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Abstract

Purpose of the Study – The main goal of this research study is to look at the mediating 

effect of emotional exhaustion in the association between workplace incivility and job 

outcomes (job stress, job satisfaction, and employee turnover intentions.)

Research Methodology–The authors gathered field data from individuals working in the 

Higher Education Sector of Jammu and Kashmir to test the proposed study paradigm. A total 

of 550 respondents reported their perceptions of workplace incivility, emotional exhaustion, 

and job-related outcomes (job stress, job satisfaction, and employee turnover intention) at 

Time 1 in the Kashmir division and Time 2 in the Jammu division of Jammu and Kashmir via 

a two-wave data collection design.

Findings –The findings supported the hypothesized relationships, demonstrating that 

emotional exhaustion acts as a mediator between workplace incivility and employee job 

outcomes ( Job stress, employee job satisfaction, and employee intention to leave.

Research limitations –The research was undertaken in Jammu and Kashmir's higher 

education sector. As a result, the findings may not apply to other sectors because workplace 

incivility may be regarded differently in different sectors. 

Practical implications –The findings of this research study will assist organizations and 

practitioners in comprehending the significance of workplace incivility and emotional 

exhaustion, as well as how they positively impact job-related outcomes (employee job stress, 

turnover intention), and negatively on  Job satisfaction.

Originality/value – This research study added to the existing Self-Determination Theory 

model developed by Deci and associates (2017) by incorporating Emotional Exhaustion, and 

workplace incivility as autonomous intrinsic and workplace context factors respectively into 

the SDT model to study work behaviors in terms of job outcomes. This study adds to existing 

knowledge on STDs by suggesting and testing emotional exhaustion as a mechanism for 

determining the impact of workplace incivility on employee job outcomes. 

Keywords: Emotional exhaustion, Workplace incivility, Job stress, Turnover intention, Job 

satisfaction
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Introduction

Uncivil workplace behavior is often of a minor nature and is generally considered as low-

intensity behavior that can be passive or active, nonverbal and verbal, but certainly not 

physical (Martin & Hine, 2005).Andersson& Pearson (1999) defined workplace incivility as 

“a low-intensity deviant behavior with ambiguous intent to harm the target, in violation of 

workplace norms for mutual respect”. Incivility at the workplace includes disruption, 

dishonorable terms of address, arrogant tone (Cortina &Magley, 2009), verbal mistreatment, 

and nonverbal discourteous behaviors like overlooking, glaring at, and eliminating fellow 

workers (Lim et al., 2008).

Emotional exhaustion is defined by Demerouti et al. (2010) as “a consequence of intense 

physical, affective and cognitive strain, such as a long-term consequence of prolonged 

exposure to certain job demands”. Eker and Anbar (2007) describe that “emotional 

exhaustion refers to the depletion of psychic energy or the draining of emotional resources”. 

Demerouti et al. (2001) suggested that “Emotional exhaustion refers to feelings of being 

overextended and exhausted by the emotional demands of one’s work”.

Job stress refers “to a situation wherein job-related factors interact with a worker to change 

(i.e., disrupt or enhance) his or her psychological and/or physiological condition such that the 

person (i.e., mind-body) is forced to deviate from normal functioning” (Beehr and Newman, 

1978). According to a study done by Jamal (2005), the greater the disparity between demands 

and an individual's ability, the more job stress they will experience. It has been demonstrated 

that various factors related to job stress hurt productivity including lack of support from 

others at work, poor work relationships, and inadequate planning (Mawanza, 2017).

Turnover intention has always been the main worry for every organization in recent years 

(Long et al., 2012). Turnover intention is defined as an employee's wilfulness of leaving his 

or her existing work (Ngamkroeckjoti et al., 2012). Employee turnover costs an organization 

a lot of money in terms of sacking, advertising, recruiting, selecting, and hiring new 

employees (Abbasi&Hollman, 2000). When a person departs an organization, the remaining 

personnel find it challenging to carry out their responsibilities (Yin-Fah, 2010). 

Page 2 of 28Journal of Organizational Effectiveness: People and Performance

1
2
3
4
5
6
7
8
9
10
11
12
13
14
15
16
17
18
19
20
21
22
23
24
25
26
27
28
29
30
31
32
33
34
35
36
37
38
39
40
41
42
43
44
45
46
47
48
49
50
51
52
53
54
55
56
57
58
59
60



Journal of Organizational Effectiveness: People and Perform
ance

Mount &Muchinsky, (1978) proposed the most basic definition of job satisfaction as “the 

extent to which a person derives pleasure from a job”. Heylen (2018)defined job satisfaction 

as “the sense of satisfaction that arises from the perceived relationship between what the 

employee desires to achieve from work and what the employee believes the work will bring 

to one”. Job satisfaction is defined by Locke (1976) as “a pleasurable or positive emotional 

state, resulting from the appraisal of one’s job or job experiences”. 

The self-determination theory (Deci, 1972) proposes growth and development as the 

overriding objectives of human action. An employee decides to participate in activities that 

may be advantageous for his/her personality when his or her social environment and the 

organizations in which he or she works meet basic psychological needs, offering the 

employee with environmental support. According to the self-determination hypothesis, 

environmental or organizational support will promote self-development, but a lack of support 

may lead to the encouragement of harmful behaviors. Within the workplace, uncivil 

workplace behaviors are harmful; thus individuals who experience incivility and whose 

needs/demands are not met may decide to leave the organization as they may have high job 

stress and lower job satisfaction (Laschinger et al., 2012; Lanzo et al., 2016; Oyeleye et al., 

2013). This research study is based on  Self-Determination Theory model developed by Deci 

and associates (2017) by incorporating Emotional Exhaustion, and workplace incivility as 

autonomous intrinsic and workplace context factors respectively into the SDT model to study 

work behaviors in terms of job outcomes. This study shall examine  emotional exhaustion as 

a mechanism for determining the impact of workplace incivility on employee job outcomes. 

Deci et, al.,  (2017) SDT model has been shown in fig. 1a. 

Literature Review and Hypothesis Development

Workplace incivility and Emotional Exhaustion 

Changes in the workplace, as well as increased expectations and demands, have resulted in 

workplace deviant behavior. These unexpected behaviors have been comprehensively 

investigated in various forms since the end of the nineteen century(Lee & Allen, 2002). 

