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Background: Nursing has a reputation for being a predominantly stressful profession. Prior

studies focus on the overt antecedents of stress like bullying, harassment, and verbal

aggression from patients as well as colleagues. Employee stress has been receiving attention

for decades, yet there is a research gap on the role of workplace ostracism as an antecedent of

stress for nurses. This study aimed to consider the effect of workplace ostracism on the

perceived stress of nurses while considering the moderating role of perceived organizational

support.

Methods: This study is quantitative. A time-lagged survey was conducted in private and

public hospitals of Pakistan. Data were collected from 241 nurses. Statistical Package for the

Social Sciences (SPSS) software and analysis of a moment structures (AMOS) software were

employed for data analysis, such as bootstrapping analysis, Sobel test, and regression

analysis.

Results: Results demonstrated that workplace ostracism is positively associated with stress,

while perceived organizational support has a moderating relationship. Perceived organiza-

tional support mitigates the adverse effects of workplace ostracism on nurses.

Conclusion: This study contributes significantly to nursing literature by identifying work-

place ostracism as one of the significant antecedents of stress for nurses. Perceived organiza-

tional support shows that employees are cared for and appreciated by the organization, which

lessens the strength of perceived stress due to workplace ostracism.
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Introduction
Human, social, manufactured, and financial capital are organization resources.1 In

the current business era, social and relationship capitals have gained vital impor-

tance in contemporary workplaces. It signifies the social relations that permit

people and groups to collaborate2 and uphold associations with pertinent

stakeholders.3 Its significance is highlighted by the fact that appropriate job rela-

tions between organizational stakeholders and social work-settings are deemed to

be strategically vital for positive work outcomes.4 Mistreatment is related to several

undesirable outcomes from physical and mental health,5 turnover intentions,6 and

interpersonal deviance.7 It provides a sense of social rejection and segregation to

personnel, which potentially impede their ability to promote organizational benefits.

Nursing is particularly renowned as a stressful profession.8,9 Nurses face non-

stop exposure to emotionally charged-up and demanding circumstances and are
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mandated to provide compassionate care frequently in

adverse surroundings.11 They are anticipated to control

their sentiments as well as soften the anxiety and suffering

of patients and their families alike.12 In such a situation, a

covert form of mistreatment from colleagues and super-

visors in work settings can prove to aggravate the mental

pressure that nurses face and can result in stress.

The role of workplace ostracism in aggravating stress

and the effect of perceived organizational support as a

moderator in the relationship above is mostly unknown

in the case of nurses. To maintain personal health and

well-being, recovering from stress is vital.13 In the absence

of complete recovery, a person might be susceptible to

critical health risks likes hypertension14 and in more

severe cases, cardiovascular death.15 The harmful effects

of such stress might lead to deteriorated performance and

un-helping behavior toward patients.4 Perceived organiza-

tional support might act as a vital recovery resource, that

may help in lessening the adverse effects of stress.

Conservation of resources theory provides a perfect

avenue for understanding the influence of workplace ostra-

cism. It proposes that individuals try to increase, preserve,

advance, and defend the belongings they cherish the most.

The extent of belongingness, social controls, self-esteem,

and meaningful existence govern the level of people’s

personal and social resources. Risk of danger to such

resources might cause a tend-and-befriend reaction16 and

leads to stress.17 Moreover, in the grounds of conservation

of resources theory, personal, situational and other positive

resources like self-control and self-belief may prove to

assist in reducing the negative influence of resource loss

that might eventually result in inferior performance.

Workplace ostracism has been indicated to be an inter-

personal stressor8,18; however, scholars have not yet stu-

died it from a stress viewpoint.4 It is essential to study the

connection between workplace ostracism and stress-

related outcomes.19 Therefore, the present study will

focus on the relationship between workplace ostracism

and stress to fill this empirical gap. This study comprises

perceived organizational support as a real job resource

which would serve as a mitigating agent and buffer the

detrimental effect of workplace ostracism on nurse’s stress

in the health care industry of Pakistan.

The stress that nurses’ face during work can contribute

negatively toward patient satisfaction. Little is known about

ostracism as a source of stress in nurses. Therefore, it is

imperative to study ostracism as the antecedent of stress and

boundary condition of organizational support as a mitigat-

ing agent of ostracism–stress relationship.

