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Introduction

Organizations are complex social systems in which formal structures, informal
relations, and hidden emotions continuously interact. Within these systems, perceived
injustice, breaches of psychological contracts, and leadership failures often give rise to
deviant responses from employees. While overt forms of workplace deviance; such as
absenteeism, open conflict, or explicit resistance; have been widely studied, covert and
subtle retaliatory behaviors remain understudied, despite their significant long-term
impact. Among these covert forms, the phenomenon of silent revenge has emerged as
a hidden but powerful behavioral response. Silent revenge refers to intentional but
covert actions taken by employees to retaliate against perceived organizational
mistreatment, unfairness, or neglect, without making these actions directly visible to
supervisors or formal systems.

The purpose of this study was to design and explain a grounded theoretical model of
silent revenge formation in public organizations. In the specific context of Iranian
bureaucratic institutions, where voice channels are limited and hierarchical structures
are rigid, employees often perceive that overt protest is risky or ineffective.
Consequently, they resort to hidden strategies of retaliation that remain invisible on the
surface but gradually erode organizational trust, efficiency, and legitimacy. This
research therefore sought to uncover the antecedents, processes, and consequences of
silent revenge and to provide a model that both scholars and practitioners can use to
better understand and address this concealed threat.

The concept of retaliation in organizations has long been linked to theories of
organizational justice, social exchange, and psychological contracts. Equity theory
argues that perceived inequities generate pressures to restore balance, while social
exchange theory highlights the norm of reciprocity—both positive and negative. When
employees perceive breaches in distributive or procedural justice, they may feel
compelled to reciprocate in ways that disadvantage the organization. However,
existing literature has largely emphasized visible deviance or destructive behaviors
such as theft, absenteeism, or overt aggression. Less attention has been paid to subtle,
invisible behaviors that employees adopt when formal voice mechanisms are absent or
ineffective. Silent revenge fills this gap by explaining how employees retaliate not by
openly confronting management but by withdrawing effort, withholding cooperation,
manipulating information, or subtly sabotaging organizational processes.
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In public organizations, where bureaucratic routines, rigid hierarchies, and opaque
procedures prevail, silent revenge can be especially destructive. It erodes the
credibility of managerial authority, undermines service quality, and contributes to the
erosion of trust between citizens and state institutions. This study thus offers both
theoretical and practical significance: it extends organizational deviance literature by
theorizing covert retaliation, and it provides public managers with insights into how to
detect and mitigate these hidden behaviors.

Methodology

This research employed a qualitative design using grounded theory methodology.
Data collection was conducted through semi-structured interviews with a purposive
and theoretically selected sample of 16 participants, including human resource
managers, frontline employees, experienced observers, and retired senior managers
from public organizations in Kurdistan province, Iran. Sampling continued until
theoretical saturation was achieved: while saturation was evident after 14 interviews,
two additional interviews were conducted to confirm completeness.

The interview protocol included open-ended questions regarding perceptions of
unfairness, reactions to managerial behaviors, experiences with conflict or retaliation,
and strategies used by employees when they felt powerless to voice concerns.
Interviews were transcribed verbatim and analyzed using open, axial, and selective
coding procedures. NVivo software was employed to support coding and
categorization. Trustworthiness was established through prolonged engagement in the
field, member checking, peer debriefing, and the maintenance of reflexive journals.
These measures enhanced the credibility, transferability, dependability, and
confirmability of the findings.

Findings

The analysis produced a multi-layered model of silent revenge formation consisting of
causal factors, contextual conditions, intervening variables, behavioral manifestations,
and consequences.

1. Causal/Antecedent Conditions. Employees described a range of triggers that
generated feelings of frustration and injustice, including unfair reward distribution,
biased promotions, lack of recognition, prior negative encounters with managers, and
the absence of welfare and support systems. These antecedents created emotional
tension and a desire for retaliation.

2. Contextual Conditions. The organizational environment was shown to play a
crucial role. Rigid bureaucratic structures, toxic organizational cultures, lack of
empathy from leadership, and opaque communication channels limited the possibility
of open dialogue. In such settings, employees perceived that overt resistance would not
only be ineffective but might also endanger their career security.

3. Intervening/Moderating Factors. The transition from dissatisfaction to silent
revenge was shaped by individual and cultural moderators. Employees with higher
emotional sensitivity, lower resilience, or personal economic pressures were more
likely to engage in silent revenge. Moreover, socio-cultural norms valuing silence,
patience, or indirect resistance reinforced the adoption of covert strategies.

4. Behavioral Strategies of Silent Revenge. Participants described a variety of
tactics, including withholding or distorting information, intentional work slowdowns,
reduced quality of output, covert sabotage of resources, spreading rumors to
undermine leaders, disengagement from team activities, and undermining managerial
authority in subtle ways. Importantly, these behaviors were not random but calculated
efforts to retaliate without detection.