Research studies were done by Koon & Pun, (2018) and Alola et al. (2021) showed that 

workplace incivility is positively related to Emotional Exhaustion. Mostly due to Workplace 

incivility, the employee becomes unhappy which in turn gives rise to Emotional Exhaustion 

(Hur et al, 2016). Employees who consistently face uncivil behavior often develop emotional 
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exhaustion due to the increased work stress they endure(Grandeyet al, 2004; Van Jaarsveld et 

al, 2010). As a result, the following hypothesis is put forth:

H1: Workplace incivility has a positively significant impact on Emotional Exhaustion.

Emotional Exhaustion and Job-Related Outcomes

Emotional Exhaustion and Job Stress

Nearly half of employees working in an organization have a great level of emotional 

exhaustion because of excessive workloads, little supportive relations, less amount of staff 

associates, professional growth, and fatigue (Khan Faisal et al, 2014). The relationship 

between emotional exhaustion and job stress has been found across various educational 

contexts and it has been seen that emotionally exhausted employees have high job stress 

(Cropanzano, 2003; Byrne, 1994; Richards et al., 2019). Lee &Ashforth, (1996) in their 

research found that emotionally exhausted workers have high job stress and high turnover 

intention. Khan et al. (2019) recommended that due to increased levels of incivility at the 

workplace employees become emotionally exhausted which gives rise to increased job stress 

among employees. As a result, the following hypothesis is put forth:

H2a: Emotional Exhaustion has a positively significant impact on job stress.

Emotional Exhaustion and Job Satisfaction

Hur et al.(2015)found that emotional Exhaustion has a significant negative association with 

job satisfaction. Employees feel useless at their job when they are emotionally exhausted 

(Moore, 2000), show unfavorable attitudes toward their jobs, and have lower job satisfaction 

(Lewig& Dollard, 2003; Lee, Kwon & Richards, 2019). A study by Baeriswyl et al. (2016) 

suggested that Emotional Exhaustion has a direct negative effect on job satisfaction. Several 

studies have witnessed that when employees feel emotionally exhausted at their work, they 

feel less satisfied with their job (Koon& Pun, 2018). Grandey, (2003)has also found a 

substantial negative relationship between emotional exhaustion and job satisfaction. As a 

result, the following hypothesis is put forth:

H2b: Emotional Exhaustion has a negatively significant impact on job satisfaction.

Emotional Exhaustion and Turnover Intention
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Emotional exhaustion caused by incivility decreases self-efficacy and self-esteem, reduces 

the motivation of workers, and as a result, turnover intention increases (Ducharmeet al., 

2007). Emotional exhaustion causes a low or diminished quality of life at work, which is a 

key factor in the decision of employees to leave the organization (Rajendran et al., 2020; 

Korunka et al., 2008). Emotional exhaustion was strongly and favorably correlated with 

turnover intention (Babakus et al, 2008). Several job-related outcomes, including turnover 

intentions, and employee voluntary departure have all been found in studies to be highly 

connected with emotional exhaustion (Karatepe and Karatepe, 2009). As a result, the 

following hypothesis is put forth:

H2c: Emotional Exhaustion has a positively significant impact on turnover intention.

Workplace Incivility and Job-Related Outcomes

Workplace Incivility and Job Stress

There are higher levels of stress among people who are exposed to uncivil working situations, 

according to studies examining the link between uncivil behavior and job stress (Penney & 

Spector, 2005; Schilpzand et al, 2016; Batista &ReioJr, 2019). Roberts et al. (2011), who 

studied the association between job stress and workplace incivility, showed an increasing 

level of workplace incivility produces a greater level of job stress. Employees who have been 

subjected to workplace incivility have also reported significant levels of stress, including 

workplace stress and psychological discomfort, and worse levels of performance (Reich 

&Hershcovis, 2015; Pemberton, 2019). Accordingly, the following hypothesis is put forth:

H3a: Workplace incivility has a positively significant impact on job Stress.

Workplace Incivility and Job Satisfaction

Cortina et al. (2001) suggested employees who face workplace incivility could experience 

dissatisfaction with their work. Several researchers have suggested that employees who have 

faced uncivil behavior at the workplace may also have diminished job satisfaction 

(cingöz&kaplan, 2015; Holm et al., 2015; Koon & Pun, 2018; Chen & Wang, 2019), reduced 

worker and supervisor satisfaction (Loh and Loi, 2018). Previous research has also 

maintained the negative association between workplace incivility and job satisfaction 

(Sharma& Singh, 2016; Frisbee et al., 2019). As a result, the following hypothesis is put 

forth:
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H3b: Workforce incivility has a negatively significant impact on job satisfaction.

Workplace Incivility and Turnover Intention

Huang & Lin (2019)found out that the incivility experienced by employees at their workplace 

is positive associated with turnover intention. Rahim and Cosby (2016) also declared that 

individuals working in an uncivil work environment may have an increased rate of turnover 

intention. Incivility at work is positively correlated to the intention to leave, according to 

certain other studies (Tricahyadinata et al., 2020; Manzoor et al., 2020). Additionally, studies 

show that incivility at the workplace reduces job satisfaction and increases employees’ 

chances to leave the organization(Tarraf, 2012). Accordingly, the following hypothesis is put 

forth:

H3c: Workplace Incivility has a positively significant impact on turnover intention

Mediating Role of Emotional Exhaustion

One of the unfavorable effects of workplace rudeness is emotional exhaustion. When 

employees are confronted with incivility at work and become victims, they experience 

emotional instability, such as emotional distress, and their energy for performing their tasks 

declines, along with their motivation, as stress rises, and the intention to leave the job arises 

(Bunk and Magley, 2013; Giumetti et al., 2013; Lim and Lee, 2011). 