Theoretical framework and
hypotheses development
Conservation of resources theory
Conservation of resources theory is amongst the most

commonly cited theories in organizational behavior and

psychology. It embarks on the principle that people endea-

vor to attain, preserve, foster, and defend the belongings

they centrally value.20 Conservation of resources theory

posits that stress arises with a threat of resource loss; with

the actual resource loss or failure to attain crucial addi-

tional resource despite efforts.17 In the premises of con-

servation of resources theory, resources are generally

defined as the total ability a person possess to realize his

or her valuable needs.21 Hobfoll has defined resources as:

objects, personality characteristics, conditions or energies

that are valued by the individual or that serve as a means

for the attainment of these objects, personal characteristics

or energies. (pp. 516)20

Resources might stem from personal self and/or the sur-

roundings, and include physiological resources (like bio-

logical well-being, fitness, muscle strength), motivational

resources (like purpose orientation, self-efficacy, goal

commitment), financial resources (like income, assets),

cognitive resources (like experience, knowledge) and

social resources (like aid from supervisors, social

support).22–24 The conservation of resources theory posits

that the path to resource conservation consists of a couple

of parallel mechanisms. The resource accumulation

mechanism activates when individuals utilize their

resources to adjust their behaviors, actions, and reactions

and exercise control over their surroundings to expand

their resource bases vital for the fulfillment of their valued

needs.25

Workplace ostracism
Ostracism indicates the degree to which people perceive a

feeling of being ignored or left out by others.26 In work-

places, it takes the shape of exclusion, avoiding eye con-

tact, departing the room on arrival of a person, transferring

someone to a distant place, and failing to answer cow-

orkers’ greetings.27,28 Ostracism differs from interpersonal

deviance, bullying, social undermining, aggression, and

harassment in several ways. First, the following notions
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are interactional, whereas the absence of an interaction

recognizes ostracism. Secondly, the social background

and relevant customs validate the social acceptance of

ostracism.16,18,29

Job stress
Stress is frequently expressed as a sense of being over-

whelmed, concerned, or run-down. Hans Selye coined the

term “stress” in 1936.30 Hans defined it as “the non-spe-

cific response of the body to any demand for change.” In

the existing literature, quite a few definitions have been

used to describe stress. The current study operationalizes

stress by the “Encyclopedia of Stress,” where stress is

defined as “real or an interpreted threat to the physiologi-

cal or psychological integrity of an individual that results

in physiological and behavioral response.”31

Workplace ostracism and job stress
According to Chung, comprehensive studies have not yet

inspected the connections between workplace ostracism

and perceived stress of personnel.4 Workplace ostracism

has a detrimental effect on employee’s well-being as it

instigates pain and is a disliked experience.26 Researchers

have confirmed that ostracism is associated with negative

affect,32 frustration, sadness, nervousness,33,34 emotional

exhaustion19 and adverse emotional conditions, for exam-

ple, sorrow, despair, solitude, envy, culpability, indignity,

embarrassment and social apprehension.35,36 Conservation

of resources theory offers a perfect avenue to test the valid-

ity of such an idea. Theory starts on the principle that

individuals try to get, preserve, foster, and protect the pos-

sessions they centrally value.20 Conservation of resources

theory puts forward that:

stress occurs (a) when central, or key resources are threa-

tened with loss, (b) when central or key resources are lost,

or (c) when there is a failure to gain central or key

resources following significant effort.17

H1: Workplace ostracism is positively related to job stress.

Perceived organizational support
The perceived organizational support is defined as the sense

or feeling of being valued and cared for by the organization in

return for one’s contributions. It means that a person’s well-

being is accounted for by the organization in exchange for

his/her work efforts.37 Perceived organizational support is

contemplated as the firm’s input in positive reciprocity

dynamic with personnel, as personnel tends to do a better

job to return the favors of obtained rewards and promising

treatment. This concept was originated by Eisenberger and

Rhoades’ organizational support theory.37,38 Perceived orga-

nizational support includes support from the organization in

the form of the environment of justice, meaningful rewards,

positive job settings, and supervisory relations that indicate

to personnel the degrees to which they are valued and

respected by the organization and provides them with a

motive to trust the organization.37

Perceived organizational support,

ostracism, and stress
Previous studies have established that support has an allaying

influence on the association between stressors and stress reac-

tions, like anxiety, despair, annoyance, well-being, job discon-

tent, tension, and personal productivity.39–43 High level of

perceived organizational support might lessen the harmful

influence of workplace ostracism as stress. The strain is likely

to be felt in greater strength when perceived organizational

support is lower. In case of higher perceived organizational

support, the strain is usually perceived as lesser, though it

might just be as present.44,45 Similarly, Richardson found

perceived organizational support to be significantly correlated

with all the stressor and strains.46 The correlation was found to

be even stronger for cognitive/emotional strains.

