Sci.Int.(Lahore),28 (1),541-549,2016

ISSN 1013-5316; CODEN: SINTE 8

541

COST OF WORKPLACE BULLYING FOR EMPLOYEES: AN ANTI-BULLYING
POLICY THROUGH INTRODUCTION OF WORKPLACE SPIRITUALITY IN
HIGHER EDUCATION SECTOR OF Lahore, Pakistan
Shabnam Khan , Pirzada Sami Ullah Sabri and Nadia Nasir
Human Resource Management at the Superior College,17-km Raiwind road, Lahore, Pakistan
E-mail: shabnam.khan@superior.edu.pk, Tel: +923314808763
E-mail: pirzadasami@yahoo.com, Tel: +923219487367
E-mail: nadia.nasir@superior.edu.pk, Tel: +923004170381

ABSTRACT: Workplace bullying is considered as a severe and prevalent problem that has devastating effects on the
employees. Despite the recognition of its severe and pervasive nature, it is still a rife and there is no clear and adequate
remedial path for targets to follow. So, the focal point in this paper will be the moderating/controlling role of workplace
spirituality between workplace bullying and employee’s productivity in public and non-public i.e. private institutes of higher
education institutes of Lahore, Pakistan. The sample size for data collection totaled to 350 employees and structured
questionnaire was used to gather data. The means to reach confirmation for construct validity the construct validity, factor
analysis was applied making use of PCA with Varimax rotation method. Hierarchical regression analysis has been applied to
determine the impact of workplace bullying on employee’s productivity, while workplace spirituality has been taken as a
moderating variable . The results imply that workplace bullying has negative and significant impact on employee’s
productivity while workplace spirituality moderates/controls the effect of workplace bullying to improve the employee’s
productivity.
Keywords: Workplace Bullying, Workplace Spirituality, Employee‟s Productivity, Higher Education sector.
1. INTRODUCTION
In this competitive era, organizations are striving for their
monetary interest. In the contexts of their monetary interest
(profit maximization) and exploiting centrality at the
workplace, employees become victim of workplace bullying
[1]. While organizations taking it as an event that can occur at
any time with certain frequency. So, the intensity of
workplace bullying drives researchers to focus on the
antecedents, consequences, dimensions and scope of
workplace bullying [2]. So, the concept of „workplace
bullying‟ was first researched by physician Heinz Leymann‟s
during the 1980‟s in Sweden. Bullying is hostile manner of
repeated and perverse actions of an individual to terrorize and
creates a feelings of defenselessness in the employee and it
also undermines self-esteem of an individual at work [3].
British journalist Andrea Adams [4], wrote the first popular
book on workplace bullying. According to him, it is blatant,
habitual and on-going pattern of attacks towards someone
weaker. In many organizations, employees are suffered from
bullying done by their peers, rather than a supervisor. The
reason of prevalence of workplace bullying as competition
among workers, job insecurity, workload, lack of
organizational policies, lack of proper training, poor
leadership, ineffective skills, organizational restructuring and
finally the media‟s influence [5]. While the different
behaviors of a bullying manager/supervisor or co- workers
resulted humidity, nasty, offensiveness, threatening, or
insulting others [6].
The debate about concept and elements of workplace bullying
as 1) negative behavior of bully; 2) excess of overtime; and
3) an imbalance and unclear and authority leads to workplace
bullying [7]. From the extensive review of scientific
literature, we have identified several dimensions of bullying:
victimization
intimidation,
harassment,
emotional
maltreatment, combativeness, and psychological harassment
or ill-treatment at workplace, amidst others [7]. As the
workplace bullying is one of the contemporary challenges
that continue to intensify and produce numerous distressing

