PD). Moreover, the positive association between 

WPB and PD is supported by a few latest studies as well (Halpern et al., 2017; 

Garaigordobil & Machimbarrena, 2019). Previous studies have discovered a 

positive relationship between psychosocial distress (PD) and occupational 

mishaps (Salminen et al., 2003; Swaen et al., 2004), and the same impact has 

also been experienced by the Japanese labor (Nakata et al., 2006). Furthermore, 

it can be argued that job-oriented mishaps create the worst form of TP. Wang  

et al. (2003) have related PD with mental depression that eventually causes 

workplace failures (Wang et al., 2003) and such failures may always be 

considered as poor indicators of employeesô TP. Likewise, literature shows that 

fifty  percent of the individuals victimized by PD have been found to have 
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psychological disorders (Australian Bureau of Statistics 2009) that eventually 

damage their work performances (including TP as well) (Hilton et al., 2008). 

 

While drawing upon SCT (Bandura, 1986) with specific reference to 

WPB by others and especially the superiors (in terms of powers), we may argue 

that the bullying victim will  take his job environment as damaging and will  

suffer from PD in the long run. This will  meaningfully inhibit his/her problem-

facing capabilities and emotional coping responses and such effects are 

anticipated as lowering the level of TP of employees. Above discussion 

predicted;  

 

H7: Psychological distress mediates the relationship between 

workplace bullying (WPB) and task performance (TP). 

 

2.7.8 Psychological Hardiness (PH) as a Moderator  between 

Psychological Distress (PD) and Employeesô Silent Behavior (SB) 
  

Indeed, certain inherent personality characteristics help individuals to 

effectively cope the stressful circumstances (Van den Brande et al., 2017). One 

such personality characteristic namely psychological hardiness (PH) was firstly 

introduced by Kobasa in 1979. PH has been discovered as a healthy 

psychological asset against the damaging consequences of stressors (like WPB) 

(Jimenez et al., 2014). Moreover, psychologically hard individuals have been 

observed capable of effectively facing their difficulties of life without 

surrendering to external challenges (Van den Brande et al., 2017) and vice versa. 

Literature reveals that commitment, control, and challenge are the specific 

attributes of hardiness that enable individuals to perceive stressful events as less 

dangerous and conveniently manageable (Jimenez et al., 2014; Gito et al., 2013). 

Eschleman et al. (2010) reported hardiness as an imperative and matchless 

stress-resiliency resource. Following the same lines, we found a study among 

U.S. Military combat medics (Krauss et al., 2018) that claimed that PH 

meaningfully predicted improved mental health. 

 

Following the latest call by Hamre et al. (2020), we intended to discover 

PH mitigating the negative role of stressful and challenging circumstances that 

may compel workers to opt for silence to survive in the organization. We 

consider it worthwhile to examine the interpretation of stressful and difficult  

circumstances by the individuals when psychologically hard and vice versa 

(Huang, 2015; Leslie & Hutchinson, 2018; Maddi, 2002). SCT by Bandura, 

1989, states that cognitive processes are likely to control victimsô behavior (e.g. 

employeesô silent behavior) and it will  be easy for workers to manage 

psychological distress when they have a sufficient positive psychological 

resource namely psychological hardiness. Along the same lines, we may argue 
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that an employee in stressful circumstances, if  not sufficiently equipped with 

PH, will  be tending to engage in counterproductive work behavior such as 

silence. Based on the above arguments, we may predict that; 

 

H8: The impact of psychological distress on employeesô silent behavior 

is moderated (in both ways either positively or negatively) by 

psychological hardiness based on its strength. 

 

 

2.7.9 Psychological Hardiness as a Moderator between Psychological 

Distress and Turnover  Intention  
 

The higher education sector is demanding and competitive. Past studies 

indicate that positive psychological resources (e.g. psychological hardiness) 

help people to respond to certain events or situations (Johnsen, Espevik, Saus, 

Saden, Olsen, & Hystad, 2017). Several beliefs and behavioral trends represent 

different dimensions of PH specifically challenge, control, and commitment 

(Crosson, 2015; Johnsen et al., 2017). The first dimension meaningfully builds 

a perception to consider the process of change as a parallel process of personal 

growth; the second dimension emphasizes directing oneôs life development in 

the right direction; control as a third dimension focuses on the element of an 

individualôs belief that he/she is capable of impacting his/her circumstances 

effectively. Literature shows that people equipped with the positive 

psychological resource (such as PH) are found capable of enjoying a higher 

sense of control, confidence, and commitment to self and others (Barton, 1996). 

Thus we may argue that employees when high on PH tend to approach the 

demands of life more actively with the perception that they can win them 

productively. The same perspective is supported by Kobasa and Maddi (1982) 

as well and they revealed that hardy individuals accept demands less stressfully 

(Kobasa & Maddi, 1982) while employees with a low level of PH are found 

poorly committed, powerless (low control), and helpless (low challenge) 

(Kobasa & Maddi, 1982). In the same perspective, we may further argue that 

employees, when low on PH tend to view social stressors as intimidating 

(instead of as an opportunity for growth or learning opportunity) which lead 

them towards a higher level of PD and such individuals, would most likely 

withdraw themselves from such stressful events (Lo Bue, 2015). 

Contradictorily, employees with a high level of PH would not prefer to quit their 

jobs. Moreover, it has also been discovered in the previous literature that the 

effectiveness of PH is associated with the nature of work and its protective 

tendency is strongly linked with the different circumstances (Shinga, 2015). 

Additionally, employees with a high level of PH bear high tolerance for 

ambiguity and they prefer challenge and novelty on job security and familiarity 

(Crosson, 2015; Johnsen et al., 2017). Nonetheless, Johnsen et al. (2017) have 
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focused on the opposite perspective as well and argued that employees when 

low on PH are more likely to leave their job while being unable to confront 

damaging circumstances.  

 

Cognitive, motivational, and affective processes are emphasized by 

Social Cognitive Theory (SCT) that meaningfully help individuals to manage 

difficult  and challenging circumstances in a better way (Bandura, 1989). This 

theory states that individuals when high at psychological resources like PH are 

found in a better position to cope with social stressors like distress and donôt 

leave the earlier set goals. But an employee when poorly equipped with PH starts 

thinking negatively about his / her job and involves in counterproductive work 

behaviors like turnover intention.  

 

Hence the study hypothesizes that; 

  

H9: Impact of psychological distress on employeesô turnover intention 

is moderated (in both ways either positively or negatively) by 

psychological hardiness based on its strength. 

 

 

2.7.10 Psychological Hardiness as a Moderator between Psychological 

Distress and Task Performance 
 

Raver and Nishii (2010) reasoned that psychological resources strengthen 

individuals to effectively cope with the different stressors to maintain positive 

performance. PH is a specific trait that helps individuals to realize and deal with 

difficult  and stress-oriented circumstances (Kobasa, 1979). PH is recognized as 

finding the objective of life in the tense and stressful circumstances 

(commitment); to build the ability to view the challenges as controllable 

(control); and the capability to efficiently build the adaptability to address the 

process of change (challenge) (Khoshaba & Maddi, 1999). Previous literature 

reveals that employees from professional service backgrounds have successfully 

faced difficult  and stress-oriented circumstances through the efficient use of the 

trait of hardiness (Law, 2005; Lawet al., 2008). Similarly, Westman (1990) 

perused PH as an interpreter of performance and an intervening variable to 

minimize the impact of stressors on individualsô task performance working in 

Israeli Defense Forces. Also notably, in the same study, overall performance has 

been found more adversely influenced by stressors when individuals were low 

in PH.  

