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Abstract: This study examines the link between workplace ostracism and incivility along 
with the mediating role of negative emotions and moderating role of perceived 
organizational support. The study applies partial least squares structural equation 
modelling (PLS-SEM, Smart PLS-4) for data analysis of responses obtained from 315 
service sector professionals in Pakistan. The results confirmed that workplace ostracism 
is positively linked to workplace incivility and that negative emotions mediate this 
relationship. Furthermore, the relationship between negative emotions and workplace 
incivility is moderated by perceived organizational support (POS) such that this 
relationship gets weaker for higher level of POS. This research enhances the literature 
surrounding the stressor emotion model and provides insights to organizations in 
formulating policies to manage workplace ostracism and incivility.   
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1. Introduction 

It is very important for organizations to have cordial work environment so that the employees 
interact with one another in a friendly and hopeful manner while enjoying spending time at their 
workplaces (Emhan et al., 2024). Since employees devote a major share of time at their workplaces, 
they might experience both good and bad behaviour from their colleagues. It is not only generally 
believed but also empirically proven that uncivil workplace behaviours negatively affect the 
workplaces (Han et al., 2022). Uncivil workplace behaviour not only foils the work environment 
through diminished trust among employees but can also lead to many other detrimental effects for 
the organizations (Porath & Pearson, 2013). Uncivil work behaviour, normally termed as workplace 

Business and Economics Research Journal   Vol. 16, No.4, 2025 pp. 533-549 doi: 10.20409/berj.2025.480 

 

https://orcid.org/0009-0004-4296-7831
https://orcid.org/0000-0002-6180-1966
https://orcid.org/0000-0002-2977-1293
https://orcid.org/0000-0003-1615-3100


 

534       Business and Economics Research Journal, 16(4):533-549, 2025 
 

Workplace Ostracism as An Antecedent of Workplace Incivility: Mediation of Negative Emotions and Moderating Role of 
Perceived Organizational Support 

incivility, are so common that majority of the workers experience incivility in their professional 
career (Porath & Pearson, 2013: 115). 

The concept of workplace incivility gained popularity through a prominent theoretical study by 
Andersson and Pearson (1999) where it was described as “low-intensity deviant behaviour with ambiguous 
intent to harm the target, in violation of workplace norms for mutual respect,” since “Uncivil behaviours are 
characteristically rude and discourteous, displaying a lack of regard for others” (Andersson & Pearson, 1999: 
457). Many other scholars embraced this definition while defining this construct in a similar manner (Cortina 
et al., 2017). Some common illustrations of workplace incivility are passing humiliating remarks about a 
colleague, talking down to a colleague, not paying attention to the opinions of a colleague, using 
unprofessional terms to address a colleague, and interrupting a colleague (Cortina & Magley, 2009; 
Schilpzand et al., 2016). Even though most people in South Asia are conditioned to exercise patience and get 
along with others (a concept known as “guzaara”), incivility can surface its ugly head in the workplace in 
many ways (Mujtaba, 2019). Blatant forms of incivility can lead to discrimination and retaliations (Wesley et 
al., 2024; Roberts & Mujtaba, 2024), and it can hurt teamwork, which is nowadays facilitated more and more 
through online collaborations (Kanaris & Mujtaba, 2024). Workplace incivility has increasingly captured the 
interest of researchers in recent years because of its important effects on employees and organizations 
(Moon & Morais, 2023; Han et al., 2022; Vasconcelos, 2020). 

Literature on workplace incivility highlights that most of the research on workplace incivility targeted 
experienced incivility, especially the sufferers and consequences, while comparatively less attention has been 
dedicated to the predictors and perpetrators of the incivility i.e., instigated incivility (Miranda & Welbourne, 
2021; Park & Martinez, 2022; Schilpzand et al., 2016; Vasconcelos, 2020). Furthermore, comparatively less is 
known about why an employee indulges in this subtle deviant behaviour (Miranda & Welbourne, 2021). 
According to these researchers, recognizing the causes that leads employees to instigate incivility is very 
important so that the organizations could better cope with its consequences. 

Since the role of emotions is important in human life, their importance in the workplace settings is also 
significant. Facing different kinds of stressors at the workplace is an inevitable attribute of professional lives 
of many people and may lead to nurturing negative emotions in them. Furthermore, as emotions have 
immense motivational power in our lives, a comprehensive empirical investigation of the emotional 
precursors of instigated incivility is required; however, less consideration has been given to this important 
research area (Miranda & Welbourne, 2021). 

