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BUSINESS AND MANAGEMENT | RESEARCH ARTICLE

Influence of contextual factors on turnover 
intention: examining the mediating role of civility
Shama Sadaqat1,2, Dr. Ghulam Abid3 and Francoise Contreras2*

Abstract:  In line with the organizational support theory, our study examined the 
influence of managerial support and perception of fairness on employees’ turnover 
intention, and the mediating influence of workplace civility. Data was collected over 
a period of 2 months from 935 full-time employees (manufacturing and service 
sector) in two waves to minimize the common method bias. Our study finds that 
managerial support and fairness perception positively influence workplace civility. 
We also find that civility shows a vibrant role in clarifying the relationship between 
contextual factors (managerial support, perception of fairness) and turnover inten
tion. Furthermore, we discuss the theoretical and practical implications along with 
future directions.
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1. Introduction
Challenges such as globalization, frequent technological breakthroughs, hasty competition, 
employee retention, and now the pandemic situation have changed how companies operate. 
Organizations have to transform themselves to optimize their productivity and competitiveness, 
to reach a sustainable competitive advantage (Hartmann & Lussier, 2020). However, achieving this 
competitive advantage that allows companies to last in this complex business world is affected 
most of the time by unhappy employees (Qaiser & Abid, 2022), the scarce commitment from them 
and their high turnover intention, most of the time due to inadequate working conditions, lack of 
growth, few development and training opportunities, abusive supervisors and job stress among 
others (Çelik, 2018; Hassan & Jagirani, 2019). The relatively high levels of reported job satisfaction, 
in contrast to the exceptionally high occurrence of anticipated turnover, show that even when 
employees are content with their jobs, low pay, a lack of career growth, and the presence of 
burnout make it less likely that they will stay in those positions (Martin & Schinke, 1998). 
Employees are the building block of any organization (Aguinis et al., 2011). In this context, 
successful employee retention is crucial for organizations, making employee turnover one of 
their greatest challenges (Kim & Hyun, 2017). In this framework, it is important to study and 
analyze the factors that can minimize turnover intention. To this end, considerable research has 
been conducted at the individual, economic, environmental, and organizational levels to clarify the 
reasons for turnover intention. These studies include job features, gender, minority status, age, 
education, geographic preferences, experience, adjustments, job stress, voice, empowerment, 
psychological capital (Çelik, 2018), employee-organizational relationships, job engagement (Kang 
& Sung, 2019), job satisfaction, career development, organizational commitment and organiza
tional culture (Hassan & Jagirani, 2019). Likewise, some behavioral and attitudinal variables 
related to turnover intention have been studied, among them absenteeism, low productivity, 
lateness, lack of punctuality, dissatisfaction, uncivil behavior, and low self-confidence of employ
ees (De Gieter et al., 2012; Li et al., 2017; D. P. Moynihan & Landuyt, 2008; Tschopp et al., 2016).

However, despite the research advances regarding the organizational factors that can reduce 
employee turnover intention, the role of civility in the workplace has not been sufficiently explored. 
Thus, in this research, we proposed that employees are less likely to leave their organizations when 
they are treated with respect and dignity, that is to say when they work in a workplace character
ized by civil behavior. Civility in the workplace means being courteous and polite towards other 
persons (Elahi et al., 2019). Furthermore, as human relationships are becoming crucial for the 
companies´ strategic focus, manager and employee relationships are currently an important 
challenge around the world. This involves introducing mutual support mechanisms between 
managers and employees to improve employees’ behavior and enhance their outcomes. Owing 
to the positive consequences for both the workers and the organization, remarkable attention is 
now paid by the management scholars towards the mutual support and dependency needed 
between managers and employees (Kurtessis et al., 2017). Mutual dependency explains how 
organizations deal with the diverse expectations of the employees (Buren Van et al., 2011) and 
work for their mutual obligations and benefits (Andriessen & Gubbins, 2009). This mutual depen
dency could be predicted through managerial support. This is considered an extension of perceived 
organizational support and is understood as the degree of perceived recognition by employees 
from their managers regarding their contributions, as well as they are supportive and care about 
their well-being (Eisenberger et al., 2002). Managerial support enhances employee productivity, 
performance, retention, self-efficacy and work engagement (Ibrahim et al., 2019; Sieweke et al., 
2017; Waseem & Mehmood, 2019). In line with these findings, we theorized that managerial 
support enhances workplace civility and reduces employee turnover intention.
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We also proposed that the linkage between managers/subordinates and the organization is of 
considerable importance to remain in the organization. In this context, fairness in the workplace 
gains importance. Fairness at the workplace is described as the employee’s perception of the 
“rightness” of outcomes, procedures, and interactions within the firm (Colquitt & Rodell, 2015). In 
this regard, Choi (2008) argued that employees’ justice perceptions are related to the manager/ 
supervisor behavior and the organization. Employees are found to be more positive when they 
perceive the organization as fair. The employee values fair feedback from the supervisor, which is 
perceived as an indicator of care about the employees and their performance. Fairness or justice 
perception is a crucial concept of employees’ well-being that could influence their turnover 
intention. However, few studies have provided evidence about whether a reduction in turnover 
intention is related to fair treatment of employees and how that could enhance workplace civility 
(Kim & Hyun, 2017). In line with these previous studies, we argue that employees tend to display 
civil behavior and show a positive behavioral outcome, i.e. lower turnover intention when they 
perceive that their managers are fair with them. Further, beyond examining the direct effects of 
civility on turnover intention, our study examined the mediating role of civility in managerial 
support and fairness perception on turnover intention, variables that have not been sufficiently 
studied (Abid et al., 2018). Therefore, to fill this gap in the literature, we introduced an integrated 
model to analyze the effect of managerial support and fairness perception on employees’ turnover 
intention directly and through the mediating role of workplace civility. This research is supported 
by the organizational support theory (OST), which describes employee–manager relationships as 
the basis of employees’ commitment. Recently, this theory has attracted significant attention due 
to the current tendency to observe this relationship from the employee’s perspective (Kurtessis 
et al., 2017). This theory is considered highly valuable in developing theoretical models to under
stand different work behaviours (Cropanzano et al., 2001). Consistent with OST, we argue that 
managerial support and fair treatment leads to more civil behavior of employees, which in turn 
exerts a crucial role in reducing employees’ turnover intention.

2. Literature review and hypotheses development

2.1. Theoretical perspective
The OST argues that employees develop a perception concerning the degree to which the organi
zation value their contributions and cares for their well-being (Eisenberger et al., 1986; Eisenberger 
& Stinglhamber, 2011). There are three assumptions underlying the OST (Rhoades & Eisenberger, 
2002). First, this theory is grounded on the concept of mutual reciprocation (Eisenberger et al., 
1986). In line with the first assumption, we assumed that employees tend to have civil behaviors 
and lower turnover intention as a result of the good relationship with the managers. With these 
behaviors, employees try to respond to the support and the fair treatment they perceive in the 
workplace. Second, OST consists of the fulfilment of the socio-emotional needs of employees 
(emotional support, affiliation, and self-esteem). Our study assumes that in a supportive and fair 
workplace, employees are respectful to their coworkers and show a lesser intention of leaving their 
companies because they perceive that their needs are fulfilled by the organization, something that 
supports their good behavior. Third, employees´ loyalty and performance are guaranteed when 
they perceive fair practices in the organization (Rhoades & Eisenberger, 2002). For all these 
reasons, we used this study, the OST, to examine the effect of managerial support, fairness, and 
civility on turnover intention.

