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CHAPTERY

Rescarch Methods for Studying Workplace
Ostracism

Paul E. Spector and David ]. Howard

There is growing awareness that employee mistreatment is 2 serious
problem because it has been linked to a variety of negative outcomes
for employees and organizations (Bowling & Beehr, 2006). There are
many forms of mistreatment ranging from fairly minor acts of rudeness to
bullying and physical violence. Workplace ostracism stands out as form
of mistreatment because it is for the most part the absence of behavior
(ignoring someone or failing to include him or her in activities and discus-
sions) rather than actively abusing or insulting someone. The passive
nature of ostracism creates special research challenges because it must
be inferred from patterns of behavior and what is not done rather than
what is done. An employee might report that he or she has experienced
ostracism, but linking that purely subjective internal state 1o i
more objective is difficult, and can limit the sorts of inferences that we
might draw about the antecedents of ostracism.
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270 P E SPECTOR AND D. ] HOWARD

This chapter will explore the methodological issues involved in
studying workplace ostracism. Part of our discussion will include an
overview of the methods that have been used in this literature. We will
include the assessment of ostracism and the research designs utilized in
published studies. Much of our discussion will focus on the nature of the
inferences that can reasonably be made using the typical methods used to
study ostracism in the organizational sciences. We will also make sugges-
tions about the sorts of methodologies that might be applied to be able to
more confidently reach the conclusions we generally wish to make about
potential antecedents and consequences of workplace ostracism.

How Has WORKPLACE OSTRACISM BEEN STUDIED?

In May 2019, we conducted a literature review of workplace ostracism
using the search term “workplace ostracism™ in the topic field within
the Web of Science database. This search returned 121 articles. Thir-
teen were unavailable, reducing the number to 108, After reviewing each
paper, 35 articles were excluded from further analysis because they were
not specifically relevant to workplace ostracism, but rather focused on
another construct entirely, or focused on social ostracism and /or global
ostracism and did not measure ostracism in the workplace. The remaining
73 articles featured 95 samples (studies). We content analyzed the method

sections of those articles and coded for features of the research designs
and measures used.

Table 9.1 Rescarch

designs used in Method Number of studies  Percent
workplace ostracism Loogitudinal or 43 &
studies time-lagged
Cross-sectuonal 26 7
Multiple data sources 25 6
Experimental 14 15
Theoretical papers 4 4
including reviews
Daily diary/expericnce 1 I
sampling
Interventions 1 1

Qualitative (Interview) 1 1

B )

- g 2 l

of studies that used vanous design

Table 9.1 summarizes the number ised survey methods

ares :ate workplace ostracism. Most used SUY
rﬂ‘m ts.:udics E,ncorporalcdi mul[Lplcd:i‘,ﬂ'lﬁ:uicattlll:c:u(r; Lfcr
sselgged studies with su visor-employee dyads). 5,
Mllm‘fump:; more than 95. As can be }ccl}. !:N;“ .:ln:):lll
-iywaengn incorporates ime, and was either lt.:_ngl‘tu 1 e
wiibles assessed repeatedly) or time-lagged (different variables as e
£ different times). Cross-sectional designs wcrc‘also popul.\r. udSC i
souta quarter of the studies. About a quarter of the sFudlcs used more
#az one source of data, such as self-reports and s:;pcruspr rc?;;r‘tj!;sggm
e a dozen studies that used expenimen
:;ﬁm:dmpmcﬁzcd simulations (e.g., Cyberball) an du“l
ut uke place in the workplace or usc employees as their participants.
W included them in our content analysis because they -.1krc:l \\Tllt(c:l: [i(zl;
wpizational research journals and are framed in a workplace < X
‘eg, Kouchaki & Warc,ham. 2015: Lustenberger & Jagacinski, 2010).
Daly diary designs, intervention studies, and qualitatve methods were
mtpopular in this area, as we found only a single case of each. |
Tible 9.2 summarizes the scales used to assess workplace ostracism.
&5can be seen, almost three-fourths of the studies used the \\"nrkpl;cc
Osracism Scale (Ferris, Brown, Berry, & Lian, 2008), with the remaining
wudies using a variety of ad hoc measures designed for the particular
uady, or other less used measures, For example, Al-Atwi (2018) cate
mized some common workplace ostracism behaviors as “negative ties at
“ok” and measured these behaviors using dichotomous (yes/no) items
s “Sometimes people at work don't feel comfortable or casy with

E’J Measures used in workplace ostracism studics

e wamipnlarion wed Number of sudies  Percent
o8 72
9 9
6 6
6 6
4 4
2 2
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us, therefore, they try to avoid interacting with us. Do you perceive that
this person avoids interacting with vou?™ (p. 655).

OSTRACISM AND THE NATURE OF INFERENCE

Ostracism is studied as a form of workplace mistreatment that is assumed
to have detrimental effects on people and organizations. There are two
fundamental questions that drive much of this research. First, what are the
antecedents of workplace ostracism? Included are environmental condi-
tions within organizations that might encourage or fail to discourage this
behavior, and characteristics of actors who engage in this behavior, and
characteristics of targets. Second, what are the potential consequences of
workplace ostracism? This includes the impact of workplace ostracism on
individual employees (including targets and observers) and on organiza:
tions. The goal of these lines of research is to provide convincing evidence
that supports the assumed role of specific factors as antecedents or conse-
quences. Drawing such inferences is challenging using the typical methods
applied in this domain, which is unfortunate as knowing what might drive
ostracism would be important in designing effective interventions, and

knowing what serve as consequences would provide insights about the
importance of reducing it.