 

The current study proposes that individuals when high on PH would be 

more capable to manage the stressors (such as WPB and consequent PD) 

through stabilizing the intellectual resources essentially required for positive 



32 

 

outcomes at a job - including their task performance. COR theory postulates that 

existing resources in terms of vitalities, unique personality traits, and different 

valuable circumstances help individuals to acquire new resources (Hobfoll, 

2001) and if  employees are well equipped with a higher level of psychological 

resource called psychological hardiness, they will  better cope PD and will  

sustain their TP even during their phase of confrontation with the stressful 

circumstances. 

 

Hence the study hypothesizes that; 

 

H10: The impact of psychological distress on employeesô task 

performance is moderated (in both ways either positively or 

negatively) by psychological hardiness based on its strength. 

 

 

2.8 HYPOTHESIZED  MODEL  

 

Drawing upon SCT and COR theory we have developed the study 

hypotheses that lead us to a graphical model for the overall study. Based on COR 

Theory we have proposed that PD will  be the predictable response of individuals 

when they will  be exposed to WPB because it will  be taken as a threat to their 

available resources (Hobfoll, 2001). COR theory postulates that when an 

individual is persistently positioned under negative work experiences, his/her 

psychological resources are drained off finding no sufficient time for recycling 

(Hobfoll, 1989). Hence, loss of resources initiates a cycle of loss of remaining 

resources that resultantly intimidate an individualôs well-being (Halbesleben & 

Wheeler, in press). In the same lines, we considered WPB as a source of 

challenging an individualôs psychological assets and manipulating employeesô 

feelings of psychological distress. Establishing conservation of resource theory 

we proposed that WPB provokes a procedure of cognitive loss, and employees 

are expected to keep silent behaviors to protect their residual resources.  

 

Furthermore, based on the SCT (Bandura, 1989) we argued on cognitive, 

and affective processes required for effective control over those events that 

create a negative impact on individualsô lives. We proposed that cognitive 

process (i.e. PH) is likely to control victimsô behavior through regulation of 

thought-out goals and it eventually helps bullied victims in sticking to earlier set 

goals. Conclusively, such an individual even when confronted by WPB, will  not 

intend to leave the organization and also will  not engage in counterproductive 

work behaviors. A detailed review of the relevant literature suggested us the 

mediated path of psychological distress between WPB and employeeós task 

performance, SB and TI. The role of PH as a moderator on the relationship 
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between PD and employeesô outcomes is also described in the model given as 

under; 

 

 
Figure 2.1: Theoretical Research Model 

 

 

2.9 SUMMARY  

 

This chapter has discussed the variables of interest, their operational 

definitions, and their dimensions. Based on the previous literature, the expected 

interrelations among study variables are reflected, for instance, the expected 

buffering effects of psychological hardiness have been argued between 

psychological distress and employees proposed negative consequences while 

psychological distress has been discussed as a mediating variable between WPB 

and employees expected behaviors on the workplace. To test the hypothesized 

model, a study must incorporate the suitable methodology which will  be 

discussed in detail in the next chapter including research design, selection of 

study population, and adaption of survey instruments along with a brief 

discussion on data analysis. 

 

  

 

   
Psychological  

Hardiness (PH)   

Task Performance  
(TP)   

Employeesô Silence  
(SB)   

Workplace Bullying  
(WPB)   

Psychological 

Distress (PD) 
  

Turnover Intention  
(TI)    

H4 
  

H2   

H6 
  

H5   

H3   

H7   

H8   

H9   

H10   

H! 



34 

 

CHAPTER 3: 
 

RESEARCH METHODOLOGY  
 

 

There is a considerable body of literature that reveals WPB more 

hazardous than the rest of the other stressors including physical violence as well 

(Duru et al., 2018). WPB has been observed as damaging the individualsô 

careers while draining their emotional resources (Ahmad & Sheehan, 2017; 

Buttigieg et al., 2011), producing aggressive behaviors and destructive attitudes 

towards colleagues and the organization as a whole (Duru et al., 2018; Djurkovic 

et al., 2008). Academicians and practitioners have to take it a big challenge to 

explore the most effective coping strategies against detrimental outcomes of 

WPB (Ahmad & Sheehan, 2017; Samnani & Singh, 2012). Literature reveals 

WPB is a complex phenomenon depending upon the ever-changing perceptions 

of respondents. Moreover, the literature professes the significance of addressing 

the dilemma of WPB as a crucial requirement of organizations. Research 

philosophy and the methodology used for the purpose are explained in the 

current chapter. Our research objectives were to explore the negative 

consequences of WPB directed by the latest research gaps highlighted by the 

different scholars and to suggest the positive psychological resource as an 

effective coping strategy for the victims. This chapter, therefore, outlines the 

research plan and discusses the research paradigm and philosophical lens that 

directed the researcher to address study questions and objectives most 

appropriately. The scales used, an account of population, and sample are also 

described.  

 

 

3.1 RESEARCH PHILOSOPHY  

 

Philosophical keenness greatly influences the arrangements within the 

research mechanism and facilitates the researcher to fully  understand what 

exactly is being observed (Saunders et al., 2011). In the area of management, 

we may find three outlooks about research philosophy as most appropriate: 

positivism, interpretivism, and realism (Cooke & Davies, 2000). Positivism 

plays a supportive role in generalizing and quantifying the observations and is 

decidedly based on structured methodology. Interpretive philosophy (Johnson 

& Christensen, 2004) argues that there is not a single meaning of a simple fact 

appropriate for every research problem. Realism focuses on the exchange of 

peopleôs interpretations and is considered more appropriate for research in the 

area of business management. The current study assumed the positivist 

philosophy because the human behavior is being recognized through the 
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positivism framework, and objectivism approach has been followed to collect 

the numerical data for analysis. 

 

 

3.2 RESEARCH DESIGN 

 

The procedure of research design principally starts from the development 

of hypotheses and ends in a valid conclusion of the research. It includes multiple 

stages namely the study approach, the strategy of research, and the methods to 

collect essential facts from respondents (Gauri & Gronhaug, 2002). Descriptive, 

explanatory, and exploratory are a few of the research designs. First of the 

above-mentioned research design describes the features of a population under 

examination. This relates to the respondent's experiences (Bryman, 2012) and is 

also found incapable to pronounce the cause and effect relationship. 

Furthermore, an exploratory design was found more suitable to explore a 

research problem that had not been well-defined before (Shields et al., 2013). 

Explanatory research design helps in the examination of the study hypotheses 

based on different theories found suitable to comprehend the operationalization 

of a specific phenomenon (Johnson & Christensen, 2004). Baxter and Jack 

(2008) argued that the selection of the research design is based on the study 

objectives. The present study is planned to examine the impact of WPB on 

workersô performances while analyzing their attitudes and behaviors in the 

workplace. Likewise, we considered the explanatory research design suitable for 

our study where study hypotheses are developed and are theoretically supported 

to have a better comprehension of the phenomenon of workplace bullying and 

its subsequent PD. 

