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Abstract 

 
Over the past twenty years, the empirical research on workplace bullying has grown considerably into an 

international phenomenon. Workplace bullying research indicates the presence of workplace bullying often results 

in a variety of unfavorable consequences for victims, witnesses and employers. Most often, workplace bullying is 

associated with a decrease in job satisfaction, loss in productivity and increase in intention to leave. Workplace 

bullying refers to instances in which an employee is exposed to reoccurring behaviors, in the fo rm of 

psychological abuse, over a prolonged period of time, such as excessive criticism and humiliation. Moreover, 

the definition includes employees’ perceptions that, as targets of bullying, they do not have the power to 

defend themselves. To date, research on workplace bullying has been varied and widespread, ranging from 

the prevalence and causes of workplace bullying to the relative impact of bullying on individu al and 

organizational outcomes. However, few studies have assessed the moderating effect of perceived 

organizational support (POS) on the relationship between workplace bullying and job satisfaction and 

intention to leave. Therefore, the purpose of this review is to examine the literature on workplace bullying and 

propose that workplace bullying has a negative correlation to job satisfaction and a positive correlation to intention 

to leave. Moreover, this review will propose that, in the presence of POS, as a moderating variable, it will diminish 

the effects of workplace bullying in relation to job satisfaction and intention to leave. From a managerial 

perspective, this review highlights the potential negative effects of workplace bullying and emphasizes the 

importance of establishing and sustaining workplace cultures of support. As such, these types of cultures are 

conducive to maintaining a workforce with high levels of morale and employees who are committed to 

staying with their current employers.  
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1. Introduction 

According to the Workplace Bullying Institute, "a bully could cost a Fortune 
500 company an astounding $24,000,000" in lost productivity and turnover, and 

an additional "$1.4 Million for litigation and settlement costs."
27  

 

Workplace bullying is a unique phenomenon suggested to be a more powerful workplace stressor than traditional 

stressors, such as intense job requirements, heavy workloads or inability to affect or control decisions.
17

 Previous 

research indicates workplace bullying is different from typical job-related stressors because it is not considered to be 

a common experience associated with a particular occupation, instead it involves the systematic targeting of an 

individual, one who is often humiliated in front of coworkers, overly criticized, or intentionally excluded.
2, 28

  

Moreover, workplace bullying occurs with frequency and over prolonged periods of time, during which the victim  
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feels powerless to remedy the situation, resulting in higher, negative psychological and work-related outcomes.
17

  

However, some studies suggest certain industries may be more susceptible to higher incidences of workplace 

bullying, such as healthcare
19

, finance
15

, education
21

, and manufacturing
36

. Nonetheless, the research on workplace 

bullying is extensive and investigates the phenomenon from a variety of perspectives, ranging from how it should be 

defined, its causes and its consequences, with few studies assessing the moderating effects of certain variables on 

individual and organizational outcomes. However, most studies conclude that the presence of workplace bullying, in 

spite of its causes, or even our perceptions about it, results in a number of unfavorable consequences for both the 

individual and the organization, warranting legitimate concerns for managers, leaders and organizations alike.
2, 34

    

  Several studies suggest workplace bullying results in a number of individual psychological and work-related 

outcomes, such as increased anxiety, depression
17

, post-traumatic stress disorder
28

, absenteeism
17

, increase in 

intention to leave
1, 8

 and a decrease in job satisfaction
1, 25

. However, the targets of bullying are not the only ones who 

suffer, previous research suggest that witnesses of bullying, and even those accused of bullying
32

, report similar 

consequences, such as increased stress, changes in work attitudes and a decrease in job satisfaction
25, 32

.    

  Several studies also indicate workplace bullying results in negative outcomes for organizations as well, such as 

decreases in job performance, excessive absenteeism, reduced organizational commitment, low morale, and 

decreases in job satisfaction.
17, 30, 34

 Furthermore, if a bullied target does have the resources to file a complaint, 

beginning with their direct supervisor or Human Resources department, the number of individuals who are effected 

by workplace bullying increases significantly, resulting in even greater loss of productivity and increased financial 

costs.
27

 Consequently, workplace bullying effects more than just the individual target, it affects witnesses, co-

workers, the accused, management, Human Resources and eventually the entire organization.   

