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Abstract

Workplace ostracism (WOQO) poses a significant threat to organizational well-
being, with implications for employee turnover intention (TI). This meta-analysis
explores the relationship between WO and Tl across 32 studies involving 10,553
participants from diverse sectors and countries. The findings reveal a significant
positive correlation (r = 0.31) between WO and TI, indicating that employees
experiencing ostracism are more likely to contemplate leaving their jobs. Despite
substantial heterogeneity (I* = 93.07%), moderators such as participants’ aver-
age age and the percentage of females show limited impact on the relationship.
Sector-based subgroup analysis suggests a consistent impact of WO on Tl across
various employment sectors. The study provides practical insights for managers,
emphasizing the importance of addressing WO to enhance employee retention
and well-being. Recommendations include fostering inclusive cultures and imple-
menting targeted interventions to mitigate the negative effects of ostracism in
diverse organizational settings.
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Introduction

Employees spend a significant part of their lives at the workplace, and the experi-
ence of being ignored or excluded, known as workplace ostracism (WO), can have
profound consequences. WO is defined as “the degree to which an individual
perceives that he or she is being ignored or excluded by others” (Ferris et al.,
2008), and it has implications for both individuals and organizations (Howard
et al., 2020). Various terms, such as isolation (Williams, 2000; 2007), rejection
(Prinstein & Aikins, 2004), social exclusion (Twenge et al., 2002), being out of the
loop (Jones et al., 2009), and abandonment (Baumeister et al., 1993), can be used
interchangeably with the term WO. Surveys indicate that 19%—-66% of employees
experience workplace isolation (Fox & Stallworth, 2005). Being part of an organi-
zation is linked to job success, while social exclusion is associated with organiza-
tional issues and intentions to leave (Ferris et al., 2008).

This unique meta-analysis aims to uncover trends in the relationship between
WO and turnover intention (TI). Past research presents conflicting results: Some
studies report a strong positive correlation, while others find no significant rela-
tionship (Penhaligon et al., 2013; Lim et al., 2016). To reconcile these inconsisten-
cies, we draw on Social Identity Theory (SIT; Tajfel & Turner, 1982), Conservation
of Resources Theory (COR theory; Hobfoll, 1989), and Belongingness Theory
(BT; Baumeister & Leary, 1995). Additionally, a meta-analysis clarifies conflict-
ing findings and explores potential moderators using the Meta Essential tool. Our
decision to focus on TI, rather than actual turnover behavior, is practical and
aligned with common research practices. Moreover, Steel and Ovalie’s (1984)
meta-analysis reveals a robust association between TI and actual turnover.
It emphasizes that T1 are more effective predictors of turnover than affective vari-
ables such as job satisfaction, career satisfaction, and organizational commitment.
Therefore, in our study, we opted for TI as the dependent variable rather than
actual turnover, considering the reasons mentioned above.

WO is a significant concern, impacting employee well-being and organiza-
tional performance. This study addresses the pervasive impact of WO on employ-
ees and organizations, including issues of TI, team dynamics, and overall
workplace morale. Despite growing awareness of the detrimental effects of WO,
a comprehensive understanding of its nuanced relationship with TI remains
elusive. Our meta-analysis contributes to this understanding, offering insights into
organizational practices and interventions to cultivate healthier workplaces.

Our study identified a crucial gap in the literature regarding the relationship
between WO and TI. While prior research extensively explores this association, a
comprehensive understanding of potential moderating factors remains underex-
plored. To address this gap, our study employs a moderator analysis, delving into
contextual and individual-level factors influencing the strength or direction of the
observed relationship. By systematically examining potential moderators, we aim
to offer valuable insights beyond the traditional understanding of the WO-TI
association, contributing to a more nuanced perspective for researchers and prac-
titioners. This approach enhances the comprehensiveness of our study within the
broader context of advancing knowledge in the field.
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Literature Review and Hypothesis Development

Workplace Ostracism

WO is a prevalent issue that many employees face (Ferris et al., 2008). It involves
employees being deliberately excluded from social interactions and opportunities,
often involving mistreatment (Harvey et al., 2018). This exclusion can be a result
of intentional offense, forbidding, suspension, or intimidation, causing individuals
to feel isolated and discouraging others from associating with them (Williams &
Gerber, 2004). Surprisingly, WO is a common occurrence in workplaces, yet there
is limited research on its causes (Hitlan et al., 2006). In a workplace, co-workers
and supervisors provide social and emotional support that fulfills individuals’
needs for social connection and recognition. WO can take two forms: supervisor
ostracism and co-worker ostracism. However, there is limited research on how
these forms of ostracism affect employee behavior.

