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Abstract 

This study aimed to investigate the impact of various estimations of employee misconduct included harassment, 

ostracism, interpersonal conflict and incivility on the turnover objective close by mediating a portion of stress 

in three private organizations of corporate sector of Lahore, Pakistan. As an instrument, structured 

questionnaire was adopted for collection of data and reliability was 0.961.Response rate was 50%.  To analyze 

data, spss software was used. The results showed that all variables have significant relationship between them. 

For mediating testing, Baron and Kenny methodology was applied. It was concluded after regression analysis 

that no mediation exists in the relationship among dependent and independent variables.  

Indexing Terms/Key words: Incivility, harassment, ostracism, interpersonal conflict, turnover intention 

1. INTRODUCTION 
In the work location, few injustices including harassment, aggression, violence and bullying shows a related 

type of employee misconduct. Research has been done on this area with special experiences in the course of 

recent years which confirm between the indicators and consequences of abuse at organizations (Bowling and 

Beehr 2006; Hershcovis, Turner et al. 2007; Hershcovis and Barling 2010). 

As determined above employee misconduct is examined to have incalculable. Few survey has conveyed 

employee misconduct the extent that the aftereffects of employee misconduct for outline one audit depicts or 

give an elucidation to the mannequin where researcher give a theoretical structure to comprehending the results 

of experiencing and responding to manhandle in the workplace. A further get data of, experts inquired about 

how mixed sorts of mishandle relate to staff' word related, mental, and physical wellbeing. Incivility inside the 

work environment, viewed as for the most part new topic inside the interpersonal mishandle investigate, one of 

the basic special style of delinquent lead in the authoritative environment. Incivility showed by technique for 

heathen direct. It undermines the honorability, respectability and pride of staff, persevering useless stipulations 

(Cortina, 2008; Ismail &Zakuan, 2012). 

From the objective's perspective, creating has separated offense having endless becomes together with incivility 

(Andersson and Pearson 1999),office debilitating vibe (Neuman and Baron 1998), mental mishandle (Keashly, 

Hunter et al. 1997), abuse (Aquino, Grover et al. 1999), interpersonal clash (Spector and Jex 1998), and difficult 

supervision (Tepper 2000). On the true blue degree, misuse and segregation were viewed as systemic deterrents 

(e.g., uncalled for assessment and reward blueprints), accommodating practices (e.g., access to structures), and 

institutional inclination. Set up on these reports, unfortunate behavior can take the kind of interactional, 

distributive, procedural, or systemic abuse of workers occurrence at both interpersonal and institutional stages. 

Employee misconduct in the work environment can set up on social estimations like that age, insufficiency 

conspicuousness and sexual presentation. In a get-together, working environment incivility is extending the 

effect in remotely and inside. Office incivility is a low stage kind of deviation wherein office gauges of see are 

dismissed (Cortina et al., 2011). Shaking the rocking the bowling alley rear way and Beehr solidified the 

correlational associations among all the mishandle variables and their results. These case creates join harmful 

supervision, tormenting, incivility, social undermining, and interpersonal conflict. Harsh supervision insinuates 

the oversaw show of adversarial verbal and non-verbal practices, beside significant contact (Tepper, 2000: p. 
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178). In another study, experts analyzed how joined combinations of manhandle relate to staff' word related, 

mental, and genuine flourishing. 

With regards to Pakistan past research has concentrated more on one measurement of interpersonal abuse, for 

example, the works of (Milha, Abrar, Sajjad, Mehwish, 2014) have concentrated on working environment 

incivility, correspondingly (Zainabbibi&Sirajud Din, 2013) have concentrated on work put incivility and 

counter gainful work practices. So also ( InamulHaq, 2014) has examined ostracism and the occupation out 

comes. Essentially (Ali Ahmad, 2014) has concentrated interpersonal abuse in general as opposed to the 

measurements. In another review by (Milha, Abrar, Sajjad, Mehwish, 2014) they examined work put incivility 

and hierarchical responsibility. Although, immeasurable research has characterized a total picture of employee 

misconduct, however it was needed to bridge the gap that employee misconduct and its impact on turnover 

expectation won't be clarified within the sight of a mediating variable comparable to stress. Through this 

examination it is endeavored to overcome any issues between employee misconduct, turnover expectation by 

making stress as an interceding variable. The motivation behind this review is to check a portion of the 

variables which are influencing. Subsequent to checking those components it will have the capacity to 

determine that because of employee misconduct what can be the conceivable results that can be shoulder by the 

association and how might we limit its outcomes. 