  From a possible solutions perspective, some studies have examined the moderating effects of certain variables on 

workplace bullying, such as the moderating effect of coping strategies
20

, psychological detachment
29

, and leadership 

and emotional intelligence
19

. However, few studies have assessed the moderating effect of perceived organizational 

support (POS) and how it may reduce the negative consequences of workplace bullying, especially as it relates to 

job satisfaction
30

 and intention to leave
8, 38

. Accordingly, a study conducted by Djurkovic, McCormack and Casimir, 

suggest that the presence of POS, which is often in the form of organizational policies, procedures and programs, 

diminishes the unfavorable impact of workplace bullying on job satisfaction and intention to leave, but mostly for 

targets of bullying and less so for witnesses.
8
 

  As previously mentioned, most researchers have concluded that the presence of workplace bullying has serious 

managerial and organizational implications. As a result, several studies suggest organizations should take a 

proactive approach and develop their own anti-bullying policies and procedures, if not from a responsibility or 

ethical perspective
26

, then at least to avoid possible litigation
30, 34

. In addition, workplace bullying has received 

widespread publicity, which has prompted legislators and support groups to propose anti-bullying legislation in 

order to provide adequate legal support for victims and encourage organizations to take action.
26, 34

 However, it 

appears some organizations and legislators are struggling to embrace the imposition of anti-bullying policies and 

statutes because workplace bullying is complex and difficult to define, which may result in the interference of 

certain company cultures and leadership styles.
12, 34

 Additionally, there is concern that new policies and laws will 

lead to an excessive rise in bullying complaints and litigated cases.
34

   

   The majority of workplace bullying research indicates there is a positive relationship between the presence of 

workplace bullying and the presence of unfavorable outcomes for individuals and the organization. In addition, these 

studies agree that the consequences of workplace bullying often begin by impacting the psychological well-being of 

the target first, resulting in anxiety and depression, which then leads to a decrease in job satisfaction and increase in 

intention to leave. As a result, the organization is impacted by losses in productivity, excessive use of sick time, and 

overall decreases in morale. Consequently, this review seeks to highlight and examine the literature on workplace 

bullying as it relates to job satisfaction and intention to leave; first, by proposing workplace bullying will have a 

negative relationship to job satisfaction and second, workplace bullying will have a positive relationship with an 

increase in intention to leave. Furthermore, we propose that the presence of POS will lessen the unfavorable effects 

of workplace bullying on job satisfaction and intention to leave (Figure 1). 
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Figure 1. The effects of workplace bullying on job satisfaction and intention to leave will be  diminished by 

the presence of POS 

 

 

2. Workplace Bullying  

Empirical research on workplace bullying began during the 1980's, gaining notable attention from several 

international studies conducted by Heinz Leymann, who recognized certain workplace behaviors shared similar 

characteristics to the behaviors found in childhood bullying, resulting in negative consequences, some as severe as 

post-traumatic stress disorder.
22, 23

 Since then, research on workplace bullying has been extensive, ranging from how 

it should be defined and its prevalence rates to examining the causes and consequences of workplace bullying in 

relation to individual and organizational outcomes.   

   Workplace bullying typically occurs when employees face "repeated and prolonged exposure to various 

forms of predominately psychological mistreatment," and is characterized as one who is "teased, badgered, 

and insulted, and who perceives himself or herself as not having the possibilities or resources to retaliate in 

kind."
17

 Some of the forms of psychological abuse, or bullying behaviors, are defined as someone who is humiliated 

in front of others, someone who is excluded from valuable work information and someone who is ignored by 

coworkers or supervisors.
2, 17

 In addition, workplace bullying behaviors are distinguished from other negative 

workplace behaviors, such as workplace harassment, because of their frequency and duration.
2, 25

 Several studies 

have indicated that higher frequencies of bullying behaviors, over an extended period of time, will lead to more 

severe psychological and work-related outcomes.
11

 Moreover, targets of workplace bullying often feel isolated 

and lack the resources to defend themselves, making the consequences of workplace bullying potentially 

more damaging.
8, 17

   

   Researchers have grappled with how workplace bullying should be defined and measured, which is primarily due 

to the subjective nature of respondents, the identification of bullying behaviors and the difficulty in determining the 

intent of the perpetrator.
2
 In response, researchers have suggested there are certain behaviors that, if they occur once, 

may not necessarily be bullying behaviors but, when combined with frequency and duration, they become bullying 

behaviors, which may reduce some subjectivity and help address the issue of intent.
2, 25

 Moreover, in order to further 

reduce subjectivity and provide additional clarity when assessing for the presence of workplace bullying, researchers 

ask respondents if they have been bullied or not, and if not, then have they witnessed any of the bullying behaviors.
2, 

