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Abstract
Organizations are offering positive ambience to the employees now-a-days so that they can focus on their work instead of interfering
in each other’s work. But at the same time, exclusionary behaviors like giving silent treatment to others, unreciprocated affection,
being thrown out, disregarding others, and utter denial, can be found prominent in almost every organisation. In presence of all
the probable stressors and minor hurdles, which a person can confront on a regular basis, the episode of being ostracized (feeling
of ignorance, exclusion, rejection and ignorance at work) is a frequent and shocking practice. The study’s purpose is the investigation
of the relationship of workplace ostracism and organisational citizenship behaviour. The respondents of the study were employees
of University of Jammu having at least an experience of three years working with the institution, and they were contacted through
a well structured questionnaire. Analysis revealed that approximately 40.3% of employees are disliked to be accompanied. A
considerable percentage (40.6%) of employees is to be interacted only when required. Taking the analysis of the items of the
second construct, it is found that about 29.9% of the employees do not understand the language of conversation of his colleagues
and 26.5 % of the employees feel uncomfortable to interact with their coworkers due to language difficulties. Approximately
58.2% of the employees are found showing a consistent and stable support to his/her department. A considerable percentage of
employees (70.1%) are found helping absentees. The results of SEM indicated that more the intensity of exclusion at the workplace,
lesser is the organisational citizenship behaviour.
Keywords: Workplace Ostracism. Organisation Citizenship Behaviour, Confirmatory Factor Analysis

Introduction

We could anticipate people to add various forms of verbal and physical abuse on a list of disagreeable interpersonal
behaviours if we ask them to do so. Insults and punches, after all, are tangible, measurable acts that we find
repulsive. Workplace culture is critical in getting the best out of workers and keeping them with the company for
a longer phase of instance. An organisation is created to accomplish certain goals and objectives by bringing
people together on a single platform and inspiring them to perform at their best. Employees must enjoy themselves
at work in order to establish a sense of loyalty to the company. Hofstede (1998) defines organisational culture
as “the collective training of the mind that distinguishes the members of one company from another.” As a result,
it is considered that an organization’s culture exists in the brains of all of its employees, not only its managers or
top executives, and the idea of culture is a frequent concept in anthropology.

Review of Literature

Williams (2001) defines ostracism as “the act of being excluded and disregarded”. Workplace ostracism can
limit opportunities for social engagement, which is important for impacting organisational members’ mental
wellbeing, behaviour, and the performance even (Zhao et al., 2013).
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And this is actually happening in institutions of higher education as the undermining of the participation of
educational administrators and personnel results because of workplace ostracism, leading to lower service
performance. Investigators have endeavored to study the influence of workplace ostracism in organisations as a
result of this deduction. Extra-role actions directed toward persons in the workplace that are not part of their
job description but promote the organisation and the employees within have been the subject of organisational
study (Organ, Podsakoff & Mackenzie, 2006; Podsakoff, MacKenzie, Paine & Bachrach, 2000). Research
revealed the leader’s behaviours (Hasnawi & Abbas, 2020) and two techniques namely, mindful techniques and
organizational support which plays the role of a router and that discourages an employee’s interest towards
ostracizing others. The relationship of workplace ostracism with job performance and organization citizenship
behaviour was studied (Choi, 2020). But the same relationship of workplace ostracism with job performance
was explored with the mediation of acquiescence silence (Jahanzeb et al., 2020). These behaviours have been
found having an influence on organisational profitability, and also the quality and quantity of performance
(Podsakoff & MacKenzie, 1997). As a result, the question of whether ostracism is related to OCB is both
theoretical and practical. Regardless of vivid research on workplace ostracism in manufacturing, banking, nursing
and hospitality industry (Gkorezis et al., 2016a; Hitlan et al., 2006; O’Reilly &Robinson, 2009; Wu et al., 2012;
Haldroi et al., 2020; Hasnawi & Abbas, 2020; Jahanzeb et al., 2020, Zhu & Zhang, 2021, Kwan et al., 2021,
Jang & Chen, 2022, Zhang et al., 2022 etc.) the education sector has still received the negligible attention
(Erkutlu & Chafra, 2016; Zimmerman et al., 2016 & Carter-Sowell et al., 2008, Chaman et al., 2021). Last but
not the least, this specific construct ‘workplace ostracism’ has been researched/studied mostly outside India like
China, U.K., U.N., U.S., Australia (Sydney), Hongkong, Africa, Germany, Romania and Turkey, Pakistan.
There are only two studies showing exploration of the construct workplace ostracism (Khanna, 2016) and the
related construct workplace loneliness (Anand P., 2016) in India. So, there is an urgent need to study workplace
ostracism in India.

