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Abstract 
 

Purpose - It is evident from many researches that employee performance can be 
increased by providing them rewards according to their efforts they put to achieve 
their goals. This study is based upon the literature review which indicates that how 
the employee performance is influenced by reward system and ethical behavior at 
workplace. Moreover it shows that workplace bullying also has a great impact on the 
performance of the employees. 
Design/Methodology/Approach - Many researchers have been conducted which 
shows the relationship between workplace bullying and ethical issues while dealing 
with the lower level employees. This research is based upon the secondary data and 
review of the researches conducted by many researchers.  Results of the study 
shows that factor such as reward system and workplace bullying is used with 
employees and also ethical issues are prevailing while dealing with lower employees 
and labors.  
Findings - The result shows that factors such as reward system have significant 
impact on employee performance. Employee’s motivation and commitment to their 
work increase when they are rewarded according to their efforts. This as well has 
positive impact on organizational productivity and success. Ethical concern also has 
positive impact on employee performance if they are treated ethically without using 
bullying behavior at workplace.  
Originality Value - We tried to explore relationship between reward system, ethical 
leadership and employee performance under bullying behavior.  Further study can be 
done on the role of pay system in stimulating bullying behavior and how fairness and 
effectiveness of workforce bullying used to measure employee performance including 
performance appraisal and employee monitoring. Moreover ethical concerns should 
also consider to greater employee performance under bullying behavior. 
 
Keywords: Workplace Bullying, Reward System, Ethics and ethical Leadership, 
Employee Performance. 
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1.0 INTRODUCTION  

 Workplace bullying include different behaviors like insult, violence, meaningless 

tasks, rumor spreading and not providing credit when employees deserved it (Fox & 

Stallworth, 2005; Parzefall & Salin, 2010). An organizational reward system, compensation 

policies and practices are pivotal to its success (Gomez-Mejia, Berrone, & Franco-Santos, 

2010; Huselid, 1995; Lawler, 2003).Employees are the assets of an organization. It is 

necessary to pay attention on employees because organizations gain competitive advantage 

through their involvement and commitment. Employees who are committed show an 

increase to their performance and give their time to organization. Managers and leaders are 

responsible for relationship between ethical issues and employees involvement toward 

organization (Gerhart & Rynes, 2003). 

 Purpose of the study is to analyze the ethical concern with bullying behavior that how 

performance of the employee is affected by bullying behavior and how much ethics are 

considered in this perspective. The main purpose of this study is to achieve the following 

objectives:  

I. To canvass that how fairness and effectiveness of bullying behavior used to 

measure employee performance includes the performance appraisal and employee 

monitoring.  

II. To consider how pay or reward system may stimulate bullying behavior in 

organizations to influence employee productivity.  

III. To scrutinize ethical concern related to bullying behavior for greater employee 

performance. 

2.0 LITERATURE REVIEW  

Understanding the concept of Workplace Bullying  

Bullying at workplace is defined as annoying, troubling and negatively influencing 

others work. In bullying behavior person is threatened who is at lower position and becomes 

the victim of systematic negative social acts (Einarsen, Hoel, Zapf, & Cooper, 2011; p.22). 

Some researchers in Finland define workplace bullying as “Repeated and persistent 

negative acts towards one or more individuals, which involved a perceived power imbalance 

and create a hostile work environment” (Salin, 2003, p. 1214).  
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Andrea Adam Trust Fund (1997), established in UK define bullying as “Unwanted, 

offensive, humiliating, undermining behavior toward an individual and groups of employees 

and an abuse of power and position, that can cause such anxiety that people gradually lose 

all the believes in themselves, suffering physical ill health and mental distress as a direct 

result” (Andrea Adams Trust Fund, 1997). 

Negative workplace behavior is termed as “Mobbing” in France and Germany 

(Leymann, 1990; Zapf, Knorz & Kulla, 1996). While in Finland it is known as “Harassment” 

(Bjorkqvist et al., 1994). Similarly “Aggression” and “Emotional Abuse” used in USA (Baron & 

Neuman, 1998; Keashly, 2001). But the term “Workplace Bullying” primarily used in Australia 

(Sheehan, 1999), the United Kingdom (Rayner, 1997) and Northern Europe (Einaresen & 

Skogstad, 1996). 