25
   

   In response to the challenges of defining and measuring the prevalence of workplace bullying, most researchers 

use the Negative Acts Questionnaire (NAQ), which is an adaptation of the Leymann Inventory of Psychological 

Terror (LIPT) questionnaire, created by Leymann, consisting of forty-five bullying-type behaviors.
2, 9, 25 

In addition, 

the NAQ operationalizes workplace bullying by considering frequency and duration; however, it uses a smaller set 

of identified bullying behaviors, containing three main components:  1) a list of behaviors that define workplace 

 

Workplace 

Bullying 

Intention to 

Leave 

Job 

Satisfaction 

Perceived 

Organizational 

Support (POS) 
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bullying; 2) indicators for how often and how long the target has been experiencing bullying behaviors; and 3) 

whether or not they perceive themselves as being bullied and, if not, have they witnessed workplace bullying (See 

Table 1).
2, 25

 However, there are several concerns with regards to comparing the prevalence rates of workplace 

bullying when using the NAQ and other surveys, which results from the differences in how workplace bullying is 

defined and measured, along with the impact of certain professions, hierarchy and cultural differences, suggesting 

there are several factors to consider and control for when examining and comparing bullying prevalence rates.
2, 3

 As 

such, previous research indicates the prevalence of workplace bullying varies greatly, and whether the study was 

conducted in the United States or internationally, the prevalence of workplace bullying can range anywhere from 

3.5% to 53%.
2
 Furthermore, a five-year study suggested that approximately 97% of employees have 

experienced some type of bullying behaviors at work.
13

  Nonetheless, according to Mattice, the presence of 

one workplace bully can result in an additional $83,000 in unnecessary financial costs to the organization.
27

 

 

Table 1. example of survey to assess prevalence of workplace bullying
2
  

The following questions describe various acts 

which may be perceived as bullying. Have you 

been exposed to any of these acts at work during 

the last six months? 

Almost 

daily (%) 

2-3 Times A 

week  

 

2-3 Times A 

Month 

 

Never/

Rarely 

% 

Someone willfully withholds information, making 

it difficult for you to perform your work properly? 

 

    

Someone unjustly criticizes your work 

performance? 

 

    

Unjustified telling off/verbal abuse? 

 

    

You are made fun of in front of others? 

 

    

Someone ignores or makes fun of your attitudes 

and opinions? 

 

    

Malicious jokes? 

 

    

Someone makes fun of you and/or your private 

life? 

    

Being ignored when asking someone a question or 

when trying to talk to them? 

    

Social exclusion from co-workers?     

You sense that someone is slandering or spreading 

rumors about you? 

    

During the previous six months, did you witness 

anybody being bullied at your workplace? 

    

During the previous six months, have you been 

subjected to bullying at your workplace? 

    

          

   As previously mentioned, the research on workplace bullying also considers the causes  and consequences of 

bullying. Several studies indicate that the causes of workplace bullying may be the result of aggressive 

management and leadership styles
3
,
 
certain demographic considerations, such as age, gender and ethnicity

33
; 

the presence of vulnerable personality traits and low self-esteem
14

 and, the presence of traditional workplace 

stressors, such as high job demands, heavy workloads, role ambiguity and role conflict
4
.
 
However, the 

research on the consequences of workplace bullying has received less attention, with the majority of studies 

assessing the negative impact on psychological and physical health and lost productivity due to decreases in 
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overall well-being, job satisfaction, and organizational commitment.
3, 17, 33

 And, even fewer studies have 

assessed the moderating effects of certain variables on the unfavorable outcomes for individuals a nd the 

organization, which may provide additional insights or possible solutions for managers, leaders and 

organizations. 

   This review will focus on the consequences of workplace bullying since previous research suggest the 

impact to individual well being results in numerous physical and financial costs for the employee and 

employer.
3, 17

 Furthermore, this review will examine the presence of perceived organizational support (POS) 

since previous research suggest it may diminish the unfavorable consequences of workplace bullying, 

supporting the assertion that managers and organizations must address this phenomenon.
8, 30

   

  

 

