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Workplace bullying and turnover
intention among industrial

employees: job burnout as a mediator
Sadia Asghar and Najia Zulfiqar

Department of Psychology, The University of Haripur, Haripur, Pakistan

Abstract
Purpose – This study aims to investigate the direct effects of dimensions of workplace bullying and the
mediating effect of job burnout on turnover intention among employees of chemical industries in Haripur.

Design/methodology/approach – This research had a cross-sectional study design, and this study collected
data from 300 chemical sector employees via purposive sampling.

Findings – Findings show positive correlations among exposure to workplace bullying, job burnout and
turnover intention. Workplace bullying and job burnout predict turnover intention among chemical sector
employees. Notably, the person-related bullying dimension was more strongly associated with turnover
intention than the other two. The mediation analysis demonstrates that job burnout mediates the link between
turnover intention and workplace bullying.

Research limitations/implications – Using a cross-sectional design limits the ability to establish causality
among workplace bullying, job burnout and turnover intention. This design captures a snapshot in time but
does not account for overtime changes and developments. Relying on self-reported data can introduce biases
such as social desirability bias or recall bias. Participants might underreport or overreport their experiences of
bullying, burnout and turnover intention. Pakistan’s chemical business’s unique organisational and cultural
environment may mean the findings are less generalisable to other industries or situations. To address these
limitations, future researchers should employ a longitudinal design to seek insight into the temporal dynamics
of these variables. Blending multiple response formats and other reports can lower response bias. More diverse
samples, industries and professions should be the goal of future research to increase the results’
representativeness and generalizability. Subsectors within the chemical industry and workers from other fields
can provide a more complete picture. Future research should investigate additional mediators and moderators
that influence these relationships. Another direction is to design workplace interventions and anti-bullying
programs and evaluate their effectiveness.

Practical implications – The findings also add to the practical literature on organisational behaviour and
employee well-being. Organisational leaders, executive managers and policymakers can derive insight to cultivate a
healthy and supportive work environment. The screening and early detection of employees at risk of bullying and
burnout can lower turnover rates. Besides, skills training in communication, conflict resolution, stress management
and copingmechanisms should be arranged for managers and employees regularly. Organisations should design and
implement anti-bullying policies, retention strategies and continuing research to uncover employees’ problems.
After all, happy and valued employees positively contribute to organisational success.

Social implications – Organisations should consider these findings when formulating strategies to mitigate
workplace bullying, as its long-term consequences can adversely affect organisational stability.

Originality/value – These results underscore the detrimental impact of workplace bullying, as it leads to job
burnout and, subsequently, increases turnover intention. Organisations should consider these findings when
formulating strategies to mitigate workplace bullying, as its long-term consequences can adversely affect
organisational stability.
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Introduction
Workplace bullying has drawn researchers’ attention because it has adverse effects on an
employee’s mental health and an organisation’s success. If an employee faces insult,
harassment, attacks, or abusive language, it harms his emotional and psychological well-
being (Bernstein and Trimm, 2016). It also has profound implications for organisations,
including reduced employee satisfaction and increased absenteeism (Zanabazar et al., 2023).

Bullying
Workplace bullying is a form of interpersonal abuse, i.e. persistent, harsh or insulting
behaviour directed at other employees. It is an unpleasant experience that negatively affects
both the victim and any witness (Rai and Agarwal, 2018). Workplace bullying occurs when
an individual is subjected to harassment, abuse, offences, or social isolation regularly over an
extended period. It creates an uneven situation for the victim, who cannot defend himself
against unethical conduct (Einarsen et al., 2020). It also includes the verbal harassment of an
individual by insulting remarks, gossip or rumours and insults to a person’s personality,
behaviour or political or religious beliefs (Salin, 2015).

Einarsen (2020) is a pioneer researcher on workplace bullying and classified bullying
behaviours into three types:

(1) work-related behaviour;

(2) person-related behaviour; and

(3) physical intimidation behaviour.