Past studies have also shown that emotional exhaustion acts as a mediator of Organizational 

Justice and Individuals' Withdrawal (cole et al, 2010), and in the association of mindfulness 

with employee turnover intentions and job performance (Reb et al, 2017). A study by Koon & 

Pun, (2018) has also shown that emotional exhaustion acts as a mediator between job demands 

and instigated workplace incivility. However, the literature has not yet looked at whether or 

not emotional exhaustion mediates in part or wholly the relationship between workplace 

incivility and job-related outcomes. Therefore, this study suggests that emotional exhaustion 

acts as an underlying link between workplace incivility and employee job-related outcomes 

(job stress, job satisfaction, and turnover intention). As a result, the following hypothesis is 

put forth:

H4: Emotional Exhaustion acts as a mediator between Workplace incivility and Job-related 

outcomes (a: job stress, b: job satisfaction, c: turnover intention)

(Enter Fig 1)
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(Enter Fig 1a)

Research Methodology

We collected data on employees' views of workplace incivility, emotional exhaustion, and 

job-related outcomes ( job stress, job satisfaction, and employee turnover intention)  to test 

the suggested research paradigm. The information was gathered from full-time employees in 

Jammu and Kashmir's higher education sector. A two-wave survey questionnaire was sent to 

700 personnel in Jammu and Kashmir's higher education sector. Employees in Jammu and 

Kashmir's higher education sector were the intended participants. When it comes to sampling 

methodologies and the proper sample size for study, opinions range. Roscoe (1975) 

recommended that a sample size 10 times or more the number of variables covered by the 

theoretical perspective is adequate in social sciences. Similarly, Cochran (1977) claimed that 

for research with a small sample size (i.e. < 10,000 people), a 10-30% sample size is very 

realistic. With all of these suggestions in mind, a probability sampling method (random 

sampling) was applied, with a sample size of 600-700 people. As a result, we issued survey 

questionnaires to 700 people in the designated sector. We utilized the questionnaire form to 

collect data from workers working in the higher education sector in Kashmir at time 1, and 

we used it to collect data from workers working in the higher education sector in Jammu at 

time 2. A total of 623 two-wave paired questionnaires were reverted, with a response rate of 

89%. Due to extensive missing data, fifty-six questionnaires were discarded. In addition, 

twenty-one surveys were removed from the study because respondents gave excessively high 

ratings to each topic, indicating strong agreement or strong disagreement. Therefore, we 

ended up with a final sample of 550 people, with a response rate of 79%. Respondents were 

told of the study's goal and assured of the data's confidentiality before the surveys were 

sent.The demographic profiles of these 550 respondents are presented in Table 1.

(Enter Table 1)

Research Instruments 

All variables in this research study were assessed using a five-point Likert-type scale. The 

original scale of workplace incivility was established by Cortina et al. (2001) and it includes 

seven questions. The scale of Emotional Exhaustion was established by Maslach et al. (1986) 

and it is a 9-item questionnaire scale. The scale for job stress was developed by Cullen, Link, 

Wolfe, and Frank (1985). The scale has 6 items. The job satisfaction scale was given by A. H. 
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Bray field and H. F. Rothe (1951), and it has eighteen items. The scale for the turnover 

intention was established by Mobley et al. (1978). It is a 3-item questionnaire. 

Out of the 43 items that were originally used, ten were deleted from the analysis. Cronbach’s 

alpha of workplace incivility scale (6 items) was 0.838 after removing one item whose factor 

loading was below 0.5. Similarly, for the emotional exhaustion scale, Cronbach’s alpha 

reliability for eight items after removing one item was 0.861. Cronbach’s alpha of the job 

stress scale was 0.814for four items after removing two items whose factor loading was 

below 0.5. Cronbach’s alpha of job satisfaction (twelve items) was 0.873 after removing six 

items and Cronbach’s alpha reliability for turnover intention scale (three items) was 0.836 

(see Table 3 for Alpha Value).

Analysis and results

Measurement model

The five-factor model of workplace incivility, emotional exhaustion, job satisfaction,job 

stress, and turnover intention was confirmed using a CFA. AMOS 19 was used to perform 

CFA on our five-factor structure. Fit indices like goodness of fit index (GFI), comparative fit 

index (CFI), root mean square error of approximation (RMSEA), normed fit index (NFI), and 

standardised root mean square residual (SRMR) were used to assess model fit using Hu and 

Bentler's(1999) criteria (i.e. GFI > 0.90, CFI> 0.90, RMSEA < 0.08, NFI> 0.90,  and SRMR 

<0.06). The proposed five-factor model fit the data very well (χ2= 4882, df = 885, p < 

0.001,CFI = 0.921, GFI = 0.913, NFI = 0.925, RMSEA = 0.064 and SRMR = 

0.083).Furthermore, according to Fornell and Larcker, (1981), one can evaluate discriminant 

validity by comparing each variable's square root of AVE to the correlation between the 

variable and all other variables. Therefore, if a variable's correlation with any other variable is 

less than the square root of each variable's AVE, discriminant validity is proven. Hence, we 

estimated the average value of all constructs, which varies from 0.619 to 0.692. As a result, 

the square root of each variable's AVE score is greater than the correlations among the 

variables, representing discriminant validity. Overall, these findings corroborate the construct 

validity of the measures used in this research.

The composite reliability scores of all the variables in this research were above the lowest 

acceptable threshold (CR > 0.70), according to reliability analyses (see Table 2). The item 

loadings values are > 0.50, the average variance extracted values of workplace incivility, 
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emotional exhaustion, job stress, job satisfaction, and turnover intention were all greater than 

0.50, indicating convergent validity (Gerbing and Anderson, 1988). 

(Enter Table 2)

The correlation of variables is shown in Table 3which displays that, perceived workplace 

incivility and emotional exhaustion are positively and significantly correlated with job stress 

and intention to leave, as well as with each other. Furthermore, the findings indicate that 

workplace incivility and emotional exhaustion are significantly negatively associated with job 

satisfaction. As a result, correlations between the variables are pointing in predictable 

directions.

                                                    (Enter Table 3)

Mediation analysis and testing of hypothesis

To evaluate the mediating effect of emotional exhaustion on the link between workplace 

incivility and job stress, job satisfaction, and employee turnover intention, we used Baron and 

Kenny's (1986) guidelines. The first regression model, denoted by relationship "c" (Table 4), 

examines the impact of an independent variable (workplace incivility) on dependent variables 

(job stress, job satisfaction, and employee turnover intention). The second regression model, 

indicated by relationship "a" in Table 4, examines the effect of workplace incivility on 

mediator emotional exhaustion. The third regression model, denoted by relationship "b" 

(Table 4), examines the impact of emotional exhaustion on the dependent variables(job stress, 

job satisfaction, and employee turnover intention). The fourth regression model, indicated by 

relationship "c*" in Table 4, combined workplace incivility and emotional exhaustion to 

predict job stress, job satisfaction, and employee turnover intention. We can corroborate the 

outcomes using Sobel tests once mediation is discovered, as recommended by (Delcourt et al, 

2013). Emotional exhaustion entirely mediates the association, according to the findings (see 

Table 4). All of our mediation results are supported by the Sobel test statistics.