3. Workplace Bullying And Job Satisfaction 

 
Few studies have assessed the relationship between workplace bullying and job satisfaction and often include 

additional psychological and work-related outcomes, such as anxiety, depression, intention to leave, 

absenteeism, job rating, and work stress.
1, 17, 25

 Previous studies suggest job satisfaction is comprised of a 

number of characteristics that, when combined, create the full concept of job satisfaction, which may also 

have its own set of psychological and work-related implications.
7, 39

 According to Wanous and Lawler, the 

concept of job satisfaction is measured by what is gained or lost in the following categories: self-respect, 

growth opportunities, job security, social interactions, independence and financial reward.
39

  Moreover, 

Wanous and Lawler's definition of job satisfaction appears to be supported by the current methodology for 

measuring job satisfaction.
39

 According to a validated scale developed by Schriesheim and Tsui, job 

satisfaction is measured by assessing the following criteria, using a Likert -type scale:  1) the essence of one's 

job; 2) supervisor performance; 3) relationships with co-workers or peers; 4) level of pay; and, 5) 

opportunities for advancement or promotion.
35

 Consequently, given the definition of job satisfaction, when 

compared to the behaviors that define workplace bullying, it is reasonable to suggest that work place bullying 

may have a direct effect on job satisfaction. For instance, if an individual is excluded from receiving valuable 

work information, it is likely to affect their self-respect, how co-workers perceive them, their opportunities 

for advancement and their ability to receive pay increases.   

   As previously mentioned, there are additional factors to consider when assessing job satisfaction due to the 

presence of traditional workplace stressors, such as "job demands, decision authority, role ambiguity , and role 

conflict."
4, 17

 One study, conducted by Hauge, Skogstad and Einarsen, controlled for traditional workplace 

stressors and concluded there was a 3% increase in the number of respondents who experienced a decrease in 

job satisfaction when workplace bullying was added into the model, suggesting that traditional workplace 

stressors do effect job satisfaction, but even more so in the presence of workplace bullying.
17

 However, some 

studies include job-related stressors, when assessing for workplace bullying, since other studies have 

indicated that some of these stressors, in particular, role ambiguity and role conflict, are linked to some of the 

causes of workplace bullying.
3, 25

 As expected, these studies reveal that the targets of bullying consider the ir 

work environment to be less favorable than those who are not bullied; however, it is difficult to discern to 

what degree of dissatisfaction is related to workplace bullying or the other types of work stress ors.
3
 Similar 

findings suggest that the witnesses of bullying report a decrease in job satisfaction as well, but to a lesser 

degree than those who are bullied
25

; however, one study found that the outcomes may be worse for some 

witnesses because the incident reminds them of previous bullying experiences
18

.  

   As a result of the previous studies, we propose that workplace bullying has a positive correlation to a 

decrease in job satisfaction.  In addition, given today's current working environment, we further propose that 

in order to gain additional clarity between the relationship of workplace bullying and job satisfaction, it is 

necessary to control for traditional work-related stressors.
4
 

 

 Proposition 1a:  Workplace bullying, when controlling for other work-related stress factors, will 

 have a positive relationship to a decrease in job satisfaction.  
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4. Workplace Bullying And Intention To Leave 

 
Similar to the studies relating to job satisfaction, even fewer studies have assessed the relationship between 

workplace bullying and intention to leave. Although, a number of studies have considered the concept of intention to 

leave as one of the defining characteristics of organizational commitment.
16, 24

 Moreover, research on organizational 

commitment suggest there is a positive correlation between job satisfaction and organizational commitment, 

indicating a possible negative relationship to intention to leave; however, researchers indicate it is difficult to 

determine if job satisfaction causes organizational commitment, yet most researchers agree there is a clear, positive 

relationship between the two variables.
24, 37

 One study suggest that intention to leave and intention to stay have been 

used synonymously and yet, these two constructs should be considered distinct because some studies indicate that 

intention to leave has a stronger relationship to employee turnover, which is results in a cost to organizations, than 

intention to stay.
5
 Regardless, intention to leave is generally defined as the willingness of an employee to remain 

with his or her employer.
5
 However, despite its simple definition, several studies have chosen different scales for 

measuring intention to leave, such as the Michigan Organizational Assessment Questionnaire
1
 or by including one 

or two questions within a larger survey asking the respondent if he or she will seek different employment over the 

next few months or year
5, 8, 17

.   

   The results of the few studies specifically measuring workplace bullying and intention to leave are at odds.  

