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Abstract

Purpose – Intention to leave as an outcome of exposure to workplace bullying is well documented in previous
studies, yet, research on explanatory conditions for such an association is lacking.
Design/methodology/approach – The present study investigates the relationship between injustice
perceptions, exposure to bullying behaviors and turnover intention, employing amoderatedmediation analysis
based on a reanalysis and extension of data gathered among a sample of Norwegian bus drivers (N5 1, 024).
Findings – As hypothesized, injustice perceptions were indirectly related to intention to leave via workplace
bullying, however, only under conditions of higher perceived injustice levels.
Practical implications – The results underscore the importance of preventing workplace bullying and of
maintaining ample levels of justice at work, where employees are treated with fairness and respect.
Originality/value –The study adds important knowledge to the bullying literature by focusing on the role of
mechanisms and moderators in bullying situations, investigating how the combination of workplace bullying
and injustice perceptions is reflected in employees’ intention to leave the organization.
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Employment is not only financially necessary formost but also highly important with respect to
maintaining health and well-being (Creed and Macintyre, 2001). Yet, health and well-being at
work is dependent on a number of psychosocial factors in thework setting generatingpositive or
negative feelings and attitudes among employees (North et al., 1996), in particular social factors
such as interpersonal conflicts (Spector and Jex, 1998). Related to this, exposure to workplace
bullying, i.e. being exposed to repeated unwanted negative behaviors by peers or superiors at
work, is regarded as one of the most devastating social stressors at work (Hauge et al., 2010).
Bullying at work has been shown to yield severe negative outcomes for those affected (Nielsen
andEinarsen, 2012). Among a range ofwork-related and health-related outcomes is an increased
intention to leave the organization among those exposed (Glambek et al., 2014).

Among the different theoretical frameworks and concepts used to explain the effects of
bullying in working life, Parzefall and Salin (2010) argue that perceptions of injustice is an
essential part of the bullying experience, thus representing a well-suited starting point when
assessing both antecedents and outcomes of bullying. Van den Bos and Lind (2002) similarly
state that in unclear or unpredictable situations, people become especially attentive to the
information they need to form fairness judgments. Hence, targets of workplace bullying,
already being in a situation with little or no control over their social environment (Einarsen
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et al., 2011), are likely to be more severely affected when they also perceive their general work
environment as unfair, at least compared with contexts denoting a safe and fair environment
where respectful and reasonable treatment is to be expected, e.g. when interpersonal conflicts
are handled (see also Zahlquist et al., 2019). However, studies assessing these assumptions are
scarce, and in order to meet this shortcoming in the literature, we aim to investigate whether
employees’ injustice perceptions moderate the relationship between exposure to bullying
behaviors and intention to leave, a much studied outcome of exposure to workplace bullying.
In addition, as being in a fair and just environmentmay also reduce the risk of being bullied in
the first place, we will test this assumption in a moderated mediation analysis where the
employees’ perception of being treated unfairly moderates its own indirect effect on intention
to leave via exposure to bullying behaviors. As such, the present study represents a novel
attempt to examine the interrelationships between injustice perceptions, workplace bullying
and intention to leave, possibly entailing significant practical and theoretical implications.

The harmful effects of workplace bullying
Bullying at work, in its strictest sense, is characterized by three central criteria: (1) repeated and
regular exposure to negative social behaviors, (2) a prolonged period of exposure and (3) a real or
perceived imbalance of power between the bully and the victim (Einarsen et al., 1994; Leymann,
1996). Bullying is therefore not about single and isolated episodes or events. Nor is it an either or
phenomenon, but rather a gradually escalating process (Zapf and Gross, 2001), where the target
risks being increasingly victimized over time. Moreover, the behaviors involved can be either
work-related or person-related (Einarsen et al., 2011), with the former including behaviors like
being given unreasonable deadlines and unmanageable work tasks, and the latter involving
behaviors likemaking insulting remarks, being socially excluded or exposed to excessive teasing.

