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Abstract

Workplace Bulling (WB) is a major concern in any kind of organization
because it leads to increase rate of turnover within the organization.
However, there are certain factors, which affects to the employee retention in
a workplace. This study was primarily focuses on identifying factors, which
moderate employees’ intention to leave from the organization. It was mainly
using quantitative approach to conduct the research. Under first stage of the
study, it has explored three factors, Organizational Commitment, Perceived
Organizational support (POS) and Belief in a just World (BJW) as major
factors to test in Sri Lankan Context. Population of the study was recently
Jjoined nurses (within three years form the data collection data) in the state
hospitals in Sri Lanka. Using convenience-sampling method it was selected
sample units. The analysis was done by using descriptive statistics and
hierarchical multiple regression analysis. Results revealed that there is a
statistically significant relationship between workplace bulling and intention
to leave. Further, it confirm all three tested moderating factors statistically
significant impact on the direct relationship from above mentioned three
factors. In addition, it confirmed that that only BJW create significant impact
on IL. Organizational commitment and POS become insignificant in
combined effect. This Study can be concluded that there is a significant
relationship between WB and IL and it can be moderate by OC, POS and
BJW.

Keywords: Workplace Bulling. Intention to Leave, Organizational
Commitment, Organizational Support, Belief in a Just World
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1. Background of the Study

Workplace Bulling means “Process in which an employee is subjected to
frequent negative acts for a relatively long period of time by peers and
superiors against which defense or retaliation is hindered by the recognition
of a power imbalance (Glambek et al., 2014). According to Edirisinghe and
De Alwis (2015) quoted from GRC solutions (2014), workplace bulling is,
“the repeated unreasonable behavior towards a worker that creates a risk to
health and safety, but does not apply to reasonable management action carried
out in a reasonable manner.”

Edirisinghe and De Alwis (2015) confirms that WB creates negative impacts
to both organization and employee. As per the Hatem and Orhan, (2012) in
the perspective of the organization can create negative consequences like
lower organizational citizenship behavior, reduce organizational satisfaction
and commitment, decrease productivity, increase absenteeism and Intention
to leave (IL) and finally increase turnover. Increased employee turnover
creates a greater cost to the organization.

Many researchers provide evidence that there is a significant relationship
between bullying and IL (Quine, 1999, 2001; Simons, 2008; Ocel and Aydin,
2012). IL means “deliberate willfulness to leave the organization (Mathias
and Madden, 2015). Sujeewa (2011) stated that IL perceived as existing
employees voluntary leave on their organizations. Employees, who are
subject to a bullying behavior, have a higher intention to quit from the
organization (Ocel and Aydin, 2012, Edirisinghe and De Alwis, 2015).

Further, Rasool et al (2013) stated that IL is the strong antecedent of turnover.
Under that background, under this background, it was confirmed a strong
relationship between WB and employee IL.

This study is focus on identifying factors that moderate this relationship
between WB and IL. According to literature, there are three factors, which
identified to moderate this relationship. Those are organizational
commitment (OC), Perceived Organizational support (POS) and Belief in a
just World (BJW).

According to Rasool et al., (2013) organizational commitment has a major
impact on absenteeism and turnover and IL is an critical antecedent of actual
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turnover Further Rasool et al (2013) confirmed that highly committed
employees have lower level of absenteeism and turnover.

BJW is another factor that moderates the relationship between WB and IL the
organization. BJW means human need to view the world, as a just place in
which individuals get what they deserve and de deserve what they get (Hatem
and Orhan, 2012). BJW affect a lot to change employee personal
characteristics. According to Lerner (1980), BJW making the world more
practicable and sense of trust, hope and confidence within people. When
people have trust, confidence and feeling of fair treatment by others, they tend
to invest for their long term goals.

When employees have the BJW, they required others also treat them fairly.
If they see or experience unfairness, they try to compensate it. If cannot
compensate it, they reinterpret it fit with their belief of justice in the world
(Hatem and Orhan, 2012).

