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SUMMARY

Workplacebullying is animportantareaof studywhich hasgraspedhe
r e s e a avaatemesgsbasinesstudiesaroundtheworld. The occurrenceof
bullying is not very newandhasbeendiscussedor the lastthreedecadebut it
still requiresmoreclarity in foreseeingemployeelevel outcomesandtheoretical
supportfrom different culturesanddifferent geographicaregions.The current
studyemphasizeshis gap by presentinga theoreticalmodel andinvestigating
whetherworkplace bullying positively predicts employeelevel outcomesof
silentbehavior turnoverintentions,andtaskperformanceThis studyexamines
the mediationeffectof psychologicaldistressbetweenthe relationshipof WPB
andemployedevel outcomesasmentionedabove(i.e. silentbehavior turnover
intentions,and task performance)Further,the impact of positive psychology
constructsi.e. psychologicahardinessvasalsocheckedasapossiblenoderator
of relationshipsbetweenpsychologicaldistressand its possible outcomes.
Bullying is atypeof undesirabldehaviorsvhich areaggressivandhostileand
are repeatedseveral times among personswith power difference at the
workplace. The repetition factor in bullying is a causeof dishonorto the
employeesiencebecomes basisof high levelsof stressfor alongerperiod.lIt
wasexpectedhatbullying in countrieswith morepowerdifferencesnighthave
more distressing effects so the current study focused on examining the
phenomenonof bullying in a similar context. Social cognitive theory and
conservationof resourcetheory provided the theoreticalfoundationfor the
projectedrelationshipsas mentionedabove.Primary datawas collectedfrom
faculty membersof higher educationinstitutions of Pakistan.A multi-stage
sampling method was used to choosethe samplesand structural equation
modelingwas appliedto assesshe hypothesizedelationships Studyfindings
determinedhat SEM providedan adequatdit to the dataandthat mostof the
theorizedrelationshipswere accepted.It was revealedthat WPB positively
influenced e mp | o \sikerd $emavior and turnover intention while task
performancewas determinednegatively. However, contrary to the predicted
relationshipt turnedout from the consequetesthatpsychologicatistresdoes
not mediatethe relationshipbetweenWPB ande mp | o taskgedodmance.
Moreover it wasalsodiscoveredhatadverselyeportedpsychologicahardiness
negativelymoderatedhe impactof psychologicadistressone mp | o kewele s 6
outcomesof silent behavior and turnover intention. A notable theoretical



implication of the studyis the extensionof the positive psychologyliterature:
positive psychology variable of psychological hardinessis suggestedas
significant employee strength and findings proved that employeesif not
well-equippedwith hardinesvill be exposednoreto theadversariabutcomes
of distresswithin bullying proneenvironment.The theoreticalcontributionof
thisresearchwill helpin policymakingby the practitionerdor theemployeedo
avoidinvolvementn hostilebehaviorsattheworkplaceanddesigntrainingand
interventiondocusedon psychologicahardinessn aspectsuchasjob analysis,
recruitmentandselectionandwork design.In the future, longitudinal or daily
diary studiescan better help the researcherso gain insight into the dynamic
natureof workplacebullying. Thepresenstudyis limited to thehighereducation
sectorrecommendinduture researcho be focusedon othersectorsaswell to
completelycomprehendhe phenomenomf workplacebullying.



LIST OF TABLES

Tﬁgl_e Title Page
2.1 Perspectives of WPB 12
2.2 Multifaceted SB by different Authors 20
3.1 Detail of Study Questionnaires 42
4.1 Gender oRespondents 48
42 Respondentsd Age 49
43 Respondentsd Marital Stat 49
44 Respondentsdo Educational 50
45 Demographics Related to R 50

Division
4.6 Values of Mean and Standard Deviation 51
4.7 Reliability Analysis 52
4.8 Correlational Assessment of Study Variables 53
4.9 Discriminant Validity 54

4.10 KMO and Bartlett's Test 54
4.11 Total Variance Explained by Single Factor 55
4.12 Confirmatory Factor Indices of all of the Study Variables 61
4.13 Model Fit Summary 62
4.14 Standardized Regression Weights of all Constructs 63
4.15 Model Fit Summary for Structural Equational Model 65
4.16 Overall Findings Enlightened By Structural Equation 67

Modeling

4.17 Interpretation for Mediation 68

4.18 Summaryof Results 72

Xi



LIST OF FIGURES

Fiﬁg-re Title Page
1.1 Study Flow Chart 9
2.1 Theoretical Research Model 33
4.1 Model of Workplace Bullying 57
4.2 Model of Psychological Distress 58
4.3 Model of Silent Behavior 58
4.4 Model of Task Performance 59
4.5 Model of Turnover Intention 60
4.6 Model of Psychological Hardiness 60
4.7 Measurement Model 62
4.8 Structural Equational Model 66
4.9 Moderation Grapidl 70
4.10 Moderation Grapt®2 71

Xii



TABLE OF CONTENTS

AUTHOROGS DECLARATL.ON. e iv
PLAGIARISM UNDERTAKING .....oovviiiiiiiiiiieiiiieisieemsesssesseesesssesessesesssmmmeeseeeeeens \Y;
CERTIFICATE OF APPROAL ...oooviiiiii e e e Vi
DEDICATION L.oiiiiii it e e e e ettt s e e e e e e e e e e e essssnmmmeeennes Vil
ACKNOWLEDGEMENT......ciiiiiiiiiiiiiieieee et eeee i mmme e e e e e e e e e e e e e e Viii
SUMMARY ittt eeee e e e e annnr e e e iX
LIST OF TABLES. ...ttt eeee et e e aeeeans Xi
LIST OF FIGURES.......cooetiii ittt veeen et eeeeas Xii
CHAPTER 1: INTRODUCTION ...coiiiiiiiiiiiceee e mnne e 1
1.1 Study BackgroUnd...........ccoouuiiiiiiiii e errer e 1
1.2 Theoretical BaCckgroUund............ooovuiiiiiiiiieemiiiiinn e s 2
1.3 Problem Definition and Research QUestions............ccccveivieeeereecevvnnnnnn. 3
1.4 Objectives of the STUAY........ccoeuueiiiiiee e e eeree e 6
1.5 Structure and CONLENL........coiiiii e erre s e e e e eeee 8

CHAPTER 2: LITERATURE REVIEW AND HYPOTHESES

DEVELOPMENT ...iiiiiiiiiiiiiiiiiiiiiiiriimmnne e e e e e aaseeaeseesesssseeeesseseeeeeeseeeenees 10
2.1 Workplace BUllyING(WPB)........uuuiiiiiiiiiiiiiiiiineme et eenene e 11
2.1.1 Definition and Considerable Features..............cccccvvvvivemeeiiiininnnnns 11
2.1.2 Persistency, Frequency, and Duration............ccccceevevieeeeeeeeinnnn. 14
2.1.3 Power ImbalanCe.........ccooov i 15
2.1.4 Intentionality and Subjectivity.............ccoo i 15
2.1.5 Prevalence Of WPB.........ccooiiiiiiiiiiiieeee e veeee e 16
2.16 OutcomeSs OFf WPB.......ccoiiiiiiiii e 16
2.1.7 Individual Level Outcomes of WPB............ooiiiiiiiiiicceicieeee 17
2.1.8 Work-Related / Organizational Outcomes of WRB...................... 17
2.2  Psychological DIStreS8PD).........oiiiiiiiiiie e eeeee e eeees 17
2.3 Employee SilencéSilent Behavio(SB)..........ccccovvvviiiiiiiiiieeeecee e, 19
23.1 Di mensi ons of Emp.l.oy.ees.0..S5i0i.l®Wnce /
2.4 TurnoverINtENTION(TT) ....uuueieiiiiiiiiiiiiiiieiiirree e 21
2.4.1 Psychological Stage.........cccouiiiiiiiiiiieeeie e eeeee e 21
2.4.2 COgNItIVE StAJE .....ceeieeeeeee et eeee e 22
2.4.3 Behavioral Stage...........coouiiiiiiiiiiiieee e 22
2.5  ASk PerformanC@€TP)..........oiieiiiiiii e e e 22
2.6 Psychological Hardineg®PH).........coovmriiiiiiic e eeme s 23
2.7 Development of Hypotheses.............oooiiiiiiiiccciiieee 24
2.7.1 Workplace Bullying (WPB) and Psychological Distress (PD).....24
2.7.2 Workplace Bullying (WPB) and Turnover Intentions (Tl)............ 25
2.7.3 Workplace Bullying (WPB) and Silent Behavior (SB)................. 26
2.7.4 Workplace Bullying and TasRerformance............ccccccecuviiiieen.... 26
2.7.5 The mediating role of Psychological Distress (PD) between
Workplace Bullying (WPB) and Turnover Intentiofl) ................. 27



2.7.6 The mediating role of Psychological Distress (PD) between

Workplace Bullying (WPB) and Silent Behavior (SB)................. 28
2.7.7 The mediating role of Psychological Distress (PD) between
Workplace Bullying (WPB) and Task Performance (TR)........... 28

2.7.8 Psychological Hardiness (PH) as a Moderator between
Psychol ogi cal Di stress (PD)..2nd Emj
2.7.9 Psychological Hardiness as a Moderator between Psychological

Distress and Turnover INtention..............uuvvviiiniieesiiiiinn e eeeeeiiens 30
2.7.10Psychological Hardiness as a Moderator between Psychological
Distress and Task Performance...........ccccuvvvviiimmmneeeeeeeeeeeeeeeeeeens 31

2.8  Hypothesized MOAEL...........uuuiiiiiiiiiiiieee e 32
2.9 SUMIMAIY. ...ttt e e et s eeees e e e e e et e e e e eata e e e e e annmeeees 33