Yet, often taking the form of a gradually escalating process, workplace bullying manifest
in varying degrees of intensity (Notelaers and Einarsen, 2013; Conway et al., 2018) in which
less intensive formsmay be referred to as acts of incivility (Cortina et al., 2001) or as exposure
to negative acts at work (Einarsen et al., 2009). In the present study, with its preventive focus,
we investigate experiences across the whole range of this spectrum, from exposure to
occasional negative social acts up to and including full blown cases of victimization from
bullying, here combined under the term exposure to bullying behaviors (Nielsen et al., 2011).

For employees systematically targeted, exposure to bullying behaviors is associated with
numerous negative outcomes, includingmental and psychosomatic health problems (Hogh et al.,
2011b; Nielsen and Einarsen, 2012), sickness absence (Ortega et al., 2011; Niedhammer et al.,
2013), reduced job satisfaction (Rodr�ıguez-Mu~noz et al., 2009) and intention to leave the
organization (Glambek et al., 2014). This gross negative impact of bullying on individual level
outcomes is likely to be affected by a range of individual, but also contextual factors (Nielsen and
Einarsen, 2018; Rai andAgarwal, 2018). For example, the leadership style of one’s nearest leader
has been proposed as an important contextual factor (Hauge et al., 2011), as it has climate for
conflict management (Einarsen et al., 2016), with both acting as moderators on the outcomes of
exposure to bullying behaviors. Related to these findings, it is theoretically plausible that
injustice perceptions in targets hold a significant explanatory potential with respect to both
antecedents and outcomes of bullying. In particular, injustice perceptionsmay affect the target’s
confidence in the organization’s ability to adequately handle the situation. In the present study,
wewill therefore investigate employees’ injustice perceptions as a potentialmechanism involved
in the relationship between workplace bullying and targets�intention to leave the organization.

Justice perceptions
Organizational justice is referred to as the “just and fair manner in which organizations treat
their employees” (Greenberg, 1990), with employees’ evaluative assessment of such fairness
as a key factor (Tepper, 2001). Commonly, a division is made between three types of justice:
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procedural, distributive and interactional (Colquitt, 2001). Procedural justice refers to the
fairness of the processes that leads to outcomes and is fostered through fair process criteria
like accuracy and lack of bias (Leventhal, 1980). Distributive justice refers to the fairness
associated with distribution of resources and is present when outcomes are consistent with
norms for allocation such as equity or equality (Colquitt, 2001). Lastly, interactional justice
refers to the interactional treatment experienced by employees as processes are enacted (see
Bies, 1987). This latter form of justice has by some been further divided into interpersonal
justice and informational justice (Colquitt, 2001), with interpersonal justice reflecting
perceived respect and fairness with regard to interpersonal treatment, and informational
justice reflecting perceived justice with respect to explanations of specific decisions relevant
to the choice of procedures aswell as the distribution of outcomes. In the present study, we are
focusing on the individual perception of the extent to which the organization and its leader(s)
are being unfair and unjust in their treatment of the employees and thereby employ a broad
measure of organizational justice, focusing on the effects of perceiving one’s organizational
context to hold low levels of justice, referred to as individual injustice perceptions.

Having an experience of being treated justly and respectfully by the organization and its
leaders may create a perception that one is regarded as a valuable member of the
organization, and that the work environment is generally characterized by predictability and
fairness. Experiences of being treated unfairly, on the other hand, may put into question one’s
feeling of being a valued member of the organization. In addition, it may reasonably deprive
the employee of coping resources such as social support and self-efficacy, thus possibly
affecting the employee’s ability to cope with significant work stressors (see Tepper, 2001). As
such, in addition to creating a negative atmosphere involving uncertainty about employees’
perceived value as such, a work environment perceived as unfair and unjust makes it difficult
for the employee to obtain favorable outcomes at work, thereby increasing the risk of her/him
violating social norms (Wood et al., 2013). In line with this, several studies show that the
employees’ evaluation of fairness within the organization affects their attitudes and behavior
(Moorman, 1991; Folger and Cropanzano, 2001), as well as their proneness to take sick leave
and suffer health impairment (Elovainio et al., 2004). Hence, injustice perceptions, i.e.
perceiving the organization as unjust and unfair in its decisions of employees’ rights and
interests, seem to present sources of stress aswell as fostering negative emotions at work that
may involve health risks among the employees (Fox et al., 2001).

