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Abstract:

This study aimed to identify and explain the strategies and consequences of preventing workplace ostracism among auditors
of the Supreme Audit Court. This applied qualitative study was conducted using a multiple-grounded-theory approach. The
study population consisted of auditors and experts of the Supreme Audit Court with at least 15 years of professional auditing
experience, a master’s degree or higher, and familiarity with workplace ostracism. Participants were selected through
purposive and snowball sampling, and sampling continued until theoretical saturation was achieved. Although data became
largely repetitive after the thirteenth interview, two additional interviews were conducted to confirm saturation, resulting in
a final sample of 15 participants. Data were collected through in-depth semi-structured interviews and analyzed using a three-
stage process consisting of inductive coding, pattern coding, and theoretical enrichment. The trustworthiness of the findings
was enhanced through triangulation and the criteria of credibility, transferability, and confirmability. The qualitative findings
showed that strategies for preventing auditor ostracism were organized into four main domains: clarification of job duties,
control and supervision, improvement of organizational policies, and employee training. The identified components included
understanding job content, improving control and supervisory practices, managerial strategies, strengthening interpersonal
relationships, improving working conditions, employee recruitment and retention, organizational actions, enhancing
employee skills, and developing individual competencies. The consequences of preventing ostracism were classified at two
levels. Individual consequences included stronger team-auditing spirit and increased job satisfaction, while organizational
consequences comprised greater audit accuracy and improved efficiency of audit teams. Preventing workplace ostracism
among auditors requires a comprehensive and multilevel approach that simultaneously addresses job clarity, organizational
justice and support, effective supervision, interpersonal relationships, and the development of professional and individual
skills. Coordinated implementation of these strategies can strengthen job satisfaction and teamwork while improving audit
accuracy and team effectiveness, thereby contributing to higher-quality professional performance within the Supreme Audit
Court.
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Extended Abstract

Introduction

Workplace ostracism is increasingly recognized as a consequential organizational phenomenon because it affects
employees’ social integration, psychological functioning, work attitudes, and professional performance. It generally refers to
the extent to which an individual perceives that they are being ignored, excluded, or socially disconnected by others in the
workplace. Unlike explicit aggression or interpersonal conflict, ostracism is often subtle and indirect and may manifest
through behaviors such as being excluded from conversations, not receiving responses, being omitted from informal
networks, or being denied access to work-related interactions. From a communication perspective, ostracism can be
understood as an interpersonal message conveyed through the withdrawal or absence of interaction, signaling that the
individual is not fully accepted within the social environment (Pelliccio & Walker, 2022). Because of its ambiguous and often
covert nature, workplace ostracism may be difficult to identify and manage, while its cumulative effects can substantially
undermine both individual and organizational functioning.

The significance of workplace ostracism is especially pronounced in professional organizations in which collaboration,
information exchange, interpersonal trust, and collective judgment are essential. Previous studies have demonstrated that
ostracism is associated with poorer task performance and lower organizational citizenship behavior (Afsari & Zamani, 2023).
It may also impair job performance through mechanisms such as reduced work discipline (Darabi Emarati, 2025), while
organizational culture can influence the strength of the relationship between ostracism and employee performance (Imam
et al., 2023). These findings suggest that ostracism should not be interpreted merely as an interpersonal difficulty but rather
as a multilevel organizational phenomenon shaped by managerial practices, workplace culture, structural conditions, and the
broader social climate of the organization.

A further concern is that workplace ostracism can affect knowledge-related behaviors. Employees who perceive
themselves as excluded from workplace networks may become less willing to share knowledge and may respond defensively
by withholding information. Evidence indicates that workplace ostracism can increase knowledge hiding, partly through
reciprocal beliefs and employees’ interpretations of the behavior of others (Andayesh, 2025). Similarly, defensive silence has
been identified as a mechanism through which ostracism may encourage knowledge hiding, with experiential avoidance
potentially intensifying this process (Sepehvend et al., 2025). Such effects are particularly important in auditing settings,
where audit quality depends heavily on the exchange of professional knowledge, consultation, review, team coordination,
and the willingness to discuss problematic evidence or alternative interpretations.