2.2. Managerial support and civility
To the extent that employees feel respectful treatment by managers, they will feel more com
mitted to participating and interacting with them (Gill et al., 2009), creating a positive impact on 
the working environment. Work interactions include a feeling of support, care, and recognition. It is 
about stimulating positive emotions of one’s own and on others, demonstrating respect for 
colleagues and supervisors by creating healthier relationships through non-verbal and verbal 
actions (Troester, 2014). Forni (2010) argues that the costs of ignoring such issues are massive 
for the organizations’ productivity. Thus, managers’ awareness about the importance of keeping 
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supportive relationships with their employees, will influence the work performance of subordinates 
while creating a respectful working environment (Hernandez et al., 2015). Employees who believe 
their managers to be supportive are more inclined to share the organization’s objectives by 
exhibiting organizational commitment and citizenship behaviour (Arshad et al., 2021). Employee 
view of how their organization treats them is heavily influenced by perceived organizational 
support (Abid et al., 2015). According to Wiesenfeld et al. (2001), supportive organizations with 
respect to managerial supporting conduct raise the workers’ sentiments of being respected and 
appreciated, which enhances a civilized working environment and minimizes the amount of 
incivility that exists in the workplace. Based on the literature, it can be hypothesized that manage
rial support not only assists employees to meet work challenges but also encourages civil beha
viours. Therefore, we hypothesize that: 

Hypothesis 1: Managerial support is positively associated with civility.

2.3. Fairness perception and civility
The climate within an organization is a crucial contextual factor that influences a variety of 
attitudes and behaviours. If managers care about employee engagement with the organization, 
then employees will also care about the organization (Eisenberger et al., 1986). On the other side, 
when one person shows concern for another that employee will receive a positive response from 
the other employee. Therefore, as long as the standard of reciprocity is followed, there will be 
benefits for both the employee and the employer. The fairness/justice perception is a crucial factor 
that influences the employee’s perception of the working climate (Abbas & Wu, 2019). Fairness 
perception is needed for effective exchange relationships as it guarantees that employees receive 
deserved rewards for their contributions to the organization. On the other hand, civility is related to 
organizational behaviors like respect, which influences the trust between subordinates and man
agers (Laschinger & Finegan, 2005). In a previous study conducted by P.M. Podsakoff et al. (2000) it 
was found that fairness at the workplace is an important antecedent of civil behaviors at work. 
Likewise, it was found that managerial support impacts the employees’ perception of justice, which 
in turn influences the employees’ behavior (Tepper & Taylor, 2003). According to the above, we 
posit that workers with fairness perceptions at the workplace will have civil behaviors at work. 
Therefore, we propose: 

Hypothesis 2: Fairness perception is positively associated with civility.

2.4. Civility and turnover intention
In this study, we hypothesized that workplace civility enables employees to demonstrate good 
behavioural outcomes, such as their intention to stay with the company. Civility in the workplace 
relates to trust (Laschinger & Finegan, 2005), job satisfaction (Gori & Topino, 2020), organizational 
commitment and citizenship behavior (Erum et al., 2020), superior performance (Reed et al., 2019), 
thriving at work (Elahi et al., 2019), subjective well-being (Abid et al., 2020), loyalty (Lin et al., 2008) 
and work engagement (Abid et al., 2018). Civil behaviors influence organizational climate impact
ing employees’ performance (Oppel et al., 2016). There is evidence that employees who experience 
strong intra-organizational networks, positive relationships, and a person-organization fit are more 
likely to show long-term commitment and low turnover intention (D.P. Moynihan & Pandey, 2008; 
Hui et al., 2007). Likewise, employees with a better social and psychological work setting were 
found to be more satisfied with their jobs (Porath, 2011), and job satisfaction is related to employ
ees’ turnover intention (Yücel, 2012), generating favorable effects in them and their teams (Nelson, 
2019). On the contrary, turnover intentions can be triggered by negative perceptions about the 
organization, the work, or the external situations affecting the employees’ personal dispositions 
toward work. As a response, this situation leads to employees to actual or psychological with
drawal from their jobs (Takase, 2010). It is important to point out that certain attitudinal and 
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behavioral responses are related to the turnover intention and affect the organizational outcomes. 
These are absenteeism, low productivity, lateness, lack of punctuality, dissatisfaction, and uncivil 
behaviors. Recently, Yanchus et al. (2017) found that civility is one of the most important pre
dictors of turnover intention, something that was found in previous studies (Laschinger et al., 
2009). Other related variables are the relationship with supervisors (Rhoades & Eisenberger, 2002) 
and unhappiness in the workplace (Collini et al., 2015). The OST indicated that when an organiza
tion provides a pleasant and civil work environment for its employees, the employees are more 
likely to remain with the organization since they enjoy working there. Based on this evidence, we 
proposed that employees are less likely to leave their organizations when they perceive civility in 
the workplace setting: 

Hypothesis 3: Civility is negatively associated with turnover intention.

2.5. Civility as mediator
Civility is hardly studied as a mediator variable. Abid et al. (2018) argued that academics had 
overlooked the mediating role of civility in different organizational responses. In this regard, Abid 
et al. (2020) recently found an intervening role of civility between fairness perception and sub
jective well-being. There is some evidence that respect incivility is related to numerous outcomes, 
like turnover (Leiter & Maslach, 2009). Based on prior findings, we proposed that civility mediates 
the relationship between managerial support and turnover intention and the relationship between 
fairness perception and turnover intention. Eisenberger et al. (1986) asserted that employees are 
likely to form beliefs regarding the degree to which their superiors value their participation, well- 
being, and intent to remain with the firm. Organizational support enhances employees’ subjective 
well-being and professional commitment (Ilyas et al., 2022b). We posit that managerial support 
and fairness promote civil behaviors, diminishing employees’ turnover intention. In line with the 
OST, we propose that fair treatment and support from managers in the workplace create a sense 
of reciprocity that allows employees to reciprocate their organization in the form of civil behavior 
that ultimately influences employee turnover intention. Fairness perception and managerial sup
port fulfil the employees’ socio-emotional needs, reducing the turnover intention while increasing 
civility at work. In a supportive and fair work environment, managers effectively reward employ
ees’ efforts and performance as an indicator of civility, influencing the employees’ turnover 
intention. In sum, we posit that managerial support and fairness perception influence turnover 
intentions when civil behaviors at the workplace are present. According to this premise, we 
propose the following hypotheses: 

Hypothesis 4: Civility mediates managerial support and turnover intention relationship.

Hypothesis 5: Civility mediates fairness perception and turnover intention relationship.

2.6. Managerial support and turnover intention
Managerial support is a significant characteristic that affects employees’ turnover intention (Galvin 
& Timmins, 2010). Research findings have reported an inverse association between managerial 
support and turnover intention (Wayne et al., 2006). From a retention perspective, there is 
evidence regarding the effect of personal and work experiences as precursors of intention to 
remain at the job. Managerial support can be included in the work experience approach (Steers, 
1977) that influences employee retention (Glisson & Durick, 1988). From the personal side, man
agerial support diminishing the work-personal life conflict reduces the employees’ intention to 
leave their organizations (Agarwala et al., 2014). In contrast, it was discovered that employees 
whom a punitive manager oversees are more dissatisfied with their jobs and have a greater 
intention to leave (Zafar et al., 2022). Employees feel obligated to repay their employers and 
establish strong, long-lasting, good relationships when they believe their employers care about 
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their welfare. This positive view of organizational support lowers the likelihood of leaving the 
organization (Abid et al., 2016). Hence, based on the aforementioned relationships and the OST, 
we posit that the employees tend to show lesser turnover intention when they perceive higher 
managerial support. In other words, employees are more likely to stay in companies when they 
perceive a supportive work environment. According to this assumption, we propose that: 

Hypothesis 6: Managerial support is negatively associated with turnover intention.

2.7. Fairness perception and turnover intention
There is an increasing tendency to recognize that fair treatment of employees influences their 
turnover intention (Van Jaarsveld et al., 2019). Fair treatment benefits exchanges by both employ
ees and employers. Managers can promote high-quality relationships in companies by providing 
fair treatment to their employees (Abid et al., 2019). From the humanitarian approach, people in 
organizations deserve to be treated fairly. In fact, fair relationships are related to the employees’ 
satisfaction, which influences their intention to leave or remain in the organization (Yücel, 2012). 
We posit that employees evaluate the cost of remaining in the company based on the fairness 
they perceive in their work environment. As a result, they can remain or see more benefits in 
leaving their company. This turnover intention can result in low performance, absenteeism, and 
other undesirable outcomes. According to the organizational support theory (Eisenberger et al., 
1986), POS could be especially helpful in mitigating the traumatic consequences of workplace 
stress. This, in turn, results in the development of pleasant emotions and experiences, which 
translates into subjective well-being (Ilyas et al., 2022a), fair treatment, and a decreased inclina
tion to quit the organization. According to this, we propose the following hypothesis: 

Hypothesis 7: Fairness perception is negatively associated with turnover intention.

