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This research aimed to examine the relationship between organizational
ostracism and organizational deviance according to teachers' perceptions.
The research employed a correlational design. The study sample consisted
of 261 primary school teachers working in Turkish schools. The data were
analyzed via multiple linear regression analysis. The findings showed that
teachers experienced a low level of organizational ostracism and
organizational deviance at schools. In addition, organizational ostracism
predicted organizational deviance in individual, organizational and ethical
dimensions, but the level of this prediction was low. The study discussed
some implications for researchers and practitioners, emphasizing the role of
ostracism in teachers' displaying organizational deviance behaviours. For
instance, to prevent organizational deviance behaviours in schools,
ostracism should be stopped, or its negative effects should be reduced. Also,
importance should be given to developing cooperation and relationship
networks among teachers, and communication channels should be kept
open.
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INTRODUCTION

Humankind is a social being. Hence, they seek solid social bonds with other people. Establishing
social ties encourages people to belong to a group. The need for belonging is a basic need, and people
have a widespread motivation to develop and maintain a minimal amount of lasting, positive, and
essential interpersonal relationships (Baumeister & Leary, 1995). In an organizational environment,
relationships between people can be damaged over time due to various reasons. This situation may
lead to negative consequences such as being ignored or neglected by some organization members. In
organizations, this negative situation, expressed as ostracism (Williams, 1997), is a common
phenomenon (Fox & Stallworth, 2005).

As educational organizations, there is also ostracism in schools. In the study conducted by
Eickholt and Goodboy (2017), it was found that approximately one-third of teachers were exposed to
various levels of ostracism in schools. Another study (Husrevsahi, 2021) revealed that teachers were
excluded for various reasons. Ostracised individuals in the organizational environment may experience
psychological consequences such as sadness and pain (Ferris et al., 2008). Ostracism in the workplace
can also harm organizational effectiveness because it can reduce employees' citizenship behaviour
(Ferris et al., 2015), workplace commitment (Hitlan et al., 2006), and job satisfaction (Ferris et al., 2008)
can benefit the organization. In addition to its personal effects, ostracism may negatively affect the
organization's dynamics and performance (Jones et al., 2009). Teachers' perceptions of ostracism can
lead to some negative consequences that may disrupt the educational processes in schools. In the
research of Erdemli and Kurum (2019), it was concluded that ostracism harms the organizational
atmosphere in schools, causes teachers to decrease their sense of belonging, and even leads to
conflicts within the school. In addition, research findings show that ostracised teachers may experience
burnout (Naz et al., 2017; Sulea et al., 2012), low job satisfaction (Eickholt & Goodboy, 2017), and low
performance (Fatima et al., 2019). Considering the harmful effects of ostracism, which is accepted as
a form of workplace bullying (Einarsen et al., 2009), on teachers and schools, teachers' reactions to
ostracism have gained importance.

Employees who experience a perception of ostracism may think negatively about those who
ostracise them by experiencing negative emotions (Williams, 2007) and exhibit some undesirable
behaviours such as aggression and harm to the organization (Robinson et al., 2013). Consequently,
ostracised employees may exhibit organizational deviance behaviours (Ferris et al., 2008). Contrary to
organizational norms, deviant behaviours are initiated by employees and have significant adverse
effects at individual and organizational levels (Bennett & Robinson, 2000). Also, ostracism harms
employees. From this point of view, teachers who are ostracised in schools may exhibit organizational
deviance behaviour. This situation can harm all school stakeholders because organizational deviance
behaviour threatens the existence of an organization and its members (Robinson & Bennett, 1995).
Therefore, it is important to prevent or reduce the display of organizational deviance behaviours in
schools. In this context, examining the factors that may cause teachers to exhibit organizational
deviance reinforces this study's importance. Indeed, some research findings (Ferris et al., 2008;
Jahanzeb & Fatima, 2017) show that deviant behaviours are related to ostracised experiences of
employees. However, these studies were conducted in non-educational organizations. It remains
unclear whether teachers perceive ostracism in educational institutions causes them to exhibit
organizational deviance behaviours. In this context, this research is essential in terms of filling the gap
in the literature. In addition, it has been observed that studies examining ostracism in educational
organizations mainly focus on students (Ogurlu, 2015; Celikdz & Tiirkan, 2017). There are also studies
focusing on the ostracism of teachers. However, the studies focus on organizational ostracism's effects
(Eickholt & Goodboy, 2017; Erdemli & Kurum, 2019; Husrevsahi, 2021; Yilmaz & Akgiin, 2019) is limited.
Considering the serious adverse effects of organizational ostracism on teachers, more systematic
studies are needed on the impact of organizational ostracism in schools. For all that, no study has been
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conducted between organizational ostracism and organizational deviance based on teacher
perceptions in the literature. The current study also aims to fill this gap in the literature. Therefore,
this study examined the relationship between organizational ostracism and organizational deviance
based on teachers' perceptions. For this purpose, the research questions were:

RQ1. What is the level of teachers' organizational ostracism perceptions?
RQ2. What is the level of teachers' organizational deviance perceptions?