ASSESSMENT OF WORKPLACE OSTRACISM

As with many organizational constructs, the typical methodology for
assessing ostracism is to rely on humans as measuring instruments. Given
the personal nature of ostracism, and the fact that it is often the absence
rather than presence of behavior that is of interest, the most direct way to
assess it is with self-reports. For example, Ferris et al. (2008) developed
the 10-item Workplace Ostracism Scale, used in most ostracism studies,
that is designed as a self-report instrument to assess employee expen-
ences. Respondents indicate on a 7-point scale from “Never” to “Always”
how frequently each experience occurs at work, such as being excluded
from conversation or ignored. Although the scale is typically used as a
self-report instrument, it is also used with alternative sources, such as
coworkers or supervisors, to indicate how often they observe cach item.
Others will certainly not be aware of all interactions (or failed interac-

tions) t!m occur for a target employee, but they might have a general
impression of whether ostracism is occurring,
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. Lo 1 rspec
' ch to studying ostracism is 0 view it from t_h‘-“ pe ﬂ?:rs
'mmms-—cmpiovc;:s who engage in ostracism against 1:’ a"’;
;‘b of mistrc'nmcm include ostracism 1tems, but they
L
measures

, e . i
amhined with other acts sO that it is not possible to isolate them in thet

: aences. In fact Ferns ¢t al. {20081 no;cd
mmxx?iﬁm item pool for the }\’()h Aby aga?:;:f
s from several mistreatment scales, such as bull_\mg ll’:(); rm:m s
ﬂ.ﬂShnd deviance (Bennett & Robinson, 2000). If t ;c ha\-i;) .
mpecfic behaviors, the same items can be written tu-asfcfs e e
done by actors and behaviors experienced by targets. Few studics
fased on the ostracism behaviors as reported by actors. i

Tisako possible to study ostracism without the use of ques s
Rsibilities include interviews of individuals to ask_abnut usu:; B s
ﬁ.mmi\t of actors and targets. Although this approlac :oln e
.#'8 reports, interviews allow for |1\~orc in-depth exp f)i'as lthc\- e
wrs of behaviors people say they engage 1n, and the bc_h.n;::r bu'c e
apenenced. This can be important because ostracism can be su m,conc
28 patterns of behavior in a particular context that rcsu_ltshl? md et
peceving themselves to be ostracized. As noted, our review oun \
- ek : irelv. and look for

Another possibility is to avoid a self-report smdyl entirely, an e
*W‘fsﬂﬁng at ostracism in the workplace. 1 hls cnul_d invo \char
slysis of incident reports where employees file grievances about ‘t »
miseatment, 1o look for instances of ostracism. For example, UnF ‘guu
ulm of complaints for ethnic harassment 1o see the extent to
,*h ostracism is mentioned.

DESIGN AND INFERENCE IN THE STUDY
OF WORKPLACE OSTRACISM

Three Forms of Inference

10 the context of health risk factors, Kraemer, Stice, Kazdin, Offord,
‘m (2001) suggest three forms of evidence. In our con.tcxp we
a0 ulk about antecedent conditions that increase an employee’s risk of
s, and extend that to the connection of ostracism to potential
“komes. A correlate is a condition that has been shown to relate 1o

€ ostracism, perhaps in a cross-sectional survey study. The results
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workplace ostracism, and that it might be an antecedent, but this method
does not allow us to draw firm conclusions beyond association. At best
we can say that our results support the possibility that the condition in
question is an antecedent, or that we could not rule it out based on our
data. A proxy factor is a condition that can predict future workplace
ostracism or consequences of workplace ostracism. For example, we might
find that people who report being ostracized at work in a survey are likely
to quit their job at a 6 month follow-up. Thus ostracism assessed at Time
1 predicts future turnover assessed at a subsequent time. The use of this
sort of two-wave research design where you can show that something
occurring at Time 1 predicts something at Time 2 that had not occurred
prior to Time 1 gives an added level of confidence that turnover might
have been the outcome of workplace ostracism. The limitation is that we
cannot be certain that workplace ostracism was in fact responsible for the
turnover. It is feasible that the workplace ostracism—turnover relation-
ship is spurious, In other words, there is some condition at work related
to workplace ostracism that is the real driver of turnover. For example,
suppose employees are ostracized because they are poor performers. Their
failure to adequately complete job tasks puts a burden on coworkers who
retaliate with social exclusion. The underperforming individuals might
quit their jobs, not because they were ostracized, but because they were
gerting pressure from supervisors to perform better.

The third form of evidence is a causal risk factor. This is a condi-
tion that, when manipulated, will lead to the consequence in question.
Thus we might introduce an intervention designed to reduce employce
mistreatment including ostracism. A pretest-posttest comparison of data
collected both before and after an intervention would demonstrate
that the intervention had a positive effect on workplace ostracism by
employees. Even better would be an experiment in which employees were
randomly assigned to the intervention or a control condition. If ostracism
declined for the intervention group from pretest to posttest, but did not
decline for the control group, one would have some confidence that the
intervention was the cause of the decline in ostracism. Although one can
conclude that the intervention was effective, it is not entirely certain that

the intervention itself, and not something associated with the intervention
was the real cause.

T™ S R 1 ST \ ]
: 4 3 : TRAC ‘5.“ s

- ! TUDYING WORKPLAC E OS5

s FO STUI ’?

' Manipulationist Approach to Causality h
: ! i mber of approaches to
p u d idf-'ﬂirc r:s‘:i lf:i;::cl:::i ?‘c;::ps the most rcl‘c\-ant to
I. wmotio;al rescarch (Spector, 2019) comes trnr;!otlt:
iy ausm.‘m & Woodward, 1999; Illari & Rus_m,‘.. “;
Tondw: 017). According to this view, there are t(;urﬂf:.h‘:mc;t)s e
germining causality: a proposed cause (X),a pmpn.sc- C“_.Lt. (1),
a that manipulates X, and a temporal sequence of:

Intervention — X — Y.

Vi >

suppose \ e 1des »Yortive super-
 For example, we want to test the idea that suppo i
:M (X) reduces ostracism behavior by subordinates (7). We

ive ‘ avior,
@ reate an intervention to €NCOUrage supporuve supervisor beh

#hough manipulationists note that an intervention does not h;:\rchxcc:
Becreated by a researcher. It can merely be ubscr\-'cd by djc‘rcsc \i“|

iﬁh'_lmlﬂy occurring experiment. The idea is t.hat_.k |s. m.m; S
lzed through an intervention (e.g., conducting a training mtcr\-cmtyol :
e consideration), and then subsequent effects (e.g., later lcu? 0
emmadism) are observed. There are three additional conditions, however,
B3t must be met in order to draw causal conclusions.