In Figure 1, the conceptual proposed model is presented.

3. Methodology

3.1. Sample and procedures
The main objective was to explore the effect of managerial support, fairness perception, and civility 
on turnover intention, the latter as a dependent variable of the proposed model. The target 
population was employees of various organizations in South Asia. Data were collected through 
self-administered questionnaires. The data was collected in two waves using a time-lagged frame
work to lessen the common method biases and boost confidence in the results (P. M. Podsakoff 
et al., 2003). Questionnaires were compiled in English. Previous to administrating the question
naires, informed consent was obtained. Employees were informed about the voluntariness of their 
participation in this research, and the anonymity and confidentiality of their responses, indicating 
that the data would be only used for academic purposes. At the first point in time (T1), data for 

H1 

H2 

Turnover Intention 

Managerial Support 

Fairness Perception 

Civility 
H3 

H4 

H5 

H7

H6 Figure 1. Theoretical Model.
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demographics, civility, and fairness perception was collected. Two weeks after T1, at the second 
point in time (T2), data for managerial support and employee turnover intention was collected. 
A total of 1200 questionnaires were distributed, but only 935 were valid (some were not complete 
in the two waves), getting a response rate of 78% after T1 and T2.

3.2. Measures
All measures comprised of 5-point Likert scale items, except managerial support, for which 7-point 
Likert scale items were used

3.2.1. Civility (α = 0.85) 
The scale measuring civility was used by Porath and Erez (2009) adopted for this study. A sample 
item from the scale was “Do you treat your co-worker in a polite manner”.

3.2.2. Fairness perception (α = 0.85) 
The scale is composed of a six-item scale. Earlier, the scale was used by Ambrose and Schminke 
(2009) adopted for this study to measure Fairness perception. A sample item from the scale was 
“In general, the treatment I receive around here is fair”.

3.2.3. Managerial support (α = 0.87) 
The scale was adopted to measure managerial support comprised of six items, priorly used by 
Anderson et al. (2002). A sample item from the scale was “My supervisor is fair and does not show 
favoritism in responding to employee or family need”.

3.2.4. Turnover intention (α = 0.90) 
A three items scale used by Miller et al. (1979) was adopted to measure turnover intention. 
A sample item from the scale was “Often think about quitting my present job”.

3.3. Demographic control variables
We controlled some demographic variables such as gender, education, age, marital status and 
tenure since these might potentially impact the studied variables. In this regard, D. P. Moynihan 
and Landuyt (2008) found that females are significantly less intent on leaving their company. 
Marital status, along with other demographic variables, was significantly associated with employ
ees’ turnover intention (Emiroğlu et al., 2015). Similarly, married employees and those that have 
less experience tend to show more civil behaviors (Powell et al., 2002).

3.4. Analytical approach
The data was analyzed using SPSS version 24. First, we tested the direct effect of managing 
support, fairness perception, and civility on turnover intention. Then, the mediation was tested in 
two stages. In the first place, a basic mediation model for the indirect effect of managerial support 
upon turnover intention through civility was tested. In the second step, we included fairness 
perception in the model and analyzed the indirect impact of fairness perception on turnover 
intention explained through civility and using Model 4 PROCESS Macro by Preacher and Hayes 
(2008), which by far is the best method to handle mediation (Field, 2013; Hayes, 2017). Further, the 
PROCESS Macro was used to conduct the statistical analysis and methods of inference (Hayes 
et al., 2017). The mediation effect was also computed using bootstrapping, and Sobel tests to 
reduce the potential of type-1 errors.

3.4.1. Descriptive analysis 
According to the results, 70% of the participants were male while 30% were females, with 30 years 
mean age. 57% of the participants were processing a master’s degree. 45% of employees were 
married. 68% of employees had work experience of up to 5 years. Mean, standard deviations (SD), 
coefficients of correlation and values of Cronbach’s alpha for study variables are presented in 
Table 1. Consistent with the proposed hypotheses, results reveal that managerial support is 
significantly related to civility (r = 0.31, p < 0.01), fairness perception (r = 0.52, p < 0.01), and 
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turnover intention (r = −0.25, p < 0.01). The results also exhibit a significant relationship between 
some of the control and study variables. Civility and education (r = 0.07, p < 0.05); turnover 
intention and age (r = −0.11, p < 0.01); marital status and turnover intention (r = −0.13, p < 0.01).

3.4.2. Measurement validation 
The validation of the instruments was determined by conducting confirmatory factor analysis 
(CFA), following the Fornell and Larcker (1981) criterion. Before checking convergent and discrimi
nant validity, model fit indices were evaluated for measurement and alternate models through 
AMOS 24. Initially, a full four-factor measurement model (fairness perception, managerial support, 
civility, and turnover intention) was examined. All indices were within acceptable ranges, χ2/ 
df = 3.60, TLI = 0.95, CFI = 0.96, RMSEA = 0.05, SRMR = 0.04 (Kline, 2015). To find the best fit 
model, comparisons were made between the full (4-factor) measurement model with alternative 
models. The detailed results are shown in Table 2. The four-factor model fits the data set best. 
Thus provided an acceptable model fit at p < 0.00, the findings supported that fairness perception, 
managerial support, civility, and turnover intention are distinct constructs.

Furthermore, convergent and discriminant validity were measured. All variables had CR (com
posite reliability) and AVE (average variance extracted) above 0.7, and 0.5, respectively. This 
fulfilled the criteria for convergent validity. Table 3 exhibits a square root of AVE on the diagonal 
line in boldface. All values were greater than inter-construct correlation values (e.g., for managerial 
support √AVE = 0.72 > 0.32, 0.52, −0.25 and for civility √AVE = 0.77 > 0.30, −0.21 etc.). So, the 
criterion for convergent as well as discriminant validity was met.

4. Results

4.1. Hypotheses testing
We analyzed whether the influence of managerial support and fairness perception on turnover 
intention could be explained through civility by employing the SPSS process macro. Hypothesis 1 
and 2 predicted that managerial support and fairness perception are positively associated with 
civility. The results were found consistent with our hypotheses, as evident from the significant 
unstandardized regression coefficients of managerial support (β = 0.27, t = 10.19, p < 0.00) and 
fairness perception (β = 0.19, t = 9.65, p < 0.00) impacted civility.

Hypothesis 3 predicted civility as negatively associated with turnover intention. We observed 
a significant direct effect of civility on turnover intention when, first, controlling for managerial 
support (β = −0.28, t = −4.51, p < 0.00) and, second, when controlling for fairness perception 
(β = −0.23, t = −3.93, p < 0.00). Hypothesis 6 intended to predict that managerial support is 
negatively associated with turnover intention. There was a direct negative effect of managerial 
support upon turnover intention observed (β = −0.40, t = −7.90, p < 0.00). These observations 
supported hypothesis 6. Hypothesis 7 predicted that fairness perception is negatively associated 
with turnover intention. In support of hypothesis 7, a significant direct effect of fairness perception 
on turnover intention (β = −0.39, t = −10.57, p < 0.00) was observed.

4.2. Tests of mediation
Hypothesis 4 predicts that civility mediates the relationship between managerial support and 
turnover intention. Further, hypothesis 5 predicts that civility also mediates the relationship 
between fairness perception and turnover intention. The output confirms the indirect effect (i.e., 
the effect via civility) of managerial support and fairness perception on turnover intention (See, 
Tables 4 and 5). The said tables also include bootstrapped standard errors and confidence inter
vals. Without any assumption about the shape of the sampling distribution (i.e., normality), the 
bootstrapping confirmed indirect effect with values (−0.08), (−0.05), at 95% bootstrap confidence 
interval; the indirect effects for Model 1 and 2, respectively, did not contain zero (−0.11, −0.04) and 
(−0.07, −0.02).
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The results of the mediation models were also investigated using the Sobel test (Sobel, 1982). 
The formal two-tailed significance test (assuming a normal distribution) shows that the (unstan
dardized) indirect effect (−0.07), (−0.045) was significant for Model 1 and Model 2, respectively, 
with Sobel (z = −4.110, p < 0.000), (z = −3.622, p < 0.000) [See, Tables 4 and 5].

