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A B S T R A C T  

According to the transactional stress theory, the relationship between workplace aggression and employee 

creativity, using workplace fear and employee silence as a mediator has been examined. It also explored the 

role of psychological capital as a moderator between the relationship between workplace bullying and 

workplace fear. Data were obtained from the two cities of Rawalpindi and Islamabad. The Pearson correlation 

and macro PROCESS developed by Hayes and Preacher (2008) has been used. The findings of the study 

showed the negative impact of workplace bullying on employee creativity when workers have high 

psychological resources and then raise their voices against the perpetrator. On the other hand, employee 

creativity habits have also increased due to anxiety. Thus, the mediating role of fear at the workplace and the 

silence of employees has not been proved. The study also revealed the moderating effect of psychological 

capital that has not been demonstrated in the Pakistani context. 
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1. INTRODUCTION 

In the present rapidly changing and progressively aggressive workplace, employees are, as never before, 

expected to deliver novel and helpful thoughts on new procedures, services, and products (Zhou and Hoever, 

2014). Creativity is important not only for increasing customer loyalty and satisfaction but also for 

organizational survival and success (Gumusluoglu and Ilsev, 2009). Organizations, therefore, are always ready 

to develop policies that can enhance the creativity of employees (Gong, Huang, & Farh, 2009). Almost every 

organization is stuck with the negative consequences of bullying and is attracted to the attention of research 

scholars because of its widespread behavior (Giorgi, Leon-Perez, and Arenas, 2015). In recent years, bullying 

in the workplace has attracted the attention of many research scholars from many countries, including Australia 

and Europe (Power et al., 2013). Bullying in the workplace has the same effect on reducing the productivity 

of any organization, whether large or small (Bergbom, Vartia, and Kinnunen, 2015). Workplace bullying has 



Impact of Workplace Bullying on Employee Creativity. Role of Workplace Fear, Employee Silence, and Psychological Capital Vol. 2, No. 2, 2020 

ISSN (Print): 2708-4051          ISSN (Online): 2708-406X 60  RADS Journal  of  Business Management  

a continuum of negative consequences, starting from criticism to physical torture (Neuman and Baron, 1998). 

There are many different names, including emotional abuse at work and mobilizing at work, which scholars 

use to elaborate on intimidation (Branch, Ramsay, and Barker, 2013). 

Amabile (1996) defines creativity as a unique, less time-consuming, and quality-oriented process that can be 

a process, product, or service use for organizational innovation, productivity, and survival. Creativity is a social 

process and consists of three components, including motivation, skills, and will (Ambile, 1998). Workplace 

bullying is negatively related to many organizational outcomes, including employee performance, employment 

commitment, and organizational citizenship behavior, and virtually unaware of how bullying affects employee 

creativity, which is a blend of novel and useful ideas about procedures, products, and services (Ambile, 1988). 

It has become an area of research for both practitioners and scholars in recent years (Ambile and Pratt, 2016). 

For this reason, the theoretical framework of the transactional stress theory (Lazarus and Folkman, 1984) in 

which different mechanisms exist and two primary mechanisms are adopted, the first is fear in which 

employees feel fear from the workplace and the second is the silence of employees that employees use to cope 
with the stressful situation by remaining silent. Lazarus and Folkman's theory suggests that when employees 

encounter stress from the organizational demanding nature of work and interpersonal conflict, they may 

experience fear and adopt appropriate coping mechanisms. 

Besides, psychological capital (PsyCap) has been used as a moderator for the relationship between harassment 

at work and fear at work. PsyCap is a building block of resilience, hope, optimism, and efficacy (Luthans, 

Avolio, Avey, & Norman, 2007). 

Relative to transactional stress theory, employees with a high PsyCap level will be better able to cope with 

bullying that reduces the level of fear than employees with a low PsyCap level. In this article, psychological 

capital as a moderator has been used to control the relationship between bullying at work and fear at work. 
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2. LITERATURE REVIEW 

2.1. Workplace Bullying 

Leyman (1990) was the first to publish a research paper on workplace bullying. After that, Leyman (1996) 

described bullying as a complex and different behavior that exists at different levels of the organization, 

including its culture, structure, style of leadership, management, and job design. Workplace bullying occurs 

when an individual encounters negative consequences daily and is unable to cope with these consequences 

(Einarsen, 2000). 

There is a different type of bullying, one in which employees are subject to bullying, but others do not have 

that knowledge until they report it (Hood, Jacobson, and Buren, 2010). Previous studies have found that not 

only does bullying harm the victim and does not have an impact on individual performance, but also diminishes 

the overall performance of the organization (Ayoko, Callan, and Hrtel, 2003). In a university environment, 

there is bullying at the hierarchical level, where superiors are cheating their subordinates (N. Smith &Fredricks-

Lowman, 2019). Victims of workplace bullying experience psychological disorder and personal harm, 

including depression, fear (Hansen, Hogh, Persson, Karlson, Grade and Orbaek, 2006). 

2.2. Employee Creativity 

The first definition of creativity defines the ability to develop advanced and new (Ambile, 1998), unique and 
easy (Zhou and George, 2001) ways to solve problems. Creativity is an intra-individual cognitive characteristic 

(Ambile, 1996) that breaks the usual procedures (Rank et al., 2004). 

