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Abstract

Workplace ostracism refers to the extent to which individuals feel ignored by others in the workplace.
As anegative behavior in organizational contexts, it can significantly impact employees’ mental health
and work behaviors. Workplace ostracism has garnered widespread attention from researchers in re-
cent years. This article reviews recent domestic and international research on workplace ostracism,
focusing on its definition, conceptual distinctions, related theories, and current research status. Based
on this review, future research directions are proposed, aiming to improve the understanding of the
mechanisms of workplace ostracism within Chinese organizational contexts and enrich research per-
spectives.

Keywords

Workplace Ostracism, Ascendants, Consequences, Measure

XESIH: AN BRIZH TR REERD]. LR ERTHT, 2025, 14(4): 246-253.
DOI: 10.12677/ass.2025.144285


https://www.hanspub.org/journal/ass
https://doi.org/10.12677/ass.2025.144285
https://doi.org/10.12677/ass.2025.144285
https://www.hanspub.org/

NN

Copyright © 2025 by author(s) and Hans Publishers Inc.
This work is licensed under the Creative Commons Attribution International License (CC BY 4.0).
http://creativecommons.org/licenses/by/4.0/

1. 5|8

HEFF I8 5 E AL A BB AE AN — BB RE,  JF B W AEBCA 7870 iR BB 1 01 1 5 B O 1
OURRA, ERMIZ D, SRR A ARHEF, S5UR AR RESE[1]. fE k2
RFET S B R OB AR, ST RBOR S (0 B HE R S NI 5L R ATt 7T, Ba e
(workplace ostracism) [ Ff R H LU TP i) — M IRILR . WIS HEF 18 AR AAE TR B iR et
NBASHSNAOREEL 2], AT AR e SO “AER 2 IR, — D MRE A e vr LA 41 21Z
SIEEIATNT [3]. VFZWIFLE RAERN], WUIHHF 24 HASAD NARA R, FIanFEC R T E
B EEMEAT 4] B0 R TR HR ) A

BT F & B NAT . R, IR HA AR RER, S22 7 AR
ZHHEI T RIE . TRAE MBS HFIIBE, MRS HF 5 HA U AR I BT LT,
T BRI B, f a0 B AR ST SUBIREEAT B S 0T L, IRRBUZH R AT 5 5 2
PUSOAAH SR U BT Fe 3 1R 255 .

2. FIFHIR SR E
2.1. BRUGHIR IS

Uz HE T BOBES e 5Ll Ferris S5 F0E 3R, VONBUZ R B IRAF AT TAE i, A TAETAR
WP R e BRI KR B A BALEHESS, WA . BRI R B UOBUR R M)
EXHIWT, Bl 53 T2 15 32 B BUZHE RO T B MR EEAZ (2], 5 EZENREGREAR, Pz
I RN TC A 1) B BAE S R3] AMUEEMA G rh 53 TR B g e, [RIRE S0t 2 2R R = A A
S o

JRBEIIVF 2 FURRAE Ferris A€ X EHEAT . (EWA HAMBT FUE IR T AFKFE. K5 SE
BEAT AL TE, SR T H4E IR AT NI ik &R, B R R R AR AE AR i 32 2
R E LGP R HIN B BRI AR P BTG B Y B0 XL B AT B L HR ST AU R B B EL RS, AT
i 2 b T ILGA B AT (5]

2.2. BRiFHERAOMIE

H AT 70t 7835 R A Ferris 280 58 & JF R 1 WOS #R AT PUAHE RTINS, A +ABIL 7528
B (Ignoring) 5 HE v (Exclusion) i MEE[2], %R LT E AN Ax 2 WEF0H IORAIE, BAT RAF IR0
Fritbz 4k, Hitlan 26T 05 T K TS E S MAT7 HHT 1 WES B3, (HIZERAE LU T EH
PERR[6]. A E BT T 5 B 2 E SRR, IO EZE v S RS R AT N AgEm EA 25, il
R HE R ARIEREAT BE— 2B X 3, Gt 1 3& H T B Al SOy s AR B e 5 1R (7]

3. BT

IR HE R RAEH LI W — My AR5, 5B R S AT o, WA SCHAT A
(workplace incivility)~ R3% %7 % (workplace bullying). & 2 (abusive supervision) A7 7E — & FIEE R 5 %
o TRASE XA G 5 HE R A SIS AT HLE .
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3.1. RiZHR SRR XRITA