effects and experiences for bullied [8]. Workplace bullying
leads to negative adverse effects on employees regarding
their job and health such as; loss of productivity, high
turnover, grievances, failure to meet organizational goals,
reduced self-esteem at workplace, extreme distress, unsettled
sleep, loss of focus, clinical depression and panic attacks [9].
The drastic effects of workplace bullying include high
managerial costs, increase in turnover ratio, productivity
decline and disturb emotional/physical health [10]. An
alarming cost is reported of workplace bullying for
individuals and organizations as well [11,12]. Individual cost
includes anxiety, depression, suicide, cardiovascular diseases
and so on. While organizational cost combined with
decreased job contentment, higher absenteeism, lower
outcomes, lower commitment and elevated turnover rate. It is
a severe and persistent problem that epidemics workplaces
globally [13]. This virus causes severe harm to the workplace
and no one is giving serious attention to remove the roots of
workplace bullying [14]. To date, many studies have been
carried out. Sadly, the type of bullying monopolizes these
studies, incidence or prevalence, organizational policies,
employee‟s reactions etc. while many case studies and media
write-ups showed the intimate factors of victim as the main
culprit in the occurrence of workplace bullying but no one
has addressed the issue of resolving it with spiritual values at
the workplace. The concept of spirituality has been described
in the context of organizational as well as religious values
[15]. The notion of workplace spirituality is described as;
team consciousness of community, alignment between
organizational and individuals values, association between
organizational and individuals values, feeling of leisure at
work, opportunities for inner life and awareness of god
supervision [16]. Spirituality is somewhat related to religious
values, beliefs and practices that can ultimately leads to
individual productivity, growth, performance etc. [17].
Therefore, this research study will address tan array of cost of
workplace bullying (bundle) for employees and also try to
identify the role of workplace spirituality for the elimination
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of workplace bulling and ultimately to improve the employee
productivity at the workplace. So, the objectives of current
study are:
1. To determine the relationship between workplace bullying
(bundle) and employee productivity in higher education
sector
2. To determine the moderating role of workplace spirituality
between workplace bullying (bundle) and employee
productivity
For this concern, the below mentioned hypothesis need to be
tested:
Hypothesis 1: There is negative and important relationship
between employee outputs.
Hypothesis 2: Workplace spirituality positively and
significantly moderates the relationship between workplace
bullying (bundle) and employee productivity.
2. LITERATURE REVIEW
A. Workplace Bullying
Workplace bullying has now become a pervasive issue [18]
and is believed to be top most stressor at the workplace [19].
The concept of workplace bullying has been researched under
different terms [20] such as emotional abuse [21], harassment
[7,22], incivility [23, 24], aggression [25], victimization [26],
mobbing [27], mistreatment [21] and bullying at work [28].
Different scientific studies clarified the peculiarity between
the constructs of harassment, bullying, and violence [23], but
[29] considered that bullying and harassment as terms prevail
together. On the opposite hand, conflict arose between some
researchers on the point that bullying should not be
embedded into the notion of sexual and racial harassment
[30]. The definition of these terms varies from researcher to
researcher, writer to writer and culture to culture [31].
Despite the ambiguity about the nomenclature of these terms,
workplace bullying has become one of the contemporary and
universal challenges all over the world [32, 33]. But there is
mutual consensus of researchers that workplace bullying is an
outcome of aggressive behavior [7, 34]. Workplace bullying
is a persistent exposure to numerous hostile behaviors at
workplace, which can ultimately leads to severe anxiety and
stress to the bullied [35]. Workplace bullying is an
unnecessary blaming, concealment of information which can
leads to poor performance, buzzing, social isolation, etc. [7].
The literature reported that the bullying acts do not
discriminate between levels at workplace, gender, age,
religion, language, or race etc. It can either be occur on
different managerial levels (horizontally and /or vertically
between co- workers), and also on different genders [36-38].
Bullying involves the use of deliberate harsh words to
weaker, intimidating, insulting, offending, humiliating
someone, yelling and misuse of power [39]. Workplace
bullying behavior results a feeling of powerlessness that
ultimately loses dignity and self-esteem at work [40,
41].Some of the reasons of workplace bullying are
competition among workers, job insecurity, workload, lack of
organizational policies, lack of job control, lack of proper
training, poor leadership, ineffective skills, organizational
restructuring and finally the media‟s influence [42]. Bullying
experience leads to anxiety, depression, fatigue, frustration,
negative emotions and lowered self-esteem [43] .In most of
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the cases, bullied become addicted of drugs to fill the wounds
of workplace bullying [44].
There are some controlling/coping/ strategies of workplace
bullying; provoking the bully, get the assistance of
supervisor, taking some leave [45]. While transferring of job
or leaving the organization is the only successful strategy to
improve the outcome [39]. It is stated that workplace bullying
can be reduced by introducing the effective Employment
Assistance Program (EAP) [46]. Whereas a policy framework
for controlling the devasting effects of workplace bullying