Supervisor Ostracism

Supervisor ostracism (SO) refers to a supervisor’s actions, which include ignoring,
avoiding, or neglecting an employee, ultimately eroding the individual’s sense of
communal status and dignity (Shapiro et al., 1994). Supportive leadership, on the
other hand, has been shown to have positive effects, such as reducing stress and
enhancing overall job performance (Rhoades & Eisenberger, 2002). When employ-
ees experience SO, it results in detrimental effects on their confidence, competence,
and overall well-being. This negative impact often leads to emotional overwhelm, as
highlighted by the work of Halbesleben and Bowler (2005).

Co-worker Ostracism

Co-worker ostracism (CO) is described as an employee’s perception of how much
they are ignored by their colleagues and kept silent, excluded from the conversa-
tion, or excluded from group activities. CO can also be interpreted as “the degree
to which a person believes he or she is being ignored or excluded by others”
(Ferris et al., 2008). According to Robinson et al. (2013), when the act of engaging
another member of the organization is socially appropriate, but an individual or
group fails to take the action, it is known as CO.

Turnover Intention

TI, as defined by Thoresen et al. (2003), is an expression of an employee’s desire
to leave their current organization (Price, 2001). TI refers to the desire to quit
one’s job due to workplace isolation (Bothma & Roodt, 2013), actively seeking
alternative employment (Turkoglu & Dalgic, 2019), or due to dissatisfaction,
employees seek new job opportunities (Mobley et al., 1978). High turnover nega-
tively affects company performance by disrupting operations (Setyanto &
Hermawan, 2018). In response, organizations prioritize employee retention as a
competitive survival strategy (Lockwood, 2006). Employees contemplating
leaving their jobs undergo psychological processes such as assessing job satisfaction,
exploring options, and weighing the pros and cons (Mobley, 1977). Employee
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turnover incurs significant organizational costs such as recruitment, training, and
potential errors during adjustment (Yang, 2008). It can lead to stress, psychologi-
cal issues, and burnout for both organizations and employees (Dysvik & Kuvaas,
2010), compromising service quality, especially during peak periods (Choi, 2006).

Workplace Ostracism and Turnover Intention

Here, we suggest that experiencing WO increases the likelihood of TI. This con-
nection is based on three underlying reasons.

Conservation of Resource Theory

According to the COR theory by Hobfoll (2001), people are naturally inclined to
build, develop, and safeguard their possessions, jobs, respect, and financial assets.
The COR theory by Hobfoll (1989) posits that individuals strive to preserve and
acquire resources to meet personal and professional goals. The COR theory pro-
poses that when employees feel left out or excluded, they are likely to experience
a reduction in their available resources (Turkoglu & Dalgic, 2019). This height-
ened vulnerability can lead to increased anxiety and a decrease in positive work
attitudes (Leung et al., 2011). Workplace resource loss leads to emotional distress
and psychological strain, which are significant contributors to burnout (Schaufeli
& Enzmann, 1998). As burnout intensifies, employees may feel overwhelmed,
which in turn diminishes their commitment, increases the likelihood of contem-
plating job departure, and ultimately contributes to higher turnover rates (Farasat
et al., 2021). Empirical studies, such as Kim and Stoner (2008), establish a link
between burnout and increased turnover. Research indicates that WO leads to
higher TI among affected employees (Ferris et al., 2008; Zheng et al., 2016).

Belongingness Theory

Belongingness is a basic human need (Allen, 2020). According to Baumeister and
Leary (1995), BT emphasizes the essential desire for meaningful and lasting inter-
personal relationships. The BT suggests that ostracism threatens the inherent need
for belonging, which is crucial for success, safety, and survival (Scott et al., 2014).
Not feeling like you belong can result in physical, emotional, and social distress.
People who experience exclusion attempt to ease the emotional distress it causes
(Wang et al., 2021). Additionally, WO, seen as an unfavorable work environment
factor, can make individuals feel unwelcome, leading to a separation between the
person and the organization (Lyu & Zhu, 2019). Studies using scenarios, like ball-
tossing experiments, show that ostracized individuals prefer working alone or
with a new group rather than with the one that excluded them (Williams, 2007).
O’Reilly et al. (2015) found that ostracized employees are more inclined to leave
their positions compared to those who feel included.