Work-related bullying encompasses all the negative behaviours that a bully uses to impact
the victim’s performance negatively. It includes continuous victim blaming, concealing
work-related information, evaluating the victim’s performance negatively, assigning tasks
beyond professional roles and maltreating the victim. Person-related bullying is defined as
actions taken by the victim’s supervisor or coworkers that include social isolation, ignoring
the victim in public, spreading rumours about him, mocking and insulting him, repeatedly
making inappropriate signs in public, name-calling constant criticism. The last type is
physical intimidation, which includes yelling loudly at the victim, purposely assaulting him
and complaining to him while he is at work. It also consists of any negative behaviour that is
directed toward the victim’s body and results in bodily harm (Einarsen, 2020).

The chemical industry in Pakistan is a significant contributor to the country’s economy,
providing essential products for various sectors, such as agriculture, pharmaceuticals and
textiles manufacturing. This sector encompasses many subsectors, including petrochemicals,
fertilisers, dyes and pigments, paints and coatings and consumer chemicals such as soaps and
detergents. Li et al. (2020) elaborated that the demanding nature of chemical work, including
exposure to hazardous materials, tight deadlines and intricate processes, creates stress. In
such an environment, employees may vent their frustration through bullying behaviours. In
addition, hierarchical structures within chemical companies can foster power imbalances,
leading supervisors or colleagues to bullying behaviours. Safety concerns inherent in high-
risk chemical environments further amplify stress and potentially trigger bullying incidents
(Li et al., 2020).

Burnout
Job burnout is emotional exhaustion, depersonalisation, inefficacy, or a lack of personal
accomplishment (Maslach and Leiter, 2016). A demanding working environment also causes
job burnout that does not offer opportunities for personal growth, marked by excessive
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workload or inadequate support (Kord et al., 2015). In addition, the lack of resources,
whether time, equipment, or adequate support, exacerbates burnout. Chronic stress is a
hallmark of chemical work. A study shows that exposure to chemicals and irregular
schedules harm physical and mental health, further contributing to burnout among chemical
industry workers (Silva and Dias, 2023). The specific effects of burnout on a person may
include agitation, inability to relax, lack of focus, intolerance, indecisiveness, job
dissatisfaction, job indifference, exhaustion, depression, anxiety and insomnia
(Kumareswaran et al., 2022). Most burnout employees will likely transmit their stress to
others in the organisation. According to Ridzuan et al. (2018), the effects of burnout on an
organisation include an increase in absenteeism, unsafe working practices, workplace
accidents and turnover, and a decrease in commitment to work, performance and
productivity.

Turnover intention
Lazzari et al. (2022) defined turnover intention as an employee’s intention to leave the
company within a given period. Lee et al. (2017) extrapolated that turnover intention is
associated with employee characteristics such as thinking or feeling like leaving the
workplace, intending to look for another job and wanting to quit that job. Employee turnover
significantly harms organisations in terms of direct and indirect cost consequences. The
direct costs include replacement, recruitment, selection, training, development, temporary
staffing and management time. In contrast, indirect costs include morale, pressure on
remaining employees and lower product and service quality (Lee et al., 2017).

Theoretical background
Hobfoll (2001) proposed the conservation of resources (COR) theory, which explains how
the acquisition and preservation of resources influence human behaviour and how people act
in a way that conserves human resources if they perceive or experience the actual loss of
resources. This theory explains the key variables of the present research. In the context of
workplace bullying, employees may experience resource depletion, such as loss of status and
self-respect. Stress and emotional fatigue arise when resources are lost, threatened, or
unattainable. They cannot meet expectations, leading to burnout (Hobfoll, 2001) and an
intention to quit.