5. Consequences. Silent revenge was shown to produce damaging outcomes at
multiple levels. At the individual level, employees experienced burnout, emotional
exhaustion, and declining organizational commitment. At the organizational level,
consequences included reduced productivity, information breakdowns, declining
service quality, and reputational harm. At the societal level, the erosion of trust in
public institutions undermined citizen confidence and fostered cynicism toward state
governance.
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Discussion and Interpretation
The findings extend prior theories of organizational justice, psychological contracts,
and organizational silence. While previous studies acknowledged that breaches of
fairness can lead to deviance, this study shows that when formal complaint channels
are absent, retaliation does not disappear; rather, it takes hidden and less detectable
forms.

The model suggests that silent revenge functions as a form of “exit without
leaving”-a way for employees to symbolically withdraw while remaining within the

organization. This aligns with the literature on “quiet quitting,” but with a more
retaliatory orientation. Furthermore, the study highlights the cultural context: in
societies where direct confrontation with authority is discouraged, covert retaliation
becomes an adaptive response.

By integrating individual, organizational, and cultural factors, the model advances
the literature on deviant workplace behavior. It also offers a framework for future
research to develop measurement scales, test causal dynamics, and compare cross-
cultural differences in silent retaliation.

Practical Implications
The study offers several actionable recommendations for public organizations:

- Strengthening organizational justice: ensuring fairness in reward distribution,
transparent promotion systems, and clear procedural guidelines.

- Developing safe voice channels: creating anonymous reporting mechanisms,
independent grievance systems, and ombudsperson offices to provide employees with
constructive outlets.

- Leadership training: equipping managers with skills in empathy, fair decision-
making, and conflict resolution to reduce the likelihood of retaliatory perceptions.

- Early detection systems: using HR analytics and monitoring performance
indicators (delays, errors, absenteeism) to identify patterns of silent revenge before
escalation.

- Employee support: offering wellness programs, workload management, and
professional development to reduce stressors that fuel retaliatory impulses.

Limitations and Future Research

As a qualitative study, the findings are context-specific and not intended for statistical
generalization. Future research should develop quantitative instruments to measure
silent revenge, conduct large-scale surveys, and employ longitudinal designs to trace
the temporal evolution of covert retaliation. Comparative research across sectors and
cultural contexts would further validate and refine the model.

This study provides one of the first systematic attempts to conceptualize and
empirically model the phenomenon of silent revenge in organizations. By identifying
its antecedents, processes, and consequences, the research highlights the hidden ways
in which employees retaliate when they feel mistreated but lack safe avenues for voice.
For public organizations, recognizing and addressing silent revenge is critical not only
for preserving productivity and trust but also for maintaining the legitimacy of state
institutions. The grounded theory model and recommendations presented here thus
contribute to both academic theory and practical organizational reform.

KEYWORDS
Organizational Revenge, Silent Revenge, Public Organizations, Behavioral Modeling.

|@ @ Copyright © 2025, by the author (s). Published by Payame Noor University, Tehran, Iran.
This is an open access article under the CC BY (http://creativecommons.org/licenses/by/4.0/).

https://ipom.journals.pnu.ac.ir/


file:///G:/بوم%20شناسی%20شهری/بوم%20شناسی%201403/فایل%20نهایی%20بوم%20شناسی%20بهار%201403%20اصلاح%20شده/New%20folder/(http:/creativecommons.org/licenses/by/4.0/)
https://ipom.journals.pnu.ac.ir/

ole &
H98 LU W Cy g

g https://doi.org/10.30473/ipom.2025.74883.5207

E-ISSN: 2538-600X P-ISSN: 2322-522X

<<k;f.:“la.g—‘5f.£b32 4Jao»

H90 SOl Ho gl plESl (& W IS S (o § (00

TSgmgn (2 llpod dw TS dasme T g0 5 Shuigh pol ( onble Jul>

Kl (o ppdo 09,5 ¢ 2S5 ] M
ou> o 23080 09,5 d)-fy e
,O‘)ﬂ‘ c.)u Fr> ‘QL‘{.»))J

2| (8L O3 a8 Sloj e Jbb ol b sl Slojls LIS w5550 9 ol Sl b
Mg (o D)5 0 o Jloj Sl al b il Glojlo ja (bl 05830 9 2l (Sldl & i oKD Coppin g8 i ¥

g >hb Ban b ol Gingh 3350 Jar el JU6 jees 5> (oille 4 38 293 ,13)5 s b ol ol 5
S (63,0) b (3250 ol .l oy plodl 4y (Jod (sbalole j> € jhgels planh (655 IS Jde s Oy oK upte 09,5 bl ¥
oy (pl (g9l8lg & sl mlie laasio g lpde jl 85 VE L dslas 3l oliedls 4yl e g ol ol 5

olse st 1 &S ol odizmy 5 csdmdin (Slotydy Bgels ATl &S Amd e i Lol cusl aislyy, | O SRR anie e bl ¥

