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Objective: This study aimed to investigate the effect of workplace bullying on
turnover intention through the mediating roles of organizational silence and
organizational cynicism among employees of the Alborz Province Ministry of
Industry, Mine, and Trade.

Methodology: This applied correlational study employed a deductive approach and
was conducted as a field survey. The statistical population consisted of 290 employees,
from which 166 were selected using Cochran’s formula. Standardized questionnaires
were used to measure bullying (Pranjic et al.), organizational silence (Van Dyne et al.),
organizational cynicism (Brandes et al.), and turnover intention (Mobley et al.). Data
were analyzed using Structural Equation Modeling (SEM) in SmartPLS.

Findings: Path analysis results revealed that workplace bullying significantly
influenced organizational cynicism (f=0.814, t=33.113, p<0.001) and organizational
silence (B=0.347, t=4.070, p<0.001). Organizational cynicism significantly affected
both organizational silence ($=0.469, t=5.912, p<0.001) and turnover intention
(B=0.447, t=4.179, p<0.001), while organizational silence also had a positive impact
on turnover intention (B=0.166, t=1.979, p<0.05). The direct path between bullying
and turnover intention was not significant (f=0.125, t=1.249, p>0.05), confirming a
full mediation effect.

Conclusion: Workplace bullying indirectly increases employees’ turnover intention
by fostering organizational cynicism and silence. Enhancing transparent
communication, promoting trust, and preventing hostile behaviors can mitigate
turnover and improve organizational well-being.

Keywords: Workplace bullying, organizational cynicism, organizational silence,
turnover intention, structural equation modeling
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EXTENDED ABSTRACT
Introduction

Workplace bullying, as a form of psychological aggression and persistent mistreatment in
professional environments, has become one of the most detrimental organizational problems in the 21st
century. It encompasses repeated hostile actions, humiliation, and social exclusion, often leading to
emotional distress, loss of motivation, and higher turnover intention among employees (Tuckey et al.,
2022). Bullying behaviors, which may be perpetrated by supervisors, colleagues, or subordinates, disrupt
interpersonal trust and social capital within organizations (Gretton-Watson et al., 2025). Prolonged exposure
to bullying undermines employees’ psychological well-being and can lead to burnout, job dissatisfaction,
and a decline in organizational commitment (Hori et al., 2024).

Workplace bullying is often linked to organizational factors such as toxic leadership, poor
communication, and authoritarian management structures (Ghasempour & Viseh, 2020). In many
bureaucratic organizations, employees subjected to humiliation and unjust treatment respond through
psychological withdrawal or defensive silence rather than confrontation (Saeidipour et al., 2021).
Organizational silence, which refers to employees’ deliberate decision to withhold information, feedback,
or ideas due to fear or distrust, is a common behavioral outcome of bullying (Mehter Gharadaghi et al.,
2024). Over time, silence fosters stagnation, reduces innovation, and weakens problem-solving capacity.
Research indicates that when employees perceive that speaking up is futile or risky, they are more likely
to disengage and consider leaving their jobs (Yazdani et al., 2024).

Cynicism, another psychological response to workplace mistreatment, involves negative beliefs
about the organization’s integrity and fairness (Manzoor et al., 2020). Employees who perceive repeated
injustices or manipulative behaviors develop a cynical attitude, believing that the organization prioritizes
self-interest over ethical principles (Sawwaed & Otarri, 2025). This cynicism acts as a bridge between the
experience of bullying and turnover intention, as it reduces employees’ trust and emotional attachment to
their workplace (Avey et al., 2011). Studies also show that cynicism and silence are mutually reinforcing:
as cynicism grows, employees become more reluctant to communicate, which further isolates them from
organizational processes (Shirin & Nazarzadeh, 2024).

In this context, bullying does not only affect individuals but also has structural implications for the
organization’s climate and long-term sustainability. According to the social exchange theory, when
employees feel disrespected and mistreated, they withdraw psychologically from the organization and
may ultimately leave as an act of self-protection (Zhang et al., 2022). Empirical studies confirm that
workplace bullying directly contributes to emotional exhaustion, disengagement, and high turnover rates,
particularly in high-stress sectors such as healthcare, education, and administration (Ramdhan et al., 2024;
Tun et al., 2024).

Furthermore, evidence suggests that bullying often occurs in organizational settings characterized
by weak managerial accountability and poor ethical culture (Rahpeyma et al., 2024). In such environments,
employees perceive limited control over decision-making, and the absence of transparent feedback
mechanisms fosters both cynicism and silence (Igbal et al., 2022). The study by (Szabd, 2021) highlights
that leaders with dark personality traits or despotic tendencies are more likely to perpetuate hostile

climates that normalize psychological aggression and verbal harassment.



Despite the growing literature, limited research in the Iranian public sector has examined how
bullying influences turnover intention through mediating mechanisms such as cynicism and silence.
(Saeidipour et al., 2021) demonstrated that organizational mobbing and silence jointly increase the
likelihood of employee turnover in governmental contexts. Similarly, (Mehter Gharadaghi et al., 2024)
emphasized that silence in bureaucratic institutions often arises from hierarchical pressure and fear of
retaliation rather than genuine organizational loyalty.

Therefore, understanding the psychological and behavioral processes that link workplace bullying
to turnover intention is essential for designing interventions that enhance employee well-being and
retention. This study aims to address this gap by developing and testing a structural model of bullying,
organizational cynicism, organizational silence, and turnover intention among employees of the Alborz
Province Ministry of Industry, Mine, and Trade.