RQ3. Are teachers' perceptions of organizational ostracism a significant predictor of their
perceptions of organizational deviance?

CONTEXT OF THE RESEARCH: EDUCATIONAL SYSTEM IN TURKEY

Before clarifying the theoretical framework in this study, we present contextual information
about the education system in Turkey. This study was conducted in Turkey, a central education system
(Erdem et al., 2011). All regulations regarding the education system are made by the Ministry of
National Education (MoNE). This situation creates a hierarchical relationship between the MoNE and
the local education actors. This type of relationship causes problems in the effective implementation
of education policies and makes it difficult to quickly solve the problems encountered at the local level.
A similar hierarchical structure is also reflected in schools. This structure in question may also be
related to the high power distance in Turkey, which has a rich culture. Power distance is related to how
power-based inequality in societies is acceptable (Hofstede, 2001). Therefore, this situation shows that
the power in schools is not equally distributed between school administrators and teachers. The
hierarchical structure in organizations causes employees to experience exclusion (Robinson et al.,
2013). This situation negatively affects the stakeholders of the school. The most important of these
stakeholders is undoubtedly the teachers. In addition to the problems they experience due to the
hierarchical structure, teachers are passive implementers of the education program prepared by the
MoNE. In this sense, teachers are deprived of their professional autonomy. Teachers' autonomy-based
education policies can support teachers' goal orientations together (Ertem et al., 2021). Existing
negativities may pave the way for an environment where teachers can feel worthless and excluded. It
is important to examine the perceived ostracism of teachers in countries such as Turkey, where
education is centralized and hierarchical. However, it is also essential to explore the adverse effects of
ostracism on teachers. However, these effects will be examined in Turkey, a collectivist culture,
carrying the study to a different point. On the one hand, the risk of ostracism of teachers in schools
with a large power distance and hierarchical structure; on the other hand, teachers with a collectivist
understanding tend to belong to the group. Considering the way the education system is managed and
the cultural characteristics of Turkey, this study examines whether the perception of ostracism of
teachers is effective in displaying deviant behavior.

CONCEPTUAL FRAMEWORK

This section will first elaborate on the theoretical foundations of organizational ostracism and
organizational deviance. We then examine the relationships among the variables.

ORGANIZATIONAL OSTRACISM

Organizational ostracism is defined in this study as "the extent of one's perception of
being ignored or ostracized by others in a workplace" (Ferris et al., 2008, p.1348). Although there are
different terms for ostracism in the literature, such as social exclusion, ostracism, and social rejection,
it is claimed that they point to the same phenomenon (Ferris et al., 2008) and are often used
interchangeably by researchers (Williams, 2007). In this study, we will not distinguish between the
stated concepts, but the idea of ostracism will be used because it is considered more inclusive. The
Sociometer Theory constitutes a vital basis when the theoretical background of organizational
ostracism is examined. The basic principle of the theory is that "the self-esteem system monitors the
quality of an individual's actual and potential relationships the sense that other people regard their
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relationships with the individual as valuable, important, and close" (Leary & Baumeister, 2000, p.11).
The theory argues that self-esteem is an aspect affected by our social connections and explains the
changes caused by the threat of ostracism in the context of the need for belonging (Leary et al., 1995).
Therefore, belonging is the most important theoretical basis for the current research. In addition to
the Sociometer Theory, cognitive deconstruction and self-requlation impairment, and ostracism
models are the theories underpinning the study. In the model of cognitive deconstruction and self-
regulation impairment (Baumeister et al., 2005), it is stated that one of the reasons for the existence
of self-regulation is establishing social relationships and maintaining these relationships. Ostracism will
lead to self-regulation impairment in the individual. The model of ostracism (Williams, 1997), on the
other hand, proposes a comprehensive model regarding the cause and types of ostracism, threatened
needs, and responses to ostracism. The section on responses to ostracism in the relevant model was
considered in the current study.