Workplace bullying and turnover intention
Previous studies consistently show an association between workplace bullying and employee
turnover intention. Coetzee and Dyk (2017) reported a positive cross-sectional link between
workplace bullying and turnover intention among 373 employees. Berthelsen et al. (2011)
observed a longitudinal connection between workplace bullying and the likelihood of
resignation among bullied employees and their non-bullied counterparts. Ghani and
Razzaghian (2014) reported evidence of a positive association between these two constructs
in a study with employees of private-sector universities in Khyber Pakhtunkhwa, Pakistan.
The negative impact of workplace bullying on employees’ turnover intention is confirmed in
studies conducted in hospitality, healthcare and manufacturing sectors in Pakistan (Awan
et al., 2021; Khan et al., 2021) and other countries like India (Srivastava and Agarwal, 2020),
China (Xia et al., 2023), Nepal (Biswakarma et al., 2024) and Portugal (Ribeiro et al., 2024).
A cross-cultural study of Pakistani and Australian employees demonstrated that exposure to
workplace bullying results in low affective well-being in cross-cultural and cross-national
contexts, which in turn causes turnover intentions (Ahmad and Kaleem, 2019).
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Workplace bullying and job burnout
The literature review also shows a strong positive link between workplace bullying and
burnout among employees in various sectors. Bullying at work can lead to job burnout,
which, in turn, can drain individuals’ energy resources and lead to more significant conflict at
work (Raja et al., 2018). Zanabazar et al. (2023) studied the relationship between workplace
bullying and job burnout among insurance company employees and found a high positive
correlation between both constructs.

Job burnout and turnover intention
Some previous studies found a direct link between burnout and turnover intention. For
instance, Salama et al. (2022) studied how employees’ work stress and burnout affect
intentions to leave the hotel industry. They found that work stress and job burnout were
significantly positively correlated and positively associated with turnover intention. Another
study examined the role of exhaustion and disengagement components of burnout in
predicting employee turnover intention. Findings showed that disengagement had a more
significant effect on turnover intention than exhaustion (Hassan et al., 2023). Adiguna and
Suwandana (2023) found that work-related stress directly affects turnover intention, and job
burnout significantly mediates between work-related stress and turnover intention.

The current study
The present study examines the predictive effect of workplace bullying on turnover intention
among industrial employees. Another objective is to explore the mediating effect of job
burnout on the association between workplace bullying and turnover intention. This study
fills a gap in the literature in a few ways. Although there are several studies on workplace
bullying in the manufacturing sector and, several Western studies have explored these
constructs in separate studies. To the best of the researchers’ knowledge, the chemical
industry has limited research. The novelty of the present study is that it examines them all
together in one study and provides empirical evidence about the interplay of these variables
in an Eastern country with an underdeveloped economy. Another is its focus on employees of
chemical sector – a setting that has received little attention in the literature on workplace
bullying. This research will bring knowledge about the unique stressors and demand specific
to chemical industry. Another novel contribution is differentiating three dimensions of
workplace bullying and and revealing how burnout mediates those interactions to affect
turnover.

The rationale behind the choice of workplace bullying, turnover intention and job burnout
in a single study is to gain actionable insight and address the psychological problems of
employees in the chemical industries. The chemical industry is characterised by high-
pressure work environments, strict safety standards and competitive procedures. The
complex nature of work, lack of awareness, inadequate training, stressful work environment
and risk of hazardous accidents are preconditions where bullying might occur. The toxic
environment and frequent bullying prevent employees from engaging in their work.
Consequently, they prefer to leave the job. If some employees continue to work in addition to
being bullied, job burnout can result in turnover intention. According to the Pakistan
Business Council (2017), more than 60% of Pakistani companies have low or no women
participation in their workforce, and the chemical industry in Pakistan is on top among them.
Women do not seek employment in chemical industries because of cultural constraints, the
challenging nature of work, and the long duration. The findings from this study will inform
industry owners, industrial-organisational psychologists, and mental health professionals to
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create a healthy environment and eradicate stressors for employees’ well-being and
adjustment. Based on the literature, we developed the following hypotheses:

H1. There is a significant positive relationship between three domains of workplace
bullying (work-related bullying, person-related bullying, and physical intimidation)
and turnover intention among employees in chemical industries.

H2. There is a significant positive relationship between job burnout and turnover
intention among employees in chemical industries.

H3. Job burnout will mediate the relationship between workplace bullying and turnover
intention.