                                                           (Enter Table 4)

Workplace incivility has a positively significant influence on job stress (β = 0.56, p < 0.01), 

turnover intention (β = 0.48, p <0.01) and significant negative influence on job satisfaction (β 

= -0.49, p <0.01) as shown in Table 4. Workplace incivility has a positive and significant 
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effect on emotional exhaustion (β = 0.49, p < 0.001) as per the findings of this 

study.Furthermore, emotional exhaustion has positively significant influence on job stress (β 

= 0.59, p < 0.001), turnover intention (β = 0.70, p < 0.001), significant and negative 

influenceon job satisfaction (β = -0.64, p < 0.001) as per the findings. Finally, we find that 

the influence of workplace incivility on job stress (β = 0.04, p > 0.1), job satisfaction (β = -

0.03, p > 0.1), and turnover intention (β = 0.07, p > 0.1) is not significant anymore when we 

combine emotional exhaustion and workplace incivility in a regression model to determine 

employee job stress, job satisfaction, and turnover intention. The results are also shown in the 

Fig. 2: 

The indirect effect of workplace incivility on employee job outcomes (job stress, job 

satisfaction, and turnover intention) was calculated using bootstrapping (Preacher and Hayes, 

2008) to further support this mediation effect.We discovered that indirect effects(IE) of 

workplace incivility via emotional exhaustion on job stress (IE estimate = 0.285, 95percent 

confidence interval[0.21, 0.36]), job satisfaction (IEestimate = -0.225, 95percent confidence 

interval [-0.29, -0.16]), and employee turnover intention (IE estimate =0.413, 95percent 

confidence interval[0.33, 0.50]) were significant. As a result, our findings support H4a, H4b, 

and H4c.

(Enter Fig 2)

Discussion

The goal of this study was to look if there was a relationship between workplace incivility 

and employee job stress, job satisfaction, and desire to leave. Another goal of this research 

was to see if emotional exhaustion is totally or partially mediating the link between 

workplace incivility and the three job-related outcome variables described above. Workplace 

incivility has a positive significant effect on job stress, and turnover intention, and a negative 

significant influence on job satisfaction as per the empirical research. However, these effects 

are mediated by emotional exhaustion.

The findings support the H1 hypothesis (β = 0.49, p < 0.001) that a significant positive link 

exists between workplace incivility and emotional exhaustion. This is consistent with prior 
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study results that indicated a significant positive link between these two variables (Hur et al, 

2016).

The findings also confirm theH2a (β = 0.59, p < 0.001), and H2c (β = 0.70, p < 

0.001) hypotheses, respectively, indicating a significant positive association between 

emotional exhaustion and employee job-related outcomes like employee job stress and 

turnover intention. This is consistent with earlier research findings, which found a substantial 

positive association between emotional exhaustion and job stress (Lee &Ashforth, 1996), as 

well as the fact that emotional exhaustion increases the likelihood of employee intention to 

leave (Korunka et al., 2008). The findings also corroborate the H2b hypothesis (β = -0.64, p 

< 0.001) that emotional exhaustion and job satisfaction have a significant and negative 

connection. This is consistent with earlier research findings, which establish a strong negative 

link between these two (Skaalvik and Skaalvik, 2011).

The H3a hypothesis (β = 0.56, p < 0.01), H3c hypothesis (β = 0.48, p < 0.01) that workplace 

incivility has a substantial positive connection with job stress and turnover intention, 

respectively, received good support. These findings are in line with previous findings that 

revealed a strong positive association between workplace incivility and job stress (Penney & 

Spector, 2005) and a significant positive association between workplace incivility and 

employee turnover intention (Spence Laschinger et al, 2009). The findings also supported the 

H3b hypothesis (β = -0.49, p < 0.01) that workplace incivility and job satisfaction have a 

substantial negative link. The previous research is in agreement that a significant and 

negative association between workplace incivility and job satisfaction exists (Holm et al., 

2015).

Finally, the study's key findings substantially support the H4a, H4b, and H4c hypothesis that 

emotional exhaustion mediates the association between workplace incivility and job-related 

outcomes. These findings are in line with previous findings that emotional exhaustion 

mediates the association between workplace incivility and other organizational outcomes 

(Hur et al., 2015; Schilpzand, Leavitt, & Lim, 2016), emotional exhaustion acts as a mediator 

in the association of mindfulness with employee turnover intentions and job 

performance(Reb et al, 2017).

Theoretical implications
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The results have a theoretical implication that it adds to the existing body of knowledge of the 

SDT model(Deci et al., 2017). Workplace incivility has been introduced in the workplace 

context while as emotional exhaustion acts as a counter-motivational factor in the SDT 

model. SDT recommends that intrinsically satisfied needs of employees are required for their 

better job outcomes (Deci et al., 2001). Workplace incivility and emotional exhaustion stifle 

these needs, which lowers intrinsic desire to work, thereby increasing the job stress of 

employees, decreasing their job satisfaction, and finally leading them to leave the 

organization. Workplace incivility acts an independent workplace context which does have 

impact on behavioural outcomes as per this study. Thus,  this study adds to existing 

knowledge on STDs by suggesting and testing emotional exhaustion as a mechanism for 

determining the impact of workplace incivility on employee job outcomes. 

This study has led to an improved understanding of the association between workplace 

incivility and employee job-related outcomes. Furthermore, this research investigated 

emotional exhaustion as a mediator between workplace incivility and job-related outcomes, 

which could be useful in future, research investigations in a related sector. These findings are 

consistent with prior study results that indicated emotional exhaustion acts as a mediator 

between workplace incivility and other organizational outcomes (Hur et al., 2015; 

Schilpzand, Leavitt, & Lim, 2016), and between mindfulness with employee turnover 

intentions and job performance (Reb et al, 2017). This research has added to current literature 

in Jammu and Kashmir's service sector, allowing for an understanding of the effect of 

workplace incivility on job-related outcomes.

Practical implications

Based on the findings from the study, the following recommendations are provided: 

Regardless of where an organization or business is located in the world, workplace incivility 

is an unavoidable hazard. As a result, academics and practitioners should keep in mind the 

seriousness of workplace incivility. While it may appear to be subtle and unclear, it is 

frequently detrimental to an organization's overall culture and well-being. As a result, it has 

become critical to take prompt and appropriate action to prevent incivility from disrupting the 

peaceful and productive condition of organizations.

In various sectors, especially the service sector, workplace incivility is a significant factor 

influencing job-related outcomes. Because our results show that workplace incivility has a 

strong favourable influence on job stress and employee turnover intention, as well as a 
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considerable negative effect on job satisfaction. Workplace incivility can lead to increased 

job stress, increased employee turnover, and reduced job satisfaction (Laschinger et al., 2012; 

Lanzo et al., 2016; Oyeleye et al., 2013). As a result, organizations must devise measures to 

limit the frequency of incidents of workplace incivility.