IS5 Sapm slaylid g (038 sla Sy s SlojloSin b dayliilo sl 5L wns STl (e sz
SIS (S G gl b )l 5 G > 4 gals B > 4 pli] opl 0,5
y g S 5 ] zman ol slaoly bl 0382 lpde Copased 0,55 5 (S panls
ole ol ke sl alajlSaly (Ll ) sl 98 1) Slajlo plxal g wloBin |y laang) cailjgus o0
Siil g o)l wlieden Cope (Sl bilg) eme Slojle cllie Cosl gmen iz

23,55 (Sl g 43y Jlae 0)lgd 5 Lk maes 903 I Glojles eoly cal 51 B 0398 00 Slaindey (SlojluSin b

.Olﬁl dlﬂ 3=

Sidgp el i gne DM g

Sog s
nazarpouri.a@Iu.ac.ir :a.Lyl,

VL YIVY bl )b
VX0V 15,555k go
VBBV o pds o,

:@lio ol &y dliw!

S 1 Sidgh e 55l 1 oile
b (W) eleos s c(sgmge g oo
S5 saejly 2 Ubsels il xS S5 Jso e 5

" s g d e mle alael e lasl ol Copdo pole aslilad . (g (slaglojl
.OLO)L» )2 )Lﬁ) LS)L"JJ“ .djsb LSLQULO)L» .u»}nb ‘DLO.U‘ .‘!LO)L» IDLO.U‘ i p— ;(\‘)\Y’ ‘u_dj; JM:L:,‘LJ

el y35 ply oISl sllie () 3 VFF © al (] (bt 4o (Bl it oyl Ll 3> @

ol e 5 oyl )3 ke bl Coley b g Allie ) guomo sl 1 bgyiie o 5 ()bt 02liusl £95 4B g 0 ptiie 0 1S cos dlie ()
This is an open access article under the CC BY (http://creativecommons.org/licenses/by/4.0/).

https://ipom.journals.pnu.ac.ir/



https://doi.org/10.30473/ipom.2025.74883.5207
https://portal.issn.org/resource/ISSN/2322-522X
https://portal.issn.org/resource/ISSN/2322-522X
https://portal.issn.org/resource/ISSN/2322-522X
mailto:nazarpouri.a@lu.ac.ir
file:///C:/بوم%20شناسی%20شهری/بوم%20شناسی%201403/فایل%20نهایی%20بوم%20شناسی%20بهار%201403%20اصلاح%20شده/New%20folder/(http:/creativecommons.org/licenses/by/4.0/)
https://ipom.journals.pnu.ac.ir/
https://orcid.org/0000-0002-6969-7729
https://orcid.org/0000-0003-3785-810X

ya (YO=FF) V¥ ¥ 5oL (OY olo) ¥ oyleds Y 09 ((Jed (slopylojl Copie ole doliliad

3RS (=9 G (LSl Ayl)8 4 e wlad
sl Sty 4 e Wlg e o (aB 45 K lejle b axigl
Sy 4 Cizman (VoY ol g Silytuns) 05 alis]
do g 5 ooy ol 6ol STl & umd o i 3ob]
Or 50 ey (ogels el wile  Slye (gl ks, &y Wiy e
36 g oty & QST el by Sl oty
Jwgio maiimo e Canglio g cleMbl il pae ()5S
plEsl 5o JKG! 5 badine) deaojuSSl 5l 5 res COls W o
Gl 5 Sl glie ol S 4 Slgie (ogal
(VW (Byge 9 (9b) 45 S8 p90 00

uA)LW\>‘ b Ol:.{)lf ‘(_’J‘).’.I ‘};393 LSLQQLo)'L» )’| d)l,,...q 2
el LA 5 ol i 4 aasics s j byl
o € yogels plEsh loic b yigds cpl 3 oS oy WNgs o
32D § IS5 1ub o ot Jaly i > i g
ISR 5 i S8 Slejho S5 plos 50 8 ol
(V0T g Cyguily) 3,05 )8