Method
Research design and participants
This study used a cross-sectional survey research design, and purposively selected
participants from the chemical industries in the region based on accessibility. The inclusion
criterion was at least one year of work experience in the chemical industry in Hattar, Haripur
district. The required sample size using Cochran’s formula was 284 employees. However,
due to the ethical conduct of the study and getting data from willing individuals and industry-
specific limitations, we distributed a total of 365 forms. Some data forms were discarded for
the incomplete information. Data from 300 employees with complete information were
retained, achieving an 82% response rate. Although a larger sample would increase the
generalizability, this response rate is sufficient to yield meaningful information about the
study’s population and the reliability of the findings. All participants were male. We used
both individual and group data collection formats. Participants reported their age, education,
work experience, monthly salary, work experience, job designation, marital status, and
working hours. The sample included workers (52%) and supervisors (47%). About 33% of
employees reported having work-related health issues. Table 1 presents a demographic
overview of the respondents in the study.

Measures
Negative Acts Questionnaire-Revised. Einarsen et al. (2009) developed a 22-item measure
of the Negative Acts Questionnaire to assess exposure to workplace bullying. It measures
three underlying factors:

(1) personal;

(2) work-related; and

(3) physically intimidating forms of bullying.

It has a five-point Likert scale and ranges from never (1) to daily (5). Workplace bullying
interpretation uses the sum or average of all items. The score range is 22–110, and the higher
score indicates severe exposure to bullying. The scores are categorised into three cutoff
points:

(1) scores below 40 indicate never bullied;

(2) scores between 40 and 56 indicate occasionally bullied; and

(3) scores between 56 and 110 indicate severely bullied.
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Turnover intention scale. Bothma and Roodt (2013) developed the Turnover Intention
Scale (TIS-6) to assess employees’ intention to stay with or leave an organisation. It has six
items that are responded to on a five-point Likert scale. The response options range from
never (1) to highly likely (5). The total score can be calculated by adding the individual item
scores after reverse scoring item three. A higher score on the TIS-6 indicates a more
significant response to participant turnover intention. The score range is 6–30. Scores below
12 indicate a low turnover intention, scores between 12 and 18 suggest a moderate intention
to leave, and scores above 18 reflect a high intention to leave the organisation.

Burnout assessment tool. Schaufeli et al. (2020) developed the 12-item self-reported
Burnout Assessment Tool (BAT) to measure burnout across four subscales:

Table 1. Demographic variables of the study participants (n = 300)

Demographic variables N %

Age
19–40 156 52
41–60 144 48

Education
Matric 52 17.3
Intermediate 112 37.3
Diploma 68 22.7
BA 43 14.3
MA 17 5.7

Work experience
1–5 years 109 36.3
6–10 years 61 20.3
11–15 years 130 43.3

Monthly salary
20,000–40,000 49 16.3
41,000–60,000 135 45.0
61,000–80,000 116 38.4

Job designation
Worker 158 52
Supervisor 142 47

Socio economic status
Low 123 41.0
Middle 177 59.0

Marital status
Married 190 63.0
Unmarried 110 36.4

Working hours
8 hours 132 44.0
12 hours 166 55.0
Above 2 0.7

Do you have any work-related health issues?
Yes 99 33
No 201 67.0

Source(s): Authors’ own work
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(1) exhaustion;

(2) mental distance;

(3) emotional impairment; and

(4) cognitive impairment.

The scale ranges from never (1) to always (5). The overall score is calculated by taking the
sum of the scores for all the BAT items and dividing it by 12. A higher score indicates a high
level of job burnout. The scale has a score range of 12–60 and is divided into four cutoff
points that define the intensity or severity of burnout:

(1) low for scores below 24;

(2) moderate for scores between 24 and 48;

(3) high for scores ranging from 48–58; and

(4) very high for scores above 58.

Procedure and ethical considerations
The Ethics Review Committee of the University of Haripur, KPK Pakistan, approved the
conduct of the present study under approval number (UOH/DASR/2024/2072). We contacted
the concerned chemical industries in person to seek permission and make formal requests for
data collection. Prior permission was also sought from the concerned chemical industries and
employees after sharing information about the study objectives, method and the use of collected
data. The research participants who volunteered were informed about their right to withdraw
from the study at any time without facing any repercussions. They completed the questionnaires
in paper-pencil format, and the data were anonymised to ensure privacy and data confidentiality.