One of the major reasons behind the negative emotions of employees at the work environment is 
ostracism at their workplace (Anjum et al., 2022). Ostracism is described as “the extent to which an individual 
perceives that he or she is ignored or excluded by the others” (Williams, 2001: 30). The seminal review of 
ostracism conducted by Robinson et al. (2013) highlighted important definitional aspects of ostracism. They 
explained ostracism as a situation where “an individual or group omits to take actions that engage another 
organizational member when it is socially appropriate to do so”. Ostracism is considered as different from 
bullying, aggression, harassment, incivility, and social undermining, as all these elements are related to some 
kind of interaction between two or more people whereas in the case of ostracism there is no such interaction 
(Sharma & Dhar, 2022; Sarfraz et al., 2019). Furthermore, workplace ostracism can be intentional or 
unintentional (e.g., ignoring someone when you are too engaged in your assignment); purposeful or non-
purposeful (e.g., while sending group emails you forgot to add someone’s email) (Chung & Yang, 2017). Some 
of the examples of ostracism are ignoring someone, not answering the greetings from colleagues, refusing 
to talk to someone, shutting someone out of the conversation, and even bullying (Powers et al., 2013). 

Different researchers assert that workplace ostracism leads employees to anxiety, stress, anger, and 
emotional exhaustion besides other negative emotional effects which can impact customers as well (Chow 
et al., 2008; Nafei et al., 2025; Raza et al., 2022; Sarfraz et al., 2019); and that ostracism is positively linked 
to enhancement of negative emotions (Abubakar et al., 2018). Negative emotions, consequently, might lead 
employees to indulge in counterproductive work behaviour (Jahanzeb & Fatima, 2018; Sears & Humiston, 
2015). In this way, it is argued that ostracism is positively linked to enhancement of negative emotions and 
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in this way the ostracised individuals may engage in behaving in a negative manner (Roberts, 2012). In view 
of this, organizational behaviour scholars and practitioners should comprehend the gravity of ostracism and 
resulting negative emotions so that the consequent negative behaviours may be avoided which is quite 
important for congenial work environment (Han et al., 2022; Sharma & Dhar, 2022). It is pertinent to highlight 
that while ostracism is studied as the outcome of incivility (e.g., Bedi, 2021; Jawahar et al., 2021) but studying 
ostracism as an antecedent of incivility has not been given that much attention by the researchers. This is 
also confirmed in the reviews of Sharma and Dhar (2022), and Han et al. (2022) that researchers have not 
given attention to studying ostracism as an antecedent of workplace incivility. Hence, with an intention to 
focus on this research gap, the first objective of this research is to examine the effect of ostracism on 
workplace incivility, considering both its direct effect and its mediation through negative emotions. 

Furthermore, considering the damaging impacts associated with ostracism, exclusion, and general 
incivility, it is essential to study the moderating role of a variable which might act as an important recovery 
source in the case of ostracism and can buffer the harmful effects of incivility as well (Raza et al., 2022). Some 
researchers (e.g., Choi, 2020; Sarfraz et al., 2019; Sarwar et al., 2020) are of the view that perceived 
organizational support instigates feelings of reciprocal obligations towards the organization and hence 
counter the harmful effects of ostracism. POS (perceived organizational support) was defined by Eisenberger 
et al. (1986) as “employees beliefs concerning the extent to which the organization values their contributions 
and cares about their well-being”. Organizational support theory, highlighted by Kurtessis et al. (2017), 
proposes that personnel form an image in their mind regarding the way organization respects their workplace 
efforts and the way they are taken care of. In this way, an employee’s wellbeing is being accounted for by 
the organization as a sort of exchange or reciprocity for his / her work efforts. Whereas, if the perceived 
support has lower value, it will further aggravate the negative emotions and may result in an increase in 
workplace deviant behaviour. Sarfraz et al. (2019) concluded that POS serves the role of a moderating 
variable between ostracism and stress, helping to reduce the harmful outcomes of ostracism. Moreover, if 
workforce have a perception that the organization is concerned about their issues and offers genuine support 
in different matters, their chances of indulging in uncivil or deviant behaviour will decline. However, if an 
employee’s POS is lower, it will aggravate the chances of indulging in uncivil or deviant behaviour. With this 
rationale, the study’s second objective is to investigate whether POS moderates the association between 
workplace ostracism and workplace incivility or not? 

Despite the growing interest in workplace incivility and its adverse organizational outcomes, there 
remains a significant gap in understanding the antecedents of incivility, particularly from the perspective of 
the instigators rather than the victims (Miranda & Welbourne, 2021; Schilpzand et al., 2016). Prior research 
has largely emphasized the consequences of experiencing incivility, while relatively limited empirical work 
has focused on why employees engage in uncivil behaviour themselves (Park & Martinez, 2022). This study 
makes a distinct contribution by proposing and empirically examining workplace ostracism as an antecedent 
to instigated incivility—an area that has been underexplored in extant literature (Han et al., 2022; Sharma & 
Dhar, 2022). Additionally, by incorporating negative emotions as a mediating mechanism and POS as a 
moderator, this research adds depth to the understanding of the emotional and organizational boundary 
conditions under which ostracism leads to uncivil conduct. Thus, the study contributes to both theory and 
practice by offering a comprehensive model that explains how and when ostracism translates into instigated 
workplace incivility, addressing a notable void in organizational behaviour literature and offering actionable 
insights for fostering respectful workplace cultures. 