POS is measured by extend to which organization value employee’s
contribution and cares about employees well-being etc. Studies prove that
organization which has a supportive climate cause to less WB (Rhoades and
Eisenberger, 2002). Role clarity, job information, participation in decision-
making, support from co-workers and supervisors can be identified as
dimensions of POS. These dimensions leads to increase job satisfaction,
increase performance, increase commitment and reduce absenteeism and
turnover. Therefor researchers focus on concept of POS as a key predictor of
IL (Lena mari et al, 2011).

2. Problem Statement

As explained WB is a critical fact that causes to increase turnover within
organization. That is why organizations put a serious attention on controlling
bullying within organizations. When employees become a target of bullying,
first they tend to be frustrated, create a feeling of isolation, lower productivity,
less motivation to work, create an IL and finally leave the organization.

On the perspective of organization increase turnover cause to create
additional cost of hiring, cost of giving training again and lower productivity
until get trained etc. Therefore, managing WB is fundamental. Under this
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background, this study focused to identify what are the factors that moderate
the relationship between WB and IL.

3. Objectives of the Study

This study is primarily based on recognizing factors that moderate the

relationship between WB and IL. Based on this primary objective, there are

specific objectives:

e Toidentify relationship between WB and IL among nurses in
government hospitals Sri Lanka.

e To measure how OC, POS and BJW moderate the relationship between
WB and IL among nurses in government hospitals Sri Lanka.

4. Significance of the Study

WB has become a significant contemporary issue for organizations now days.
Therefor employers and management pay a serious attention towards
effective dealing of bullying. When employees become a target of WB, they
may be sensitive to the consequences of WB. It can create harmful
psychological effects like low self-esteem, depression, suicidal thoughts
(Mattiesen and Einarsen, 1999) and physical effects like stomach disorders,
headache, musculoskeletal pains etc. These kind of negative consequences
become a cause of low satisfaction, low productivity, increased absenteeism,
low efficiency and effectiveness and finally creating a feeling of leaving from
the organization. Therefor we can realize that those who become a target of
bullying have higher IL (Quine, 1999) and create a threat to quit.

Therefore, management is trying to change employee's intention by attacking
their personal feelings. When they are highly committed to the organization,
they do not disappoint with anything. They only focus on their career
development and organizational development. Furthermore, when they have
a belief in a just environment, they tend to take up remedies for bullying at
work by his own. When they see any unjust thing, immediately try to
assimilate it. According to literature, people who have such feeling are more
satisfied with their job and committed to the organization.

Therefore, the findings of this study helps in facilitating their working
conditions by identifying their retention willingness in relevant organizations
too. Organizations can introduce new policies, strategies that can be used to
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create a bullying free environment. Bullying free environments enhance
employee’s confidence. It is beneficial for both employee and employer for
better performance.

5. Conceptual Framework

According to Edirisinghe and De Alwis (2015) cited evidence from Irshad
(2012) mentioned that retaining an employee is very important than hiring as
it consumes higher cost to orientate and train a new employee. There are
various reasons, which affect or persuade employees to leave the organization
and WB is one of the major factor that effect on employee IL. Therefore, as
main concepts of this research researcher identified WB and IL.

In this study, WB was considered as the independent variable and defined it
as any negative action characterized by power imbalance between the bully
and the victim, occurs frequently over a period long period of time, feeling
of isolation for the victim and result negatively for the organization and the
victim both psychologically and physically.

As stated in literature, there is a direct relationship between WB and IL. When
employees become a victim of a bullying behavior, they resign from the
organization (Ongori, 2007). Therefore, under this conceptual framework 1L
recognize as dependent variable and defined it as IL is defined as the level to
which a member contemplates leaving the relationship with current employer
(Kim et al, 1996).