Statistical analysis
First, the preliminary analyses, such as the frequency distribution of demographic variables
and the descriptive and correlation analyses of key study variables, were conducted in SPSS
version 25. Second, we performed stepwise regression analysis to examine the direct effects
of workplace bullying and job burnout on turnover intention. Mediation analysis was
performed to check the indirect impact of workplace bullying on turnover intention via job
burnout. Third, the structural equation model was run in MPLUS version 7.11. The
Maximum Likelihood (ML) extraction method estimated the relationships between latent
and observed variables. The effects of three domains of workplace bullying (i.e. work-related
bullying, person-related bullying physical intimidation) on turnover intention were
examined. The model used standardised path coefficients (β) to show the strength and
direction of these relationships. At the same time, λ values represent the factor loadings of
workplace bullying with eigenvalues greater than 1 to identify the latent construct of
workplace bullying. The model fit with the data was evaluated in the light of Kline (2023)
indices: the chi-square statistic (χ2), the root-mean-square error of approximation
(acceptable <0.08), the comparative fit index (acceptable >0.90) and the standardised root-
mean-square residual (acceptable <0.08).

Results
Reliability, descriptive and correlational analyses
Table 2 presents the psychometric properties of the scales, showing excellent reliability for
the Negative Acts Questionnaire-Revised (NAQ-R) (α = 0.92). The subscales of the NAQ-R
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show good reliability for work-related bullying (α = 0.87), excellent reliability for person-
related bullying (α = 0.90). Low reliability for physical intimidation (α = 0.65). The BAT (α =
0.83) has good reliability. In contrast, the TIS-6 has low reliability (α = 0.60). It is inferred
from employees mean scores (M = 62.56, SD= 16.48) that they reported being severely
bullied. The average scores on turnover intention (M = 17.10, SD= 4.60) are in the range of
moderate to high. Job burnout (M = 34.84, SD = 8.52) is, on average, in a moderate range.
Person-related bullying (M = 35.48, SD= 10.21) is more prevalent than work-related
bullying (M = 20.36, SD= 6.44) and physical intimidation (M = 6.71, SD= 2.39). The data
distributions are acceptable for skewness and kurtosis (+2). The NAQ-R and turnover
intention have slight left skewness and platykurtic distributions. Job burnout has a nearly
symmetrical platykurtic distribution.

The Pearson’s correlations in Table 3 show significant positive intercorrelations among
all variables with varying magnitude. The findings indicate that workplace bullying
positively correlates with turnover intention (r = 0.68, ρ = 0.01) and job burnout (r = 0.60,
ρ = 0.01). Job burnout has a significant positive correlation with turnover intention (r = 0.75,
ρ = 0.01). The workplace bullying had large intercorrelations with its subscales of work-
related bullying (r = 0.87, ρ = 0.01), person-related bullying (r = 0.95, ρ = 0.01), and physical
intimidation (r = 0.73, ρ = 0.01). The results also show that work-related bullying (r = 0.53,
ρ = 0.01) and person-related bullying (r = 0.72, ρ = 0.01) have positive correlations with
turnover intention. Physical intimidation (r = 0.19, ρ = 0.01) weakly correlates with turnover
intention and job burnout (r = 0.29, ρ = 0.01). The findings support the first hypothesis.

Table 2. Alpha reliability and descriptive statistics of the scales (n = 300)

Scales
Range

K α M SD Actual Potential Skew Kurt

Negative Acts Questionnaire 22 0.92 62.56 16.48 22–102 22–110 −0.20 −0.27
Work-related bullying 7 0.87 20.36 6.44 7–35 7–35 0.02 −0.75
Person-related bullying 12 0.90 35.48 10.21 12–60 12–60 −0.21 −0.48
Physical intimidation 3 0.65 6.71 2.39 3–14 3–15 0.65 −0.08
Turnover intention scale 6 0.68 17.10 4.60 6–28 6–30 −0.14 −0.55
Burnout assessment tool 12 0.83 34.84 8.53 14–57 12–60 −0.05 −0.18

Note(s): Skew = skewness; Kurt = Kurtosis
Source(s):Authors’ own work

Table 3. Correlation of study variables and subscales of workplace bullying with turnover intention
(n = 300)