Methods and Materials

This study adopted an applied and correlational research design with a deductive approach. It was
conducted as a field study with a cross-sectional time horizon. The statistical population included all 290
employees of the Ministry of Industry, Mine, and Trade in Alborz Province. Using Cochran’s formula, a
sample of 166 participants was calculated; however, to ensure data reliability, 190 questionnaires were
distributed, and 179 completed responses were returned and analyzed. Simple random sampling was used
to ensure equal participation opportunity for all employees.

Four standardized instruments were used to measure the study variables. Workplace bullying was
measured using the 17-item scale by Pranjic et al. (2006); organizational cynicism was assessed using the
8-item scale by Brandes et al. (1999); organizational silence was measured using the 9-item scale by Van
Dyne et al. (2003); and turnover intention was evaluated using the 3-item scale by Mobley et al. (1981).
All items were rated on a five-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree).
Reliability was confirmed through Cronbach’s alpha and composite reliability coefficients (all above
0.80).

Data analysis included both descriptive and inferential statistics. Descriptive statistics summarized
demographic characteristics, while inferential analysis used Structural Equation Modeling (SEM) through
SmartPLS software. The model was evaluated using KMO and Bartlett’s tests, factor loadings, Average
Variance Extracted (AVE), Composite Reliability (CR), and Fornell-Larcker criteria to verify convergent
and discriminant validity. Path coefficients, t-statistics, and p-values were used to test the hypotheses.

Findings

The demographic results indicated that 76.5% of respondents were male and 23.5% were female.
Most employees (59.8%) held master’s degrees or higher, and the majority (44.1%) had between 11 and
20 years of work experience.

The KMO value of 0.931 and the Bartlett’s test significance (> = 6557.498, p <0.001) confirmed
the adequacy of the sample and suitability for factor analysis. Cronbach’s alpha values ranged from 0.787
to 0.930 across variables, indicating excellent reliability. Similarly, composite reliability values ranged
from 0.883 to 0.940, and AVE values exceeded 0.60, confirming internal consistency and convergent
validity. The Fornell-Larcker test showed discriminant validity, with square roots of AVE greater than

inter-variable correlations.
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The structural model analysis demonstrated that workplace bullying significantly affected
organizational cynicism (f = 0.814,t=33.113, p<0.001) and organizational silence (f = 0.347, t=4.070,
p <0.001). Organizational cynicism significantly influenced both silence (f =0.469,t=15.912, p <0.001)
and turnover intention (f = 0.447, t =4.179, p < 0.001). Moreover, organizational silence had a positive
effect on turnover intention (B = 0.166, t = 1.979, p < 0.05). However, the direct relationship between
bullying and turnover intention was not statistically significant (f = 0.125, t = 1.249, p > 0.05), confirming
a full mediation effect through cynicism and silence.

The R? values for endogenous variables indicated that bullying explained 66% of the variance in
cynicism, 60% in silence, and 48% in turnover intention. Model fit indices showed satisfactory results:
SRMR = 0.06, NFI =0.79, and Chi-square = 657.50, all within acceptable ranges.

Discussion and Conclusion

The findings revealed that workplace bullying indirectly increases employees’ turnover intention
through the mediating roles of organizational cynicism and organizational silence. This confirms that the
psychological effects of bullying manifest not through immediate resignation but through a gradual
process of emotional withdrawal and cognitive disengagement. The non-significant direct path between
bullying and turnover intention suggests that employees may tolerate abusive environments initially;
however, sustained exposure leads to cynicism, silence, and eventual departure.

The strong effect of bullying on organizational cynicism aligns with previous studies showing that
mistreatment and perceived injustice foster negative organizational beliefs (Hori et al., 2024; Sawwaed &
Otarri, 2025). In environments where employees perceive manipulation or favoritism, cynicism becomes a
rational response to protect oneself from further disappointment (Manzoor et al., 2020). The current results
also support (Ghasempour & Viseh, 2020), who argued that toxic leadership styles directly contribute to
cynicism and disengagement by eroding fairness and transparency.

Likewise, the significant relationship between bullying and organizational silence reflects
employees’ avoidance coping strategies. When workers fear retaliation or distrust management, they
refrain from expressing opinions or reporting problems, thereby reinforcing a culture of silence (Mehter
Gharadaghi et al., 2024; Shirin & Nazarzadeh, 2024). This silence not only perpetuates the problem of bullying
but also diminishes organizational learning and performance.

The mediating role of cynicism between bullying and silence suggests a sequential mechanism:
bullying generates negative cognitive evaluations about the organization, which then suppresses
employees’ willingness to communicate. This result corroborates the findings of (Saeidipour et al., 2021),
who emphasized that cynicism precedes silence in the process of psychological withdrawal. Furthermore,
both cynicism and silence jointly predict turnover intention, indicating that disengaged employees
perceive exit as the only viable coping mechanism.

The research contributes to the theoretical understanding of bullying as an organizational
pathology rather than an individual conflict (Tuckey et al., 2022). It highlights the need for systemic
interventions targeting both leadership behavior and communication culture. In line with the findings of
(Ramdhan et al., 2024) and (Tun et al., 2024), this study underscores that workplace mistreatment and
emotional violence are strong predictors of employee burnout and eventual departure. Therefore,
addressing bullying requires preventive policies, ethical leadership, and transparent communication
structures.



In conclusion, workplace bullying exerts a profound but indirect influence on employees’ turnover
intentions through the erosion of trust and communication. Organizational cynicism and silence emerge
as the psychological and behavioral pathways linking abusive climates to employee withdrawal. Creating
respectful, inclusive, and responsive organizational environments can significantly mitigate these

outcomes.
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