 
 

3.2.1 Research Approach 
 

Qualitative, quantitative, and mixed methods approaches have been 

discussed in the previous studies. Moreover, different researchers have preferred 

different approaches, for instance, Fraenkel and Wallen (2003) characterized the 

qualitative approach as the best suitable research approach. Ary et al. (2002) 

suggested a quantitative approach when statistical tools are essentially required 

to address a specific research problem while a mixed-methods research 

approach is also suggested by the scholars depending upon the need of the study. 

In the current study, the author wants to measure the observed variables 

quantitatively. Terre-Blanche et al. (2006) argued quantitative approach as the 

best suitable approach to enhance the level of generalizability of the outcomes. 

We also got support from Johnson and Christensen (2008) who suggested a 

quantitative approach to have a better prediction of the future based on the 

previous incidences. Likewise, quantitative research has also been preferred in 
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the previous studies while measuring the extent of the variability of respondentsô 

behaviors (Goodboy et al., 2020; Barry et al., 2020). Accordingly, the 

quantitative research approach has been decided to investigate the wide-ranging 

phenomenon of WPB and related outcomes in the current study. 

 

 

3.2.2 Research Strategy 
 

A research plan is primarily decided to conduct the upcoming activities 

related to research (Saunders et al., 2007). Experimental study, case study, 

survey-based study, grounded theory, and action research are a few of the 

research strategies mentioned in the previous studies (Gill  & Johnson, 2002).  

A survey-based strategy is commonly used to study the features of a specific 

population including all of its attitudinal and behavioral perspectives (Salant & 

Dillman, 1994; Fraenkel & Wallen, 2003). Scholars preferably recommend 

survey-based study because of its capability of collection of information in the 

maximum range from the defined population (Singleton & Straits, 2005). Along 

the same lines, we decided on a survey-based strategy along with the 

questionnaires adapted from earlier studies to execute the process of data 

collection. 

 

 

3.2.3 Time Horizon of the Study and Research Site Selection 
 

Two types of research timelines namely cross-sectional and longitudinal are 

discussed in the previous studies (Bryman, 2012). Saunders et al. (2003) highlighted 

the importance of timelines before getting into the process of data collection. We 

may have a study based on the specific timeline (i.e. cross-sectional) or it can be 

related to a continuing phenomenon (i.e. longitudinal in nature). A study based on a 

longitudinal time frame shows the process of data collection carried out over a 

lengthy period to examine change over time (Goddard & Melville, 2004). 

Conversely, when the investigation is associated with a specific phenomenon in a 

specific period then a cross-sectional time frame becomes the choice of the 

researchers. Gall, Gall, and Brog (2007) argued that a cross-sectional study is the 

best suitable way to collect data from respondents at a particular time. Likewise, we 

drew a sample at one particular time (Sekaran, 2003) and collected the primary 

response from the teaching faculty working in the higher education institutions, 

recognized by HEC of Pakistan.  

 

Due to the damaging effects of WPB for both employers and employees, 

WHO (2010) has highlighted the need to address the dilemma around the globe. 

Researchers now have started focusing on this societal problem out of the European 

context because the issue is prevalent in the developing countries as well (Sarwar,  
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et al., 2019). Based on limited financial resources and time constraints, the researcher 

found it convenient to observe responses from Pakistan. Moreover, Pakistan has a 

culture of its own based on low on individualism and high on collectivism that may 

influence the phenomenon of bullying differently (Hofstede, 1983). Contrary to the 

United States and several Western nations such as England, Sweden, etc. Hofstede 

(2009), classified the culture of Pakistan as recognized by high power differences. 

Cultures, where power distribution is unequal, are expected to provide more 

opportunities for bullies to push victims into a helpless and defenseless position 

(Lutgen-Sandvik Tracy & Alberts, 2007). Moreover, Cassum (2014), reported that 

most of the bullying incidents usually go unreported in the name of protecting family 

honor or due to fear of shame and humiliation (Cassum, 2014). Likewise, the culture 

of honor in Pakistan differs from the European dignity cultures (Severance et al., 

2013). It has been discovered that honor culture considered the value of a person 

assessed not only by himself but also by others as his/her community (Leung & 

Cohen, 2011). Discourteous dealings (e.g. WPB) are deliberated to be a loss of honor 

(Leung & Cohen, 2011) and are unacceptable in terms of the cultural values of the 

communities like Pakistan. Based on the cultural disparities, it also looks viable to 

test for a possible difference in the conceptualization of the phenomenon of WPB in 

Pakistani settings.  

 

 

3.2.4 Choice of Population and Sampling 
 

Population refers to the total set of observations available to choose a 

sample for analysis based on a certain sampling procedure. Narehan et al. (2014) 

emphasized a sample size that should truly represent the population. Probability 

and non-probability sampling techniques are oftenly used to choose the sample 

size. Probability sampling is considered more reliable that is based on an equal 

opportunity for the respondents to be selected as a study sample (Ary et al., 

2006). Moreover, the probability sampling technique is recommended when 

there is a known population (Sekaran, 2006). While in the present study, 

university teaching faculty (both from the public and private sectors) was taken 

as our study population. Literature shows that prevailing backgrounds of WPB 

are different for different occupations. It has been observed by Misawa (2015) 

that there is a growing trend of WPB in the institutions of higher education. The 

latest study by Keashly (2021) revealed that twenty-five percent of academic 

staff claimed being victimized by bullying within one year, while forty to fifty  

percent viewed others as being abused. Bulling has comparable lasting 

emotional, psychological, managerial, and corporeal side effects as sexual 

harassment in the academic sector (Mccall, 2019; Viglianti, Oliverio, & Meeks 

2018, & Minkina, 2019). Further, a doable research gap has been claimed by 

Rai and Agarwal (2018) in terms of under consideration of the issue of WPB in 

HEIs and also he questioned the lack of adequate research in the mentioned area 
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as well. Literature shows that there may be several external and internal factors 

responsible for WPB in the academic sector. Primarily, post-recession budget 

cuts for higher education institutions are ascertained a leading factor to job 

stressors (including WPB) in the workplace (Pelletier, Kottke, & Sirotnik, 2019; 

Hollis, 2016; Twale, 2017). Secondly, Hollis (2018) argued unnecessary 

academic freedom, a sound reason behind incivility  in the education sector. 

Thirdly, human resource managers have been observed not realizing bullying as 

a major predictor of abridged morale and derided creativity in the higher 

education sector (Dalager, 2016; Hollis, 2016; Pelletier, Kottke, & Sirotnik, 

2019). Fourthly, exhaustive research activities and pledged job engagements 

(Nadolny & Ryan, 2015) have also been proved to provoke the feeling of WPB 

among the higher education academic faculty. Fifthly, Skinner et al. (2015) 

blamed higher education institutions hiding bullying behaviors to retain their 

public image.  

 

Kothari (2004) recommended multi-stage sampling for a population 

expanded to a noticeably big topographical area e.g., the whole country. He 

argued multistage sampling (i.e. divided into fractional units) as an easier 

approach to manage than single-stage designs. Based on this factual 

compatibility, we considered multi-stage sampling as the best suitable strategy. 

We used stratified sampling and got our population structured into different 

óstrataô where every subject has the same chance to be selected as an ñelementò 

(Kothari, 2004) in each stratum as an independent sub-population. 