Social Identity Theory

SIT suggests that the way people see themselves and connect with others influences
their attitudes and actions (Tajfel, 1978). The literature on socialization suggests that
individuals are more likely to form and maintain favorable relationships within an
organization when their values match those of the organization (Brewer & Gardner,
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Workplace Ostracism

. . Turnover Intention
1. Supervisor Ostracism

2. Co-worker Ostracism

Figure |. Proposed Model of the Association Between WO and TI.

1996). This implies a sense of belonging and identification with the organization and
its members, aligning with SIT (Tajfel, 1978). Conversely, employees whose values
do not align may face social isolation, strengthening their feelings of being outsid-
ers. According to SIT, being excluded at work diminishes crucial aspects like con-
nection, respect, control, and a sense of meaningful existence, which are vital for
organizational well-being (Kim & Ishikawa, 2021). WO unofficially undermines
the authority, independence, and responsibilities that an individual should rightfully
receive from the organization. This prevents the person from forming a psychologi-
cal connection to the organization or group (Williams & Sommer, 1997), hinders the
ability to establish a meaningful presence through their work, and results in TI
among affected employees (Williams et al., 1998).

Based on the COR theory, BT, and SIT, this study hypothesizes that WO
contributes to increased TI (see Figure 1).

H . WO is positively associated with TIL.

Meta-analytical Review of the Studies

This study employed a meta-analysis based on Borenstein et al. (2009) methodol-
ogy and followed PRISMA guidelines (Tikito & Souissi, 2019) for a systematic
review. Pearson correlation coefficients measured the effect size in each study,
interpreted using Cohen’s benchmarks (Cohen, 1992). Random effects model cal-
culated sample-weighted average correlations. Forest plots visually depicted WO
and TI correlations. Homogeneity analysis utilized Q and P statistics to assess
study similarity and heterogeneity. Significant O-values indicated heterogeneity,
with ? quantifying differences among effect sizes (Borenstein et al., 2009).

Moderators for the Study

Past research has indicated that specific individual characteristics, such as age and
gender, might be influenced by WO (Peng & Salter, 2021). This study aims to
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explore the potential impact of average age and the percentage of females on WO—
TI relationships in organizational settings.

Average Age

Teenagers may be more affected by ostracism due to the crucial role of peer
acceptance in emotional regulation during adolescence (Guyer et al., 2014). While
ostracism impacts everyone, adolescents and emerging adults may be more
sensitive to it than older individuals (Pharo et al., 2011). Research suggests that
adolescents experience more significant emotional effects from ostracism com-
pared to adults (Sebastian et al., 2010). In our current study, we are exploring
potential age-related differences in the impact of WO, considering factors such as
inexperience and sensitivity to social dynamics among younger individuals.

Female Percentage

Ouyang et al. (2015) propose that women value mutual support and positive rela-
tionships. Social role theory suggests that gender differences in behavior stem
from societal structures, leading to distinct psychological adaptations (Eagly,
1987; Eagly & Wood, 1999). Women are more susceptible to the challenges of
WO (Bashir et al., 2024). Gender variations may influence how individuals per-
ceive and cope with ostracism, potentially resulting in different reactions between
men and women. The current study considers the female percentage as a modera-
tor in exploring the relationship between WO and T1.

Methodology

Literature Search

To conduct a comprehensive literature review, the authors extensively searched
two electronic databases, Scopus and Web of Science (WoS), specifically target-
ing publications up to the year 2023. The search focused on the abstracts, titles,
and keywords of studies that exhibited a correlation between WO and TI. The
search was conducted on January 2024, using a search string (see Table 1) on both
databases, leading to the identification of 65 records from Scopus and 74 records
from WoS.