2. LITERATURE REVIEW

2.1 Turnover Intention 

It can be described as a rational resolution between a character‘s procedure as respects to an occupation to 

continue or leave the employment (Jacobs and Roodt, 2007). After studying literature, it was found that revenue 

and professional opportunities forces employee to leave the organization (Rossee and Miller 1984; Iverson and 

Roy 1994). One of the reviews contrasts the effect of good anxiety and other occupation stressors on three vital 

representative factors i.e. weariness, work fulfillment and turnover expectations and results uncover that ethical 

anxiety is critical indicator of expanded turnover goal (Kristen Bell DeTienne, Bardley R.Agle, James 

C.Phillips, Mare-Charles Ingerson) Overall, by studying current literature, we get to know that various methods 

were proposed to overcome mistreatment employees faced in private sector and to reduce their turnover 

intentions towards job. Number of variables was counted in this regard but there was still need for highlighting 

the stress as mediating variable forced employees to quit because of imbalance in official and personal life as 

well causing health problems. Our study proposed further some of the factors influencing employee‘s turnover. 

Moreover, future implications of study are also mentioned 

2.2 Employee Misconduct 
Employee misconduct is known in packs of sorts for portrayal misuse is the interactional, distributive, thought, 

or finish mishandle of staff that exists at both interpersonal and complete stages (Harlos and Pinder 1999).Yet 

another analyst assesses a measure of surveys looking and different leveled manhandle. On the Organizational 

stage, misuse and segregation were acclaimed as average divider (e.g., freakish examination and reward security 

arranges), nice practices (e.g., section to structures), and institutional treachery (e.g., the unjustifiable necessity). 

Without a doubt considered types of non-genuine (social or mental) interpersonal manhandle are cruel 

organization, inconsiderateness, interpersonal abnormality, and disheartening (Tepper 2000; Cortina, Magley et 

al. 2001; Tepper and Henle 2011). Despite the fact that uncommon definitions are effect to have a 

comprehension of effect of employee misconduct on gathering however it's fundamental to handle that there are 

a few measurements of employee misconduct which are  

 Ostracism 

 Interpersonal Conflicts 

 Incivility 

 Harassment 
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One of the fundamental researchers concluded while joining numerous types of employee misconduct including 

oppressive supervision, tormenting, psychological mistreatment, summed up working environment manhandle, 

incivility, interpersonal conflict, mobbing, social undermining, exploitation, and office hostility (Bowling and 

Beehr 2006). 

2.3 Ostracism 
Ostracism is much of the time delineated as being ignored and barred (Williams &Sommer, 1997; Williams, 

2001) In current literature, researchers defined the ostracism one of the reasons of employee psychological 

distress (i.e. job tension, emotional exhaustion, and depressed mood at work) resulting in low productivity and 

higher rate of turnover intentions. (Long-Zeng Wu, Frederick Hong-kitYim, HoKwong Kwan, Xiaomeng 

Zhang, 2011) Moreover, some researchers also found that workplace ostracism reduces service performance. 

(Ailicia S.M. Leung, L.Z.Wu, Michael N.Yung, 2011)  

2.4 Interpersonal Conflict 
Interpersonal conflict is an authoritative stressor including difference between specialists (Spector &Jex, 1998). 

Concentrating on interpersonal conflict as a work stressor, specialists presumed that these conflicts have 

pessimistic impact at work. (Remus Ilies, Michael D. Johnson,Timothy A. Judge,Jessica Keeney, 2010). The 

additionally accentuates on interpersonal conflicts bringing about turnover however stress is taken as a mediator 

variable. 

2.5 Incivility 
Anderson and Pearson (1999) illustrated incivility as low power degenerate conduct with equivocal expectation 

to harm the objective disregarding working environment standards for shared perceive. Past reviews 

demonstrate that in spite of knowing the part of incivility in employee's working life, there was still an absence 

of research on arbitrators and mediators in the relationship of incivility and business related results.  

By concentrate flow writing researchers discovered that an individual focused with inconsiderate and uncivil 

work conduct is identified with high occupation stress, disappointment, truancy, diversion and low profitability, 

inventiveness, work fulfillment, work execution, authoritative citizenship conduct and collaboration and lose 

the dedication and individuals leave the association (Jiménez, P. , Dunkl, A. what's more, Peißl, S,2015)  

Indeed, even employees who just experience incivility of another (e.g., seeing the abuse of partners) show low 

occupation responsibility and fulfillment and more noteworthy turnover expectation and employment burnout 

(Cortina et al., 2011). In this review, with above references, stress is considered as a mediator on relationship 

amongst incivility and employees goal to stop an association. 