was introduced A zero-tolerance enforcement process,
counseling workplace bullying (targets, bullies, and
witnesses), trainings (policies and procedures of workplace
bullying), employment behavior contracts [47].
B. Employee Productivity
Productivity is defined as „maximizing outputs by utilizing
minimum efforts‟ [48]. Productivity involves employee‟s
output per hour that how an individual or an organization
converts input resources into goods and services with high
quality consideration [49]. The concept of productivity does
not have single operational definition, it depends upon the
context. [50]. Organizations must ensure that their physical
environment must be conducive to the organizational
policies, systems, and the needs of all stakeholders [51]. In
the twenty-first century, organizations are playing strategic
role by enhancing the level of employee‟s productivity [52].
Motivation and infrastructure of the workplace are the two
main concerns of management to maximize the employee
productivity [48].
Productivity includes both objective and subjective views of
performances like employee‟s output per hour and
individuals‟ perceptions, attitudes or assessments toward
organizational goals [53]. Survey and interview techniques
are mostly used to collect the Subjective perceptions of
employees about productivity [54-56].
Employee‟s productivity depends upon the compensation
provided by the management against their tasks [57, 58].
C. Workplace Spirituality
The term “spirituality” has its origins in 17th century [59].
The word “spirituality” has been derived from the Latin word
“spiritus” which means to take breath [60]. From the last one
decade, the concept of „spirituality‟ has gained popularity
among the management researcher and practitioners [61, 62].
From the extensive review of literature, it has been identified
that despite of seventy plus definitions of workplace
spirituality, not even a single one of them is globally accepted
[51]. The term „Workplace spirituality‟ is just like Spirituality
in the workplace is like confine an angel‟ which is ghostly
and beautiful, but mysterious” [63]. Workplace spirituality
programs for employees resulted an increased the level of
happiness, job satisfaction and commitment [64]. The terms
„spirituality‟ refers to the spirit, the invisible makeup of an
individual [65]. Spirituality is basically considered as an
internal substance, value and belief that affect the behavior of
an individual [66]. While another study presented five
dimensions of spirituality that clarified the connection of
spirituality and religion; 1) beliefs and perceptions 2)
inspirational experiences 3) clarity about the purpose of self
existence 4) trust in the supernatural and 5) behaviour and
practices about religious values[67]. While workplace
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spirituality is the foundation of organizational values
incorporated in the culture that strongly advocates
employee‟s sense of belonging, attachment and attention with
each other at the workplace [68-70]. The concept of
workplace spirituality is a blend of; team feeling of
community, association between organizational and
individuals values , sense of leisure at work, chances for inner
life and feeling of god supervision [71]. The review of 140
articles presented the certain outcomes of workplace
spirituality such as employee well-being, quality of life,
awareness of purpose and meaning at work, awareness of
relations [72]. Moreover [11] supported the claim of [72]
about the outcomes of workplace spirituality [73].
Spirituality is an inner feeling and experience of an individual
that can be observed by his/her behavior [74]. Workplace
spirituality has important role in the context of deeply held
personal values” [75, 76]. Moreover, inner motivation and
inspiration is required for the spiritual employees as well as
for the organization [77].
Researchers found evidence that religion was not related to
spirituality [73, 78-80]. Whereas few other researchers don‟t
believe that religion and spiritual can be different. It is totally
wrong to consider that spirituality is different from religion,
both are significantly related to each other [81-83]. Another
researcher supported the comments of the researchers
mentioned above that religion is part of spirituality [84].
D. Workplace Bullying and Employee’s Productivity
There are some factors that badly affect the employee‟s
productivity in non-respectful workplace; job insecurity,
financial concerns, workplace bullying and abuse [85]. But
unfortunately, our organizational leaders do not bother about
the devastating effects of workplace bullying on employees
as well as organizational productivity [86, 87]. While
according to [8], bullying is just like a cancer that cannot be
cured and resultantly productivity and profits diminish [88,
89]. The existing literature presented three reasons of
workplace bullying, including reducing self esteem, socially
excluding someone, and become the high achiever [42, 90].
Demographic differentiation may intensify the bullying
behaviors of an individual at the workplace that can
negatively affect the productivity level [7, 91, 92].
Additionally, the individuals who have lack of confidence
and poor managerial skills can be the target of bullying at
workplace [46, 93]. While implementation of anti-bullying
policies and laissez-faire management styles can be the
solution for bullying that reduce the productivity of
employees [94, 95]. A study carried out by the NIOHS stated
that high stress leads to higher absenteeism, turnover and
lower morale and performance [39, 43, 46, 96]. While few
other researchers supported the evidence against the negative
association of workplace bullying and employee‟s
productivity [97, 98]. Finally the toxic work environment of
bullying not only affect individual performance, but it also
has a negative impact on group performance [43].
The proposed conceptual model of current study is given
below;
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Proposed Conceptual Model
Workplace
Spirituality