CHAPTER 3: RESEARCH METHODOLOGY ....ooooviiiiiiieeeeeeeeeeeee 34

3.1  Research PhiloSOPRY........coiiiiiiiiiiiiiiieeee e 34
3.2  ReESEArCh DeSIGN.......ii i ree e 35
3.2.1 Research Approach..........c.coooeuiiiiiiceer e 35

3.2.2 RESEAICH STrat@OY.....uuuuuiiiieeeiiiieiiinnmeeeeeeiiiiinae e e e e eeeeerneneeeeeeeesenes 36

3.2.3 Time Horizon of the Study and Research Site Selectian........... 36

3.2.4 Choice ofPopulation and Sampling............ccoevviiiiiieeeeeeeiiineeeees 37

3.2.5 Data Collection Method............ooouuiiiiiiiiieecii e 40

3.2.6 Data Collection ProCedUreS..........couvviivuiiiiiimmmeeiiiiiinnee e e seeeesiinaes 41

3.3 Measuring INStrumMents..........cccovuiiiieiiiiicmin e eseen e e eeenne 4L
3.3.1 Pretest of the Questionnaire............ccoeieiiiiceeeeeee e 42

3.3.2 Measurement of WPB............cccoevvviiiiiiimiiiiineeeeeeeeeevvimemeenn 43
3.3.3 Measurement Of PD...........oooiiiiiiiiiiieeiiiinn e mmmeeeeaaeees 43

3.3.4 Measurement of Dependent Variables of the Study................... 43
3.3.4.1 Task Performance (TR)......cccoovveeiiiiee e 43

3.3.4.2 Employees Silence / Silent Behavior (SB).....................44

3.3.4.3 Turnover Intentions (Th......coeeveiii e 44

3.3.5 Measurement of Moderating Variable (PH) of the Study............44

3.4  Statistical Descriptive ANaAlYSIS..........cooiiiiiiiiiiiiiceeiieee 44
3.4.1 Data Analysis TOOIS..........oooiiiiiiiii e 45

3.5 Preliminary Data AnalysiS TEChNIQUES...........ccovruviiiiiieeee e 45
3.5.1 Internal Reliability and Validity of the Measures......................... 45
CHAPTER 4: DATA ANALYSIS AND RESULTS ... 46
4.1 Participants Biographical Profile...........cccouoiiiiiiic e 48
4.2  DeSCrPUVE STAlISTCS......cciiiiiiiiieiiie ettt 50
4.3  Scale MeaSUIrEMENL........ccuiiiiiiie i e ceeeie e e e errn e e e e e e e e e enannes 51
4.3.1 Reliability ASSESSMENL........ciieiiiiiee e e 51

Y 1T [ Y == 52
4.4.1 Correlation ANalySIS..........cooiiiiiiiiiiiiiceee e 52

4.4.2 Discriminant Validity...........cooeuuiiiiiiiiiieeiee e eeeee e 53

4.5 KMO and Bartlett Test of SpheriCity........cccoviivveiiiiiiiieeee e, 54

4.6 Common Method BiasS..........ccovvviiiiiiiiiiieeeiiie et 54

Xiv



4.7  Confirmatory Factor ANAIYSIS..........cuuuuuiiiiiiiieiieeeee e 55
A.7.1 Fit INOEXES. . .uuuuuiiiiiiiiiiiiiiiiitmnne e e e e e e e e e e e e e e e e e e e e e e s eeeeseeeeeeeeeeseeeeeeeees 55
4.7.2 Scale Level Execution Of CEA...........uuuiiiiiiiiiiiieee e 56
4.7.3 Measurement MOdel..........ooooiiiiiiiiiiii e 61
4.8 Structural Equation MOAEBEM)..........cuvviiiiiiiiiiiiiiiiee e 64
4.9 HypotheSes TeSHNG ......cvvuiiiiiiiii e e ceeeie e ereern e e e e e e e eeenens 65
4.9.1 Mediation 1: (H5: PD mediates the relationship of WPB with
TUrNOVEr INTENTION).....ceeiiiiiiiie e err e 67
4.9.2 Mediation 2: (H6: PD mediates the relatstip of WPB with
EMPpIoyees SIENCE)......ccoeeiiiiieeiii e 68
4.9.3 Mediation 3: (H7: PD mediates the relationship of WPB with
Task PerformanCe)........cccouvieiiiiiiiiiiimmmeeeeiiiiiiee e e e e e eeesnnne e eeeeenees 68
4.9.4 Moderation ANAIYSIS.........uuiiiieeeeeiiiiiiieeme e ee e e e e e e e aeene e e e 69
4.9.4.1 Moderating Impact of Psychological Hardiness on the
Relationship between Psychological Distress and Turnover
1] =] 0110 o 69
4.9.4.2 Moderating Impact of Psychological Hardiness on the
Relationship between Psychological Distress and Silence
BeNAVIOr. ... 70
4.9.5.3 Moderating Impact of Psychological Hardiness on the
Relationship between Psychological Distress and Task
PerfOrMaNCe.......cii i 71
O T YU [ ] 0= Y PSP 12
CHAPTER 5: DISCUSSION & CONCLUSION......cciiiiiiiiiiiiiiiiiimmmeeiiiiinneeeee e d 3
5.1 Are there any Direct Effects &/PB on Psychological Distres§urnover
Intention Silence behavigrand Task Performance of the Employzes
(T 7 73
5.2 Is it the Psychological Distress caused by WPBItEs&DS TO Turnover
Intention Silence Behavigrand Lower task Performar¢H51 H7) ......... 75
5.3 Can the Psychological Hardiness of the Victims Moderate the Relationship
between Psychological Distress d&dPLOYEESTurnover Intention
Silent Behaviorand Lower Task Performar2¢H81 H10)...........ccc......... 76
o0 S o T 111 o 1 13 78
5.5 Research Implications...........ccoiiiiiiiiiiiccceie e eeree e O
55.1 Theoretical IMPliCAtIONS..........ccoviiiiiiiiiii e 78
5.5.2 Practical Implications..........ccoouuiiiiiiiiiieiie e eeeee e 80
5.6 Limitations and Future DireCtiQn.............ccovviuiiiiieeeneeeeie e e eeee 81
REFERENGCES . ......cooiiiiiiiieeeeeeeeeeer et rmmmr e e e e e e e e e e e e e e e e e e e e e e e e anensananes 82
APPENDIX-A: .ottt eees s s s s s s s s s s s s s s s s s s s s s e s nmmme e e e e e e e e e e e e e e e e e e e eeeeeanannna 121
APPENDIX-B: ..ottt eees s s smmme e e e e e e e e e e e e eeeeeeeeeeeeananrnne 128
APPENDIX-Ci . —— 129
APPENDIX-D: oottt eees s s s s s s s smmme e e e e e e e e e e e aaeeeaeeeeeeeannnrnne 130

XV



CHAPTER 1

INTRODUCTION

1.1 STUDY BACKGROUND

Researchin the areaof workplace bullying (Einarsen,Hoel, Zapf &
Cooper,2011) hasdeclaredit a predominantstressorin the workplacewith
damagingfallouts (Lever et al., 2019; SheehanMcCabe& Garavan,2020).
Einarsen,Hoel, and Notelaers(2009) have reportedworkplace bullying as
performing unwantedactivities like verbal persecution placing othersinto
socialisolation,andnegativelyinfluencingtheir jobsdirectly or indirectly by a
singleor groupof perpetratoreveraconsiderabléime. Workplacebullying has
beenfoundveryseverdor all of theemployeesio matterwhatevetheacademic
upbringingsandjob positiontheyhave( D 6 Catall,2016;Paulletal.,2019;
Miller, 2019;Salinetal., 2019).Recently,moreandmorestudieshavefocused
on the phenomenonof bullying victimization (Salmivalli & Peets,2018;
Garandeawk Salmivalli, 2019) basedon its alarmingrate of increasen the
different workplacesincluding the educationsector.Moreover,Hollis (2021)
declaredthe rate of prevalenceof workplacebullying equalto 58% in the
American higher educationsectorwhich is 20% higher than the rest of the
working class.Likewise, the severityof the problemhasforced international
bodiesto build legislaturesagainstbullying (Cobb,2017)while declaringit as
anillegal practicein thedifferentstatesncluding France Germanythe United
Kingdom, Australia,China,India, Japanandthe United Statesof America,but
it hasnot mademuchdifferenceundesirably(Rekneset al., 2019). Further,it
hasbeendiscoveredhatemployeesrebadlyaffectedby workplacebullying at
all levelsandacrossall activities (Henninget al., 2017) while sufferingfrom
anxiety,panicattacksandsuicidalideation(Hollis, 2017;Nielsen,Gjerstad &
Frone, 2018; Islamoskaet al., 2018). WPB is found not only effecting
employees'personal lives (LaSala, Wilson, & Sprunk, 2016) but their
educationatjuality parameterarealsosufferedseriously Along thesamdines,
Moss and Mahmoudi(2021) have also declaredit a big researchgap to not
conceptuallydiscoveringhedilemmaof academidullying in the samefashion
assexualharassment addressed.

Nielsenetal. (2021)havedeclaredvorkplacebullying, aglobalpandemic
and an emergingareaof interest,and suggestedvorking on it as a future
concern.Following the recommendationsf paststudiesdiscussedbove,we
decidedto focus on the severity of the problemof WPB while unveiling its
theoreticalexplanationandempiricalevaluationof mediatingandmoderating



variablesto bettercomprehendhe phenomenonThe studyhasbeendrawnon
the conservatiorof resourcaheory(Hobfoll, 1989)andsocialcognitivetheory
(Bandura& Walters1983)to frame a theoreticalmodel and our resultshave
providedempiricalevidenceconsistentvith thesetheories.