Research Methodology

A well structured questionnaire was prepared after making a detailed review of the above mentioned literature,
thorough dialogues with the subject specialists and academicians and was taken to Jammu University teaching
as well as non-teaching employees for providing answers. It consists of total 40 items out of which 08 items
pertained to general information, 22 items speak about workplace ostracism and 12 related to organizational
citizenship behavior (table 1). Those employees were selected who have a working experience equal to or more
than 3 years. Maximum respondents were females and belong to age group of above 40 years, higher qualification
category, having working experience of 15 years & above, were Assistant Professors and residents of J&K. A
total of 100 questionnaires were distributed, 92 were returned, and only 83 of those returned were in useable
condition. This resulted in a 90.21 percent usable answer rate.
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Table 1. Measurement of the constructs in the questionnaire

Constructs Scales referred Total Items Items Cronbach
items deleted after retained alpha

S.No. Name S.No. Name Original Items presenting after
items taken presenting

1. Workplace 1. Ferris et al., 10 10 22 2 20 .92
ostracism 2008

2. Hitlan & Noel, 17 12
2009

2. Organisation 1. Chattopadhyay 34 2 12 0 12 .82
Citizenship a, 1999
Behaviour 2. Lee & Allen, 16 8

2002
3. Moorman & 5 2

Blakely, 1995

Source: Author’s calculations based on primary data.

Hypothesis Development (Workplace ostracism and Organisation citizenship behavior)

Because of our social nature and our fundamental desire of admittance in crowd, being ostracised may be aching
and unlikable. The statement is, in particular, accurate at work, where the number of team projects has increased,
putting increased pressure on employees to collaborate (Sundstrom et al., 2000). Workplace ostracism is likely
to hinder organisational citizenship behaviour along with other task-related attitudes and behaviours. Wu et al.,
(2015) investigated the link between workplace ostracism and organisational citizenship behaviour, claiming
that the construct namely, workplace ostracism which is a form of interpersonal mistreatment, can influence
one’s perception of his or her relationship with the organisation, and thus influence an intrinsic force driving
citizenship behaviour. They claim that workplace ostracism reduces citizenship behaviour by eroding employees’
sense of belonging to the company. Through organisational conflict, Chung (2015) investigated the association
between workplace ostracism and organisational citizenship behaviour. According to Ferris et al., (2015),
ostracised employees are less likely to engage in citizenship behaviour that benefits others or the organisation as
a whole. Gender, organisational citizenship behaviours, and job performance ratings were investigated by Lovell
et al. (1999). This study looked at whether the gender of the employee has an effect on the bond between work
performance and organisational citizenship behaviour.  The influence of workplace ostracism on organisational
citizenship behaviour was investigated, and it was discovered that those who were ostracised reported lower
levels of organisational citizenship behaviour than those who were not (Ferris et al., 2008; Hitlan et al., 2006;
Wu et al. 2011). Chung (2015) found that workplace ostracism and organisational citizenship behaviour are
affected by perceived organisational support and person-organization fit.
H0: Workplace ostracism has a negative and significant impact on Organisation citizenship behaviour

Data analysis

Skewness and Kurtosis tests are run using SPSS (17.0 version), and the values of Skewness and Kurtosis
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are.270 and -.241, respectively, which are between -1 and +1 according to the rule of thumb. This demonstrates
that the data is dispersed normally.

Exploratory factor analysis

The construct workplace ostracism was purified by using Principal Component Analysis (PCA) in order to
frame the factors. Initially, the construct consists of 20 items and the process of EFA took two rounds to
comprehend. In the first round, two factors were emerged namely, social exclusion and linguistic ostracism
having 61.855% of total variance explained. In this round, five items were deleted because of not meeting the
threshold criterion of communality value i.e. value was below 0.50. Then, second round resulted in two factors
again explaining 72.388% of total variance and in this round, no item was found having communality value
below 0.50 and therefore, all the items after second round were retained. In the purification process of organization
citizenship behaviour, the first round resulted into two factors having nine items (with 39.303 % variance
explained) and three items were deleted having communality values below 0.50. In the second round, no item
was deleted and again two factors were emerged namely- Sportsmanship & Altruism and Civic Virtue with
seven and two items respectively in each factor. This can be well analysed through the table 2.