Creativity is an individual attribute that is personal, difficult to change, and to get through experience (Tien et 

al., 2019), but it can be fostered and developed through organizational support and enhanced through 

motivation and culture (Ambile, 1988). Past studies have shown that leadership empowerment behavior has a 

positive impact on employee creativity (Zhang et al., 2018). Evidence has shown that organizational cultural 

setting and supportive social structure (Hahn et al., 2015), supervision style (Oldham and Cummings, 1996), 

leadership, and a supportive environment enhance employee creativity. When employees are encouraged to 

take risks and make inherently motivated mistakes, provide sufficient freedom and resources, including time 

and money, to carry out the task, they can be more creative (Ambile, 1998). 

2.3. Workplace Bullying and Employee Creativity 

Workplace bullying can be found at any workplace as a low-intensity deviant behavior that hurts the employee 

(Andersson and Pearson, 1999). Sakurai and Jex (2012) described how workplace bullying can be started by 

supervisors, customers, and co-workers, and we define it as bullying supervisors, client bullying, and co-
workers. Several studies are describing the negative effects of workplace bullying, but only a few studies focus 

on the relationship between workplace bullying and creativity practices (Sharifirad, 2016). Amabile (1996), 

defines creativity as unique, time-consuming, and quality-oriented processes that can be processes, products, 
or services, used for organizational innovation, productivity, and also necessary for its survival (Ambile and 

Pratt, 2016). The Componential Theory of Creativity shows that the organization can foster the creativity of 

employees, which has three components of intrinsic motivation, task-relevant expertise, and think about boxing 
skills that can reduce or produce creativity. 

Bullying creates a frightening atmosphere in the workplace; because the employee does not participate in 

meetings and discussion sessions and the organization does not get a novel and unique idea (Pearson et al., 

2001). The negative impact of bullying reduces the individual's inherent motivation, which hinders creative 

output. Such behavior reduces the creativity and competence of the organizational staff (Liao, Lui, and Lio, 

2010). Workplace bullying, therefore, creates a negative environment that reduces the creative behavior of 

employees (Zhang et al., 2014). This, therefore, leads to the development of the first hypothesis of the study: 

H1: Workplace bullying has a negative impact on employee creativity. 
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2.4. Workplace Fear 

The first concept of fear has been initiated since the dates of Aristotle, Rhetoric II. The research defines fear 

as psychological and physical harm or disturbance that results from a mental image that appears to have 

unhealthy situations for victims and is unable to protect them (Aristotle, Barnes, and Smith, 1984). Fear is also 
a feeling that helps us to maintain our social personality and existence that is always ready to protect us from 

the crisis that others have faced (Ahmed, 2003). 

When fear compares with its related emotions, including anxiety, it can easily distinguish between fear and the 

definition of fear, fear is an intrinsic emotion that is only for the shortest time, while anxiety prevails over other 

reactions, and its time is also longer than fear (Fischer, 1970), and the causes of fear have a recognizable 

stimulus that can be real or imaginary (Solomon, 2008). Fear develops from the surroundings, which can be 

dealt with perfectly, but anxiety cannot be easily overcome, and its effects continue to harm the victims 

(Ohman, 2008). The employee experienced an improper style of management fear (Guo et al., 2018; Bugdol; 

Bortniczuk, 2018). 

2.5. Employee Silence 

Employee silence may be defined as employees' retention of any form of the true expression of an individual's 
behavioral, cognitive and/or emotional assessment of his or her organizational circumstance to persons who 

are perceived to be capable of effecting change or redress (Pinder and Harlos, 2001). 

The existence of employee silence in the workplace is not only a bad situation but also an alarming one for the 

organization (Morrison, 2014). Sharing ideas among members is a current issue that organizations bear today 

(Gagne et al., 2019; Ouakouak and Ouedraogo, 2019). Silence can lead to a lot of negative outcomes related 
to employee commitment, job satisfaction, cynicism, low motivation, and less creative practices (Knoll and 

Dick, 2013). Due to employee silence, the organization cannot get up-to-date and innovative ideas that harm 

the overall performance of the organization and cannot compete with environmental factors (Burmeister et al., 
2019; Tangirala, and Ramanujam, 2008). 

Taking the relationship of silence and bullying of employees in this study for investigation is based on a recent 

qualitative study by the Commission (Rai and Agarwal, 2017). This study described silence as the most 

common reactions that employees use to protect themselves from being victims of workplace bullying. Mostly, 

bullying is caused by a power imbalance between the victim and the victim who has senior positions in the 

organization (Einarsen et al., 2011). The power imbalance is the most common cause of bullying, as victims 

are not able to deal with it properly (Milliken et al., 2003). 

2.6. Workplace Bullying and Workplace Fear 

Previous research on workplace behavior refers to the fear of a psychological state of individual experience 

through different environmental factors. Physically and emotionally harassment has been reported in the 

education sector, involving teachers victimizing their students (Dworkin Haney and Telshow, 1988). Bullying 
develops destructive behavior, such as a conflict between teachers and a student's scenario, creating an 

atmosphere of fear for teachers (Kauppi and Porhla, 2012).  

Sometimes abusive supervisors use their powers to manipulate and cheat employees daily (Tepper et al., 2009). 