 

Moreover, there are different considerations for determining the sample 

size of the population. Roscoe (1975) offered the following guiding principles: 

(a) A sample size larger than thirty and less than five hundred will  be considered 

appropriate for most of the studies (b) for each group a sample size equal to 

thirty is essential if  there are found subsamples of the sample (c) ten times bigger 

sample size is required compared with the number of variables determined in 

the multivariate study. Moreover, 1:4 as least and 1:10 as the highest response 

ratio is recommended by Hinkin (1995) for every single set of measures. At the 

1st stage of sampling, we have divided a total number of 177 higher education 

institutions (Data updated two years before by HEC, Pakistan) into two strata 

i.e. Govt. subdivision and private subdivision. Nationwide, we found 103 public 

sector universities (i.e. equal to 58% and 74 private sector universities (i.e. 

42%). Henceforth, a total sample of 30% of 177 (i.e. 54) universities have been 

selected. Moreover, to determine a suitable sample size from each stratum, 

proportional apportionment of random sampling has been applied. According to 

this approach, a 30% random sample was selected from the total population 

which comprised, 31 universities from the public sector and 23 from the private 

sector (i.e. 58.0 % of 54 = 31, and 42.0% of 54 = 23). It was also found that 

teachers who were serving as permanent faculty were equal to 34,444, of which 
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24,340 belonged to Govt. institutions and 10104 were from private universities 

(www.hec.gov.pk).  

 

Following the 2nd stage of sampling, faculty members were selected on 

a convenient basis from 31 public sectors and 23 private sector universities. 

Moreover, to determine the appropriate sample size and to make the study more 

reliable and logically sound, the formula presented by Krejcie and Morgan 

(1970) was applied to choose a sample being a true representative of the given 

population and the same method has been applied by Ahmad (2017) while 

examining the same population to derive the empirical findings in their Ph.D. 

work (see APPENDIX-A). Considering each stratum and relying on the above-

referred formula, the sample size of 736 faculty members (i.e. 379 faculty 

members from the public sector and 357 faculty members from private sector 

universities) was considered adequate to be approached on a convenient basis to 

seek the responses (see Appendix-A). In the case of known population, the 

formula presented by Yamane (1967) can be used to find out the sample size 

which is as follows; 

n= N/ (1+Ne2).  

In the case of Public Sector Universities 

n= N/ (1+Ne2).  

n= Sample size 

N= Represents the total population (i.e. Segregation of total number of 

faculty members according to different public sector universities is given 

in APPENDIX-C) 

e2 = Probability of error, this study has used 95% of confidence level, so 

its value will  be equal to 5% 

n = 15515/ 1+ 15515 (.05)2 

n =15515/39.788 

n = 390 

 

In the case of Private Sector Universities  

N = 5152, (Segregation of strength of faculty members according to 

different private sector universities and their total number is given below 

in APPENDIX-B) 

n = 5152/1+5152 (.05)2  

n = 5152/13.88  

n = 371 
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Above mentioned results guided us to consider 761 (i.e. 390 respondents 

from the public sector and 371 from private institutions) as a total sample size 

to approach on a convenient basis to seek their responses and the same way has 

been followed by Ahmad (2017) while examining the same population to derive 

the empirical findings in their Ph.D. work. Proportional allocation is considered 

as most efficient design when the cost of selecting an item is equal for each 

stratum (Kothari, 2004). Therefore, it was ensured that the selection of 

respondents in an institution (public or private), was based on the proportionate 

distribution of teaching faculty in that institution which determined the size of 

the sample there. For the distribution of samples among strata, Kumaison's 

(1997) formula was applied because it has been found most suitable in the 

current circumstances (Ekwere & Edem, 2014; Anigbogu et al., 2014). The 

formula is given as follows; 

 

Nh = (nNh)/ N 

 

We may explain it as; 

n = Total size of the sample 

Nh = Strength of units assigned to every stratum  

N = Size of the population 

For University of the Punjab, 

 n = 390*1485/15515 

 = 37 

 

Based on the above formula, detail of academic faculty accessed in 

different private and public universities is given below in APPENDIX-B & C.  

 

 

3.2.5 Data Collection Method 
 

Primary and secondary are two basic types of data. First-hand sources are 

required for the collection of primary data; whereas the secondary data is 

considered as already been analyzed and used for research purposes (Burns, 

2000). The research design and nature of the data are considered important 

because these are the deciding factor of the procedure of data collection and we 

collected primary data while following the survey-based research design in the 

current study. 
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3.2.6 Data Collection Procedures 
 

Data were collected simultaneously via field and an online survey. 

Johnson and Christensen (2004) argued that when respondentsô values, beliefs, 

feelings, attitudes, and behaviors are the requirement of the study then a 

questionnaire-based survey is the best suitable option (Johnson & Christensen, 

2004). In the current study, a questionnaire-based survey was conducted for data 

collection because of the requirements of the study to understand the feelings, 

attitudes, and behaviors of higher education faculty as a result of WPB. 

Primarily, concerned heads of the departments from randomly selected 

universities in each stratum were contacted to have their consent for data 

collection. Faculty was accessed via their contact numbers shared on the 

university's official websites and were provided with a cover note to share with 

them the research objectives. Based on the sample frame of the study, survey 

questionnaires were distributed among academic faculty from HEC recognized 

universities of Pakistan using both physical and online mediums of 

communication depending upon the availability of the respondents because with 

the emergence of COVID-19, higher education institutions in Pakistan remained 

fully or partially closed and most of the teaching faculty was not physically 

accessible. Based on the prevailing circumstances, an online link was shared 

using social media (i.e. Whatsapp personal accounts) with the teaching faculty 

working in the major cities of Pakistan (i.e. Islamabad, Quetta, Karachi, Multan, 

Peshawar, Lahore, etc.). For the sake of negligible impact of potential biases, it 

was noticeably mentioned that anonymity of the participants would be sustained 

in the survey, and it was also communicated that the candidates will  be shared 

with the results of the study, on their given email addresses. 377 faculty 

members responded to the questionnaires and the response rate was 50% and we 

may argue that a low response rate could be the result of the physical 

unavailability of most of the teaching faculty due to the prevailing circumstances 

of COVID-19. Nevertheless, while carrying on the process of data entry, 350 

were found properly filled and were used for data entry and subsequently 

utilized for analysis. Supportably, Ruane (2005) indicates that in the case of a 

large population, 30% of the response rate is considered in an acceptable range. 

 
 

3.3 MEASURING  INSTRUMENTS  

 
Based on the suggestions by Ghauri & Gronhaug, (2005) we have used 

adapted measures related to testing the study variables namely WPB, PD, ES, 
TP, TI, and PH. Demographical information including designation, age, gender, 
marital status, qualification, job category, etc. was also asked at the beginning 
of the questionnaire (Johnson & Christensen, 2004). Detail of the study 
measures is as follows; 
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Table 3.1 

Detail of Study Questionnaires 

S# Variables 
Author  

Name 
Year Sample item Items 

1 
Workplace 
Bullying 

Einarsen 
et al. 

2009 
Someone withholding 
information that affects 
your performance 

22 

2 
Psychological 

Distress 

Kessler 
and 

Mroczek 
1994 

In the past six months, 
how often did you feel 
tired out for no good 
reason?  

10 

3 
Psychological 

Hardiness  

Kobasa 
 Maddi 

and 
Kobasa 
(1984). 