The role of injustice perceptions in bullying situations: an antecedent and a moderator
Although studies looking at workplace bullying and injustice perceptions in concerto are
scarce, there is some evidence of their potential interrelationships. In one strain of evidence,
injustice is understood as a general risk factor increasing the probability that workplace
bullying will commence in the first place. For instance, a direct negative relationship between
organizational justice and workplace aggression and workplace bullying, respectively, has
been found in two unpublished doctoral theses (Mourssi-Alfash, 2014; Wilson, 2010). These
findings are in line with the so-called work environment hypothesis, holding that bullying is
the result of prevailing frustrations and problems in the psychosocial working environment,
including poor leadership, role stress and an unclear and poorly organized work design more
in general (Hauge et al., 2007; Leymann, 1996; Reknes et al., 2019). Included in this may of
course exist a prevailing unfairness and injustice, distributed across the justice domains
mentioned above. In this line of reasoning, injustice perceptions may therefore be seen as a
risk factor or antecedent of perceived exposure to bullying behaviors. In addition, in another
strain of evidence, (in)justice is understood as a moderator of the relationship between
workplace bullying and its consequences. For instance, in their study of 310 entry-level
Taiwanese employees, Hsu et al. (2019) found that high organizational justice buffered the
negative effects of workplace bullying on well-being, illustrating the potential beneficial
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effect of employees’ fairness perceptions when bullying has already commenced. In addition,
perceptions of unfairness seem to be relevant with respect to the management of bullying
complaints. In a study by Jenkins et al. (2013), participants who submitted a workers’
compensation claim after being bullied perceived less organizational justice than those who
did not submit a claim. Hence, perceptions of poor organizational justice can be regarded as a
work environment stressor on the one hand, possibly increasing the risk of workplace
bullying via its negative effects on behavioral, physical and psychological reactions
(Elovainio et al., 2004). On the other hand, injustice perceptions may also act as a moderator
affecting the impact of workplace bullying, possibly by facilitating its detrimental effects.

Intention to leave as an outcome affected by the joint effect of bullying and injustice
According to the unfolding model of employee turnover, intention to leave the organization is
the immediate precursor of actual quitting (Lee et al., 1999; Podsakoff et al., 2007). Turnover
intentions may arise for a number of reasons and according to theory, commonly develop
along one of four “paths”. In the first three theorized paths, the process is initiated by a so-
called “shock”. Such a shock comprises a jarring event that for some reason causes the
employee to re-evaluate the job situation and can involve events of a positive, neutral or
negative nature, which may be internal or external to the employee and that can be expected
aswell as unexpected (Lee et al., 1999; Holtom et al., 2005). The shockmay initiate the turnover
process either by triggering a pre-existing plan or script for quitting, by altering job
satisfaction levels or by causing an image violation,where an assessment of the current work
situation is compared to one or several alternatives, leading to turnover intention if the
current situation is seen as the least favorable one. Alternatively, following the fourth path
toward turnover, the process may be initiated by more general and long lasting job
dissatisfaction.

Following the premises of the unfolding model of turnover, both injustice perceptions and
workplace bullying should be relevant antecedents of turnover intentions. Perceiving one’s
work environment as unjust may for instance reasonably affect job satisfaction over time
(Schmitt and D€orfel, 1999), and such injustice perceptions have indeed been show to increase
turnover intentions among affected employees (Nadiri and Tanova, 2010). However, as
pointed out by Holtom et al. (2005), in most of the cases, job dissatisfaction is not sufficient to
predict turnover. Specifically, as described in the first three paths to turnover, a shock is most
often needed to spur any actual intentions of quitting.

