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Purpose – This research aims to find out the impact of workplace ostracism on stress and 
employee engagement; this study is beneficial for organizations specific to Banking Sectors so that 
they can manage their employees correctly. 

Design/methodology/approach – Quantitative research method was used in this research 
followed with non-probability convenient sampling with the sample size of 330 of employees 
working in the banking sectors located in Karachi both Public & Private, the instruments for 
measuring continuous variable are adopted from previous research. 

Findings – We have found by testing our hypotheses that there is a significant positive impact of 
Ostracism on Stress, on the other hand, it has been found that there is a negative impact of 
Ostracism on Employee Engagement. 

Discussion – The theoretical implication of the research is that our results reinforced the past 
theories and the practical implication that ostracism decreases the productivity of employees, for 
increasing the productivity of employees, the organization should decrease the level of ostracism 
at the workplace, and it will be beneficial for the banking sector. 

 

1. Introduction   
1.1 Preamble  
The word workplace ostracism means when the employees feel that they are ignored by the employees who 
are working with them at the workplace (Ferris, Brown, Berry, & Lian, 2008). In organizations where there is 
workplace ostracism, it causes a higher level of depression and lower level of satisfaction to organization’s 
employees  (Hitlan, Cliffton, & Desoto, 2014; Ferris, 2008). One survey of 262 people, conducted on 
workplace ostracism, states that 64% employees ignored their colleagues at the workplace, and 29% 
employees intentionally left the areas where they do not want to spend their time with colleagues (Fox, & 
Stallworth, 2005). Two types of ostracism happen at the workplace, one is purposeful ostracism and second 
is unpurposeful ostracism. The former means, a person ignored someone intentionally and the person is 
aware of behavior, that person is doing this to hurt or target someone and mostly purposeful ostracism at 
the workplace is a silent treatment (Williams, Bernieri, & Faulkner, 2003). The non-purposeful ostracism is 
when people are not ignoring others intentionally. They are unaware that their behavior is hurting someone 
(Sommer, Williams, Ciarocco, & Baumeister, 2010). Workplace ostracism reduces the social interaction 
between colleagues, which affects employees' psychological and mental health, because when employees 
share their feelings and emotions, they feel mentally and psychologically relaxed (Heaphy, & Dutton, 2008). 
One research shows that because of workplace ostracism, employees become stressful which results in 
turnover and reduction in desirable productivity of employees (Grandey, & Cropanzano, 2000). This all 
hampers the job satisfaction and commitment of the employees (Authors, 2015). Moreover, it also increases 
the level of furious aggression, conflicts and counterproductive behavior.  In this study, it has been 
attempted to explain the impact of workplace ostracism  on employee engagement (Zhao, Peng, & Sheard, 
2013). A researcher argued that workplace ostracism has direct relationship with the physiological distress 
and stress will impact negatively on employee performance and engagement (Borman, & Motowidlo, 2009) 
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ostracism also leads the various negative consequences because of its lead the social pain and stress (Ferris, 
2008). Therefore, this study, in given context, have tried to explain the relationship of workplace ostracism 
with stress. Stress will negatively affect the productivity of employees; it also decreases the quality of work 
and the effectiveness of an individual (Savery, Luks, Savery, & Luks, 2011). A person with high level of 
stress will find a decrease in the energy needed to perform tasks. Stress also makes unfavorable condition for 
an employee (Cohen, 1980). In the condition of stress, employees will likely underperform job tasks, they 
also have low tolerance level in stress and they are not able to avoid the distraction while doing work 
(Motowidlo, 1986). When employees feel ostracized by organization in important conversations, meetings, 
social activities or any important decision, then they realize that they are ignored, and then their level of 
stress and confusion surge, their engagement with the work plummets (Sommer, & Baumeister, 1995). 
Workplace ostracism affects that type of employees which have neuroticism personality because they are 
very emotional, they feel demotivated from this ignorance in the workplace (Hitlan, 2014). 