According to the conservation of resources theory,

support can be considered as a social resource. More

specifically perceived organizational support would be

better regarded as a positive job resource which may be

mobilized to compensate the harmful effects (like burnout,

deviant employee behaviors) of initial resource loss arising

from stressful work environments.25,47,48 Perceived orga-

nizational support can act as a vital resource to deal with

the stressful situation and lessen the influence of such

stress due to workplace ostracism.

H2: Perceived organizational support moderates the asso-
ciation between workplace ostracism and stress.

Figure 1 shows study theoretical framework. Workplace

ostracism is an independent variable which has relation with

stress. Perceived organizational support is moderating

variable.

Research methodology
According to Abubakar, employees in the services sector

of developing countries often face mistreatment in the
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absence of a robust legislative framework.49 Nurses

employed in southern Punjab’s hospitals participated in

this study. Nurses have daily interaction with their collea-

gues and patients, and stress levels are usually high due to

workload, interdependence, maltreatment, and disharmo-

nious relations.

The researchers adopted non-probability convenience

sampling for conducting the study. The quantitative

approach has been adopted to check the relationship

between workplace ostracism, stress and perceived orga-

nizational support. Online and paper questionnaires were

developed for data collection. We distributed 100 online

questionnaires via web link, and 62 correctly filled ques-

tionnaires were received from the participants. Two hun-

dred and fifty printed questionnaires were circulated

among the nurses out of which 179 questionnaires found

to filled correctly. The sample size for the current study is

241 nurses of Pakistani health care centers.

Data were collected in different in two phases. There

was 20 days gap between phase 1 and phase 2. In phase 1,

workplace ostracism and demographic/control variable-

related questionnaires were floated, and data related to

stress and perceived organizational support was collected

in the second phase. The idea was to decrease the common

method bias.50 Data collection in more than one wave

influences the measurement context (environment, loca-

tion, etc.). Codes were generated to match the same

respondents’ responses to questionnaires at both phases.

This data collection method is previously adopted by dif-

ferent researchers.8,51 Quantitative research methodology

approach was adopted in this study. Process Macros latest

technique was utilized for data analysis.52 Since it a useful

method to deal with latent variables. The study aimed to

find out the direct and interactive influence of workplace

ostracism on stress by utilizing perceived organizational

support as a moderating variable. Process Macros model-1

was applied in this study. Several tests were carried out in

SPSS (SPSS Inc., Chicago, IL, USA) and AMOS (IBM,

USA) softwares to check the validity and reliability of the

date before testing the primary hypotheses. These tests

involved exploratory factor analysis (EFA), confirmatory

factor analysis, descriptive statistics, validity & reliability

analysis, correlation analysis, and hierarchical regression

analysis.

Instruments
Workplace ostracism

Workplace ostracism was measured by adopting Ferris

scale.26 Ferris scale obtain several items such as “Others

ignored me at work,” “Others left the area when I

entered,” and “My greetings have gone unanswered at

work.” In previous studies, the scale shows the reliability

value of 0.974 and 0.89.53

Perceived organizational support

Perceived organizational support was measured by adopt-

ing the eight-item scale from Eisenberger.38 This scale is

balanced by adopting positive and negative questions such

as “This organization cares about my well-being,” and

“This organization shows very little concern for me.”

Previous studies have shown high scale reliability, such

as 0.89.54

Job stress

The Bond seven-item scale was utilized for measuring

stress variable.55 The range queried about how frequently

respondents felt in various ways during the last 3 months

(e.g., “nervous or stressed,” “emotionally drained from

work”). The response options were in the form of 5-point

options and were coded in such a way that more significant

number specify more stress. Previously, Behson has

adopted the same scale for measurement. Scholars have

used the scale in the previous studies.56

Figure 1 Theoretical model.
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Control variables

In this study, gender, age, education, and job experience

were considered as control variables. Prior studies

revealed these variables as influencers of ostracism and

burnout-related outcomes in the recent studies. And have

controlled them in recent studies.4,57

Data analysis and results
Table 1 shows that on average, the respondents were above

29 years of age with a deviation of 7–8 years.

Additionally, their experience was, on average, above 6

years with a deviation of 4 years, which implies that they

were a mix of young and experienced personnel. Their

education level was above graduation, and comparatively,

more respondents were female (131; 54%) as compared to

male (110; 46%). The values show a moderate correlation

between the constructs (see Table 1), which is in line with

guidelines (Cohen, West, & Aiken, 2014).