The rest of the study is structured as follows. Section 2 presents a detailed review of the literature and 
the development of the theoretical framework and hypotheses. Section 3 outlines the methodology, 
including research design, sample characteristics, data collection procedures, and measures employed. 
Section 4 provides the results of the statistical analyses conducted to test the proposed hypotheses. Section 
5 offers a comprehensive discussion of the findings considering existing literature, alongside theoretical and 
practical implications as well as limitations of the study and future directions. In the last sections, conclusion 
of the study is provided.  
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2. Literature and Hypothesis Development 

Theoretical considerations through the stressor emotion model (Spector & Fox, 2005) were applied in 
this study. It proposes that perceived stressor leads to emotional responses, which then, leads to the 
instigation of counterproductive work behaviours. Workplace ostracism is a perceived stressor (Sarfraz et al., 
2019) and grounded on this model, this research suggests that the ostracised individual, while perceiving it 
as a stressor, enhance the negative emotions and that can ultimately lead the incumbent to indulge in uncivil 
behaviour, as postulated in the model.  

Furthermore, according to this model, perceived control plays an important moderating role between 
stressors and emotions as well as among emotions and behavioural reactions. POS is utilized as a control 
factor in the proposed model (Figure 1) with a proposition that it will mitigate the adverse effects of 
ostracism, negative emotions, and incivility. This model was also used by Yean et al. (2022), and Roberts 
(2012) while examining the association of workplace stressors with negative emotions and incivility. Drawing 
from the theoretical insights gathered from this model, the study posits a conceptual framework represented 
in Figure 1. 

2.1. The Association of Workplace Ostracism and Workplace Incivility 

The literature on ostracism related to employee behaviour revolves around four major themes: 
antecedents, consequences, underlying mechanisms, and boundary conditions. Different aspects related to 
perpetrators and targets (e.g., personality trait, position in organization etc.), environments (e.g., 
informal/formal), and cultures (individualistic/collectivistic) have been studied in different contexts (Anjum 
et al., 2022; Sharma & Dhar, 2022). Many studies confirm that the ostracised individual have tendencies to 
indulge in negative behaviour (e.g., Gürlek, 2021; Nasir et al., 2017; Rajchert & Winiewski, 2016). Ostracism 
is an overwhelming stressor which perpetrates the victims to involve in negative behaviour while considering 
that consequently they might gain some control over the situations (Jahanzeb & Fatima, 2018; Raza et al., 
2024). 

In Pakistan, Akhtar et al. (2020) concluded that when subordinates feel that they are the victim of 
supervisor ostracism i.e., ostracized by the supervisor, they tend to feel negative with a perception of 
unfairness and discrimination, and hence they tend to engage in unethical or uncivil behaviours so that to 
compensate their hurt feelings in the form of a revenge. Likewise, the research study by Shafique et al. (2020) 
also concluded that ostracism is positively linked to deviant behaviour. In view of these arguments, this study 
proposes: 

H1: There exists a positive association between workplace ostracism and workplace incivility. 

2.2. Workplace Ostracism and Negative Emotions 

The relationship between WO and negative emotions has been discussed and examined in numerous 
research studies. Being ostracized can result in negative emotions such as a sense of injustice, sadness, grief, 
anger and sorrow (Chow et al., 2008; Sarfraz et al., 2019). These sentiments may then manifest in behaviours 
like distancing oneself from others or displaying negative tendencies. Social exclusion, also known as 
ostracism, can have an impact on an individual’s wellbeing (Anjum et al., 2022). Ostracism induces feelings 
of isolation, a loss of autonomy and diminished self-worth at the workplace, consequently, this could elicit 
emotions like rage, unease and emotional fatigue and it might pave the way for strain such as depression 
and anxiety (Sharma & Dhar, 2022; Zeeshan et al., 2024). It is very interesting, rather thought provoking, that 
the target of chronic ostracism often prefers oral or physical attack despite becoming the victim of ostracism 
(Ferris et al., 2008), while hoping that s/he can have a chance to feel acknowledged by the perpetrators. 
Various researchers have reported a positive link between these two variables. Chow et al. (2008), reported 
that ostracism and anger are positively interconnected. Similarly, Chung (2018) concluded that workplace 
ostracism leads to perceived stress. Another study by Sarfraz et al. (2019), concluded that ostracism and 
stress are positively associated. Likewise, a qualitative study by Fatima et al. (2019) also stated that ostracism 
enhances negative emotions among university faculty. In another study Fatima et al. (2017) found that 
ostracism leads to employee silence. Based on these arguments, this study proposes: 

H2: There exists a positive association between workplace ostracism and negative emotions.  
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2.3. Negative Emotions and Workplace Incivility 