Even though WB cause to increase IL within an organization, there are
factors, which moderate this relationship between WB and IL. OC, BJW and
POS are some factors, which identified as moderators the exploratory study.
Therefore, this study concerns, to what extend above mentioned factors
moderate this relationship

Organizational commitment is a multi-faceted phenomenon, primarily
associated with emotional bonding of the employee with the
organization, eagerness to some additional work for the organization,
the extent of objective and value congruency with the organization, and
aspiration to associate with the organization (Rasool et al., 2013).
Under this background, study recognized OC as the moderator of so-
called relationship defined OC as employee’s psychological
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attachment to the organization, because when employees are
psychologically bound with the organization, they do not tend to leave
the organization under any circumstances.

Employees do not leave the organization due to their belief about the just
world. It means employees perceive the world as a just place to live that he
can get what he deserves from employer. As well as BJW can be defined as
individuals have a need to believe that they live in a world where people
generally get what they deserve (Benabou & Tirole, 2006). Employees with
a strong BJW are more satisfied with their job and committed to the
organization (Ocel & Aydin, 2012).Therefore, IL shows a negative
correlation with job satisfaction and organizational commitment. So it’s
reasonable to assume that IL can be moderate by employees’ BJW (Ocel &
Aydin, 2012).

POS means, employee's sense of feeling that their organization is value and
recognize their contribution, organization always try to create a supportive
working condition within the organization.

POS can be defined as employees form opinions regarding the extent to which
an organization values their contributions and cares about their well-being
(Schalkwyk and Rothmann, 2011). When employees have the enough support
from the organization, they tend to respond positively towards the
organization, even though, they face any negative behavior within the
organization frequently, they always try to behave for the betterment of the
organization. POS can described by using role clarity, job information,
participation in decision-making, colleague support and supervisory
relationships (Schalkwyk, 2011). Employees who have these sub factors,
have higher POS.

The following conceptual framework was developed to identify the
relationships, if any, and the impact among the related variables of the
research. The following operational definitions of the study variables were
developed by the researcher and used in this study.
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Figure 01: Conceptual Framework of the Study
Source: Developed by the researcher using expletory study

6. Hypotheses Development

Researcher developed hypotheses based on the conceptual framework stated
above.

Hypotheses 1: Relationship between Workplace Bulling (WB) and
Intention to Leave (IL).
Alternative hypothesis (Hi,): There is a significant relationship between WB
(wWB) and IL (uTI)

H1: pWL # uTI

Hypotheses 2: Moderating Effects
Alternative hypothesis (Hza): organizational commitment (nOC) significantly
moderates the relationship between WB (uWB) and IL (uTT).

uTl= pWB + pOC + (UWB nOC)

Alternative Hypothesis (Ha): POS (uPOS) significantly moderates the
relationship between WB (uWB) and IL (uTT).
uTl= pWB + pPOS + (WWB pPOS)
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Alternative Hypothesis (Hz): BJW (uBJW) significantly moderates the
relationship between WB (u WB) and IL (uTI).
uTI= uWB + pBJW + (UWB pBJW

This study is mainly using quantitative approach to conduct the research.
Researcher’s interference for this study was very little. Because researcher
only involved in preparing the questionnaire and distributed it in the natural
working environment. Study was conducted in natural work environment
where work proceeds normally. There would not be any interference to
normal working conditions as survey method was used. This study was
focused on nurses in the government hospitals in Sri Lanka as the target
population. There are 31580 nurses currently working in government
hospitals in Sri Lanka. Among them 21397 (68%) nurses are working in line
ministry and 10183 (32%) are working in provincial hospitals. Convenience
sampling method used by the researcher to select the sample from the target
population. Sample was selected based on convenience sampling and
distributed questionnaire among 127 nurses who recently joined and received
just 110. However, after proper screening only 100 questionnaires were used
for the final analysis.

Data collection instrument was developed using previously constructed four
questionnaires (Mowday et al, 1979; Dalbert, 1999; Liu, 2004). Section A of
the questionnaire was designed to gather demographic data. Section B was
designed to collect data under the variables WB, IL, organizational
commitment, BJW and POS. It included 21 Likert-scale statements. After
that, it was conducted a pilot study to check the reliability using twenty nurses
because it was translated to Sinhala language. The results of the test were in
between .734 and .906.