This situation creates fear for employees and they are unable to report it, no one takes the risk of reporting due 

to the authority of the supervisor (Cortina and Magley, 2009). If any employee reports unfair behavior by the 

supervisor, the management does not take the necessary steps to reduce him or her, then the supervisor takes 

it personally and increases abusive behavior after no one has reported negative acts such as bullying due to 

negligence on the part of the management (Kish-Gephart, Detert, Trevino and Edmondson, 2009). This, 

therefore, leads to the development of the second hypothesis of the study: 

H2: Workplace bullying has a positive impact on workplace fear. 
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2.7. Workplace Bullying and Employee Silence 

Previous research described the primary cause of employee silence as the dysfunctional association of 

employees with their superiors (Morrison, 2014). Most sensitive employees are the targets of negative behavior 

and use silence as a coping mechanism (Detert and Burris, 2007) and hardly report and respond to the 
perpetrator because the perpetrator is well-positioned and can easily hit the victim (Xu et al., 2015) and the top 

management seems to be uncooperative (Roscigno et al., 2009). According to the Transactional Stress Theory 

(Lazarus and Folkman, 1984), this study aims to learn more about the relationship between workplace 
harassment and employee silence. Above the literature leads to the development of the third hypothesis of the 

study: 

H3: Workplace bullying has a positive impact on employee silence. 

2.8. Workplace Fear and Employee Silence 

To protect themselves from external threats, anxiety, and depression, individuals adopt different strategies 

(Schlenker and Weigold, 1989). It may be one possible mechanism to remain silent. Employee silence defined 
a situation in which an individual "retains relevant ideas, information or opinions as a form of self-protection 

based on fear." Besides, employees' silence can be defined as a coping mechanism in which employees remain 

silent to protect themselves from different negative consequences (Oh and Farh, 2017). Due to fearful feelings, 
employee participation in the decision-making process has been reduced and management has not been able 

to develop new strategies for different operations. In short, employee silence can be defined as a fear-based 

coping mechanism that employees adopt by not providing relevant input to protect themselves from negative 

outcomes. We claim that a negative feeling such as fear can enhance the silence of employees, which directly 
influences the innovative behavior (creativity) of employees. Besides, we can argue that employee silence is a 

coping mechanism that creates a fearful environment that employees use to protect themselves from negative 

consequences based on a bully. Based on the literature, the following hypothesis has been developed. 

H4: Workplace fear has a positive impact on employee silence. 

2.9. Workplace Fear and Employee Creativity 

At organizational meetings and discussion sessions where there is a need for information, ideas, strategies, and 
suggestions, employees do not speak out of fear. As Morrison described, "it is not just a lack of speech, as it 

cannot be spoken for many reasons, including having nothing meaningful to convey." If an employee does not 

have sufficient resources, such as hope and mental courage, to deal with fear at work, he or she cannot deliver 
creative ideas. Behavioral creativity requires thinking out of the box, taking new paths, and moving beyond 

their formal tasks (Neubert, Kacmar, Carlson, Chonko, and Roberts, 2008). Those employees are less creative 

and remain silent due to fear at work. According to Brinsfields, (2013) research, employees who feel fear use 

silence as a coping mechanism as a result of reduced creative behavior. 

Generally, it can be said that workplace bullying creates fear as a result of employees taking silent behavior to 
reduce negative consequences. As a result, employees do not participate in any form of discussions and 

meetings; this reduces the creativity of employees and therefore the organization is unable to find the latest 

and new ways of doing things and procedures, leading to the development of the fifth hypothesis of the study, 

H5: Workplace fear has a negative impact on employee creativity. 

2.10. Employee Silence and Employee Creativity 

In literature, many studies have described employee silence behaviors due to less information (Morrison, 
2014), the burden of duty, anxiety, and fear of being criticized (Dyne et al., 2003). When employees perceived 

that the knowledge or ideas they presented were being used against their own sake by the recipient, the feeling 

of fear developed (Detert and Trevino, 2010). Other factors, including prior experience of injustice (Lu and 

Xie, 2013) and employee silence, are also increasing due to the fear that other employees will use their ideas 
and knowledge to become more competitive than themselves (Perry Smith, 2006). Intrinsically psychological 

change in individuals can also lead to silence in the behavior of employees (Perlow and Repenning, 2009). 

When an individual feels criticized, negative emotions such as anger, humiliation, and embarrassment are 
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raised, as a result of which employees believe that organizational disturbances have been a major reason to 

reduce productivity and creativity. 

Employee silence behaviors have a negative impact on creativity that can be controlled or handled urgently 

(Morrison, 2014). Research has shown that, when employees do not share relevant information and ideas, this 
leads to a reduction in the whole process of creativity from all perspectives (Cerne et al., 2004). Strong research 

should be conducted on this behavior of employees. According to the cited literature, the sixth hypothesis of 

the study is as follows: 

H6: Employee silence has a negative impact on employee creativity. 

2.11. Mediating Role of Workplace Fear and Employee Silence 

Based on previous literature, fear at work is, of course, a negative experience associated with negative 
environmental factors such as bullying at work. Bullying develops destructive behavior, such as a teacher 

conflict and a student scenario that creates an atmosphere of fear for teachers (Kauppi and Porhla, 2012). 

Individuals adopt different strategies to protect themselves from external threats, anxiety, and depression 
(Schlenker and Weigold, 1989). It could be one possible mechanism to remain silent. 