Table 2. Summary of Results from Scale Purification of Constructs Using Rotated Component Method

Factor - wise Dimension Items Mean Standard Factor Variance Alpha(ά) CV
Deviation Loading Explained

Workplace Ostracism
F1: Social Exclusion 51.270 .957
My head/boss does not invite
me to participate in work-related
activities. WPO3 2.97 1.339 .696 .546

My co-workers give me the
‘‘silent treatment’’. WPO6 2.80 3.224 .818 .684

My co-workers keep me out of
their conversations. WPO7 2.96 1.357 .712 .580

My co-workers dislike my
company. WPO8 2.80 1.334 .760 .633

My co-workers interact with me
only when they are required to
do so. WPO9 2.89 1.370 .814 .663

My feelings are not recognised
by other employees in this
department. WPO10 2.66 1.297 .847 .726

My co-workers do not update
me about important work-related
activities. WPO11 2.50 1.330 .807 .716
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Factor - wise Dimension Items Mean Standard Factor Variance Alpha(ά) CV
Deviation Loading Explained

My co-workers ignore me at
work. WPO12 2.56 1.318 .799 .824

My co-workers refuse to talk to
me. WPO13 2.54 1.411 .815 .860

My greetings are not answered. WPO14 2.53 1.378 .670 .767

My co-workers do not invite me
for a coffee or lunch break. WPO15 2.62 1.324 .782 .844

My co-workers make me feel as
if I am not a part of this
department. WPO16 2.43 1.355 .657 .695

F2: Linguistic Ostracism 21.068 .771

My co-workers speak to one
another in a language, I do not
understand. WPO17 2.55 1.278 .648 .794

I feel uncomfortable to interact
with other co-workers due to
language diffiulties. WPO18 2.52 1.247 .762 .809

I feel as if I am being
ostracised by my head/boss. WPO20 3.21 1.305 .828 .709

Organisation Citizenship Behaviour
F1:Sportsmanship and Altruism 46.036 .895

I help others in completing
their work who remain absent
from work. 1 3.72 .966 .745 .560

I willingly give my time to
help others who have work-
related problems. 2 3.77 .973 .777 .609

I make newly appointed
employees feel comfortable in
the work group. 4 3.77 1.009 .725 .619

I contribute my efforts in
accomplishing my co-workers’
duties. 5 3.77 .986 .833 .710

I attend functions that are not
required but can help the
image of this department. 7 3.69 1.648 .769 .602

I am always in favour of my
department even in adverse
situations. 9 3.78 1.698 .750 .635
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Factor - wise Dimension Items Mean Standard Factor Variance Alpha(ά) CV
Deviation Loading Explained

I feel proud in representing my
department in public. 10 3.78 1.043 .757 702

F2:Civic Virtue 23.103 .905

I show a firm and constant
support to my department. 11 3.26 1.381 .932 .894

I take action to protect my
organisation from potential
problems. 12 3.07 1.322 .938 .892

Source: Author’s calculations based on primary data

Confirmatory factor analysis (Model Fit Results)

To keep the number of indicators down, CFA is done construct-by-construct. Only one item from the build
‘WPO’ with SRW less than 0.50 was eliminated during CFA (fig 1)(Hair et al., 2009), and no item from the
construct ‘OCB’ was destroyed (fig 2).

Figure 1. Second Order Factor Model of Workplace ostracism

Keywords: WPO = Workplace ostracism, SE = Social exclusion, LO = Linguistic ostracism, WPO3, WPO6-16 = Manifest
Variables of SE, WPO17-WPO18 = Manifest Variables of LO and e1-e14 = Error term of Manifest Variables., e15-e16= Error
terms of first layer latent constructs.
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Figure 2. Second Order Factor Model of Organization Citizenship Behaviour

Keywords: OCB = Organisation citizenship behavior, SA = Sportsmanship & Altruism, CV = Civic virtue. OCB1,2,4,5,7,9,10 =
Manifest Variables of SA, OCB11,12 = Manifest Variables of CV and e1-e9 = Error term of Manifest Variables, e10-11 = Error
terms of first layer latent constructs.