8 The change in X is only due to the intervention and not something
asociated with the intervention. Control groups are used to address
-~ this possibility, for example, by offering placebo training o a comrl(‘)l
~ group as 2 means of showing that results were not just due to the
fact that the intervention group was trained. However, even \s1§h the
most carefully conducted randomized experiment, conducted in the
field or laboratory, there is the possibility that it was not the content

~ ofthe raining itself that had the effect, but some other unintended
- ftor. For example, in a field experiment suppose that during the
~ Supervisor training, the trainer shows a clip from a popular movic,

seeing the clip, many of the participants decide to watch
%mdﬁrmdm,cvm though doing so was not part

-

& Rosnow, ioos).

ervention only acts through X and not directly on 7. In
suppose the employees are aware that supervisors are being
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trained to be more supportive, and that knowledge is having a
trickle-down effect on subordinates. The intervention is having an
effect on the subordinates because they find out that the company
values good relationships among employees—values it enough to
invest in training. Knowing that supervisors are being trained has
an effect on subordinates directly—it has nothing to do with the

behavior of supervisors or the training they received.

o There are no causes related to the intervention that are affecting T
In other words, we can rule out that the relationship between the
intervention and Y is spuriously due to the action of a third (or
fourth) variable. This might occur because of something associated
with the training that affects subordinates. Suppose the company has

limited training resources, and because supervisors are being trained,
a subordinate training program was canceled. Subordinates might
become aware of the reasons for the diverting of training resources,
and decide to be nicer to one another to avoid more loss of resources
in the future. The effect on subordinate ostracism was not due to the
traning affecting supervisor behavior, or due to the effect of that
training on subordinates that had nothing to do with supervisors

Rather there was a factor outside of the training that is the causal
clement,

Even with a randomized experiment, it can be quite challenging to
meet the three conditions. The possibility of demand characteristics and
experimenter effects (Rosenthal & Rosnow, 2009) is widely known,
although often ignored. Blind and double-blind procedures are often
used to address such limitations, but they are not always feasible as in
many experiments, experimenters know the conditions because they must
administer them.

Beyond those problems is the issue of a possible disconnect between
the intervention and the X variable. Most studies are interested in making
connections between theoretical constructs, such as ostracism and poten-
tial antecedents and consequences. Constructs are manipulated via inter-
ventions by operationalizing varying levels, and it is assumed that those
operationalizations are in fact manipulating the construct of interest. It
is not necessarily the case that a manipulated variable in fact reflects
the intended theoretical construct, particularly as so many organizational

constructs are abstract representations of the social environment.
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clus -ausality arc always tcntap\'c.
P bt tha;acnﬂl;ﬂul:tt:;:;;f::;:auw that specific interventons
u:: rd;:d results in the workplace. Thus we m:lil:‘ ﬁ::)iuslg
factor sense that providing certain training to SUpervis m;m o
to reduce ostracism in employees. This dm]sfn?: gl

e content of the training itself is necessarily the causal factor,

The Study of Process

it is not often stated explicitly, most of rnu:ssrci::cl; atrl\::
s are implicitly concerned with investigating process, H8 = ©
:l:f:'lc';lh: ?:uf (:JCCUI'?. within organizations. With ostracism, (‘l:::
might mean conditions and cvents at work that might lead m.xc or m e
mplovees to ostracize one or more colleagues, and !hg sequence of ‘c\ ct: :
hm being ostracized to employee and grgangunnal ouu‘(;m ‘\
Process is implied in models of simple mediation chains S}xg_gcsT 5. s
Jads 10 T, mediated by one or more other variables. It is imple -
more complex structural models. Unfortunately, most of the researc
& ! .es about process are unable
designs utilized to test hypotheses and theorie p tirsom
o provide much insight because they fail to include methods that ¢
masonably do so (Spector & Meier, 2014). . 3
The idea of l(psr:ccss implies a temporal sequence of condmt?cnshor[
ovents that unfolds in a particular order. One such order would be t ad
@ employee who violates group norms is ostracized by the group, anc
#ier being ostracized, that employee feels anxious. This slatc‘mcnl spec-
ifies how one event leads to another—ostracized employee's b:ha.\w‘;
1 ostracism by other employees to emotional state of the ostracize
mployee. Processes are generally stated as causal flows, although it ;s
possible that events unfold in a sequence without one event necessari y.
Being 2 cause of another. In other words an event might be a proxy
10r in that it precedes another event in time, although some other
e with the proxy factor is the actual cause. el
processes are concerned with temporal precedence of con .
d events, the time frame in which the process unfolds must
research designs. That is, one must be able to demonstrate
“ﬁﬂpmpowdprocwoccumdinthnpmﬁedm:dcr.
rch methods must be chosen that can assess the various
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clements in the sequence in which they occur. This can be readily accom-
plished when the elements involve discrete events that occur at specific
times, such as having an accident or quitting a job. It is more challenging
when the variables of interest involve more chronic conditions or levels,
such as job characteristics (e.g., skill variety) or job stressors (e.g., role
ambiguity). Designs that estimate relationships among such variables are
generally unable 1o shed much light on when the conditions occurred. In
such cases it might be possible to show that certain events led to a change
in a condition (e.g., ostracism became more frequent). Most studies, even
those with longitudinal designs, fail to illuminate the sequence of change.
Spector, Yang, and Zhou (2015) is an example of a longitudinal study
that incorporated temporal features to investigate the direction of the
connection between violence prevention climate and mistreatment. They
chose newly graduated nurses in their first nursing position and assessed
them 6 months and 12 months after graduation. Climate and mistreat-
ment (physical and nonphysical) were assessed at both time periods.
Analyzing only those individuals who had not experienced mistreatment
at Time 1, they were able to show that climate (Time 1) predicted the
first mistreatment event the nurses experienced, thus providing evidence
for the climate-mistreatment temporal order. To test the reverse order,
they conducred a repeated measures analysis of variance to sce if those
experiencing their first mistreatment event at Time 2 would have larger
reduced climate scores than those who did not experience mistreatment.
This analysis was able to rule out that direction of effects, This design and
analysis strategy required different analyses to test each direction of effects
because of the discrete versus continuous nature of the two variables.