Negative emotions are considered as the most important factor in instigation of incivility (Miranda & 
Welbourne, 2021; Park & Martinez, 2022). Emotions play a very important role in our lives, so is the case 
with workplace settings. Various scholars have highlighted the relationship between these two variables. 
Sakurai and Jex (2012) emphasize the significance of emotions while interpreting the association between 
incivility and adverse outcomes. According to Meier and Semmer (2013), anger and incivility are positively 
interconnected. Similarly, findings by Chow et al. (2008) also states that anger mostly directs an individual to 
antisocial behaviour, which can be highly unprofessional or unethical in retail settings. Similarly, Nasir et al. 
(2017) states that stress is related to counterproductive and unprofessional work behaviours. Likewise, Ferris 
et al. (2016) are of the view that anxiety and avoidance oriented counterproductive work behaviour are 
positively connected. In another study, Jiang et al. (2020) confirmed that emotional exhaustion has a 
statistically significant association with workplace deviant behaviour. Similarly, Yean et al. (2022) are of the 
view that job stressors lead to an increase in counterproductive work behaviours. In view of this, the study 
proposes: 

H3: There exists a positive association between negative emotions and workplace incivility. 

2.4. Negative Emotions as Mediator 

Emotional responses are reported to follow workplace ostracism and accordingly leads to indulging in 
counterproductive work behaviour. Schilpzand et al. (2016) are of the view that there is a great need to study 
possible mediators between related variables and workplace incivility. Several research studies have been 
conducted worldwide for observing the mediation of negative emotions between the association of 
ostracism and counterproductive work behaviour. In this connection, Chow et al. (2008) confirmed that anger 
mediates the association between ostracism and antisocial behaviour. Similarly, Jiang et al. (2020) found that 
the association between ostracism and deviant behaviour is mediated by emotional exhaustion. However, 
Ferris et al. (2016) found out that the association between ostracism and avoidance-oriented 
counterproductive work behaviour is mediated by anxiety. Likewise, Chung (2018) reported mediation of 
stress between the connections of ostracism and helping and voicing behaviour. Similarly, Meier and Semmer 
(2013) reported partial mediation of anger between the relationship of lack of mutual benefit (reciprocity) 
and incivility. In the case of Pakistan, a few studies have reported that negative emotions mediate the 
association between ostracism and counterproductive behaviour. Jahanzeb and Fatima (2018) are of the 
view that emotional exhaustion mediates the association of ostracism with interpersonal deviance. Similarly, 
Nasir et al. (2017) reported the mediation of between the relationship of ostracism and counterproductive 
behaviour. In another study, Sarwar et al. (2020) reported that the relationship of ostracism with customer 
service sabotage is mediated by stress. Based on literature, it can be argued that negative emotions act as a 
bridge between the employee treatment and responses at the workplace. Ostracised employees troubled by 
their colleagues and supervisor behaviour harbour negative emotions which prompt them to show adverse 
behaviours at workplace including incivility. Considering these insights from the literature, this study 
proposes that: 

H4: The association of workplace ostracism with workplace incivility is mediated by negative emotions. 

2.5. Moderating Role of Perceived Organizational Support 

 In the field of organizational behaviour, POS has been the topic of growing attention (Jehanzeb, 2020; 
Testa et al., 2020). Researchers (e.g., Kurtessis et al., 2017; Liu, 2009) are of the view that an optimistic 
discernment of organizational support creates a sense of gratitude in employees and such discernment have 
a positive effect on their moods hence personnel with sense of high POS values will have lesser negative 
emotions caused by the perceived stressor. Kurtessis et al. (2017) conducted a meta-analysis of organization 
support theory (OST) and utilized reports from 558 research studies and mentioned that OST was commonly 
successful in its forecasts regarding the antecedents and consequences of POS, including, an employee’s 
orientation toward the organization and well-being. Testa et al. (2020) are of the view that organizations that 
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value employees’ contribution and care about their wellbeing can better impact their organizational 
citizenship behaviour because of the higher values of POS. 

Several studies (e.g., Choi, 2020; Danish et al., 2015; Jain et al., 2013) support the fact that POS is 
positively associated with organizational citizenship behaviour (OCB). Choi (2020) conducted research on 
Korean workers and their supervisors to analyse the moderation of POS between ostracism and OCB and 
found stronger negative relationship for workers having low POS as compared to those having high POS. 
Similarly, Jain et al. (2013) reported that the association between workplace stressors and OCB is moderated 
by POS in a way that the relationship will be weaker for higher values of POS. In the context of Pakistan, a 
study by Shakir and Siddiqui (2018) in banking and telecom sectors reported a higher level of OCB for 
employees having higher values of POS. Similarly, another study conducted in the National Highway Authority 
of Pakistan by Danish et al. (2015) reported that POS is positively linked to OCB. Similarly, Sarfraz et al. (2019) 
examined the impact of ostracism on stress while also studying the moderation of POS between this 
relationship and found that POS moderates this relationship. They concluded that POS establishes that 
employees are taken care of and respected by their organization. Based on the literature, it can be inferred 
that POS eases employees by supressing their negative emotions thereby reducing the toll of ostracism at 
the workplace. Such employees may not show negative behaviours at work as they do not view the 
organization in the context of behaviours shown by some co-workers. From the above arguments, employees 
who are high on POS, will have positive emotions and in this way, it will have less effect on their tendency to 
engage in instigated incivility, hence, this study proposes that: 

H5: POS moderates the association between negative emotions and incivility with its higher levels weakening 
the relationship. 