Conclusion/Limitations

The current study looked into mediating role of emotional exhaustion between workplace 

incivility and employee job stress, job satisfaction, and turnover intention. The main finding 

of this research study is that emotional exhaustion completely mediates the association 

between independent and dependent variables. The findings also revealed a link between 

professional incivility and emotional exhaustion. This research makes important theoretical 

and practical advances; nonetheless, there are a few limits to this research that should be 

mentioned. Even though we collected data in two waves, common procedures bias or 

variation can not be eliminated (Doty and Glick, 1998) as the data came from a single source. 

Our results imply that emotional exhaustion mediates the association between workplace 

incivility and employee job-related outcomes, which could also be due to the same source 

data. As a result, future scholars should exercise caution when interpreting the study's 

complete mediation effects. Future researchers should collect multisource data on this 

concept in a variety of cultural settings.

Furthermore, to acquire quantitative data, this study used a simple random sampling method. 

Future scholars are encouraged to collect larger data samples using alternative sampling 

approaches to improve the study's generalizability.

Finally, this research was undertaken in Jammu and Kashmir's higher education sector. As a 

result, the findings may not apply to other sectors because workplace incivility may be 

regarded differently in other sectors. To test this strategy, more research in other areas is 

needed.

References

Abbasi, S. M., &Hollman, K. W. (2000). Turnover: The real bottom line. Public personnel 

management, 29(3), 333-342.

Alola, U. V., Avcı, T., &Öztüren, A. (2021).The nexus of workplace incivility and emotional 

exhaustion in hotel industry. Journal of Public Affairs, 21(3), e2236.

Page 13 of 28 Journal of Organizational Effectiveness: People and Performance

1
2
3
4
5
6
7
8
9
10
11
12
13
14
15
16
17
18
19
20
21
22
23
24
25
26
27
28
29
30
31
32
33
34
35
36
37
38
39
40
41
42
43
44
45
46
47
48
49
50
51
52
53
54
55
56
57
58
59
60



Journal of Organizational Effectiveness: People and Perform
ance

Andersson, L. M., & Pearson, C. M. (1999).Tit for tat?Thespiraling effect of incivility in the 

workplace. Academy of management review, 24(3), 452-471.

Babakus, E., Yavas, U., &Karatepe, O. M. (2008). The effects of job demands, job resources and 

intrinsic motivation on emotional exhaustion and turnover intentions: A study in the Turkish 

hotel industry. International Journal of Hospitality & Tourism Administration, 9(4), 384-404.

Baeriswyl, S., Krause, A., &Schwaninger, A. (2016).Emotional exhaustion and job satisfaction in 

airport security officers–work–family conflict as mediator in the job demands–resources 

model. Frontiers in psychology, 7, 663.

Baron, R. M., & Kenny, D. A. (1986). The moderator–mediator variable distinction in social 

psychological research: Conceptual, strategic, and statistical considerations. Journal of 

personality and social psychology, 51(6), 1173.

Batista, L., &ReioJr, T. G. (2019). Occupational stress and instigator workplace incivility as 

moderated by personality: A test of an occupational stress and workplace incivility 

model. Journal of Organizational Psychology, 19(2), 38-49.

Beehr, T. A., & Newman, J. E. (1978). Job stress, employee health, and organizational effectiveness: 

A facet analysis, model, and literature review 1. Personnel psychology, 31(4), 665-699.

Brayfield, A. H., &Rothe, H. F. (1951).An index of job satisfaction. Journal of applied 

psychology, 35(5).

Bunk, J. A., &Magley, V. J. (2013). The role of appraisals and emotions in understanding 

experiences of workplace incivility. Journal of occupational health psychology, 18(1), 87.

Byrne, B. M. (1994). Burnout: Testing for the validity, replication, and invariance of causal structure 

across elementary, intermediate, and secondary teachers. American educational research 

journal, 31(3), 645-673.

Chen, H. T., & Wang, C. H. (2019). Incivility, satisfaction and turnover intention of tourist hotel 

chefs: Moderating effects of emotional intelligence. International Journal of Contemporary 

Hospitality Management.

Cingöz, A., & Kaplan, A. (2015). The effect of workplace incivility on job satisfaction and 

organizational trust: A study of industrial enterprises in Turkey. In WEI International 

Academic Conference Proceedings, Vienna, Austria (pp. 12-15).

Page 14 of 28Journal of Organizational Effectiveness: People and Performance

1
2
3
4
5
6
7
8
9
10
11
12
13
14
15
16
17
18
19
20
21
22
23
24
25
26
27
28
29
30
31
32
33
34
35
36
37
38
39
40
41
42
43
44
45
46
47
48
49
50
51
52
53
54
55
56
57
58
59
60



Journal of Organizational Effectiveness: People and Perform
ance

Cochran, W. G. (1977). Sampling techniques.John Wiley & Sons.

Cole, M. S., Bernerth, J. B., Walter, F., & Holt, D. T. (2010). Organizational justice and individuals' 

withdrawal: Unlocking the influence of emotional exhaustion. Journal of Management 

Studies, 47(3), 367-390.

Cortina, L. M., Magley, V. J., Williams, J. H., &Langhout, R. D. (2001). Incivility in the workplace: 

incidence and impact. Journal of occupational health psychology, 6(1), 64.

Cortina, L. M., &Magley, V. J. (2009).Patterns and profiles of response to incivility in the 

workplace. Journal of occupational health psychology, 14(3), 272.

Cropanzano, R., Rupp, D. E., & Byrne, Z. S. (2003).The relationship of emotional exhaustion to 

work attitudes, job performance, and organizational citizenship behaviors. Journal of Applied 

psychology, 88(1), 160.

Cullen, F. T., Link, B. G., Wolfe, N. T., & Frank, J. (1985). The social dimensions of correctional 

officer stress. Justice Quarterly, 2(4), 505-533.

Deci, E. L. (1972). The effects of contingent and noncontingent rewards and controls on intrinsic 

motivation. Organizational behavior and human performance, 8(2), 217-229.

Deci, E. L., Ryan, R. M., Gagné, M., Leone, D. R., Usunov, J., &Kornazheva, B. P. (2001). Need 

satisfaction, motivation, and well-being in the work organizations of a former eastern bloc 

country: A cross-cultural study of self-determination. Personality and social psychology 

bulletin, 27(8), 930-942.