Criteria of Inclusion and Exclusion

Following this initial search, the authors implemented inclusion and exclusion
criteria, with a particular emphasis on relevance to the meta-analysis. As the study
was being conducted at the beginning of 2024, documents from the year 2024
were excluded, as it was deemed impractical to include all studies from that year.
Consequently, the exclusion of 2024 led to 64 remaining documents from Scopus
and 74 documents from WoS. Through additional refinement, restricting the
search to publications in the English language, the count was further reduced to 61
from Scopus and 72 documents from WoS. Subsequently limiting the search to



54 BIMTECH Business Perspectives 5(1)

Table I. Database and Search String Used for Data Retrieval.

Database Search String

Scopus and WoS TITLE-ABS-KEY ( ( ostracism® OR “workplace ostracism” OR
“workplace avoidance” OR “workplace boycott” OR “workplace
exclusion” OR “workplace ex-communication” OR “workplace
exile” OR “workplace expulsion” OR “workplace isolation” OR
“workplace rejection” OR “workplace shunning” OR “social
exclusion®” OR “organi$ation™ exclusion®” ) AND ( turnover
OR “turnover intention™” OR “intention* to quit” OR “leave
intention*” OR “intention* to leave” ) ) AND ( EXCLUDE
(PUBYEAR, 2024 ) ) AND ( LIMIT-TO ( LANGUAGE, “English”)
) AND ( LIMIT-TO ( DOCTYPE, “ar” ) )

Source: Scopus (wWww.scopus.com) & Web of Science (www.webofscience.com).

articles resulted in 56 from Scopus and 68 articles from WoS. After a meticulous
screening process, only 32 studies met the predefined criteria and were included
in the comprehensive review (see Figure 2).

Software Used for the Analysis

In this study, we used Meta-Essential software for the analysis. A Meta-Essential
is a tool used for calculating the overall correlation or effect size across multiple
studies on a particular topic. It involves combining and analyzing data from
various studies to derive a more comprehensive and robust estimate of the
relationship between variables.

Scale Level Differences in the Study

In our study, we considered and handled differences in measurement scales used
across studies. WO and TI are often assessed on various scales, introducing
potential comparability challenges. Different studies may use Likert scales
with different response options or categorical scales. Despite these variations, our
meta-analysis addresses this issue using statistical methods like the Fisher’s Z
transformation. This technique standardizes correlation coefficients measured on
different scales, enabling us to combine and analyze them effectively. Recognizing
and accommodating these scale differences is crucial for obtaining accurate
insights from the collective research on WO and TI.

Transformation of the Variables (Fishers Z Transformation)

The transformation applied in this study is Fisher’s Z transformation. This trans-
formation involves converting correlation coefficients (») into a different scale by
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them to English Language only

(N=133)

3 documents from Scopus and 2 from
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5 documents from Scopus and 4 from
WoS were found to be other documents
rather than articles.
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43 articles were found to be duplicates,
hence removed.

|

Shortlisted articles on the
relationship between WO and TI.

(N =32)

49 Articles were excluded if the
correlation between WO and Tl was not
found, or if articles were inaccessible and

could not be accessed for review.

Figure 2. Flow Chart of Retrieval and Selection of Articles.

taking the arctangent of the correlation coefficient. The mathematical formula for
the Fisher’s Z transformation is Z= 0.5 * In((1 + r)/(1 — r)). This method stabilizes
variance, normalizes the distribution of correlation coefficients, and is commonly
used in meta-analytic studies, especially when dealing with correlation data.
The purpose is to enhance the accuracy and appropriateness of statistical proce-
dures in meta-analysis by creating a more suitable scale for aggregating correla-

tion coefficients.
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Coding of Studies

After removing the excluded studies, the remaining studies were carefully exam-
ined and categorized. The information extracted included authors, the title of the
study, publication year, country name, journal name, the sector where the survey
was carried out, sample size denoted by “N,” the percentage of females denoted
by “F%,” the average age of the participants, and the correlation coefficient
denoted by “r” (refer to Table 2).

Data Assumptions and Decision Rule

To make sure our meta-analysis is trustworthy and easy to understand, we have
carefully adhered to well-established and standardized procedures. This helps to
minimize any difficulties that might arise from tough decision-making situations.
Our approach is strategic and focused on making the analysis strong and reliable,
which in turn boosts the trustworthiness of our results. In this study, we have
tackled concerns related to judgment by thoroughly addressing specific issues to
ensure the quality of our research.