From the figures 1 and 2, it can be deduced that both the dimensions of workplace are positively correlated with
each other and they jointly contribute for the main construct. But the contribution of SE towards WPO is
highest among the two. The employees, as social human beings, face exclusion amongst the colleagues, peers,
superiors or supervisors; it means they are ostracized at the workplace. The existence of linguistic ostracism
was also witnessed but the level of social exclusion is found at its peak which results in workplace ostracism. A
positive correlation was found between the two dimensions of OCB and the contribution of SA is the highest
and CV is the lowest.

Model Fit Indices

The majority of indices, such as GFI, AGFI, NFI, RFI, IFI, TLI, and CFI, are greater than 0.90, whereas
badness of fit indices, such as RMSEA and RMR of all constructs, are less than 0.08, and Chi-square statistics
(CMIN/DF) are less than the suggested 5.0 threshold (Bagozzi & Yi, 1988) (table 3). Following the identification
of baseline models, measurements are validated for discriminant and convergent validity (Fornell & Larchel,
1981), and reliability is assessed using Cronbach’s alpha, composite reliability, and average variance extracted
(Hair et al., 2009). The majority of standardised loadings in this study are 0.60, indicating convergent validity
(table 4). The summation of all the squared standardised factor loadings divided by the number of items yields
the AVE. To indicate acceptable convergent validity, the AVE should be 0.50 or above. The values of AVE of the
constructs in this study were higher than 0.50 (WPO = 0.548 and OCB = 0.702) (table 4). Cronbach’s alpha is
one of the mainly used assessors of dependability, and the total value of Cronbach’s alpha in this study is more
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than.70 for all constructs (table 4). Hatcher (1994) proposed that dependability of 0.70 or above fulfils the
study’s general criteria of reliability. Composite reliability (CR), which is often estimated using a structural
model, is an alternative method of measuring dependability. It’s intended to be calculated by dividing the total of
standardised loadings by the sum of standardised loadings plus the error variance term. The composite reliability
rule of thumb is.70 or higher. The composite reliability of all latent constructs in this study is more than 0.90,
indicating that the data is internally consistent (table 4). The degree to which a construct is actually different
from other constructs is known as discriminant validity. It was determined by the comparison of AVE with the
squared correlation between constructs. In virtually every example, the squared correlation between two constructs
was smaller than AVE, indicating discriminant validity (table 5 a,b,c).

Table 3.   Model Summary of Confirmatory factor Analysis

Scales 2/df GFI AGFI NFI CFI RMR RMSEA
Workplace Ostracism 2nd  order model 3.467 .948 .918 .966 .973 .050 .068
(WPO)
Organisation Citizenship 2nd  order model 4.020 .960 .933 .972 .980 .015 .064
Behaviour (OCB)

Source: Author’s calculations based on primary data

Table 4. Reliability and Validity Analysis

Standardised Average
Scales Regression Variance Composite Cronbach’s

Weight Extracted Reliability Alpha

Workplace Ostracism .67 .99 .96
1.  Social Exclusion .99
2.  Linguistic Ostracism .85

Organisation Citizenship Behaviour .61 .98 .86
1.  Sportsmanship & Altruism .71
2.  Civic Virtue .67

Source: Author’s calculations based on primary data

Table 5 a. Discriminant Validity Analysis of Workplace Ostracism’ Factors

SE LO

SE .60
LO 0.77**(0.59) .85

Note: Values on the diagonal axis represent Average Variance Extracted and values in parenthesis represent squared correlation
between the constructs. The values with an asterisk represent correlation values. ** Correlation is significant at the 0.01 level

Source: Author’s calculations based on primary data
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Table 5 b. Discriminant Validity Analysis of Organisation Citizenship Behaviour’ Factors

S&A CV

S&A .55
CV 0.35**(0.12) .83

Note: Values on the diagonal axis represent Average Variance Extracted and values in parenthesis represent squared correlation
between the constructs. The values with an asterisk represent correlation values. ** Correlation is significant at the 0.01 level
Source: Author’s calculations based on primary data
Table 5 c. Discriminant Validity Analysis (Construct-wise)