5. Discussion
The main objective of this study was to examine the impact of managerial support, fairness, and 
civility on turnover intention. Likewise, the mediator role of civility was also tested. In line with the 
proposed model, our results demonstrated that managerial support is positively associated with 
civility and negatively associated with turnover intention. These findings are consistent with 
previous studies that showed that managerial support created many beneficial outcomes in the 
workplace (Ibrahim et al., 2019; Sieweke et al., 2017; Waseem & Mehmood, 2019). The results 
showed that employees’ fairness perception leads to civility, which corresponds to a prior study 
conducted by Abid et al. (2020), who found that overall fairness perception is a civility predictor. 
The results of this study demonstrated that civility influences positive employee behaviors, such 
a less turnover intention. These findings provide additional evidence about the effect of civility on 
beneficial outcomes (Abid et al., 2020, 2018; Elahi et al., 2019; Erum et al., 2020; Gori & Topino, 
2020; Reed et al., 2019). Furthermore, our study found that civility mediates the relation between 
managerial support and turnover intention. We also found that civility acts as a mediator in the 
relationship between fairness and turnover intention. These results are consistent with those 
obtained by Abid et al. (2020), who found that civility mediates the relationship between fairness 
perception and subjective well-being. Our results validate the findings obtained by De Gieter et al. 
(2012), who found a negative relationship between organizational justice and turnover intention. 
Likewise, our results are similar to those obtained by Kim and Hyun (2017), who provided evidence 
about the inverse relationship between organizational justice and employees’ turnover intentions. 
Next, the main theoretical contribution and practical implications are discussed.

5.1. Theoretical contribution
Supported in the organizational support theory (OST; Eisenberger et al., 1986), we provided 
evidence about the relationship between managerial support, fairness, and civility on turnover 
intention. Our study contributes not only by testing a hypothesized model on turnover intention 
but enhances the existent literature about managerial support, fairness, and civility on turnover 
intention. Results of this study evidence a significant direct effect of civility on turnover intention. 
This means that civility at work can reduce in companies other undesirable behaviors such as 
absenteeism and low motivation toward work, variables related to turnover intention (Osatuke 
et al., 2009). Beyond examining the direct effects of civility, there is a need to continue exploring 
the mediating role of civility on other desirable outcomes, something that has been scarcely 
studied. To fill this gap in the literature, our study identified the significance of civility as 
a mediator in the relationship between managerial support and fair treatment on employees’ 
turnover intention.

This study increases the understanding of factors that foster civility, in this case, managerial 
support and fairness perception. Civility is related to a positive organizational climate, vitality, and 
the acquisition of new abilities by the employees (Kark & Carmeli, 2009). Our results extended the 
literature by identifying two contextual factors (managerial support and fairness perception) at the 
individual level rather than the organizational level that influence civility, reducing the turnover 
intentions.

Traditionally, the turnover intention has been studied at the organizational level, that is to say, 
job insecurity and inappropriate working conditions (Leiter & Maslach, 2009). To bridge this gap, 
this study identified individual factors such as perceived managerial support and fairness percep
tions that are related to the employee’s intention to leave their companies.
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5.2. Practical implications
This study has practical implications for managers and practitioners. This research highlights the 
need of being supportive and provides fair treatment to employees, not only because it should be 
so but it is cost-efficient, diminishing the turnover intention and its consequences on employees’ 
performance. This study seeks to draw the attention of managers to the importance of managerial 
support and fairness perception, to encourage civility in the organizational context. Civil behaviors 
though not rewarded in monetary terms, influence positively the organizational effectiveness. In 
this regard, we could assert that an organizational environment characterized by supportive and 
fair relationships, increases civility at the workplace with important consequences for both, 
employees’ well-being and organizational outcomes. Turnover intentions not only mean the 
possibility of losing an employee but implies to have employees with reduced motivation and 
low potential to be creative and innovative. Currently, these are crucial employee´s characteristics 
to obtain a competitive advantage in the complex business environment.

The proposed model may help managers to overcome the problem of employee turnover from 
a different perspective. According to results of this study, management practices need to focus on 
keeping permanent open communication to provide effective support to their employees, be fair in 
their decisions and opportunities, recognizing the employees´ achievements, and giving frequent 
coaching and feedback on how they are doing, creating a collaboration by setting clear identifiable 
company and department goals.

The findings of this study offer useful ideas to managers who are consistently looking to foster 
employee civility at the workplace. Managers should ensure that companies have a healthy 
environment by providing support and fair treatment to employees. In an environment where 

Table 4. Results of simple mediation model 1 regressing civility as a mediator
Direct Effect Model

Predictor Outcome = M(Civility)
β SE T P

X1(Managerial Support) a 0.27 0.03 10.90 0.00

Constant i1 3.19 0.10 30.54 0.00

Direct Effect Model
Predictor Outcome = Y(Turnover Intention)

β SE T P
X1 (Managerial Support) C’ −0.32 0.05 −6.14 0.00

M(Civility) b −0.28 0.06 −4.51 0.00

Constant i2 5.07 0.28 18.44 0.00

Total Effect Model
Predictor Outcome = Y (Turnover Intention)

β SE T P
X1 (Managerial Support) c −0.40 0.05 −7.90 0.00

Constant i3 4.19 0.20 21.34 0.00

Indirect Effect and Significance using Normal Distribution
Value SE LL 95% CI UL 95% CI Z P

Sobel −0.08 0.02 −0.11 −0.04 −4.11 0.00

Bootstrap Results for Indirect Effect
Effect M SE LL 99% CI UL 99% CI

−0.08 0.02 −0.11 −0.04

Note: N = 935; β = Unstandardized Regression Coefficient; SE = Standard Error; Bootstrap 
Sample Size = 5000; LL = Lower Limit; CI = Confidence Interval, UL = Upper Limit 
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their subordinates are able to develop in the relationship with others, all of them will increase their 
civil behaviors, creating a virtuous circle.

5.3. Limitations and future directions
Current research has limitations that must be considered to interpret the findings of this research 
and to address further studies. Firstly, this research was conducted in the Asian context, specifi
cally in Pakistan. This situation might affect the generalization to other regions of the world. 
Further studies might be carried out in a Western context to validate our findings.

Another limitation was the imbalance of the sample. The majority of respondents were male (70%). 
This may lead to generalizability issues of our findings to both genders. Therefore, future research should 
be tested with an all female sample to verify our results. Moreover, more antecedents and outcomes of 
civility might be studied in the future. The current study was focused on the impact of support and 
fairness perceived by managers on civility and turnover intention of employees. In future studies, the 
influence of support and fairness perceived from colleagues on civility on turnover intentions might be 
explored. Another potential limitation of this study, one which prevents to infer causality, is its cross- 
sectional nature. Further studies may examine causation by conducting experimental studies. Moreover, 
our study was quantitative. To have a more comprehensive approach some qualitative or mixed 
methods could be adopted in the future.

6. Conclusion
This study contributes to add evidence to the existing body of knowledge regarding the turnover 
intention, framed in the domains of organizational behavior, human resource management, and positive 
organizational scholarship. Supported in the organizational support theory, our findings offer an inte
grated model that examines the association between contextual factors such as managerial support 
and fairness perception on turnover intention, both directly and mediated by civility. Our empirical 
findings broadened the knowledge about the effect of managerial support and the provision of fair 
treatment to employees for reducing employee turnover intention. Moreover, civility demonstrated to be 
a bridge between management support and fairness perception on the employees’ intention to leave 
the companies. The findings of this research will contribute to the contemporary organization’ managers 
to overcome one important issue that is emerging in several countries such as the turnover and the 
problems related to low civility in the work environment.

Funding
The authors received no direct funding for this research.