1.2 Research Problem 

The workplace ostracism happens when employees feel that their work colleagues are ignoring them; the 
workplace ostracism has various negative impacts such as negative organizational culture, organizational 
commitment, and efficiency of employees. But in our research we tested the relationship of workplace 
ostracism on stress and employee engagement, therefore “The aim of this research was to find out the impact 
of workplace ostracism on stress and employee engagement”  

1.3 Objectives of the study 

• To test the impact of workplace ostracism on stress. 
• To explain the impact of workplace ostracism on employee engagement.  

2. Literature Review  

Workplace ostracism effect on employee`s stress, employee engagement and commitment, because 
employees will think other employees ignore them so how can they survive in this environment where the 
other employees are not giving them value, it will affect organization`s outcomes as well (Chung, 2017),  
(Hitlan, & Noel, 2009). If workplace ostracism is happening with employees then it will be the reason for low 
interaction between the employees. Moreover, it will negatively affect employee`s engagement because 
when employees have amicable relation then they can share their work environment problems and 
information. It can also increase work productivity because some tasks are hard for some employees as they 
have not required skills, they have to ask from seniors, if the senior is ignoring them in the workplace then it 
will have negative result on organization performance, the junior employees will never go to that type of 
senior employees after being ostracized. Social connection of the work environment will decrease because of 
this ostracized behavior (Reilly, & Wang, 2012). One research also shows that if there is workplace ostracism 
in the organization, it can affect employee`s performance because the other employees miss out the advice 
for his work betterment (Sparrowe, Liden, Wayne, & Kraimer, 2001). One of the greatest menace for 
productivity of any employee is stress. Stress effects employees’ performance because when employees are 
mentally disturbed, they cannot perform the task with full efforts; the employees’ performance needs 
specific energy and specific mental relaxation, which is a basic requirement of every work task  (Detert, & 
Burris, 2007). One study found that the workplace ostracism negatively effect on the employee`s emotions, 
such as stress, depression, unhappiness, loneliness, that all emotional status after workplace ostracism affect 
the employees’ performance because the emotionally hurt persons cannot perform their task with creative 
ideas ( Gruter, & Masters, 1986; Williams, 2002). 

2.1 Workplace Ostracism  

Ostracism is a word that is derived from the ancient Greek word “ostrakimos” which was used to explain 
the practice of removing those with despotic aspiration from the democratic state (Zippelius, 1986). Work 
ostracism contains avoiding eye contact, intended isolation, neglect, or ignore the ostracized person (Wu, 
2010). Workplace ostracism harms organizational citizenship culture  (Reilly & Robinson, 2009). Ostracism 
involves at least two parties, perpetrators and targets (Williams, 1997). Workplace is one of the most 
important social contexts where ostracism takes place; some studies have found that workplace ostracism 
harms attitude and behavior (Fox & Stallworth, 2005). Researchers have not provided the mechanism that 
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can further explain the relationship, but they have suggested few potential mediators that can further help to 
understand the effect of workplace ostracism (Zhao, Peng, & Sheard, 2013). Few studies have inspected a 
direct impact on workplace ostracism to various attitudinal and behavioral outcomes such as psychological 
well-being, job attitudes, job withdrawal, and workplace deviant behavior  (Hitlan, & Noel, 2009). It has been 
observed that there are practical and psychological effects that can mediate the relationships between 
workplace ostracism and behavioral outcomes such as job performance, organizational citizenship behavior, 
and deviant behavior (Robinson, 2013). Workplace ostracism threatens four fundamental human needs: the 
need for self-esteem, the need to belong, the need to control, and the need for a meaningful existence 
(Williams, 1997). First, self-esteem is affected by ostracism because when the individual is ignored then 
definitely that person will think that he/she has done something wrong, or that person has some negative 
attributes that causes this. Ostracism has a negative impact on self-esteem. Second, Ostracism has a negative 
impact on the need to belong because the individual feels that he is removed from the group which he wants 
to be a part of. Third, individuals have a sense of control erode because others` bad actions cannot be treated 
to their good actions. Last but not the least, sense of a meaningful existence is affected by ostracism because 
it represents a social death and shows that how life would be when one does not exists  (Sommer, 2001). 
When an individual or group withholds the other person, which causes engage to another organizational 
member due to this work, ostracism occurs; as far as society is concerned, it is appropriate to do so 
(Robinson, Reilly, & Wang, 2013).  Workplace ostracism increases employee turnover, and it ultimately 
decreases the performance of the organization (Hitlan, Cliffton, & Desoto, 2006). Endanger employee 
relationships (Gerber & Wheeler, 2014), and reduce employees’ personal and work satisfaction (Ferris, 2008). 
Recent studies suggest that individuals are ostracized on a daily basis (Nezlek, Wesselmann, Wheeler, & 
Williams, 2015). Work ostracism indicates to the focal person that he or she is not acceptable by the 
organization and it may reduce the employee’s sense of belonging (Williams, 2007). An employee speaks 
when they feel that their point of view gets valued in the organization (Parker, Bindl, & Strauss, 2010). 