Organizational ostracism has been discussed in different dimensions in the literature (Abash &
Ozdemir, 2019; Ferris et al., 2008; Hitlan & Noel, 2009). As the current study focuses on ostracism in
educational organizations, the dimensions addressed by Abasli and Ozdemir (2019), used in this
research, will be explained. In the mentioned study, organizational ostracism consists of slight and
isolate dimensions. While slight is seen as ignoring teachers by their colleagues, contacting them only
in case of necessity, and neglecting them, isolate refers to teachers being left alone at school by
avoiding them.

ORGANIZATIONAL DEVIANCE

The theoretical background of organizational deviance can be based on three approaches. First,
according to the Misbehaviours Approach in Organizations (Vardi & Wiener, 1996, p.153),
misbehaviour in the organization has been defined as "any intentional action by members of
organizations that defies and violets shared organizational norms and expectations and/or core
societal values, norms and standards of proper conduct." The misbehaviours in question are classified
as behaviours that benefit themselves, benefit the organization, and intend to damage and be
destructive. Second, in the Counterproductive Work Behaviours Approach (Gruys & Sackett, 2003,
p.30), counterproductive work behaviours are explained as "any intentional behaviour on the part of
an organization member viewed by the organization as contrary to its legitimate interests."
Counterproductive work behaviours are "theft and related behavior, destruction of property, misuse
of information, misuse of time and resources, unsafe behavior, poor attendance, poor quality work,
alcohol use, drug use, inappropriate verbal actions, and inappropriate physical actions" (p.30). The last
approach, Deviant Workplace Behaviors (Robinson & Bennett, 1995, p.556), defines organizational
deviance, definition we adopted in the current study, as "voluntary behavior that violates significant
organizational norms and in so doing threatens the well-being of an organization, its members, or
both" (Robinson & Bennett, 1995, p.556).

This research conceptualized organizational deviance around three main factors (Girgin Kése &
Aksu, 2013; Robinson & Bennett, 1995). The first factor, individual or interpersonal deviance is related
to behaviours that directly harm other individuals in the organization. The second one, organizational
deviance defines deviant behaviours as directly harming the organization. In the last factor, behaviours
that violate organizational norms and laws are considered unethical deviance.

ORGANIZATIONAL OSTRACISM AND ORGANIZATIONAL DEVIANCE

Ostracism threatens the need for self-esteem, control, and meaningful existence (Williams,
1997) as well as the need for belonging. Deviance behaviour may conclude to reclaim psychological
conditions, especially when the need for control is threatened (Williams, 2007). Employees exposed
to ostracism may resort to deviance behaviour to reduce the negative emotions they will experience.
To escape the source of social pain shared by ostracism, employees may choose to slow down their
work or reduce their contribution to the organization (Spector & Fox, 2002). On the other hand,
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members of the organization may prefer to engage in deviance to regain control due to ostracism
(Whitman et al., 2014). It has also been found that ostracism leads to more aggressive reactions in
unexpected situations and thus creates a self-esteem threat (Wesselmann et al., 2010) that can be
understood as a threat to the person's identity (Thau et al., 2007). To eliminate the threat in question,
employees may exhibit deviant behaviours. Considering the context of the current research, teachers
exposed to ostracism may exhibit deviant behaviours.

METHOD

RESEARCH DESIGN

A quantitative method-based correlational design was employed in this research to examine the
relationship between teachers' perceptions of organizational ostracism and organizational deviance.

SAMPLE

The population of the research consists of 602 teachers in primary schools. The study sample
consisted of 261 teachers in 24 primary schools in a southeast Turkey province in 2019-2020. The
selected region was determined according to the convenience sampling method (Etikan et al., 2016),
while the schools and teachers were determined using the simple random sampling method (Fraenkel
et al., 2012). The suitability of the selected region is that it is geographically close. On the other hand,
we accessed all teachers' names and then randomly chose them when selecting teachers. 38.69% of
the teachers are female, 61.31% are male, 60.15% are married, 39.85% are single, 1.91% are associate
degrees, 91.57% are undergraduate, and 6.51% are postgraduate.

INSTRUMENTS
ORGANIZATIONAL OSTRACISM SCALE

In this study, the "Organizational Ostracism Scale (00S)" developed by Abasli and Ozdemir
(2019) was used. The scale's construct validity was evaluated by exploratory (EFA) and confirmatory
(CFA) factor analyses. The scale has 14 items and consists of isolate and slight dimensions. Sample
items from the scale include "employees in this work do not care about me" for the slight dimension
and "employees in this workplace do not greet me" for the isolate dimension. This 5-point Likert-type
scale was answered on a rating scale from 1 ("totally disagree") to 5 ("totally agree"). The total variance
explained was determined as 70%. In this study, the goodness of fit indices for the first level CFA made
for the OOS are as follows: x2/df = 2.93, GFI= .91, CFl= .92, RMSEA= .06. Indices show that the scale's
construct validity is high (Schermelleh-Engel et al., 2003). In this study, the Cronbach's Alpha
coefficients range between .86 and .97. Accordingly, Cronbach's Alpha coefficients are within
acceptable limits (George & Mallery, 2003).