Employee’s
Productivity

Workplace Bullying

3. DATA AND METHODOLOGY
In this research study, relational survey model [99] is used to
determine the impact of workplace bullying on job burnout in
higher education sector of Pakistan through the moderating
effect of workplace spirituality. We collected data from 350
employees of higher education sector of Lahore, Pakistan
through self-administered close ended questionnaire
recommended by [100, 101]. The questionnaire used in this
study states demographic variable and items pertaining to
workplace bullying, employee productivity and workplace
spirituality. Our questionnaire is inclusive of 15 questions on
workplace bullying which have been extracted and adapted
from [102], 8 questions on employee‟s productivity adapted
from [103] and 9 questions on workplace spirituality which
have been adapted from [104]. All questions were designed
on five point Likert scale. We circulated 400 questionnaires
among employees of higher education sector of Lahore which
were selected at random to surpass the minimum requirement
of the sample size. 350 questionnaires were returned, hence
the response rate of 87.5%. For the analysis of data, we have
used descriptive statistics, reliability test, PCA, regression
analysis for simple relationship and moderating effect of
selected variable between independent and dependent
variable that are recommended by [105]. Table 3.1 presents
the demographic details of the respondents.
3.1. Demographic details of respondents
Respondent Demographics
Gender (N = 350)

Female

Male
Age (N = 350)

Under 30

30–39

40–49

50–59

Above 60
Qualification (N = 350)

M. Phil or PhD

Master‟s Degree or below
Sector (N = 350)

Public

Semi-Government

Private
Level of Income (N = 350)

Below Rs. 30,000

Between Rs. 30,000 – Rs.
50,000

Between Rs. 51,0000 – Rs.
80,000

Above Rs. 80,000

Jan.-Feb

Frequency

%

173
177

49
51

172
62
55
50
11

49
18
16
14
3

23
327

7
93

112
89
149

32
25
43

212
70
35
33

61.2
18
11.1
9.7
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The above table shows that out of 350 respondents, 177
(51%) are males and 173 (49%) are females, Out of the 350
respondents, 172 (49%) are under the age of 30 years, 62
(18%) are within the age limit of 30–39 years, 55 (16%) are
within the range of 40–49 years, 50 (14%) belong to the age
group of 50–59 and 11 (3%) are aged above 60. Out of 350
respondents, 327 (93%) who held a Master‟s degree or less
and 23 (7%) having M. Phil or PhD degree to their credit.
Among 350 respondents, 32% belongs to public sector, 25%
belongs to semi-government institutes, and 43% belong to
private higher education sector. Of the 350 respondents,
61.2% reported drawing income level below Rupees 30,000,
18% between Rupees 30,000 to 50,000, 11.1% between
Rupees ranging from 51,000 to 80,000 and 9.7% reported to
have been earning above Rupees 80,000. So, from the above
statistics we conclude that our majority consumers are male,
below 30 years of age, having master‟s degree or less,
belongs to private higher education sector and having income
less than 30,000.
4. EMPIRICAL RESULTS
4.1. Factor analysis
4.1.1. KMO is the measure of sampling adequacy test and

Constructs

Workplace
Bullying
Employee‟s
Productivity
Workplace
Spirituality

Bartlett’s test is of sphericity
Bartlett's
KMO
Test of
No. of
Measure
Sphericity
Items
of sample
Chi-square
adequacy
15

.792

8

.892

Bartlett's
Test
of
Sphericity
Sig.

Employee‟s
Productivity
Workplace
Spirituality
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Comp
1
Comp
1

77.532

4.675

45.943

45.943

In general, principal component must have Eigen value
greater than 1 that can be used for further analysis. The
above table shows that only one principal component was
obtained from each of the five constructs by using the PCA
extraction method: workplace bullying (comprised of fifteen
components elaborating 72.631% variance), employee‟s
productivity (consisted of eight items explaining 77.532%
variance), and workplace spirituality (consisted of nine items
elaborating 45.943% variance). So this component will use
for further analysis of regression to find out the relationship
between selected variables.
4.1.3. Factor loadings
The table of factor loading provide us the values to confirm
the status of loading and cross loadings of all iterms. For all
constructs and elements, the minimum value should be
greater than 0.40. For all items of workplace bullying,
employee‟s productivity and workplace spirituality, all
related items are loaded on a single component with varied
factor loadings that fall within the range of 0.81 to 0.89. The
results fulfil the criteria of construct validity and convergent
validity. For construct validity (the item having 0.40 should
be load) and convergent validity (eigen values of components
should be at least 1). This means that we have valid to
proceed.
4.2. Descriptive statistics of measure items

.000

2458.0

.000

Items

.000

Workplace Bullying

350

1

Employee‟s Productivity

350

Workplace Spirituality

350

N
9

.858

1384.0

Comp
onents
Comp
1

Total

8.321

% of
Variance
explained

Cumulative %
of Variance
explained

72.631

72.631

Min. Max.