Workplace ostracism also has important psychological consequences. Studies have shown that ostracism may reduce job
performance through the erosion of psychological capital (Rezaei & Monazzemi, 2021). Psychological empowerment has
likewise been identified as an intervening mechanism in the relationship between ostracism and work engagement (Shaikh
et al., 2022). At the individual level, self-esteem constitutes an important psychological resource associated with healthier
social functioning and more favorable behavioral outcomes (Orth & Robins, 2022). Therefore, prolonged exclusion may
gradually weaken auditors’ confidence, sense of professional value, willingness to participate, and attachment to the
organization.

Research on social exclusion further demonstrates that exclusion can threaten relational needs and alter prosocial
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characterized by inequality (Killian et al., 2023). Conversely, interventions that promote group interaction and prosociality
may contribute to healthier social functioning among groups exposed to exclusion (Marti-Vilar et al., 2023). These findings
highlight the relevance of interpersonal bonding, group participation, informal interaction, and social support as potential
preventive mechanisms.

The antecedents of workplace ostracism are themselves multidimensional. Research has identified individual, group, and
organizational factors as relevant determinants (Taheri & Fazeli, 2023). Perceived organizational politics may increase
interpersonal distrust, which in turn can contribute to workplace ostracism (Karim et al., 2021). Organizational culture and
work-life balance have also been linked to the experience of ostracism in professional settings (Jain et al., 2024). Accordingly,
prevention requires more than changing individual attitudes; it also calls for improving fairness, organizational procedures,
communication systems, leadership practices, and participation mechanisms.

Human resource practices can play a particularly important role. Employee training and participation are associated with
organizational commitment, and workplace ostracism may weaken these beneficial relationships (Ametepe et al., 2024).
Ostracism can also reduce employees’ creative behavior through mechanisms such as thriving at work, work engagement,
and organization-based self-esteem (Dehghanizadeh & Bani Asad, 2024). Because innovative work behavior contributes to
organizational adaptability and problem solving (AlEssa & Durughbo, 2022), the reduction of ostracism may also protect
broader organizational capacities such as learning, creativity, and adaptability.

Leadership and management practices are equally relevant. Empowering leadership can promote positive psychological
states and more favorable employee behaviors (Kim & Beehr, 2023). Managerial support, transparent decision-making, fair
distribution of opportunities, and participation in organizational processes may therefore reduce the likelihood that
employees interpret workplace interactions as exclusionary or discriminatory. This issue is especially salient in audit
organizations, where fairness, professional autonomy, and confidence in management are essential for independent
judgment.

The audit profession has characteristics that make the prevention of ostracism particularly important. Auditors operate in
settings that require professional skepticism, independence, teamwork, judgment, and ethical commitment. Proactive work
behavior and job satisfaction have been associated with auditors’ professional skepticism (Ghaderi et al., 2025), while job
satisfaction among accountants and auditors is influenced by multiple organizational and professional factors (Nguyen, 2021).
Work pressure and reduced job satisfaction have been linked to auditor turnover intentions (Pham et al., 2022), and various
professional and organizational factors have been identified as determinants of intention to leave the auditing profession
(Amouzad Mehdiraji et al., 2023). Retaining experienced auditors is therefore a strategic concern because the loss of
professional personnel can negatively affect accumulated expertise, audit continuity, and organizational capacity. Recent
research has similarly emphasized the importance of maintaining audit human resources and improving conditions that
support retention (Thanh et al., 2026).

Professional interactions with clients and colleagues may also affect auditors’ judgments. Client incivility has been shown
to influence audit professionals’ judgments, with coping strategies playing an important role in how such experiences are
managed (Bauer et al., 2025). Furthermore, changes in work arrangements, including remote working, can weaken social
bonding within audit firms (Beau & Jerman, 2024). Error management also requires an environment in which auditors can

openly report, discuss, and learn from mistakes without fear of exclusion or stigmatization (Gold et al., 2022). Behavioral
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biases among auditors are influenced by both individual and organizational factors (Ashrafi et al., 2024). These findings
collectively underline the importance of creating inclusive, communicative, and professionally supportive audit
environments.