ORGANIZATIONAL DEVIANCE SCALE IN SCHOOLS

In this study, the "Organizational Deviance Scale in Schools (ODSS)" developed by Girgin Kose
and Aksu (2013) was used. The scale has 20 items and consists of individual, organizational and ethical
dimensions. Sample items from the scale include "school staff act without a plan" for the individual
dimension, "school staff violates school rules" for the organizational dimension, and "school staff use
drugs" for the ethical dimension. This 5-point Likert-type scale was answered on a rating scale from 1
("totally disagree") to 5 ("totally agree"). The total variance explained was 65.57%. In this study, the
goodness of fit indices for the first level CFA made for the ODSS are as follows: x2/df = 3.71, GFI = .81,
CFl = .92, RMSEA = .06. In the study, the Cronbach's Alpha coefficients range between .90 and .95.
Therefore, the findings are valid and reliable.
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DATA COLLECTION

The research was deemed ethically appropriate by the Ethics Committee of Mardin Artuklu
University, Turkey, issued with 2020/01-1. School principals and teachers were informed in the schools
where the research would be conducted. Surveys were given to the teachers at the school who
volunteered to participate in the study. The teachers' identity was protected at all times, and informed
consent was obtained from them. It was ensured that the school principal was not present when they
filled out the forms to reflect their views entirely. The researcher collected survey forms. Three
hundred and ten teachers agreed to participate in the research. Two hundred sixty-one scale forms
were evaluated by removing those filled incorrectly or incompletely from the returned forms.

DATA ANALYSIS

SPSS software was used in the analysis of the data. The study calculated the mean and standard
deviation to measure teachers' perceptions of organizational ostracism and organizational deviance.
The skewness and kurtosis coefficients of the data set were examined to determine the tests to analyze
the data obtained from the scales. The skewness coefficients of the OOS are between 1.70 and 2.88;
kurtosis coefficients vary between 1.81 and 2.82. The skewness coefficients of ODSS are between .90
and 1.76; kurtosis coefficients vary between -.18 and 2.14. These values indicate that the data show a
distribution close to normal (Kline, 2011). Confirmatory factor analyses regarding the measurement
tools used in the study were carried out with AMOS software. Multiple linear regression analyses were
applied to determine the predictive power of organizational ostracism on organizational deviance.
According to the coefficients of Pearson correlation analysis, the multicollinearity issue was not
observed between independent variable dimensions (see Table 1).

RESULTS

Descriptive statistics and correlation coefficients between organizational ostracism and
organizational deviance are presented in Table 1.

Table 1. Results of Pearson Correlation Analysis regarding the Dimensions of Organizational Ostracism and
Organizational Deviance

Variable  Mean SD IS SL (0] IND ORG ETH oD
IS 131 48 1

SL 133 .55 ok 1

00 133 51 74* .78* 1

IND 1.78 .90 A7* .20* .20* 1

ORG 1.82 .88 .24* .24* .25* 71* 1

ETH 131 .53 .25* .23* .25% 57* .67* 1

oD 1.61 .67 .26%* .26* .26* .86 .76%* 72%* 1

IS: Isolate, SL: Slight, OO: Organizational Ostracism, IND: Individual, ORG: Organizational, ETH: Ethical,
OD: Organizational Deviance, *p < .01

As may be understood from Table 1, teachers’ perceptions of organizational ostracism and
organizational deviance are low (slight (M = 1.31; SD = .48), isolate (M = 1.33; SD = .55), individual (M =
1.78; SD = .90), organizational (M = 1.82; SD = .88), ethical (M = 1.31; SD = .53)). Negative and low-level
relationships were revealed between the dimensions of organizational ostracism and the dimensions
of organizational deviance. Accordingly, as teachers' perceptions of organizational ostracism increase,
their perceptions of organizational deviance might also increase. Multiple linear regression analysis
was performed to determine the predictive power of the individual, organizational and ethical
dimensions of organizational deviance by dimensions of organizational ostracism. Dimensions of
organizational ostracism are considered independent variables, and each dimension of organizational
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ostracism is regarded as a dependent variable. The multiple linear regression analysis results regarding
the prediction of individual deviance dimension by organizational ostracism dimensions are presented
in Table 2.