As previously mentioned, injustice perceptions have already been established as a
precursor of intention to leave in several studies (Wilson, 2010; Nadiri and Tanova, 2010; Loi
et al., 2006). However, based on the notions outlined here, we speculate that workplace
bullying, theorized to be far more prevalent where negative justice perceptions prevail, may
represent the true turnover-initiating “shock” in many cases, thus acting as a mediator. In
addition, as previously reviewed, to the degree that workplace bullying is taking place in a
given work situation, injustice perceptions may also be highly relevant to the manner in
which the bullying situation itself is perceived and handled. Thus, we propose that a
moderated mediation model may best predict the relationship between injustice perceptions,
workplace bullying and intention to leave, where injustice perceptions lead to turnover
intentions through exposure to bullying behaviors while simultaneously moderating the
relationship between exposure to bullying behaviors and intention to leave (see Figure 1 for
an overview).

Our research assumptions are summarized in the following three hypotheses:

H1. There is a positive relationship between injustice perceptions and intention to leave

H2. Injustice perceptions have an indirect relationship with intention to leave via
exposure to bullying behaviors
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H3. The indirect association between injustice perceptions and intention to leave through
exposure to bullying behaviors is conditionally dependent upon levels of justice
perceptions, so that the relationship between exposure to bullying behaviors and
intention to leave is only present under conditions of higher injustice perceptions

Methods
Design and sample
Data were gathered in 2008, via a questionnaire survey distributed through the Norwegian
postal services, 1,866 employees in a Norwegian transport organization, where majority were
male and working as bus-drivers. Altogether 1, 024 employees filled out and returned the
questionnaire, yielding a response rate of 55%. Of these, 86.5% (n 5 877) were male, and
the mean age was 48.48 years (SD5 10.48) ranging from 21–69. In addition, the majority of
the sample (79.6%) reported to be full-time employed. The relationship between exposure to
bullying by peers and subordinates and intention to leave in the current data is previously
published, and the present study, therefore, constitutes a re-analysis and extension of these
results (Glasø et al., 2011). The primary publication focused on individual level factors in
bullying situations, more specifically testing trait-anger as a moderator in the bullying-
intention to leave relationship. The present study, however, focuses on individual perceptions
of work environment factors (i.e. injustice perceptions) and assumes that being in an unjust
and unfair work environment moderates its own indirect effect on intention to leave via
exposure to bullying behaviors.

Measures
Exposure to bullying behaviors was measured with a nine-item short version of the Negative
Acts Questionnaire-Revised (Notelaers et al., 2019). This scale is used to measure exposure to
specific negative acts, both person- and work-related, yet with no reference to the phrase
bullying (e.g. “Spreading of gossip and rumors about you”, “Someone withholding
information which affects your performance”). The respondents were asked how often
they had been exposed to the behavior during the last six months, with response categories
ranging from 1 (Never) to 5 (About daily). Cronbach’s alpha for this scale was 0.84.

Intention to leave was measured with three items (Sj€oberg and Sverke, 2000), examining
the extent to which respondents were considering finding a new job or quitting their current
position (i.e. “I am actively looking for other jobs”, “If I was completely free to choose I would
leave this job”, “I feel that I could leave this job”). The items were measured on a response
scale from 1 (Strongly disagree) to 5 (Strongly agree). Cronbach’s alpha for this scale was 0.87.

Injustice perceptions were measured with four items assessing either to what extent the
respondents perceived their supervisor as fair in his/her treatment of the employees (e.g. “the
supervisors treat the employees with trust and respect”), or whether the respondents
themselves were treated with fairness in the job (e.g. “I am treated fairly when goods and
disadvantages are distributed”). Items were assessed using a four-point Likert-type scale
ranging from 1 (Strongly disagree) to 4 (Strongly agree) and reversed before calculating the
sum score. Cronbach’s alpha for this scale was 0.88.

Injus�ce 
percep�ons (X) 

Inten�on to 
leave (Y) 

X*M  

Exposure to 
bullying behaviors 

(M) 
a  b  

c (c’) 

Figure 1.
Conceptual model of

the relationships
between injustice

perceptions, exposure
to bullying behaviors
and intention to leave
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Control variables. As older workers are more likely to stay in the organization due to high
organizational commitment and limited job opportunities in the labor marked (see Ajayi,
2017), age was included as a control measure in the present study (see also Glambek et al.,
2014; Houshmand et al., 2012).