1979 
Most of my life gets spent 
doing meaningful things 

15 

4 
Task 

Performance 

Borman 
and 

Motowidlo  
1993 

I adequately complete 
assigned duties. 

7 

5 Silence Brinsfield  2013 
I chose to remain silent 
when I have concerns 
about the work. 

5 

6 
Turnover 
intention 

Kuvaas 2008 
I often think about quitting 
my present job 

5 

 
 

3.3.1 Pretest of the Questionnaire 
 

The pretest of the questionnaire was arranged to evaluate the reliability 
and validity of the scales. Even though the items related to study measures were 
confirmed by the previous studies, but few words related to modification 
demanded a pilot study be conducted. Hence, pilot testing was performed in the 
higher education institutions in Lahore, Pakistan. Correspondingly, the content 
and face validity of the proposed measures were examined by a panel of experts 
including four Ph.D.ôs with a sound research profile and having authorship in 
international journals of repute as well. Suggestions were given by the experts 
and were incorporated accordingly in terms ofitems modifications. 
Subsequently, the reviewed questionnaire was used for the pilot study. 25 
employees of HEIôs contributed to the pilot study. McMillan and Schumacher 
(1989) advised a sample of 20 participants sufficient if  the rigorous statistical 
analysis is not involved. Henceforth, all the measures included in the 
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questionnaire were found to have reasonable reliability. In following lines, detail 
of adapted measures is briefly given as; 

 
 

3.3.2 Measurement of WPB 
 

WPB was taken as an independent variable and was calculated by NAQ-
R, a 22-item scale established and rigorously authenticated by Einarsen, Hoel, 
& Notelaers, (2009). It covers work-related, person-related, and physical 
intimidation bullying experienced by the victims typically once in a week or 
more often, throughout six months or more. Several previous studies justified 
the robustness of the measure (Einarsen & Nielsen, 2013). An example of a 
sample item includes ñSomeone withholding information which affects your 
performance.ò  

 
 

3.3.3 Measurement of PD 
 

The present study used Psychological Distress (PD) as the mediating 
variable. K6 (Kessler et al., 2002) found as a shorter version of K10 (Kessler 
Psychological Distress Scale-10) was used to measure PD. An example of a 
sample item includes: ñDuring the last six months, about how often did you feel 
nervous? Past studies show the strong internal consistency of K6 with a 
Cronbachôs alpha of Ŭ = .93 (Kessler et al., 2002). Convergent validity was also 
proved by Fassaert et al. (2009). 
 
 

3.3.4 Measurement of Dependent Variables of the Study 
 

Constructs named task performance, employeesô silence, and turnover 
intention were used as dependent variables. Detail is as follows;  

 
 

3.3.4.1 Task Performance (TP) 
 

Seven items were adopted from a scale developed by Borman and 
Motowidlo (1993) to measure the variable of task performance. They reported 
Cronbach's alpha as Ŭ = .95, which shows the acceptable range of internal 
consistency and reliability of thescale. The responses were obtained through 5 
points Likert scale. The sample items of the scale included ñI adequately 
complete assigned duties.ò 
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3.3.4.2 Employees Silence / Silent Behavior (SB) 
 

Five items adapted from Van Dyne et al. (2003) were used to measure 
SB. The responses were obtained through 5 points Likert scale. The scale has 
been used in past studies that reported Cronbach's alphas Ŭ = .90, which 
indicated an acceptable internal consistency and reliability (Tangirala & 
Ramanujam, 2008). (The sample item of the scale included ñI chose to remain 
silent when I have concerns about the work.ò) 

 
 

3.3.4.3 Turnover  Intentions (TI)  
 
TI was assessed by five items scale used in Norwegian settings by Dysvik 

and Kuvaas (2010) who reported Cronbach's alphas as Ŭ = .89, which indicated 
acceptable internal consistency reliability. The responses were obtained through 
5 points Likert scale. The sample item of the scale included ñI often think about 
quitting my present job.ò 

 
 

3.3.5 Measurement of Moderating Variable (PH) of the Study 
 

PH was assessed by the revised Norwegian hardiness scale consisting of 
15 statements. Past studies show that the revised DRS-15 has a satisfactory level 
of internal consistency ranging between 0.60ï0.70 (Hystad et al., 2010) and also 
comprising a general hardiness dimension and the three sub-dimensions of 
commitment, control, and challenge. Responses were collected on a five-point 
scale. An exemplary item includes: óóMost of my life gets spent doing 
meaningful things.ò  
 

Moreover, age, gender, education, marital status, and total experience with 
the same organization were used as the control variables in the current study so 
that the demographics and personal differences of the respondents can be 
controlled. 

 

 

3.4 STATISTICAL  DESCRIPTIVE  ANALYSIS  

 
The study sample was analyzed using frequency distribution, means, 

variation, and percentage distribution of the attributes. The sample was also 
demographically analyzed by using the parameters of age, gender, marital status, 
education, and job category. 
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3.4.1 Data Analysis Tools 
 

Based on the suggestions by Johnson and Christensen (2004) different 
data analysis techniques were applied to test the study hypotheses and to 
conclude the outcomes of the study. The selection of the design of the research 
determines the selection of the data analysis techniques. In the current study, 
Statistical Package for Social Sciences (SPSS) 23.0 and Analysis of Moment 
Structure (AMOS) 24.0 were used as suitable tools for data analysis.  

 

 

3.5 PRELIMINARY  DATA  ANALYSIS  TECHNIQUES  

 
Based on the suggestions by Chin and Lee (1996) a subjective threshold 

equal to 5% was defined to consider the missing data (Ruane, 2005) including 
the questions related to demographics as well. Data normality, mean, standard 
deviation, and correlation of variables of interest were examined through SPSS-
24. Based on the previous studies, the value of correlation between 0.20 to 0.35 
was deliberated as weak, between 0.35 to 0.65 as moderate and above 0.65 or 
0.85 was considered as strong and high (Cohen & Manion, 1994).  

 
 

3.5.1 Internal  Reliability  and Validity  of the Measures 
 

An instrument will  be considered reliable if  it provides identical results 
over time (Bonds-Raacke & Rackee, 2012). Different methods are usually 
employed to examine the reliability of the scale including test-retest and split-
half reliability techniques. Moreover, Meyer et al. (2006) argued that 
Cronbachôs alpha is a commonly used method to have the details of the internal 
consistency of the instruments. Based on the previous studies, the internal 
consistency of the instruments was measured by following Cronbachôs Ŭ (1951) 
alpha values. We confirmed Convergent and discriminant validities of the scales 
by using AMOS while SEM was applied to examine the study hypotheses.  
 

In chapter 3, we have discussed the research plan, research paradigm, and 
philosophical lens that directed us to decide on the most suitable research design 
and data collection methods required to address research questions and 
objectives of the study. The scales used, an account of population, and sample 
are also described in chapter 3 while chapter 4 deals with the results of the study. 
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CHAPTER 4: 
 

DATA  ANALYSIS  AND RESULTS 
 

 

WPB is a widespread issue and researchers around the globe are 

investigating different aspects of WPB and its psychological impact on 

employees (Murshid, 2017; Shaikh, 2013; Bibi, 2021). People living in different 

cultures might have a diverse impact on WPB (Niedl, 1995; Parach & Shahzad, 

2017; Denovish et al., 2017). This study shed light on our context. The current 

section of our study encloses the findings of our research objectives related to 

the consequences of WPB and subsequent psychological distress in HEIs along 

with the role of the personal psychological resource (PH) as a moderating 

variable.  