2.6 Harassment 
Harassment is verbal or real lead that criticizes or recommends antagonistic vibe or repugnance toward an 

individual given that of his/her race, shading, religion, sexual orientation, national beginning spot, age, or 

handicap, or that of his/her family, buddies, or associates, and that (i) has the reason or the impact of making a 

scary, unfriendly, or hostile work environment; (ii) has the basis or results of irrationally meddling with a 

members work effectiveness; or (iii) or else unfavorably impacts an individual's business openings (U.S. Meet 

Employment probability commission, 1993, pp. 51268–51269).  

Harassment hurts every donors and work environments included, and adds to the high employees turnover 

experienced in loads of cordiality operations (Poulston 2008).Thus, scientists of current writing with reference 

to past reviews additionally considered stress as one of the mediator variable on relationship amongst 

harassment and employee's expectation to stop in their reviews concentrating on the techniques that ought to be 

received by associations to diminish it. 

2.7 Stress 
Stress inside the workplace is a developing fundamental issue inside the present condition of the money related 

framework where staff progressively confronts stipulations of exhaust, occupation weakness, low levels of 
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employment pleasure, and deficiency of self-sufficiency. Office stress has been demonstrated to have a perilous 

results on the health and great being of staff, comparable to an unpleasant affect work environment profitability 

and income. The impression of the individual figures out if or no longer the stressor has a harming results i.e. 

Regardless of whether it clarifications real or mental side effects of stress in the character. Statt (2004, p. 

86).Tehrani (2002, p. 8) likewise announced stressors as unsympathetic authoritative culture, terrible verbal 

trade amongst administrators and employees, absence of inclusion in assurance making, tormenting and 

harassment, ceaseless or amazing exchange, deficient assets, conflicting needs and nonappearance of 

undertaking. Pretrus and Kleiner (2003) prompted stress should be overseen. They distinguished a triple 

procedure to overseeing office stress, which stressed evaluating the working environment as an approach to 

recognize elements which would rationale unsafe stress, execution of measures to downsize these, and 

progressing observing and modification of the program. 

3. Theoretical Framework of the Study 
Relationship between all variables are demonstrated in below figure where employee misconduct and its 

dimensions served as independent variables, stress as a mediator and turnover as dependent variable. 

FIGURE 3.0 

Theoretical Framework 

 

 

 

 

 

 

  

 

 

 

 

The above relationships are summarized in the following hypothesis: 

H1: Stress and incivility has significant relation. 

H2: Stress and harassment has significant relation 

H3: Stress and ostracism has significant relation. 

H4: Stress and interpersonal conflict has significant relation. 

H5: Turnover intention and stress has significant relation. 

H6: Turnover intention and incivility has significant relation 

H7: Turnover intention and harassment has significant relation. 

H8: Turnover intention and ostracism has significant relation. 

H9: Turnover intention and interpersonal conflict has significant relation. 

H10: Turnover intention and incivility has mediating impact of stress. 

H11: Turnover intention and harassment has mediating impact of stress. 

H12: Turnover intention and ostracism has mediating impact of stress. 

H13: Turnover intention and interpersonal conflict has mediating impact of stress. 
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4. Methodology 
To determine the impact of employee misconduct data was collected from three private sector organizations 

situated in Lahore. This sample size was chosen because of higher employee turnover comparable to others in 

said sector. Unit of Analysis for this study is employees of three private organizations. Questionnaire was 

adopted for all variables from previous research. The regression analysis has been run utilizing spss. The 

correlation values have likewise been computed. This study used convenience sampling for collection of data. 

Moreover, Baron and Kenny technique was applied to test mediation between variables. 

4.1 Operationalization of Variables 
The instrument selected for the study included 28 questions about the characteristics based on incivility, 

harassment, ostracism and interpersonal conflict belonged to three private organizations in Lahore, Pakistan. 