7. Data Analysis and Discussion
7.1.Descriptive Statistics

In terms of age there are 65% (N=65) nurses who were age between 23-27
and 35% (N=36) nurses who were over 28 years. Majority of respondents
were between age 23-27.Age between 18-22 nurses not responded for the
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study. Further, 86% (N=86) of them were unmarried and 14% (N=14)
married.

7.2.Hypothesis Testing

According to the above results of the Pearson Correlation Coefficient (r
value) 0.701 at a significant level of 0.01 which indicates that there is a
strongly positive (r>0.5) relationship exists between WB and IL. It proves
that model is statistically significant. Hence, alternative hypothesis is
accepted.

As per the test results of the Pearson Correlation Coefficient (r value)

Table 1: Model Summary

Model Summary

Model |R R Square Adjusted R Square Etd.' Error of the
stimate
1 .701° 492 486 63896

a. Predictors: (Constant), Workplace Bullying
Source: Survey Data, 2015

As stated in the model summary, R? value is 0. 492. As a percentage it is 49%.
It means that WB describes IL by 49.2% or WB explains 49.2%% of the total
variability of the Turnover Intension.

Table 2: The Model ANOVA between WB and IL

ANOVA?
Model Sum of df Mean F Sig.
Squares Square

Regression |38.677 1 38.677 94.734 |.000°
1 Residual  [40.011 98 408

Total 78.688 99
a. Dependent Variable: Intention to Leave
b. Predictors: (Constant), Workplace Bullying

Source: Survey Data, 2015
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The table 2 shows that Sig. value of the model is a = .000 at 99% confidence
level. Therefore, Sig. value is less than 0.00 at 99% confidence level (0.000<
0.01) according to that the model is significant.

Table 3: Coefficient of WB and IL

Coefficients
Unstandardized Standardized
Model Coefficients Coefficients |t Sig.
B Std. Error | Beta
1 (Constant) .824 319 2.585 |.011
WB .730 .075 701 9.733 |.000
a. Dependent Variable: 1L

Source: Survey Data, 2015

The above tables indicate to what extent, variation in WB influences the
variance on IL. This explains that IL increases by 0. 0.73 points for each
additional increase in the impact of WB. Further, this indicates that WB
explains just 49.2% of the variance (R square) in IL. Hence, it can be clearly
said that other factors have 50.8% influences on IL. Therefor it can be clearly
said, that WB has, positive impact on IL. These results also justify that
hypotheses one (H1) can be substantiated.

7.3.Moderator Analysis

Moderate effect of Organizational Commitment to the relationship between
WB and IL

Alternative hypothesis (Hza) - Organizational commitment (nOC)
significantly moderates the relationship between workplace  bullying
(wWB) and IL (uTT).

uTl= uWB + nOC + (uUWB pOC)
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Table 4: Model ANOVA between organizational Commitment and IL

ANOVA
Model Sum of df Mean F Sig.
Squares Square

Regression 32.198 1 32.198| 67.873 .000°
1 Residual 46.490 98 474

Total 78.688 99
a. Dependent Variable: IL
b. Predictors: (Constant), Organizational Commitment

Source: Survey Data, 2015

The Hierarchical Multiple Regression Model was used to find whether
organizational commitment significantly moderate the relationship between
WB and IL. The table 4 shows that Sig. value of the model is a.=.000 at 99%
confidence level. Therefore, Sig. value is less than 0.00 at 99% confidence
level (0.000< 0.01). Results indicated that interaction between WB to
organizational commitment (b = .112, SEb= .014, p =.640, p < .01) were
associated with IL. These results indicated that relationship between WB and
IL was moderated by organizational commitment. Therefore, alternative
hypothesis (H2a) was accepted.