OB 35 ole BV (Bliglyy Jeles n 09
9 )‘&j u,u.msf uolwl » .A:')l.) oy u;l 92 P dlowwv
395 ol 56 Laylog 2y i g (slayldlo (WAF) o San
g aglejlo > Sl glie glaille do 1 (5558
prio abgplis] Sla S jop g Lol 4 & ws oy
(Y ) Kan g 518) 59 o

gl ) ohiga o) Vb 25 oS> e
Ll 550 OFY gl 55 AV F5 L) les,S il
5003 ol S o 53 S5 wlo TVEAY ol
GO b siged sl amd e U (b 9000 B 5
o )5 el (5Sls (VYY) bl (690500 e oo
lopliscil .l joy 5 aads VY L ol e lylal j
sloils » pawmstius Gl g J..oi)lflj Jsle oljl
D50 oy (eaal ST s o pl W 4 5 oo

bl aly Lo sl pliSl sy el
le glgisa b wulaplojle (Bl 5 s)lsle

10. Armstrong & Taylor

11. Narayanan & Murphy

12. Robinson & Bennett

13. https://donya-e-eqtesad.com/fa/tiny/news-3959421
14 - https://B2n.ir/sz8543 ; mehrnews.com/x36Zn7

doNio
5 oMk (PSS iy b oS g Cun 8
2 Sl @lie (18 9 03,5 (16553 1) )15 los ¢ eloial Slpuss
Codl 03,5 Ly (93bj Cueal aplojl (68 axul 4 3 IS5
5 Gl paio Lt )3 Sl glio YoV ( lSen 5 gt
S cul Gf S a4 sSSul dy sly
Wl 5l 5l g (heal gyl il cegite slosiljs psbay
5 sy oo S 3T 51 LalST (VoYY T ) el ],
b sl 3 1y il lie Cmtd (S8 S el
oo Ltal3El imd e 5 Caglel 3 1y S8 ailodon o, S
[T 7,88 5 Jlsoler)

prie Sgi o lejlo 3 Sludl @lie & (pegie (e
ot G @ &S (o990 ¢ SIS Joe 3 (5B 9 Bl
ol 00,8 s 1y e dvgs g o0d s el sl
el g oladl saavis bploils > sl b))
b a5 U8y Voo TS g (0 dB) o olyes 4 ]y (g B
S Jora 3yl L g i L ()5 OSen
I Qdiges 858 Sge b Jg Chyw Mg Copu ials
FolfSan g VL) Mt S e > ol sl
i by clauie Sl o I8 e > bl (YAYY
(Slile  s¥gned sbjldy 9 cud iald de
(V) digely g o) Slojlw (8 e obbony
JWs a1y (USH asgy cdl g oy ialS cdow slay s
(88 &) San g ysles) AL azls

oty S g ey Al b o8 olsen balejle
2 edleiel o b wslus (ot g Sllual )b L5 Sl
e 2o)ld) &) e Al oo g Mt il LB )8 Lo
SIS e S Sy 5 sty ol o Sigd ey Lol
S9dise A bl ke Jols 1 o8 g Cypesge Sl o
e Lags €38 ] a3l oslitesl o5 138 o 1S o yimg
P b g e )18 Sl xS JSE 4 e Sy
(VT ) 395 Sl Ll

. Ayanponle et al

. Li

. Sambhalwal & Kaur

. Galperin & Burke

. Treating colleagues rudely
. Zappala et al

. Pate & Beaumont

. Sloraetal

. Kose

O 01NN kA~ W —


https://b2n.ir/sz8543

¥ H9d slaplejlo > Shgeld plisil (6,5 JSE Jhe oy 9 (b 1oL 5 (y0,k

(VoYY T ols 5 SIS Gl o5 o) S o i)

P QU @ plial g Jalsi 0ged 4 (63,5 (e cllae
5 iedj)l po Kl g 3,1 o)l Cloeuas sl 2 >
woles )d (VoY cpgepY) S Cogi | elainl coles
Cledbl oy zBoody 9 dd wudS p SleMbl cllae
lyaiS ipd 4 Slge g 3yl aST LS @ snial))
5 Slgp 98) 398 e (Sl el sl 5 Cunglie JalS
Sl cpmizmon (YoVY (SYE 5 cuS joun ¥+ TY 2 Klgn
s Glojle s 5l nse dlal oy pgi) 4 Sl
9 2 o ol b o)lsl g plad g Sy Cllae
(V¥ oy
ol S el Glossny Slojle oS 3 glojw wigSw
(Slojlo bbb g Plue j (261 2529 L (LS,
ool S o oo D sla i b oS ol
9 L5>L°’:'°|Lsf 3y Jl Ls“"l’ 3)‘9‘ el o Candg
P Sl el Glojliyg)s ardel (glalrin
Fale 5 b )3 dingys slajlxia 3525 (VAVY)
S,y Ddeb e G bawg oleMbl &bl i,
bbb 51 (gilun & WS o lis,bl 56 (VAAQ)
ol 4l & wls el (LSS ) el jeboa,
WS ep gapte Glblie b bwle g
(VoVF) hlalsss 5y o(Verr ToSihe 5 Ggmnge)
Cogt 4y Mlg o SMS] gymy 4> )T oS Wilodly LS
IS slocSing o Ll ogd oo oS ol
bl jlua S glpedr Glojle GgS (loxes
«SBp Hguil? (gmen (ewlie loe (Sl
Syg) C Bl ity g (Vo) o)S5a 5 ©)la)
ool lady e oy ol chpog ln (YooY
bis 4 Jlad (Wl oy e lelge dasingsy
Foe S dlon ) anuy (Simjd glad y Sialen Ly,
) oSeya) Nian e Ssf oS USE
(Y5 S gpims
Padey 5 e 5,5 Sljle gen i dbilw dw

