The Effect of Bullying on Military Performance and Retention
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Bullying refers to a person repeatedly being subjected to negative or
demeaning acts over a period of time. Bullying can include offensive
remarks, teasing, ridicule, social exclusion, or physical mistreatment
(Devonish, 2013).

Table 1.
Descriptive Statistics and Correlations for Study Variables

Bullying acts are aimed at excluding an individual from a group while
hazing acts initiate an individual into a group (Hoover, 1998).
The three types of bullying are direct physical, direct verbal, and indirect
(Rivers & Smith, 1994).
Scholars believe that bullying serves as a social stressor that decreases
the amount of attention and emotional recourse an employee has to
devote to his or her work and therefore negatively impacts his or her task
performance (Hoover, 1998).
Victims of bullying report lower levels of constructive leadership and a
higher intention to leave the company they work for (Houshmand et al.,
2012).

H1: Bullying will have a direct negative relationship with performance.
H1A: Bullying will have an indirect negative influence on performance
through the causally linked mediators trust in leadership and
organizational commitment.
H2: Bullying will have a direct negative relationship with intent to stay.
H2A: Bullying will indirectly negatively influence intent to stay through
two causally linked mediators: trust in leadership and organizational
commitment.

Variable

Mean SD

1

Trust in
Leadership
Organizational
Commitment
Bullying

2.84 .78

(.89)

2.87 .74

.73***

3.04 .68

-.52*** -.10*** (.78)

Organizational
Performance
Intent to Stay

2.86 .63

.30***

.40***

-.03*** (.82)

2.69 1.69

.01n.s.

.64***

-.30*** .24***

3

4

5

(.86)

(n.a.)

Note: N = 42,989, *p< .05, ***p< .001, Intent to Stay is measured using a single item scale, n.s. = not significant, n.a. =
not applicable

Figure 1.
The direct and indirect relationship between bullying and intent to stay
Summary: This figure shows the negative direct relationship between
bullying and intent to stay as well as the indirect negative relationship that
occurs through trust in leadership and organizational commitment.
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2015 DEOMI Organizational Climate Survey (DEOCS)
• N = 33,556 Active Duty Service Members
• Gender: 83.7% Men, 16.3% Women, Race: 50.2% Racial Majority, 33.6%
Racial Minority, 16.2% Declined to Respond
• Ranks: Junior Enlisted 18.3%, Junior Non-Commissioned Officer 55.1%,
Senior Non-Commissioned Officer, 11.8%, Junior Officer 10.6%, Senior
Officer 4.3%
• Measures (Scored on a 4-point Likert scale 1 = strongly disagree, 4 =
strongly agree)
• Trust in Leadership: 3-item scale (e.g., I trust that my organization’s
leadership will represent my best interests).
• Organizational Commitment: 3-item scale (e.g., I feel motivated to give
my best effort to the mission of my organization).
• Bullying: 3-item scale (e.g., Certain members are purposely excluded
from social work group activities).
• Performance: 4-item scale (e.g., Certain members are excessively teased
to the point where they are unable to defend themselves).
• Intent to Stay: 1-Item scale (Open ended: What best describes your
current career intentions?).
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.01n.s.
-.30***
Indirect = -.24 ¥

.64***
Intent to
Stay

*p<.05, ***p<.001, ¥ = 95% confidence interval of the Bias and Corrected and Accelerated estimate
indicate a significant indirect effect, red arrow indicates indirect path, n.s. = not significant

Figure 2.
The direct and indirect relationship between bullying and performance
Summary: This figure shows the negative direct relationship between
bullying and performance as well as the indirect negative relationship that
occurs through trust in leadership and organizational commitment.
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*p<.05, ***p<.001, ¥ = 95% confidence interval of the Bias and Corrected and Accelerated estimate
indicate a significant indirect effect, red arrow indicates indirect path, n.s. = not significant

• Bullying has a negative influence on both the
organizational performance and retention on military
Service Members.
• Bullying affects performance and retention largely
through its negative influence on trust in leadership.
• This, in turn, decreases the organizational
commitment of military Service Members.
• Increasing organizational commitment alone does
not have a large effect on both performance and
intent to stay.
• Bullying negatively affects the performance and
intent to stay of both the victim of the acts and
individuals who witness them.

• When experiencing performance and/or turnover
deficits investigate whether bullying could be the
cause.
• Inspiring Service Members to develop a high level
of trust in their leaders can help to mitigate the
negative effects of workplace bullying.
• Service Members will trust their leaders when they
believe they represent their best interests, treat
them fairly, and support their career
advancement.
• Model behaviors that do not represent bullying.
• Zero tolerance policies for bullying.
• Encourage individuals to report any bullying they
experience or witness immediately.
• Take swift action against those who have been
found to encourage or engage in bullying.

• Analyze relationships for different subgroups (i.e.,
women and minorities, rank)
• Analyze these relationships using an objective
measure of performance
• Develop and implement strategies and procedures
meant to increase the trust in leadership of military
Service Members
• Conduct a confirmatory factor analysis
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