Figure 2 shows correction relationship among all the

variables. Correlation analysis shows that there is signifi-

cantly negative relationship between workplace ostracism

and perceived organizational support. Moreover, there is

significantly positive relationship between workplace

ostracism and stress. It also shows that perceived organi-

zational support and stress are negatively correlated.

Exploratory factor analysis
EFA was conducted by using SPSS-version 22. As a pre-

requisite to EFA, the Kaiser–Meyer–Olkin Measure of

Sampling Adequacy and Bartlett’s Test of Sphericity

were performed (see Table 2). The Kaiser–Meyer–Olkin

has a significant value of 0.681, which shows that data are

appropriate to proceed with EFA. Kaiser–Meyer–Olkin

value range is between 0.5 and 1. According to Kline,

Kaiser–Meyer–Olkin value should be more than 0.6 for

factor analysis.58 Statistical experts have set various

benchmarks for conducting EFA.

Confirmatory factor analysis
AMOS-Version 20 was utilized to carry out confirmatory

factor analysis. It ensures the validity of the instrument

and its appropriateness in the given context since it is vital

to generalize the obtained results of the study.59 McArdle

guidelines were followed to conduct confirmatory factor

analysis.60 The current study includes three latent vari-

ables; workplace ostracism having 10 items scale; per-

ceived organizational support having eight items scale;

and stress with seven items scale. The fit indices have

been attained by following Byrne.61 The results show

that all constructs have been satisfactorily operationalized.

Table 4 shows the confirmatory factor analysis and

scale reliability analysis results. The model fit indices

show suitable results within acceptable ranges, i.e., Chi-

square/df =2.37<3.00, RMSEA =0.058<0.08 and GFI

=0.932−BBNNFI =0.952−CFI =0.914−IFI =0.916>0.90.

Additionally, Table 3 also explains the average variance

explained used for assessing the convergent validity. All

the values were found to be more than the minimum

acceptable criterion of 0.5.

Table 4 shows factor loading values of workplace

ostracism, perceived organizational support, and stress.

According to DeCoster, the items with more than 0.4-

factor loading should be included. As per criteria.62

Workplace ostracism was measured on the 10-items

scale, and it has 0.85 Alpha value. Perceived organiza-

tional support was measured on an 8-items scale, and it

has an Alpha value of 0.83. Similarly, stress was measured

on the 7-items scale, and it has an Alpha value of 0.77.

Hypotheses testing
Hayes method was adopted for hypotheses testing, and it was

conducted through SPSS software.52 It is also known as the

ProcessMacros (Model-1). Preliminary tests were conducted

before carrying out hierarchical linear regression to ensure

the appropriateness of the data. Skewness and kurtosis tests

were carried out to certify the normality of the data. The data

Table 1 Descriptive and correlation analysis

Constructs Mean SD AG EP EL WO POS ST

Age (AG) 29.03 7.69 1

Experience (EP) 6.78 4.36 0.99** 1

Education level (EL) 2.15 0.64 0.28** 0.41** 1

Workplace ostracism (WO) 3.43 0.87 −0.13 −0.09 −0.12 1

Perceived organizational support 3.35 0.88 0.07 −0.04 −0.05 −0.55** 1

Stress (ST) 3.34 0.65 0.18* 0.16 0.16 0.62** −0.66** 1
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is acceptable within standards set by Hair as the values of

skewness & kurtosis were found to be between −1 and +1.

Moreover, the standardized residuals centrality to zero with

linear relationship guaranteed that there was no element of

heteroscedasticity in data. The results were also of tolerance

since the variance inflation factor (VIF) was also within the

acceptable ranges, i.e., tolerance 0.41 and VIF 2.15. It was

confirmed that there was no multicollinearity in the data after

conducting heteroscedasticity, tolerance, and VIF analysis.

Direct effect
Hierarchical linear regression analysis was conducted

through SPSS software for checking the relationship

between workplace ostracism and stress. The moderating

effect of perceived organizational support on workplace

ostracism and stress was also tested.

Table 5 represents the results of a direct effect. It reveals

that workplace ostracism is positively related to stress as there

was 36% variation found in stress due to workplace ostracism

(R2=0.36, t=9.31, ρ<0.05). The results of the F-statistics con-

firmed the general viability of the overall-regressed model

(F=144.122, ρ<0.05). Therefore, it can be concluded that

nurses ostracized at the workplace remain under stress.