4. Liuetal

5. Xuetal

6. Argis

7. Morrison & Milliken
8. Rai & Koodamara

9. Henriksen & Dayton

5 layn Ll ¢ lojlo pbeal G )3 3o Lol ol
WS o Jos (bsu il Lials

oo L3 Slodl 13 wensy opl i ladely dp2g b
2 Sloddsogr g golr ez s (Agd S5 s 3 0320
45 0038 Ly S5 b 5 g fisoges (ol
gk cxnlil Wl (el plil (o g el Sl
4 dliodly a)las e g S (60,555, b oyh B yols
2 ogels plEEl ey sladely 5 baie; byl bl
952 Ulp e il 9 35k Gl (g agleile
o el (g ey cpl e 3 wamd @l ol ot
il ool gy

Saglojl > (el plish 18 (5 IS5 (sageie 595
Sl A6 oyl (g

S S
J}M el cdl.ajlm P OL’S)K d.jli?roli‘;i] d[m)bé)
9 porde @ B3Iy 5l Gl ol (e3axie jludise) Jelgs
ke oy 4 &S Gl (900 (Slojle plasl slal
ool b oS lelge gi aslby o Slojle classlin
S (oo ol 1) Abgplil slo STy g
axg el 0 bl Blail  cllie 1 Flojlw Clas
N3 e Slojle slayinn 53 ohgts el pole o] Kimgly
oarao (Slojlw cllie (YVY & o) San g d9020) Llails
Wl clie iy cllie Jols a5 cul gamss
g Sbl) 2ad 0 SeMbl cllas (90,8 o e
.(Y’\a 5Yu‘)l§4o.h

oanass y Blasl | LSS Sl & wje cllas
5 LW Gleo dualio g 315 0,L3l b L o 35> i
Yo ToKen 5 olSN) ol e b1 (slad b
Sloilbe 2 5 Sl el Gl 4 pxie dlbaie @y
Slyie dige; cnl 33 oo S by sl IS,
Clae (VVY dg000) dd il |y LSS gy g cols,
S S e 5 banld (g dlaate p LU 5 sy,
Olpde & dlasel (6,8 S 0 e i &S Gl Slojlus

1. Mahmood et al
2. Ouyang et al
3. Akram et al



AR (YO=FF) V¥ ¥ 5oL (OY olo) ¥ oyleds Y 09 ((Jed (slopylojl Copie ole doliliad

O fSan g sean) G s 5 Sles oayyy ol L ables
AL

SlaSs (i sl S 45 cul o J) (S baasly

L Jox 0 ok i plojle (slaxb(lg) o> 5 s p2)

gle Scoles () S L) ()il ) R

S Olgisd Wlge plle Slojlusing 5 (S8 s

{Yo0Y O Se 5 (SB) 28 o (6508l o bl

pLs!
ol S0 1) (o) Laly) Wl o S Lo )3 e
Sow jl Algn W oo yiiSly & e (g0)l50 yd 5 Wi
Bl slayld) (Vo0 TplKen 5 G 5) 295 LSK
ol G g STy sy celilig sl Slojls
ol g S gl dble GG coge gyl
@ P h g pds o) g Glelesl g Sedie
oz sy e SIS (VYOI )l
Ul ) &l plasl &y (il (68 JS ¢ olman] 3
S35 5295 5 (P ol ST plinl gyl
JSal S Tibeels planl (VoYY wsS) e
2)ld) sk 1 a5 ol Slojlo pli] oy g eaiione o
G b STpdnls el o3 WS (oSS ol
VeV Plgerdsn) 2bioe Sop (Slojle
2 eajaml ())& S jgbay planl 1o lLS] Gy e
S 2980 GHL (6503 (g jord S olbd @ Fuly
5 o) cul Bl b Sk boaws ol e
g 5l oSl (lallie o 4 Cons 25y ()13
L ol can p Ysome & casl o oEaules b olojle
(Voo ¥ T ohlen 5 jyalo) 355 (o0 g0 4

