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Effects of workplace bullying on turnover intentions
Mediated effects of emotional depletion moderate by
organizational Justice
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Abstract This study sought to examine the impact relationship of the mediated effects of organizational
justice on the effects of workplace bullying on turnover intentions. The research hypothesis was
verified using SPSS 24 and smartPLS 3 by analyzing 400 surveys of small and medium enterprise
workers. Studies have shown that increasing bullying in the workplace also increases emotional
depletion and turnover intentions. Emotional depletion has been shown to significantly mediate the
impact relationship between workplace bullying and turnover intentions, and organizational justice has
laid a theoretical foundation for significantly moderating the impact relationship between workplace
bullying and emotional depletion. Therefore, it presented practical implications to increase
competitiveness through the well—being and growth of individuals and businesses by increasing respect
and sensitivity for workers through compulsory bullying prevention education and various programs.

Future research requires research using various variables to prevent bullying.
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Table 1. Demographics of Respondents

Characteristic Frequency Percnet
Male 227 69.3
Gender
Female 123 30.7
20—29 16 4
30—39 85 21.3
Age
40—49 172 43
Over 50 127 31.7
Under high 49 105
school
Associate's 83 20.8
Degree
Education . ]
Bachelor's 991 553
Degree
Master's
Degree or 54 13.4
Ph.D
Business
Support 140 35
Advertisemnet
Marketing 25 6.3
Department Production 60 15
Management
Logistics 14 3.5
Sales 55 13.8
Etc. 106 26.4
00—04 124 31
05—-09 89 22.2
Emplyment —
Period (Y) 10-14 ” 19.3
15-20 46 11.5
Over 20 64 16
Staff 57 14.2
Assistaant 52 13
Manager
Rank Manager 89 22.3
Chief 74 18.5
Department 128 32
Manager
N=400
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Table 2. Factor Analysis and Reliability

v | Croets [ s
Workplace Bullying .954 .959
Emotional Depletion 1949 .956
Organizational Justice 943 951
Turnover Intention .938 948
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Table 3. PCA results

Variance
Clan Eigen Value = AF3 FHA=
po. Sum. Var. Cum. Sum. Var. Cum.
1 17.168 | 37.321 37.321 17.168 37.321 | 37.321
2 5.630 | 12.239 | 49.560 5.630 12.239 | 49.560
3 4,428 9.626 | 59.186 4.428 9.626 | 59.186
4 2.572 5.591 64.777 2.572 5.591 | 64.777
5 1.627 3.5638 | 68.315 1.627 3.538 | 68.315
6 910 1.977 | 70.292
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Table 4. Feasibility Analysis Results

Factor Analysis

Average distributed

Variable . .
Loading extraction
Chores 785
Obstruction of Achievement 782
Restrict Annual leaving, Welfare service 779
Monitoring break time 795
Dangerous work, Threats to workplace Saftey .800
Forced to attend social funtion 712
Forced department transfer, lay—off 766
Workplace -
Bullying Gossip 847 611
Cuss, Abusive Inguage 822
Forced to drink, smoke, attend staff dinner 742
Bullying 761
Ignore complaint 773
Forced to do extra work 796
Unfair Discipline .790
Discriminate training, promotion 762
Exhausted from Work 787
Hard life from work .819
Lack of emotion 729
Frustration from work 757
Exhuasted when you leave the office .845
Emotional
Depletion Exhausted when you get to work .843 .663
Feeling burn out when you finish work .832
Be tired even though you slept .801
Feeling tired when you thinking about going to work .837
Emotional exhausted from work .885
Sick and tired of work .810
Getting fair compensation in the workplace with one's duties and tasks 789
Getting fair compensation in the workplace with one's working period and experience 780
Getting fair compensation in the workplace as hard as one's effort .835
Getting fair compensation in the workplace with one's performance .846
Getting fair compensation in the workplace with one's work stress and pressure .803
Organizational Procedures are in place to gather accurate information 71 640
Justice for decision making
Procedures are in place to challenge decisions 781
Fair evaluation system is designed and well—run .835
Collecting opinions and reflecting improvements to improve the evaluation system .826
Procedures are in place to provide useful feedback on evaluation system .804
Boss shows interest in my rights as an emplyee 719
Consider to move other company .867
Be scheduled to resign within 1 year 797
Will resin due to deterioration of working conditions 781
Occasional urge to quit one's job 748
Turnover Desire to work for another company .800
Intention Will not choose the current company if you have chance to find job. 771 44
Will change one's job if its a better condition. 751
Often secarch for company job ads 782
Looking for a new job .840
The temptation to find another job 877
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Table 5. Identification Feasibility Analysis Result Table

Variable Workplace | Emotional | Organizational | Turnover
Bullying | Depletion Justice Intention
‘Workplace p
Bullying 782
Emotional 354 814
Depletion
Orge}mzatlonal 417 — 399 800
Justice
Turnover = qn Erre .
. 450 .583 —.572 .803
Intention
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Table 7. Mediated Effect Analysis Result Table

Standard

. T Statistics
deviation

Path Coefficient

Workplace Bullying
—Emotional Depletion — 114 0.026 4.408™
Turnover Intention

Path Coefficient T Statistics Ve
Workplace Bullying o Com
— Emotional Depletion 237 4.595 210
‘Workplace Bullymg 9892 6.953°
— Turnover Intention
Emotional Deplenor_l 481 10.830* 407
— Turnover Intention

¥ #p<.05, ##p<.01, =»#p<.001

% #p<.05, #p<.01, =x#p<.001
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Table 8. Moderatingl Effect Analysis Result Table

Model 1 Model 2
Path
Coefficient |T Statistics|Coefficient|T Statistics
WorkplaceBullying -
—Emotional Depletion 237 4.595
Organizational Justice —313 6.412"

— EmotionalDepletion

‘Workplace Bullying X

Organizational Justice 088 1.855

¥ #p<.05, ##p<.01, =xxp<.001

Golnah 2Ash= Aoz ERITH 088, p<.05).
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Fig. 2. Research Model Results
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