According to the Hauge, Skogstad and Einarsen study, after controlling for typical job-related stressors, workplace 

bullying resulted in an approximate 1% increase in intention to leave, which possibly indicates that an increase in 

intention to leave may be more strongly impacted by other types of work-related stressors.
17

 One study found that 

the relationship between workplace bullying and intention to leave was much stronger, but it also examined the 

causes of workplace bullying concurrently, such as heavy workload, job insecurity and job stress, which may have 

contributed to a stronger relationship between the two variables.
1
 In the latter study, Djurkovic, McCormack and 

Casimir examined the relationship between workplace bullying and intention to leave; however, the researchers 

included a moderating variable, perceived organizational support (POS), which generally represents how employees 

feel about their employer based on how they are treated.
8
  Consequently, the study revealed a strong positive 

relationship between workplace bullying and intention to leave and, in the presence of POS, with employees who 

had a favorable view of their organization, it decreased intention to leave to a negligible level.
8
 However, POS had 

little effect on intention to leave when employees viewed their organizations as being indifferent to their well being, 

or they felt they were not supported at all, suggesting that not all forms of organizational support has a diminishing 

effect on the negative consequences of workplace bullying, especially as it relates to intention to leave.
8, 30

  

  As such, previous studies indicate there is a relationship between workplace bullying and intention to leave; 

however, research also suggests it is necessary to consider the associations between intention to leave, intention to 

stay and organizational commitment. Moreover, similar to job satisfaction, traditional workplace stressors should be 

controlled for when examining intention to leave because it is important to separate workplace bullying behaviors 

from work-related stressors, or work harassment. 

 

 Proposition 1b:  Workplace bullying, when controlling for other work-related stress factors, will have 

 a positive relationship to an increase in intention to leave.   

 

 

5. The Moderating Effect Of Perceived Organizational Support 

 
Perceived organizational support (POS), which is often in the form of organizational policies, procedures and 

programs, is defined as employees' "beliefs concerning the extent to which the organization values their contribution 

and cares about their well-being."
10, 31

 Some studies suggest there is a positive link between the presence of POS and 

various individual and organizational outcomes, such as an increase in job satisfaction, organizational commitment, 

job performance, and a negative relationship to a decrease in intention to leave; however, some studies argue there is 

little to no relationship between POS and organizational outcomes.
5, 31 

   

   Nonetheless, organizations have been placing considerable emphasis on creating better work environments to 

attract and retain top talent, and reduce overall costly turnover.
5
 As such, given the widespread publicity of 

workplace bullying and its potential negative outcomes, some organizations have developed anti-bullying policies 

and procedures
34

; however, few studies have assessed whether or not the presence of POS actually diminishes the 
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consequences of workplace bullying, though a number of studies have examined the relationships between POS, job 

satisfaction and intention to leave
5, 31

.  

   One of the first studies to examine workplace bullying and the moderating effect of POS in relation to job 

satisfaction and intention to leave was conducted by Quine.
30

 The results of the study support previous research that 

suggest the presence of POS improves individual and organizational outcomes which arise from a stressful work 

environment and, in particular, the stress related to workplace bullying.
30

 More specifically, the study suggest POS 

improved job satisfaction and decreased intention to leave for bullied employees who felt they were supported by 

their organization; however, for those employees who felt they were not supported by their organization, there were 

no improvements to negative outcomes.
30

 As previously mentioned, a study conducted by Djurkovic, McCormack 

and Casimir, investigated the relationship between workplace bullying, POS, and intention to leave, which resulted 

in similar findings found in the study by Quine, further suggesting that the presence of POS diminishes the negative 

effects of workplace bullying on intention to leave.
8, 30

 The last study considered the moderating effect of POS and 

anti-bullying programs on workplace bullying as they relate to perceived job performance, individual well being and 

organizational commitment.
6
 Consequently, the results of this study indicate that POS improves how bullied targets 

view their work performance and how anti-bullying programs lessen the negative impact to individual well being 

and organizational commitment.
6
 

 In response, we propose that effective perceived organizational support (POS) may serve as a possible 

solution for organizations to diminish the unfavorable effects of workplace bullying on job satisfaction and intention 

to leave.  However, similar to job satisfaction and intention to leave, the presence of other factors should be 

considered, such as traditional work place stressors and, according to another study, the perceptions of support from 

co-workers.
6
  

 

 Proposition 2:  Perceived organizational support (POS) will diminish the unfavorable individual and 

 organizational outcomes that result from the presence of workplace bullying. 