The questionnaire was adopted on the reasons that its reliability and validity was well tested and used for earlier 

studies with same combination of variables. Responses against each area have been drawn out on lickert five-

point scale from ‗5 strongly agree‘ to ‗1‘ strongly disagree‖ with demographic profile of respondents. In order 

to make the proposed dimensions vibrant as suggested by (WIS, Cortina et.al 2001),to measure workplace 

incivility five point scales were employed, to measure harassment again five point scales were 

used(k.Bjorkvest&k.Osterman University of Finland 199). A 5 thing scale was utilized to gauge the working 

environment ostracism (Ferris et.al,. 2008). To measure interpersonal conflict five point scales were 

employed(Buunk and Verhoeven, 1991: Peeters et.al 1995: Vittengl and Holt 1998). For measurement of stress, 

five points scale was used again by (Parker &Decotis, 1983). Three points scale was used to measure by Vigoda 

(2000) to quantify the turnover intention. The sample comprised of 150 respondents.  300 copies of 

questionnaires were managed to distribute among the study participants. 150 copies were returned duly filled, 

150 participants did not respond. Response rate remained 50%. 

5. RESULTS 
TABLE 5.1 

Descriptive Analysis 

Variable Classification Frequencies Percentage  

Gender 
Male 117 78 

Female 33 22 

Marital Status 
Married 107 71 

Un-married 43 29 

Designation 

General Manager 8 4.6 

Deputy Manager 54 36.6 

Assistant Manager 48 32.6 

Sr. Officer 21 13.4 

Other 19 12.7 

Age 

Under 30 years 34 22.7 

30-49 47 31.3 

50-59 43 28.7 

60-69 26 17.3 

Experience 

8 years 12 7.4 

Less than 8 years 129 86.6 

More than 8 years 9 6 
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Overall the descriptive statistics for this study comprised of 150 respondents from private sectors, out of which 

majority were male population i.e. 78 percent, majority belonged to the age bracket (30-49), majority were 

married i.e. 71 percent and designation wise most respondents were deputy managers in their organizations. 

TABLE 5.2  

Reliability of Instrument 

No. Variables No. of scales Cronbach alpha 

1 Harassment 5 0.923 

2 Stress 5 0.942 

3 Ostracism 5 0.811 

4 Interpersonal Conflict 5 0.785 

5 Incivility 5 0.811 

6 Turnover Intention 3 0.861 

7 Overall Reliability 28 0.961 

 

Chronbach alpha values for every variable was higher than 0.7 showing that instrument selected is reliable for 

study (Cronbach, 1951). 

TABLE 5.3 

Correlation Matrix for the Study Variables 

Correlations 

  Harassment stress Turnover  Intention Incivility Ostracism 

Interpersonal 

Conflict 

Harass 1           

            

Stress .930
**

 1         

            

Turnover .872
**

 .900
**

 1       

            

Incivility .809
**

 .821
**

 .827
**

 1     

            

Ostracism .689
**

 .642
**

 .629
**

 .830
**

 1   

            

Intpercon .671
**

 .702
**

 .729
**

 .802
**

 .812
**

 1 

**. Correlation is significant at the 0.01 level (2-tailed). 

 

The analysis depicts that there is positive correlation between all variables. . The results from the above table 

can be summarized by quoting that for incivility and stress (r = 0.821 p > 0.01), for harassment and stress (r = 

0.930 p > 0.01), for ostracism and stress (r = 0.642 p > 0.01), for interpersonal conflict and stress (r = 0.702 p > 

0.01). For independent and dependent variables it can be stated as incivility and turnover intention (r = 0.827 p 

> 0.01), harassment and turnover intention (r = 0.872 p > 0.01), ostracism and turnover intention (r= 0.629 p > 

0.01), interpersonal conflict and turnover intention (r= 0.729 p > 0.01). 
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TABLE 5.4 

ANOVAª 
Model Summary 

No. Items Values 

1 R 0.921 

2 R Square 0.861 

3 Adjusted R Square 0.854 

4 F-Value 182.023 

5 Sig ( p-value) Anova 0.000 

 

TABLE 5.5  

Regression Matrix for the Study Variables 

Coefficients
a
 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) -.643 .937   -.685 .493 

Harass .231 .059 .369 3.848 .000 

Stress .177 .065 .279 2.706 .000 

Incivility .336 .071 .366 4.705 .000 

Ostracism -.383 .089 -.296 -4.254 .000 

Intpercon .266 .069 .232 3.812 .000 

 

A multiple regression analysis was carried out to investigate the effects of independent variables (Incivility, 

ostracism, interpersonal conflict and harassment) and mediator (stress) as predictors on turnover intention. 