Employee creative behaviors also decreased due to fearful feelings. Employee silence also increases due to the 
fear that other employees will use their ideas and knowledge to become more competitive than they do (Perry 

Smith, 2006).  The seventh hypothesis of this study has been developed based on the above-mentioned 

literature:  

H7: Workplace bullying has a negative impact on employee creativity through serial mediation of workplace 

fear and employee silence. 

2.12. Psychological Capital 

PsyCap is a building block of resilience, hope, optimism, and efficacy because it is an individual "positive 

assessment of the circumstances and the likelihood of success based on motivated effort and perseverance" 

(Luthans et al., 2007). Many studies have used psychological capital as a strong construction that has proved 

to help improve the psychological resources of employees rather than the other components (Luthans et al., 

2007). Psychological capital is linked to an increase in positive employee behavior, performance, and attitudes 

(Luthans and Youssef-Morgan, 2017) as a positive demographic trait such as self-assessment and character 

(Luthans et al., 2015) that exists in western and non-western countries (Sun et al., 2012). 

2.13. Moderating Role of Psychological Capital 

According to the transactional theory of stress, individual personal characteristics can lessen the feelings of 
anxiety and stress that he perceived from the environmental factors (Lazarus and Folkman, 1991). We argue 

that psychological capital can be considered a strong resource that can reduce workplace bullying's harmful 

effects. Employees who have been affected by bullying behavior can use psychological capital as a coping 

mechanism to reduce the feelings of fear that is the main cause of employee silence and creativity reduction. 

Employees with high psychological capital can perform better in stressful environments (Avey, Reichard, 
Luthans and Mhatre, 2011). Workplace bullying is viewed as negative behavior and understands as a 

significant stressor (Patrick, 2018), that affects the employee's emotions. Earlier literature defined that 

employees with high psychological capital can cope better with challenging circumstances and can better 

perform at any difficult scenario rather than those employees who have less psychological capital (Roberts, 
Scherer, and Bowyer, 2011). Employees whose psychological capital is low are more affected by the negative 

relationship with their colleagues and with their direct supervisors (Li et al., 2016). This leads to developing 

the eighth and final hypothesis of this study: 

H8: Psychological capital moderates the relationship between workplace bullying and workplace fear. 
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3. RESEARCH METHODOLOGY 

3.1. Research Design 

In this research, data are collected from government and private sector employees of Rawalpindi and Islamabad 

to monitor the impact of workplace bullying on employee creativity. This is a cross-section and quantitative 

research. The data shall be collected in a single time frame using a questionnaire adopted. The sample size of 

the 400 respondents was therefore targeted. To obtain data, 400 questionnaires were distributed and 380 

questionnaires were returned and 350 questionnaire data were available for final analysis. The response rate 

was therefore 87 percent. The SPSS 21 and AMOS 23 are used for data analysis and the following tests are 

carried out. 

One-way ANOVA 

Reliability analysis 

Descriptive statistics (mean, standard deviation) 

Confirmatory factor analysis (CFA) 

Regression analysis through Preacher and Hayes process 

3.2. Instrumentation 

Response on the five-point Likert scale ranged from 1 to 5 for study variables including workplace bullying, 

workplace fear, employee silence, employee creativity, and psychological capital 

3.2.1. Workplace Bullying 

The Negative Acts Questionnaire (NAQ) was developed to measure workplace bullying (Einarsen, Hoel, and 

Notelaers, 2009). There were 22 items, including an analysis of the long-term problem of finding a solution to 

this work. The response has been received on the 5 points Likert scale, which includes 1 for never and 5 for 

daily. An analysis is also performed on 20 items because the loading factor of 2 items was less than 0.3. Alpha 

reliability for this scale was found to be 0.88. 

3.2.2. Workplace Fear 

The questionnaire was designed to measure the fears of the workplace, developed by (Ashkanasy, N. M., and 

Nicholson, G. J. 2003). There were 13 items, including a feeling of fear or anxiety at work." The response has 

been received on the 5 points Likert scale, which includes 1 for strong disagreement and 5 for a strong 

agreement. Alpha reliability for this scale was found to be 0.89. 

3.2.3. Employee Silence 

The questionnaire adopted was used to measure the silence of employees, developed by (Brinsfield2013). 

There were 10 items to speak up about, including dangerous ones. The response has received 5 Likert point 

scales, which include 1 for strong disagreement and 5 for a strong agreement. Alpha reliability for this scale 

was found to be 0.87. 

3.2.4. Employee Creativity 

The questionnaire adopted was used to measure the creativity of employees, developed by (Ettlie et al., 1982). 

There were 18 issues, including new ideas and new approaches to problems. The response was received on the 

5 points Likert scale, which includes 1 for strong disagreement and 5 for a strong agreement. The analysis was 

performed on 14 items because the loading factor of 4 items was less than 0.3. Alpha reliability for this scale 

was found to be 0.90. 
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3.2.5. Psychological Capital 

The questionnaire adopted was used to measure psychological capital, as developed by the Commission (Avey, 

Avolio, and Luthans, 2011). There were 12 items, including a confident analysis of the long-term problem of 

finding a solution to this work. The response was received on the 5 points Likert scale, which includes 1 for 

strong disagreement and 5 for a strong agreement. Alpha reliability for this scale was found to be 0.89. 