Table 2. Results of the Multiple Linear Regression Analysis regarding the Prediction of Individual Deviance
Dimension by Organizational Ostracism

(Dependent variable = Individual deviance)

Variable B SE 8 t p

Constant 1.34 .15 8.45 .00*
Isolate .01 .23 .01 .01 .99
Slight 33 20 20 1.61 .10

R=.20; R?=.03; F=5.55; p =.00; *p <.01

Given in Table 2, it was observed that organizational ostracism displayed a significant
relationship (R = .20; R? = .03) with the individual deviance dimension (F = 5.55; p < .01). Ostracism
dimensions explain 3% of the change in teachers' perceptions of individual deviance. The order of
importance of predictor variables on teachers' perceptions of individual deviance is slight (6 = .20) and
isolate (8 = .01). However, when these variables are considered separately, they are not a significant
predictor of individual deviance (p >.01). The analysis results related to the prediction of organizational
deviance dimension by organizational ostracism dimensions are presented in Table 3.

Table 3. Results of the Multiple Linear Regression Analysis regarding the Prediction of Organizational Deviance
Dimension by Organizational Ostracism

(Dependent variable = Organizational deviance)

Variable B SE 8 t p
Constant 1.21 .15 7.96 .00*
Isolate .25 .22 .14 1.12 .26
Slight .20 .20 12 1.00 31

R =.25; R?=.05; F=9.07; p =.00; *p <.01

As may be understood from Table 3, analysis results showed that organizational ostracism
displayed a significant relationship (R = .25; R?= .05) with organizational deviance dimension (F = 9.07;
p < .01). Dimensions of ostracism explain 5% of the change in teachers' perceptions of organizational
deviance. The order of importance of predictor variables on teachers' perceptions of individual
deviance is isolate (8 = .14) and slight (68 = .12). These variables are not a significant predictor of
organizational deviance (p > .01). The analysis results regarding the prediction of the dimension of
ethical deviance by the dimensions of organizational ostracism are presented in Table 4.

Table 4. Results of the Multiple Linear Regression Analysis regarding the Prediction of Ethical Deviance
Dimension by Organizational Ostracism

(Dependent variable = Ethical deviance)

Variable B SE 6 t p
Constant .94 .09 10.09 .00*
Isolate .21 13 .19 1.54 12
Slight .06 12 .06 .54 .58

R=.25; R?=.05; F =9.01; p =.00; *p <.01
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As seen in Table 4, organizational ostracism had a significant relationship (R = .25; R?=.05) with
teachers’ ethical deviance (F = 5.55; p < .01). Together, the two variables explain 5% of the change in
teachers' perceptions of ethical deviance. The order of importance of predictor variables on teachers'
perceptions of individual deviance is isolate (8 = .19) and slight (6 = .06). However, isolate, and slight
are not significant predictors of ethical deviance (p >.01).

DISCUSSION

This research deals with the relationship between organizational ostracism and organizational
deviance. After interpreting the study's key findings in light of the relevant literature, some limitations
have to be explained. According to the results obtained from the first research question, teachers'
perceptions of organizational ostracism are low. Based on these findings, teachers' perceived
ostracism by their colleagues is low. This implies that teachers are slightly ignored or neglected by their
colleagues. The present result seems to be consistent with the findings of other quantitative studies
(Eickholt & Goodboy, 2017; Fatima et al., 2019; Halis & Demirel, 2018; Kandemir & Nartglin, 2022;
Yilmaz & Akgiin, 2019) regarding teachers' perception of ostracism. In the mentioned studies, it was
observed that the perception levels of teachers regarding organizational ostracism were low. However,
in a qualitative study conducted by Erdemli and Kurum (2019), it was concluded that there might be
ostracism among employees at schools and that teachers are either ostracised by each other or
ostracised by the school administrators. The research conducted by Uslukaya and Demirtas (2020) with
the qualitative method has also shown that teachers experience a perception of exclusion in schools.
The related study reported that school exclusion occurs in ignoring, ignoring ideas, not being included
in the group, and not communicating. Reaching different results about ostracism in schools can be
explained by using different methods in studies. Experiencing different levels of ostracism in schools is
an expected finding because there are employees with varying characteristics in many respects in
schools. A study reported that school administrators display discriminatory behaviours based on
teachers' gender, age, religion, political opinion, relations with administration, race and ethnic origin,
performance, and personality traits (Polat & Hicyilmaz, 2017). Besides, the study conducted by Akcan
et al. (2017) indicated that unions are an essential trigger of discriminatory behavior in schools. These
discriminatory behaviours can also be seen as ostracism. This ostracism may occur based on the
differences in unions, ideologies, and personal characteristics (Erdemli & Kurum, 2019). The low
perception of exclusion in this study can be explained because exclusion may occur unintentionally.
Because although exclusion is harmful, it can happen without any malicious intent (Williams, 1997).
Hence, teachers may not have felt that they were ostracised.