Mean

Std. D.

5

3.32

1.021

1

5

3.27

1.001

1

5

3.45

.937

This study comprised on a survey of 32 items (excluding
demographic profile) from 350 respondents, out of which,
responses on all items range from 1 to 5 on a five-point Likert
scale. Mean scores of different items fall within the range of
3.27 to 3.45 and the value of standard deviations fall within
the range of 0.937 to 1.048021 (see Table 4.2).
4.3. Reliability of measurement
Constructs

Cronbach’
s Alpha

Valid N

Number
of Items

350

11

.789

Employee‟s Productivity

350

8

.812

Workplace Spirituality

350

9

.799

Workplace Bullying

Initial Eigen values

Workplace
Bullying

77.532

1353.4

Keiser Meyer Olkin is the test used for the measurement of
sampling adequacy and it educates about the suitability of
employing factor analysis. The results indicate (Table) that
the value of KMO for each construct is way above the
recommended acceptable level of 0.6: KMO = (0.792: good)
for workplace bullying, KMO = (0.892: great) for employee‟s
productivity, and KMO = (0.858: great) for workplace
spirituality.
Bartlett‟s test is used to check the importance of the
association between the elements of a construct. The above
table presented the p-value of Bartlett‟s test that is less than
0.05 standard value which rejects the null hypothesis. So, we
can move forward with factor analysis.
4.1.2. Eigen values and total variance explained

Construct

3.931

The above table 4.3 presented the values of Cronbach‟s alpha
that is used to check the internal reliability of the measures.
The results show that values of Cronbach‟s alpha fall within
the range of 0.789 to 0.812 which implies that each multiitem construct are of high reliability: workplace bullying
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(alpha = 0.789), employee‟s productivity (alpha = 0.812),
workplace spirituality (alpha = 0.799).
4.4. Correlation Analysis
Variables
Workplace
Bullying
Pearson
Correlation

Workplace
Spirituality

Correlation
Coefficient
Sig. (2-tailed)
Correlation
Coefficient
Sig. (2-tailed)

Employee’s
Productivity
0.898
0.010
0.863
0.000

Correlation analysis is used to check the mutual relationship
between the selected variables. In this case all the
assumptions of Pearson correlation have been fulfilled. From
the results, we can see that for workplace bullying and
employee‟s productivity (Sig. value is 0.000 and test value is
0.898), for workplace spirituality and employee‟s
productivity (Sig. value is 0.000 and test value is 0.877). All
these values are less than standard Sig. Value (0.05) which
shows that that there is a significant relationship between all
selected variables. And the most important of all test values
exist between 0.78- 0.99 () that proves that these selected
variables are strongly associate with each other.
4.5. Regression Analysis (individual variables)
Independent
variables

Workplace
Bullying

Workplace
Spirituality

Beta value
Sig. (2-tailed)
Adjusted R2
F-Statistics
Sig. Value (F-Statistics)
Beta value
Sig. (2-tailed)
Adjusted R2
F-Statistics
Sig. Value (F-Statistics)

Dependent
Variable
(Employee’s
Productivity)
.732
.000
.472
65.62
.000
.356
.000
.506
31.40
.000

Regression is used to check the relationship between selected
variables and percentage change in dependent variable due to
independent variables. The assumptions of regression test are
fulfilled. The above output shows that in case of workplace
bullying & employee‟s productivity (Sig.value is 0.000 that is
less than 0.05 and Beta value is .732). While for workplace
spirituality & employee‟s productivity (Sig.value is 0.000
that is less than 0.05 and Beta value is .356). These all values
depict that workplace bullying and Workplace spirituality has
a significant relationship with employee‟s results. The values
of F-statistics show the model good fitness. Its means the
selected variables are exactly fulfill the criteria of model
accuracy. And lastly the most important output is the value of
adjusted R-square which are as follows; 0.472 for workplace
bullying & employee‟s productivity which shows that 47%
change in employee‟s productivity is due to workplace
bullying, 0.506 for workplace spirituality and employee‟s
productivity which shows that 50% change in employee‟s
productivity is due to workplace spirituality. So, finally from
the regression analysis we proved that there is significant,
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positive and strong association between independent
variables and dependent variables.
4.6. Hierarchical Regression Analysis for moderating effect of
workplace spirituality with workplace bullying and employee’s
productivity.
Dependent Variable (Employee’s
Productivity)
Step 1
Step 2
Values
Beta
P
Beta
P
Values
Values
Constant
4.539
0.12
0.256
0.01
Workplace bullying
0.186
0.01
0.523
0.02
Workplace Spirituality
0.435
0.230
0.04
Cross product of
workplace bullying and
0.289
0.01
workplace spirituality
R square
0.132
0.162
Significance level of F
0.00
0.00