 

 

6. Discussion And Future Research Implications 

Due to the widespread publicity of workplace bullying and the call for managers, leaders and organizations to take 

action, the main purpose of this review was to examine the literature on workplace bullying as it relates to two 

unfavorable workplace outcomes, a decrease in job satisfaction and an increase in intention to leave. These 

unfavorable outcomes are the result of systematic, targeted behavior towards certain individuals, effecting individual 

well being, reducing productivity and costing organizations money. Therefore, the other purpose of this review was 

to investigate the presence of perceived organizational support (POS) and how it might diminish the unfavorable 

outcomes brought about by the presence of workplace bullying and provide a possible solution for organizations.   

   The conclusions of this review found that it is reasonable to suggest workplace bullying is another type of 

workplace stressor, one that leads to similar psychological outcomes as traditional workplace stressors, but 

considered to be more stressful because it involves the targeting of an individual, making the experience exclusive.  

Workplace bullying is indeed having some type of an effect on individuals and the organization; however, due to the 

limited research on the consequences of workplace bullying, it is difficult to suggest to what degree workplace 

bullying is affecting these outcomes. This review also found that the presence of POS does diminish the adverse 

effects of workplace bullying on job satisfaction and intention to leave, but only for employees who perceive the 

organization as supportive; although, if the employee believes the organization is not supportive, then POS has little 

to no effect on workplace outcomes. Consequently, this review concludes that not all POS is effective, but it can 

affect employee productivity and overall commitment, making POS a relevant consideration for organizations.   

   With regard to future research, this review highlighted some of the complexities surrounding the study of 

workplace bullying, job satisfaction, intention to leave and POS. In terms of workplace bullying, the Negative Acts 

Questionnaire is mostly supported by recent research as the best method for measuring the prevalence of workplace 

bullying; however, when comparing the prevalence rates of one workplace bullying study to another, it is important 

to consider the variables that were controlled for, such as traditional workplace stressors, demographics, national 

culture, corporate hierarchy and industry. As previously mentioned, traditional workplace stressors have been found 

to reduce job satisfaction and intention to leave and, if they are not controlled for, it would be very difficult to 

determine which type of workplace stressor is having the greatest impact on these two outcomes.  

   For workplace outcomes, job satisfaction and intention to leave, there are several issues to consider as well, such 

as Herzberg's motivation-hygiene theory and the interrelationship between intention to leave and organizational 
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commitment.  Herzberg's theory, which was not considered by this review, could be included when assessing job 

satisfaction because the theory suggest there are certain workplace factors that, when present, create job satisfaction 

and, when absent, create job dissatisfaction.
5 

As such, it is suggested that the factors found in Herzberg's theory be 

examined along with the factors that define job satisfaction because it may be unclear as to which workplace factors 

are contributing to job satisfaction or job dissatisfaction, making it more difficult to examine the relationship 

between workplace bullying and job satisfaction. Similarly, the interrelationship between intention to leave and 

organizational support suggest that previous studies have not emphasized the separation of these two concepts, 

rendering comparisons between studies less meaningful.   

   The challenges related to POS arise from the conclusion that not all POS is effective and there may be additional 

moderators, such as the perception of support from co-workers. This review found conclusive evidence that not all 

bullied employees, within the same organization, viewed their organizational support in the same manner, 

suggesting that, even if organizations develop anti-bullying policies, procedures or programs, the bigger issue may 

be the result of how organizations implement these efforts. Moreover, the perception of support from co-workers 

could influence the overall perception of POS due to the relationship that emerges between bullied individuals and 

co-workers. And lastly, future research should consider the effect of traditional workplace stressors when assessing 

for POS since they result in similar outcomes to workplace bullying, making it difficult to determine if POS is 

actually achieving the desired outcome of diminishing the effects of workplace bullying, which is a manageable 

problem, instead of attempting to reduce workplace stressors that are inseparable from the job itself.   

 

 

8. Acknowledgements   
 

The author wishes to express her appreciation to faculty research advisor Dr. Bryan Schaffer, Associate Professor of 

Management and Chair of the Department of Management and Accountancy, for his invaluable support and 

recommendations.  She also expresses her appreciation to the UNCA Undergraduate Research Program for 

providing this opportunity.             

  

 

7. References 

1. Akar, N., Nilgün, A., & Sarvan, F. (2011). Causes, Dimensions and Organizational Consequences of 

Mobbing:       An Empirical Study. Ege Academic Review, 11(1), 179-191.  

2. Agervold, M. (2007). Bullying at work: A discussion of definitions and prevalence, based on an empirical 

study. Scandinavian Journal Of Psychology, 48(2), 161-172. doi:10.1111/j.1467-9450.2007.00585.x.  