Author details
Shama Sadaqat1,2 

Ghulam AbidDr.3 

ORCID ID: http://orcid.org/0000-0002-3271-9082 
Francoise Contreras2 

E-mail: francoise.contreras@urosario.edu.co 
ORCID ID: http://orcid.org/0000-0002-2627-0813 
1 National College of Business Administration & Economics 

(NCBA&E), School of Business Administration (SBA), 
Lahore, Pakistan. 

2 School of Management and Business, Universidad del 
Rosario School of Management and Business, Bogotá, 
Colombia. 

3 Kinnaird College For Women University, Department of 
Business Studies, Lahore, Pakistan. 

Disclosure statement
No potential conflict of interest was reported by the author(s).

Citation information 
Cite this article as: Influence of contextual factors on 
turnover intention: examining the mediating role of 
civility, Shama Sadaqat, Ghulam Abid & Francoise 

Contreras, Cogent Business & Management (2022), 9: 
2154987.

References
Abbas, W., & Wu, W. (2019). Employee innovativeness, 

fairness and organizational support: An empirical 
assessment. Human Systems Management, 38(2), 
169–177. https://doi.org/10.3233/HSM-180385

Abid, G., Ahmed, S., Elahi, N. S., & Ilyas, S. (2020). 
Antecedents and mechanism of employee well-being 
for social sustainability: A sequential mediation. 
Sustainable Production and Consumption, 24, 79–89. 
https://doi.org/10.1016/j.spc.2020.06.011

Abid, G., Contreras, F., Ahmed, S., & Qazi, T. (2019). 
Contextual factors and organizational commitment: 
Examining the mediating role of thriving at work. 
Sustainability, 11(17), 1–18. https://doi.org/10.3390/ 
su11174686

Abid, G., Sajjad, I., Elahi, N. S., Farooqi, S., Nisar, A., & 
Harkins, J. (2018). The influence of prosocial motiva
tion and civility on work engagement: The mediating 
role of thriving at work. Cogent Business & 
Management, 5(1), 1493712. https://doi.org/10.1080/ 
23311975.2018.1493712

Abid, G., Zahra, I., & Ahmed, A. (2015). Mediated 
mechanism of thriving at work between perceived 

Sadaqat et al., Cogent Business & Management (2022), 9: 2154987                                                                                                                                  
https://doi.org/10.1080/23311975.2022.2154987                                                                                                                                                       

Page 15 of 19

https://doi.org/10.3233/HSM-180385
https://doi.org/10.1016/j.spc.2020.06.011
https://doi.org/10.3390/su11174686
https://doi.org/10.3390/su11174686
https://doi.org/10.1080/23311975.2018.1493712
https://doi.org/10.1080/23311975.2018.1493712


organization support, innovative work behavior and 
turnover intention. Pakistan Journal of Commerce and 
Social Sciences, 9(3), 982–998. http://www.jespk.net/ 
publications/273.pdf

Abid, G., Zahra, I., & Ahmed, A. (2016). Promoting thriving 
at work and waning turnover intention: A relational 
perspective. Future Business Journal, 2(2), 127–137. 
https://doi.org/10.1016/j.fbj.2016.08.001

Agarwala, T., Arizkuren-Eleta, A., Del Castillo, E., Muniz- 
Ferrer, M., & Gartzia, L. (2014). Influence of man
agerial support on work–life conflict and organiza
tional commitment: An international comparison for 
India, Peru & Spain. The International Journal of 
Human Resource Management, 25(10), 1460–1483. 
https://doi.org/10.1080/09585192.2013.870315

Aguinis, H., Joo, H., & Gottfredson, R. K. (2011). Why we 
hate performance management—And why we 
should love it. Business Horizons, 54(6), 503–507. 
https://doi.org/10.1016/j.bushor.2011.06.001

Ambrose, M. L., & Schminke, M. (2009). The role of overall 
justice judgments in organizational justice research: 
A test of mediation. Journal of Applied Psychology, 94 
(2), 491–500. https://doi.org/10.1037/a0013203

Anderson, S. E., Coffey, B. S., & Byerly, R. T. (2002). Formal 
organizational initiatives and informal workplace 
practices: Links to work-family conflict and 
job-related outcomes. Journal of Management, 28(6), 
787–810. https://doi.org/10.1177/ 
014920630202800605

Andriessen, D., & Gubbins, C. (2009). Metaphor analysis as 
an approach for exploring theoretical concepts: The 
case of social capital. Organization Studies, 30(8), 
845–863. https://doi.org/10.1177/ 
0170840609334952

Arshad, M., Abid, G., Contreras, F., Elahi, N. S., & 
Athar, M. A. (2021). Impact of prosocial motivation 
on organizational citizenship behavior and organiza
tional commitment: The mediating role of manage
rial support. European Journal of Investigation in 
Health, Psychology and Education, 11(2), 436–449. 
https://doi.org/10.3390/ejihpe11020032

Buren Van, H. J., III, Greenwood, M., & Sheehan, C. (2011). 
Strategic human resource management and the 
decline of employee focus. Human Resource 
Management Review, 21(3), 209–219. https://doi.org/ 
10.1016/j.hrmr.2011.02.004

Çelik, M. (2018). The effect of psychological capital level 
of employees on workplace stress and employee 
turnover intention. innovar, 28(68), 67–75. https://doi. 
org/10.15446/innovar.v28n68.70472

Choi, J. (2008). Event justice perceptions and employees’ 
reactions: Perceptions of social entity justice as 
a moderator. Journal of Applied Psychology, 93(3), 
513–528. https://doi.org/10.1037/0021-9010.93.3. 
513

Collini, S. A., Guidroz, A. M., & Perez, L. M. (2015). Turnover 
in health care: The mediating effects of employee 
engagement. Journal of Nursing Management, 23(2), 
169–178. https://doi.org/10.1111/jonm.12109

Colquitt, J. A., & Rodell, J. B. (2015). Measuring justice and 
fairness. The Oxford Handbook of Justice in the 
Workplace, 1, 187–202. https://doi.org/10.1093/ 
oxfordhb/9780199981410.013.8

Cropanzano, R., Byrne, Z. S., Bobocel, D. R., & Rupp, D. E. 
(2001). Moral virtues, fairness heuristics, social enti
ties, and other denizens of organizational justice. 
Journal of Vocational Behavior, 58(2), 164–209. 
https://doi.org/10.1006/jvbe.2001.1791

De Gieter, S., De Cooman, R., Hofmans, J., Pepermans, R., 
& Jegers, M. (2012). Pay-level satisfaction and psy
chological reward satisfaction as mediators of the 

organizational justice-turnover intention relationship. 
International Studies of Management and 
Organization, 42(1), 50–67. https://doi.org/10.2753/ 
IMO0020-8825420103

Eisenberger, R., Huntington, R., Hutchison, S., & Sowa, D. 
(1986). Perceived organizational support. Journal of 
Applied Psychology, 71(3), 500. https://doi.org/10. 
1037/0021-9010.71.3.500

Eisenberger, R., & Stinglhamber, F. (2011). Perceived 
organizational support: Fostering enthusiastic and 
productive employees. American Psychological 
Association.

Eisenberger, R., Stinglhamber, F., Vandenberghe, C., 
Sucharski, I. L., & Rhoades, L. (2002). Perceived 
supervisor support : Contributions to perceived orga
nizational support and employee retention. Journal 
of Applied Psychology, 87(3), 565–573. https://doi.org/ 
10.1037/0021-9010.87.3.565

Elahi, N. S., Abid, G., Arya, B., & Farooqi, S. (2019). 
Workplace behavioral antecedents of job perfor
mance: Mediating role of thriving. The Service 
Industries Journal, 1–22. https://doi.org/10.1080/ 
02642069.2019.1638369

Emiroğlu, B. D., Akova, O., & Tanrıverdi, H. (2015). The 
relationship between turnover intention and demo
graphic factors in hotel businesses: A study at five 
star hotels in Istanbul. Procedia-Social and Behavioral 
Sciences, 207, 385–397. https://doi.org/10.1016/j. 
sbspro.2015.10.108

Erum, H., Abid, G., Contreras, F., & Islam, T. (2020). Role of 
family motivation, workplace civility and self-efficacy 
in developing affective commitment and organiza
tional citizenship behavior. European Journal of 
Investigation in Health, Psychology and Education, 10 
(1), 358–374. https://doi.org/10.3390/ 
ejihpe10010027

Field, A. (2013). Discovering statistics using SPSS. Sage 
Publications.