Figure 1. Research Model 

 

 
3. Methodology 

3.1. Study Design and Sampling 

A questionnaire survey was utilised to gather self-reported data from the personnel working in the 
service sector of Islamabad, the capital of Pakistan. Service sector was chosen because of the reason that 
according to Abubakar et al. (2018), since legislative structure in developing countries is not strong enough, 
there are more cases of mistreatment with employees working in the service sector. Twelve different 
organizations which include four universities, four hospitals and four banks, were selected while applying 
purposive sampling technique. Non-probability purposive sampling method was utilized in this study as this 
was the best available option considering the nature of study as well as non-availability of details of the 
targeted professionals. The questionnaire was designed and administered in English, given that the 
respondents possessed the educational background and language proficiency necessary to understand and 
complete it effectively. As far as the time-horizon is considered, time-lagged approach was utilized with a 
gap of two months in-between so that the data analysis biases may be avoided.  
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As guided by Hair et al. (2019), sample size was calculated through the software named G*power. The 
software suggested a result of 262 considering the medium effect size (i.e., 0.20), with the value of 0.05 at 
0.95 power. The aim was to have a targeted sample size greater than the advised number so that effective 
results could be achieved. Data were collected with the help of personal references of the researchers in the 
target organizations. Initially, the questionnaire was sent to 500 professionals serving in the service sector. 
Ethical considerations were kept in mind and followed during the research. It was also ensured in the 
accompanying cover letter that the responses would be kept confidential. 

The contact persons were requested to collect data from only those volunteer employees who had a 
minimum of one year experience in the respective organization. Criteria of minimum one year of work 
experience was set to ensure that such respondents were selected who had spent ample time at their 
workplace as variables for which data were being collected take time to manifest. Employees need time to 
settle at the workplace and understand the cultural norms and interpersonal dynamics; therefore, one year 
of work experience was taken as cut off criteria. Online google forms were employed for the purpose of data 
collection due to ease of use and data maintenance. They were also requested to generate a code number 
against each respondent so that they would be targeted in the second wave through this code number. 
Hence, the contact person prepared a list of the respondents giving each of them a separate code number. 
In the first wave (T-1), data pertaining to the demographic variables, workplace ostracism and POS was 
obtained. At this stage, five hundred questionnaires were distributed to the targets through the respective 
contact persons. Out of 500, luckily 370 respondents returned their filled questionnaires. Upon review, it was 
found that 15 questionnaires were not properly filled, hence 355 usable questionnaires were finalized. In the 
second wave (T-2), after a gap of two months, questionnaires regarding the mediator (negative emotions) 
and the dependent variable (workplace incivility) were floated to the sampled population following the same 
pattern. In this wave only those 355 respondents were approached who participated in T-1. Finally, a total of 
321 responses were obtained out of which 6 were discarded because these were not completely filled out. 
Hence, 315 responses were finalised for data analysis by matching them with the responses received in the 
first wave through the code numbers mentioned on each questionnaire. 

3.2. Measures 

Workplace ostracism: Ten-item validated scale established by Ferris et al. (2008) was adopted for 
measuring workplace ostracism. Five-point Likert scale with options extending from 1 to 5 (1=never and 
5=frequently) was utilised for measuring the responses. Sample include “Your greetings have gone 
unanswered by your colleagues” and “Your colleagues ignored you”, etc. 

Negative emotions: Ten-item validated scale from “Job Related Affective Wellbeing Scale” (Van 
Katwyk et al., 2000) was adopted for measuring negative emotions. Five-point Likert scale with 1 to 5 
(1=never and 5=frequently) was used to measure the responses. Questions related to negative emotions 
(anger, anxiety, stress, boredom etc.) were included in this section. 

POS: Six-item validated scale by Eisenberger et al. (2001) was utilized for measuring POS. Five-point 
Likert scale extending from 1 to 5 (1=strongly disagree and 5=strongly agree) was applied to measure the 
POS. Sample questions were “My organization values my contributions to its well-being” and “My 
organization takes pride in my accomplishments”, etc. 

Workplace incivility: Twelve-item validated scale from Cortina et al. (2013) was adopted for measuring 
workplace incivility. Five-point Likert scale from 1 to 5 (1=never and 5=frequently) was applied. Samples 
include “Made insulting or disrespectful remarks about a colleague” and “Addressed a colleague in an 
unprofessional manner, either publicly or privately”, etc. 