Delcourt, C., Gremler, D. D., Van Riel, A. C., & Van Birgelen, M. (2013). Effects of perceived 

employee emotional competence on customer satisfaction and loyalty: The mediating role of 

rapport. Journal of Service Management.

Demerouti, E., Bakker, A. B., Nachreiner, F., &Schaufeli, W. B. (2001). The job demands-resources 

model of burnout. Journal of Applied psychology, 86(3), 499.

Demerouti, E., Mostert, K., & Bakker, A. B. (2010). Burnout and work engagement: a thorough 

investigation of the independency of both constructs. Journal of occupational health 

psychology, 15(3), 209.

Page 15 of 28 Journal of Organizational Effectiveness: People and Performance

1
2
3
4
5
6
7
8
9
10
11
12
13
14
15
16
17
18
19
20
21
22
23
24
25
26
27
28
29
30
31
32
33
34
35
36
37
38
39
40
41
42
43
44
45
46
47
48
49
50
51
52
53
54
55
56
57
58
59
60



Journal of Organizational Effectiveness: People and Perform
ance

Doty, D. H., & Glick, W. H. (1998). Common methods bias: does common methods variance really 

bias results?. Organizational research methods, 1(4), 374-406.

Ducharme, L. J., Knudsen, H. K., & Roman, P. M. (2007). Emotional exhaustion and turnover 

intention in human service occupations: The protective role of coworker 

support. Sociological Spectrum, 28(1), 81-104.

Eker, M., Anbar, A., &Karabıyık, L. (2007).The relationship between demographic characteristics 

and burnout among academicians in Turkey. AkademikAraştırmalarDergisi, 34(1), 14-35.

Fornell, C., &Larcker, D. F. (1981). Structural equation models with unobservable variables and 

measurement error: Algebra and statistics.

Frisbee, K., Griffin, M. Q., &Luparell, S. (2019). Nurse educators: Incivility, job satisfaction, and 

intent to leave. The Midwest Quarterly, 60(3), 270-290.

Gerbing, D. W., & Anderson, J. C. (1988).An updated paradigm for scale development incorporating 

unidimensionality and its assessment. Journal of marketing research, 25(2), 186-192.

Giumetti, G. W., Hatfield, A. L., Scisco, J. L., Schroeder, A. N., Muth, E. R., & Kowalski, R. M. 

(2013). What a rude e-mail! Examining the differential effects of incivility versus support on 

mood, energy, engagement, and performance in an online context. Journal of occupational 

health psychology, 18(3), 297.

Grandey, A. A., Dickter, D. N., & Sin, H. P. (2004). The customer is not always right: Customer 

aggression and emotion regulation of service employees. Journal of Organizational 

Behavior: The International Journal of Industrial, Occupational and Organizational 

Psychology and Behavior, 25(3), 397-418.

Grandey, A. A. (2003).When “the show must go on”: Surface acting and deep acting as determinants 

of emotional exhaustion and peer-rated service delivery. Academy of management 

Journal, 46(1), 86-96.

Heylen, B. (2018). Occupational stress, workplace incivility and job satisfaction with the moderating 

role of psychological capital among staff in an Emergency Services Control Unit (Doctoral 

dissertation).

Holm, K., Torkelson, E., &Bäckström, M. (2015). Models of workplace incivility: The relationships 

to instigated incivility and negative outcomes. BioMed research international, 2015.

Page 16 of 28Journal of Organizational Effectiveness: People and Performance

1
2
3
4
5
6
7
8
9
10
11
12
13
14
15
16
17
18
19
20
21
22
23
24
25
26
27
28
29
30
31
32
33
34
35
36
37
38
39
40
41
42
43
44
45
46
47
48
49
50
51
52
53
54
55
56
57
58
59
60



Journal of Organizational Effectiveness: People and Perform
ance

Hu, L. T., &Bentler, P. M. (1999).Cutoff criteria for fit indexes in covariance structure analysis: 

Conventional criteria versus new alternatives. Structural equation modeling: a 

multidisciplinary journal, 6(1), 1-55.

Huang, H. T., & Lin, C. P. (2019).Assessing ethical efficacy, workplace incivility, and turnover 

intention: a moderated-mediation model. Review of Managerial Science, 13(1), 33-56.

Hur, W. M., Kim, B. S., & Park, S. J. (2015). The relationship between coworker incivility, 

emotional exhaustion, and organizational outcomes: The mediating role of emotional 

exhaustion. Human Factors and Ergonomics in Manufacturing & Service Industries, 25(6), 

701-712.

Hur, W. M., Moon, T., & Jun, J. K. (2016). The effect of workplace incivility on service employee 

creativity: the mediating role of emotional exhaustion and intrinsic motivation. Journal of 

Services Marketing.

Jamal, M. (2005). Personal and organizational outcomes related to job stress and Type‐A behavior: a 

study of Canadian and Chinese employees. Stress and Health: Journal of the International 

society for the investigation of stress, 21(2), 129-137.

Karatepe, O. M., &Karatepe, T. (2009). Role stress, emotional exhaustion, and turnover intentions: 

does organizational tenure in hotels matter?. Journal of Human Resources in Hospitality & 

Tourism, 9(1), 1-16.

Khan, F., Yusoff, R. M., & Khan, A. (2014). Job demands, burnout and resources in teaching a 

conceptual review. World Applied Sciences Journal, 30(1), 20-28.

Khan, N. Z. A., Imran, A., & Anwar, A. (2019). Destructive leadership and job stress: Causal effect 

of emotional exhaustion on job satisfaction of employees in call centers. International 

Journal of Information, Business and Management, 11(1), 135.

Koon, V. Y., & Pun, P. Y. (2018).The mediating role of emotional exhaustion and job satisfaction on 

the relationship between job demands and instigated workplace incivility. The Journal of 

Applied Behavioral Science, 54(2), 187-207.

Korunka, C., Hoonakker, P., &Carayon, P. (2008).Quality of working life and turnover intention in 

information technology work. Human Factors and Ergonomics in Manufacturing & Service 

Industries, 18(4), 409-423.

Page 17 of 28 Journal of Organizational Effectiveness: People and Performance

1
2
3
4
5
6
7
8
9
10
11
12
13
14
15
16
17
18
19
20
21
22
23
24
25
26
27
28
29
30
31
32
33
34
35
36
37
38
39
40
41
42
43
44
45
46
47
48
49
50
51
52
53
54
55
56
57
58
59
60



Journal of Organizational Effectiveness: People and Perform
ance

Laschinger, H. K. S. (2012). Job and career satisfaction and turnover intentions of newly graduated 

nurses. Journal of nursing management, 20(4), 472-484.