OBSERVATIONAL RESEARCH DESIGNS

There are a wide variety of observational rescarch designs that can be
used to study workplace ostracism. These designs involve the collection
of data without any sort of intervention or manipulation of variables.
These designs vary mainly in two aspects. First, designs can be static and
assess all variables at one point in time, or they can have multiple obser-
vations over time. Second, they can collect all data from a single source
(e.g., employee self-reports) or from multiple sources (e.g., employee and
supervisor reports). They can involve only data from surveys, whether

completed by employees or others, or they can incorporate other forms
and sources of data.
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Cross-Sectional Designs
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3 \ 1 18 h rOss SC ‘!(,I"al SIr I

when all data are collected from a single source, MOst tyﬂicall‘\;l;h:
This ‘ ' occupa:
wee. ign i lar in the job stress an
design is the most popular It .
' hulth domal:!).: in which the study of mistreatment a_nd ostracism
(Spetmt & Pindck, 2016), although we found mthlost-mu::
_more studics incurpbratcd a time element. Mmtdstudlcs Tl:otsll\-
an | : -an be conducted anonymousiy
surveys of employees that can. _ DGRy :
: u:;lt m‘:': hosting platforms like Qualtrics or $ur\c_\ Monkey.
e surveys can be conducted inexpensively, especially if \'ohm_tccr.s ?rc
lidied as subjects. Having the resources to compensate subjects can
i erui 1ali aic d increases responsc
make it easier to recruit specialized populations, an

A

ypically used, the cross sectional design is limi‘tcd to cst-abhshllf\g,
toration among variables, or showing that a particular ymah_lc is b:
tomelate as defined by Kraemer et al. (2001). chh designs \.;m‘ .
dictive in showing links of ostracism with potential .m'lgccdcms an
n and can be used to explore boundary conditions of lhosl,c
ks, for example, that they are stronger for certain groups of people
wrsus others. What they cannot indicate, no matter what complex su.nsv
ﬁ"“ﬂpﬁeﬂ, is that a particular variable might serve as a proxy factor
eacausal factor. Reasonable evidence that a variable serves in those roles
fequires the introduction into the rescarch design of appropriate tv::_m‘;)omlf
“.‘- We will return to those issues later when we discuss the issuc 0
 The cross-sectional design can be particularly useful in carly stages Qf
miearch when it is important to efficiently establish linkages among van-
&‘m It can be used in an exploratory way to determine which
les are interrelated, and it can be used in a confirmatory way 1o test
dased | about relationships, both additive and interac:
g and Zeng (2017) used this approach in the first of rwo.studncs,
eumined the relationship of workplace ostracism with self-
mbdﬁm. interpersonal deviance, and the role }M-dcgrcc
plays in moderating the strength of those relationships.
i established with cross-sectional designs that variables are
w-up research can be conducted to rule in or rule out alter-
= fwmﬂu.meumple,ifanmdmm@shows
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they indicate, one might wonder if this relationship is spuriously due to
the action of personality, such as neuroticism. A cross-sectional design
could be used to see if controlling for a measure of neuroticism will
have an impact on the ostracism-negative affect relationship. Finding little
difference between analyses controlling versus not controlling for neuroti-
cism helps rule out personality as a confounding variable. Finding that
neuroticism can “explain™ the relationship between ostracism and affect
is inconclusive. The relationship might be spurious, but there might be
something more complex going on, such as people who are frequently
ostracized are traumatized and become higher in neuroticism. Drawing
firm conclusions would require a series of studies using different designs
and methodologies to rule in or rule out personality as the driver of
ostracism and affect reports.

The cross-sectional design has been much maligned in both the liter-
ature and by editors and reviewers in the publication process. Some
journals have policies to reject out of hand all submitted manuscripts
using this design. Despite the low esteem of the design, it remains the
most popular, undoubtedly due to its efficiency and low cost. Critics
of the cross-sectional design are often quick to tout the virtues of the
longitudinal design that is considered to be a vast improvement. As we
will see next, the potential advantages of the longitudinal design are too
infrequently realized as they are typically used (Spector, 2019).

Longitudinal Designs

Longitudinal designs involve the repeated assessment of individuals over
time through collection of two or more waves of data, and are the most
popular design for workplace ostracism research. In many cases all vari-
ables in the study are assessed at cach wave, but in some cases what is
included in cach wave varies. Wu, Selig, and Little (2013) distinguish
longitudinal from diary designs in terms of the number and timing of
waves. Longitudinal designs generally have a handful of waves and a fairly
long time frame measured in months or years, whereas diary designs typi-
cally have far more measurement occasions over far shorter time frames.
A typical diary design might have 2 or more assessments for each of 10
or more days. The diary design will be discussed in a separate section.

The potential advantage of the longitudinal design is the ability to
demonstrate that one variable can predict a future variable, or is a proxy
factor. However, the ability to demonstrate temporal flow, that is, one
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) 7 d ostracism and other

mentioned article, Peng and Zeng (2017) measured OS! e e
wisbles at two time points one month apart. There is nqthlpg in thi
sudy to suggest that a significant event occurred during this ime frame
fat would have led to ostracism or its effects. . t
“odetermine causes or effects of ostracism, temporal prucdcmc. mx:;s
feincorporated into the design. Suppose a study were mu_-rcstgfi in dt c.;
wanection between frequency of ostracism and job sat:sfactlf)la. I'he i lea
deign would be to assess job satisfaction betore and after ostracism
began occurring to see if those who became ostracized for the first ime
afiered a reduction in job satisfaction, and those who were not .()Sltr:lt;
dzed maintained their level of satisfaction. lvindn_lg A difference IIT 1(:d
stisfiction from before ostracism occurred until after it happened wou
enablish that ostracism is at least a proxy factor. It can predict uhangc.
 job satisfaction. It is not a causal factor because we cannot i-m‘(m
“'F“ the assessment of the two variables if there is .ln‘l')lhcr factor
#eted 1o ostracism that is the real driver of job satisfaction. For examp!c,
perbaps individuals who perform poorly are ostracized by coworkers for
"‘l’"ﬂs their weight, but fail to enjoy rewards such as bonus‘pay due
their inadequate productivity. It might well be that the lack ot‘rc.wa‘rds
Mh_ driver of job satisfaction. Thus, the ostracism—job satisfaction
Teationship could be spurious. i)

'il However, once the process connecting ostracism to job satisfaction has
i‘" .‘ assessing both variables at two arbitrary points in ume
m establish that they are correlates. It cannot shed much light on
the longiru

leads to job dissatisfaction or the reverse. The use of
iﬁwdﬂiﬂlmﬂmoﬁ‘umchadvanugemthcm-
g0 in this instance.