3. Agervold, M., & Mikkelsen, E. (2004). Relationships between bullying, psychosocial work environment and 

individual stress reactions. Work & Stress, 18(4), 336-351. 

4. Babatunde, A. (2013). Occupational Stress: A Review on Conceptualisations, Causes and Cure. Economic 

Insights - Trends & Challenges, 65(3), 73-80. 

5. Cho, S., Johanson, M. M., & Guchait, P. (2009). Employees intent to leave: A comparison of determinants of 

intent to leave versus intent to stay. International Journal Of Hospitality Management, 28(3), 374-381. 

doi:10.1016/j.ijhm.2008.10.007. 

6. Cooper-Thomas, H., Gardner, D., O'Driscoll, M., Catley, B., Bentley, T., & Trenberth, L. (2013). Neutralizing 

workplace bullying: the buffering effects of contextual factors. Journal Of Managerial Psychology, 28(4), 384-407. 

doi:10.1108/JMP-12-2012-0399. 

7. Curry, J. P., Wakefield, D. S., Price, J. L., & Mueller, C. W. (1986). ON THE CAUSAL ORDERING OF JOB 

SATISFACTION AND ORGANIZATIONAL COMMITMENT. Academy Of Management Journal, 29(4), 847-

858. doi:10.2307/255951. 

8. Djurkovic, N., McCormack, D., & Casimir, G. (2008). Workplace bullying and intention to leave: the 

moderating effect of perceived organisational support. Human Resource Management Journal, 18(4), 405-422. 

doi:10.1111/j.1748-8583.2008.00081.x.  

9. Einarsen, S. & Raknes, B.I. (1997). Harassment in the workplace and the victimization of men. Violence and 

Victims, 12(3), 247-263. 

10. Eisenberger, R., Huntington, R., Hutchinson, S. & Sowa, D. (1986). Perceived organizational support. 

Journal of Applied Psychology, 71(3) (1986), pp. 500-507. 



103 

 

11. Escartín, J., Rodríguez-Carballeira, A., Zapf, D., Porrúa, C., & Martín-Peña, J. (2009). Perceived severity of 

various bullying behaviours at work and the relevance of exposure to bullying. Work & Stress, 23(3), 191- 205. 

doi:10.1080/02678370903289639. 

12. Ferris, P. (2004). A preliminary typology of organisational response to allegations of workplace bullying: see 

no evil, hear no evil, speak no evil. British Journal Of Guidance & Counselling, 32(3), 389-395. 

doi:10.1080/03069880410001723576. 

13. Fox, S., & Stallworth, L. E. (2005). Racial/ethnic bullying: Exploring links between bullying and racism in 

the US workplace. Journal of Vocational Behavior, 66(3), 438–456. 

14. Glaso, L., Matthiesen, S. B., Nielsen, M. B., & Einarsen, S. (2007). Do targets of workplace bullying portray 

a general victim personality profile? Scandinavian Journal of Psychology, 48(4), 313–319. doi:10.1111/j.1467-

9450.2007.00554.x 

15. Greer, O. L., & Schmelzle, G. D. (2009). ARE YOU BEING BULLIED? You're Not Alone. Strategic 

Finance, 91(3), 41-45. 

16. Gregson, T. (1992). An investigation of the causal ordering of job satisfaction and organizational 

commitment in. Behavioral Research In Accounting, 4, 80-95. 

17. Hauge, L., Skogstad, A., & Einarsen, S. (2010). The relative impact of workplace bullying as a social stressor 

at work. Scandinavian Journal Of Psychology, 51(5), 426-433. doi:10.1111/j.1467-9450.2010.00813.x. 

18. Hoel, H., Faragher, B., & Cooper, C. L. (2004). Bullying is detrimental to health, but all bullying behaviours 

are not necessarily equally damaging. British Journal Of Guidance & Counselling, 32(3), 367-387. 

doi:10.1080/03069880410001723594. 

19. Hutchinson, M., & Hurley, J. (2013). Exploring leadership capability and emotional intelligence as 

moderators of workplace bullying. Journal Of Nursing Management, 21(3), 553-562. doi:10.1111/j.1365- 

2834.2012.01372.x. 

20. Jiang, J., Dong, J., & Wang, R. (2012). Workplace bullying, employees' depression and job satisfaction: 

Moderating effect of coping strategies. Chinese Mental Health Journal, 26(8), 610-615. 