No. Variables 1 2 3 4 5

1 Workplace bullying —
2 Work-related bullying 0.87** —
3 Person-related bullying 0.95** 0.73** —
4 Physical intimidation 0.45** 0.22** 0.36** —
5 Turnover intention 0.68** 0.53** 0.72** 0.19** —
6 Job burnout 0.60** 0.53** 0.59** 0.29** 0.75**

Note(s): ρ** = 0.01
Source(s):Authors’ own work
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Regression analysis
Bullying and burnout were examined as predictors of turnover intention using stepwise
regression analysis. Figure 1 illustrates the direct relationships between workplace bullying,
job burnout, and turnover intention. The path coefficients show significant positive
relationships in both cases: workplace bullying (β = 0.68**, p< 0.01) and job burnout (β =
0.75**, p< 0.01) are both strongly associated with an increased likelihood of employees
intending to leave their jobs.

Mediation analysis
Figure 2 illustrates the standardised path coefficients of a mediation model. The direct path
from workplace bullying to turnover intention is significant (β = 0.68***, p< 0.001). In
addition, workplace bullying has a significant positive relationship with job burnout (β =
0.36***, p< 0.001), which, in turn, is significantly related to turnover intention (β = 0.53***,
p< 0.001). The indirect effect of workplace bullying on turnover intention through job
burnout is calculated as 0.36 × 0.53 = 0.19, indicating the significant mediating role of job
burnout. The considerable value of the Sobel test (z = 8.23**, p< 0.001) confirms that the
indirect effect of workplace bullying through job burnout is significant. This finding implies

Figure 1. Direct effects of workplace bullying and job burnout on turnover intention

Figure 2. Mediating role of job burnout between workplace bullying and turnover intention
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that direct and indirect paths significantly explain the turnover intention and indicate partial
mediation.

Table 4 presents the findings of the stepwise regression analysis to examine the mediating
role of job burnout in the relationship between workplace bullying and turnover intention. In
Step 1, workplace bullying was added to the model, and job burnout was constrained. The R2

value of 0.46 reveals that workplace bullying explained 46% of the variance, with F(1,298) =
260.3, ρ < 0.001. The findings show that workplace bullying positively predicts employee
turnover intention (β = 0.68, ρ < 0.001). In Step 2, the predictive effect of job burnout was
tested, and workplace bullying was constrained. The R2 value of 0.56 reveals that job burnout
explained an additional 10% variance and predicted 56% variance in the outcome variable,
with F(1,298) = 385.5, ρ < 0.001. The findings showed that job burnout positively predicts
employee turnover intention (β = 0.75). In Step 3, both predictors were added to the model to
examine their collective effects. A significant change is that the predictive effect of
workplace bullying decreased but remained significant. The R2 value was further increased
up to 0.64 with F(2,297) = 273.1, ρ < 0.001, which indicates that job burnout and workplace
bullying have synergistic effects to produce turnover intention. The beta coefficients of
workplace bullying also confirmed these findings (β = 0.36, ρ < 0.001) and job burnout (β =
0.53, ρ < 0.001) in Figure 2. The findings support the third hypothesis that job burnout
partially mediates the relationship between workplace bullying and turnover intention.

Structural equation model
Figure 3 illustrates a reflective model with workplace bullying as a latent variable and its
three types as observed variables or predictors of turnover intention. This specification is
based on the original theory and the scale used to measure workplace bullying. The arrows
connecting three types of bullying to turnover intention indicate their impact on an
employee’s intention to leave the job. Specifically, the moderate to high path coefficients
indicate the predominant likelihood of turnover when an employee faces physical
intimidation (β = 0.91**, p< 0.01) and experiences person-related bullying (β = 0.72**, p<
0.01) than the work-related bullying (β = 0.53**, p< 0.01). The model shows good fit with
the data: χ2 (= 11.27, df = 3, p = 0.00, RMSEA = 0.06, CFI = 0.95, SRMR= 0.05).