1.2 THEORETICAL BACKGROUND

Thesocialcognitive theory(SCT)by BanduraandWalters(1963),clearly
appliesto humanbehaviomwithin organizationasettings.Theconcernedheory
highlights the importanceof cognitionsin evaluatingi n d i v ibehavers s 0
(Bandura,1986).It proposestriadicinteractionamongthesocialenvironment,
internal stimuli, and behaviors (Bussey & Bandura, 1999). This sort of
phenomenomappensvhenindividuals cognitively evaluateotherindividuals
in termsof their behavioran socialsettings With specificreferenceo bullying
atwork (WPB) by othersandespeciallythe superiorgin termsof powers) SCT
proposesthat the bullied victim would perceive his/her work setting as
destructiveand resultantlywould cultivate undesirableprojectionsof his/her
performanceThis would badly affect his/herproblemsolving and emotional
copingresponseandeventuallycausereducedvork performance.

Conservatiorof resourcetheory (COR) (Hobfoll, 1989) highlights that
employeesattemptto retaintheir resourcegresentlyacquired(conservation)
andstrive for new ones(acquisition)which canbe a lot of thingsvaluablefor
theme.g.objects,or circumstancest the workplace.Basedon this theorywe
haveproposedhatpsychologicalistressvould be the predictalie responsef
individualswhentheywereexposedo workplacebullying becausé would be
taken as a threatto their available resourcegHobfoll, 2001). COR theory
postulateshatexistingresources termsof vitalities, uniquepersonalitytraits,
anddifferentvaluablecircumstancegelpindividualsto acquirenewresources
(Hobfoll, 2001). The initial phenomenorwhich initiates resourceloss is the
threatto theexistingresourcesWhenresourcesreusedtheymustberestocked
through a cycle of obtaining, consuming,and recoveringthe new resources
(Hobfoll, 2001). Neverthelesswhen an individual is persistentlypositioned
under negativework experiencessuchresourcesare drainedoff finding no
sufficienttime for recycling (Hobfoll, 1989).Hence lossof resourcesnitiates
a cycle of loss of remainingresourceghat resultantlyintimidatestheir well-
being(e.g.Halbeslebe& Wheelerjn press) While drawinguponconservation
of resourcetheory, we consideredboullying as a sourceof challengingst af f s 6
psychologicalassetsand manipulatinge mp | o feeiegsad psychological
distress.Establishing(COR) theory (Hobfoll, 1989), we proposedthat WPB
provokesa procedureof cognitiveloss,andindividualstry to remainsilentto
protecttheir residualresources.



SCT offers a mechanismcomprising of motivational, affective and
cognitiveprocesseseededy individualsto managainmanageableventsthat
influencetheir lives in differentways(Bandura,1989)andalsodetermingheir
level of performanceandlearningaswell. Basedon SCT we may arguethat
whenfacedwith workplacebullying (WPB), if anindividual is strongin his/her
psychologicalresourcecalled psychologicalhardiness,then he/shewill be
helpedwith cognitive processesfor instance regulationof thoughtout goals
and selfappraisalof self-abilities that enableemployeeso manageuncertain
anddifficult situations(e.g. WPB) when striving for the superiorgoal setting
with strongerdevotion(Taylor, Locke,Lee& Gist,1984).

1.3 PROBLEM DEFINITION AND RESEARCH QUESTIONS

Following severaldecadesf organizationalrearranging refurbishing,
downscalinganddelayeringjt hasbeenfoundthatthe workforceis exhausted
ratherthaninvigoratedandincredulougatherthan selfreviving (Baraldiet al.,
2010).Intenseglobalcompetitionandstrugglefor sustainabilityhavedestroyed
thenormsandvaluesof theworkplace A commonjob perceptiorhasbeenbuilt
asbeingvery stressfuland challenginganda hugenumberof employeesave
to realize that they were suffering from physical and psychologicalissues
becaus®f unwantedattitudesat the workplace(e.g.WPB) (Radicetal., 2020;
Ve gvau Hehah,2020). Tsunoet al. (2022) revealedthat WPB not only
affectsemployeen anindividual level butis directly involvedin hurtingthe
teamdynamics.Moreover,Koon and Pun (2018) declaredWPB as a leading
factorto uncivil behaviorsin the workplace.Researcthasalsoexposed/NPB
connectedo psychologicaldistress(PD) (Olenik-Shemesh& Heiman,2014;
Garaigordobil& Machimbarrena2019). Likewise, studiesby Iranzo et al.
(2019) confirmed that adverse experiences(e.g. WPB and household
dysfunction)causea high level of psychologicablistressn theworkplace(PD).
Thus,the needarisesto re-addresshe severityof the problemof WPB through
the consequentiatole of PD. A previousstudyby Rahmet al. (2019)reveals
that the working capacityof individuals,groups,and organizationgyetsbadly
affectedby WPB. Moreover,Ngale (2018) revealedbullying asan antecedent
of compromisedgsychologicalvellnessandworstexperiencef psychological
warnings. Correspondingly,e mp | o ya@ampreniisedwell-being harvests
disloyaltythatleadsthemto planto leavethe organization(Fontesetal., 2019).
Along the samelines, researcherbavefound that bullied employeesaremore
likely to quit the organization(Bhatti & Ahmed,2021).Moreover,employees
from the servicesectorhave beenobservedtroublingly victimized by WPB
becaus®f their job profile beingvery demandinganddemotivatingthemto an
extentwheretheystartplanningto leavethe organizationPark& Min, 2020).



Noticeably, a review of extant literature in WPB recommendstwo
substantialgapsto be addresseda) direct relationshipsbetweenWPB and
turnover intention (T1) is yet to explore while consideringthe underlying
mechanisnof the phenomenomound previouslyignored(FavaroAaron,2019;
Hogh,Hoel & Carneiro,2011;Laschingei& Fida,2014)and(b) More relevant
studies(i.e. basedon therelationshipbetweenWPB andTI) arerequiredto be
conductedon university teachersin the nonwesterncontext (Kaur, 2020).
Neverthelessjt has beenjustified that e mp | o ighetlgndvers compel
organizationso sufferalargercostto gothroughthe procesof recruitmeniand
training (Agarwal & Gupta,2018;Wright & Huang,2012),andtheyalsoface
thetroubleof shortageof skilled humancapital(Agarwal & Gupta,2018).

Additionally, employee$avealsobeenfoundsilentwhile notgiving any
feedbackon the issueswhen facing WPB in the workplace (Whiteside &
Barclay,2013;Morrison & Milliken, 2000; Prouska& Psychogios2018)and
their missedeedbaclkcontributedo thewastagef the severabpportunitiedor
innovation(Knoll etal., 2019).Existing antecedentesearclon silentbehavior
hasfocusedon leadershipstylesandpersonalitytraits (Lam & Xu, 2019)while
ignoring the potentialimpact of severalnegativeevents(e.g. WPB) creating
suchpassivaattitudeontheendof employeeg e mp | cileree) . Bhécurrent
studyseemssignificantto addresgshis gapwhile discoveringthe undiscovered
valuableinformationaboutsilence.

Repeatedhegativebehaviorsof superiors,colleaguesor subordinates
overalongperiodareobservedreatingphysicalandmentalhealthproblemsn
the victims of WPB (Finstadet al., 2019). Moreover, literature shows that
employeesvith compromiseghysicalandmentalhealtharefound not ableto
maintainthar taskperformanceafterbeingexposedo WPB (Duru etal.,2020).
Sprigg et al. (2019) havereportedemployeesphysically and psychologically
exhaustedecausef WPB thatuncontrollablyleadsthemto severedamageof
self-control propertiesrequired for the effective executionof tasks at the
workplace.

Previousliteraturesuggestemployeede equippedwith certaincoping
strategiego dealwith stressfulcircumstance¢e.g.WPB) in abetterway (Van
den Brandeet al., 2017). One of the coping strategiessuggestedy Kobasa
primarily in 1979is hardinessit hasbeenfoundthatw o r k eespsnéeso
challengesin the workplace may differ basedon the readinesof cognitive
resourcegLam etal., 2010).A studyby Van denBrandeet al. (2017)reveals
thatindividualswho possesgsychologicahardinesgPH) aremorecapableto
dealwith negativecircumstancesiAlong the samelines,the moderatingole of
PH hasbeendiscussedoy Rekneset al. (2018) in their study basedon the
negativeimpact of WPB on employeestetrimentaloutcomesof anxiety and
downheartednessurther,a studyby Kraussetal. (2018)amongU.S. Military
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combatmedicsdiscoveredhat PH meaningfullypredictedbettermentalhealth
in the individuals after being exposedio WPB. BesidesHamreet al. (2020)
recommendedxploringthemoderatingole of psychologicahardinesgPH)in
stressfulandchallengingcircumstancesWe, therefore intendedto investigate
whetherhardinesscanbetterinterpretthe stressfulanddifficult circumstances
of WPB or not (Huang,2015;Leslie & Hutchinson2018).

Accordingto a combinationof studiespublishedin 2019,we canhavea
better senseof the magnitudeof the problemof WPB, showingin any 12
months.It showedthat on average25% of faculty membersself-identified as
being targets,while 40i 50% reveal othersbeing victimized ( D 6 Cet al.z
2019).Heffernanet al. (2020)discoverednsufficient fundsandprogressively
more corporateculture being soundpredictorsof violent work environments
cultivating WPB. Moreover,focusingon the detrimentaloutcomesf WPB the
lateststudyby MahmoudiandKeashly(2020)suggestshatWPB fuelsabusive
workplacebehaviorspredictingworsenedpsychologicalhealthand economic
andsocialinequalitiesHodginsandMannix McNamara2017)havealsofound
the samesituationandstatedthat organizationatesponsd¢o WPB is yet to be
recognizedand managed.The above discussionleads us to the following
researclyuestionghatrequirefurtherinvestigation;

1 Are thereanydirecteffectsof workplacebullying on Psychological
Distress, Turnover Intention, Silence Behavior, and Task
Performanc®f employees?