BRI AN AT 9 (workplace incivility) 45 2 B S 33 e T A1 37 B 850 8 190 10 552 10 A B 1 O (IR R 2 4 3%
e IEUERIE 7R, BU7 A SCUIAT N I =N i SOV R PR DLt 9 R A1, LR
P17 BB ARAA « ATWrAl AR 5N BIE[8]. B HE T AU A SCHIAT NG A AR I W AT
N, I HE S E T BOVBR RARR IR AT . AU RE VN, A SO — MR E R
HF[91. RTBUAHFR 5B A ST NI O], ARIEIIZHEF 1€ SCaT UG H, BUzHE T EEIRIZ
— R R ATy, P BB A SCHIAT N A EE T S N BB A Sk, RIS R T R Y
Pefido e EEXOAETAT R

3.2. Rz SRIAR0R

WA % (workplace bullying)$5 172 — 8 M AR K — B AN RGMEINNE 222 17—
B2 NBIAD A, X MEDLT, ZEERRMRAEY A OB [10]. B H R MBI A 8 T
AT REAT N, “HERXO EERIAE, o i R R, e MREFENIE, Jf e
RIEA L, AR FERIONF IR FFHBGE U RS RIGE(11], £ ) TR

33. RiFHIRE B EEE

% FE & P (abusive supervision) 28 EE X NEFFERIE N S IESAET BTN, HAEREBAAE L
[12]. SEZHEFAHE, FEEEMRAN PN —F RIS, IF AT N RIIE X AR A
fiho FFREE IR — PR R MEREORAT N, X B CHAZ AR IR AE USSR EAT N, iR IR
P E AR E[13], THEFRRE N BARMMARAT . HH, FREEEMAT NSNS — B2 EAETE, iR
WHEFR AT A E AU RS B, A SR E S,

4. X

TRV IR R X — B 2R BLR I, ANF RS MBS HE T RO AR SR LEIR O 1 2 e r B AR s A2,
PN He 5 B e AR DS EAR BHEAT 70 AT

4.1. 2% SJFEiP(Social Learning Theory)

A2 TR N[14], NATTRESSIE LU 82 SRBLIT A A BIAT 0, G5 SRR B 1) REAS L 1E> 14
AT 77 3052 20, R MRS FITEAEAT N B 28 A ANAS RAT AR, B ILS AR O PN B Br. 722
ZUEETH, A NRENE DG HE(LL OB BT ) 7 TAF Ap 2 A0 42 OO MUV IR AR RERAT 35, AT 2138 4 1
1777 [15] HER TARIEAT Y, R TR0 N A ARAT Ju, 03 T RERS AR I il 1 0 B RE 1) 27
IR RAT . BRI /3R

EHGAE, EERTREZENZI AR, TEAVNSWEMIIN LR, I X EERUEE A
FERARIATNER . B TR R RA T8 LR ST, ATt 2 B AR AR B R 14T
N[16]. AR FUEN] AU X HEFAT AR, EESSRA 7 5L RIR S, eI EE
RLGF H 9% F G R A 2R B A N IR RR[17] T2 FE A B S ik 3 TR 40 2 HOAT 9, B0 H AR 3
TR SRR R [18]

4.2. HBRRTFIEIL(Conservation of Resource Theory)

COR BNy, MASRE OIS JRIRE RA7. 4EFF E A RK TR, XL BRBEE IR BT
A AT, WEREOB., EH. EERES. AR, SRR SR R 5 Y8
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T [19], COR FLRERENS RN e 26 T 45 5 SO I AIRE M,  PRPRAL A SR IRAE TN A A 5
AR EE RI5 R B A FRE R, A B Tx TARHEF i 48 REEAT I R SRR B, JF HRefett
AEOUT HEF [ 5T BE 8 4 52 R [20] -

PEDy— b e R A BELWT PR I R [21], U7 HEFR i R (0 — R B2 2 A e 5% T # DB RIR . £
TS B HERF I 0 T2 R E XA R R, T2 75 2L AR ) SR ISR FORT AR X PR 4% 61 s JF HL,
WS HEf+ 2 ik 03 TCHE O IAR e B3R5 5035 5 AR SR BEIR,  SBOCIEN X T A& A,
A EUATRE R S TREVS G IR IEHIIE, 5B 03 TANTE 1R R BRI, RS HE o e b AT T 8 97 T 52 7 2 PRI
[22]. Bt4h, BHRORAFEIGETEE, MR RIEK PN A MR, BT R, GART A
XS FHEFRAT A 2 NI, T2 B HE R RIS A SR IR BIAE = B K [23]

4.3. V3/E3EiL(Belongingness Theory)

VAR B IE BES AR AR HEF B ENLE], HRBOR ANRIEEAT R, 2 Vr2 NPk R 1L E B,
RAE R ELE, ARA — M s TR M E A B, EEAPRR R, A A S L
WRAIIN NEA ARG IR 45 [24] -

WRIERE L, BHRFRRE T ADNSMAES B A2 R R3], BRI N SEEK
U Jets 75 SR DAL 9 BB At A AT 75 5K, L AATTJEIE 2 5L RO NP0 2 5 AT RN 7 AR T AR I 25
BRUbZ Ak, V5 R R R 2 S S AR AT N HE e (/R AT v Vs SR D 53 T e M 42 Jo) Pl A8 DA A2
AATHI VAR R, X 45 53 T AR N FIHE AT 9 B TR A R 53 AN E A G 235,
75 BAL R FHMH R AT N[25].