Missing Data

To address missing data, the researchers made assumptions to estimate the partici-
pants’ average age. They established upper and lower age limits using available
information and used these limits to calculate the mean age. These assumptions
helped fill data gaps and calculate the average age parameter.

Female Percentage

In cases where studies did not directly mention the female percentage but pro-
vided the male percentage, we calculated the female percentage by subtracting the
male percentage from 100% (i.e., the total percentage of male and female
participants).

Correlation

In some studies, WO was subdivided, and correlations were provided separately.
In these cases, researchers calculated the average of these correlations and treated
it as the overall correlation.

In cases where multiple studies were included in a single paper, researchers
calculated the average of all correlation values within each study. This decision is
based on the assumption that each study contributes unique insights into the rela-
tionship between variables, and averaging correlation values within each study
helps in synthesizing the findings effectively.

Average Sample Size

In instances where several studies were encompassed within a single paper,
leading to varying sample sizes, we computed the arithmetic mean or average of
all the reported sample sizes within each study.
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Quality Assessment

To ensure the reliability of our meta-analysis, a meticulous quality assessment was
conducted, employing well-established tools and methodologies. The researchers
followed a systematic literature review (SLR) process thrice, and searches con-
sistently identified 32 papers, ensuring the inclusion of relevant studies. In assess-
ing the quality of the selected studies, particular attention was given to the
correlation coefficient between WO and TI. Scopus and WoS stand as two glob-
ally renowned and competitive citation databases. Researchers from an increas-
ingly diverse array of countries, regions, and knowledge domains are engaging
with these databases (Zhu & Liu, 2020). Consequently, the chosen papers are of
high quality, given their extraction from the two pertinent databases.

Results

Descriptive Statistics/Description of Studies

In Table 2, a comprehensive meta-analysis is presented, encompassing 32 experi-
mental studies involving a total of 10,553 participants from 12 different countries.
Notably, 12 studies were conducted in China, 6 in the United States of America, 3
in Turkey, and 2 each in India and Belgium. Additionally, countries such as
Australia, the Netherlands, Singapore, France, Switzerland, Korea, and Egypt
contributed one article each to the meta-analysis. The majority of the studies were
carried out in China. The professional backgrounds of the respondents were
diverse, encompassing various sectors such as corporate, hospitality, healthcare,
service sector, education, and others. This diversity in the participant pool
enhances the generalizability of the findings. The meta-analysis included studies
conducted between 2011 and 2023, covering a period of 13 years. The number of
participants in these studies varied, ranging from 89 to 631 people, with an average
of 360 participants. The average age of the participants across these studies was
found to be 31.60 years. The reported correlation coefficients or effect sizes in the
studies had a range of —0.20 to 0.60, indicating diverse strengths and directions of
the relationships under investigation.

Overall Effect Size of WO and Tl

The forest plot in Figure 3 visually summarizes the relationship between WO and
TI across various studies. The plot reveals a positive and significant association,
indicating that when employees experience exclusion or neglect at work, there is
an increased likelihood of contemplating job departure. The overall impact size,
denoted as “r=0.31" in Table 3, represents the strength and direction of this rela-
tionship. The positive sign signifies a consistent positive association across
studies. Table 3 provides additional details, including the number of studies (k),
confidence interval (95% CI: 0.23—0.38), high heterogeneity (2 = 93.07%), and
statistical significance (p < .001), offering a comprehensive understanding of the
robustness and consistency of the observed relationship in the meta-analysis.
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Figure 3. Forest Plot on WO and TI.

Table 3. Meta-analysis of Workplace Ostracism and Turnover Intention.

k r 95% CI 12 (%) Q
TI 32 031 023-038 93.07% 44739  p<.00l

Heterogeneity and Moderator Analysis

The P statistic in Table 4 reveals substantial heterogeneity (# = 93.07%) in the
connection between WO and TI across the 32 studies. This suggests that there are
likely factors influencing the relationship beyond what is accounted for by the
overall effect size of 0.31. To explore potential moderators, a moderator analysis
was undertaken on the 32 studies. Two variables were considered: participants’
average age and the percentage of females. Notably, three studies were excluded
from the average age analysis due to missing data on participants’ average age.
This process was repeated for the analysis of the percentage of females, excluding
four studies due to missing data on the female percentage. The analytical approach
involved using O-range statistics and conducting subgroup analysis based on the
sector of employees. These methods help in understanding if there are specific
characteristics (such as age or gender distribution) that might explain the observed
heterogeneity in the relationship between WO and TT across the studies.