Despite the growing literature on workplace ostracism, most prior studies have focused on its antecedents or
consequences, such as job performance, knowledge hiding, engagement, creativity, commitment, and withdrawal behavior.
Relatively limited attention has been given to concrete preventive strategies and the consequences of implementing such
strategies in public audit institutions. The institutional characteristics of the Supreme Audit Court, including its supervisory
mandate, need for professional independence, high sensitivity of audit judgments, and reliance on team-based work, make
this issue particularly important. Accordingly, the present study aimed to identify and explain the strategies and
consequences of preventing workplace ostracism among auditors of the Supreme Audit Court.

Methods and Materials

This study employed a qualitative, applied research design using a multiple-grounded-theory approach. The study
population consisted of experienced auditors and experts from the Supreme Audit Court who possessed sufficient
professional knowledge and familiarity with the concept of workplace ostracism. Eligibility criteria included at least 15 years
of professional auditing experience, a master’s degree or higher, and at least a basic theoretical or practical familiarity with
workplace ostracism. Participants were selected through purposive and snowball sampling. Data collection continued until
theoretical saturation was achieved. After the thirteenth interview, the information became largely repetitive and no
substantially new concepts or categories emerged; however, two additional interviews were conducted to confirm saturation.
The final sample therefore consisted of 15 participants.

Data were collected through in-depth semi-structured interviews. The interview framework focused on participants’
perceptions and professional experiences concerning workplace ostracism, factors that could prevent its occurrence,
organizational and individual strategies for reducing exclusionary behaviors, and the consequences of implementing such
strategies. The semi-structured format allowed the interviewer to maintain consistency across major themes while also using
follow-up and probing questions to clarify participants’ views and explore emerging issues in greater depth. Interviews were
transcribed and reviewed repeatedly. Methodological rigor was enhanced through triangulation, sustained engagement with
the data, repeated comparison of codes with the original interview material, and systematic documentation of the analytic
process. Credibility, transferability, and confirmability were addressed by providing a detailed account of participant
selection, maintaining traceability from raw data to codes and categories, and repeatedly reviewing emerging interpretations.

Data analysis was conducted concurrently with data collection and involved three stages: inductive coding, pattern coding,
and theoretical enrichment. During inductive coding, meaningful units in the interview transcripts were identified and
converted into initial open codes. In the pattern-coding stage, conceptually similar codes were grouped into higher-order
concepts and components. In the theoretical enrichment stage, the relationships among categories were refined and
compared continuously with the original data until the conceptual framework became coherent and no meaningful new
categories emerged.

Findings

The participants included 11 men (73%) and 4 women (27%). Eight participants (53%) were between 31 and 40 years old,

four (27%) were between 41 and 50 years old, and three (20%) were older than 50 years. Ten participants (67%) had between
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16 and 23 years of work experience, while five (33%) had between 24 and 30 years of experience. Twelve participants (80%)
held a master’s degree and three (20%) held a doctoral degree.

The qualitative analysis identified two overarching dimensions: strategies and consequences. The strategy dimension
comprised four main indicators: clarification of job duties, control and supervision, improvement of organizational policies,
and employee training. Clarification of job duties included the component of understanding job content, reflected in open
codes such as specifying career advancement pathways, increasing awareness of job responsibilities, and defining job
requirements. Control and supervision included improving supervisory mechanisms through more appropriate reward and
punishment systems, stronger communication channels with managers, and greater emphasis on compliance with
professional codes of conduct.

Improvement of organizational policies was the broadest strategy and included managerial strategies, improvement of
interpersonal relationships, improvement of working conditions, employee recruitment and retention, and organizational
actions. The extracted codes emphasized stronger organizational support and justice, attention to employees’ competencies,
training in job-related rules, improvement of human resource management, enhancement of emotional and interpersonal
relationships, more teamwork, creation of a positive work environment, continuous behavioral and occupational evaluation,
equitable distribution of responsibilities and authority, recruitment of specialized employees, mentoring of newcomers by
experienced staff, participation in decision-making, senior management support for newly recruited personnel, and
avoidance of political considerations in organizational appointments.