4. RESULTS 

4.1. Reliability Analysis 

Crone Bach Alpha technique is used to check the internal consistency of the variables. If the value of Crone 

Bach Alpha is greater than 0.7, it is considered to be accepted and good reliability, whereas if the value of 

Crona Bach Alpha is less than 0.5, it is considered to be poor and unrecognized reliability. On the other hand, 

Crone Bach Alpha is considered more than 0.6 to be moderately reliable (Sekaran and Bougie, 2003). 

Table 1. Reliability Analysis.  

S. No. Variables No. of Items Current Reliability 

1 WB 20 0.88 

2 WF 13 0.89 

3 ES 10 0.87 

4 EC 14 0.90 

5 PC 12 0.89 

WB= Workplace Bullying, WF= Workplace Fear, ES= Employee Silence, EC= Employee Creativity, PC= 

Psychological Capital. 

Table 1 describes the current variables that are used in this study. Workplace bullying has 20 items and its 

reliability has been found to be 0.88. Workplace fear has 13 items and its reliability has been found to be 0.89. 

Employee silence has 10 items and its reliability has been found to be 0.87. Employee creativity has 14 items 

and its reliability has been found to be 0.90. Psychological capital has 12 items and its reliability has been 

found to be 0.89. All variable reliability has been found above 0.7, which shows the good reliability of all 

variables. 

4.2. Demographic Statistics 

Table 2 describes the demographics of the study including age, gender, organization, education and tenure. 

Table 2. Demographic Statistics. 

Demographics 

Age 
18-25       26-34       35-45        46-55     above 56 

(37.1%)   (45.7%)    (11.4%)    (2.9%)       (2.9%) 

Gender 
Male                Female 
(54.3%)          (45.7%) 

Organization 
Government          Private 

(65.7%)                 (34.3%) 

Education 
Matric    Intermediate   Bachelors   Masters 
(5.7%)        (8.6%)         (22.9%)    (62.9%) 

Tenure 
Less than 1 year  More than1 and less than 5 years   More than 5 years 

(20%)                        (57.1%)                                    (22.9%) 
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4.3. Mean and Standard Deviation 

Table 3 described the study variables mean, standard deviation. Workplace bullying (Mean = 3.99, S.td = 

0.45), workplace fear (Mean = 3.86, S.td = 0.73), employee silence (Mean = 3.94, S.td = 0.53), employee 

creativity (Mean = 3.86, S.td = 0.56) and psychological capital (Mean = 4.67, S.td = 0.0.62). 

Table 3. Mean and Standard Deviation. 

 Mean Standard Deviation 

WB 3.99 0.45 

WF 3.86 0.73 

ES 3.94 0.53 

EC 3.86 0.56 

PC 4.67 0.62 

WB= Workplace Bullying, WF= Workplace Fear, ES= Employee Silence, EC= Employee Creativity, PC= 

Psychological Capital. 

4.4. Confirmatory Factor Analysis 

Confirmatory factor analysis conducted through AMOS 23 to check the complete accuracy and fitness of the 

model. Various values (X2/DF, GFI, CFI, AGFI, NFI and RMSEA) are described in Table 4. 

Table 4. Confirmatory Factor Analysis. 

Model X2/DF CFI GFI AGFI NFI RMSEA 

5-Factor model 1.373 0.97 0.809 0.794 0.90 0.033 

1- Factor model 4.717 0.65 0.617 0.583 0.65 0.11 

Table 4 describes the acceptable 5-factor model fit statistics (X2/DF = 1.373, CFI = 0.97, GFI = 0.809, AGFI 

= 0.794, NFI = 0.90, RMSEA = 0.033) that support the 5-factor model. The value of X2/DF is 1.373, which is 

less than 3, the value of RMSEA is 0.033, which is less than 0.08, as described in previous research by Bentler 

and Hu, (1999), and is also related to the findings of Anderson and Babin (2010). The 1-factor model also runs 

and compares the results, but the 5-factor model provided more fit than the 1-factor model. 

4.5. Correlation Analysis 

Table 5. Correlation Analysis. 

 WB WF ES EC PC 

Workplace bullying 1     

Workplace fear 0.394** 1    

Employee silence 0.108* 0.189** 1   

Employee creativity -0.496** -0.146** -0.159** 1  

Psychological capital -0.099 -0.289** -0.176** 0.019 1 

** Correlation is significant at the level of 0.01 (2 tailed). 

* Correlation is significant at the level of 0.05 (2 tailed). 

Table 5 describes the Pearson study variable correlation. When the correlation is significant at the level 

(P<0.01), the relationship shows (**) and when the correlation is significant at the level (P<0.05), the 

relationship shows (*). There is a negative correlation between workplace bullying and employee creativity 

(P<0.01, β =-0.496**). Workplace bullying and workplace fear as a positive significant correlation (P<0.01, β 



Impact of Workplace Bullying on Employee Creativity. Role of Workplace Fear, Employee Silence, and Psychological Capital Vol. 2, No. 2, 2020 

ISSN (Print): 2708-4051          ISSN (Online): 2708-406X 68  RADS Journal  of  Business Management  

= 0.394**). Workplace bullying has a significant positive correlation with employee silence (P<0.05, β = 

0.108*). The correlation between employee fear and employee silence is also significant positive (P<0.01, β = 

0.189**) as well as occupational fear (P<0.01, β =-0.146**) and employee silence (P<0.01, β =-0.159**) has 

a significant negative correlation with employee creativity. 

