
Work Place Bullying – Its Implications at Workplace and Impact on 

Intention to Leave 

Dr. P.C. Gita, Asst Professor 

School of Management, Kristu Jayanti College 

Bengaluru 

pcgita@gmail.com, gitapc@kristujayanti.com 

9841650391, 8310410683 

Abstract 

Organizations go to a greater extent to ensure employees are involved in collaborative 

networking which will aid the organization to achieve their objectives. In today‟s VUCA 

environment, the complexities of human capital are ever increasing due to huge mobility of work 

force and hence diversity at workplace. This diverse workforce coupled with high stressed work 

environment brings an emerging issue to the forefront – Workplace bullying. Due to scarcity of 

resources and power, there is an upsurge of member‟s infighting and exploiting the weaker ones 

to gain power and resources. This issue of workplace bullying is very detrimental to the mental 

health of the employees and the climate of the organization. Various studies have shown that 

workplace bullying leaves a devastating effect on the individual victim, his relationship with 

others, his productivity at workplace. This empirical paper tries to unravel the psychological 

implications of workplace bullying and also explore if it has an impact on the employee‟s 

intention to leave the organization 
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Work place bullying – its implications at workplace and impact on intention to leave 

Introduction  

The main essence of a strong and diverse, yet united organization is its workforce. In such a 

distinct environment, controlling and maintaining a harmonious relationship with and amongst 

them is a very crucial and challenging factor for the organization. Based on the national health 

interview survey conducted by occupational health supplement it was reported that 8% of 

workers are being threatened, bullied or harassed by others at their workplace. Bullying is a 

systematic, long term abusive treatment against an employee. (Karabulat A T, 2016). Leymann 

(1990) introduced the phrase “workplace bullying” which is understood as an abusive behavior 

at workplace. Workplace bullying includes any kind of physical, mental, emotional harm or 

torture done to an employee at workplace by someone in authority”. Workplace bullying is found 

to be detrimental to both the employee and the organization. The victims of workplace bullying 

experience various physical symptoms such as psychosomatic illnesses, psychological damage, 

low job satisfaction and well-being (Matthiesen andEinarsen, 2004) 

 

Workplace bullying and psychological damage 

Psychological damage is the damage done to the mental condition of a person due to the 

presence of a stressor. In this study we focus on how bullying can result in a traumatic mental 

condition and cause a permanent, deep scar in his/her life. Bullying affects the inner mind and 

causes intense damage permanently. The review shows that workplace bullying causes indirect 

impact on health (Giorgi 2012). Against this rationale, we base our first hypothesis relating 

bullying behavior with psychological damage 

H1: Workplace bullying has a positive relationship on Psychological Damage 

 

Workplace bullying and intention to leave 

In workplace bullying, if the target may find the situation difficult to handle, he or she 

maychoose to „voluntarily‟ leave the job (Berthelsenet al., 2011). Intention to leave  is a strong 

antecedent to turnover. (Baillien, Eet al., 1991). Also in a study it was found that “Bullying is an 

antecedent of  job dissatisfaction (Klomek A.B 2007) and a precursor to turnover intention” 

(Chen et al., 2011). On this basis the second hypothesis is framed. 

H2: Workplace bullying has a positive relationship with Intention to leave 

 

Method: 

Participants and procedure:The study was conducted among 250 respondents in Bangalore 

among IT professionals. Questionnaire was circulated to 475 prospects according to the 

convenience of the researcher and 325 filled in questionnaires were received and only 250 was 

found to be complete and usable.  

Design: Cross sectional, non-experimental design based on self-report method 
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Measures:workplace bullying was assessed with the 22 items of the Negative Acts 

Questionnaire – Revised (NAQ-R; Einarsen et al., 2009). This scale measures the degree of 

presence of workplace bullying using a five point likert scale. A Cronbach‟s alpha of 0.869 was 

obtained for the NAQ-R. 

The psychological damage was measured using the PIRI scale Psychological Injury Risk 

Indicator (PIRI; Winwood et al 1996) to identify the presence and degree of psychological 

injury. A cronbach alpha of 0.845 was obtained for the scale. 

Intention to leave was measured with a three-item questionnaire (Sjöberg and Sverke, 2000), on 

a five-point Likert scale. Cronbach‟s alpha for the scale was 0.873 

Demographics: Age ranged from 21 to 60 years, and the mean age was 34 (SD = 8.9). The 

sample consistedan equal distribution of gender, and 25% of the respondents are in managerial 

role. Majority of the respondents had a mean of 3.5 years‟ experience in the organization and 

only 8% reported being employed at their organization for less than 1 year. 

Statistical Analysis:Statistical analyses were done using IBM SPSS. First, a correlation table 

was produced, including all key variables of the study. In addition, multiple regression analyses 

were used to assess whether workplace bullying could predict psychological damage and 

intention to leave. Basic analysis confirmed with the assumptions of normality, linearity, 

multicollinearity and homoscedasticity. 

Results: The results of the Pearson correlation revealed a strong, positive correlation between 

workplace bullying and psychological damage, r = 0.74, n = 250, p < 0.01. Also, a moderate, 

significant, positive correlation was seen for the relationship between workplace bullying and 

intention to leave, r = 0.50, n = 250, p < 0.01. The regression results showed that workplace 

bullying significantly predicted both psychological damage [R2 value = 0.548, F=118.82, p < 

0.01] and intention to leave [R-squared change = 0.257, F = 34.27, p < 0.01]. Both correlation 

and regression indicated that workplace bullying is associated with both dependent variables of 

the study - psychological damage and intention to leave. Hence both HypothesisH1 and H2 were 

accepted. 

Discussion:Based on the review of literature, it was hypothesized thatworkplace bullying may 

lead to psychological damage and intention to leave.The present study aimed to investigate how 

exposure to workplace bullying relates to subsequent deterioration in the psychological 

healthand intentions to leave the organization. The results of regression analyses showed that 

workplace bullying is associated with increased levels of both psychological damage and one‟s 

intention to leave the job.  

The relationship between workplace bullying and intention to leave is supported in the following 

empirical studies ( Law,R et al, 2011).The influence of workplace bullying on intention to leave  

is supported by the research work of Quine (1999),Haugeet al., 2011; Glasøet al., 2012). 
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The finding that bullyingnevertheless significantly adds to the explained variance in both 

outcomes should therefore beseen as an indicator of the severe impact of this stressor for those 

affected. 

Practical Implications:The results emphasize the sensitivity of the issue of workplace bullying 

and the need for the right approach to handle the problems associated with workplace bullying. 

As workplace bullying may make a person dissatisfied and finally initiate him to leave the job, 

HR professionals should keep a close watch and identify issues at the earliest to avoid future 

problems dissatisfaction and turnover. This can avert employees from quitting the job, also save 

costs to the management and maintain a healthy and happy atmosphere at workplace. 

 

Conclusion: The present study has demonstrated that workplace bullying may lead to elevated 

levels of job psychological damage as well as intention to leave the organization. The first 

finding provides a perspective of the downside of workplace bullying and its impact on the 

employees‟ physical and mental well-being. The second finding implies a causal association 

between workplace bullying and intention to leave. Overall, the findings ascertain that workplace 

bullying may cause risk to both the employee and the organization.Leymann (1996). The study 

adds to the knowledge of workplace bullying and its impact on employees and organization and 

emphasizes the importance of prevention and management of workplace bullying.   
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