Lanzo, L., Aziz, S., &Wuensch, K. (2016). Workaholism and incivility: Stress and psychological 

capital’s role. International Journal of Workplace Health Management.

Lee, K., & Allen, N. J. (2002). Organizational citizenship behavior and workplace deviance: the role 

of affect and cognitions. Journal of applied psychology, 87(1), 131.

Lee, R. T., &Ashforth, B. E. (1996). A meta-analytic examination of the correlates of the three 

dimensions of job burnout. Journal of applied Psychology, 81(2), 123.

Lee, Y. H., Kwon, H. H., & Richards, K. A. R. (2019).Emotional intelligence, unpleasant emotions, 

emotional exhaustion, and job satisfaction in physical education teaching. Journal of 

Teaching in Physical Education, 38(3), 262-270.

Lewig, K. A., & Dollard, M. F. (2003). Emotional dissonance, emotional exhaustion and job 

satisfaction in call centre workers. European journal of work and organizational 

psychology, 12(4), 366-392.

Lim, S., Cortina, L. M., &Magley, V. J. (2008). Personal and workgroup incivility: impact on work 

and health outcomes. Journal of applied psychology, 93(1), 95.

Lim, S., & Lee, A. (2011). Work and nonwork outcomes of workplace incivility: Does family 

support help?. Journal of occupational health psychology, 16(1), 95.

Locke, E. A. (1976). The nature and causes of job satisfaction. Handbook of industrial and 

organizational psychology.

Loh, J. M., &Loi, N. (2018). Tit for tat: Burnout as a mediator between workplace incivility and 

instigated workplace incivility. Asia-Pacific Journal of Business Administration.

Long, C. S., Thean, L. Y., Ismail, W. K. W., &Jusoh, A. (2012). Leadership styles and employees’ 

turnover intention: Exploratory study of academic staff in a Malaysian College. World 

Applied Sciences Journal, 19(4), 575-581.

Manzoor, M. T., Manzoor, T., & Khan, M. (2020). Workplace incivility: A cynicism booster leading 

to turnover intentions. Decision, 47(1), 91-99.

Maslach, C. (1986). Stress, burnout, and workaholism.

Page 18 of 28Journal of Organizational Effectiveness: People and Performance

1
2
3
4
5
6
7
8
9
10
11
12
13
14
15
16
17
18
19
20
21
22
23
24
25
26
27
28
29
30
31
32
33
34
35
36
37
38
39
40
41
42
43
44
45
46
47
48
49
50
51
52
53
54
55
56
57
58
59
60



Journal of Organizational Effectiveness: People and Perform
ance

Martin, R. J., & Hine, D. W. (2005). Development and validation of the uncivil workplace behavior 

questionnaire. Journal of occupational health psychology, 10(4), 477.

Mawanza, W. (2017). The effects of stress on employee productivity: A perspective of Zimbabwe's 

socio-economic dynamics of 2016. Journal of Economics and Behavioral Studies, 9(2 (J)), 

22-32.

Mobley, W. H., Horner, S. O., & Hollingsworth, A. T. (1978).An evaluation of precursors of hospital 

employee turnover. Journal of Applied psychology, 63(4), 408.

Moore, J. E. (2000). One road to turnover: An examination of work exhaustion in technology 

professionals. MIS quarterly, 141-168.

Mount, M. K., &Muchinsky, P. M. (1978). Person-environment congruence and employee job 

satisfaction: A test of Holland's theory. Journal of Vocational Behavior, 13(1), 84-100.

Ngamkroeckjoti, C., Ounprechavanit, P., &Kijboonchoo, T. (2012). Determinant factors of turnover 

intention: A case study of air conditioning company in Bangkok, Thailand.

Oyeleye, O., Hanson, P., O’Connor, N., & Dunn, D. (2013).Relationship of workplace incivility, 

stress, and burnout on nurses’ turnover intentions and psychological empowerment. The 

journal of nursing administration, 43(10), 536-542.

Pemberton, W. H. (2019). Federal Women, Incivility, Job Satisfaction, and Job Stress.

Penney, L. M., & Spector, P. E. (2005). Job stress, incivility, and counterproductive work behavior 

(CWB): The moderating role of negative affectivity. Journal of Organizational Behavior: 

The International Journal of Industrial, Occupational and Organizational Psychology and 

Behavior, 26(7), 777-796.

Preacher, K. J., & Hayes, A. F. (2008).Asymptotic and resampling strategies for assessing and 

comparing indirect effects in multiple mediator models. Behavior research methods, 40(3), 

879-891.

R Richards, K. A., Washburn, N. S., & Hemphill, M. A. (2019).Exploring the influence of perceived 

mattering, role stress, and emotional exhaustion on physical education teacher/coach job 

satisfaction. European Physical Education Review, 25(2), 389-408.

Page 19 of 28 Journal of Organizational Effectiveness: People and Performance

1
2
3
4
5
6
7
8
9
10
11
12
13
14
15
16
17
18
19
20
21
22
23
24
25
26
27
28
29
30
31
32
33
34
35
36
37
38
39
40
41
42
43
44
45
46
47
48
49
50
51
52
53
54
55
56
57
58
59
60



Journal of Organizational Effectiveness: People and Perform
ance

Rahim, A., & Cosby, D. M. (2016).A model of workplace incivility, job burnout, turnover intentions, 

and job performance. Journal of Management Development.

Rajendran, N., Watt, H. M., & Richardson, P. W. (2020).Teacher burnout and turnover intent. The 

Australian Educational Researcher, 47(3), 477-500.

Reb, J., Narayanan, J., Chaturvedi, S., &Ekkirala, S. (2017).The mediating role of emotional 

exhaustion in the relationship of mindfulness with turnover intentions and job 

performance. Mindfulness, 8(3), 707-716.

Reich, T. C., &Hershcovis, M. S. (2015). Observing workplace incivility. Journal of Applied 

Psychology, 100(1), 203.

Roberts, S. J., Scherer, L. L., & Bowyer, C. J. (2011). Job stress and incivility: What role does 

psychological capital play?. Journal of Leadership & Organizational Studies, 18(4), 449-458.

Roscoe, J. T. (1975). Fundamental research statistics for the behavioral sciences [by] John T. 

Roscoe.

Ryan, R. M., & Deci, E. L. (2017).Self-determination theory. Basic psychological needs in 

motivation, development, and wellness.