Wiy to utilize a longitudinal design is to assess a poten-
at a meaningful Time 1 before the potential outcome has
e lag before Time 2 assessment would be chosen to follow
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the occurrence of the outcome so that it could be determined if the
proposed predictor could forecast the future outcome. This can most
readily be done when the outcome is a discrete event, such as quit-
ting the job. Another strategy would be to study newly hired employees
so that a predictors can be gathered prior to or shortly after hiring
but before the outcome has occurred (for an example see Schonfeld,
2001). As noted earlier, Spector et al. (2015) utilized this approach when
assessing violence prevention climate in a sample of newly graduated
nurses who had not vet been assaulted, subsequently finding that climate
was a proxy factor in predicting subsequent mistreatment and physical
assault. This approach could be used with predictors of ostracism if newly
hired employees who had not yet been ostracized were studied. Potential
predictors could be assessed at Time 1 carly in the employees’ tenure in
a sample who had not yet experienced ostracism, and ostracism could be
assessed ar a later wave,

Longitudinal designs are most typically used with traditional summated
rating scales completed by employees about their experience with
ostracism. One novel approach used in recent work (Yang & Treadway,
2018) was to examine both targets’ perceptions of workplace ostracism
and their behaviors as a perpetrator of ostracism at two time points three
months apart using a social network-type measure (i.c., they asked cach
individual how often they ostracized each person in their department).

Diary Designs
With the typical diary design, individuals complete assessments multiple
times over fairly short periods of ime. Most diary studies survey respon-
dents on consecutive work days, often more than once per day. Some
studies use fixed times to conduct the survey, such as before work, at
lunch (or meal) break, and the end of work, and before bed. For example,
Pereira, Meier, and Elfering (2013) investigated the impact of workplace
ostracism (measured at the end of the work shift) on worrying (measured
before bed) and sleep quality (measured the following morning). Other
studies might ask respondents to complete a survey when a certain event
occurs (event sampling), such as when a customer is rude. The time frame
for these studies is not fixed, as weekly or monthly lags could be chosen.
Diary designs are typically used to assess within-person phenomena.
With ostracism they could be used to see if on days a person expen-
ences some form of ostracism (e.g., coworkers went to lunch and didn’t
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) -omes are different than on days when
B e o i m:-“l:: ¢ of studying within-person cffgcts
estracism did not occur. I'he advantag _ e
' Jevel vaniables are controlled, since analysis
B by withi ‘ le. The within-person
sability within and not berween peop ‘
i 4y tied to many theones that suggest
can also be more directly ted | ey b
e effects of organizational experiences, like O‘SIII'SL.‘I . i’
date and transitory, so that on days the experience happens, outco
e different than on days when they did nnt.;;r I;o:uczcll:r on days that
u ned, ostracism was more likely to Occtif: %
W&Txpﬁ;ﬂigns can indicate an associml(m between a}inrm..;:‘:‘ails'
aperience and outcome, the direction of cffects is not always clear. A
i because in most cases respondents are asked for retrospective rq:‘ort?r» oc
events and experiences such as ostracism, and for f)utcorncs. but the t.m;‘ :
fame by which these occurred is not captured. For example, one n;;g
a3t the end of the workday about ostracism and current mt_xx-i. ven
though the event happened prior to the assessment, and mood is uurrcr;‘l,
#is method does not indicate when that mood occurr;d rclm\'; t?t:, :;
sstracism event. Mood might have been assessed after t c_c\'cnt, u
does not mean that it bcgé.an after the event. It is_ Posmblc that mc:;ﬁ
drove the ostracism rather than the reverse. Even if a pretest of m :
# taken at the beginning of the shift, it still cannot tell us t.’m'cq.uorlx1 .g
dffects because even if mood changes from beginning to end of the shi :
wecannot determine if it changed before or after thc_c\-cm of interest. Ald
¥e6an determine is that mood is worse at the end of the day (or change
for the worse) on days certain events occurred. Determining d'lrccuon of
efiects would requir'c knowing when mood changed in relation to the
Ostracism event. .
The diary design can also be used to shed light on proxy factors, that 1:;
something that occurred at the beginning of the workd.ay c::ik
predict an event that happened subsequently. For example, one could :
for reports of how well the person slept the prior night at the beginning
dh day to see if it could predict whether or not an ostracism event
occurred, assessed at the end of the day. Finding that connection could
stablish sleep quality as a predictor, but that does not mean :.hat sleep
gy vas the causal fctor It could be that a hird variabl might e
Sven poor and then ostracism. For example, supposc ¢m
‘Wmﬂﬁth others on day 1 are likely to sleep poorly that
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Multiple Data Sources

A concern with studies that use a single source of data such as self-reports
is the possibility that relationships among variables are distorted due to
common biases or common method vanance (Podsakoff, MacKenzie,
& Podsakoff, 2012, Spector, Rosen, Richardson, Williams, & Johnson,
2019). For example, it is possible that individuals with certain person-
ality characteristics or people in certain moods are likely to distort their
reports of ostracism and other variables within the same survey. One way
to control for potential confounding with a survey (or any single data
source) is to utilize more than onc data source to minimize, although
not entirely eliminate (Spector, 1994), this possibility. As we noted, this
is a popular strategy in the study of workplace ostracism. Some of these
studies surveyed employees and their supervisors about the employees’
ostracism experiences and potential antecedents (Quade, Greenbaum, &
Petrenko, 2017) and consequences (Xu, Huang, & Robinson, 2017).

With survey research, alternative sources are typically people related to
the target employee who complete parallel surveys. Depending upon the
purpose of the study, those individuals might be organizational insiders
(coworkers, subordinates, or supervisors) or outsiders (customers or
significant others). They might be asked to provide data on the ostracism
experiences of the employee, or on potental antecedents (e.g., working
conditions) or outcomes (¢.g., person’s affective state). In some cases, the
alternative source might complete the same scale as the target employee
to show that relationships of ostracism with other variables are not just
due to common method vanance.