Statistics
Demographics and scale reliabilities (α) were investigated in the Statistical Package for Social
Sciences (SPSS), version 24.0. Pearson correlation (r), ranging from�1.00 to 1.00, was used to
indicate the strength of the relationship between the variables. The hypothesized mediation
model and the moderated mediation model were tested with the PROCESS macro SPSS
supplement, with mean centered variables (model 4 and 74, respectively; Hayes, 2013).

Ethics
Participation in the present studywas voluntary, and all information obtained is confidential.
The study was approved by the Norwegian Center for Research Data (NSD) as requested by
the ethical rules by the University of Bergen, Norway.

Results
Means, standard deviations and inter-correlations for the included variables are presented in
Table 1. The results showed that injustice perceptions were positively related to intention to
leave, supporting H1. Also, injustice perceptions were positively related to exposure to
bullying behaviors, while exposure to bullying behaviors was positively related to intention
to leave, in line with Baron and Kenny’s (1986) recommendations for mediation analysis.

To test H2 concerning injustice perceptions as an indirect source of intention to leave via
exposure to bullying behaviors, we conducted a simple mediation analysis. When controlling
for the mediator (i.e. exposure to bullying behaviors), the association between injustice
perceptions and intention to leave decreased from b 5 0.58 to b5 0.48 (Sobel test: b 5 0.09,
p 5 0.000), in support of H2.

To test hypothesis 3 concerning the indirect effect of injustice perceptions on intention to
leave through exposure to bullying behaviors as conditioned by the level of injustice
perceptions, we conducted a moderated mediation analysis. In the dependent variable model
(see Table 2), intention to leave was predicted by injustice perceptions (b 5 0.48, p5 0.000),
exposure to bullying behaviors (b5 0.39, p5 0.002), as well as the interaction between these
two (b 5 0.24, p 5 0.023). Furthermore, the index of moderated mediation was significant
(b5 0.04; 95% BCa CI5 0.009, 0.084), supporting H3. The interaction is depicted in Figure 2.

To determine the values of the moderator at which the conditional indirect effect of
bullying behaviors was significant, bootstrap confidence intervals with 5,000 resamples were
calculated. The indirect association between injustice perceptions and intentions to leave
through bullying was significant for values at one standard deviation above the mean
(b 5 0.10) and at the mean (b 5 0.07). As such, the strongest association between injustice
perceptions and intentions to leave via bullying was found for higher levels of injustice

Variables M SD 1 2 3 4

1. Age 48.48 10.48 –
2. Exposure to bullying behaviors 1.25 0.38 �0.10** –
3. Injustice perceptions 3.02 0.78 �0.03 0.39** –
4. Intention to leave 2.24 1.16 �0.15** 0.29** 0.38** –

Note(s): **p < 0.01

Table 1.
Means (M), standard
deviations (SD) and
intercorrelations for
the key variables

ER
43,1

6



perceptions. When levels of injustice perceptions were low, however, bullying seemed not to
mediate the relationship between injustice perceptions and intentions to leave.

Discussion
The aim of this studywas to investigate the role of injustice perceptions both as an antecedent
of, and as a moderator within, the relationship between exposure to bullying behaviors and
intentions to leave. The results indicated that injustice perceptions were positively related to
intention to leave, supporting H1. Moreover, the relationship between injustice perceptions
and intention to leave was partially mediated via exposure to bullying behaviors, in support
of H2, however only under conditions of higher levels of injustice perceptions, supporting H3.
Hence, perceiving one’s work environment as just and fair appears to protect against
exposure to bullying behaviors, as well as against the otherwise significant effect of bullying
on intentions to leave.

The role of justice perceptions in bullying situations
As expected, injustice perceptions were related to higher levels of intention to leave, a
tendency also reported in previous studies (Loi et al., 2006; Nadiri and Tanova, 2010; Wilson,
2010). Moreover, we found a positive relationship between injustice perceptions and exposure
to bullying behaviors, indicating that employees who perceive their organization as unjust
and unfair in their procedures and in their treatment of employees are more likely to report
exposure to bullying. This corresponds with previous findings, showing a negative
relationship between organizational justice and workplace aggression and workplace
bullying, respectively (Mourssi-Alfash, 2014; Wilson, 2010). Furthermore, exposure to
bullying behaviors was associated with higher levels of turnover intentions, again in support
of previous studies (see also Glambek et al., 2014; Quine, 1999; Glasø et al., 2011).