2.2 Stress 

Stress is a situation when a person is suffering from mental disturbances and can not do something 
productive and also generate negative emotions (Mullan, 2014). Stress is the reason for bad health and illness 
of a person,  and stress also increases  job dissatisfaction of a person (Mathisen, Einarsen, & Mykletun, 2011). 
Stress is also a reason for the aggressive behavior of a person, and  stress also leads to the negative behavior 
of an employee at the workplace (Ferris, Brown, Berry, & Lian, 2008). Due to stress, an employee cannot 
make good relationships in the workplace, and he will not find a friendly environment in the workplace 
because of  stress ( Attell, Kummerow, & Treiber, 2017; Turner & Turner, 2013). Stress negatively affects the 
mental health of the person and individual want social support when he suffers stress situation, also 
emotional and physical help from the other in a stress situation. The individual is in a situation of stress 
wants attention from other people because they themselves feel low and need the support of their 
colleagues. (Hogh, Hansen, Mikkelsen, & Persson, 2012). According to the research, there is moderating role 
of social class of the employee, the more downwards the class more the effect of stress on the employees 
(Mullan, 2014). An individual has less social support in their professional life or personal life. He will face 
problems, and these problems lead to stress, and this support comes from friends and family (Donnell & 
Macintosh, 2015). Stress will also lead to misbehaving with  coworkers so at  workplace an employee wants 
social support from his coworkers to decrease his stress level at the workplace (Thoits, 2011). Stress also 
affects negatively to productivity of an employee,  effectiveness of an employee, and decreases the level of 
quality of his work,  a person has a high level of stress will make unfavorable situation for him and also 
decrease his energy level which he wants to perform his tasks related to the job or in personal life (Savery, 
Luks, Savery, & Luks, 2011). Stress can also destroy the contextual behavior of a person such as the helping 
other peoples the behavior of voice stress will negatively affect all the good behaviors of a person because 
individual who suffer stress will try to protect his physical and emotional energy time  in stress (Chung, 
2018). In normal situation an individual will avoid the situation in which there is the presence of probability 
of his loss but in stress he is unable to understand that what is good, and what is bad for him and he will not 
understand the situation, therefore, probability of  loss will be high (Schilpzand, Leavitt, & Lim, 2016). Stress 
is one of those factors which reduces the productivity of an employee in organization stress reduces the level 
of the productivity at large amount, and some researchers found that there is a direct relationship between  
stress and the performance of an employee (Mathisen et al., 2011). Stress can be managed at the workplace 
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the approach which should be used to  manage the stress  is a good behavior of a manager with the 
employees in order to minimize the stress level of an employee manager can play an important role (Matin, 
Razavi, & Campus, 2014). 

2.3 Employee Engagement 

Employee engagement is a hot topic for the organization as well as academic sectors, William Kahn is 
presented first this concept in 1990, when organization manages their employees according to their job role 
which can lead them to work for their organization as enthusiastically then employee will contribute their 
efforts towards organization success (Kahn, 1990). Today, organizations recognize that the employee 
engagement can stimulate higher performance, customer satisfaction, organization productivity, employee 
retention, and an organization has a competitive advantage if it has engaged employees (Harter, Schmidt & 
Hayes, 2002).  

There are three core facets of employee engagement (Alfes, 2010); 

1. Intellectual Engagement: In these facets, the employee mentally engage with the organization, employee 
think about an organization`s continuous improvement, and the employee utilizes  knowledge to provide 
ideas towards the betterment of the organization.  