 

Majorly, the researcher has addressed the latest calls by the different 

researchers related to the detrimental outcomes of WPB and subsequent 

psychological distress along with the role of positive psychological resources 

(psychological hardiness) as a minimizing strategy by the respondents. The 

rationale behind the selection of academic faculty working in HEIs has 

discoursed in the previous chapter. While being confronted with the financial 

constraints and time limitations, we have to focus on the higher education 

institutions operating in Pakistan. The phenomenon has not been studied 

extensively in this part of the world, therefore a holistic approach employed for 

the contextual assessment of the phenomenon of workplace bullying seems 

viable. Going further, the study also aimed at finding out the role of the positive 

psychological resource (PH) to mitigate the impact of workplace bullying.  

 

The aim behind a quantitative inquiry is to examine and explain the 

outcomes of collected data through statistical analysis (Zikmand, 2015). Such 

an inquiry is proceeded to investigate a societal problem based on gathering 

numerical data that will  further be analyzed using mathematically based 

methods (Aliaga & Gunderson, 2002). The current chapter involves the detailed 

analysis of quantitative data (by focusing on data screening and cleaning, 

description of population and sample, reliability analysis, the validity concerns 

of findings of the study, correlation and regression analysis, multiple mediations 

analysis using Bootstraps and moderation.) 

 

Importantly, with the emergence of COVID-19, higher education 

institutions in Pakistan remained fully or partially closed. Based on the 

prevailing circumstances, an online link was shared with the teaching faculty 

working in the big cities of Pakistan, using their email addresses and social 
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media including their Whatsapp accounts. Gathered responses were primarily 

screened for the treatment of unengaged responses missing data and univariate 

and multivariate outliers. Moreover, intentionally or unintentionally few 

respondents left a few answers blank showing missing values and it is 

considered reasonable to proceed for data analysis if  missing values are found 

less than 10%. In the current study, approx. 40 responses were found with the 

missing data and were excluded from the date sheet.  

 

Further, it is considered significant to identify the outliers in the datasheet 

to avoid data manipulation and for the same reason univariate outliers were 

detected through Boxplot and Multivariate outliers were identified through 

Cooks D and Mahalanobis test. Likewise, such cases were found less than 1% 

and were retained. It is viable to ensure that data should be normally distributed 

for finding estimates with maximum likelihood. Purposefully, variables 

screening was performed after case level screening. Skewness and Kurtosis were 

measured to have an idea about the deviation of responses from a normal 

distribution. All  the values were observed within the acceptable ranges 

(skewness <+3, kurtosis <+10 as suggested by Kline, 2005). Moreover, 

histograms and p-p plots were also used to assess data normality.  
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Moreover, inconsistent relationships can be problematic for structural 

equation modeling, and for the same reason, linearity was tested through 

ANOVA in SPSS and all the variables were found linearly related showing no 

deviation. 

 

 

4.1 PARTICIPANTS  BIOGRAPHICAL  PROFILE   

 

Table 4.1 shows that the present study is responded considerably higher  

by male teaching faculty (236, 68%) as compared to female teaching faculty  

(114, 32%). 

 

Table 4.1 

Gender of Respondents 

 

Table 4.2 shows that thirty-three percent (33%, n = 117) respondents of 

our study belong to the age group of 20 to 29 years while fifty -three percent 

Category Frequency Percent (%) Cumulative Percent 

Female 236 67.4 67.4 

Male 114 32.6 100 

Total 350 100  
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(53%, n = 185) belong to the age group of 30-39 years which should be 

considered as the highly responded range of age group of our study. 

 

Table 4.2 

Respondentsô Age 

 

Table 4.3 shows that the number of married respondents of our study is 

more than unmarried ones with a significant difference of 43.2%. 

 

Table 4.3 

Respondentsô Marital  Status 

Marital  Status Frequency Percent (%) Cumulative Percent 

Married 247 70.6 70.6 

Unmarried 96 27.4 98.0 

Widowed 5 1.4 99.4 

Divorced 2 0.6 100.0 

Total 350 100.0  

  

Table 4.4 shows that majority of the respondents of our study bears 

M.Phil. Degree as their terminal degree (82%, n = 287).  

 

  

Age Group Frequency Percent (%) Cumulative Percent 

20-29 years 117 33.4 33.4 

30-39 years 185 52.9 86.3 

40-49 years 42 12 98.3 

50-59 years 4 1.1 99.4 

60-69 years 2 0.6 100 

Total 350 100  



50 

 

Table 4.4 

Respondentsô Educational Level 

Category Frequency Percent (%) Cumulative Percent 

Masters 2 0.6 0.6 

M.Phils. 287 82.0 82.6 

Ph.Ds. 61 17.4 100.0 

Total 350 100.0  

  

Table 4.5 shows that our study is responded more by teaching faculty 

working in private universities (198, 56.6%) as compared to those working in 

the public sector (152, 43.4%). 

 

Table 4.5 

Demographics Related to Respondentsô Private or Public Division 

Category Frequency Percent (%) Cumulative Percent 

private 198 56.6 56.6 

Public 152 43.4 100.0 

Total 350 100.0  

 

 

4.2 DESCRIPTIVE  STATISTICS  

 

Descriptive statistics help us to understand the characteristics of the data set 

in terms of highest, lowest, and average values associated with the study variables. 

We may observe that WPB has 1.00 as the lowest and 5.00 as the lowest values while 

the average value is approx. 2.00. PD includes 1 as lowest and 4.5 as highest value 

while the average value as approx. 3.00. TP has 1.00 as lowest and 5.00 as highest 

value while the average value is approx. 4.00. SB has 1 as lowest and 5.00 as highest 

value while the average value is approx. 3.00. TI has 1.00 as lowest and 5.00 as 

highest value while the average value is approx. 3.00. PH has 1.00 as lowest and 4.00 

as highest value while the average value is approx. 2.00. 
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Table 4.6 

Values of Mean and Standard Deviation 

Constructs Minimum  Maximum Mean 
Std. 

Deviation 

Workplace 

Bullying 
1 5 1.8513 0.60967 

Psychological 

Distress 
1 5 2.3795 0.72698 

Task 

Performance 
1 5 3.9216 0.68528 

Silent Behavior 1 5 2.5754 0.85765 

Turnover 

Intention 
1 5 2.9566 0.93426 

Psychological 

Hardiness 
1 4 2.3795 0.72698 

 

  

4.3 SCALE MEASUREMENT  

 

4.3.1 Reliability  Assessment 
 

The internally consistent measuring tool is supposed to measure the same 

thing consistently (Zikmund & Babin, 2015) and the same characteristic can be 

assessed by Cronbachôs alpha (Cronbach, 1951, Hair, Sarstedt, Hopkins & 

Kuppelwieser, 2014). Cronbachôs alpha is usually calculated to test the 

reliability of the instruments. Hair et al. (2010) argued 0.60 as the acceptable 

value of Cronbachôs alpha. Few of the studies consider 0.50 as an acceptable but 

not a good value (Streiner, Norman & Cairney, 2014). The value of Cronbachôs 

alpha usually falls between the range of 0 to 1 where zero shows no consistency 

and one means the measuring instrument is fully  consistent. Table 4.7 shows 

that adopted measures for the present study are internally consistent and reliable. 