1 Is it the psychologicaldistresscausedoy workplacebullying that
leads to turnover intentions, silent behavior, and lower task
performance?

1 Can psychological hardiness of the victims moderate the
relationship between psychological distress and e mp | oy ees 0
turnoverintention,silencebehavior,andlow taskperformance?

For WPB this studyusesthe definition of EinarsenHoel, andNotelaers
(2009)who havereportedvorkplacebullying asperformingunwantedactivities
like verbalpersecutionputtinginto sociallonelinessandnegativelyinfluencing
o t h gobsglitectly or secondarilyby a single or group of offendersover a
considerabléme. Theconstrucof PsychologicaDistresgPD)is adoptedrom
Decker (1997) and Burnette and Mui (1997) who describedit as lacking
eagernesdacing difficulty in sleep,downheartednesbpopelessnesasboutthe
future, feelingemotionallytired, or bearingthoughtsof suicide.Psychological
HardinesgPH)for this studyis describedsanindiscriminateapproachof work
pronouncedy strongwisdomof commitmentcontrol,andchallenggBartone,
2000; Bartone & Hystad, 2010). Silence Behavior (SB) is taken as an
e mp | o intengodadbehaviorto withholdthoughtsfacts,apprehensiongnd



estimations about subjects associatedwith his/her professional activities
(Brinsfield, 2013; Brinsfield et al., 2009). Lastly, the leaveintention (LI) is
adoptedrom the definition of Tettand Meyer (1993) which describedt asthe
lastcognitive thoughtsntendingto leavethe currentjob andlook for newjobs.

1.4 OBJECTIVES OF THE STUDY

An intensive body of researchhas found physical and psychological
issues (Skuzinskaet al., 2020; Presti et al., 2019) as the most common
individuallevel outcomesof WPB. Moreover,employeesvho were observed
physically and/or psychologicallyvictimized, perceivedjobs as stressfuland
developedunwantedattitudes(Radicet al., 2020;V e gvau  Hhab, 2020).
Severahegativeeffectsof WPB on job performancencludeturnoverintention
(TH (Yun & Kang, 2018), or absenteeismas recognized organizational
outcomes.Liu et al. (2019) have gone through a methodicalreview on the
pervasivenessf violent behaviorsin the workplacetill 2018. The outcomes
unambiguouslyevealthat workplaceviolenceis a global concernandcanbe
found asa dominantsubjectin the literaturepublishedin developingcountries
aswell (LeonPérezet al., 2021). Likewise, a study by Naseemand Ahmed
(2020),discoveredhat WPB hasa far more detrimentalimpacton employees
thanall otherwork-relatedstressorgRossiter& Sochos2018).Considerably,
WPB, its relatedpsychologicalrisks, its occurrenceandits manifestatiorare
addressedn the Europeansettings where nonwestern context is missed
(Ahmadetal.,2017;Chan& Wong,2019).

WPB hasbecomea global concernandshouldbe focusedon acrossthe
globe as accordingto a study by Kwan, Tuckey, and Dollard (2020), it was
discoveredthat peoplewith different cultural perspectivesnay havediverse
perceptions,meaning,and involvement of this phenomenonA handful of
investigationgn Asian backgroundsuchasHong Kong, Japan)ndia, China,
Taiwan, and Pakistanhave revealedan organizationalculture consideredoy
high power distance wherein WPB by superordinates is perceived as
unavoidableandemployeediavebeenreportedto sufferin silence.According
to theliterature,it is challengingfor themto reportagainstbosse®venin those
organizationsvherethereis areportingmechanisnfKwan, Tuckey,& Dollard,
2020).Furthermorea pre-emptiveoutlook at the individual levelis commonly
missingin theoverallbullying-relatediterature.For example astudyby Carbo
(2009) effectively proposesemployerbased,collective and legal actionsas
possibleelucidationsto resolvethe issueof WPB within the organizational
perspectivduta preventivesolutionattheindividuallevelis yetto discoverfor
WPB. In abroadersensewe mayobservahescarcityof positiveapproachem
thepreviouditerature whichwould enablehebullied victims to confrontWPB
courageouslythereby minimizing its psychologicaldamagesBasedon the
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abovementioned scarcity of positive resources we have identified
psychologicalhardiness(PH) as the bestremedyagainstpsychologicaland
traumaticeactiongFredericksoretal.,2003).We mayobservditeraturewhere
hardinesshas beendiscussedas an effective tool to deal with work-related
stressorgWilliams et al., 1992. PH is more stronglytied to adaptivecoping
behaviorsand resourceghat mitigate the risk of negativeoutcomes(Wilson
et al., 2016). The abovediscussionleadsus to develop study objectivesto
investigatedVPB andits relatedoutcomeswvhich areasunder:

1 To examine the direct impact of WPB on employees'
psychological, attitudinal and behavioral outcomes (e.g.
PsychologicaDistress,Turnoverintentions,Silent Behavior,and
TaskPerformance).

1 To examinethe mediatingrole of PsychologicaDistressbetween
WPB and employees'outcomesof Turnover Intention, Silent
Behavior,andTaskPerformance.

1 To examinethe moderatingmpactof PsychologicaHardinesson
the relationshipbetweenPsychologicalDistressand employees'
psychologicalattitudinal,andbehaviorabutcomesiamelyTl, SB,
andTP.

This study, in a novel way, proposesWPB, a causalvariable that
expectedlyprovokesa lower level of task performance(TP), high level of
turnover intentions (Tl), and silent behaviors (SB) of employeesbeing
considered as their counterproductive workplace behaviors. Proposing
employegoositivestrengthasa mitigatorbetweenNPB, its subsequerf?D,and
relatedconsequenceis the prime concernof the studyandimportantlyit has
not been discussedbefore. For example, earlier studies have suggested
implementingthe anti-bullying doctrinesastheremedialstrategieso minimize
WPB but thesearereactivemeasuresot proactiveandpreventiveindeed,and
alsobasedon bestof our knowledgethis standpointis yet to be projected.A
distinctivepositiveemployeaesourcenamelyhardinesfhiasbeenconsidereds
a novelty of the presentstudyto dealwith the detrimentaloutcomesof WPB
andits subsequenPD in the currenttheoreticalmodel. The outcomesof our
researchpromise to provide structural implications for all of the core
responsibilitiesof HRM to reducethe unwantedoutcomesof WPB. Our aim
behindproposingemployeepositive strengthis to minimize the deteriorating
impactof WPB in the work settingsandto offer a theoreticalframeworkthat
can help in the developmentof strategiesthat are embeddedin positive
psychologyandhaveundertakerexperientialissessments.

Our studycontributedo offering abasicbut detaileddiscussioraboutthe
influence of WPB on employeesdetrimentaloutcomes.The study has been
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expectedto help improve the working environment by improving the
performanceand behaviorof employeedsn achievingtheir prime goals. The
presenstudyhasimportantlyaddressetheissueof WPB to suggesmanagers
makethe necessarynstitutional changego improve their role in crafting the
nationaleconomy.

Apart from theoretical contributions, this study has been plannedto
discover the practical implications helpful for both practitioners and
academicians.We are expecting that our study will support needed
developmentsn the workplacesin both public and private organizations.
Theoretically, this study aims to assistthe upcoming researcherswvith a
distinguishedresearchframework helpful in the domain of organizational
psychologyto find outtheimpactof WPB onemployeesvhodirectly contribute
to thedevelopmenof thecountriesan theeconomiandsocialperspectiveOur
studyhasbeenconsideredo havea substantiaimpactontheprevioudliterature
by providinga detaileddiscussioronthephenomenonf WPB andits expected
outcomesCORtheoryandSCTareconsidereanthelogical groundsto assist
the theoreticalmodel in explaining the relationshipsbetweenWPB and its
detrimentalbutcomesn theworkplace Our studymight contributetowardsthe
extensionof literature regardingthe SCT, and COR theory to achievethe
bettermenbf theworking environmenin the organizations.

1.5 STRUCTURE AND CONTENT

Theabovediscussiorhasoutlinedthesensitivityof thetopic of WPBand
the possible employee occurrencesof psychological distress, turnover
intentions,silent behavior,andcompromisedaskperformanceMoreover,the
authorhasfocusedon the gapsin existingliteraturerelatedto the objectivesof
the studywhile addressindhe specificresearchareaalongwith its theoretical
and practical implications. This is particularly emphasizedhat how social
cognitive theory and conservatiorof resourcetheory may be drawn uponto
predictthe proposedelationshipsasdiscussedn the chapterabove.

Chapte2 dealswith thereviewof thepreviouditeraturewheretheauthor
tried to createa deeperunderstandingf study variables.It establisheghe
theoreticalbackgroundaboutthe associationof workplacebullying with the
employeesbehaviorghroughtheir job attitudes.This chapterfinally dealswith
theformal discussioroverthe developmenof the studyhypotheses.

Chapte3is all abouttheresearcimethodologyTheauthorhasdiscussed
thedesignof theresearchn detailalongwith a discussioroversourcef data,
methods of data collection, sampling strategy, and selection of study
measurements.



Chapter dealswith thedetaileddiscussioroverdataanalysisandresults
of the study. Modern data analysistechniquesare used for robust model
investigation.Structuralequationmodelin AMOS is appliedto examinethe
studyhypothesesvhile descriptiveanalysisof the participantsof the studywas

conductedhroughSPSS.