4. Results 

Table 1 shows that sample consisted of 315 respondents having 185 males (58.8%) and 130 females 
(41.2 %). Respondents were mostly between the age bracket of 20 and 30 (122, 38.7%); 81 (25.7%) were 
between the ages 30 and 40; 56 (17.7%) were between the ages 40 and 50; whereas 56 (17.7%) were above 
50 years of age. As far as the education is concerned, majority (209 or 66.5%) had 16 years education 
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(Bachelors/Masters); 61 (19.3%) respondents had 18 years of education (M.Phil./M.S.); and 45 (14.2%) 
respondents had a Doctorate degree. Regarding the experience, most of the respondents (111, 35.2%) had 
an experience between 1 and 5 years; 91 (28.9%) had an experience between 5 and 15 years; 68 (21.6%) had 
an experience between 15 and 25 years, whereas 45 (14.2%) had an experience of above 25 years.   

Table 1. Demographics of Respondents 

Demographics Variables Frequency Percentage 

Gender 
Male 185 58.8 
Female 130 41.2 

Age 

20 – 30  122 38.7 
31 – 40 81 25.8 
41 – 50 56 17.7 
51 and above 56 17.7 

Education 
16 years 209 66.5 
18 years 61 19.3 
21 years 45 14.2 

Experience 

1 – 5 years 111 35.2 
5 – 15 years 91 28.9 
16 – 25 years 68 21.6 
Above 25 years 45 14.2 

“Partial least squares structural equation modelling (PLS-SEM)” was utilized for examining the 
“measurement model” and “structural model”. In this context software Smart PLS-4 was utilised for data 
analysis. Contrary to other techniques, PLS-SEM can estimate the entire model with mediation and 
moderation in a single analysis and Smart PLS software has been designed to handle complex models 
(Sarstedt et al., 2020).  

Measurement Model 

The measurement model was examined through an assessment of internal consistency, convergent 
validity, and discriminant validity, following the suggestions of Hair et al. (2017) and Hair et al. (2019). Table 
2 analysis confirmed that the item loadings were acceptable, and it shows the details of AVE (Average 
Variance Extracted), CR (Composite Reliability) and Cronbach’s alpha. All the item loadings are greater than 
0.7 whereas the AVE values are also above 0.5 which establishes the convergent validity of the model. 
Furthermore, Cronbach’s alpha values are greater than 0.7 confirming the internal consistency of the 
constructs while CR Values greater than 0.7 are indicating that the constructs are reliable. Secondly, Fornell-
Larcker criterion (Hair et al., 2017) was utilized for assessing the discriminant validity of the constructs.  

Table 3 presents the square root of average variance extracted which shows that the values are higher 
than the related inter-construct correlations thereby establishing the discriminant validity of the constructs. 

 

 

 

 

 

 

 

 

 

 



 

541 Business and Economics Research Journal, 16(4):533-549, 2025 

M. Zeeshan - N. Batool - M. A. Raza - B. G. Mujtaba 

Table 2. Validity and Reliability for Constructs 

Construct Items Loadings AVE CR 
Cronbach’s 

alpha 

Workplace 
Ostracism 

Ost1 0.801 0.597 0.819 0.776 
Ost2 0.831    
Ost3 0.723    
Ost4 0.911    
Ost5 0.721    
Ost6 0.749    
Ost7 0.710    
Ost8 0.740    
Ost9 0.723    

Ost10 0.798    

Negative 
Emotions 

NE1 0.831 0.616 0.791 0.725 
NE2 0.769    
NE3 0.861    
NE4 0.741    
NE5 0.754    
NE6 0.769    
NE7 0.846    
NE8 0.771    
NE9 0.752    

NE10 0.746    

POS
  

POS1 0.772 0.647 0.710 0.782 

POS2 0.742    

POS3 0.819    

POS4 0.901    

POS5 0.821    

POS6 0.761    

Workplace 
Incivility 

WI1 0.731 0.593 0.826 0.764 

WI2 0.832     

WI3 0.748    

WI4 0.901    

WI5 0.681    

WI6 0.726    

WI7 0.836    

WI8 0.750    

WI9 0.794    

WI10 0.772    

WI11 0.759    

WI12 0.687    
Note(s): AVE: average variance extracted; CR: composite reliability 

 

Table 3. Fornell–Larcker Criterion 

 WO NE POS WI 

Workplace Ostracism 0.772    
Negative Emotions 0.612 0.784   
Perceived Organizational Support 0.525 0.671 0.804  
Workplace Incivility 0.633 0.542 0.624 0.770 
Note (s): WO: Workplace Ostracism; POS: Perceived Organizational Support; NE: Negative 
Emotions; WI: Workplace Incivility; bold values: square root of average variance extracted  
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Structural Model 

After validating the measurement model, path analysis was performed to test the hypotheses. 
Guidelines by Hair et al. (2019), were followed in performing the non-parametric bootstrapping for 
evaluation of structural model with 5000 resample. Accordingly, ß-values and t-values were generated and 
as per the guidelines of Hair et al. (2017), values related to R2 (i.e., coefficient of determination), Q2 (i.e., 
predictive relevance) and f2 (i.e., effect sizes) are also reported. Values in Table 4 shows that the model 
possesses predictive relevance as Q2-values are greater than 0. Furthermore, f2 values shows the size of the 
effects that is not determined through the p values alone. 