Table 5: Model summary organizational commitment and IL

Model Summary

Model R R Square | Adjusted R Square Std. Error of the
Estimate
1 .640% 409 403 .68876

a. Predictors: (Constant), Organizational Commitment

Source: Survey Data, 2015

As per the results, R? value is 0.409 (40.9%). It means organizational
commitment explains IL by 40.9%. It describes model summary of WB and
IL, R? value is 0.492 (49.2%). These results shows, organizational
commitment reduces the impact built on direct relationship between WB and
IL by 0.083 (0.492-0.409). As a percentage 8.3%. Therefore, organizational
commitment reduced the impact of WB on IL.
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Moderate effect of Perceived organizational support (POS) to the
relationship between Workplace Bullying and Intention to leave

Alternative hypothesis (Haz,): Perceived organizational support (uPOS)
significantly moderates the relationship between workplace bullying (uWB)
and Intention to leave (uTT).

pTl= pWB + pPOS + (uUWB pPOS)

Table 6: Coefficient of perceived organizational support and Intention
to leave

Coefficients
Unstandardized Standardized
Model Coefficients Coefficients t Sig.
B Std. Error Beta
(Constant) 1.648 271 6.082 .000
1 Perceived
Organizational 116 .014 .649 | 8.448 .000
Support

a. Dependent Variable: Intention to leave

Source: Survey Data, 2015

In order to identify moderator effect of perceived organizational support on
relationship between workplace bullying and Intention to leave used
moderated multiple regression model. Based on the findings identified that
perceived organizational support (b =.116, SEb=.014, § =.649, p <.01) was
associated with Intention to leave. Therefore, interaction between perceived
organizational support and workplace bullying was significant (0.000< 0.01).
These results indicated that relationship between workplace bullying and
Intention to leave was moderated by organizational commitment. Therefore,
alternative hypothesis (H2b) was accepted.
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Table 7: Model summary perceived organizational support and
Intention to leave

Model Summary

Model R R Square | Adjusted R Square Std.EError of the
stimate
1 .6492 421 415 .68163

a. Predictors: (Constant), Perceived Organizational Support

Source: Survey Data, 2015

R? value for perceived organizational support was .421 (42.1%).1t reveals that
perceived organizational support (Moderator variable 2) explains 42.1% of
the total variability of the Turnover Intension (dependent variable).
According to the table 7, R? value is 0.492 (49.2%). These results shows,
perceived organizational support reduces the impact build on direct
relationship between workplace bullying and Intention to leave by 0.071
(0.492-0.421).As a percentage 7.1%.Therefore, perceived organizational
support reduced the impact of workplace bullying on Intention to leave.

Moderate effect of Belief in a Just World to the relationship between
Workplace Bullying and Intention to leave

Alternative hypothesis (Hz): Belief in a just world (uBJW) significantly
moderates the relationship between workplace bullying (u WB) and Intention
to leave (uTI).

uTI= pWB + uBIW + (UWB pBIJW

Table 8: ANOVA between Belief in a Just World and Intention to leave

ANOVA?
Model Sum of df Mean F Sig.
Squares Square

Regression 39.810 1 39.810| 100.350 .000P
1 Residual 38.878 98 397

Total 78.688 99
a. Dependent Variable: Intention to leave
b. Predictors: (Constant), Belief in a Just World

Source: Survey Data, 2015
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The Hierarchical Multiple Regression Model was used to find whether
perceived organizational support significantly moderate the relationship
between workplace bullying and Intention to leave. Results shows that Sig.
value of the model is a = .000 at 99% confidence level. Therefore, Sig. value
was less than 0.00 at 99% confidence level (0.000< 0.01).According to that
the model is significant.

Table 9: Coefficient of belief in a Just world and Intention to leave

Coefficients
Model Unstandardized Standardized t Sig.
Coefficients Coefficients
B Std. Error Beta
(Constant) 1.743 221 7.892 .000
1 |Beliefina Just 118 012 711| 10017| 000
World
a. Dependent Variable: Intention to leave

Source: Survey Data, 2015

Results indicated that interaction between workplace bullying to belief in a
just world (b = .118, SEb= .012, B =711, p < .01) were associated with
intention to leave. These results indicated that relationship between
workplace bullying and Intention to leave was moderated by belief in a just
world. Therefore, alternative hypothesis (H2c) was accepted.