4 "\’;)516" «“9) UJ9>PL0»| L UJLG) Yﬁw ULS)IS
Oile 4 (Yood M hlan g oly) did ujiwdye
L g plss a8 e olas] sl &S elSin S

dw Jold &S Cunl (ylojlu dolio 9 sl cBlaal & cos
S e (ol Silhn pie 4 gl (B e
(Olojbe i & ilad) (6)l8) 5 (Glojlo @ Capmsd (bl
DA 2 o ylSan 5 ) 18l

ool o S AW Cuss emen (% Jelge
Blanl 2 dB)) lacand 395 qrire (SlaAE i
ol Cagd ) Bli gy o8 as g olbls,l oxel, 8
OUSHE (goldg 5 058l s snuy cpl Wyl LiE ol
5 &L SSB 4 sla)lidy 55 jlodie; aSl wrd o ials |,
S Cyge 4 plgie ) Slojle dmd 29800 Sl
g e A Sl Gk QU b sleiz]
(VW5 en g p3gl) 35 sanailo slaiby

ol il e e > Gyl i Flojlw e i
G 35 9 QLS e g Sl Ceodls ipmdS Julgs
(Blae Jols Slojlor o pal @i sl Glojls (5900
oo hllanl (i ol (Jad S35 @l Bl s
xS S el 5L bl lajle 5 5lel Kim b
b Gaje jlid 2gd oo (Jad Coles 395 9 (o )Li
St (Sl (ad (Sagw 8 4 i Nl oo @lie
398 2plitl il dijmy (dlablie bo)ld, > 4
(Ve ¥ T SSil g (StibgesS)

Sy o5 5 e gyl TgAB 1 Slojlu (5,08
290 28 9 W30 £ phile g 50 yobody o Cul Siletunses
O e g5 I gy o wyd ol pae by 4 (608
S Siy b iy g5 ol (1)) & Ghen g ulel)
g o plaie (5580 publas plw jl «nyad Jolsi pas g polie
Wlgi o 9 0,15 31,3 o sl (6 )al5 (VNN urgeSi )
o8l ¢ able  Sud o gl ¢ Slgy codlw MU ) e
Tlly g ) 995 b culo) il o )8 Sy e il
o e e [TV Aes s el YD
N33 Sl 9038 ()8 salae 13 oot (olbusde
2 glojls 5l gl g VoV Sllan 5 gyy9) ol

10. Hodgins et al

11. Tuckey et al

12. Tripp et al

13. Sulkan

14. Silence Revenge

15. Yoshimura

16. Stuckless & Goranson
17. Sommers et al

18. Brown et al

. Deanetal

. Ozeretal

. Giimiistekin & Oztekin

. Bullying

. Einarsenet al

. Hershcovis

. Naseer & Raja

. Boudrias Trépanier & Salin
. Tornroos et al

AW N~

O 0 3 N W


https://www.emerald.com/insight/search?q=Margaret%20Hodgins

Al H9d slaplejlo > Shgeld plisil (6,5 JSS Jhe (o 9 (b 1oL g ()05l

jor IS8 e Sy Slojl plisl ldlas ol
oy Sl b e (5S35 ol o IS8T nl
S STy Jolis (638 (Y YV edwsS) cannl ol S
9 (Voo Vegoghy 9 Jb ejyal) ol (e o 4 o)l
S 4 s LS 51 (rex ggw I (I Sx (g5
(YO & hKan 5 )54l) Glojlw a5Yslels plasl

9 l.:adg.)léj OLo)‘L» Pl djL{?PL&’.’JI )b'.é) u,wu L;I)_g
2, 0959 alizee sla Jdo

sl e oSO, clasl Jols @l
Wl W iSly coge Alae ol aVole 3l
(V¥ 2 e 5 9:5590) 3948 oo
) B oo Jwgio plil ASle ailpwdgs (slaogud 4 3l 8
.(Y”v ﬁdl)&@ 9

Sl Wlg o e b Cute dlayly gde- iy Jols 4y las
(V+V0 55 5 Slgn «Slg) S (55 5l plasl 5o

Iy 3¢ puid Conl (Sae LSS 20l Lols planl 4y o
Obyide aSle oS o o3l ade 4l (Lol Jole ade &
(V¥ o hlen 5 05550) S alss

2 S el Mk dlwd dw Jold glablie (slad el
Sbrr 4555 (L) JyuSss (l5le) aby
2 S b dSles p Jglate slasely & (4l,155LL)
W e byusly Jsl (JuSaes 5 dalsy
5 Sop Cwy ogly) e W1 asplis]
(Y aNBEYL

ORI (s 995
oolol el dnng Ban b g &S g9l Llegh ol
Slseold dy,las 5,5 e, Cuwl o plsl dlsesly 4y, 5,554,
S el 386 g ybs iy Gree il G
Tbosls Julow p aST L gy ol ST oo pld 1y jascidio
Iy ks Al e (oS 5 ogoe b IS B )b