One advantage of using alternative sources is the potential control of
method variance and the ability to get convergent validity evidence for
sclf-reports. The main weakness is that alternative sources typically have
only limited information upon which to base judgments. Given the passive
nature of most ostracism behaviors, they can be difficult to observe.
A coworker or supervisor, for example, will not have complete knowl-
edge about all the instances of ostracism the target employee might have
experienced. Thus these alternative sources should be considered rough
indicators that are likely less accurate than self-reports (Frese & Zapf,
1988),

Most multi-source studies are single-level with the unit of analysis
being the employee, even though data are provided by two sources. We
located one study that was multi-level with multiple employees nested
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within supervi )« B rees and
' ‘ ' Lee. & Ma, 2019). Employe
sors (Liu, Li, Bruk , & -
; prm'idcd data on different variables so that the expenences
of employees and supervisors can be considered jointly. .
Alternative sources of data do not have to come from subr:c_ f
, upon the variable of interest, there might be 3 number (:-
ather types of measures 10 usc. Some might be available from nrgar':x
aton records, for example, absentecism Or tUrnover. Othcrt: might
;2] measures, such as blood pressurc or heart rate. Some Orga:
| ' jectively, suc zanon
amtional variables might be assessed objectively, such as o‘rg.himbc -
gze or structure. Financial performance of individual units might
l:hlh of ostr'acism The use of a variety of data sources can ;xp:mdl
l‘ ‘ ) = ide additiona
the sorts of questions that are addressed, and ..:m prm:iccs
wonfidence in conclusions when results converge across SOUFREEs:

Designs to More Directly Address Process

The mditional designs that rely on survey methodology arcd\':.llu:::l:
1ools for establishing correlation, sometimes proxy factors, and in

ases causal factors. There are other methods, however, tha_t need more
axtensive use in order to shed light on the processes underlying ostracnsnT
and its effects. They include archival studies, dircgt (itfscrs'atlons. Cxpccf
iments, qualitative studies, retrospective event histones, and sequen :
analysis (Spector & Meier, 2014) that enable the researcher o mor
dosely identify the time frame by which a phenomenon unfolds.

Intervention Studies

To uy we need intervention studies in the published literature 1s quite
diché because it is a suggestion frequently made, but rarely follpwcd. The
reasons for this are certainly complex, but publishing intervention studics
0t currently in favor. We found only a single workplace ostrac::‘rin

ention study (Ramsey & Jones, 2015) that invemgn'tcd ?hc effi-
&y of a mindfulness exercise in reducing ostracism behaviors in those
twined. This intervention involved a series of discussions .about experi-
ences of workplace stress and mistreatment including ostracism, and then
Mindfulness exercises to deal with those experiences. It included medi-
tion sessions to be performed at home. It is unfortunate that there
en't more intervention studies as they come closest to the -
tideal for drawing causal inferences, With such studies rescarchers
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can create interventions in order to produce certain conditions or events,
and then follow-up to see the effects on the target and potential orga-
nizational outcomes. Although no single intervention study would be
conclusive, such studies can provide evidence that manipulating a poten-
tial antecedent could have the desired effect. Even if we cannot be certain
why the intervention had the effects that it did, such research has practical
utility in providing potential solutions to organizational problems,

For example, if the goal of an intervention is reducing ostracism, that
intervention might focus on potential drivers of ostracism, for example,
poor performance of targets. An intervention could be devised to help
raise performance of struggling employvees which would be expected
to reduce ostracism. Such an intervention might be individualized and
involve feedback, mentoring, and training. A pretest-postrest design could
be used to show that the intervention did in fact raise performance. At
the same time the study could determine if ostracism was reduced from
before to after intervention. Of course, an even stronger design would
involve a control group that did not receive the intervention, and random
assignment to intervention or control conditions would be ideal.

Retrospective Event Histories

Most contemporary research studies typically ask people to rate levels
of conditions or incidence frequencies. With ostracism this could mean
asking employees to rate how often they are the targets of ostracism
behaviors by coworkers, the frequency with which they experience certain
emotions, and their current levels of job satisfaction. These studies fail to
fully capture the range of data that employees can provide about their
experiences and organizations. A retrospective event history (Tuma &
Hannan, 1984) asks respondents to recall a series of events, and recall
them in order, generally by providing dates. This can be done in an
interview during which respondents recall events in order. Events can be
discrete instances, for example, of specific ostracism experiences within a
particular job, or they could involve a person’s work history, indicating
in which jobs ostracism occurred or did not occur. Event historics can
also rely on archival data, such as organizational records of mistreatment
complaints.

One example in the organizational realm was conducted by Glick,
Huber, Miller, Doty, and Sutcliffe (1990) who interviewed a group of
key informants four times at 6 month intervals. The repeated interviews

.i"h' periods. Although this and
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Jowed them to ask informants about the consequences of events askcd
other such studies are subject to limi-
ations of human cognition and memory, it is not clear that such data are
ﬂy less accurate than the typical survey data that are collected.

Qualitative Studies

Quiltative studies can be used to investigate specific ostracism events and
aperiences that can provide far more depth than is possible with quan-
sative methods. There are a variety of such methods that can be uscfpl.
Some involve employees as informants who can relate experiences with
osracism in their careers or in their current jobs. This can be accom-
plihed through interviews or open-ended surveys. Individuals can be
ashed about general experiences, or they can be asked to relate [hg most
memonable or most recent incident. This approach is very much like the
Stress Incident Record (Keenan & Newton, 1985) that has been used to
sudy stressful work incidents.

When interview or written material is collected, there are two general
wpproaches for analysis. First, the researcher can read the materials and
wite an analysis based on themes that are noted. Vanious quotes can be
pulled out to illustrate each of the themes. Second, the rescarcher t_:an
tonduct a content analysis in which materials are placed into categones,
opically mutually exclusive. When there are relatively few respondents,
apially the case with interviews, cach statement might be placed into a
ategory. Often with open-ended questionnaires there are 100 or more
fespondents, so that each person’s response might be placed into a cate-
gory. This is likely the case when critical incidents are collected that reflect

topic of interest, such as instances of being ostracized, or instances of
Giricizing someone else. Content analysis can be conducted manually
M the use of two or more trained raters. It can also be auto-
Mated and conducted through software that can perform text analysis. An
ample of 2 qualitative ostracism study is Waldeck, Tyndall, and Chmiel
2015) who conducted a thematic analysis of semi-structured interviews
With 21 participants who reported how they processed and coped with

Other approaches are possible, such as ethnographies where the
feacher is a participant observer who spends time in an organization
0 records observations of cvents. This might involve the resarcher
*Pending a week or more in an organization during which he or she
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¢can interact with employees during the work day. The researcher would
interpret and synthesize what was observed and reach conclusions. Such
a study of ostracism, for example, would allow the researcher to detail
how employees interacted with one another, and how certain individual
were socially excluded from certain activities. This sort of study could
provide a rich context by which to understand how an individual might
be the target, and how different individuals explained their interactions
with various members of their work groups.