2. Social Engagement: when employee is ready to share  ideas with other employees and employers towards 
the betterment of the organization, that the time of employee promotes teamwork in an organization which 
increases the organizational productivity. 

3.  Affective Engagement: When employees have positive feelings about their organization; they think the 
organization has given us lots of benefits. Therefore, we should be loyal with them towards organization 
betterment and success.   

The reason that organizations invest time and money to cultivate the culture of work engagement is because 
it is linked with other organization factors, performance of employee, friendly climate of organization and 
profit for organization, for instance, if the employees are engaged they will deal customer nicely that 
customer will visit store again to purchase your products, it will generate revenue which will contribute to 
the organization`s profit then the organization revenue will grow  (Towers & Perrin, 2003). Employee 
engagement is also a reason for good health and satisfaction for employee because an organization consider 
the employment decisions and also share the organization major problems and success with employees then 
employee feel that they are valued by organization, it results in positive feelings to employee as well as it is 
beneficial for organization because happy and healthy employees are more productive as compared 
unhappy and unhealthy employees  (Mauno, Kinnunen, & Ruokolainen, 2007). Employee engagement is a 
relationship between employee and organization; how much the relation will strong, then there will be more 
probability of organization success because engaged employees have a strong emotional feeling about their 
organization; they contribute high-performance work, time, and efforts for organization success  (Quirke, 
2008). One study found that the starting year of the employee job is very crucial for the organization to 
engage that employee with organization, provide them training about their job, provide them orientation as 
like they feel friendly, get feedback from employees and give time to them and listen their issues regarding  
their work and organization, this small efforts of the organization will give them future years of commitment  
employees (Trahant, 2009). The supervisor has a major role to engaged the employees, because the 
supervisor is the only person who directly links with employees, therefore the supervisor have to 
communicate organizational goals effectively then the employees will achieve  organizational goals 
efficiently, because when the employees do not understand the goals clearly then how can they achieve 
them, they will make mistakes, the result will be  low performance, and low employee engagement with 
organization  (Saks, 2006).  

2.4 Relationship between Workplace Ostracism, Stress and Employee Engagement  

This research is about to find out the relationship or impact between workplace ostracism on stress and 
employee engagement, workplace ostracism negatively affect the human behavior at the workplace, and 
there is a positive relationship between the workplace ostracism and deviant behavior of the employee 
(Ferris, 2008). Workplace ostracism increases the stress level of an individual and decreases the ability to 
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perform the task related to the job, in a situation of stress an individual loses the ability to maintain his 
performance and also self-regulation is needed to perform his task which he loses because of the stress 
(Williams, Bernieri, & Faulkner, 2001). The workplace ostracism also enhances the negative emotion of an 
individual such as mental illness, depression, sadness, jealousy, shame, guilt, embracement. These all 
emotions lead an individual towards stress; the stress situation minimizes the self-awareness of an 
individual a person doesn’t know how to react in a present situation (Attell, 2017). The workplace ostracism 
also has a negative impact on employee engagement at the workplace because of ostracism; the 
communication gap will be increased between the employees (Saver, 2011). Workplace ostracism is also the 
reason for workplace conflict the aggressive behavior of the employee which makes employees` 
uncomfortable and they might decrease the interaction with other employees because of the negative 
environment at the workplace (Cremer & Hiel, 2006). The workplace ostracism also decreases the overall 
performance of the employees and organization because an employee cannot give his best performance if he 
is part of workplace ostracism or negative workplace environment, which made because of the workplace 
ostracism (Chung, 2018). Workplace ostracism have impact on stress it means that ostracized employees are 
likely to have experience of stress, anxiety, and depression (Ferris, 2008) and they also layout withdrawal 
behavior, and have less satisfaction to their jobs, which leads them to less productive and engagement in 
their jobs because when an employee is ignored in the organization then he will think  that  he will not be 
able to engage himself in his work. (Lustenberger & Jagacinski, 2010). Basically, ostracism is an interpersonal 
stressor (Williams, 2001), which often responsible for obdurate reactions and anti-social behavior  
(Warburton, 2006). Few researchers have highlighted that ostracism acts as an uncontrollable stressor that 
usually harms the person, threatens, and challenges their well-being (Latack & Havlovic, 1992). Workplace 
ostracism decreases employee engagement, which ultimately reduces the service level of employees; it 
means that when the employee is ostracized, it will have a negative impact on customer satisfaction because 
the employee will not be able to engage himself in work (Leung, 2011). Workplace ostracism has a positive 
relation to burnout and turnover intentions and is negatively related to job satisfaction, employee 
engagement and organizational commitment (Nielsen & Einarsen, 2012). Employees who find themselves in 
work engagement tend to identify themselves with their work and have high levels of energy  (Bakker, 
Schaufeli, Leiter, & Taris, 2008). Workplace ostracism decreases work engagement of employees; it means 
that there is a negative relationship between workplace ostracism and employee engagement  (Glasø, Bele, 
Nielsen, & Einarsen, 2011). (Reio & Sanders, 2011).  