Fornell, C., & Larcker, D. F. (1981). Evaluating structural 
equation models with unobservable variables and 
measurement error. Journal of Marketing Research, 
18(1), 39–50. https://doi.org/10.1177/ 
002224378101800104

Forni, P. M. (2010). Choosing civility: The twenty-five rules 
of considerate conduct. St. Martin’s Press Griffin.

Galvin, G., & Timmins, F. (2010). A phenomenological 
exploration of intellectual disability: Nurse’s experi
ences of managerial support. Journal of Nursing 
Management, 18(6), 726–735. https://doi.org/10. 
1111/j.1365-2834.2010.01101.x

Gill, M. J., Lutgen-Sandvik, P., & Sypher, B. D. (2009). 
Workplace incivility and organizational trust. In 
Lutgen-Sandvik, P., Sypher, B.D. (Eds.), Destructive 
organizational communication: Processes, conse
quences, and constructive ways of organizing (pp. 
69–90). Routledge.

Glisson, C., & Durick, M. (1988). Predictors of job satisfac
tion and organizational commitment in human ser
vice organizations. Administrative Science Quarterly, 
33(1), 61–81. https://doi.org/10.2307/2392855

Gori, A., & Topino, E. (2020). Predisposition to change is 
linked to job satisfaction: assessing the mediation 
roles of workplace relation civility and insight. 
International Journal of Environmental Research and 
Public Health, 17(6), 2141. https://doi.org/10.3390/ 
ijerph17062141

Hartmann, N. N., & Lussier, B. (2020). Managing the sales 
force through the unexpected exogenous COVID-19 
crisis. Industrial Marketing Management, 88, 
101–111. https://doi.org/10.1016/j.indmarman.2020. 
05.005

Sadaqat et al., Cogent Business & Management (2022), 9: 2154987                                                                                                                                  
https://doi.org/10.1080/23311975.2022.2154987

Page 16 of 19

http://www.jespk.net/publications/273.pdf
http://www.jespk.net/publications/273.pdf
https://doi.org/10.1016/j.fbj.2016.08.001
https://doi.org/10.1080/09585192.2013.870315
https://doi.org/10.1016/j.bushor.2011.06.001
https://doi.org/10.1037/a0013203
https://doi.org/10.1177/014920630202800605
https://doi.org/10.1177/014920630202800605
https://doi.org/10.1177/0170840609334952
https://doi.org/10.1177/0170840609334952
https://doi.org/10.3390/ejihpe11020032
https://doi.org/10.1016/j.hrmr.2011.02.004
https://doi.org/10.1016/j.hrmr.2011.02.004
https://doi.org/10.15446/innovar.v28n68.70472
https://doi.org/10.15446/innovar.v28n68.70472
https://doi.org/10.1037/0021-9010.93.3.513
https://doi.org/10.1037/0021-9010.93.3.513
https://doi.org/10.1111/jonm.12109
https://doi.org/10.1093/oxfordhb/9780199981410.013.8
https://doi.org/10.1093/oxfordhb/9780199981410.013.8
https://doi.org/10.1006/jvbe.2001.1791
https://doi.org/10.2753/IMO0020-8825420103
https://doi.org/10.2753/IMO0020-8825420103
https://doi.org/10.1037/0021-9010.71.3.500
https://doi.org/10.1037/0021-9010.71.3.500
https://doi.org/10.1037/0021-9010.87.3.565
https://doi.org/10.1037/0021-9010.87.3.565
https://doi.org/10.1080/02642069.2019.1638369
https://doi.org/10.1080/02642069.2019.1638369
https://doi.org/10.1016/j.sbspro.2015.10.108
https://doi.org/10.1016/j.sbspro.2015.10.108
https://doi.org/10.3390/ejihpe10010027
https://doi.org/10.3390/ejihpe10010027
https://doi.org/10.1177/002224378101800104
https://doi.org/10.1177/002224378101800104
https://doi.org/10.1111/j.1365-2834.2010.01101.x
https://doi.org/10.1111/j.1365-2834.2010.01101.x
https://doi.org/10.2307/2392855
https://doi.org/10.3390/ijerph17062141
https://doi.org/10.3390/ijerph17062141
https://doi.org/10.1016/j.indmarman.2020.05.005
https://doi.org/10.1016/j.indmarman.2020.05.005


Hassan, M., & Jagirani, T. S. (2019). Employee turnover in 
public sector banks of Pakistan. Market Forces, 14(1). 
https://kiet.edu.pk/marketforces/index.php/market 
forces/article/view/390

Hayes, A. F. (2017). Introduction to mediation, modera
tion, and conditional process analysis: A regression- 
based approach. Guilford publications.

Hayes, A. F., Montoya, A. K., & Rockwood, N. J. (2017). The 
analysis of mechanisms and their contingencies: 
PROCESS versus structural equation modeling. 
Australasian Marketing Journal (AMJ), 25(1), 76–81. 
https://doi.org/10.1016/j.ausmj.2017.02.001

Hernandez, W., Luthanen, A., Ramsel, D., & Osatuke, K. 
(2015). The mediating relationship of self-awareness 
on supervisor burnout and workgroup civility & psy
chological safety: A multilevel path analysis. Burnout 
Research, 2(1), 36–49. https://doi.org/10.1016/j.burn. 
2015.02.002

Hui, C., Wong, A., & Tjosvold, D. (2007). Turnover intention 
and performance in China: The role of positive 
affectivity, Chinese values, perceived organizational 
support and constructive controversy. Journal of 
Occupational and Organizational Psychology, 80(4), 
735–751. https://doi.org/10.1348/ 
096317906X171037

Ibrahim, S. N. H., Suan, C. L., & Karatepe, O. M. (2019). The 
effects of supervisor support and self-efficacy on call 
center employees’ work engagement and quitting 
intentions. International Journal of Manpower. 
https://doi.org/10.1108/IJM-12-2017-0320

Ilyas, S., Abid, G., & Ashfaq, F. (2022a). Enhancing the 
perceived organizational support, perceived 
ethical-philanthropic CSR and subjective well-being: 
The role of ethical leadership. International Journal of 
Ethics and Systems. https://doi.org/10.1108/IJOES- 
04-2022-0084

Ilyas, S., Abid, G., & Ashfaq, F. (2022b). The impact of 
perceived organizational support on professional 
commitment: A moderation of burnout and media
tion of well-being. International Journal of Sociology 
and Social Policy. https://doi.org/10.1108/IJSSP-06- 
2022-0170

Kang, M., & Sung, M. (2019). To leave or not to leave: The 
effects of perceptions of organizational justice on 
employee turnover intention via 
employee-organization relationship and employee 
job engagement. Journal of Public Relations Research, 
31(5–6), 152–175. https://doi.org/10.1080/1062726X. 
2019.1680988

Kark, R., & Carmeli, A. (2009). Alive and creating: The 
mediating role of vitality and aliveness in the rela
tionship between psychological safety and creative 
work involvement. Journal of Organizational Behavior, 
30(6), 785–804. https://doi.org/10.1002/job.571

Kim, W., & Hyun, Y. S. (2017). The impact of personal 
resources on turnover intention. European Journal of 
Training and Development, 41(8), 705–721. https:// 
doi.org/10.1108/EJTD-05-2017-0048

Kline, R. B. (2015). Principles and practice of structural 
equation modeling (4th) ed.). Guilford Publications.