[ Introduction J
(Chapter 1)

[ Literature Review and Hypotheses J
Development (Chapter 2)

[ Research Methodology J
(Chapter 3)
[ Research Design Questionnaire Design Sampling Design

Data Collection

[ Data Analysis Design

[ Data Analysis and Results
(Chapter 4) )

[ Discussion and Conclusion
(Chapter 5)

Figure 1.1: Study Flow Chart

Chapters dealswith the discussiorsectionandstudyconclusionsalong
with their configurationwith previousstudieslt alsois comprisedf theoretical
andmanageriaimplications,studylimitations,andareaghatneednvestigation

in thefutureaswell.



CHAPTER 2

LITERATURE REVIEW AND
HYPOTHESES DEVELOPMENT

Incivility or rude behaviorshavegaineda growing scholarlyinterestin
thelastfew decadegSharmaet al., 2020. 98% of the respondents arecent
survey acrossCanadianand American workers reportedbeing subjectedto
disrespectfubr uncivil behaviorsat the workplace which showsthatincivility
hasbecomeaninescapabl@henomenom theworkplace(Porath2016).Based
on the severity of the problem, it has been taken as a challengeby the
organizationgLu etal., 2018 Zhang,2020)andhasgainedincreasedocusby
researchand practicein the last few decadegPaterson& Huang,2019 Zaal
etal., 2019. Theliteraturerevealedheseuncivil andunethicalbehaviorsasa
source of making the workplace environment threatening, unfriendly,
aggressiveor in otherwords noxious(Kusy and Holloway, 2009). Literature
(Pearson,Anderson & Porath, 2000) examinedthe hidden costs of such
behaviorsandfoundthat50%of employeesosttheir preciousime while being
mentallydisturbed morethan25%acknowledgegboorwork efforts,50% went
through leave intentionswhile 12% truly quit their jobs. The current study
proposesWPB as a key driver producing hostile behaviorsin the working
environment.Magee et al. 2017 and Yao et al. 2020 related WPB with
workplaceostracismthat exertsan extremelynegativeimpactone mp |l oy e e s 0
emotionaland cognitive behaviorsand finally yields inappropriatebehaviors
suchasabsenteeisrandknowledgehiding. Moreover scholarsareincreasingly
addressingVPB as a major sourceof distressfor shorterandlonger periods
(Bhatti& Ahmed(2021).Aazamietal. (2015)andIsmail et al. (2015)further
arguedthat the dilemmaof WPB remainedcomparativelyundiscoveredand
unresolvedn the Asian settingbecausef v i ¢ t spatiichindsetof feeling
embarrasseid exposedispsychologicallyill asaresultof PD (Bhatti& Ahmed,
2021).Previousstudiesrevealthat WPB damageshe working capacityof the
existingemployeesgroups,andorganizationgRahmetal., 2019)andis found
directly linked with compromisedpsychologicalwellbeing, increasedstress
level, and worst psychologicalwarnings(Ngale, 2018). For instance,it may
increaseheir intentionto leavethe organizationandharmtheir psychological
health (Bhatti & Ahmed, 2021). WPB is consideredmore detrimental as
comparedo othernegativebehaviorsn theworkplace It significantlydamages
e mp | o ypgyahisaband emotional health causing an increasedrate of
absenteeisrandTI (Choietal., 2018;Finstadetal., 2019).
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We may consider silence as one of the most passive responsesof
employeesagainstWPB where they intentionally concealthe organizational
facts from the peoplewho can improve the circumstancegWhiteside and
Barclay, 2013; Pinder and Harlos, 2001; Prouskaand Psychogios,2018).
Moreover, literature discoveredthat anxiety and depressionare the most
common outcomesof WPB that can ultimately damagethe individual task
performancgTP) (Fordetal.,2011).

In the first part of the current chapter,a thoroughdiscussionon the
variablesof interestis followed by a wide-ranginganalysisof WPB beinga
principalconcernto bedebatedTheliteraturereviewof WPB is surroundedy
its definition, its salientfeaturesthe conceptof persistencyandintentionality,
and subjectivity of the phenomenon.The individual and organizational
outcomesof WPB previouslyexploredhavealsobeendiscussedn the general
perspectiveThe secondpartof the chapterexplainsthe expectednterrelations
amongthe studyvariableshatleadusto the studyhypotheses.

2.1 WORKPLACE BULLYING (WPB)
2.1.1 Definition and ConsiderableFeatures

Sincethelastfew decades\WPB hasmovedfrom beingadistastefutopic
in the scientific literatureto a stronglyrecognizedsocial stressoi(Samnani&
Singh,2012).f T harassedv o r kaa inflaential book publishedby Carroll
M. Brodskyin 1976 discussedhe phenomenorof bullying for the very first
time. Moreover, the first paperon WPB was publishedin the Norwegian
languagen 1989andlaterin the Englishlanguagéby Leymannin 1996.Since
thenasignificantgrowthhasbeenobservedn therelevantconcepi{Samnan&
Singh,2012).Also, the first metaanalysisbasedon morethan54 studieswas
heldin 2012 wherethe conceptof WPB was further exploredin termsof its
individuallevel outcomes(Nielsen& Einarsen,2012). We may find several
substitutableconceptsused in defining the concept of WPB (Chirila &
Constantin 2013) namelyhard and soft mobbing(Leymann,1990); incivility
(Cortinaet al., 2002); workplaceaggressior{Kelly et al., 1996);interpersonal
conflicts, and deviance (Bennett & Robinson, 2003); abusive supervision
(Tepper,2007); and workplacemobbing (Duffy & Sperry,2007). Besides,it
becamdifficult to havea standardlefinition of theconcepof WPB becaus®f
its simultaneousrise in several different disciplines including business
managementpccupationalhealth, and organizationalpsychology.We may
observeTable2.1 for someviewpointsof differentscholarsaboutWPB which
is asfollows;

11



Table 2.1
Perspectivesof WPB
Author Viewpoint

Salin(2021) | A chainof intensifyingandconstantadversesventsthat
createsocial isolation and harassmenof an individual
leadinghim towardsdamagedersonabndprofessiona
standingswithin the organization.

Nielsen It coversall thosenegativeactivities performedby the
etal. (2020). | superordinatesincluding mistreatmentand emotional
abuseof theemployeedut mayincludepeerbullying.

Caponecchia | Recurrenunreasonabldeedghathavethepotentialto
(2021) harmothers.

LutgensSandvik | Repeatedactivities of verbal abuseand behaviorsthat
(2018) prevent work from getting done becauseof their
threateningor humiliating naturein theworkplace.

Paull An unwelcomedandincongruousehaviorin the given
etal.(2020) circumstancehatcausedglistresgo thevictim.

Einarsen It is about employees suffering from persisten|
etal. (2021) |undesirable behaviors (such as concealment of
information that upsetsperformance the spreadingof
rumors, societal seclusion and oral mistreatment]
committedon a lesspowerful 6 t a r wghe arsoften
unableto defendthemselves.

Nielsenetal. It is about the persistentnature of mistreatmentand
(2021) humiliation by the organization memberswhere the
suffererfinds it hardto protecthim/herselfagainstthese

actions.
Hoghetal. It is about the persistentand frequent experienceto
(2016) undesirablehumiliatingor insultingactsatwork, against

which victims find it difficult to protectthemselves.

Table 2.1 shows certain resemblancesand variancesin the above
mentionedproposedmeaningdy differentresearcherssalin (2021),Einarsen
etal. (2021)andHoghetal. (2016)discussedthehostilebehaviordormacentral
characteristicof WPB whereasCaponecchiaet al. (2021) believedin the
perspectiveof unreasonabilityand repeatdnessto the nature of WPB.
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Therefore,it may be arguedthat behavioralnegativity, unreasonabilityand
repeatednesare someof the well acceptedcore featuresendorsedo WPB
(NabeNielsenet al., 2016). Further, Salin (2021) have the perspectivethat
socialexclusionandactslike harassmentf thetargetedvictim to bediscussed
in the perspectiveof WPB, LutgenSandvik et al. (2018) reasonedhe bad
I ndi v ihehlthaekufeslfrom verbal abuse,offensive conductand work
interferencecanbe consideredhe mostpossibleoutcomesof WPB. Einarsen
et al. (2021) and Nielsen et al. (2021), on the other hand underlinedthe
significanceof v i c t peroepti®nthathow he perceiveshe conceptof WPB.
Paulletal. (2020)providedanimpressionwhich stressean the unwelcoming
andinappropriatenatureof bullying behavior,basedon the backgroundf the
individual work situationandthis components predominantlyigorouswhile
discoveringWPB in highereducationsector,asit helpsin determiningwhat
activitiesaresuitablein the givenwork contextandwhich arenot. Einarsenet
al. (2011)proposedhatboth,superiorsaswell aspeeramayinvolvein bullying,
signifyingthelikelihood of upwardbullying; while EinarserandNielsen(2015)
andHoghetal. (2016)further advocatethat sufferersof WPB areusuallyless
influential thanthe offendersandarenormallyincapableo defendthemselves.
Fromall of theabovedescriptionsit maybeobservedhatWPB is undesirable
anddestructivan nature(Venetoklis& Kettunen2016),with healthdissuading
corporealRyan,2016)aswell aspsychosomatieffects(Gardneretal., 2016).
Suchadebatewill alsooffer abackgroundn how thevictims mayor maynot
recognizewith theseaboveboarddescriptionsof WPB. Theseinterpretations
alsodepictthelevel of statutorystandingthatthe governmenhaveto placeon
this problem.