Figure 3 represents the graphical representation of per-

ceived organizational support as a moderator variable. It

also shows that the high level of perceived organizational

support helps nurses to reduce their stress level induced by

workplace ostracism.

Figure 2 Correlation analysis.

Table 2 KMO and Bartlett’s test

Kaiser–Meyer–Olkin measure of sampling adequacy 0.681

Bartlett’s test of sphericity Approx. Chi-square 3854.234

Df 300

Sig. 0.000

Table 3 Confirmatory factor analysis and scale reliability

Construct descriptions Chi-square/df RMSEA GFI CFI BBNNFI IFI CR AVE MSV ASV

Fit indices 2.37 0.058 0.932 0.914 0.952 0.916

WO 0.87 0.60 0.41 0.21

POS 0.85 0.61 0.40 0.20

ST 0.77 0.56 0.38 0.17

Notes: Acceptable range of indices Chi-square/df <3.0, GFI-CFI-BBNNFI-IFI >0.90, RMSEA <0.08.

Abbreviations: CR, composite reliability; AVE, average variance extracted; WO, workplace ostracism; POS, perceived organizational support; ST, stress; MSV, maximum

shared variance; ASV, average shared variance.
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Moderating effect
In the second phase, the interactive effect of perceived orga-

nizational support on the relationship between workplace

ostracism and stress was analyzed. The results reflected that

perceived organizational support buffers the adverse effect of

workplace ostracism on stress (ΔR2=0.059, ρ<0.05). The

nurses had high perceptions of organizational support,

which can avert the negative consequences of workplace

ostracism. At the second level, the results of hierarchical

linear regression results were reconfirmed through Process

Macros, and results are shown in Table 6. The results indicate

that perceived organizational support could be a tool used by

health caremanagers to safeguard its nurses from the harmful

effects of workplace ostracism. The process of bootstrapping

was executed at the level of 5000 and used theModel-1 of the

Process Macros. The process took values of the moderator at

18th, 54th and 85th percentiles. Results indicated that the

overall interaction term caused 6.3% change in R-square.

Discussions
Study findings demonstrate that the social context in work

settings is vital. It can critically distract the employees

mental and emotional well-being. Pakistani health care

sector is facing serious challenges such as employees’

performance and motivation. According to prior studies,

workplace ostracism is positively related to anxiety and

depression26 but present study has revealed workplace

ostracism positive relationship to stress. Exclusion and

silent treatment can produce negative self-perceptions

among employees. Such emotional state can act supple-

mentary in authorizing a person to sense a shortage of

control. When employees feel ostracized, they will sense

a shortage of mutual support from colleagues and super-

visor. Thus, resource loss is perceived because social sup-

port has been deemed to be a vital resource.20 Ostracized

people will possibly feel stressed due to undesirable

events, consequently.

Contemporary study results show that workplace ostra-

cism is a passive form of mistreatment. It has an impact on

the nurse’s mental state, and as a result, it leads to stress.

Previously, researchers have demonstrated stress to be

linked with detrimental outcomes.4 Workplace ostracism

has seldom been linked to stress and needed to be explored

further from stress standpoint.4,19 So, current study has a

significant contribution to the existing literature.

Workplace ostracism drains valuable resources which

are vital to assist personnel at the workplace.63 Study

presented valuable insights on nurses working in a devel-

oping country with collectivist, power distant and risk-

averse culture. Another significant contribution of this

study is the validation of perceived organizational support

as a moderating variable in the association between

Table 4 Pattern matrix and reliability coefficients

Items Factor Alpha value

1 2 3

WPO1 0.774 0.85

WPO2 0.691

WPO3 0.719

WPO4 0.747

WPO5 0.841

WPO6 0.703

WPO7 0.622

WPO8 0.771

WPO9 0.564

WPO10 0.655

POS1 0.641 0.83

POS2 0.716

POS3 0.664

POS4 0.721

POS5 0.717

POS6 0.703

POS7 0.656

POS8 0.704

ST1 0.763 0.77

ST2 0.632

ST3 0.783

ST4 0.604

ST5 0.742

ST6 0.649

ST7 0.717

Abbreviations: WPO, workplace ostracism; POS, perceived organizational sup-

port; ST, stress.

Table 5 Regression analysis

Relationship R2 ΔR2 f-value β t-value ρ

WO→ST 0.36 144.122 0.55 9.31 **

WO*POS (ST) 0.059 0.420, 0.612, 0.832 **

Note: **P<0.05.
Abbreviations: WO, workplace ostracism; POS, perceived organizational support; ST, stress.
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workplace ostracism and job stress. Study hypotheses have

been accepted.