Kurtessis, J. N., Eisenberger, R., Ford, M. T., Buffardi, L. C., 
Stewart, K. A., & Adis, C. S. (2017). Perceived organi
zational support: A meta-analytic evaluation of 
organizational support theory. Journal of 
Management, 43(6), 1854–1884. https://doi.org/10. 
1177/0149206315575554

Laschinger, H. K. S., & Finegan, J. (2005). Empowering 
nurses for work engagement and health in hospital 
settings. JONA: The Journal of Nursing Administration, 
35(10), 439–449. https://doi.org/10.1097/00005110- 
200510000-00005

Laschinger, H. K. S., Leiter, M., Day, A., & Gilin, D. (2009). 
Workplace empowerment, incivility, and burnout: 
Impact on staff nurse recruitment and retention 
outcomes. Journal of Nursing Management, 17(3), 
302–311. https://doi.org/10.1111/j.1365-2834.2009. 
00999.x

Leiter, M. P., & Maslach, C. (2009). Nurse turnover: The 
mediating role of burnout. Journal of Nursing 
Management, 17(3), 331–339. https://doi.org/10. 
1111/j.1365-2834.2009.01004.x

Li, J. J., Kim, W. G., & Zhao, X. R. (2017). Multilevel model 
of management support and casino employee turn
over intention. Tourism Management, 59, 193–204. 
https://doi.org/10.1016/j.tourman.2016.08.006

Lin, C. P., Hung, W. T., & Chiu, C. K. (2008). Being good 
citizens: Understanding a mediating mechanism of 
organizational commitment and social network ties 
in OCBs. Journal of Business Ethics, 81(3), 561–578. 
https://doi.org/10.1007/s10551-007-9528-8

Martin, U., & Schinke, S. P. (1998). Organizational and 
individual factors influencing job satisfaction and 
burnout of mental health workers. Social Work in 
Health Care, 28(2), 51–62. https://doi.org/10.1300/ 
J010v28n02_04

Miller, H. E., Katerberg, R., & Hulin, C. L. (1979). Evaluation 
of the Mobley, Horner, and Hollingsworth model of 
employee turnover. Journal of Applied Psychology, 64 
(5), 509–517. https://doi.org/10.1037/0021-9010.64. 
5.509

Moynihan, D. P., & Landuyt, N. (2008). Explaining turnover 
intention in state government: Examining the roles of 
gender, life cycle, and loyalty. Review of Public 
Personnel Administration, 28(2), 120–143. https://doi. 
org/10.1177/0734371X08315771

Moynihan, D. P., & Pandey, S. K. (2008). The ties that bind: 
Social networks, person-organization value fit, and 
turnover intention. Journal of Public Administration 
Research and Theory, 18(2), 205–227. https://doi.org/ 
10.1093/jopart/mum013

Nelson, K. C. (2019). Are civility and candor compatible? 
Examining the tension between respectful and honest 
workplace communication (Doctoral dissertation). 
University of Connecticut. https://opencommons. 
uconn.edu/dissertations/2103/

Oppel, E. M., Mohr, D. C., & Benzer, J. K. (2016). Civility 
climate effects on patient and employee perceptions 
of hospital care performance. Academy of 
Management Proceedings. 2016(1).

Osatuke, K., Moore, S. C., Ward, C., Dyrenforth, S. R., & 
Belton, L. (2009). Civility, respect, engagement in the 
workforce (CREW) nationwide organization develop
ment intervention at Veterans health administration. 
The Journal of Applied Behavioral Science, 45(3), 
384–410. https://doi.org/10.1177/ 
0021886309335067

Podsakoff, P. M., MacKenzie, S. B., Lee, J., & 
Podsakoff, N. P. (2003). Common method biases in 
behavioral research : A critical review of the literature 
and recommended remedies. Journal of Applied 
Psychology, 88(5), 879–903. https://doi.org/10.1037/ 
0021-9010.88.5.879

Podsakoff, P. M., MacKenzie, S. B., Paine, J. B., & 
Bachrach, D. G. (2000). Organizational citizenship 
behaviors: A critical review of the theoretical and 
empirical literature and suggestions for future 
research. Journal of Management, 26(3), 513–563. 
https://doi.org/10.1177/014920630002600307

Porath, C. L. (2011). Civility. In K. S. Cameron & 
G. M. Spreitzer (Eds.), The Oxford handbook of positive 
organizational scholarship (pp. 1–19). Oxford 
University Press.

Sadaqat et al., Cogent Business & Management (2022), 9: 2154987                                                                                                                                  
https://doi.org/10.1080/23311975.2022.2154987                                                                                                                                                       

Page 17 of 19

https://kiet.edu.pk/marketforces/index.php/marketforces/article/view/390
https://kiet.edu.pk/marketforces/index.php/marketforces/article/view/390
https://doi.org/10.1016/j.ausmj.2017.02.001
https://doi.org/10.1016/j.burn.2015.02.002
https://doi.org/10.1016/j.burn.2015.02.002
https://doi.org/10.1348/096317906X171037
https://doi.org/10.1348/096317906X171037
https://doi.org/10.1108/IJM-12-2017-0320
https://doi.org/10.1108/IJOES-04-2022-0084
https://doi.org/10.1108/IJOES-04-2022-0084
https://doi.org/10.1108/IJSSP-06-2022-0170
https://doi.org/10.1108/IJSSP-06-2022-0170
https://doi.org/10.1080/1062726X.2019.1680988
https://doi.org/10.1080/1062726X.2019.1680988
https://doi.org/10.1002/job.571
https://doi.org/10.1108/EJTD-05-2017-0048
https://doi.org/10.1108/EJTD-05-2017-0048
https://doi.org/10.1177/0149206315575554
https://doi.org/10.1177/0149206315575554
https://doi.org/10.1097/00005110-200510000-00005
https://doi.org/10.1097/00005110-200510000-00005
https://doi.org/10.1111/j.1365-2834.2009.00999.x
https://doi.org/10.1111/j.1365-2834.2009.00999.x
https://doi.org/10.1111/j.1365-2834.2009.01004.x
https://doi.org/10.1111/j.1365-2834.2009.01004.x
https://doi.org/10.1016/j.tourman.2016.08.006
https://doi.org/10.1007/s10551-007-9528-8
https://doi.org/10.1300/J010v28n02_04
https://doi.org/10.1300/J010v28n02_04
https://doi.org/10.1037/0021-9010.64.5.509
https://doi.org/10.1037/0021-9010.64.5.509
https://doi.org/10.1177/0734371X08315771
https://doi.org/10.1177/0734371X08315771
https://doi.org/10.1093/jopart/mum013
https://doi.org/10.1093/jopart/mum013
https://opencommons.uconn.edu/dissertations/2103/
https://opencommons.uconn.edu/dissertations/2103/
https://doi.org/10.1177/0021886309335067
https://doi.org/10.1177/0021886309335067
https://doi.org/10.1037/0021-9010.88.5.879
https://doi.org/10.1037/0021-9010.88.5.879
https://doi.org/10.1177/014920630002600307


Porath, C. L., & Erez, A. (2009). Overlooked but not 
untouched: How rudeness reduces onlookers’ per
formance on routine and creative tasks. 
Organizational Behavior and Human Decision 
Processes, 109(1), 29–44. https://doi.org/10.1016/j. 
obhdp.2009.01.003

Powell, G. N., Butterfield, D. A., & Parent, J. D. (2002). 
Gender and managerial stereotypes: Have the 
times changed? Journal of Management, 28(2), 
177–193. https://doi.org/10.1177/ 
014920630202800203

Preacher, K. J., & Hayes, A. F. (2008). Asymptotic and 
resampling strategies for assessing and comparing 
indirect effects in multiple mediator models. Behavior 
Research Methods, 40(3), 879–891. https://doi.org/10. 
3758/BRM.40.3.879

Qaiser, S., & Abid, G. (2022). Psychological contract 
breach and happiness at work in healthcare sector: 
Double mediation of colleague support and deviant 
workplace behaviour. Pakistan Journal of Commerce 
and Social Sciences, 16(1), 50–69. http://www.jespk. 
net/paper.php?paperid=4453

Reed, L., Whitten, C., & Jeremiah, J. (2019, March). The 
importance of teaching civility as a workplace rela
tionship building competency. In Developments in 
Business Simulation and Experiential Learning: 
Proceedings of the Annual ABSEL conference (Vol. 46).