On the other hand, studies conducted in non-educational organizations have shown that
employees have a high rate of ostracism in the workplace. Fox and Stallworth (2005) found that 66%
of employees were ignored by their colleagues or ostracised from the group. In another study, more
than 70% of employees felt ostracised in the workplace (Yan et al., 2014). Different findings that have
been obtained in various organizations can be explained by the fact that educational organizations
have a different structure than other organizations as an open and social system (Hoy & Miskel, 2010).
Schools are a social network with open system characteristics, consisting of input, process, output,
feedback, and environmental elements. Closed systems are systems that do not interact with their
external environment. In comparison, open systems are in constant interaction with their external
environment. Therefore, since schools are open systems, they are dynamic with their environment. In
this context, minor ostracism in open systems can be considered an expected situation.

According to the findings obtained from the second research question, teachers' perceptions of
organizational deviance are low. It is understood that teachers exhibit organizational deviance
behaviours at a very low level, such as making irresponsible decisions, acting unplanned, gossiping
about colleagues, and coming to school late without permission. In other words, teachers rarely display
behaviours that violate or damage school norms. A possible explanation for this result is that schools
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are formal organizations, and therefore, such deviant behaviour will be punished so that it will be less
visible. The low level of these organizational deviance behaviours, which can be considered a potential
threat to the school's functioning, was deemed important. Because organizational deviance
behaviours might have adverse effects on teachers' perceptions. A study conducted by Malisetty
(2016) showed that organizational deviance reduces employees' job satisfaction and performance.
Therefore, it is crucial for the efficiency of the school that teachers exhibit deviant behaviors at a low
level. The present finding coincides with other quantitative studies conducted in schools (Aksu, 2016;
Argon & Ekinci, 2016; Erturk & Ziblim, 2020). In the previous studies, teachers' perceptions of
organizational deviance are low. However, the findings obtained from the qualitative research
conducted by Tirkkas Anasiz and lliman Piskilllioglu (2017) showed that teachers exhibit deviant
behaviours at individual and organizational levels. Conducting the study with a qualitative method may
have revealed the existence of organizational deviance behaviours in schools more clearly. The
research method mentioned above can explain the presence of low perception of deviance in the
current study. The finding obtained in the second research question cannot be justified because
teachers avoid deviant behaviors only because of fear of punishment. Teachers' positive attitudes
towards their profession may also have been effective in obtaining the present finding. At this point,
the commitment of teachers comes to the fore. Teachers who see teaching only as a profession may
show deviant behavior when faced with negativity. However, teachers who adopt teaching as a
lifestyle may prefer to avoid deviant behaviors that can harm themselves and the school, regardless of
their working conditions. Because such teachers see their commitment as a part of their professional
identity and define themselves as dedicated to their profession (Elliot & Crosswell, 2001). In this
context, commitment may have motivated teachers and made them less likely to exhibit organizational
deviance behaviors.

In the third research question analysis, the isolate and slight dimensions explain 3% of the
change in teachers' perception of individual deviance and 5% of the change in organizational and
ethical deviance dimensions. The research findings appear to be consistent with the current research.
In a study conducted by Jahanzeb and Fatima (2017) with employees in the service sector, it was seen
that employees' perceptions of ostracism played an essential role in their deviance. In another study
focusing on the outcomes caused by ostracism (Ferris et al., 2008), a moderate relationship was found
between ostracism and deviance in the workplace. On the other hand, findings obtained from studies
examining the relationship between ostracism and counterproductive work behaviour (Hitlan & Noel,
2009; Yan et al., 2014) also seem to be consistent with the findings obtained from this study.
Counterproductive work behaviour is defined as the deliberate actions of a team member, such as
organizational deviance, that are a threat and destructive to an organization or its employees (Bennett
& Robinson, 2000). Ostracised employees become more prone to destructive behaviour by exhibiting
counterproductive work behaviour (Twenge et al., 2001).