Hostile workplace behaviors have been found to have a range of
constructsthat tendsto blur the differenceamongthem including deviance,
workplace incivility, abusive supervision, generalized workplace abuse,
employee mistreatment, workplace victimization, workplace aggression,
workplaceharassmengndsexuaharassmengtc.Researcherdsavebeenfound
working on developing conceptual frameworks for distinguishing the
conceptualcommonalitiesof theseconstructs(Barling, Dupre & Kelloway,
2009; Aquino & Thau, 2009). For example,WPB has beenidentified as a
repeategphenomenomo mistreatthevictim by the perpetratovhile the restof
all abovementionedbehaviorsmay or may not be repeatedFor behaviorsto
qualify as WPB, they must be repetitive in nature e.g. harassmentan be
categorizechsWPB if found persistentlyThreecriteriaaremainly reportedoy
Olweus Limber,andMihalic (1999)to describeNPB: (1) intentionallyplanned
violent behavior (2) frequently happeningover time, and (3) basedon an
imbalanceof power.Lateron, WPBwasdiscussedromtheperspectivef direct
andindirectbullying behaviorgHirasing,2003;Baldry, 2004).Direct bullying
wasassociatedavith abusesintimidations,andfurious attacksmostlyverbalin
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nature(Loerbroks Weigl, GlaserDegen& Angerer,2015;Reknestal.,2021),
while actionsaimed at decisionsto withhold relevantinformation, creating
socialexclusionanddenialsto work with otherswill be consideredasindirect
bullying (Pilch & Turska,2015;Loerbrokset al., 2015). Moreover,gossiping
and spreadingrumorswere also consideredas indirect bullying (Yildirim &

Yildirim, 2007; Rekneset al., 2020) but initiating insulting remarks, or
humiliating gesturesand behaviorswere associatedwith sort of bullying

behaviorconsideredn betweerdirectandindirectbullying (Einarser& Raknes,
1997; RodriguezMunoz, Martinez& Galvez,2007).Later on, Einarsenet al.

(2009), replaceddirect bullying with work-related bullying (e.g. destructive
criticism on work) and indirect bullying with personrelated bullying (e.g.
defamatiorandsocialisolation).Theyalsoproposedthird dimensionof WPB,

namelyphysicalintimidation,which consistf hostilebehavioran theform of

threatsandphysicalviolenceagainsthetargets.

Later on, Einarsenet al. (2009) establishedan improvedversionof the
NegativeAct QuestionnairédNAQ) considerecasNAQR. Despiteanintensive
bodyof researclon WPB, researcherareof theview thatthereis nouniversally
acceptedSheehan& Barker& Rayner1999;Randall,2021)or comprehensive
definition of WPB (Ahmad et al., 2021; Denovishet al., 2017; Parach&
Shahzad2017).Moreover,exceptfor harassmermndsexualharassmenthere
are no rules to regulatebehaviorsexperiencedoy workerson regular basis.
Literatureshowsthat thesenegativebehaviorsare painful but subtlein nature
that victims feel difficult to express Consequentlyywe may observethat the
discussiorrelatedto the definition and natureof WPB is an ongoingprocess
with theconsensuenfeaturedike frequencyduration,andimbalanceof power
thatdistinguishit from othernegativebehaviorsdiscussedn the nextsections:

2.1.2 Persistency Frequency,and Duration

Two of thedefiningfeaturesevidentfrom theabovequoteddefinitionsof
WPB aretherepetitivenesandenduringnatureof the behavior(Rayner,Hoel
& Cooper,2002)for exampleEinarsenet al. (2003,2021)associatedbullying
with repeatecandunwantedhegativebehaviors The hostilebehaviorhasto be
repeatedand shouldbe a continuoussourceof oppressiorio be recognizedas
bullying behavior. Although exceptionsare always there and even a single
adverse behavior if showed significant power of disparity and lasting
consequencesan also be declaredas WPB. Along the samelines, Leymann
(1990,1996)addressethequestiorof durationandcontinuoushatureof hostile
behaviorandidentified the hostilebehaviorto be repeatedat leastoncea week
for atleastsix months.Whereasfew otherscholarshavepreferreddurationto
be six monthsof suchunfriendlybehaviorgegardles®f theweeklyexperience
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(Zapf et al., 1996). Moreover,few other studieshaveassociatedVPB with a
longer period of victimization that may rangefrom 6 monthsto 3-4 years
(Leymann, 1992; O 6 Mo 02008;,Zapf, 2022). This raisesthe inquiry to
operationally define the phenomenonof WPB in terms of duration and
frequency.In somecasesjt may be a daily episodewhile in othersit may be
onceor twice a weekandfor somebeing screamedt, thoughlessfrequently
coulddotheloss(Rayneretal., 2021).

2.1.3 PowerImbalance

After going throughthe diverseopinionson WPB we may observea
rationaleof powerimbalancitythat createdifficulty for the victims to defend
themselvedrom victimization by the perpetrator§fLeymann,1996; Einarsen
et al., 1994). We may observethat a victim of WPB hasa little chanceof
defendinghimself/herselfevenafter beingrepeatedlyinsultedandthat canbe
theresultof powerimbalancity(Einarsen1999).Manyresearchersaveargued
that WPB mustbefrom a superiorto asubordinaté Tepper,2000)while others
explainedthat it can be amongpeersor evenfrom subordinateso superiors
(Namie& Namie,2000;Einarsen& Skogstad1996).Literaturerevealghatthe
perpetratowas found superiorto the victim in eighty-one percentof reported
casesof WPB while both gradedequally and eventhe perpetratomwas found
belowin rankfrom thetargetin therestof thenineteerpercenof thecasesThe
abovefindings showthat poweris not limited to the hierarchicalpositionsbut
there may be the caseof informal power as well that stemsfrom personal
developmenor political skills. Therefore,vertical bullying is not alwaysthe
casebecausesubordinatesan have a certain advantageover superordinates
basedon their strongsocial and political skills (Reyneret al., 2002; Branch
etal.,2013).

2.1.4 Intentionality and Subjectivity

Someresearchersake WPB as a deliberateact to harm othersby the
perpetratorasdiscussedn the aggressiontheory (Bjorkgvist et al., 1994).In
otherwords,if bulliesdenytheir bullying intentionsbasedon therationalethat
theywere simply fortifying corporaterequirementgwhich may evenbetrue),
doesnot meanWPB did notoccur,becaus¢herecipientdid sufferthenegative
experiencesHence, scholarsdo not give importanceto verify the WPB
intentionswhich alsois nearto impossibleto prove (Rayneretal., 2002; Hoel
etal., 1999),andalsothat would encouragehe perpetratordo getawaywith
their bullying. On the otherendof the spectrumijt isthev i ¢ t subjedtisity
thatneedgo beinterpretedaccuratelyto verify thebullying behaviorstherefore,
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researcherarguedWPB as a subjectiveconceptwheredifferent personswill
experiencenegativebehaviordifferently (Rayneretal., 2002).Brodsky(1976)
was the first to startthe debateover the subjectiveand objective conceptof
WPB. So far, two broadapproache$®eing subjectiveand objectivein nature
have beenusedto measurédVPB. The subjectiveapproachemploysthe Self
LabellingMethod,wheretherespondentarenormally explainedof bullying at
work, andthenaskedif they havebeenbullied, however,the biggestflaw of
subjectivitylies in its non-consideratiorfor individualscognitiveor emotional
factorsthatmighthaveplayedarole in shapingup their sensitivitiesagainsthe
hostilebehaviorsTheobjectiveapproachs basedntheBehavioraExperience
MethodwhereWPB is conceptualizedhto inventoriescomposedf a wide set
of negativeactsandbehaviorgelatedto bullying (EinarsenHoel, & Notelaers,
2009).Nielsenet al. (2012) arguedthe objectiveapproachas a more reliable
methodto measureNPB behaviorsbasedon its ruling out the capability of
potentialindividual biases.

2.1.5 Prevalenceof WPB

Previousstudiesshow that the rate of prevalenceof WPB has been
observedlifferently in differentpartsof theworld. Therecanbeseverafactors
behind the variability of the degreeof prevalenceof WPB. For instance,
Varhamaand Bjorkqvist (2004) arguedcrosscultural parametersignificantly
inducingthefrequencyof WPB while Nielsenetal. (2010)relatethevariability
with the geographicalorigin and observedwesterncountriesalong with the
United Statesof America having a higher rate of occurrenceof WPB as
comparedto Scandinaviancountries Additionally, the age, gender, and
occupatiorof therespondenthavealsobeenestablishedo influencetherateof
prevalencef WPB (Eriksen& Einarsen2004;Salin,2003).Basedn statistical
grounds,the degreeof prevalenceof WPB was found equalto 46.8%in the
United States40%in Turkey,44%in India, 16%in Italy, and3.5%t0 10%in
otherpartsof Europe(Einarseretal., 2011).

2.16 Outcomesof WPB

WPB has been found as causing several damaging outcomes for
individuals(victims andwitnessesandorganizationsn the previousliterature.
Many studies discussedWPB associatedwith high stressand low job
satisfaction of individuals as comparedto nonwitnesses(Vartia, 2003;
Einarsen,Raknes,& Matthiesen,1994). The outcomesof WPB have been
majorly dividedinto theindividual level andorganizationalevel consequences
(Willness,Steel,& Lee,2007).
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2.1.7 Individual Level Outcomesof WPB

We mayfind severabutcomesf WPB attheindividual level associated
with psychologicalstrain (Keashly and Harvey, 2005). Severe emotional
outcomesassociateavith WPB havebeenfound asfear,lack of concentration,
sociophobia, anxiety, depression, helplessness,depression, and shock
(Mikkelsen & Einarsen,2002; Einarsen& Nielsen,2015).In the sameway,
WPB hasbeenrevealedascreatinghealthissuegHoel et al., 2011)which can
be psychiatric problems (Leymann, 1990), posttraumatic stress disorder
(Nielsen,Tangen.etal., 2015),andmentalillness (Hurley et al., 2020). WPB
has also beenlinked with cardiovasculardiseaseqXu et al., 2019), sleep
disorders(Devonish& Devonish2017), and physical tiredness(Naseem&
Ahmed, 2020). In addition, bullying has been associatedwith poor health
outcomesfor instancechronicneckpain(Kivimaki etal.,2004),psychological
impairment (Razaet al., 2019), work-related anxiety and deadly mentation
(Nielsen,EinarsenNotelaes, & Nielsen,2016).