WPO OCB

WPO .67
OCB 0.07*(0.00) .61

Source: Author’s calculations based on primary data

Structural Equation Modeling and Testing Assessment of Research Hypothesis

Because the findings of CFA were satisfactory, Structural Equation Modelling (SEM) was used. Path modelling
was used to evaluate hypotheses and identify the strength or weakness of causal links. All of the study model fit
statistics were within the acceptable limits, according to SEM results: 2/(df)=4.203, CFI=1.000, GFI = 0.996,
AGFI = 0.987, NFI = 0.993, RFI = 0.986, TLI = 1.055, IFI = 1.026, RMR = 0.008, and RMSEA = 0,000. The
route coefficient for H0 was found to be -0.01 after hypothesis testing. At the assurance point (p value) of
0,001, the hypothesis coefficient is significant. As a result, the theory is accepted. WPO has a negative and
significant impact on OCB. More the intensity of exclusion at the workplace, lesser is the organisational citizenship
behaviour. The results are consistent with the findings of the research work conducted by Wu et al., 2015; Hitlan
et al., 2006; Chung, 2015) and also supports the conceptual study of Robinson et al., 2012; Williams & Nida,
2014).

Figure 2. Structural Model showing path coefficients

Keywords: WPO=Workplace ostracism, SE=Social exclusion, LO=Linguistic ostracism, OCB=Organisational citizenship behaviour,
SA=Sportsmanship, CV=Civic virtue, e1-e5 = error terms

Discussion of the Results (Findings of Hypothesised Relationships)
Workplace ostracism has a negative and significant impact on organisation citizenship behaviour (SRW = -0.01,
p > 0.001) and the hypothesis gets acceptance. Employees are not praised to visit early in the office, they do not
get recognition for doing something extra-ordinary, they are not welcomed in the groups. It makes them feel
that they are an invisible element in the department. This discourages them to do any extra effort which is not
even included in their job context. This permits them to adopt the policy that it is better to look busy but doing
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nothing. The finding is verified by conservation of resources (COR) theory in a way that loss and threat of self-
resources despite of efforts of gaining and retaining them results in threatening of valid resources in the form of
basic needs, emotional health and emotions.

Limitations and Directions for Future Research

The data was collected from the employees of University of Jammu of Jammu division only. There might be
some region-specific characteristics. As such, the results are not generalizable across the country. Future studies
may endeavor to test the model across the country. The study can be replicated in other sectors like banking,
telecommunications etc. A number of variables like tenure, group identification, status etc. can be empirically
researched as the moderators in the relationship of workplace ostracism with behavioural attitudes. As the
diversity of the workforce is increasing, we find people belonging to different castes and religions entering the
workplace. As some of these castes and religions have been facing ostracism in the society, future studies should
endeavor to test the effects of workplace ostracism on them.

Conclusion
In view of the above analysis and discussion, it implies that workplace ostracism is a severe crisis in the today’s
world. Employees are facing ignorance and exclusion at their workplace; they are not invited by their colleagues
on lunch, coffee or any formal meeting as well. They feel silent treatment in the institution as they are kept out
of the conversations and made to feel not an important part of the institution. As a result of this negative
behaviour, employees are found being reluctant for the extra-role contribution towards the institution. In order
to improve organisation citizenship behavior, the supervisors should regularly keep an eye on OCB exhibited by
the employees and also reward it accordingly both directly and indirectly (e.g. preferential treatment, performance
ratings, promotions, etc). On the other hand, these behaviours are sustained by an individual’s intrinsic need for
a sense of achievement, competence, belonging or affiliation as these are originated from within and motivated
internally too.
Annexure
List of Abbreviations

WPO Workplace ostracism
OCB Organisation citizenship behavior
RMSEA Root Mean Square Error of approximation
GFI Goodness of Fit Indices
AGFI Adjusted Goodness of Fit Indices
NFI Normed Fit Index
CFI Comparative Fit Index
AVE Average Variance Explained
CR Composite Reliability
SRW Standardised Regression Weight
FL Factor Loading
SE Social exclusion
LO Linguistic ostracism
SA Sportsmanship & Altruism,
CV Civic virtue
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