Although it is seen that ostracism predicts organizational deviance in studies conducted in non-
educational organizations summarized above, it is striking that its predictive power is not as low as in
the current study. These results can be explained in different ways. The first possible explanation is
that the studies were conducted in institutions with different dynamics than educational institutions.
The second possible explanation may be related to the collectivist nature of the country where the
research was conducted. Collectivism tends to belong to group identity (Hofstede, 2001). Farh and
Cheng (2000) found that eastern people exhibit collectivistic behaviours. Therefore, although teachers
experience the perception of ostracism, their tendency to behave in harmony with the group shows
that they may exhibit organizational deviance behaviours at a lower level. In addition, teachers who
have accepted group norms as organizational norms can display behaviours in harmony with the
group. In the study of Fatima et al. (2019), ostracised teachers did not engage in counterproductive
work behaviours with the expectation of being included in the group again in the first place due to
their collectivistic culture. However, it was found that as ostracism became systematic, teachers
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tended to exhibit counterproductive work behaviours such as withdrawal and decrease in
performance. Another explanation is that teachers may have a very low level of ostracism and deviance
perception. It is understood that low ostracism perceptions have a negligible effect on the change in
perception of deviance. However, even a deficient perception of ostracism was sufficient for teachers
to exhibit organizational deviance behaviours.

Ostracised teachers are expected to exhibit organizational deviance behaviours as some of their
essential needs such as "belonging, self-esteem, control, meaningful existence" (Williams, 1997) will
be threatened. Because deviance behaviour may result as an attempt to recover psychological needs
threatened by ostracism, especially when the need for control is threatened (Williams, 2007).
However, other factors can trigger deviance behaviour. For example, Eickholt and Goodboy (2017)
research revealed that ostracised teachers' job satisfaction and organizational commitment may
decrease. Thus, it shows that even a low level of ostracism can create an unsatisfactory school
environment and negative attitude towards school. When belonging is threatened, teachers can
exhibit deviant behavior to achieve that need. Teachers whose commitment is low by being ostracised
will not see themselves as a part of the school. In addition, it will be difficult for teachers who cannot
feel tied to the school to continue their profession effectively. Teachers may even tend to slow down
work or avoid educational responsibilities. In the conducted study (Tirkkas Anasiz & lliman
PaskallGoglu, 2017), it was determined that teachers exhibit organizational deviance behaviour by
taking long breaks and excusing absenteeism. These organizational deviance behaviours are more
likely to be displayed by teachers with lower levels of commitment. Because, in the conducted study
(Argon & Ekinci, 2016), it was seen that teachers with a low level of commitment might exhibit more
deviant behaviour. The presence of deviant behaviour will damage all stakeholders of the school,
especially the students.

On the other hand, the teacher, whose belonging to the school decreases because of being
ostracised, may remain silent against ostracism. Indeed, Fatima et al. (2017) revealed a positive
correlation between teachers' perceptions of ostracism and team member silence. Teachers' isolation
or slight by their colleagues may cause them to feel worthless (Williams, 2009). This may result in a
decrease in the teacher's self-esteem over time. When the need for self-esteem is threatened, it is
natural for teachers to exhibit organizational deviance behaviour. The teacher who thinks s/he is not
valuable may have thought of staying silent over time. Being silent against ostracism can also be
described as behaviour against the norms of the organization because the teacher who remains silent
actually exhibits withdrawal behaviour. In Turkey, which is managed by a central system, teachers
cannot change the schools they work at whenever they want. To work in another school, they have to
work for a certain period at their school. Therefore, the teacher who could not leave the school where
he was ostracised may have preferred to remain silent. The teacher may have also liked to avoid the
pain of ostracism by withdrawing (Williams, 2007). It is suggested that employees may choose to slow
down their work or reduce their contribution to the organization to avoid pain (Spector & Fox, 2002).
Therefore, the ostracised teachers may be alienated from the profession over time, decreasing their
performance. In another study supporting this argument (Erdemli & Kurum, 2019), teachers who
perceived ostracism stated that they were unhappy, alienated from their profession, and lost their
motivation.

Teachers' motivation is affected by their psychological relationship with their colleagues (Ryan
& Deci, 2000). The research finding (Yakut & Yakut, 2018) indicates a negative correlation between
teachers' organizational ostracism and psychological well-being perceptions. A teacher who cannot
communicate actively with colleagues because of being ostracised will not feel psychologically well.
The conducted research (Spector & Fox, 2002) showed that negative emotions trigger organizational
deviance behaviour. Therefore, the teacher who feels bad because of being ostracised may exhibit
organizational deviance behaviours. On the other hand, the ostracised teachers can distance themself
from their colleagues because they will not feel well. Thus, it may also be the case that s/he hides
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information from her colleagues. In the conducted study (Zhao et al., 2016), it was observed that as
organizational ostracism increases, employees tend to hide information from each other. In this
context, the ostracised teachers' hiding information can be considered behavior against the school's
norms.