4.4. £ LI EIRiL(Sociometer Theory)

RN — DA BRI AER KRR EZ 2 5\ ROMER, CRNMETRRZ21
IR NETS S B CAAE AR EE . fEREA Y, MRS T N2, PRI AT T30 B BAN AR Y
5T, JEESN X ARTEE K HR e UM S R R SORE[26 ], B AT AT R AR 18 2 5 Ja A I A 4
TR ZEIRERY], HFRAT AW aEE B &8k, JFH R A E SR C 0 SEIA i
MaE R B T RN, A <ph e E . $b AR S ERRREN B Bk R E, AT AE AATEE S i3k
B27] -

Schilpzand 5 Lei Huang M50 MAE 2T EEIG K, YONFEIRY HEGn BIHE T 2 meb 5 T8
B TR A T ESPEAT (28] BRI IE N AR 2 T 3 I AR S A ZORVEAL B O i A EE AL
gy, FEE R RS REZEN R TAELR, WM THF, SE0ZA LRI, 51k
H &l 5 PR R, FEm AR 547 9[29].

5. EPRISMATIIR
5.1. i

5.1.1. AMREE

U2 MEHRSIIZHER A, BOHE W — MU H R AN AT 72 KA. 7ERHAM
MTLANERE R, AMETME, B NHERUR ST SBUZHE R O 5%, #h 4R S5 HEF IEA2E[30]. AMBIRIAS
WHEEASRR, ARSI % T 88 SR F AT s BAERAMEER S, KRS S
HHEFR IS RS K T fER B TAEARRIM ST A TSR AMEERHE, BHE
SRR BRI AHES, WA REGE AT R G, (A TRSER. JH, e
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JR AR SR B 32 BIPA B AR I A R2 R . BRI RT RERE U6 A B HE T, (EARIT L & e B HEF AT 91
AR .

BRitz ob, A HARR AR R R SIS HEFA G A @R FLIE & /MAH BRI EAE, B
SRR ESME AR BT BUZHE ORI, Bateman A1 Crant $ 13015 M E SO, MA
FBEREUT SR BRI BT [32] o w3V A% (1 03 T 5 R S MRS B O AR R as , 72 T
WS HE Fr I BEAS A XA IS A7 e AP, DR GAS TS, MRS VE AR 1 51 T2 i 4l ah 2 32 5
HRAS5HE Fe it A 6 s 7 2 5K 33

5.1.2. tARER

RCAER I FAT N 2 2SI 520, 805 AR 5 ] DL R (AT i Stz , H B EFE
AT LA TARS B A RAT N WA SOImR ) e B, X 28 B o vr NI AT A, flfi<x1m
RTARE “HE R DMEZ R ZFEE S, U RSP N ST HEF B IEAOC[18]. T & 42 41
REWS B RAFIIH SR, AT HE e[ 17].

£ Robinson % T-HRIZ I HAFT R OB e b, AR AN, A HINRHEFR 5P R k——HE AT
FRCA S A R EARNUEI3]. SHAMMFBAL, HIFRITAEAESHEMER], FFEXTAT A0
B SRRE N, AR S HARE F IS HERAT N, R B R T AR A AT N, SR
B D HER OB . I HAE — S B AN BRI Zh, Dy T igderh e, R AT e A F
KAk B [F R0 H

76 H BIYERHEF N5 HoAh P A PR 3R 8 —— A1 TAR TR AR A ) ZARAR N DL R = 56 T 4L 2 T2 1)
HAMTRNNLI MG . BA B TAEMRE AN NBE, kA TRA 2RI RN ZLE, A
MFEZAA, 5 LA 8] E PR 2 B0 2B T REME . 24— N ERA #1218 2447 A AN IR R R A B
W2 KA e = A B o

5.2. &M

5.2.1. BRER

SERTIIWE TR, £ TAR T E A HER AT 1N 53 TR U E [34] . AT TR 8
JRAASEHR AT T X BT, ARSI R OO T AR 5 TR LGN VA 2 VAR AT 5 IR S g i 4
fifi b, FIFESCRAERERSER, SOk A RFERNHF 2 EEH R EE S T TR PURIE35]