Table 4 summarises the results related to the structural model. It is confirmed in the results that 
workplace ostracism is positively and significantly connected to workplace incivility (ß = 0.317, t = 5.961, p = 
0.001, and f2 = 0.186), hence the first hypothesis was supported. It is also confirmed that workplace ostracism 
and negative emotions are positively and significantly connected (ß = 0.737, t = 14.128, p = 0.001, and f2 = 
0.147), supporting the second hypothesis. Likewise, ß = 0.318, t = 2.539, p = 0.012, and f2 = 0.127 show that 
the negative emotions are positively and significantly related to workplace incivility, supporting the third 
hypothesis. 

The moderation effect was assessed employing a two-stage approach as advocated by Hair et al. 
(2017), a method explained by its capacity to manifest superior statistical power compared to both the 
product indicator method and the orthogonalizing approach as proposed by Henseler and Fassott (2010). 
Interaction terms of negative emotions and POS on workplace incivility is negatively significant (ß = -0.412, t 
= 3.746, p = 0.001, f2 = 0.217). Besides, recommendations by Dawson (2014) were also applied while plotting 
the interaction effect in a graph. The graph in Figure 2 highlights that for higher levels of POS, the connection 
between negative emotions and workplace incivility is significant. As a result, hypothesis 5 was also 
supported.   

Figure 2. Moderation of POS on The Relationship between Negative Emotions (NE) and Workplace Incivility 

 
 

Mediation Analysis 

The results of mediation analysis are summarized in Table 5. The values [0.087; 0.198] do not have a 
zero in between while having bias-corrected bootstrap confidence interval of 95%, hints towards mediation 
of negative emotions in the connection between ostracism with incivility. To examine the size of the indirect 
effect in relation to the total effect, the variance accounted for (VAF) index was computed to check as if the 
relationship is partially mediated or fully mediated. The value VAF = 34.81%, being within the range of 20-
80%, indicates that the relationship is partially mediated. 
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5. Discussion 

The aim of this research was to study the association between workplace ostracism and workplace 
incivility and their indirect relationship through mediation of negative emotions and to study the moderating 
role of POS with respondents in South Asia’s Pakistan. Based on the theory presented in the stressor emotion 
model, the research hypothesized that ostracism and incivility are positively connected; and negative 
emotions mediate this relationship. Moreover, the hypothesis suggested that POS moderates the link 
between negative emotions and workplace incivility, with higher POS diminishing the strength of this 
relationship. According to the research model, the results conclude that workplace ostracism enhances the 
negative emotions in the ostracised individual and as a result he/she indulges in workplace incivility. Findings 
are consistent with those concluded by Shafique et al. (2020); Akhtar et al. (2020); Jahanzeb and Fatima 
(2018); Nasir et al. (2017); and Peng and Zeng (2017), that workplace ostracism leads to negative behaviours. 
It was also validated that the association between ostracism and incivility is mediated by negative emotions 
supporting the arguments of Spector and Fox (2005) that emotions are very important while considering the 
workplace stressors and negative workplace behaviours.  

Hofstede’s (2011) cultural model can be employed to better understand how work values and norms 
differ across the world. Pakistan is a country characterized by high power distance and high collectivism 
where individuals prefer to exist in groups rather than being alone at the workplace. So, it is very conceivable 
that ostracized employees in Pakistan may experience heightened negative emotions, potentially fostering 
workplace incivility. This assertion is aligned with the empirical observations of Jahanzeb and Fatima (2018), 
where it was concluded that emotional exhaustion mediates the association between ostracism and 
interpersonal deviance. Additionally, consistent findings emerge from another study conducted by Nasir et 
al. (2017) within Pakistani universities, indicating that stress functions as a mediator between the positive 
association of workplace ostracism and counterproductive behaviour. Moreover, findings concerning the 
moderation of POS between negative emotions and workplace incivility are also similar to the assumption of 
stressor emotion model. The findings show that high levels of POS weakens the relationship whereas its low 
levels strengthen the relationship. Therefore, it is concluded that the Pakistani employees having high values 
of POS are less inclined to indulge in incivility comparing to those having low POS values, when they feel 
ostracised at the workplace. 