The research gap we have found that this research has been done in other countries but they tested 
workplace ostracism on other variables but we   tested on different variables and in our country this research 
is not done by anyone   on banking sector, so it is a big advantage for banking sector to get help from this 
research which will be helpful for them to manage workplace ostracism in banks.   

2.5. Hypothesis 

H1. There is a positive impact of workplace ostracism on stress. 

H2. There is a negative impact of workplace ostracism on employee engagement. 

              Independent Variables                                                                           Dependent Variable 

 

 

                                                                                                  

 

 

 

 

Workplace 
Ostracism 

            Stress  

Employee Engagement  
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3. Research Methodology  

3.1 Research Model 

This research is quantitative in nature and completed by collecting numerical data, the numeric data 
collected through primary sources for this we adopted questionnaire from research articles which were filled 
by the employees of the banking sector of Karachi. The result of this data made through SPSS software. 

3.3 Population 

Employees who are working in the banking sector in Karachi, such as cashier, accountant, operation 
manager, customer relationship officer, customer services manager, credit analyst.  

3.4 Sample and Sampling Methods 

This research is purely quantitative in nature, and the data collected through primary sources and 
questionnaires filled from 330 employees who are working in the banking sector of Karachi. We used 
nonprobability convenient sampling in order to collect the data in this research.  

3.5 Instrument Selection 

Through questionnaire we collected primary data, questionnaire were closed-ended, we adopted instrument 
from previous research papers, and questionnaires were based on three variables: Workplace Ostracism 
(Ferris, 2008) , Stress (Parker, 1983) and Employee Engagement (Vale, 2011),  

3.6 Plan of Analysis 

We performed diagnosis tests such as Cronbach alpha to check the reliability and we also tested correlation. 
For hypotheses testing, we performed regression analysis. 

4. Findings  

The result of Workplace Ostracism and Stress 

Table 4.1: Model Summary 

1 .427a .182 

Model R R Square 

a. Predictors (constant):  Workplace Ostracism 

b. Dependent variable: Stress 

As it has been mentioned in above table 4.1, the value of R Square is .182, which explains that Workplace 
ostracism is explaining 18.2% variance in Stress. 

 
Table 4.2: Correlations Between the Constructs 

Pearson correlation    
        Stress  1.000 .427 
 Workplace Ostracism  .427 1.000 

Sig. (1-tailed)    
        Stress   .000 
 Workplace ostracism  0.000  
  Stress  Workplace Ostracism  

The link between Workplace Ostracism and Stress was examined and utilizing the Pearson feature short 
time connection coefficient presented in table 4.2. There is a strong positive relationship between Workplace 
Ostracism with Stress as well. Values for Workplace Ostracism .427p-value less than 0.005, showing that the 
Workplace Ostracism highly affected the Stress.  
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Table 4.3: Coefficients 

1      (Constant) 26.213 1.658  0.000 

Workplace 

Ostracism  

.369 .043 

 

       .427 

 

0.000 

 

 Unstandardized Coefficient  Standardized      

Coefficient 

Sig. 

a. Dependent variable: Stress 

The impact of workplace ostracism on stress was measured, table 4.3,  that the beta value for Workplace 
Ostracism .427, which means that Workplace Ostracism constructs a solid, unique contribution to explain the 
Stress. 