Building Better Rescarch Programs

As noted by Spector and Meier (2014), the methods utilized in too much
of our rescarch are driven more by convention than by what might best
answer our research questons. There is much we do not know about
the antecedents, consequences, and boundary conditions of ostracism and
other forms of workplace mistreatment. Many of our questions cannot be
readily answered with the typical methods that are applied. Too much of
our research relies on observational methods that can provide important
insights about what relates to ostracism, but not many insights about the
processes surrounding ostracism. For example, longitudinal studies are
most likely to choose arbitrary time points in an attempt to shed light
on variables that might occur prior to or subsequent to ostracism. Those
rescarch designs, however, are not very helpful when we want to learn
how it is that a person becomes targeted, and how interaction patterns
might evolve over time.

A better approach is to think in terms of programs of research, both
within rescarch teams and across research teams throughout the field,
rather than individual studies, Such programs should involve a diverse
set of methods that can, in combination, provide more insights than
studies or series of studies that rely on a single approach. This should
include qualitative methods to provide a richer view of ostracism at work,
and quantitative studies that can investigate relationships. More attention
should be paid to events rather than to levels of conditions. Many of our
models are really models of individual incidents, vet most studies focus on
relative frequencies, that is, employee estimated frequency of ostracism
might be related to their reported frequency of negative emotions or
physical symptoms,

When relationships are found between two variables in a study, imme-
diate follow-up studies should be conducted to better understand why
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that relationship was found and what possible boundary conditions nught
cxist, If ostracism is related to an outcome in a self-report study, is it
ble that the outcome drove the ostracism? Did the reports of both
sariables suffer from shared biases and common method variance? Is
the relationship moderated by individual differences, or by contextual
factors in the workplace? These are the sorts of questions that should
be addressed before assuming that the observed relationship means that
ostracism drives outcomes. _

A programmatic approach can also address the three forms of infer-
ance. Cross-sectional and longitudinal designs with arbitrary time frames
an be helpful in establishing correlates. Longitudinal designs in which
potential antecedents are assessed prior to their presumed outcomes can
esablish proxy factors. Interventions, whether created by the investigator
or naturally occurring, will be needed to shed light on causal factors.
Programs can be designed to systematically address these questions in
order.

The study of workplace ostracism and broader mistreatment is rela-
tively new, but it has provided important insights into how this
phenomenon can be harmful to individuals and organizations. To this
point, a relatively narrow range of methodologies have been used to study
workplace ostracism, leaving much to be done to more definitely build
our understanding of workplace conditions that might lead to or prevent
this behavior. Of particular value would be the application of methods
that can more definitively indicate the temporal order in which workplace
events, including ostracism, occur. Ostracism can be potentially damaging
1o employees and their organizations, so a better understanding of this
phenomenon would provide insights into how best to manage it at work.

REFERENCES

NAm, A. A (2018). Oblivious, paranoid, and disclosed negative tics: An exam-
ination of the mechanisms underlying the relationship berween negative nes
d job performance. Journal of Organizational Bebavior, 39(5), 648-662.
hutps:/ /doi.org /10,1002 /job.2261.

Bennere, R J., & Robinson, S. L. (2000). Development of a measure of work
Place deviance. Journal of Applied Psychology, 85(3), 349-360. hups://doi.
01g/10.1037/0021-9010.85.3.349.

.“'C- N. A, & Beehr, T. A. (2006). Workplace harassment from the
Welm's perspective: A theoretical model and meta-analysis. Journal of



290 P E SPECTOR AND D. |. HOWARD

Applied Psychology, 91(5), 998-1012. hutps://doi.org/10.1037 /00219010
91.5.998.

Ferris, D. L., Brown, D. ], Berry, J. W,, & Lian, H. W, (2008). The development
and validation of the Workplace Ostracism Scale. Journal of Applied Psychology,
93(6), 1348-1366. https://doi.org/10.1037 /a0012743.

Fiset, ]., & Boies, K. (2018). Secing the unseen: Ostracism interventionary
behaviour and its impact on employees. Ewropean Jowrnal of Work and Orga-
nizasional Peychology, 27(4), 403417, hups://doi.org/10.1080,/1359432x.
2018.1462159.

Fox, S., & Suallworth, L. E. (2005). Racial/ethnic bullying: Exploring links
between bullying and racism in the US workplace. Jowrnal of Vocational
Bebavior, 66(3), 438-456. hups://doi.org/10.1016/4.jvb.2004.01.002.

Frese, M., & Zapf, D. (1988). Mecthodological issues in the study of work stress:
Obijective vs subjective measurement of work stress and the question of longi-
tudinal studies. In C. L. Cooper & R. Payne (Eds.), Cawuses, coping and
consequences of stress ar work (pp. 375-411). Oxford, England: Wiley.

Glick, W. H., Huber, G. P, Miller, C. C., Doty, D. H., & Surcliffe, K. M.
(1990). Studying changes in organizational design and effectivencss: Retro-
spective event histories and periodic assessments. Organization Science, 1(3),
293-312. hups://doi.org,/10.2307 /2635007.

Hausman, D. M., & Woodward, . (1999). Independence, invariance and the
causal Markov condition. The Brirish Journal for the Philasoply of Science,
50(4), 521-583. hups:/ /doi.org/10.1093 /bjps /50,4 521.

Hidan, R. T, & Noel, J. (2009), The influence of workplace exclusion
and personality on counterproductive work behaviours: An interactionist
perspective. Ewropean Journal of Work and Organizational Psychology, 18(4),
477-502. hrrps:/ /doi.org/10.1080,/13594320903025028.

Hari, P, & Russo, F. (2014). Cawmsality: Philosophical theory meets scientific
pracice. Oxford, UK: Oxford University Press.

Keenan, A., & Newton, T. (1985). Stresstul events, stressors and psvchological
strains in young professional engincers. Journal of Occupational Behaviour,
6(2), 151-156.