4.6. Analysis of Preacher and Hayes Regression 

To check the perfect analysis of mediation and moderation, we use the approach of the process method 

developed by (Preacher and Hayes, 2008). They have developed 74 models that can meet the requirements of 

approximately all the research models. This was the latest version 3.4 of the process and Model 6 was used 

for serial mediation and Model 1 for moderation. 

4.6.1. Serial Mediation of Workplace Fear and Employee Silence Results 

Table 6(a) describes the results of direct relationships between variables. This shows that the relationship 

between workplace harassment and employee creativity is negative, and the relationship between workplace 

harassment and workplace fear is positive, which supports our assumptions 1 and 2, while the relationship 
between workplace harassment and employee silence is positive but insignificant, which rejects Hypothesis 3. 

The result shows that the relationship between fear at work and employee silence is positive, and the 

relationship between employee silence and employee creativity is also negative, which supports assumptions 

4 and 6, while the relationship between fear at work and employee creativity is positive and insignificant, 

which rejects the hypothesis 5. 

Table 6(a). Results of direct effects of workplace bullying, workplace fear, employee silence and 

employee creativity. 

Variables Β LLCI ULCI P S.E T 

Direct Effects 

IV to DV 
      

WB to EC (H1) -0.6404 -0.7637 -0.5171 0.00 0.0627 -10.21 

IV to Mediator       

WB to WF (H2) 0.6378 0.4808 0.7948 0.00 0.0798 7.99 

WB To ES (H3) 0.0469 -0.0870 0.1807 0.49 0.0681 0.688 

Mediator to Mediator       

WF to ES (H4) 0.1272 0.0445 0.2098 0.00 0.420 3.026 

Mediator to DV       

WF to EC (H5) 0.0603 -0.0168 0.1373 0.12 0.0392 1.538 

ES to EC (H6) -0.1239 -0.2210 -0.0267 0.01 0.0494 -2.507 

Table 6(b). Results of indirect effects of workplace fear and employee silence between the relationship 

of workplace bullying and employee creativity. 

Bootstrap for the indirect effects of workplace fear and employee silence of workplace bulling on 
employee creativity.  

 Β Boot S.E LLCI ULCI 

WB    WF    EC 0.0384 0.0191 0.0014 0.0755 

WB    ES    EC -0.0058 0.0086 -0.0236 0.0124 

WB   WF    ES       EC -0.0100 0.0054 -0.0221 -0.0012 

N = 350, Unstandardized regression coefficients, Bootstrap = 5000, LLCI = Lower level confidence interval, 

ULCI = Upper level confidence interval, WB = workplace bullying, WF = Workplace fear, ES = Employee 

silence, EC = Employee creativity, PC = Psychological capital. 
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Table 6(b) describes the results of the serial mediation that rejects our assumption no. 7 that workplace fear 

and employee silence will negatively mediate the relationship between workplace bullying and employee 

creativity. Indirect bootstrap results are shown (LLCI =-0.0221, ULCI =-0.001), LLCI and ULCI are shown to 

be zero, which reject hypothesis no 7. 

4.7. Moderation Analysis 

Hypothesis 8 describes the moderate interaction between workplace bullying and workplace fear, in which 

when psychological capital is high then workplace fear decreases and vice versa. Table 7 shows the result of 

interaction term which is also insignificant (P>0.05), as a result hypothesis 8 rejected, so the moderation 

findings did not support our predicted hypothesis no 8. 

Table 7. Moderation Analysis. 

Model Summary 

R R2 F df1 df2 P 

0.47 0.22 32.96 3.0 346 0.00 

Path confidents 

 Β S.E T P LLCI ULCI 

Constant 8.02 3.91 2.05 0.04 0.34 15.71 

Workplace 

bullying 
-0.67 0.96 -0.69 0.49 -2.55 1.21 

Psychological 

capital 
-1.37 0.809 -1.69 0.09 -2.96 0.22 

WB*PC 0.26 0.19 1.33 0.18 -0.127 0.653 

Interactions: WB*PC 

 ∆R2 F df1 df2 P 

WB*PC 0.004 1.76 1.0 346 0.19 

4.8. Proposed Hypothesis Results 

Serial No. Hypothesis Results 

H1: Workplace bullying has a negative impact on employee creativity. Supported 

H2: Workplace bullying has a positive impact on workplace fear. Supported 

H3: Workplace bullying has a positive impact on employee silence. Unsupported 

H4: Workplace fear has a positive impact on employee silence. Supported 

H5: Workplace fear has a negative impact on employee creativity. Unsupported 

H6: Employee silence has a negative impact on employee creativity. Supported 

H7: Workplace bullying has a negative impact on employee creativity by serial 

mediation of workplace fear and employee silence. 
Unsupported 

H8: Psychological capital moderates the relationship between workplace bullying 

and workplace fear. 
Unsupported 
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5. DISCUSSION 

5.1. Findings 

Hypotheses 1 and 2 described workplace bullying have a negative impact on employee creativity, and 
workplace bullying has a positive impact on the fear of the workplace. Based on the results of the Pearson 

correlations and the Process Analysis, the projected hypothesis was supported. Finding from previous studies, 

describing the negative impact of bullying reduces the individual motivation that hinders creative output. Such 
behavior reduces the creativity and competence of the organizational staff (Liao, Lui, and Lio, 2010). 