Schilpzand, P., Leavitt, K., & Lim, S. (2016). Incivility hates company: Shared incivility attenuates 

rumination, stress, and psychological withdrawal by reducing self-blame. Organizational 

Behavior and Human Decision Processes, 133, 33-44.

Sharma, N., & Singh, V. K. (2016).Effect of workplace incivility on job satisfaction and turnover 

intentions in India. South Asian Journal of Global Business Research, 5(2), 234-249.

Skaalvik, E. M., &Skaalvik, S. (2011). Teacher job satisfaction and motivation to leave the teaching 

profession: Relations with school context, feeling of belonging, and emotional 

exhaustion. Teaching and teacher education, 27(6), 1029-1038.

Spence Laschinger, H. K., Leiter, M., Day, A., &Gilin, D. (2009). Workplace empowerment, 

incivility, and burnout: Impact on staff nurse recruitment and retention outcomes. Journal of 

nursing management, 17(3), 302-311.

Tarraf, R. C. (2012). Taking a closer look at workplace incivility: Dimensionality and source effects.

Page 20 of 28Journal of Organizational Effectiveness: People and Performance

1
2
3
4
5
6
7
8
9
10
11
12
13
14
15
16
17
18
19
20
21
22
23
24
25
26
27
28
29
30
31
32
33
34
35
36
37
38
39
40
41
42
43
44
45
46
47
48
49
50
51
52
53
54
55
56
57
58
59
60



Journal of Organizational Effectiveness: People and Perform
ance

Tricahyadinata, I., Hendryadi, Suryani, Zainurossalamia ZA, S., &Riadi, S. S. (2020). Workplace 

incivility, work engagement, and turnover intentions: Multi-group analysis. Cogent 

Psychology, 7(1), 1743627.

Van den Brande, W., Baillien, E., De Witte, H., Vander Elst, T., &Godderis, L. (2016). The role of 

work stressors, coping strategies and coping resources in the process of workplace bullying: 

A systematic review and development of a comprehensive model. Aggression and Violent 

Behavior, 29, 61-71.

Yin-Fah, B. C., Foon, Y. S., Chee-Leong, L., & Osman, S. (2010). An exploratory study on turnover 

intention among private sector employees. International Journal of Business and 

Management, 5(8), 57.

Page 21 of 28 Journal of Organizational Effectiveness: People and Performance

1
2
3
4
5
6
7
8
9
10
11
12
13
14
15
16
17
18
19
20
21
22
23
24
25
26
27
28
29
30
31
32
33
34
35
36
37
38
39
40
41
42
43
44
45
46
47
48
49
50
51
52
53
54
55
56
57
58
59
60



Journal of Organizational Effectiveness: People and Perform
ance

Page 22 of 28Journal of Organizational Effectiveness: People and Performance

1
2
3
4
5
6
7
8
9
10
11
12
13
14
15
16
17
18
19
20
21
22
23
24
25
26
27
28
29
30
31
32
33
34
35
36
37
38
39
40
41
42
43
44
45
46
47
48
49
50
51
52
53
54
55
56
57
58
59
60



Journal of Organizational Effectiveness: People and Perform
ance

Table 1. Demographic Profile of Respondents

Frequency Valid %

Gender

Male     

Female

Total                                                    

324

226

550

58.9

41.1

100

Marital status

Married

Unmarried

Total

320

230

550

58.2

41.8

100

Qualification

Ph.D.

PG

Graduation

Other

Total

76

237

190

47

550

13.8

43.1

34.5

 8.5

100

Age 

21-30

31-40

41-50

Above 50

Total

263

192

79

16

550

47.8

34.9

14.4

 2.9

100

Duration of Service

1-10

11-20

21-30

Above 30 years

Total

355

153

34

8

550

64.5

27.8

 6.2

1.5

100
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Table 2. Confirmatory Factor Analysis 

Construct Item Factor 
loading 

Critical 
ration 
t-value 

CR AVE

WPI1 .528       _

WPI3 .832 12.13

WPI4 .738 11.54

WPI5 .634 10.63

WPI6 .674 11.11

Workplace 

incivility

WPI7 .676 11.13

0.920 0.692

JST1 .648      _

JST2 .804 14.40 

JST5 .798 14.36

Job Stress

JST6 .654 12.58

0.934 0.667

JS2 .544      _

JS5 .630 11.04

JS6 .652 11.30

JS7 .555 10.20

JS8 .592 10.60

JS11 .561 10.23

JS12 .599 10.69

JS13 .577 10.42

JS15 .556 10.15

JS16 .728 12.03

JS17 .718 11.93

Job 

Satisfaction

JS18 .596 10.64

0.922 0.619

TI1 .801      _

TI2 .798 17.25

Turnover 

intention

TI3 .782 17.18

0.903 0.658
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EEX1 .820      _

EEX2 .738 19.03 

EEX3 .834 19.68

EEX4 .742 19.20

EEX5 .537 10.73

EEX6 .748 19.32 

EEX7 .602 11.72

Emotional 

Exhaustion

EEX8 .761 19.48 

0.906 0.670

Where WPI- Workplace Incivility, JST- Job Stress, JS- Job Satisfaction

TI- Turnover Intention, EEX- Emotional Exhaustion

Table 3.Correlation Matrix 

Variables WPI JST JS TI EEX Mean Std. 
Deviation

Alpha 
Value

WPI 1 2.4327 .77649 .838

JST .561** 1 2.8691 .90165 .814

JS -.494** -.638**  1 3.5321 .65978 .873

TI .481** .565** -.535**  1 2.6667 .92840 .836

EEX .498** .596** -.647** .704** 1 2.7282 .87883 .861

**. Correlation is significant at the 0.01 level

WPI- Workplace Incivility, JST- Job Stress, JS- Job Satisfaction

TI- Turnover Intention, EEX- Emotional Exhaustion
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Table-4. Mediation Analysis 

Hypothesis Dependen

t

variable

Path(a)

WPI-

EEX 

Path(b)

EEX-

DVs

Path(c)

IV- 

DVs

IV-DVs(c*)

Mediator 

controlled 

Sobel’s

Z-value

Meditation 

H4a JST .498** .596** .561** 0.04 ns 11.13 Full

H4b JS .498** -.647** -.494** -0.03 ns 11.01 Full

H4c TI .498** .704** .481** 0.07 ns 11.50 Full

WPI- Workplace Incivility, JST- Job Stress, JS- Job Satisfaction

TI- Turnover Intention, EEX- Emotional Exhaustion
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