Kouchaki, M., & Warcham, . (2015). Excluded and behaving unethically: Social
exclusion, physiological responses, and unethical behavior. Jowrnal of Applied
Pyychology, 100(2), 547-556. hups://doi.org/10.1037 /20038034,

Kracmer, H. C,, Stice, E., Kazdin, A, Offord, D., & Kupfer, D. (2001). How
do risk factors work together? Mediators, moderators, and independent, over-
lapping, and proxy risk factors. The American Jowrnal of Psychiarry, 158(6),
848-856. hups://doi.org/10.1176/appi.ajp.158.6.848.

Liu, C., Li, H., Bruk Lee, V., & Ma, J. (2019, August 9-13), Supervisor conflics,
supervisor astracism, and employee outcomes: The role of interpersonal harmony.
Paper presented at the Academy of Management, Boston.

.

9 RESEARCH METHODS FOR STUDYING WORKPLACE osTRACISM 291

Lustenberger . Tagacinski, C. M. (2010). Exploring the effects of
uuim.m? p:rto:mlncgc and intrinsic mnn'u_tion Hamm:- Performance,
23(4), 283-304. htps:/ /doi.org/10 1080/080:;9285.2010.50104o.md -
Michell, T. R, & James, L. R (2001). Building better theory: Time .
ecification of when things happen. The A;a:g:i (;:f Management Review,
- ./ /doi org/10.2307 /3560240, ‘
x“A).‘ %30;5:‘ 7& h;::g’f/w. 12517:. Workp!acc ostracism and deviant ::fl
behaviors: The moderating role of 360 degree feedback. Jowr
of Organizanional Bebavior. 38(6), 833-855. hnps:/‘/dot.org/lﬂ.lﬂOZ/pb.
l’aﬂ:?‘D.. Meier, L. L., & Elfering, A (2013). Short-term effects of(:;;l;l
exclusion at work and worrics on sleep. Stress and Health, 29(3), 24 :
' i 0.1002/smi.2461. :
hmé/:ml:.g/ h:ackcnm/c. S. B.. & Podsakoff, N. P I_ZQIZ), Sourws.- of
method bias in social science research and recommendations on how to
control it. Awnmal Review of Pyychology, 63, 539-569. hrtps:/ /doi.org/10.
: rev-psvch-120710-100452.

Q::‘ {Lu‘ll.l:lﬁrccpx:‘i\aum. R. L., & Petrenko, O. V. (2017). “I don’t want o be

near you, unless....” The interactive effect of uncth\gal behavior and perfor-
mance onto relationship conflict and workplace ostracism. Persomnel Psychology,
0(3), 675-709, https://doi.org/10.1111 /peps. 12164, .

Ramsey, A. T. & Jones, E. E. (2015). Minding the mtcmcn:sonA! gap:
Mindfulness-based interventions in the prevention of ostracism. Consciousmes
and Cogmirion, 31, 24-34. hups:/ /doi.nrg/luloIb/j.cm‘\cog.20]4.10.003..

Roscnthal, R, & Rosnow, R L. (2009). Artifaces in bebavioral research. New
York: Oxford University Press. .

Schonfeld, 1. S. (2001). Stress in Ist-year women teachers: Ihe context of
social support and coping. Genetic, Social, and General Psychology Monographs,
127(2), 133-168. |

Spector, P E. (1994). Using self report questionnaires in OB rcsgarch: A
comment on the use of a controversial method. Jowrnal of Organizational
Bebavior, 15(5), 385-392. hups://doi.org/10.1002/job.4030150503.

Spector, P. E. (2019). Do not cross me: Optimizing the use of crossvsec_nonal
designs. Journal of Business and Psychology, 34(2), 125-137. https://doi.org/
10.1007/510869-018-09613 8. _

P E. & Meier, L. L. (2014). Methodologics for the study of organi-
national behavior processes: How to find your keys in the dark. ]nmu_l of
W Bebavior, 35(8), 1109-1119. hetps: / /doi.org/10.1002/job.

"I..-i '.’_‘F’““M& (2016), ﬂcﬁlmrcofmmrchnmhodcinwukmd

), 412431, heps: //doi.org/10.1111 /apps.12056.



.- S

292 P E SPECTOR AND D. J. HOWARD

Spector, P. E., Rosen, C. C,, Richardson, H. A., Williams, L. ]., & Johnson, R. E,
(2019). A new perspective on method variance: A measure-centric approach.
Jowrnal of Management, 45(3), 855-880. https://doi.org/10.1177 /014920
6316687295,

Spector, P. E., Yang, L.-Q., & Zhou, Z. E. (2015). A longitudinal investigation
of the role of violence prevention climate in exposure to workplace physical
violence and verbal abuse. Work & Seress, 29(4), 325-340. hups://doi.org/
10.1080,/02678373.2015.1076537.

Tuma, N. B., & Hannan, M. T. (1984). Secial dywamics Models and methods.
Saint Louis, US: Elsevier,

Waldeck, D., Tyndall, 1., & Chmiel, N. (2015). Resilience to ostracism: A
qualitative inquiry. Qualitative Report, 20010), 1646-1669.

Woodward, J. (2017). Scientific explanation. In E. N. Zalwa (Ed.), Stanford ency-
clapedin of philosaphy. Retrieved from hups: //plato.stanford edu /archives /fal
12017 /entries/scientific-explanation.

Wu, W, Selig, ]. P, & Little, T. D. (2013). Longitudinal data analysis. In T. D.
Litde (Ed.), Oxford handbook of quantitative methods (Vol. 2, pp. 387-410).
New York City: Oxford University Press.

Xu, E., Huang, X., & Robinson, S. L. (2017). When sclf-view is at stake:
Responses to ostracism through the lens of self-venfication theory. Journal of

Management, 43(7), 2281-2302. hups://doi.org/10.1177 /014920631456
7779.

Yang, J., & Treadway, D. C. (2018). A social influence interpretation of work-
place ostracism and counterproductive work behavior. Jowrnal of Busines
Ethics, 148(4), 879-891. hups://doi.org/10.1007 /s10551-015-2912 x.

APPENDIX

Sce Tables A1, A2, A3, A4, A5 and AG.

h“‘“‘(‘) (if applicable) and The Author(s), under exclusive
‘q'&“l o Nature Switzerland AG 2021
%w«u in Workplace Stigma,
/doi.org/10.1007 /978-3-030-54379.2

293