Sl o malyd Wodly Jo

5. Ozer et al
6. Hongbo et al
7. Wang, Huang & Zhu

Ly e o Mol adl)l b ol Slojlu @ya8 ol poaldis
‘_5‘)) W).J— 9 )JAJM:LM dhbw LY Coml USQA ;.))L\l
Wb Jugte (eloxl b Jlyy Sl GubSik g ol
655 Cagh g 9l 4l 4 (Sewly Sl oo (o g2plan]
L gl cas 1S wlaal 38 51 5 lase (5 il
pie Cipgor 53 (st B )15 085 250 Sl el ol
s osSe) S5 1y sy Joks xS 4 e
(Y’\‘\ d ‘)KA.D

gt T (Jhen olusl & Sloj yidgl 5 (S5 ee i
)9y Jl.o..»)‘ ‘.)9»':3 Cumal ))Sw dlﬁwi J:J.) LY lJ o
5 ol B » s @l plinl b dlaad la,ls,
o Bld Jaen (> gow b e GRl58l jhaels
2 Sl e unl 1)0s K81 g acws Sy LUl ol
ol ole s bl id e b ool slacys s
Teos JBps b pree s)l3) Cunl (S (US)I Sy
Slhodise; @S ;3 g 03y jum Ceogad & 1) lojlu
(VI T yidgl g (55) 295 Oy (29 plis]

Pl 5S4 Cul (San IS w)lse iz
S5 Jugte St oSl b o ls 4l colojle
slad s .\ulyuo o, i, O:{‘ 4 Llosls ol yimgs
(YA FIGT) anily ansls o 50 obyide b Jolss

o bl gl ol a8 sad e ol Clidss
cowl 4 bl o (Sp Stes Oglite (o eplis]
gl ) B R K (B g B)b plejle 4 (il
Jolos b cov glis opl S o olpte b o Ken
B HlE SlojluSind 5 i laapy (asid
et acgles cpl uomen (YeoV o) San 4 5 y0lu)
Lol e el i applsl 4 GulS
@ pibe oml Sbue S L galead slagdasls
Gl SS Lol e o lis STy aibgaplanl sleogud
O Cogid dy ol (WS L ol @l s aS casl oyl
Oy b pafiene i (L)l &y (g8 o slakazes )5 o
B3l S5y oyt 265 b bl Cunglie (g e
(V0 o) Ken g auss)

1. Jackson et al

2. Empathy

3. Zaki & Ochsner
4. Agwa



Ty (YO=FF) VF+F 5oL (OY olo) ¥ oyles Y 09 ((Jed (slopylojl Copie ol doliliad

oS oo dy  wolSl Sidliyg3 g S a1, baaidly cono
5 OilsEl |y cdlas & WS e ) ss Sluast 5 S8 b S e
(VoVF o) amd o yialS' |y cuiand

@9 b o)l Bie Hiip 4 Tl Canlus (pimen
2E 3l e 3)lae (S5 g bodly 4y yiuisy lize 3 ol Ule
Caal B Bico ¢ g3 Calu (i b Ded o bgyyo Loy
Ol 3 drwg o)l I (a8 g Wedly (ke (gl s
&S Slodl (V) e g o b dlike plo ) Cuwlus
45 (V) 255 o wal)d 1y oy 5 (58 S0 5 Gree adllae
e oo &l Glegdge o gy il (S &S ezl 5 (gld >
ool 1y losysy S g ity o6l &8 s 18 (V)
(VNP & e 9 ) 45 o0

w85 ) 4 o) gg jl Medda (5pSgel siagh 2
5 38> o g& OleMbl oy iin oS Ko bl golydl b s
Ol s (e slaglesles ) Shgels plisl oy 0)b)> (029
e b BaseS, s Qb ol gy uges ogd
390 odl> 3o 5 £95 JUis &4 5 €85 g0 aye g paSuis
35 JS5 J g pine (i)

20 Pl 25 2 b (6 S diged Al B

oj > Jb (g slalejle gl (e <
ke Jdd @ ol Gl S bl 3 Sl plie o pie
QU ) lagille b oaele 5 odom ST
Sad bl imeds e leiedy