Participants’ Average Age and Female Percentage as Moderators

In Table 5, researchers looked at how the average age of participants and the per-
centage of women in the studies might explain this variability. Figure 4a shows a
graph with the average age of participants on the horizontal axis and correlation
values on the vertical axis. Figure 4b shows a similar graph but with the percent-
age of women on the horizontal axis. The results of the meta-regression analysis,
represented by R? values, indicate that the average age of participants has a small
impact (8.08%) on the relationship between WO and TI. In simpler terms, the age
of the participants plays a minor role in how WO is connected to TI. On the other
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Table 4. Heterogeneity Analysis.
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Figure 4. Meta-regression Depicts the Role of Participants’ (a) Average Age and (b)
Female Percentage as Moderators in the Association Between WO and TI, Respectively.

Note: Blue circles show the studies, and the size of the studies depicts their contribution to the
overall effect size. (For interpretation of the references to colour in this figure, please refer to the
web version of the article.)

hand, the percentage of female participants did not have a significant impact on
the relationship between WO and TI (R? of 0.02%).

Moderator (Subgroup) Analysis of Sector of Employees

Since the moderator analysis did not have a substantial impact on the relationship
between WO and TI, a subgroup analysis was conducted to investigate if there are
variations in the effect of the intervention or exposure across different subgroups
within the study population. The studies were categorized into five subgroups,
denoted as follows: Group C for the corporate sector, E for the education sector,
H for the healthcare sector, H1 for the hospitality sector, and O for the other
sectors (see Table 6). The ANOVA results (Table 7) in our subgroup analysis
revealed no significant differences among subgroups. Variations between sub-
groups were not statistically meaningful, as indicated by non-significant p values
for both the “Between” (0.561) and “Within” (0.125) components. This suggests
that differences between and within subgroups were not significantly different
from what would be expected due to random chance. The overall variability in
effect sizes across all subgroups was also not significantly different from random
chance (p =.178). The pseudo R? of 12.78% (Table 8) indicates that the moderator
variables explain a moderate amount of variability in effect sizes. The high het-
erogeneity (2 = 93.07%) in our meta-analysis indicates the suitability of the
random effects model over the fixed effects model. This model accounts for sig-
nificant variability in effect sizes among studies, considering both within-study
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Table 5. Explanation Provided by Moderators in Total Heterogeneity.

Heterogeneity in Explained Variation
Moderators Percentage (%) (R?) (%)
Participant’s average age 92.85 8.08
Female percentage 92.85 0.02

Table 6. Description of the Subgroups.

No. of Included
Subjects No. of Included Studies No. of Subgroups (5)

10,553 32 C = Corporate
E = Education
H = Healthcare
H1 = Hospitality
O = Others

Table 7. Results of the Subgroup Analysis (ANOVA).

Analysis of Variance Sum of Square (Q) df p

Between/model 4.87 6 561
Within/residual 33.23 25 .125
Total 38.10 31 178

Table 8. Explained Variation.

Pseudo R? 12.78%

and between-study differences. In the context of WO and TI, the diverse effect
sizes across studies suggest variations due to different samples and methods. The
random effects model, by assuming a distribution of true effect sizes, provides a
more realistic estimation, acknowledging inherent differences across studies com-
pared to the fixed effects model, which assumes a single true effect size.

Forest Plot for Subgroup Analysis of Sector of Employees

Forest plot in Figure 5 visually summarizes a subgroup analysis, illustrating the
variation in the WO and TI relationship across different employment sectors. Each
study is represented by a bar, with the midpoint indicating the estimated effect size
and the bar’s length depicting the confidence interval. The overall effect size
(0.28) is represented by a green dot, combining data from all studies, with its
width indicating the confidence interval for the combined effect size.

Findings and Discussion

The meta-analysis of 32 studies involving 10,553 participants demonstrates a
significant positive correlation (» = 0.31) between WO and TI. The obtained
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Figure 5. Forest Plot for Subgroup Analysis of Sector of Employees.