Descriptive Statistics  

Table 1: Age 

 Frequency Percent Valid Percent Cumulative Percent 
20-25 20 6.1 6.1 6.1 
26-30 64 19.4 19.4 25.5 
31-35 65 19.7 19.7 45.2 
36-40 55 16.7 16.7 61.8 
41-45 42 12.7 12.7 74.5 
46-50 34 10.3 10.3 84.8 
51-above 50 15.2 15.2 100.0 
Total 330 100.0 100.0  

The above table shows that the 31-35 age employees filled more form as compared to other age groups, and 
the minimum age group is the 20-25 age group who filled forms.  

Table 2: Gender 

 Frequency Percent Valid Percent Cumulative Percent 

Male 218 66.1 66.1 66.1 

Female 112 33.9 33.9 100.0 

Total 330 100.0 100.0  

In the above table mentioned that from 330 forms, 66.1% were male, and 33.9% were female.  

Table 3: Year of Experience 

 Frequency Percent Valid Percent Cumulative  Percent 
1 Year-or Less 10 3.0 3.0 3.0 
2-5 72 21.8 21.8 24.8 
6-9 53 16.1 16.1 40.9 
10-13 66 20.0 20.0 60.9 
14-17 50 15.2 15.2 76.1 
18- and above 79 23.9 23.9 100.0 
Total 330 100.0 100.0  
In the above table mentioned that minimum experience is 1 year or less is 3.0% and maximum experience 18 

and above is 23.9% in our 330 total form data collection.  
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The result of Workplace Ostracism and Engagement  

Table 1: Model Summary 

1 .626a .392  

Model R R Square  

a. Predictors (constant):  Workplace Ostracism 
b. Dependent variable: Employee Engagement  

Table-1: Interpretation 

As it has been mentioned in the above table named as a model summary, the value of R Square is .392, 
which means that Workplace ostracism is describing 39% variance in employee engagement.  

Table 2: Correlations 

Pearson correlation  Employee Engagement Workplace Ostracism  

 Employee Engagement 1.000 -.626 

 Workplace Ostracism  -.626 1.000 

Sig. (1-tailed)    

 Employee Engagement  .000 

 Workplace ostracism  0.000  

Table-2: Interpretation 

The link between Workplace Ostracism and employee engagement was examined and utilizing Pearson 
feature short term time connection coefficient. There is a negative relationship between Workplace Ostracism 
with employee engagement as well. Values for Workplace Ostracism. -.626 p-value less than 0.005 showing 
that the Workplace Ostracism highly affected employee engagement.  

Table-3: Interpretation 

 

Dependent variable: Employee Engagement 

As it has been mentioned in the above table, we can see that the beta value for Workplace Ostracism -.626 
which means that Workplace Ostracism makes the strongest unique contribution to explain the Employee 
Engagement 

Reliability Statistics 

01 Workplace Ostracism  0.910 11 
02 Employee Engagement 0.936 12 
03 Stress 0.886 13 
S.# Construct Cronbach Alpha No  

 

Model B Std. Error Beta  
 Unstandardized 

Coefficient 
Standardized 

Coefficient 
Sig. 

1      (Constant) 
59.127 1.614 

 0.000 

Workplace 
Ostracism  -.612 .042 

-.626 0.000 



A. H. Samo – S. Khan – N. Ali – S. Ali 11/4 (2019) 3471-3484 

İşletme Araştırmaları Dergisi                                                                                                 Journal of Business Research-Turk 3479 

5. Discussion  

Ostracism Impact on Stress 

The results found that workplace ostracism has a positive impact on Stress. The relationship between 
Workplace Ostracism and Stress was examined utilizing the Pearson feature short time connection 
coefficient. Preparatory investigations were performed to guarantee no infringement of the suspicious of 
typicality, linearity, and homoscedasticity. There is a strong positive relationship between Workplace 
Ostracism with Stress as well. Values for Workplace Ostracism .427p-value less than 0.005, showing that the 
Workplace Ostracism highly affects Stress. The value of R Square is .182 which means that Workplace 
ostracism is explaining 18.2% variance in Stress. The beta value for Workplace Ostracism is .427 which 
means that Workplace Ostracism makes the strongest unique contribution to explain the Stress. 