Workplace bullying creates a negative environment that reduces the creative behavior of employees (Zhang et 

al., 2014). 

Hypothesis 3 predicted that workplace bullying had a significant positive impact on employee silence, but the 

result did not support the hypothesis due to its insignificant relationship. Although the findings are consistent 
with the few previous studies, more than 80 percent of the victims of bullying wanted to respond actively 

(Harlos and Knoll, 2018). In this study, we found high psychological capital in employees, which is consistent 

with previous findings (Abbas and Raja, 2015), that Pakistan's employees have high psychological capital and 

low job stress. Employees with high psychological capital do not remain silent (MacCurtain et al., 2018). 
Pakistan has a male dominant society and male participants were taller than female participants in this study. 

Previous research shows that women who have been victims of bullying are likely to remain silent, but men 

do not remain silent, they raise their voices against the perpetrators (Harlos et al., 2017). Therefore, due to 
high psychological capital and the high number of male participants in this study, bullying is not the cause of 

employee silence. 

Hypothesis 4 is based on the assumption that fear at work has a positive impact on employee silence, in 

Hypothesis 6; employee silence is predicted to have a negative impact on employee creativity. The results of 

the Pearson Correlation and Process supported our proposed assumptions. The results of these hypotheses are 
related to previous studies. Individuals adopt different strategies to protect themselves from external threats, 

anxiety, and depression (Schlenker and Weigold, 1989). Remaining silent may be one possible mechanism, 

sometimes employees' silence increases when employees do not feel safe and use defensive mechanisms to 
maintain relationships with others and use pro-social silence mechanisms (Dyne et al., 2003). Furthermore, 

employees' silence can be defined as a coping mechanism in which employees remain silent to protect 

themselves from different negative co-operations (Oh and Farh, 2017). 

Hypothesis 5 predicts that fear at work has a significant negative impact on employee creativity, but this 

hypothesis was not supported by the result. Although the findings are consistent with the few previous studies, 

fear and anxiety at work sometimes encourage employee creativity (Baas, et al., 2011). Workplace fear 
including anxiety, frustration fosters employee commitment and motivation to achieve goals such as 

promotion; we expect that the focus of promotion will enhance employee creativity (Carver, 2004). Although 

the previous finding described the fear and anxious behavior of the workplace led to more creativity than a 
relaxed and neutral feeling (Baas et al., 2011). So, it can be said that because of the Pakistani context, where 

the unemployment rate is high and the economy is also immature, employees are developing new ideas to save 

their jobs. 

Hypothesis 7 is predicted, in which the fear of the workplace and the silence of employees seriously mediate 

the relationship between bullying in the workplace and the creativity of employees. This hypothesis was also 
rejected because hypothesis 3 that workplace bullying has a significant positive impact on employee silence 

and hypothesis 5 that workplace fear has a significant negative impact on employee creativity is both rejected 

based on the Pakistani context. 

Moving towards the 8 hypotheses that psychological capital moderates the relationship between bullying at 

work and fear at work, however, the results of this study did not support the moderating impact of 

psychological capital. This may be because Pakistan is a developing country and that its economy is not well 

matured. Another cause of the unsupported relationship may be the increased unemployment rate in Pakistan, 

the increase in educated youth, but the potential for organizational work has not increased. Employees have 

high psychological capital but are unable to retaliate or quit because of low market jobs. 
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5.2. Practical and Managerial Implications 

This study has different practical implications. Our findings show that negative behaviors such as bullying in 

the workplace reduce the creativity of employees, which is considered to be the most competitive advantage 

of any organization. Workplace bullying also increases fear in the workplace as a result of employees adopting 
different coping mechanisms, including remaining silent to protect themselves. When employees do not 

participate in organizational discussions and meetings due to fear, the overall organizational performance will 

have negative consequences. Organization management should encourage the feedback behavior of 
employees. The organization should conduct a variety of training sessions to educate those individuals with 

leadership positions on the importance of a friendly working environment and positive interpersonal 

relationships (Walumbwa, Hartnell, & Misati, 2017). 

Creativity plays a vital role in the success of the organization; it should be encouraged by reducing bullying in 

the workplace (Gumusluoglu and Ilse, 2009). The findings of this study show that workplace bullying creates 
an unhealthful working environment; therefore, there should be a safer environment in which employees feel 

psychologically safe. 

Top management implements employee-friendly policies in which an employee participates and makes 

suggestions to management without fear of being criticized (Mayer, Kuenzi, Greenbaum, Bardes, & Salvador, 

2009). When the employee feels more psychologically safe, his ability has increased (Edmondson, 2003). 

Organizations provide training facilities in which employees learn more about how to protect themselves from 

the harmful behavior of harassment. The organization achieves output by enhancing the psychological capital 

of employees in whom each employee is better able to perform in uncertain and negative situations. 

5.3. Limitations and Direction for Future Research 

Culture is the first limitation of the study. The results of this study, based on a single culture, may be different 
from the diverse culture. Culture plays a vital role in the behavior of people (Shavitt et al., 2008). Future studies 

could be conducted on the same variables based on different cultures. 

Second, there is also a limitation on the sample size of the study; we collected data from only 400 respondents. 

A large sample size can be used to find a different scenario. We collect data on a time horizon; future 

researchers may research two-time horizons. 