Note: Group C: Corporate sector, E: Education sector, H: Healthcare sector, HI: Hospitality sector,
and O: Other sectors.

correlation of 0.31 falls within the range interpreted as a moderate effect according
to Cohen’s benchmarks (Cohen, 1992). This highlights the increased likelihood of
employees considering leaving their jobs when experiencing exclusion. The sub-
stantial heterogeneity (/> = 93.07%) suggests factors beyond the overall effect size
contribute to variability in the WO-TT relationship across studies. Moderators
examined were participants’ average age (8.08% impact) and the percentage of
females (0.02%, no significant influence). Subgroup analysis across corporate, edu-
cation, healthcare, hospitality, and other sectors did not reveal significant differ-
ences, with a pseudo R? of 12.78% indicating a moderate degree of explanation of
variability by sector. These findings underscore the consistent impact of WO on TI
across different employment sectors. Despite varying settings and methodologies,
this relationship remains robust, suggesting that the impact of WO on TI is a wide-
spread phenomenon. For managers, this underscores the imperative to address WO
as a key factor influencing employees’ intentions to leave. These findings recom-
mend targeted interventions such as promoting inclusivity, conducting awareness
training, and fostering positive interpersonal relationships. Acknowledging the
broad impact of WO, managers can tailor practices to cultivate healthier work envi-
ronments, enhancing employee retention and well-being.

Practical Implications

Our study has practical implications for managers and organizational leaders, high-
lighting the significance of addressing WO to reduce TI. Increased awareness
of ostracizing behaviors can guide targeted interventions, including ostracism
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prevention training integrated into employee development initiatives. Strengthening
human resource practices can enhance employee self-concept and foster positive
relationships, mitigating the negative impacts of ostracism. Organizations should
consider various factors such as demographics, personality traits, and leadership
styles when designing strategies to combat workplace exclusion. Our study provides
a roadmap for future research, outlining keywords, content boundaries, and unex-
plored gaps in the literature, encouraging scholars to explore nuanced aspects of
WO. Practical recommendations emphasize fostering inclusive cultures, with man-
agers promoting positive interactions and leadership training addressing supervisor
ostracism. Proactively addressing WO contributes to healthier work environments,
reducing T1, and enhancing overall organizational well-being. In essence, our study
advocates for proactive measures, urging organizations to implement targeted inter-
ventions and prioritize inclusive cultures to create supportive workplaces.

Conclusion

In summary, our meta-analysis, based on 32 studies involving 10,553 participants
from diverse sectors and locations, significantly advances our understanding of
how WO relates to TI. The findings consistently reveal a noteworthy connection
(correlation coefficient » = 0.31) between WO and employees’ intentions to leave
their organizations. This underscores the pervasive and detrimental impact of
ostracism across different work settings. While our study resolves inconsistencies
in existing literature, we acknowledge limitations related to databases, time-
frames, and language restrictions. Our practical recommendations for managers
and stakeholders include fostering inclusive cultures, implementing prevention
training, and strengthening interpersonal relationships to mitigate TI. Future
research should explore additional dimensions of ostracism, diverse outcome vari-
ables, and factors influencing this relationship. Longitudinal designs and broader
language inclusivity can further enrich the literature. Our study provides a founda-
tion for ongoing exploration, emphasizing the need for targeted interventions to
create healthier work environments and reduce the adverse effects of WO on
employee turnover.

Limitations and Future Directions

Our study on WO and TI has valuable insights but has limitations. We only utilized
Scopus and WoS, potentially missing relevant literature from other databases like
Google Scholar and ProQuest. Our study’s timeframe is limited to papers up to
2023, excluding post-2023 contributions. To capture the latest developments, future
research should extend the timeline. We focused on English-language publications,
potentially excluding valuable content in other languages. Future studies should
adopt a more inclusive approach. While we examined the connection between WO
and TI, TI represented just one aspect of withdrawal behavior. Future research
should explore additional dimensions like absenteeism, lateness, cyberloafing, and
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so on, for a comprehensive understanding of how WO influences various aspects of
employee disengagement. Further exploration of ostracism’s associations with
various outcomes can provide a holistic view of its consequences. Investigating
mediation and moderation factors, such as organizational cultures, can offer nuanced
insights. Many included studies were cross-sectional, limiting our ability to estab-
lish causation. Future research using longitudinal designs can unravel temporal
aspects.
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