The finding of one study suggests that there is a positive impact of workplace Ostracism on Stress and we 
have also found that the workplace ostracism has positive impact on stress, But in that research they have 
found that Stress has positive impact on organization outcomes, but we have found that there is negative 
impact on organization outcomes because of stress, job tension, emotional exhaustion, and depressed mood 
at work. (Wu, 2011). 

Previous studies have found that workplace ostracism to be positively related to task conflict, colleague’s 
conflict, manage conflict, and supervisor conflict.  We have also found a similar result as they have found 
because workplace Ostracism has a positive impact on employee stress and negative impact on Employee 
Engagement; because of conflicts, the employee will face Stress, and also it will reduce Employee 
Engagement.(Chung,2015) 

Ostracism Impact on Employee Engagement  

The results revealed that workplace ostracism has a negative impact on employee engagement. The 
relationship between Workplace Ostracism and Employee Engagement was examined utilizing the Pearson 
feature short time connection coefficient. Preparatory investigations were performed to guarantee no 
infringement of the suspicious of typicality, linearity, and homoscedasticity. There is a negative relationship 
between Workplace Ostracism with employee engagement as well. The values for Workplace Ostracism. Is -
.626 p-value less than 0.005 showing that the Workplace Ostracism highly affects Employee Engagement. 
The value of R Square is .392 which means that Workplace ostracism is explaining 39.2% variance in 
employee engagement. From the above table, we can see that the beta value for Workplace Ostracism is -.626 
which means that Workplace Ostracism makes the strongest unique contribution to explain Employee 
Engagement.  

The objective of our study is to find out the gap between workplace Ostracism and one’s personality 
contribution to work engagement and service performance. (Hobfall, 1998). In previous researches, the 
employee engagement variable was used as a mediating variable between workplace ostracism and service 
performance. In our study, we considered Employee Engagement as a dependent variable. The result was 
similar to the previous researches have because of the workplace. Ostracism has a negative impact on 
Service Performance and Employee Engagement   (Hitlan and Noel’s, 2009).  

One of the research indicates the direct effect of Workplace Ostracism on the health of workers remained 
significant, whereas the direct effect of Workplace Ostracism on Employee engagement was reduced. These 
results show that job insecurity is an important additional element in linking workplace Ostracism with its 
relevant outcome variables. Our results also show that there is a negative impact of workplace ostracism on 
employee engagement because when workplace ostracism occurred employee engagement in an 
organization is decreased because the employee feels the organization is not valuing me. (Park, 2016). 

6. Implications and Conclusion  

Implications 

The theoretical implication of this study, our results of this study reinforce the past theories about workplace 
ostracism, stress, and employee engagement because the results are similar to past research results. The 
results of this study are helpful for employees, organizations, managers, and supervisors because supervisor 
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and managers supervise all the employees of the organization and from this research, they will know that 
ostracism increases risk and decreases the employee engagement, so they will work on it to maintain the 
good environment at the workplace. It is also possible that individual factors such as extrovert skills will not 
only help to deal with workplace ostracism but also other difficult situations at work like abusive 
supervision bad behavior. The employees who face workplace ostracism has a higher level of psychological 
stress, and it may become the reason of the potential health problem of the employees and because of this 
employees may involve in the negative act at the workplace and also our results showed that the workplace 
ostracism reduces the employee engagement. In practical implication, the stress is costly for both 
organizations and also managers because of workplace ostracism; the productivity of employees decreases. 
There are two ways to reduce the level of stress one decreasing workplace ostracism, and second is give 
training sessions to the employees who are facing workplace ostracism.  

Conclusion  

Workplace Ostracism has a positive effect on stress because it increases the stress of employees, which are 
ostracized, and workplace ostracism has a negative effect on employee engagement because it reduces 
engagement of the employees on work. The purpose of this study is to find out the impact of workplace 
ostracism on stress and employee engagement, and we have concluded that there is a positive impact of 
workplace ostracism on stress, and there is the negative impact of workplace ostracism on engagement.  

Future Research  

We have concluded our study, and in the end, we have concluded that there is room for future research that 
impacts of workplace ostracism on employee performance, organizational culture, employee commitment, 
employee retention.  
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