Employee training consisted of two components: improving employee-related skills and improving individual skills.
Relevant open codes included increasing opportunities for interaction through informal meetings and social activities,
defining and promoting professional ethics, strengthening organizational intimacy and cooperation, increasing self-efficacy,
changing negative perceptions about colleagues, increasing self-confidence through training, improving job knowledge,
developing social intelligence, strengthening communication skills, teaching organizational behavior, and improving
employees’ perceptions of a positive organizational climate.

The consequence dimension comprised individual and organizational consequences. Individual consequences included
stronger team-auditing spirit and greater job satisfaction. These were reflected in stronger willingness to form and participate
in audit teams, increased satisfaction with auditing work, and greater organizational belonging. Organizational consequences
included higher audit accuracy and greater efficiency of audit teams. The related codes referred to stronger commitment to
auditing principles, greater willingness to express views regarding audit problems, better provision of audit services, improved
team efficiency, and reduced conflict within audit teams.

Discussion and Conclusion

The findings indicate that preventing workplace ostracism among auditors requires a comprehensive organizational
approach rather than isolated interpersonal interventions. The identified strategies show that exclusionary experiences may
be reduced when job roles are transparent, supervisory mechanisms are fair, organizational policies are supportive, and
employees are equipped with the interpersonal and professional skills required for constructive workplace interaction.

Clarification of job duties can reduce ambiguity regarding responsibilities, expectations, and career progression. In

professional auditing environments, unclear roles may increase interpersonal tension, perceived unfairness, and competition
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over responsibilities. By defining expectations and advancement pathways more clearly, organizations can reduce conditions
in which employees interpret decisions as exclusionary or discriminatory.

The importance of control and supervision suggests that workplace ostracism should be recognized as an organizational
behavior issue that requires monitoring and managerial accountability. Fair reward and sanction mechanisms, accessible
communication with managers, and adherence to professional conduct standards can reduce the persistence of subtle
exclusionary behavior. Since ostracism is frequently indirect, supervisory systems must be sensitive not only to explicit
misconduct but also to patterns of noncommunication, systematic exclusion, and unequal access to professional
opportunities.

The findings also demonstrate that organizational policy is central to prevention. Organizational justice, managerial
support, appropriate human resource practices, fair distribution of authority, employee participation, and merit-based
appointment practices can decrease the conditions that produce distrust and marginalization. The emphasis on interpersonal
relations and teamwork further suggests that a socially cohesive environment can function as a protective factor. Informal
interaction, emotional bonds, group activities, and a positive organizational atmosphere may strengthen employees’ sense
of belonging and reduce the likelihood of social exclusion.

Training emerged as another important preventive domain. Developing self-efficacy, social intelligence, communication
skills, professional ethics, and organizational behavior awareness can improve employees’ capacity to interpret, manage, and
respond to difficult social situations. Such training may also reduce misunderstandings and improve the quality of team
interactions. For auditors, these competencies are particularly important because audit work involves continuous
consultation, professional disagreement, review, and negotiation.

The consequences identified in the study further support the organizational importance of prevention. Stronger team
spirit and higher job satisfaction can enhance participation, attachment, and willingness to remain in the profession. At the
organizational level, higher audit accuracy and greater team efficiency indicate that reducing ostracism may contribute to the
core professional mission of audit institutions. Auditors who feel included and respected may be more willing to express
professional concerns, challenge problematic evidence, collaborate with colleagues, and adhere to auditing standards.

Overall, the study suggests that workplace ostracism among Supreme Audit Court auditors should be addressed through
an integrated framework combining job clarification, fair supervision, supportive organizational policies, interpersonal
relationship development, employee retention practices, and skill-based training. The consequences of these interventions
extend beyond employee well-being and may include stronger teamwork, greater job satisfaction, improved audit accuracy,
and more efficient audit teams. Accordingly, the prevention of workplace ostracism can be considered not only a human
resource concern but also a professional and organizational strategy for strengthening the quality and effectiveness of public

auditing.
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