There are at least two people involved in bullying one who is victim and the other 

who is a bully. Bullying may impose torture and anguish on targeted employees, and these 

tortures may be physical, social, educational or psychological (Gladden, Vivolo-Kantor, 

Hanburger and Lumpkin, 2014, p. 7). Victim of bullying may suffer torture in physical and 

psychological form like stress, anxiety, fearfulness, loss of confidence, decreased 

organizational commitment, depression and lowered job satisfaction (Ayoko et al., 2003; 

Bjorkqvist et al., 1994; Einarsen & Raknes 1997; Leymann, 1990; Price-Spratlen, 1995; 

Vatria & Hyyti, 2002). 

The first anti bullying law was carried out in 1994 by the ordinance of Swedish 

National Board of Occupational safety and Health (The Swedish National Board of 

Occupational Safety and Health, 1994). Due to negative Workforce Bullying individuals feel 

discomfort and they become unable to perform their job satisfactorily. So any act that 

threaten the employees physical and psychological well-being in order to do or perform a 

task that is assigned to him causes decreased performance of that individual due to stress 

and anxiety (Saunders Paula, Huynh, Amy, Goodman-Delahunty Jane, 2007). 

Salin (2003) defined that reward system should be structured in such a way that 

encourage bullying behavior among employees in an organization. When employees will be 

rewarded for manipulating or harming other employees then this practice will cause bullying 

behavior in the organization. Salin (2003) also contends that system in which employees are 

ranked in relation to one another may arouse bullying among competing employees. 

Employees who are involved in bullying behavior generate high productivity while those who 

are targeted by bullying behavior suffer lower productivity (Al-Karim Samnani, Parbudyal 

Singh, 2014). Al-Karim Samnani and Parbudyal Singh (2014) illustrate the unintentional 
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results linked with performance enhancing compensation practices in the form of bullying 

behavior. The productivity of employees increase who are involved in bullying behavior while 

those who are effected or targeted by bullying behavior give low productivity. They also 

explore that how a compensation or reward system can represent a predictor of individual 

competition and stress. Further investigate the role of pay system as an antecedent on 

workforce bullying and extend expectancy theory to help explain the unintended results of 

compensation system when they are not complete and poorly designed (Kominis and 

Emmanuel, 2007; Lawler and Jenkins, 1992; Lawler and Rhode, 1976).  

But these variables are not fully explored and further investigation is not done to pay 

system for stimulating bullying behavior as well as ethical concerns are not defined in this 

regard. They limit the analysis in this paper to individual-level performance pay systems and 

not group or organizational performance pay systems. 

Ethics and Ethical Leadership  

Ethics is an ethical philosophy it is about rules that define the general rules, the rights 

and wrongs, the common rights that individual observe while attaining his purpose. It 

connects all the attitudes and behaviors of any person in its private and social life which 

define the limit of good, right and wrong (Tutar, Hasan, Altinoz, Mehmet, 2011). In the same 

study, the authors have stated that ethics are the code of conduct that regulate the act of the 

individuals, groups or the organizations in line with the normative principle like homework, 

virtues, principles and society benefits. Where homework means fulfillment of the role 

properly which any person choose. Virtues are the total features that are necessary to be a 

“good person”. Principles are the basic rights that conjure up the professional as well as 

private life of the individuals. Social benefit is about common good and rights which 

patronize the society. 

Ethical work environment consist of practices and procedures that have an ethical 

content, where ethics simply define what an employee should do (Victor & Cullen, 1988). 

Ethical behavior cause organizational image, goodwill and reputational capital (Fombrun, 

1996). So the organizations that develop and practice ethical behavior flourish their image, 

reputation and legitimacy which results in competitive advantage for organizations. Piccolo 

et al., (2010) found that ethical leadership high the task significance which as a result 

improves the performance of the employees. 

 Ethics is all about giving ethical environment in which all procedures, practices, 

systems, standards, policies and strategies are followed by ethics. So when an employee 
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becomes victim of stress by its supervisor then there is no ethics due to which target 

employee decrease its performance. 

Reward System  

 “Reward is something that the worker might worth; supervisor will be willing to 

provide you in exchange with regards of their contributions” (Chiang &Birtch, 2008). 

Incentive system are often executed within companies like a crucial management tool that 

will contribute to a firm’s performance by simply affecting person’s actions and also 

encouraging employees at the workplace ( Lawler and Cohen, 1992). 

Organizations lean towards on financial rewards and non-financial just to create a 

unique and dynamic competencies level to the organization (Chiang, Birtch, 2008; Khalid, 

Salim, Loke, 2011). Financial and Non-Financial Rewards also called as Extrinsic and 

Intrinsic Rewards. Financial rewards are salary increase, bonus system, perquisite etc. On 

the other hand there are non-financial rewards which are; promotion and title, authority and 

responsibility, education, appreciation and praise, certificate and plague, participation to 

decisions, vacation time, comfort of working place, social activities, feedback, flexible 

working hours, design of work, recognition, social rights etc. 