Apart from the negative psychological consequences of ostracism, there is another negative
consequence such as burnout. Research findings showed that there might be an increase in burnout
perceptions of ostracised teachers (e.g., Naz et al., 2017; Sulea et al., 2012). Teachers who are ignored
or neglected may not receive sufficient social support from their colleagues. Teachers spend most of
their time in the classroom. This situation may suggest that teachers will communicate less with their
colleagues, and therefore the support they will get from their colleagues will not be important. The
stressful nature of teaching (Pillay et al., 2005) and the stressful working environment created by
ostracism make the support to teachers important. Fatima et al. (2019) found that organizational
ostracism can increase counterproductive work behaviour through stress. Therefore, teachers who
experience a perception of ostracism may exhibit more organizational deviance behaviour by
experiencing stress. Therefore, reducing stress can make ostracised teachers exhibit less organizational
deviance behaviour. In this context, teachers may need support to experience less stress. Research
findings also confirm this situation. Halis and Demirel (2016) found a negative correlation between
social support and organizational ostracism in their study with teachers. Therefore, teachers who may
experience burnout due to ostracism are likely to exhibit organizational deviance behaviours as they
are deprived of peer support. According to the finding of a study supporting this explanation (Chen et
al., 2016), it was observed that the less supported the employees, the more organizational deviance
behaviours they displayed.

CONCLUSION AND IMPLICATIONS

This study provided some evidence that teachers, albeit very low, are ostracised by their
colleagues in schools and, as a result, exhibit organizational deviance behaviours. Although the
obtained results show that organizational ostracism is not an important predictor of organizational
deviance, even a low level of ostracism triggers teachers to exhibit organizational deviance behaviours.
In this context, some implications have been presented for practitioners. To prevent organizational
deviance behaviours in schools, first of all, ostracism should be stopped, or its negative effects should
be reduced. School administrations have important responsibilities for this. In countries with a
collectivist culture, such as Turkey, employees care about having a family atmosphere in the
workplace. School principals should create a supportive and trust-based school culture (Ttusciak-
Deliowska et al., 2017). In this direction, the school principals should develop cooperation and
relationship networks, and communication channels should be kept open among teachers. Social
activities should be emphasized in order to strengthen the communication among teachers. In
addition, administrators can approach teachers like a parent to create a family atmosphere in the
school and deal with their problems in both their professional and private lives. Thanks to the friendly
atmosphere in the school, teachers' perception of ostracism can be prevented. The necessary
democratic environment should be created to resolve disputes among teachers by discussing instead
of "sweeping them under the carpet." School administrators can significantly prevent ostracism with
the implications listed above. However, when ostracism occurs, it must first be determined who is
ostracised and why. Administrators should contribute to solving problems by holding a mediatory
position among teachers. Teachers who perceive ostracism should be given social support to get rid of
the psychological pain they experience. The study is the first to investigate the effect of organizational
ostracism on organizational deviance based on teachers' perceptions. In this context, it has been
concluded that organizational ostracism has a weak impact on the management of teachers'
organizational deviance behaviour, which is a potential threat to the school.
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This study also has some limitations. Since organizational ostracism has a low explanatory level
on organizational deviance, it is understood that there may be other organizational variables affecting
organizational deviance. Researchers can research the relationship between different organizational
variables and organizational deviance. In addition, a model can be put forward by structural equation
modeling using variables such as "belonging, self-esteem, control, meaningful existence, and social
support,” which have the potential to mediate the effect of organizational ostracism on organizational
deviance. The study addressed the relationship between organizational ostracism and organizational
deviance, but the reasons for teachers' perception of ostracism were not investigated. For this reason,
future studies should conduct a qualitative study focusing on the reasons for teachers' ostracism and
in this direction involving both teachers and school administrators. Another limitation of the study is
that it was conducted only in primary schools. In this respect, future research may be done with a
larger sample group of other education levels. The fourth limitation is that only the perception of
ostracism experienced by teachers caused by their colleagues was examined. Therefore, future
research may focus on the consequences of ostracism of teachers caused by the school administration.
The fifth limitation is related to where the data are collected. Research should be done with a more
extensive data set with the participation of other provinces. The study did not include personal
variables in teachers' perceptions of ostracism and deviance as a final limitation. Future studies should
investigate whether there is a difference between teachers' perceptions of ostracism and deviance
according to personal variables such as gender, marital status, and educational status.
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