B S ke Sl el e (s Y

slagloibe » upie b ol K dile Jl WY Bl —
P9

(lid S ol Slojlo il golaw > j9l> il —
Sl 5 o

b derlye 3 yotuse g e b eaine 4105 (528 —
obgels Pl claylid) b sy Pluwe

36 8 oo 3 il baslgy o Slojlo (glad 4 Byl -

o b ladiye lyo g Clialdie Jbod g oy (ollgi -
aglllas 590

ladiges sy hlico (gladin idy (gl Andiged £55 ¥
b Sl (ol 0g)S e

i il lae agzlgo 25 b o ol

plisl sloyldy LU b pased a8 b (IS8 —

7. Theoretical sensitivity
8. Nobel & Mitchell

OVl (995 (iomed g (sagrde 9 (515 SASS ololid
9 ST dbje plyicdy jope cpl S &85 S & anlan
Olyed & 85 )8 ool )50 (85 adllae Sl > LSS
Sjlme e Jols SR (elol sil)d . imgy I 5,509,
i)l epime Sl > Waojladls” (sopxine @ 9 3939
Caplo b (Splie 555 SaS Ayl (ogpie gl (A5 (539,
Sty ) o ool (5ot 5 1513 &S 1 )5 Siesls
A5 plsl (028 sloodb (e 5 (g

» o) Bl blie Wb 4 a8 Cladss by 4 g g,
5 o) el Gl Sl g )l8) eaoy Sl (p)p
Cucdl g adio; 1 (0olS p Gaiod £o5 cpl (VoV+ &) Kan
5 €8 3,5 o dols eane slaosly g o)b 4T Lok,
2 oleiel Gl g cunl mro jlaw &S sla gl > s
2 AW Fip) 355 5 fise 3l il Ll 5 L
liis ) bl ogdge 15T UL 5 2oy 2 S Slasing
oSl pilatel 5 oo o (6 )Ke0 oMl (aS
Sl g luls] ol el

e sy bl céa liel bocdade
odalin £L§Y9]0 d)j).) l) ULO.OD!A ..))I.) b)L»‘ ulf}«ufb«g)w
B (Yo VF Faosl) mad o ilal ] lael (gilucdio g polio
dgdige baye S0 sladie) 4 badlpess Uy 4 JE]
b aiS 0 S8 Builes 4 38 Glowsy @l b ldde
13 oaly (gl & bl bl S )1y iy 5,8
Sy 9 3Syg) sl Glie Cul bgye (loj Jobo
Do wly8 dalllae Wgish Sl U AiS” iise 1) ool d)gi@q
e 9 35 o3l il (52 e g (b & spiyieb
G>) 55 )5 e Slas S g il o8 gl o8 S e
)'] d).s.\;.\,gb d9d dl).g ulo.c.’x.e .(70\‘\” ‘AL'J‘)lSwa 9
oy o (g3 dlox I S oo odlitul iliee (sla b,
J 52935 8> ol Lo (6,53 o gulSl Jb05 9 Ll
9 5)) Cool uass j1alS g s i) aob (dly o) Sen
b s o o] Baus'es i 4y Lael wyp (YoV+ £ ppuils

1. Systematic Literature Review

2. Amin et al

3. Cypress

4. Ahmed

5.Haq etal

6. Rose & Johnson



vY H9d slaplejlo > Shgeld plisil (6,5 JSS Jhe (o 9 (b 1oL g ()05l

50 dnlas ¥ gyl gl I liselsl cps s 034381 laidyg0

Gos 9 &9 U Wb cauaiwd Lol 095 Jlox )0 ladigel
b iol58l ool

(18 0) hgels il b (Joe deplye 425 b e —
5 O Capda 2 o iz cfigha 5 Ly (sl lio e
Sl il ail g plisl (gl )ldy b las yo (658 paoucs

(% F) Gogels plasl 5l ozl a0 b LS8 -
porbine p b paiune Cpgo & & olpl i) g lelid)

&S daluly LS5 (H8 ) oyl padine il g oL~
.,ﬁ‘ob)f odnliio d)lf laﬁw PN l) u\)}ab [BLQ»] )l:.é) 3)90 u)»

il o5 e 5 V) S 0 b il ol
39 s (9 Jobo 3 oy (nl b yolts dlge 9 (Yol
Slawsls

byl

b dapalae g cupo 1 SYeb ablo b dtwdsil lpse —
o.\g,\g_

plosl 4l ik dey Cjgo 4 baslas baslas g4 ¥

255 ool 9090

dbgi lxe gyl ludl 1l Eldl U (g pSeiges asl D
&S oyl o)lil by @ (oia gLl g edls (gy4hs)S
oy Sy 4 & WS o My s clrodly (Kb Kiimgh
|).3.)' J)b L;JL{;\ Caad] 6&5 dh’a&mﬁi 2 poRae og.l WS S8
2 PSP Sl drugi &) g AS 0 (Sl ladige Ll
sl eldl ol a8 e S8 pame slaodly ol
AYoVY 5 5 Sin) WS oo SoS baidly jlusl

ol S 4 sl slaodh @slas VY ol I e

OhgR Sgel (Flblumex ) Jgd
Table 1. Demographic Characteristics of the Research Sample
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Figure 1. Model of Silent Revenge in Organizations
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