The primary goal of reward is to attract personnel members to encourage staff 

members to accomplished higher numbers of performance, and enhanced desired behavior 

of employees. Companies generally use rewards to avoid personnel dissatisfaction and 

really encourage workers; even it will not be the most effective motivators with regard to the 

future (Mossbarger & Eddington, 2003).According to the article ‘The relationship between 

reward system and employee performance with mediating role of motivation’ Worker overall 

performance is in reality what exactly a workforce will or may be won’t accomplish. 

Performance of an employee included quantity of output, quality of output, timeliness of 

output, presence at work, cooperativeness. 

Yazici (2008), the potency of one company’s performance and reward program have 

an impact on employees ethics and output while when company reward system is ineffective 

then company’s overall performance along with reward program have been actually 

generating counter-productive behavior. 

Grant (2008) published a study that employees are rewarded when they are 

motivated and motivation executed the actual employees result for example determination, 

productivity and along with the performance. In addition, encourage employees are simply 
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being more self-driven and even more autonomy-oriented as compared to those who are 

lesser motivated. Motivation plays role between reward system and employees performance. 

It has positive impact on employee performance. 

Employee Performance  

Campbell, J.P. (1990) discussed that performance as behavior. It is something 

completed by worker. This idea differentiates performance from outcomes. Outcomes are 

the result of a person’s performance. According to Wang and Gianakis (1990) have defined 

subjectivity performance evaluated as a sign used to figure out individual awareness, 

behavior towards accompany goods and services. Performance is enhanced by ethical 

leadership environment that include not only stress moral values in their decision making but 

also understand employees that how to put their efforts that will contribute towards the goals 

achievement (De Hoogh and Den Har, 2008).Piccolo, Greenbaum, Den Hartog and Folger 

(2010) discussed the relationship and task performance of employee. Piccolo et al. (2010) 

found that ethical environment ultimately results in improved performance.  

Bandura (1997) recommended that self-efficacy plays a role in employee task-related 

performance. Employees with high self-efficacy are successful performers while employees 

with low self-efficacy are unsuccessful performers for an organization (Bandura & Locke, 

2003; Stajkovic, 2000). In precise, a meta-analysis of 114 studies by Stajkovic and Luthans 

(1998) revealed that self-efficacy has positive effects on task related performance of 

employee. 

3.0 RESEARCH METHODOLOGY 

 Our base article is “Performance enhancing compensation practices and employee 

productivity: the role of workplace bullying” by Al-Karim Samnani and Parbudyal Singh 

(2014). To achieve the stated objectives our methodology is to collect data from previous 

researches. Research papers have been collected from various databases and have been 

used to conduct a comprehensive review of literature.  
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Based upon the review of the literature and the variables identified, we have framed 

following theoretical Framework: 

 

 

 

 

 

 

 

 

 

 

 As depicted in figure 1 reward system and Ethical concerns are the independent 

variables of our research while performance of employees is a dependent variable. Here the 

bullying behavior plays a role of mediator. Our research purpose is to find the impact of 

reward system and ethical concerns on employee’s performance under bullying behavior. 

Based on our theoretical model we have developed prepositions as follows: 

Preposition 1:  Ethical concerns have positive impact on employee performance 

Preposition 2:  Effective reward system has positive impact on employee 

performance. 

Preposition 3: Ethical Concerns have negative impact on employee performance 

under bullying behavior. 

4.0 RESULTS AND DISCUSSION 

 Based upon our review of the literature, the discussion is presented as follows:  

Preposition 1: Ethical concern have positive impact on employee performance. 

 

Reward System 

Ethical 

Concerns 

Bullying 

Behavior 

Performance 

of Employees 

Figure 1: Proposed Theoretical Model 
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 Based upon the literature review it has been found that ethical value is the most 

important factor for ethical leadership and employee performance. It was supported from the 

previous researches that ethical leadership directs to self-efficiency, motivation to the 

employees which leads towards performance maintenance and attainment of the objectives 

of the organization. Ethical leadership is a strong weapon to pull out the ideal expertise and 

capability of the personnel (Houtzagers, 1999).  So, the employees who are authorized by 

ethical concern can be productive to boost up the performance level of the organization. 