5.1. Theoretical Contributions 

This current research and its findings influence to the existing literature in different respects. Firstly, it 
presents a novel theoretical viewpoint by examining workplace incivility as an outcome of workplace 
ostracism, which has rarely been studied earlier. This connection with the stressor emotion model expands 
the understanding of the antecedents and outcomes of both variables. Secondly, by investigating the 
mediation of negative emotions, this study enriches the comprehension of ostracism impacting the emotions 
of the ostracised workers which perpetrates them to behave uncivilly. Furthermore, by addressing the call of 
Miranda and Welbourne (2021), this research augments the limited literature on emotional aspects of 
incivility provocation by analysing the mediation of negative emotions between ostracism types of behaviors 
and workplace incivility. Thirdly, as ostracism and incivility are studied together (Ferris et al., 2017), this study 
examines their impact on employees' emotions and behaviour, thereby contributes to the related literature. 
Additionally, the study supports and extends the stressor emotion model by demonstrating how ostracism, 
as a workplace stressor, can instigate incivility. The current study contributes to stressor emotion model by 
proving that ostracised employees develop negative emotions over time which ultimately lead towards 
adverse behaviours such as workplace incivility. Findings support the premise of stressor emotion model and 
show that negative emotions lead towards counterproductive behaviours, which if left unchecked can 
damage the organization.    

5.2. Practical Implications 

Overcoming workplace incivility in South Asia, or any other place around the globe, requires individual, 
organizational, and cultural strategies. For Pakistanis and other South Asians, who often prioritize respect, 
hierarchy, and collectivism, addressing workplace incivility can be particularly challenging. To reduce the 
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negative impact of hurt feelings, individuals can start by setting clear boundaries, practicing assertive 
communication, and seeking support from colleagues, mentors, or HR representatives. Additionally, 
organizations can foster a culture of respect, empathy, and inclusivity by implementing policies, training 
programs, and performance metrics that promote civility and address incivility. Of course, it must be noted 
that culture, honor, dignity, and faith play major roles in behavioral management in Pakistan and other South 
Asian regions. As such, local norms and mores must be respected to reduce incivility.   

This study suggests practical recommendations to organizations for proactively managing the 
detrimental effects of ostracism and incivility (Lawrence et al., 2023). First, by examining key aspects of 
workplace ostracism and incivility, this study enhances understanding of their harmful impacts, aiding 
organizations in identifying and addressing these issues more effectively. Second, the study aims to assist top 
management in developing policies, norms, and relevant training programs to counter workplace ostracism 
and incivility proactively. For example, training programs should be implemented to teach employees 
practical ways to socialize, manage work-related stress, and respond positively to stressful situations rather 
than resorting to incivility (Khanfar et al., 2024). Additionally, the study suggests establishing a proper 
complaint communication system for ostracized employees to ensure their concerns are heard at an early 
stage. Above all, managers should keep a checklist of major incidents to make sure workplace problems are 
resolved successfully to the satisfaction of all relevant stakeholders, but to also learn from them for 
continuous improvement purposes (Lawrence et al., 2022; Mujtaba and Myers, 2022). The study also 
suggests that organizations should work on enhancement of POS to give confidence to employees. Policies 
emphasizing employee recognition, employee support, emotional and psychological support programs, 
transparent and well-defined feedback systems, and supervisors’ trainings are some of the initiatives that 
organizations can employ for the implementation of POS in true letter and spirit.  

5.3. Limitations of the Study and Future Directions 

There are some limitations associated to this study. The data were collected solely through self-
reports. Although the researchers used validated instruments and ensured confidentiality to address 
common method variance, it is advocated that future studies should consider collecting responses from 
various sources. Moreover, the study took place in a collectivist societal context, which may influence 
workplace relationships differently than in individualistic societies. Future studies should collect data from 
various countries, particularly those with individualistic cultures, and may compare the results of both. Lastly, 
service sector organizations were targeted in this research whereas future studies should explore more 
sectors, for example manufacturing, which may yield different results due to diverse workplace dynamics. 

6. Conclusion 

In any modern workplace where employees are encouraged to voice their opinions to solve complex 
challenges, the probability of behaviors linked to bullying, ostracism and incivility are high. As such, this study 
focused on a sample of population of service sector professionals to test the mediating and moderating 
relationships of several variables associated with incivility and ostracism. Our findings showed that ostracism 
has a positive association with workplace incivility. When workers experience exclusionary treatment, they 
are more likely to respond in kind which can increase incivility. More specifically, this study has confirmed 
that the experiences of negative emotions can mediate the relationship between ostracism and incivility. 
However, organizational support mechanisms can moderate the relationship between negative emotions 
and incivility. The relationship between negative emotions and incivility becomes weaker when organizations 
provide higher levels of support. Consequently, organizational leaders and managers should create relevant 
structures and policies that enable the expression of diverse points of views in their workplace while 
minimizing behaviors that are associated with blatant forms of ostracism and incivility.  

In summary, to address the cultural nuances of workplace incivility in Pakistan as well as other places 
in South Asia, national and multinational organizations can consider cultural-specific strategies. For instance, 
leveraging the concept of honor and dignity to promote respectful behavior, or using storytelling and 
anecdotes to illustrate the impact of incivility on individuals and teams. Furthermore, organizations can 
encourage open communication, provide feedback mechanisms, and celebrate each group’s perspectives to 
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create a more inclusive and respectful work environment for everyone. By acknowledging the cultural 
context and promoting a culture of respect, Pakistanis can overcome workplace incivility and create a more 
positive and productive work environment. 
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