21. Keashly, L., & Neuman, J. H. (2010). Faculty Experiences with Bullying in Higher Education. 

Administrative Theory & Praxis (M.E. Sharpe), 32(1), 48-70. doi:10.2753/ATP1084-1806320103. 

22. Leymann, H. (1990). Mobbing and psychological terrorism at workplaces. Violence and Victims, 5 (2), 119–

126. 

23. Leymann, H. & Gustafsson, A. (1996). Mobbing at work and the development of post-traumatic stress 

disorders. European Journal of Work and Organizational Psychology, 5(2), 251-275. 

24. Llobet, J., & Angels Fito, M. M. (2013). Contingent workforce, organisational commitment and job 

satisfaction: Review, discussion and research agenda. Intangible Capital, 9(4), 1068-1079. doi:10.3926/ic.475. 

25. Lutgen-Sandvik, P., Tracy, S. J., & Alberts, J. K. (2007). Burned by Bullying in the American Workplace: 

Prevalence, Perception, Degree and Impact. Journal Of Management Studies, 44(6), 837-862. doi:10.1111/j.1467-

6486.2007.00715.x. 

26. Martin, W., & LaVan, H. (2010). Workplace Bullying: A Review of Litigated Cases. Employee 

Responsibilities & Rights Journal, 22(3), 175-194. doi:10.1007/s10672-009-9140. 

27. Mattice, Catherine M. (2009). The Cost of Workplace Bullying. Retrieved from 

<http://www.noworkplacebullies.com/>. 

28. Mikkelson, E.G. & Einarsen, S. (2002). Basic assumptions and symptoms of post-traumatic stress among 

victims of bullying at work. European Journal of Work and Organizational Psychology, 11(1), 87-111. 

29. Moreno-Jiménez, B., Rodríguez-Muñoz, A., Pastor, J., Sanz-Vergel, A., & Garrosa, E. (2009). The 

moderating effects of psychological detachment and thoughts of revenge in workplace bullying. Personality & 

Individual Differences, 46(3), 359-364. doi:10.1016/j.paid.2008.10.031. 

30. Quine, L. (2001). Workplace bullying in nurses. Journal of Health Psychology, 6 (1): 73-84. 

31. Riggle, R. J., Edmondson, D. R., & Hansen, J. D. (2009). A meta-analysis of the relationship between 

perceived organizational support and job outcomes: 20 years of research. Journal Of Business Research, 62(10), 

1027-1030. doi:10.1016/j.jbusres.2008.05.003. 

32. Oladapo, V., & Banks, L. (2013). Management Bullies: The Effect on Employees. Journal Of Business 

Studies Quarterly, 4(4), 107-120. 

33. Samnani, A., & Singh, P. (2012). 20 years of workplace bullying research: A review of the antecedents and 

consequences of bullying in the workplace. Aggression And Violent Behavior, 17(6), 581-589. 

doi:10.1016/j.avb.2012. 

34. Sanders, D. E., Pattison, P., & Bible, J. D. (2012). LEGISLATING "NICE": ANALYSIS AND 

ASSESSMENT OF PROPOSED WORKPLACE BULLYING PROHIBITIONS. Southern Law Journal, 22(1), 1-



104 

 

36. 

35. Schriesheim, C., & Tsui, A.S. (1980). Development and validation of a short satisfaction instrument 

for use in survey feedback interventions. Paper presented at the Western Academy of Management meeting.  

36. Stouten, J., Baillien, E., Broeck, A., Camps, J., Witte, H., & Euwema, M. (2010). Discouraging Bullying: 

The Role of Ethical Leadership and its Effects on the Work Environment. Journal Of Business Ethics, 95,17-27. 

doi:10.1007/s10551-011-0797-x 

37. van Knippenberg, D., & Sleebos, E. (2006). Organizational identification versus organizational commitment: 

self-definition, social exchange, and job attitudes. Journal Of Organizational Behavior, 27(5), 571-584. 

38. van Schalkwyk, L., Els, C., & Rothmann Jr., I. (2011). The moderating role of perceived organisational 

support in the relationship between workplace bullying and turnover intention across sectors in South Africa. South 

 African Journal Of Human Resource Management, 9(1), 285-297. doi:10.4102/sajhrm.v9i1.384. 

39. Wanous, J. P., & Lawler III, E. E. (1972). MEASUREMENT AND MEANING OF JOB SATISFACTION. 

Journal  Of Applied Psychology, 56(2), 95-105. 