Multiple linear regression analysis was applied on data collected. The statistical significance of the values are 

.000, .000, .000, .000 and .000 respectively. Significant values acquired were found < 0.05 which shows that 

relationship of these values are statistically significant. ANOVA table depicts R value is 0.929 showing high 

degree for simple correlation. R square shows 86.3% change in dependent variable because of independent 

variables. F-statistic shows 182.02 value and p-value we get from anova output is 0.0000 which shows the good 

fit of model. 

 

 

 

 

 

TABLE 5.6 
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 Baron and Kenny Analysis for relationship between Mediator and Independent Variables 

Coefficientsa 

Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients 

T Sig. 

    

B Std. Error Beta 

1 (Constant) -4.421 1.222   -3.621 0.000 

intpercon 1.267 0.105 0.703 12.035 0.000 

Harass 0.922 0.025 0.935 33.459 0.000 

Ostracism 1.344 0.124 0.659 10.726 0.000 

Incivility 1.2 0.061 0.827 18.169 0.000 

a. Dependent Variable: stress 
 

TABLE 5.7 

 Baron and Kenny Analysis for relationship between Mediator and Dependent Variable 

Coefficientsa 

Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients 

T Sig. B Std. Error Beta 

1 (Constant) 0.169 0.411   0.439 0.659 

Stress 0.571 0.022 0.9 24.999 0.000 

a. Dependent Variable: toint 

TABLE 5.8 

Baron and Kenny Analysis for relationship between Dependent Variable and Independent Variables 

Coefficientsa 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

T Sig. B Std. Error Beta 

1 (Constant) -0.379 0.953   -0.401 0.689 

Intpercon 0.313 0.069 0.274 4.506 0.000 

Ostracism -0.472 0.79 -0.365 -5.511 0.000 

Incivility 0.413 0.067 0.45 6.135 0.000 

Harass 0.368 0.034 0.587 10.901 0.000 

            

a. Dependent Variable: toint 
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According to Baron and Kenny Analysis, no mediation effect exists between all variables as p <0.05. Thus, we 

will reject alternative hypothesis H10, H11, H12 and H13 and will accept null hypothesis. 

Conclusions 

This research was conducted to know the effects of different measurements of employee misconduct on 

intention to quit in the private sector. The outcomes from this research reveal that respondents look for more 

current employment because stress makes them opening the entryways for their aims to stop because of higher 

side that interpersonal conflict, harassment, incivility and ostracism. As indicated by the after effects of the 

overview the respondents trust that among different features of employee misconduct they trust harassment to 

be the most applicable with regards to making stress in the work territory. Review was given by respondents 

that if the workplace makes open doors for misconduct then stress levels will be higher affecting inspiration 

levels that will result into lower work level increasing discouragement in employees. 

This review has additionally detailed larger amounts of turnover intentions brought by mistreatments. It can be 

concluded from past research that organizations should furnish their representatives a framework that will stop 

misconduct and provide them a healthy work environment in order to less stress ultimately decreasing the 

weight of cost variables organizations suffer because of turnover. Moreover, higher authorities should keep 

check and balance so they are able to get firsthand learning about the issues of their sub-ordinates. 

Limitations and Recommendations: 

Like whatever other review this one likewise has certain constraints which are a piece of any study embraced. 

For this review just three private companies were chosen from zone of Lahore, to explore the current issue. 

These outcomes cannot be summed up to each enterprise in Pakistan. Or maybe any researcher inspired by 

discovering more speculations can explore private companies from various regions of Pakistan and after that 

match the discoveries, which thusly will give much appropriate discoveries that can be summed up. For this 

review however, questionnaire was utilized as an instrument to assemble every one of the information. Despite 

the fact that this can be thought to be valuable yet meetings can be considerably more compelling in social 

affair direct learning. For this review assets were used to a specific farthest point and there were additionally the 

issues of time limitations since worldview of abuse in associations is diversified to the point that it can't be 

controlled to a specific time restrict. Besides for this review there were four measurements of misconduct that 

were connected. For future a review can contribute by including more measurements, also in future more 

stressors can be incorporated into the review and just a single dependent variable was utilized i.e. turnover 

intention. More factors additionally can be added to the review. In this review mediation was tried which was 

not demonstrated. In future more mediators and furthermore variables can be connected so that there is utility of 

different mediators. 

For testing mediation, just a single strategy was connected i.e. the Baron and Kenny technique. In future other 

intervention tests can likewise be connected to concentrate the impacts of intercession. 
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