5.2.2. ¥

A R HE R 7 THBERAFAEAN — BN S5 Ferris S5 708 RORITFT4E RAEW, 7572 T H %K
HRKIELL T, BUAHERF S 0 TERCR R, TIAE E SACH RN =3 fR R IFA R [36]; MAE Kim 4
RO T, A AL BME S B IMARLE 2 52 HE R I RE S A2 AR 55 Th R I B R SIRUK-F[37]. I HEFIE =
FURA R BRETAT A, AT S8 AR A3 7] FFRE S0 IT 1 BAHE R 3 3 TR H Sl 7]
SIS, FREY], mElES R R TAEL PR HEF G BT ST AR, T 58 - [ A 5 LA BT
BULIETH38]

5.2.3. BIAITA

VP2 TR HTE 2 DI 5 AR ISR A 2 AT A2/ [39] [40]. WUIZHEFR S 80T 0 L H SR, {2t
NBRBREAT N, FEAR T 0 R SR AL BRI B HL[41]. AR IR HE R AE B AAT N BRI, 2
AT BER A RS , BUZHE R S 880 5 T B AAT R[42]. MOBAFAT XTSI RN, HR¥E B 458 ),
HRSZHE 7 28 R TR U i AR S VRV 1 1t — 2B 40k, TR B NAT TR 3 SRR #5 B JE U, 78
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IR TON TIRE R, 23T RRER, i HE T4 TR S A R [43].

524. RTRE

R HEF 2 AFAE M A2 MR B 08, L sy 03 T 58 BE A 22 P AR ol o AR BRI AR AF B e, A
AR HE R T BN BHIESR 2 23 1k 01 T o5 S U BRI EAT A, BN B2 20 [44], E
ST R 01 08 2350 SR B AU ) BE R AMA HA B I B R S AR, R A T B B R
iK[45]. FFH, BGHFIE R TP 1% LrgE g, SRR EE DL R FCAE IR 2 k5 [46] .

6. BERRE

PR A NA ST A B EW T T8, IR RS E] 7 NS 12 R0 . o BAESC
BRI, AL P A B HE R AT L QIS € ke, U7 R AT A AR R e, AL
B SRR AR T R . B HE R AR LG [ — Bl WL RAE Q4 52 B 1 OR
R, AT HEF IE S T, BEATMEE T BRI (BB S A SGHIT T 45

“WHER” R MRS ES AT N, ARHTE Ay, E AU ST MR HE T N A% 5 75
PAEE T WA H AR XA 7]. PEGE—DNEEE G2, FESCRRREAS, FEMASA
IR IR AR o WA [ A L 57 T 38 & A7 AE — 1 BA 22 /7 5l (team chaxu climate) [47], %€ X “ %
Fekg a7 ok, ZF R RIRE T E s, ABRRRERSCRASNIRE, KRB B 519 K
255, SIMIEERZEF LA, 10BN ZE 55 15 (172 11 A P AR RS 57 PRl 52 131 A PAY 8 ) B 8 2 42 3 P T ok
MR R 22 R IERE . RAESBEHLA P I “l 77 LR, KARLRE A NS Z B0, BN, e
SENM 22 B, FERBUMSHFIR AL . JFH, EEEESCUHERT, MG EXFTE LA
R, X2 TR TR H O S EBRGN,  JBHBIHE e B 2R R T AR S Mt 2 A B o
Flo [FIRE, AR, AT SCT, W TREEE. ZRRBAMER AT, th A 5EZ 2 HE 48]
IERAE XL RS SR T, PEASES TIPSR IR 2 ST R AR ZES . HURS0OA
NIRRT HUZHE R B0 TR 5 AL SAHEs &, 7T MR A AL B HE R B

Rtz b, U5E V207 AR ARAA G — B 0e . RVEFE B AT Rt ez i 1 2 i i
173HT, AHRZRIRT B —FR LA, Bl anthoe s S BB RTEAT vl . BEUR AR A7 BR800 3 LA B UR A0
%, ARRATCMZI BB R AR R, M A B . JF B, RORAT LR B HE R sCE T3
K TAER SN HBATITIL, A SQE RS HE R AT 9 NI DL =5 e B HE e A7 D9 v i REES 21 1
PER s SR HRIHEF X AR B S M R85 56 A, b AT — S8 B0 o JE I e BEAT 1E— D ke, ST
ST RS HE R R L], R R IE A o E AR SRR R R T RS sRsh SRR S
HRRA, MNP H TP R .
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