Table 4. Mediating role of job burnout between workplace bullying and turnover intentions (n = 300)

Variables
95% CI

B SE LL UL R2

Step 1 0.46
Constant 5.16*** 0.76 3.66 6.67
Workplace bullying 0.19*** 0.01 0.16 0.21

Step 2 0.56
Constant 2.68*** 0.74 1.51 4.42
Job burnout 0.40*** 0.02 0.36 0.44

Step 3
Constant 0.73*** 0.72 −0.67 2.15 0.64
Workplace bullying 0.10*** 0.01 0.08 0.12
Job burnout 0.29*** 0.02 0.24 0.34

Note(s): CI = confidence interval, ***ρ < 0.001
Source(s):Authors’ own work
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Discussion
Turnover intention is becoming a precarious issue in most organisations. Among its several
predecessors, such as job dissatisfaction, work-family conflict, inadequate inducements and
unfavourable working conditions, workplace bullying is a primary antecedent that is the
subject of this investigation. Many earlier studies have examined the direct effects of
workplace bullying on employees’ intention to quit the organisation; the presence of
mediation in the form of burnout is a unique contribution of the present study. The primary
findings of this research contribute to the theoretical and empirical literature on these
constructs. Furthermore, the present research has focused on the employees of the chemical
industries who make a unique population to investigate the phenomena of turnover intention
and job burnout, as mentioned above.

The present research investigated the predictive role of workplace bullying and the
mediating role of job burnout in determining turnover intention among chemical industry
employees. On average, employees experience severe bullying, moderate burnout, and a
moderate-to-high degree of turnover intention. They reported being affected more often by
person-related bullying than by other forms. The intercorrelations among all variables were
significantly positive and of moderate-to-high degree. The predictive and moderating effects
were significant and supported all the study hypotheses.

The research aimed to investigate whether there is a link between workplace bullying and
employee’s intention to leave the chemical industry. The underlying motive to assume such a
relation was low employment, high inflation, and difficulty finding or changing jobs.
Findings showed a substantial positive correlation between workplace bullying and turnover
intention, thus supporting the first hypothesis. Bullying causes stress, anxiety, and low work
motivation, which is the reason it is a strong predictor of propensity for resignation. This
result is consistent with Awan et al. (2021) and Khan et al. (2021), who state that workplace
bullying leads to the intention to leave medical hospitals. Findings also show that three
bullying types were significantly positively correlated with turnover intention. This supports
previous studies that demonstrated turnover intention as a positive correlate and outcome of
work-related bullying, person-related bullying, and physical intimidation (Qi et al., 2022).

Figure 3. Turnover intention as an outcome of workplace bullying dimensions
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The present study also aimed to determine if job burnout and turnover intention are
directly related. The results indicate that job burnout significantly correlates with turnover
intention among workers in the chemical industry. In addition, a strong direct relationship
exists between job burnout and turnover intention. These findings support the second
hypothesis and align with the previous study by Salama et al. (2022). This could be related to
the fact that job burnout is the result of prolonged exposure to stress and failure to cope with
stressors that cause an emotional breakdown, harming an employee’s physical and mental
well-being. Instead of appearing suddenly, the symptoms of burnout syndrome appear
gradually and lead to an increase in career unhappiness. Such employees compel themselves
to perform the job they do not want to do, eventually feeling worn out, which leads to
turnover intention.

The third objective of the study was to examine the mediating effect of job burnout on the
relationship between workplace bullying and turnover intention. The results indicate that job
burnout partially mediates this relationship because the direct impact of workplace bullying
on turnover intention remained significant with the inclusion of the mediator in the model.
There is no previous research on the mediating role of workplace bullying on turnover
intention through job burnout. However, Ren and Kim (2023) have a relatively comparable
finding linking job fatigue to the effect of workplace bullying on turnover intention. These
findings support the COR theory and align with the theory, showing that bullying can lead
to burnout and disinterest in work. This finding highlights that an employee subject to
simultaneous experiences of workplace bullying and job burnout is more likely to decide to
quit their job than those who face either of them. This finding supports the third hypothesis
about the indirect effects of workplace bullying and job burnout on the decision to quit job.