 Organizations must have to realize that what are their contributions to build ethical 

values in order to develop ethical leadership for employee performance. Ethical values are 

the basic component for ethical leadership and employee performance. The leaders should 

have the ethical values, interpersonal qualities and capabilities to carry out the different 

tasks as needed by the organizations. Organizations must maintain the learning environment 

for their employees. So, there must be collaborative efforts of the leaders and the 

organizational employees to learn the ethical codes and conduct to enhance their 

performance. The ethical values are the important factors for the organizational success 

(Trevino et al., 1998, 1999). 

Preposition 2: Effective reward system has positive impact on employee performance. 

  “The reward system defines the relationship between the organization and the 

individual member by specifying the terms of exchange” (Jeffrey Kerr and John W. Slocum, 

Jr, 2005). When the reward system is good then employees become more motivated and get 

engaged in their work. This motivation can become one of the factors that make the 

employees contribute more to the organization. Workforce is considered to be a cornerstone 

of sustaining a competitive advantage (Macey et al., 2011).  

 So when they are motivated by effective reward system then they will be more 

dedicated to their work and by high performance of the employees organizational 

performance will increase.  Barber and Bretz (2000) mentioned that reward management 

systems have major impact on organizations capability to catch, retain and motivate high 

potential employees and as a result getting the high levels of performance. “Path goal 

theory” helps to describe the relationship between reward system and employee 

performance. This theory explains that employee shows high productivity and performance if 

previously he is rewarded according to his high performance.  

Preposition 3:  Ethical concern has negative impact on employee performance under 

bullying behavior. 
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  Bullying damage individuals and organizations by causing stress to individual, who 

will take leave or exit the organization. Neither it is positive for any employer nor for 

organization to achieve high performance. The costs of bullying are similar to those of 

stress. Bullying behavior is mainly focus of work and being undertaken in stress prevention 

by UK’s Health and Safety Executive (Cousins et al. 2004).  So, ethically it’s a duty of 

employer that he or she provide better environment to their employees that ultimately 

enhanced organizational productivity. If someone has been damage by bullying, then UK’s 

health and safety law can be used, for this employer primarily duty of care to provide a 

psychologically safe environment that obviate bullying (Cousins et al. 2004)  

 Targets of workplace bullies may suffer a wide range of physical and psychological 

symptoms, including stress and anxiety about work, nervousness, fearfulness, depression, 

loss of confidence, lowered job satisfaction and decreased organizational commitment 

(Ayoko et al., 2003; Bjorkqvist et al., 1994; Einarsen&Raknes, 1997; Leymann, 1990; Price-

Spratlen, 1995; Vartia&Hyyti, 2002) Individuals are negatively affected by exposure to 

workplace bullying (Thomas-Peter, 1997). 

5.0 CONCLUSION 

 It is discussed that Person related bullying consists of such behaviors as making 

insulting remarks, teasing, spreading gossip and playing practical jokes. So to be concluded 

organizations incurred with damage such as low employee morale, low in productivity this all 

will lead employee dissatisfaction and its impact on performance and ultimately on reward 

system. Ethical leadership provide healthy environment in which employees can easily boost 

up their performance that is benefited to employees as well as organizations prosperity. This 

will help in achieving competitive advantage. On other hand bullying behavior leads towards 

stress, anxiety and low commitment that’s incurred cost to companies.  

 Effective reward system also influenced the performance of the employees. They 

contribute more by putting their efforts to achieve organizational goals and become loyal 

towards organization. They become more motivated and committed to their work at job as a 

result organization productivity enhanced. 

 Following are some of the recommendations and suggestions:  

 Employees are the cornerstone of every organization that wants to succeed, hence 

the need to provide a conducive work environment for them. 
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 Organizations therefore must develop policies that reduce bullying workforce. This 

will reduce the negative consequences of bullying on job satisfaction and 

performance. 

 Regular communication between the employers and the employee improves the 

quality of the working relationship and minimizes conflicts. 

 There must be cooperative environment, for this organization needs a happy, healthy 

and productive workforce to meet its business goals and employees need a place to 

work. 

  Company management must work together in teams with employees as a way to 

enhance their working relationship which is to ensure the continuous improvement of 

the organization’s business and sustainable high performance. 

 For better performance there must be extrinsic and intrinsic rewards from 

participation and involvement. 

 Further study can be done on the role of pay system in stimulating bullying behavior 

and how fairness and effectiveness of workforce bullying used to measure employee 

performance including performance appraisal and employee monitoring. Moreover ethical 

concerns should also consider to greater employee performance under bullying behavior. 
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