The main contribution of the present study, however, is evident from our findings
concerning H2 and H3. First, as predicted in H2, workers who perceive their organization as
unfair tend to report higher levels of bullying, which in turn lead to turnover intentions.
Moreover, as predicted in H3, the association between bullying and intention to leave in this
mediation chain is dependent on higher injustice perceptions. Hence, perceiving one’s work

Predictor b SE 95% CI

Mediator variable model (DV 5 workplace bullying)
Age �0.003 0.001 �0.005, �0.000
Injustice perceptions 0.18** 0.018 0.144, 0.216

Dependent variable model (DV 5 intention to leave)
Age �0.014** 0.003 �0.020, �0.008
Injustice perceptions 0.482** 0.051 0.583, 0.381
Exposure to bullying behaviors 0.386** 0.122 0.147, 0.626
Injustice perceptions 3 Exposure to bullying behaviors 0.242** 0.107 0.452, 0.033

Values of the moderator b Bootstrapped SE 95% BCa CI

Conditional indirect effect at different values of the moderator
1 SD below mean 0.036 0.031 �0.031, 0.096
Mean 0.070 0.022 0.029, 0.114
1 SD above mean 0.103 0.021 0.064, 0.144

Index of moderated mediation
0.043 0.019 0.010, 0.087

Note(s): **p < 0.01. DV 5 dependent variable. SE 5 standard error. CI 5 confidence interval

Table 2.
Conditional indirect

effect of injustice
perceptions on

intention to leave
through exposure to

bullying behaviors,with
injustice perceptions as
moderator (N 5 976;

Bootstrap
resamples 5 5,000,

Unstandardized
coefficients)
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environment as just and fair appears to represent an organizational resource not only related
to less bullying but also to lower levels of turnover intentions among employees targetedwith
bullying behaviors. Possibly, employees who perceive their organization as fair and just
perceive that they can trust their managers to intervene when bullying commences in the
workplace, thus potentially preventing or de-escalating any possible inclination to leave the
organization. This would be in line with the results reported by Einarsen et al. (2018), who
found that climate for conflict management (CCM) moderated the relationship between
workplace bullying and work engagement. In their study, employees reported less bullying
and more work engagement when CCM was perceived as strong, and, in parallel with the
present study, showed less engagement due to bullying when CCM was poor.

Our results are also in line with the premises of the unfolding model of turnover, which
holds that the turnover process is often preceded by either a general reduction of job
satisfaction or a shock involving a stirring event that triggers thoughts of leaving (Lee et al.,
1999; Holtom et al., 2005). Workplace bullying may reasonably comprise such a shock (Hogh
et al., 2011a) even to a traumatic degree in some cases (Nielsen et al., 2015), possibly leading to
increased turnover intentions as the targeted employee experience decreasing job
satisfaction, possibly while assessing alternative job scenarios as ever more appealing as
he or she finds it difficult if not impossible to cope with the situation (cf. Einarsen et al., 2011).
Reasonably, within such a chain of events, the target may rely on the organization’s ability to
handle the situation or any future predicaments in an afire and just manner. However, as the
results show, target’s perception of the organization as unjust in its treatment of the
employees’ goods and rights is decisive for his or hers intention to leave the organization,
both in itself and when exposed to bullying. After all, bullying is regarded as a no-control
situation for those targeted, where personal resources fail to work as expected, particularly
when the exposure is severe (Zapf and Einarsen, 2005; Reknes et al., 2016; Nielsen et al., 2008).