Additionally, prior studies have shown that individuals

belonging from collectivistic societies are inclined to give

undue importance to harmonious interpersonal relations64

and therefore such individuals might be more susceptible

to workplace mistreatment in the form of ostracism.65 The

study shows that employees swallow agitation caused by

workplace ostracism and continue working on the same

job. In harmony with the basic tenets of conservation of

resources theory, the occurrence of workplace ostracism,

job resource perceived organizational support is princi-

pally valuable in mitigating the employees stress sense

due to maltreatment. The more important is the sense of

perceived support from the organization; the lesser are the

chances of them feeling overburdened due to emotional/

mental exhaustion as they believe that organization is their

significant beneficiary and can be trusted to improve their

well-being.37 Study demonstrated that employees trust an

organization concerning support lessen stress because they

are less occupied in worries about the anti-social work-

context and focus more on job resources presented the

organization. Study results have vital implications in the

health care sector of Pakistan. There is positive relation-

ship between workplace ostracism and job stress. The

moderating role of organizational support cannot be

neglected. Managers should develop an engaged work-

force for better output, besides this, employees’ self and

social capabilities should also be taken into account at the

workplace. Managers should provide organizational sup-

port to their employees. Such policies should be adopted

by the managers those can reduce ostracism.

Study limitations
The study focuses on the relationship between workplace

ostracism and stress while considering the moderating role

of perceived organizational support. Further studies could

consider other moderating variables such as self-efficacy

and trait competitiveness. The similar association can be

examined by adding non-work-related outcomes such as

work-family conflict. Additionally, cross-country investi-

gations might offer a profound understanding of compara-

tive analysis of unpleasant workplace environments for

leveraging specific job resources.

Theoretical contribution
The Conservation of Resources theory endorsed the rela-

tionship between workplace ostracism, stress, and per-

ceived organizational support in the context of the health

care industry. Conservation of resources theory points out

that:

Figure 3 Interaction effect.

Table 6 Moderating effect through bootstrapping process

Outcome Predictor R2 ΔR2 Effects f-value β SE t-value LLCI ULCI ρ

ST 0.36 144.1 **

WO 0.41 0.13 9.310 1.464 2.991 **

POS 0.61 0.12 7.743 1.875 3.141 **

WO*POS 0.603 167.48 0.83 0.03 10.321 2.123 3.550 **

Note: **Ρ<0.05. Applied Model 59 of Hayes (2017) with 5000 bootstrapping process,52 M values at 18th, 54th and 85th percentiles.

Abbreviations: IV, workplace ostracism (WO); DV, stress (ST); M, perceived organizational support (POS); LLCI, lower level CI; ULCI, upper-level CI.
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stress occurs when central or key resources are threatened

with loss, when central or key resources are lost or when

there is a failure to gain central or key resources following

significant effort.17

The current study outcomes are in line with conservation

of Resources theory. Workplace ostracism creates a sense

of threat to employees about one of their valued resource

(e.g., need for affiliation, belongingness, socialization,

etc.) and therefore results in stress.

The study also uses perceived organizational support as a

positive job resource in the premises of conservation of

resources theory for mitigating the negative effect of resource

loss arising from workplace ostracism. Perceived organiza-

tional support represents support from the organization in the

form of organizational justice, equitable rewards, positive

work settings, and managerial relations.37 All these resources

are favorable for the employees. That signal to employees

that they are valued and respected members of the organiza-

tion. When employees perceive this support, they are

expected to attest access to essential job resources.

Conclusion
The current study shows that workplace ostracism is related

to stress, and perceived organizational support has a moder-

ating role between workplace ostracism and stress. The study

has established that perceived organizational support sig-

nifies a positive job resource. The study has contributed to

the emergent frame of knowledge regarding perceived orga-

nizational support.37,66 The findings demonstrate that health

care centers can assist employees to feel advantageous as

organizational members by advancing supportive organiza-

tional perceptions and perform in the work settings even

when relations at the workplace might not be perfect. The

upper management might make use of perceived organiza-

tional support to mitigate the negative effects of workplace

ostracism since such behavior cannot be evaded. Supportive

work culture environment should be provided by the leaders,

managers, supervisors, and HR department.37 The organiza-

tion can make better use of perceived organizational support

to mitigate the adverse effects of workplace ostracism.
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