2.18 Work-Related/ Organizational Outcomesof WPB

Lessattentionhasbeenpaidto organizationabutcome®f WPBalthough
absenteeisnturnover,andreducedoroductivityasthe mostpossibleoutcomes
of WPB in the organizationalperspectivechargea heavy cost (Nielsen &
Einarsen,2018). Raynerand Keashly (2005) discussedhe replacementosts
relating to WPB in an organizationwith one thousandemployeesequal to
$750,000.In addition to turnover, WPB is also linked with negativework
outcomes poor job satisfactionand worse perceivedjob performance(Hoel
etal.,2011;Driscoll etal.,2011).Moreover,counterproductivework behaviors
(Denovish,2017),andhigherintentionto leavethe organization(Johns,2010)
havealsobeenobservedsthe possibleoutcomesf WPB. Therisk of sickness
absencehas also been observedas a potential outcome of WPB after a
systematicreview of 117 studies(Nielsen, Indregard,& @verland, 2016).
However,NielsenandEinarsen2018)still focusedon the furtherinvestigation
of the associationof WPB with various organizationaloutcomesto have a
detailedunderstandingf the phenomenon.

2.2 PSYCHOLOGICAL DISTRESS(PD)

PD commonlyrefersto the defectivepsychologicaresponsessociated
with stressoranddemandshataredifficult to copewith in daily life (Abeloff
etal., 2000).Theparalleluseof differenttermsincluding stressstrain,distress,
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andpsychologicadistressconfusethereadersTherefore we wentthroughthe
previousliterature,to havethe operationaldescriptionsof theseterminologies
for theclarity of the conceptof PD;

T Stressit refersto astressothatis notharmfulbutstimulatesanon
specific biotic responsan an individual (Selye 1956 Murray &
Huelskoetter1983)

1 Distressit refersto a stressothatis harmfulard thatstimulatesa
non-specific, biotic or emotiveresponsan an individual (Selye,
1976).

1 Biological distress:it refersto a stressorthat createsdamaging
biologicalvariationsin the humanbody (Selye,1974).

1 Psychologicalistressit refersto a particularstressothatcreates
anawkward sensitivepsychologicaktatein anindividual thatmay
beof shorttermor long-lasting,nature(Walker& Avant, 1995).

Additionally, WalkerandAvant (1995)presentedive definingattributes
of PD: (1) observedincompetenceto manageefficiently, (2) variation in
emotivestanding(3) discomfort,(4) messagef discomfortand(5) harm.Now
we may take help from previousliterature to get them explained:The first
attribute refersto an experiencewhere a specific stressoris rationalizedas
untreatabldoy thevictim. Thesecondattributerefersto apotentialchangen the

individuals from psychological stability to nervousnessdownheartedness,

discouragementpetulance,violence, and seli-depreciation(Massee,2000).
Likewise, the samewordshavebeenusedby Zung (1983)in his measurement
scaleof PD.

Previousstudiesshow that PD is strongly associatedvith discomfort,
misery, restlessnes@nd unhappinesgSpraycar,1995; Lazarus,1998) where
A Di s c oreférstorthatparticularsituationwhereani n d i v endotioaal
comfort is changedwith the discomfort. Few other conceptsrelated to
discomfort include i Co mmu niof dt 5 0 o mvhiohrreéfers to the
communicatiorof feeling of discomfortassociatedavith PD to othersincluding
facial expressionglzard et al., 1984) kept by the sufferers.It hasalso been
discussedn the previousliteraturethatwhenthevictim is extremelysuffering
from discomfortandis nearto havesuicidalintentions heusedio communicate
distressn unusualmannersfor example talking aboutbenevolentopicssuch
asbodyodors(Last,2000).

Past studies reveal that PD is created by an unmet demand or
unachievabl@eedof anindividual (Selye,1976;Lazarus1998;Massee2000).
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It hasalsobeendiscussedn the previousliteraturethatPD canbethe outcome
of severalifferentstressormamelywearinesssicknesspr anypermanentoss
including the deathof a valuedone or a pet. Further,a stressorinducedby
personalthreats may also trigger the feeling of PD (Selye, 1976) in an
individual. PD is proveddamagingheinternalcontrolof theindividuals.

Kuehnandwinters(1994)arguedhatpoorinternallocusof controlleads
to poor managemenskills to copethe daily life stressorsFurther,Jonesand
Johnston(2000) arguedthat ineffective coping skills create psychological
distress.Previousstudiesshow that different situationalfactors createPD at
different levels (ScarpatoCogo-Moreira & Swardfager2020). Harvey et al.
(2010) havefocusedon ani n d i v isal-aparaisalsf a circumstancehat
variesbasedon his/herintellectualandemotiveanalysisof the stressor.

2.3 EMPLOYEE SILENCE /SILENT BEHAVIOR (SB)

Whenanemployeewithholdshis or herideas,information,andopinions
to avoidbeingjudgedby othersis usuallyconsideredgshavingsilentbehavior.
Literatureon SB startedgrowingafterthe seminalork relatedto silencein the
organizationaperspectivdoy Morrison and Milliken in 2000. Silent Behavior
canbedescribedasconcealmenof anyform of candidmanifestatioraboutthe
cognitive and/oraffective assessmentsf organizationakircumstance®y an
individual to personswvho are supposedo be proficient of causingchangeor
return(Pinder& Harlos,2001).Primarily, the conceptof silencewasdiscussed
in the organizationaperspectivédut lateronit wasconsideredisanindividual
level of inquiry. Further,it wasrelatedto informationandopinionsimportant
for the organizationand matter of concealmentwas consideredas highly
sensitive(Tangirala& Ramanujam2008).We may infer basedon the above
definitions that employee SB refers to a phenomenonwhere employees
intentionally do not expressthe existing problems, withhold responseon
impairmentsandavoid conveyingvaluablecommendationo individualswho
aresupposedo be proficientin causingchange.

2.3.1 Dimensionsof E mp | o \Bierce/ 8B

SB hasbeendeclaredasa multifacetedconstructin previousstudiesThe
majorfacetsof SB proposedy differentauthorsaregivenin thetablebelow;
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Table 2.2

Multifaceted SB by Different Authors

Pinder and Van Dyne Brinsfield Knoll and Dick
Harlos (2001) etal. (2003) (2013) (2013)
Acquiescent Acquiescent Deviant Acquiescent
Silence Silence Silence Silence
Quiescent Relational Quiescent
Silence Silence Silence
Diffident Silence| " ro-social
Silence
Ineffectual
Pro-social Silence
Silence Disengaged Opportunistic
Silence Silence
Defensive
Silence

The scholarly inputs on silence dimensionsinclude an acquiescent
perspectivethat refers to the phenomenonof intentional concealmentof
thoughts/feelings and propositions that decidedly lead individuals to
resignation.Defensiveattribute leadsto fearbasedsuppressiorof facts and
problemsProsocialrelationalattributerefersto thesuppressioof privatefacts,
basedon collaboration. Deviant perspectiverefers to the concealmentof
informationandproblemsto decisivelydamagehe businessr to firmly harm
anotherindividual while diffident silencecanbe theresultof ane mp | oy ee 0 s
nervousnessyncertainty,and hesitation concerninghis/her state of affairs.
Opportunisticsilencerefersto advantageouslgoncealingjob-relatedideas,
evidence,or thoughtsto achieve selfbenefit at the cost of others while
ineffectual silence is based on purposeful withholding of thoughts and
recommendationbasedon the conviction that communicationwould not be
beneficial in causing a change in relation with the principal concern.
Additionally, disengagedilencedisplayssilent behaviorcreatedoecausef a
lack of concern by the individual. Previous findings reveal numerous
antecedent®f SB and we considera few of them highly importantto be
discussedo get the clarity of the concept.Previousstudiesshow that poor
organizationatulturesmotivatestaffto remainsilentin front of their superiors
(Morrison & Milliken, 2000; Pinder& Harlos,2001). Moreover,the literature
review identified threemajor factorscontributingto ES. Thesefactorsinclude
organizational factors, individual (psychological) factors, and socic
demographicfactors. Organizationalfactorsinclude two subfactors namely
organizational culture and climate and superiorsubordinate relationship.
Organizational climate mainly contributesto employee SB (Morrison &
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Milliken, 2000; Brinsfield, 2013; Whiteside & Barclay, 2013) when is

characterizedby a strict hierarchical structure, defensiveroutines, unclear
reportingsystemsprganizationalnjustice,workplaceostracism(perceptiorof

being ignored and isolated by individual or group), lack of organizational
supporthigh powerdistance andorganizationapolitics. Moreover,afew very
strong antecedentsof SB include supervisorincivility, lack of superior
openness, abusive supervision, s u p e r attbudedte silence, implicit

managemenbeliefs, and ma n a gfear d segative feedback.Personality
characteristicghat influence SB include high introversion, selfmonitoring,
external locus of control, low assertivenessand high communication
apprehensionPinder & Harlos, 2001; Premeaux& Bedeia, 2003). Also,

emotionslike fear and shameare found critical in crafting ES (Ashkanasy&

Gardner,2009). Previousstudiesalso show that cognitive factors including
socially acquiredbelief systems(Detert & Edmondson2011), psychological
safety (Detert & Burris, 2007; Brinsfield, 2013 Edmondson,1999), and an
I ndi v cuttuwabvadlugsalsoplayavital roleine mp | o silentbshavior.
Organizationakilenceresultsin alow level of gratification,commitment,and
enthusiasnbecaus®ef employeegperceptiorof notbeingrespectedndbearing
cognitive disagreementvith the senior managemen{Morrison & Milliken,

2000).Certainly,the abovenegativeoutcomesof SB createhigh stresdevels,
and poor job efforts towardsthe organization(Vakola & Bouradas,2005).
Further,it hasbeenclaimedby BowenandBlackmon(2003)that SB restrains
the processof sharingof information, and conceivableresolutionsto work-

relatedconcerns.