R? value for belief in a just world was 0.506 (50.6%).It means belief in a just
world (moderator variable 3) explains Intention to leave by 50.6%. As stated
in the model summary of workplace bullying and Intention to leave, R? value
is 0.492 (49.2%). These results shows, belief in a just world increases the
impact built on direct relationship between workplace bullying and Intention
to leave by 0.014 (0.506-0.492).As a percentage 1.4%.It means that even
though moderator is significant (p < 0.01), impact created by bullying on
intention to quit had increased. Therefore, belief in a just world increased the
impact of workplace bullying on Intention to leave.
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Moderate effect combination of Perceived Organizational Support, Belief
in a Just World to the relationship between Workplace Bullying and
Intention to leave

Table 10: Coefficient of combination effect of moderator variables on
Intention to leave

Coefficients
Unstandardized Standardized
Model Coefficients Coefficients t Sig.
B Std. Error Beta
(Constant) 1.826 .255 7.154 .000
Perceived
Organizational .013 .039 .072 327 744
1 Support
Belief in a Just 153 037 923| 4.001| 000
World
Organizational 052 043 _207| -1.207| 231
Commitment
a. Dependent Variable: Intention to leave

Source: Survey Data, 2015

The Hierarchical Multiple Regression Model was used to find whether
combined effect of all three moderating factors (perceived organizational
support, belief in a just world and organizational commitment) significantly
moderate the relationship between workplace bullying and Intention to leave.
According to the results, both organizational commitment (0.231>0.01) and
perceived organizational support (0.744>0.01) was not significant. But, belief
in a just world shows that sig value of the model is o= .000 at 99% confidence
level. Therefore, Sig. value was less than 0.00 at 99% confidence level
(0.000< 0.01).According to that the belief in a just world remains significant.
Standardize coefficient of beta value also highest (f =.923).

Therefore, All the moderating factors (perceived organizational support,
belief in a just world and organizational commitment) were significantly
moderate the direct relationship when consider individually. But, combined
effect of all three, perceived organizational support and organizational
commitment were not significant (p >.01) and belief in a just world remains
significant (p <.01).
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8. Conclusion

WB is a serious issue, which causes organizations to even shut down their
operations. Therefore, successful management is a critical need to minimize
adverse consequences of WB. This study primarily focuses on identifying
factors that moderate the direct relationship between WB and IL.

Obijectives of the study were achieved and findings revealed that there is a
strong positive relationship between WB and IL. It reflects that nurses who
become target of bullying have higher intention to quit. Intention to quit is a
strong antecedent of turnover. Other studies regarding WB and IL also justify
that there is a positive impact of WB on IL (Rasool et al., 2013). Therefore,
emerging a feeling of leaving, create a high threat for organization. Because
human resources or manpower is the strongest resource for gaining
competitive advantage. However, this relationship can be moderate by
organizational commitment, POS and BJW. So Second, third and fourth
hypotheses are developed in order to achieve mentioned objectives.

Findings reveal that organizational commitment is a statistically significant
model which stated direct relationship between WB and IL can be weaken
with the interference of organizational commitment. Furthermore, this result
substantiates the validity and generalizability of this study as we have yielded
similar results to other research. Previous studies provides an insight that the
harmful effects of WB could be handled effectively through the moderating
effects of organizational commitment on the relation between WB and IL
(Rasool et al., 2013).This study also provides evidence of the existence of a
moderating effect of POS on the relationship between WB and IL. POS is
statistically significant and leads to weak the direct relationship between WB
and IL by 7.1%.Previous studies regarding this has justify that POS
significantly moderate employees’ intention to quit (Schalkwyk et al., 2012).
Furthermore, research findings reveal that BJW statistically significant but
strengthen the relationship between WB and IL. Even though the moderating
factors are statistically significant when consider individually, combined
effect of all three factors reveal that only BJW statistically significant and
other two variables become insignificant.
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Finally, it can be concluded that there is a significant relationship between
WB and IL and it can be moderate by organizational commitment, POS and
BJW in case of nurses in government hospitals.
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