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Abstract

Introduction and Aim: Counterproductive behaviors can have detrimental
consequences for organizational performance. Therefore, the present research was

conducted with the aim of investigating the causal model of the relationship between
anger and counterproductive behaviors with the mediating role of workplace ostracism
among the employees of a company in the petrochemical industries.

Methodology: The present research was applied in terms of purpose and descriptive-
correlational in terms of implementation method. The statistical population of this study
was all employees of a company in the petrochemical industries, from whom 290 people
were selected by convenience sampling. Data collection tools included the workplace
ostracism questionnaire, workplace deviance questionnaire and trait anger questionnaire
, Which were provided to the participants online. The data were analyzed using structural
equation modeling in SPSS-27 and Smart PLS-3 software.

Findings: The findings showed that the causal model of the relationship between anger
and counterproductive behaviors with the mediating role of workplace ostracism among
the employees of a company in the petrochemical industries had a good fit. In this
model, the direct effect of anger on workplace ostracism and counterproductive
behaviors, the direct effect of workplace ostracism on counterproductive behaviors and
the indirect effect of anger on counterproductive behaviors mediated by workplace
ostracism were significant (P<0.05).

Conclusion: Based on the findings of the present study, providing anger management
training and reducing the factors contributing to workplace ostracism can help reduce
counterproductive work behaviors among employees.
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Extended Abstract

Introduction and Aim

Anger is defined as a subjective emotional state that is
associated with hostile cognitions and physiological
arousal (Yilmaztirk, 2023). Compared to people with
low trait anger, people with high trait anger tend to
experience state anger more intensely, more
persistently, and more arousingly when faced with the
same anger-provoking environmental stimuli (Quinn et
al., 2014).

When other variables were not controlled for, no
differences were observed between prisoners and non-
prisoners in terms of sensitivity to rejection. Trait
anger predicts sensitivity to rejection in both groups;
however, the relationship between trait anger and
sensitivity to rejection is stronger in the prisoner
group, but when sensitivity to provocation is included
in the model, sensitivity to provocation predicts
sensitivity to rejection, and the relationship between
trait anger and sensitivity to rejection remains positive
only in the prisoner group (Bodecka et al., 2021).
Ostracism is defined as the degree to which an
individual perceives themselves to be ignored or
excluded by others (Colledani et al., 2025). Ostracism in
the workplace occurs when employees feel ignored or
excluded from social interactions and work-related
activities, which has adverse consequences on their
well-being, job  performance, and overall
organizational climate (Shinde, 2025).

Research has shown that counterproductive work
behaviors are a consequence of workplace ostracism
(Afsar &  Attaullah, 2021; Sabir et al., 2024).
Counterproductive work behaviors were defined as
behaviors that are contrary to the legitimate interests
of an organization. This definition was expanded and
elaborated to focus on intentional behavior by an
organizational member that is perceived by the
organization to be contrary to its legitimate interests
(Jain & Singh, 2025). Counterproductive work behavior
is defined as work behavior that is motivated by
negative emotions (Suyasa, 2017).

Deviant behavior in the workplace is associated with
individual differences in the tendency to feel and
express anger. People with a strong trait anger,
especially an angry temperament, report a higher
prevalence of deviant behavior (Mansor et al., 2022).
Many previous studies (e.g., Griep et al., 2022; Lee et al.,
2022; Cao et al, 2023) have confirmed the serious
damage that counterproductive work behaviors cause
to organizations and believe that reducing these
counterproductive work behaviors in organizations is

an important task for organizations to achieve
sustainable development (Cai et al., 2024).

Counterproductive work behaviors can have adverse
consequences for organizational performance,
including reduced productivity and profitability
(Carpenter et al., 2021) and there is a need to conduct
research on the factors affecting counterproductive
behaviors with the aim of reducing these behaviors.
Considering the review of theoretical and research
background, it seems that anger and workplace
ostracism affect counterproductive behaviors, and
accordingly, an attempt was made to investigate and
research the effect of anger on counterproductive
behaviors mediated by workplace ostracism.
Therefore, the present study aimed to investigate the
causal model of the relationship between anger and
counterproductive behaviors with the mediating role
of workplace ostracism among employees of a
company in the petrochemical industries.

Methodology

The present research was applied in terms of purpose
and  descriptive-correlational  in  terms  of
implementation method. The statistical population of
this study was all employees of a company in the
petrochemical industries, from whom 290 people
were selected by convenience sampling. In this
sampling method, researchers selected a number of
employees who had access to them as a sample.

To conduct this research, first, necessary coordination
was made with the officials of one of the companies
in the petrochemical industries and then sampling was
carried out. Then, the importance and necessity of the
research was explained to the samples and they were
given a commitment to observe ethical points and
considerations. In the next stage, the participants were
asked to carefully complete the research instruments
online.

Data collection tools included the workplace
ostracism questionnaire, workplace deviance
questionnaire and trait anger questionnaire , which
were provided to the participants online. The data
were analyzed using structural equation modeling in
SPSS-27 and Smart PLS-3 software.

Findings

The findings showed that the causal model of the
relationship between anger and counterproductive
behaviors with the mediating role of workplace
ostracism among the employees of a company in the
petrochemical industries had a good fit. In this model,
the direct effect of anger on workplace ostracism and




counterproductive behaviors, the direct effect of
workplace ostracism on counterproductive behaviors
and the indirect effect of anger on counterproductive
behaviors mediated by workplace ostracism were
significant (P<0.05).

Discussion and Conclusion

Among the limitations of this study was the use of
self-report questionnaires to measure variables. This
method may be associated with limitations such as the
tendency to present a favorable image of oneself, the
dependence of data on individuals' subjective
perceptions and impressions, and the possibility of
superficial and inaccurate responses. In addition,
respondents may have been cautious in reporting
variables due to some job considerations. The
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statistical population of the present study was limited
to employees of a company in the petrochemical
industry. As a result, the specific organizational, job,
and cultural characteristics of this group may have
affected the results, and generalization of the findings
to other organizations and industries should be done
with caution. Considering the findings and limitations
of this study, it is suggested that this model be
examined in future studies in different organizations,
industries, and job sectors to enable comparison of
results and increase the generalizability of the
findings. Also, Based on the findings of the present
study, providing anger management training and
reducing the factors contributing to workplace
ostracism can help reduce counterproductive work
behaviors among employees.
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