Rhoades, L., & Eisenberger, R. (2002). Perceived organi
zational support: A review of the literature. Journal of 
Applied Psychology, 87(4), 698–714. https://doi.org/ 
10.1037/0021-9010.87.4.698

Sieweke, J., Köllner, B., & Süß, S. (2017). The relationship 
between employees’ objective internal and external pay 
standing and their job performance: A within-person 
analysis. Journal of Business and Psychology, 32(5), 
533–546. https://doi.org/10.1007/s10869-016-9457-6

Sobel, M. E. (1982). Asymptotic confidence intervals for 
indirect effects in structural equation models. 
Sociological Methodology, 13, 290–312. https://doi. 
org/10.2307/270723

Steers, R. M. (1977). Antecedents and outcomes of orga
nizational commitment. Administrative Science 
Quarterly, 22(1), 46–56. https://doi.org/10.2307/ 
2391745

Takase, M. (2010). A concept analysis of turnover inten
tion: Implications for nursing management. 
Collegian, 17(1), 3–12. https://doi.org/10.1016/j. 
colegn.2009.05.001

Tepper, B. J., & Taylor, E. C. (2003). Relationships among 
supervisors’ and subordinates’ procedural justice 
perceptions and organizational citizenship behaviors. 

Academy of Management Journal, 46(1), 97–105. 
https://doi.org/10.2307/30040679

Troester, R. (2014). Civility as a central student learning 
outcome in the basic and introductory communica
tion courses. Basic Communication Course Annual, 26 
(1), 7. https://ecommons.udayton.edu/bcca/vol26/ 
iss1/7

Tschopp, C., Grote, G., & Köppel, N. (2016). Disentangling 
effects of age and career preferences on the rela
tionship between job satisfaction and turnover 
intention and behavior: An examination in three 
samples. Work, Aging and Retirement, 2(1), 73–85. 
https://doi.org/10.1093/workar/wav022

Van Jaarsveld, D. D., Walker, D. D., Restubog, S. L. D., 
Skarlicki, D., Chen, Y., & Frické, P. H. (2019). Unpacking 
the relationship between customer (in) justice and 
employee turnover outcomes: Can fair supervisor 
treatment reduce employees’ emotional turmoil? 
Journal of Service Research. https://doi.org/10.1177/ 
1094670519883949

Waseem, S. N., & Mehmood, K. (2019). A study on the 
drivers of employee engagement and its relationship 
with employee performance. South Asian Journal of 
Management, 13(2), 172–190. http://sajms.iurc.edu. 
pk//paper.php?id=SAJMS13205

Wayne, J. H., Randel, A. E., & Stevens, J. (2006). The role of 
identity and work–family support in work–family 
enrichment and its work-related consequences. 
Journal of Vocational Behavior, 69(3), 445–461. 
https://doi.org/10.1016/j.jvb.2006.07.002

Wiesenfeld, B. M., Raghuram, S., & Garud, R. (2001). 
Organizational identification among virtual workers: 
The role of need for affiliation and perceived 
work-based social support. Journal of Management, 
27(2), 213–229. https://doi.org/10.1177/ 
014920630102700205

Yanchus, N. J., Periard, D., & Osatuke, K. (2017). Further 
examination of predictors of turnover intention 
among mental health professionals. Journal of 
Psychiatric and Mental Health Nursing, 24(1), 41–56. 
https://doi.org/10.1111/jpm.12354

Yücel, I. (2012). Examining the relationships among job 
satisfaction, organizational commitment, and turn
over intention: An empirical study. International 
Journal of Business and Management, 7(20), 44–58. 
https://doi.org/10.5539/ijbm.v7n20p44

Zafar, R., Abid, G., Rehmat, M., Ali, M., Hassan, Q., & Asif, M. F. 
(2022). So hard to say goodbye: Impact of punitive 
supervision on turnover intention. Total Quality 
Management & Business Excellence, 33(5–6), 614–636. 
https://doi.org/10.1080/14783363.2021.1882844

Sadaqat et al., Cogent Business & Management (2022), 9: 2154987                                                                                                                                  
https://doi.org/10.1080/23311975.2022.2154987

Page 18 of 19

https://doi.org/10.1016/j.obhdp.2009.01.003
https://doi.org/10.1016/j.obhdp.2009.01.003
https://doi.org/10.1177/014920630202800203
https://doi.org/10.1177/014920630202800203
https://doi.org/10.3758/BRM.40.3.879
https://doi.org/10.3758/BRM.40.3.879
http://www.jespk.net/paper.php?paperid=4453
http://www.jespk.net/paper.php?paperid=4453
https://doi.org/10.1037/0021-9010.87.4.698
https://doi.org/10.1037/0021-9010.87.4.698
https://doi.org/10.1007/s10869-016-9457-6
https://doi.org/10.2307/270723
https://doi.org/10.2307/270723
https://doi.org/10.2307/2391745
https://doi.org/10.2307/2391745
https://doi.org/10.1016/j.colegn.2009.05.001
https://doi.org/10.1016/j.colegn.2009.05.001
https://doi.org/10.2307/30040679
https://ecommons.udayton.edu/bcca/vol26/iss1/7
https://ecommons.udayton.edu/bcca/vol26/iss1/7
https://doi.org/10.1093/workar/wav022
https://doi.org/10.1177/1094670519883949
https://doi.org/10.1177/1094670519883949
http://sajms.iurc.edu.pk//paper.php?id=SAJMS13205
http://sajms.iurc.edu.pk//paper.php?id=SAJMS13205
https://doi.org/10.1016/j.jvb.2006.07.002
https://doi.org/10.1177/014920630102700205
https://doi.org/10.1177/014920630102700205
https://doi.org/10.1111/jpm.12354
https://doi.org/10.5539/ijbm.v7n20p44
https://doi.org/10.1080/14783363.2021.1882844


© 2022 The Author(s). This open access article is distributed under a Creative Commons Attribution (CC-BY) 4.0 license. 
You are free to:  
Share — copy and redistribute the material in any medium or format.  
Adapt — remix, transform, and build upon the material for any purpose, even commercially.  
The licensor cannot revoke these freedoms as long as you follow the license terms.  

Under the following terms:  
Attribution — You must give appropriate credit, provide a link to the license, and indicate if changes were made.  
You may do so in any reasonable manner, but not in any way that suggests the licensor endorses you or your use.  
No additional restrictions  

You may not apply legal terms or technological measures that legally restrict others from doing anything the license permits.

Cogent Business & Management (ISSN: 2331-1975) is published by Cogent OA, part of Taylor & Francis Group.  
Publishing with Cogent OA ensures:  
• Immediate, universal access to your article on publication  
• High visibility and discoverability via the Cogent OA website as well as Taylor & Francis Online  
• Download and citation statistics for your article  
• Rapid online publication  
• Input from, and dialog with, expert editors and editorial boards  
• Retention of full copyright of your article  
• Guaranteed legacy preservation of your article  
• Discounts and waivers for authors in developing regions  
Submit your manuscript to a Cogent OA journal at www.CogentOA.com   

Sadaqat et al., Cogent Business & Management (2022), 9: 2154987                                                                                                                                  
https://doi.org/10.1080/23311975.2022.2154987                                                                                                                                                       

Page 19 of 19


	1.  Introduction
	2.  Literature review and hypotheses development
	2.1.  Theoretical perspective
	2.2.  Managerial support and civility
	2.3.  Fairness perception and civility
	2.4.  Civility and turnover intention
	2.5.  Civility as mediator
	2.6.  Managerial support and turnover intention
	2.7.  Fairness perception and turnover intention

	3.  Methodology
	3.1.  Sample and procedures
	3.2.  Measures
	3.2.1.  Civility (α = 0.85)
	3.2.2.  Fairness perception (α = 0.85)
	3.2.3.  Managerial support (α = 0.87)
	3.2.4.  Turnover intention (α = 0.90)

	3.3.  Demographic control variables
	3.4.  Analytical approach
	3.4.1.  Descriptive analysis
	3.4.2.  Measurement validation


	4.  Results
	4.1.  Hypotheses testing
	4.2.  Tests of mediation

	5.  Discussion
	5.1.  Theoretical contribution
	5.2.  Practical implications
	5.3.  Limitations and future directions

	6.  Conclusion
	Funding
	Author details
	Disclosure statement
	References