Implications
With respect to research implications, first, the results of the present study demonstrate the
importance of including moderating and mediating factors when looking at antecedents and
outcomes of bullying (Rai and Agarwal, 2018). By showing that injustice perceptions
moderate its own effect on turnover intentions as partially mediated through exposure to
bullying behaviors, our study suggests that the potential impact of bullying on negative
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Mean
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Figure 2.
Injustice perceptions as
moderator in the
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exposure to bullying
behaviors and
intention to leave, for
low injustice
perceptions (1 SD
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medium injustice
perceptions (Mean),
and for high injustice
perceptions (1 SD
above the mean)
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outcomes may vary between individuals based perceptions of the context in which it occurs.
By only examining direct associations between included variables, on the other hand, one
may both misinterpret the actual impact of exposure to bullying at work as well as
underestimate the significance of highly relevant contextual factors that are under the
influence of the organizations themselves.

With respect to practical implications, our results suggest that management interventions
should aim not only to specifically prevent workplace bullying, but also to foster and
maintain positive justice perceptions among employees in general. Such an initiative may
have a two-fold purpose with respect to bullying and turnover intentions. First, justice
perceptions seem to represent a protective factor against the commencement of bullying
scenarios. In that respect, building andmaintaining a milieu of fairness in the workplace may
be regarded as a protective factor against any given outcome of workplace bullying, not just
intention to leave. Possibly, organizations could benefit from endorsing anti-bullying policies
as a part of an overarching formal and informal ethical infrastructure in this regard, thus
taking a clear stand on the matter of destructive interpersonal processes (see also Einarsen
et al., 2017). In line with this, they should remain aware of the impact of the fairness of their
procedures, their distribution of goods and perhaps most importantly, as well as the types of
interpersonal interactions they approve of and consent to. Explicitly setting a respectful and
fair standard in these regards may foster stronger justice perceptions, and to the degree that
such standards are eventually embedded in the behavioral norms of the organization, result
in a healthier climate of tolerance and interpersonal respect, accompanied by lower levels of
workplace bullying (e.g. see Glambek et al., 2020). Second, to the degree that workplace
bullying scenarios do escalate and manifest, it appears that they will yield significantly
weaker negative effects on the targeted employee if occurring within a work environment
characterized by high justice perceptions, at least with respect to turnover intentions and acts
of bullying. In particular, being part of a system able to manage unethical and illegitimate
interpersonal conduct in a legitimate manner possibly provides some sense of security and
support for such employees. This makes it all the more important that organizations own up
to their responsibility for preventing and explicitly condoning bullying and harassment and
for creating an interpersonally just working environment through their leadership standards,
their values and their codes of ethics and conduct, in line with the soon to be ratified ILO
convention #190 on the employer responsibilities to manage harassment at work.

Methodological considerations
The present study is based on an extension and re-analysis of a relatively large sample of bus
drivers in a Norwegian transportation company and the use of such an occupation specific
sample may have implications for the generalizability of the results (see also Glasø et al.,
2011). For instance, the solitude of the job as a bus driver may lower the rate of exposure to
bullying behaviors and offer ameans of escape from the toxic situation, possibly affecting the
impact of the bullying scenario. On the other hand, social support from other colleagues may
also be difficult to attain, increasing the target’s feeling of dependency on responsible third
parties such as the nearest manager or the organizations’ HR department.

The use of self-report data should also be mentioned. With the respondents themselves
providing all information about the constructs measured, there is a chance of common
method biases (Podsakoff et al., 2003). Future studies aiming to replicate the present findings
should preferably test hypotheses using several sources of data or several waves of data
collection. Future studies may also profit from using a longitudinal design in order to expand
on the knowledge attained from this paper with information about time-lags and the
development of turnover intentions among targets of bullying.
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Conclusion
The results of the present study show that injustice perceptions are related to intention to
leave, partially via reports of bullying behaviors. However, this relationship is only present
when the work environment and leaders are perceived as unjust and unfair in their treatment
of the employees. Hence, a just and fair work environment appears important both as a
hygiene factor that prevents bullying from commencing, as well as a buffer against
detrimental outcomes when it has already occurred. As such, organizations should, as a core
principle, strive to generate and maintain a healthy and fair psychosocial work environment
involving just and respectful treatment of all employees.
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