Hair et al. (2014) discussed the limitation of Cronbachôs alpha that it takes all 

indicators equally reliable and usually underestimates the parameter of 

reliability of the instruments. Considering this limitation, another test was 

applied namely composite reliability analysis showing an acceptable value as 

0.7 or more (Hair et al., 2014; Malhotra, 2010). Findings showed that all of the 

values of composite reliability are higher than 0.60 displaying all the study 

variables in the acceptable range and suitable for further analysis because it also 

confirms no issues with the convergent reliability as well. 
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Table 4.7 

Reliability  Analysis 

Variables 
No. of 

Items 

Cronbach's 

Alpha 

Composite 

Reliability  

Workplace 

Bullying 
22 0.92 0.918 

Psychological 

Distress 
6 0.74 0.769 

Task 

Performance 
7 0.837 0.845 

Silent 

Behavior 
5 0.78 0.773 

Turnover 

Intention 
5 0.852 0.843 

Psychological 

Hardiness 
15 0.747 0.821 

 

 

4.4 VALIDITY  TEST  

 

The face and construct validity of the instruments are considered 

significant to be calculated. Face validity measures items' consistency following 

the theoretical backgrounds. The study questionnaire was shared with two 

members of the senior faculty at the University of Punjab having the same area 

of interest to assess the face validity of the instrument and we got a satisfactory 

response. Moreover, based on the previous literature, we decided to measure the 

construct validity based on the correlation among the variables of interest 

(Ghauri & Grønhaug, 2005).  

 

 

4.4.1 Correlation Analysis  
 

Statistically, the Pearson correlation coefficient is used to measure the 

linear association of two variables (Boddy & Smith, 2009). The acceptable range 

of the coefficient is ±1; where +1 shows perfectly positive and -1 shows a 

perfectly negative association, while 0 shows no relationship. Table 4.8 is given 

below showing the values of correlation among all the study variables. 
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Table 4.8 

Correlational  Assessment of Study Variables 

Variables 
M 

(SD) 

Cronbachôs 

Alpha (Ŭ) 
1 2 3 4 5 6 

1-Workplace 

Bullying  

1.8513 

(0.609) 
0.92 1      

2-Psychological 

Distress 

2.3795 

(0.726) 
0.74 .444

**
 1     

3-Silence 

Behavior 

2.5754 

(0.857) 
0.78 .303

**
 .303

**
 1    

4-Turnover  

Intention  

2.9566 

(0.934) 
0.852 .170

**
 .281

**
 .259

**
 1   

5-Psychological 

Hardiness 

2.3795 

(0.726) 
0.747 0.067 .192

**
 .165

**
 0.08 1  

6-Task 

Performance 

3.9216 

(0.685) 
0.837 -.227

**
 -0.011 -0.067 -0.084 0.056 1 

**.  Correlation is significant at the 0.01 level (2-tailed).  

*. Correlation is significant at the 0.05 level (2-tailed) 

 

 

4.4.2 Discriminant  Validity   

 

Discriminant validity shows the degree to which a construct varies 

from others in an empirical study (Hair et al., 2014) and it can be evaluated 

by the Fornell-Larcker criterion (Fornell &  Larcker, 1981). This approach 

matches the value of the square root of AVE-Variance Explained numerical 

values with the values of correlation of a latent variable. To check the 

discriminant validity, it is necessary to note all the diagonal values should be 

greater than the off-diagonal values, these are the values showing the square 

root of AVE values of the study constructs (i.e. T_Perfmc = Task 

Performance, W_Bul = Workplace Bullying, P_Dist = Psychological 

Distress, P_Hard = Psychological Hardiness, S_Bhr = Silent Behavior, 

T_Intent = Turnover Intention). Table 4.9 shows that the required condition 

is fulfilled  and study constructs are found to have discriminant validity. 
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Table 4.9 

Discriminant  Validity  

 CR AVE MSV 
MaxR 

(H) 
TP WPB PD PH SB TI  

TP 0.803 0.500 0.094 0.910 0.680      

WPB 0.913 0.590 0.242 0.957 -0.306 0.612     

PD 0.769 0.510 0.242 0.962 -0.105 0.492 0.633    

PH 0.827 0.530 0.020 0.968 0.053 -0.019 0.108 0.591   

SB 0.773 0.550 0.154 0.972 -0.157 0.350 0.392 0.143 0.644  

TI  0.844 0.522 0.099 0.976 -0.219 0.171 0.314 0.106 0.313 0.722 
Note: CR= composite reliability, AVE= average variance extracted, MSV= maximum shared 

squared variance, MaxR(H) = maximum reliability, (H) = square root of AVE  

 

 

4.5 KMO  AND BARTLETT  TEST OF SPHERICITY   

 

Malhotra (2010) revealed that Bartlettôs test explains the factor of non- 

correlatedness of variables, and the Kaiser Meyer-Olkin test guides researchers 

about the data suitability to proceed for factor analysis (Kaiser, 1970). Before 

succeeding towards factor analysis, it is viable to conduct the KMO and 

Bartlettôs test of Sampling Adequacy and Sphericity. The statistical values of 

both of the tests have been observed in the acceptable range i.e. 0.50-1.0 (where 

ι 0.90 = excellent; 0.80 = admirable; 0.70 = moderate; 0.50 = not good and < 

0.50 = undesirable) (Dziuban & Shirkey, 1974) showing readiness of data for 

factor analysis (Malhotra, 2010) (see table 4.11).  

 

Table 4.10 

KMO  and Bartlett's  Test 

Test Name Value 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 0.808 

Bartlett's  Test 

of Sphericity 

Approx. Chi-Square 10019.507 

Df 2145 

Sig. 0.000 

 

4.6 COMMON  METHOD  BIAS  

 

If  it has been observed that variance explained by a single factor is more 

than fifty  percent then the error of common method bias is proved and it is 

essential to remove it (Podsakoff, MacKenzie, Lee, & Podsakoff, 2003). In the 

current study, Harmanôs single factor test showed extracted factor with 

eigenvalue more than 1 and maximum variance explained by a single factor was 

equal to 15.250% which is not exceeding the threshold value (see table 4.11). 

Hence, CMB is not proved in our study.  
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Table 4.11 

Total Variance Explained by Single Factor 

Component 
Initial Eigenvalues 

Extraction Sums of 
Squared Loadings 

Total 
% of 

Variance 
Cumulative 

% 
Total 

% of 
Variance 

Cumulative 
% 

1 10.065 15.250 15.250 10.065 15.250 15.250 

2 5.130 7.772 23.022    

3 3.659 5.544 28.566    

4 3.494 5.294 33.860    

5 2.443 3.701 37.561    

6 2.193 3.323 40.884    

7 2.131 3.229 44.113    

8 1.755 2.659 46.772    

9 1.685 2.553 49.325    

10 1.500 2.273 51.598    

é.. é.. é.. é..    

Extraction Method: Principal Component Analysis. 

 

 

4.7 CONFIRMATORY  FACTOR ANALYSIS  

 

CFA affirms items' relevance to the associated construct based on 

theoretical grounds (Kline, 2010). In the current study, CFA was executed firstly 

at the scale level and then at the level of the overall Measurement Model. AMOS 

24 was used for structural equation modeling. Remarkably, it is essential to 

discuss fit  indexes before further proceeding to justify the criteria of acceptance 

of the model. 