The research findings represent the primary contribution of this study to the body of
knowledge regarding the direct effect of workplace bullying and job burnout and the
mediating effect of job burnout on turnover intention. Many employees rely heavily on their
current jobs for their financial security and that of their families. Losing a steady income can
have severe consequences, such as the inability to pay bills, rent, or meet other essential
needs. Economic downturns or high unemployment rates can make finding a new job
difficult. Workers with dependents, such as children or elderly family members, may need to
ensure a stable income to provide for them. The uncertainty of a new job, including the
potential fear of an equally or more toxic environment, can discourage employees from
leaving. In a similar vein, the conclusions of this research were built upon earlier discoveries
to generate novel theories regarding the relationship between bullying-induced intention to
quit a job and burnout at work.

While the cross-sectional data limits claims of making causal inferences, the regression
and mediation analyses are grounded in robust theoretical models and statistical analyses that
validate the findings. Notably, we ensured construct validity by using reliable measures with
internal consistency above the acceptable threshold. Data assumptions of linearity,
normality, and error independence were checked to confirm the validity of the regression
models. The use of sufficient and representative samples, bootstrapping and 95% confidence
intervals further support the validity of the mediation analysis.

Conclusion
This study provides insight into the moderate-to-high prevalence of workplace bullying, job
burnout, and turnout intention among employees in the chemical industry. It alludes to
employees in other organisations facing such issues, but management underestimates its
frequency and severity. Overtime exposure to harassment, abuse, and a threatening work
environment makes employees feel burnout and more inclined to leave the organisation. The
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significant positive associations of three domains of work-related bullying, person-related
bullying, and physical intimidation with turnover intention highlight the detrimental impact
of bullying on employee retention. Employees do not consider leaving unless they
experience job burnout. Most importantly, the increase in job burnout explains the adverse
effects of workplace bullying on turnover intention. In other words, employees subjected to
workplace bullying are more likely to experience job burnout, increasing their likelihood of
wanting to leave the organisation. This conclusion is essential for every organisation to
understand to address the incidence of negative behaviours and reinforce positive social
relationships.

Limitations and future recommendations
Using a cross-sectional design limits the ability to establish causality among workplace
bullying, job burnout, and turnover intention. This design captures a snapshot in time but
does not account for overtime changes and developments. Relying on self-reported data can
introduce biases, such as social desirability or recall bias. Participants might underreport or
overreport their experiences of bullying, burnout and turnover intention. Pakistan’s chemical
business’s unique organisational and cultural environment may mean the findings are less
generalisable to other industries or situations.

To address these limitations, future researchers should employ a longitudinal design to
seek insight into the temporal dynamics of these variables. Blending multiple response
formats and other reports can lower response bias. More diverse samples, industries and
professions should be the goal of future research to increase the results’ representativeness
and generalizability. Subsectors within the chemical industry and workers from other fields
can provide a more complete picture. Future research should investigate additional mediators
and moderators that influence these relationships. Another direction is to design workplace
interventions and anti-bullying programs and evaluate their effectiveness.

Theoretical and practical implications
The present study has theoretical and practical implications. The findings expand knowledge
about the COR theory in organisational settings. It explains how workplace bullying and
burnout act as resource-depletion mechanisms to drain employees’ emotional and physical
resources, leading to turnover intention. The research highlights the cumulative impact of
workplace bullying on internal resource exhaustion, which triggers further losses. When an
employee’s resources are depleted due to bullying, burnout intensifies this effect by depleting
the employee’s remaining resources and results in withdrawal symptoms. The empirical
evidence aligns with the COR theory’s concept of “resource loss spiral,” where the depletion
of resources shapes long-term behavioural outcomes, such as leaving the organisation.

The findings also add to the practical literature on organisational behaviour and employee
well-being. Organisational leaders, executive managers, and policymakers can derive insight
to cultivate a healthy and supportive work environment. The screening and early detection of
employees at risk of bullying and burnout can lower turnover rates. Besides, skills training in
communication, conflict resolution, stress management, and coping mechanisms should be
arranged for managers and employees regularly. Organisations should design and implement
anti-bullying policies, retention strategies, and continuing research to uncover employees’
problems. After all, happy and valued employees positively contribute to organisational
success.
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