Third, psychological capital as a moderator is used between the relationship between bullying in the workplace 
and fear in the workplace, and future studies could examine the role of individual power distances and other 

personal resources as moderators. 

Fourth, fear at the workplace and silence of employees is used as a serial mediator between the relationship 

between bullying at the workplace and employee creativity, and future research could take employee awareness 

as a mediator. 

6. CONCLUSION 

This study describes that harassment at the workplace reduces the creativity of employees. As a result of 

workplace harassment, employees develop feelings of fear as a result of their concentration on work reduction. 

If employees have high psychological capital, they can better cope with negative consequences and retaliate 

against the perpetrator by raising their voices mostly from the male side. This study explores the moderate 

impact of psychological capital that has not been demonstrated in the Pakistani context. This study also 

explores that sometimes fear of promotion can trigger employee creativity behaviors, so they take new ways 

to do the job they do. 

DISCLOSURE 

This paper is extracted from author’s own research thesis. 
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Appendix 

Workplace Bullying 

1. Someone withholding information which aspects your performance. 

2. Being ordered to do work below your level of competence. 

3. Having your opinions ignored. 
4. Being given tasks with unreasonable deadlines. 

5. Excessive monitoring of your work 

6. Pressure not to claim something to which by right you are entitled (e.g. sick leave, holiday 

entitlement, and travel expenses). 
7. Being exposed to an unmanageable workload. 

8. Being humiliated or ridiculed in connection with your work. 

9. Having key areas of responsibility removed or replaced with more trivial or unpleasant tasks. 
10. Spreading of gossip and rumors about you. 

11. Being ignored or excluded. 

12. Having insulting or offensive remarks made about your person, attitudes or your private life. 
13. Hints or signals from others that you should quit your job. 

14. Repeated reminders of your errors or mistakes. 

15. Being ignored or facing a hostile reaction when you approach. 

16. Persistent criticism of your errors or mistakes. 
17. Practical jokes carried out by people you don't get along with. 

18. Having allegations made against you. 

19. Being the subject of excessive teasing and sarcasm. 
20. Being shouted at or being the target of spontaneous anger. 

21. Intimidating behaviors such as finger-pointing, invasion of personal space, shoving, block your way. 

22. Threats of violence or physical abuse or actual abuse. 

Workplace Fear 

1. I feel people aren't totally truthful with me because they worry about what they have to tell me. 
2. I feel that I can be totally honest with management on all work related issues." 

3. I feel fearful or anxious when I am at work. 

4. I feel comfortable about giving suggestions -they aren't treated as criticism." 
5. I feel uneasy at work because I do not receive all the information I need to do my job properly. 

6. When I make a mistake, I am confident about telling co-workers and would never lie about it. 

7. I dread repercussions at work because they are unpredictable. 

8. I do not feel apprehensive about discussing sensitive work issues with management. 
9. I feel anxious about speaking up in this organization, because you have to be able to prove all your 

remarks. 

10. I feel at ease in this workplace because punishment is only applied to those who have done 
something wrong. 

11. I feel so fearful when I make a mistake, that I would hide it from or lie about it to management. 

12. I feel safe discussing sensitive work issues with co-worker. 
13. I feel afraid at work because management comes down hard on mistakes as an example to others. 

Employee Silence 

1. I felt it was dangerous to speak up. 

2. I remain silent to protect myself from harm. 

3. I felt it was risky to speak. 
4. I believed that speaking up may negatively impact my career. 

5. I was afraid of adverse consequences (e.g., being criticized, losing my job). 

6. I did not believe my concerns would be addressed. 

7. Management did not appear interested in hearing about these types of issues. 
8. No one was interested in taking appropriate action. 
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9. I did not feel I would be taken seriously. 

10. I did not think it would do any good to speak up. 

Employee Creativity 

1. I try new ideas and new approaches to problems. 
2. I take things or situations apart to find out how they work. 

3. I will be counted on to find a new use for existing methods or existing equipment. 

4. Among my colleagues and co-workers, I will be the first or nearly the first to try out a new idea or 
method. 

5. I demonstrate originality. 

6. I will work on a problem which has caused others great difficulty. 
7. I develop contacts with experts in my area located outside my firm. 

8. I budget funds for the pursuit of a risky idea. 

9. I make comments at staff meetings. 

10. If my co-workers were asked, they would say I am a wit. 
11. Stick to the rules and protocol. 

12. Encourage more formal meetings. 

13. I leave it to others to support a colleague’s suggestions. 
14. I turn down risky assignments. 

15. I discipline people who depart from the accepted organizational routine. 

16. I will be known for the quantity of output when starting a new project rather than the quality of 
output. 

17. I will not be able to find enough variety of experience on my job. 

18. I am going to leave my job soon because I am unchallenged. 

Psychological Capital 

1. I feel confident analyzing a long-term problem to find a solution regarding my work.  
2. I feel confident helping to set targets/goals in my work.  

3. I feel sure when sharing information about my work with other people.  

4. At the present time, I am energetically pursuing my goals.  

5. There are lots of ways around any problem.  
6. Right now, I see myself as being pretty successful in my work.  

7. Now, I am meeting the goals that I have set for myself.  

8. I can be “on my own,” so to speak, if I should.  
9. I usually take stressful things of my work in stride.  

10. I feel I can handle many things at a time.  

11. Concerning my work, I’m optimistic about what the future offers me.  
12. I always look on the bright side of things. 
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