 

 

4.7.1 Fit  Indexes  
 

 Generally, a model is supposed to meet the criterion of acceptability if  the 

value of relative chi-square is smaller than 3 (Ullman, 2001; Kline, 1998), or 

sometimes smaller than 5 (Hair et al., 2010). Root-Mean Square Error of 

Approximation (RMSEA) should be lower than .08 (Hu & Bentler, 1998; 

Browne & Cudeck, 1993) and preferably smaller than .05 (Stieger, 1990). 
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Moreover, a little harmony is found on the value of the Comparative Fit Index 

(CFI). In a field where preceding models generate CFI equal to 0.70 then the 

value equal to 0.85 is considered progressed and should be accepted (Bollen, 

1989). Hair et al. (2010) proposed CFI >.95 as great, >.90 as good, and >.80 as 

permissible sometimes. Moreover, they advised Standardized Root Mean 

Residual (RMR) < .09 and PNFI >0.50 and Parsimony Normed Fit Index (PNFI) 

should be greater than 0.50. The Normed Fit Index and The Goodness of Fit 

Index (GFI) should be around 0.90 (Byrne, 1994). 

 

 

4.7.2 Scale Level Execution of CFA  
 

Primarily, each item was examined carefully based on sale level 

confirmatory factor analysis. An insignificant item or an item loaded below 0.3, 

or negatively loaded was excluded before further analysis (Mallard & Lance, 

1998). Workplace Bullying (Figure 4.1) indicates the excellent fit  model where 

WPB1, WPB2, WPB3, WPB5, WPB7, WPB8, WPB9, WPB10, WPB11, 

WPB12, WPB13, WPB14, WPB15, WPB16, WPB17, WPB18, WPB19, 

WPB21 are observed showing satisfactory loadings equal to 0.433, .0.410, 

0.480, 0.396, 0.580, 0.715, 0.566, 0.576, 0.689, .709, .751, .608, .701, .754, 

.713, 0.614, 0.643, and 0.471 respectively. WPB4, WPB6, WPB20, WPB22 

were excluded due to poor loadings. Modifications Indexes revealed that errors 

of items WPB1 and WPB2; WPB8 and WPB9; WPB3 and WPB12; WPB2 and 

WPB13; WPB14 and WPB16; WPB17 and WPB18 covary. The GOF indices 

(Table 4.12) show the values of CMIN/DF=1.924, RMR=0.047, and GFI= 

0.925, and AGFI= 0.900, and PGFI=0.687, and CFI= 0.953 and RMSEA = 

0.051 demonstrating brilliant fit. 
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Figure 4.1: Model of Workplace Bullying 

 

Psychological Distress (Figure 4.2) indicates the excellent fit  model 

where PD1, PD2, PD3, PD4, PD6 reveal the satisfactory factor loadings equal 

to .702, .613, .636, .626 and .588 respectively. PD5 was excluded due to poor 

loading. Modifications Indexes showed that errors of item PD1 and PD4 covary. 

Values for GOF indices (Table 4.12) showed CMIN/DF= 2.380, RMR = .034, 

GFI = .989, AGFI = .960, PGFI = 0.264, CFI = 0.985 and RMSEA = 0.063, 

demonstrating brilliant fit.  (See Table 4.12). 
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Figure 4.2: Model of Psychological Distress 

 

Employees Silent Behavior indicates the excellent fit  model where SB1, 

SB2, SB3, SB4 and SB5 reveal the satisfactory level of factor loadings equal to 

.393, .723, .757, .658, and .614 respectively. Values of GOF indices showed 

excellent fit  including CMIN/DF =1.904, RMR =.030, GFI =.993, AGFI = .967, 

PGFI=0.199, CFI=0.994 and RMSEA= 0.051. (See Table 4.12). 

 

 
Figure 4.3: Model of Silent Behavior 
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Task Performance indicates the excellent fit  model where TP1, TP2, TP3, 

TP6, and TP7 reveal the satisfactory level of factor loadings equal to .671, .930, 

.689, .536, and .490 respectively. Moreover, TP4 and TP5 were excluded from 

further analysis due to poor loading. Modifications Indexes revealed that errors 

of items TP1 and TP7; TP2 and TP6 and TP6, TP7 covary. The GOF indices 

showed excellent fit  including CMIN/DF = 3.91, RMR =.025, GFI =.987,  

AGFI = .935, PGFI = 0.197, CFI=.985 and RMSEA as 0.08 (see Table 4.12). 

 

 
 

Figure 4.4: Model of Task Performance 

 

Turnover Intention indicates the excellent fit  model where TI1, TI2, TI3, 

TI4 and TI5 reveal the satisfactory level of factor loadings equal to .692, .790, 

.799, .711 and .604 respectively. The GOF indices showed excellent  

fit  including CMIN/DF=2.305, RMR = .017, GFI = .995, AGFI= .960, PGFI = 

0.133, CFI = .997 and RMSEA = 0.061(see Table 4.12). 
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Figure 4.5: Model of Turnover  Intention  

 

Psychological Hardiness indicates the excellent fit  model where PH1, PH2, 

PH5, PH6, PH7, PH9, PH10, PH12, PH15 reveals the satisfactory level of factor 

loadings equal to 0.475, 0.628, 0.526, 0.589, 0.607, 0.553, 0.586, 0.658 and 0.671 

respectively. PH3, PH4, PH8, PH11, PH13, PH14 were excluded due to poor 

loading. Modifications Indexes revealed that errors of item PH1 and PH2 covary. 

The GOF indices showed excellent fit  including CMIN/DF = 2.72, RMR = .053, 

GFI = .957, AGFI = 0.926, PGFI = 0.553, CFI = .946 and RMSEA = 0.070  

(see Table 4.12). 

 

 
 

Figure 4.6: Model of Psychological Hardiness 
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Table 4.12 

Confirmatory  Factor Indices of all of the Study Variables 

Model CMIN/DF  RMR GFI AGFI  PGFI RMSEA CFI  

Workplace 

Bullying 
1.924 0.047 0.925 0.900 0.687 0.051 0.953 

Psychological 

Distress 
2.38 0.034 0.989 0.96 0.264 0.063 0.985 

Silent  

Behavior 
1.904 0.03 0.993 0.967 0.199 0.051 0.994 

Task  

Performance 
3.91 0.025 0.987 0.935 0.197 0.081 .985 

Turnover   

Intention 
2.305 0.017 0.995 0.96 0.133 0.061 0.997 

Psychological 

Hardiness 
2.72 0.053 0.957 0.926 0.553 0.07 0.946 

 

 

4.7.3 Measurement Model  
 

A complete measurement model was generated after going through scale 

level models (see fig. 4.6). 
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Fig. 4.7: Measurement Model 

 

All  the values of GOF for the overall measurement model are found 

satisfactory demonstrating CMIN/DF = 1.54, RMR = .06, RMSEA = 0.04,  

CFI = 0.90, GFI = 0.85 and PNFI = 0.72. Moreover, factor loadings of all the 

items including all variables have been observed satisfactory (see table 4.13 and 

4.20). 

 

Table 4.13 

Model Fit  Summary 

Model CMIN/DF  RMR CFI  GFI  PNFI RMSEA 

Measurement Model 1.629 .061 0.90 0.836 .719 0.042 










































































































