This study tried to search for the moderating functioned
effect of workplace spirituality between workplace bullying
and employee‟s productivity by using hierarchical regression
analysis. In Step 1, employee‟s productivity was taken as a
dependent variable and workplace bullying and workplace
spirituality were the independent variables for regression
analysis. In Step 2, “workplace bullying and workplace
spirituality” was taken as an independent variable for
regression analysis. The result is listed in Table 4.6. In
accordance with the regression analytical result in Step 1,
workplace bullying and workplace spirituality significantly
influenced employee‟s productivity level at workplace. From
the regression analytical result in Step 2, the product of
workplace bullying and workplace spirituality significantly
affected employee‟s productivity (Beta=0.289, p<0.05),
whereas elaborated variance elevated by 16%. Therefore, H2
(a moderating effect of workplace spirituality exists between
workplace bullying and employee‟s productivity) was
supported.
5. DISCUSSION AND CONCLUSION
The core objective of this research paper was to identify the
relationship between workplace bullying and employee‟s
productivity
and
whether
workplace
spirituality
moderating/controlling the negative effect of workplace
bullying on employee‟s productivity. As per the objectives
and hypothesis, this study presented empirical evidence to
expose the core relationship of workplace bullying and
employee‟s productivity in higher education sector of Lahore,
Pakistan. These results are presented through regression (ß =
27.56, sig. <0.01). With respect to moderating role of
workplace spirituality between workplace bullying and
employee‟s productivity, the inferences propose that
workplace spirituality significantly play as a moderator
between these two selected constructs. This relationship is
presented by following values: ß = 0.289, sig. <0.01.
The findings and results of current study supported the
arguments of [5] that when individuals experience workplace
bullying, he/she will definitely get adverse emotions such as
anxiety, depression, stress and self-esteem and ultimately lose
the productivity level at the workplace. The concept of
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counterproductive work behavior supports the findings of
current study that the negative ripple effects of such bullying
on the bottom-line of businesses is to lost time and
productivity [43, 106].
Few other studies explained numerous costs associated with
workplace bullying such as lost productivity, high turnover,
low morale and increased absenteeism [107-109]. While, the
outcomes of workplace bullying can be devastating about
health and productivity issues. Bullying in the workplace
leads to lost work time, poor performance and reduced
organizational commitment [110-112]. The findings of
current research are in agreement with the previous research
studies that mentioned as above. The significant moderating
role of workplace spirituality between workplace bullying
and employee‟s productivity is a significant outcome that has
not been pointed out before in the literature.

6. INFERENCES FOR RESEARCH AND PRACTICE
This paper provides significant information for researchers,
practitioners and clinicians in the bounds of workplace
behavior and managerial psychology. This study provides
clear examples of unpleasant workplace behavior and their
perilous effects for employees as well as for an organization.
This study presents a clear picture for the managers of higher
education sector that the growth of firm couldn‟t be possible
without the employees. So they should try to understand their
difficulties faced horizontally or vertically at the workplace.
They should care about the feelings, emotions and
perceptions of employees because human resource is the most
noteworthy resource playing a significant part in the success
of an organization. Further the management in the
organizations tries to conduct the training programs for the
bully as well as bullied to aware them about the devastating
effects of workplace bullying. As a workplace bullying
Workplace bullying is trending as an increasingly
troublesome phenomenon. Many organizations have
recognized the prevalence of the issues but there are quite a
few that lend a deaf ear to the problems. So this study has
significant contribution, as it presents the negative output of
workplace bullying at the workplace and recommended a
solution for it. While, there is no single empirical study that
give introduced of workplace spirituality as a solution of
workplace bullying. This study advocates the management in
the educational sector that they should embed the spiritual
values and practices in the routine activities of employees to
remove the virus of workplace bullying that badly affect the
employee‟s productivity.
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