2.4 TURNOVER INTENTION (TI)

0 T is \@erbalizeddifferently asanintentionto quit, leave,andturnover.
It hasbeendefinedase mp | o yptendamn O quit the existing placeof work
willingly (Sablynskiet al., 2002). Literature showsthat Tl is a multi-stage
phenomenoimcludingthreestagesiamelypsychologicaktagecognitivestage,
andbehavioraltage.

2.4.1 PsychologicalStage

The psychologicalreactionto undesirablefeaturesof organizationsor
occupations(Chiu et al., 2005; Susskind,2007) was thought to activate
e mp | o \emaiend and attitudinal withdrawal responses.Also, these
responsesverefound positively associateqVigodaGadot& Ben-Zion, 2004)
with frustrationanddisappointmentLikewise,a studyby (McDuff & Mueller,
2000) showedthat frustratedand disappointedemployeesbear feelings of
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detachmenanddisloyalty.Usually,the psychologicafactorhasbeendiscussed
asthebeginningimpressiorof the multi-stagephenomenoif TI.

2.4.2 Cognitive Stage

The multistage phenomenonof TI starts with the psychological
componenbut the core of the phenomenotis the cognitivecomponentit has
beenobservedthat intention to leave the organizationhas beentaken as a
cognitivedemonstratiorof the choiceof the individualsto quit (Chang,Du &
Huang,2006).Moreover,the cognitive componenwasfound asa concluding
steptowardsactualturnover (Bigliardi, Petroni& Dormio, 2005)and it was
consideredo havetwo subcomponentsameddé i nt eantdd iomtdd mtdi. 0 n
The second componentnamely 6 i n t etnotibstantly succeedthe first
componentandin termsof wish or feeling (Castleet al., 2007;Van Dick etal.,
2004), fuels actions towards intention to leave the organization.Intention
demonstratesw o r k eimagidation (Allen, Weeks & Moffitt, 2005)
accompaniedy strongerimplications. For example,McCarthy, Tyrrell, and
Lehane(2007)arguedthatthoughtof asa decisionto quit the existinglocation
Is basicallythe6 i n t eohtheindividdal.

Further,0 i n t d rob@arsanfuture-oriented approachincluding the
thoughtsof searchingfor a new job and applying for anotheremployment
(Arnold & Davey,1999).

2.4.3 Behavioral Stage

It maybearguedhatthe centralpointof theprocessf Tl is basednthe
behaviorto withdrawfromthecurrentjob andto searctor newjobs.Behavioral
expressionscreate inattention, declined excitement, late arrivals (Harris,
Kacmar & Witt, 2005), and absence(Krausz, Koslowsky & Eiser, 1998).
Likewise, the behavioralstageof Tl hasbeenmeaningfullyconceptualizeds
the real effort to leavethe current organizationfor the nextone (Castleet al.,
2007).

2.5 ASK PERFORMANCE (TP)

Task performanceis recognizedas the concept of industrial and
organizationalpsychology.Extra role andin role or task performancesave
beenclassifiedasjob performancgGoodman& Svyantek,1999). Contextual
performances informally knowntoo n gob,suchasOCB (Smithetal.,1983)
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butactivitiesrelatedto thetaskor in-role performanceareformally documented
(Kluemperetal.,2013)andlinked with theachievemenof organizationafjoals
(Motowidlo & Van Scotter,1994). TP hasbeenmajorly discussedsworkers'
efficiency beingthe direct part of the technicalprocessor indirectly providing
desiredracilities (Borman& Motowidlo, 1993).Sonnentagtal. (2008)defined

TP asasetof all thoseactivitiesrequiredfor theproductivityof theorganization
(Sonnentaget al., 2008). Motowidlo et al. (1997) emphasizedhe cognitive
abilitiesof theworkersfor betterTP becaussuchabilitiesarefoundsupporting

to have the task familiarity, talents,and behaviorsof the employeesTP is
requiredfor the attainmentof competitiveadvantagdecauset representshe

ability of theworkersto addintotheo r g a n i teehhidalcore Bserman&
Motowidlo, 1993) along with the governablebehaviorsbasedone mp | oy e e s 0
physical and psychologicalabilities, requiredfor the accomplishmenof the
taskspatternedin their job performance(Motowidlo & Van Scotter,1994;
Murphy, 1989).Additionally, previousstudiesshowthatseveralifferenttypes

of stressorsnamely rapid technological advancementbad organizational
structure,and culture may harme mp | o yaskeperformance(Maglio &
Campbell,2000). Also, problemsat home may badly affecte mp | o yRR e s 0
(Forthoferetal., 1996).

2.6 PSYCHOLOGICAL HARDINESS (PH)

Suzanne&. Kobasahasintroducedheconcepof psychologicahardiness
in 1979veryfirst time. PreviouditeratureshowsthatPH servesasa meaningful
sourceto resiststressfuleventsin personaland professionalife. In general,
CommitmentControl, and Challengeare consideredasthe basicattributesof
hardinessFurther thefirst attributehasbeendefinedasa propensityto indulge
oneself in (rather than practice isolation from) whatever one is doing
deliberatelyor asa by chancg KobasaMaddi & Kahn,1982)whereasgcontrol
meanso senseandact beingpersuasivensteadof unrestrainedn the face of
the different eventualitiesof life. Lastly, the characteristiof challengeshows
the level of confidenceof an individual to acceptvariationasa commonlife
phenomenomndalsoa sourceof inspirationto grow ratherthantakingit asa
risk to the safetyof the career(Kobasaetal., 1982).

It has been observedthat hardy people perceive stressorsas less
intimidating and face distresson its minimal level (Britt, Adler & Bartone,
2001).Maddi (1999)for aninstanceadiscoveredhathardypeopletakeoddjobs
asmoreexciting andamusing(commitment) asa matterof choiceratherthan
obligatory (control), and a vital incentive for their personaldevelopment
(challenge) Moreover, hardy peopleapproveproblemfocusedstrategieghat
help them build a wider comprehensiorof a stressedohenomenor(Florian

23



et al., 1995). Hence, the significant characteristicof hardy peopleis their
inherentcapabilityto discoveranoptimisticsenseof life (Kobasa1979)which
helpsthemto efficiently copethe hostile behaviors(Britt et al., 2001) while
expressingerylow feelingsof sadnessjervousnesgndpsychologicatlistress
(Florianetal., 1995).PH hasbeenobservedinked with efficient copingskills
thathelpindividualsto devaluateéhe psychologicahypeof hazardfCole,Field
& Harris,2004).Likewise,Jalilvandetal. (2015)revealedhathardyindividuals
coped with external stressorsmore efficiently than individuals who were
observedpsychologicallyweak. Further, Kobasaet al. (1982) explainedthe
effectof hardinesgartially intervenedoy ani n d i v cognitieelev@algation
where an optimistic cognitive evaluationwill have a positive impact on the
I ndi v iodtaoraels.Additionally, the previous literature shows that the
constructof hardinessremainedwith unsettledapprehensionselatedto its
natureandoperdionalization.Forinstanceit is discusse@sanunchangingnd
trait-like personalitycharacterby one group of scholars(Matthews,Deary &
Whiteman,2003)while the othershaveclaimedits flexible nature.

2.7 DEVELOPMENT OF HYPOTHESES
2.7.1 Workplace Bullying (WPB) and PsychologicalDistress(PD)

Einarsenet al. (2011) revealedWPB as a predominantstressorin the
workplaceresultingin damagindallouts (Leveretal., 2019;SheehaniicCabe
& Garavan2020).Likewise,WPB hasbeendiscusse@sa potentialrisk for the
health of workers causing delayedstress disorder and downheartedness
(O'Donnell& Mcintosh,2016).Wheatoretal. (2013)havealsoarguedalogical
associatiorbetweerjob stressorandpoorpsychologicabutcomesin line with
the previousarguments WPB can be discussedas the major interpreterof
distresgPD) (Finneetal., 2011)andimportantlylranzoet al. (2019)andRey
et al. (2017) have also the sameargument.Moreover, Einarsenand Nielsen
(2014)in oneof theirseminalwork discusse®WPB asa major predictorof PD,
andinterestingly,the samerole of WPB wasarguediater on by Halpernet al.
(2015). Additionally, Pearlin and Bierman (2013) have revealedthat the
determination of the impact of stressorson psychobgical health is a
multifacetedohenomenomndit shouldbefurtherelaboratedgothatemployees
maybetimely protectedrom the severityof psychologicatistresqPD) which
possibly occursdue to poor physical and mental health (Houshmandet al.,
2012).Likewise,basedon COR Theorywe may arguethatwhenanindividual
Is persistentlypositionedundernegativework experienceshis psychological
resourcesare drainedoff finding no sufficient time to be recycled(Hobfoll,
1989). Along the samelines, we considerWPB as a sourceof damaging
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e mp | o psyahdogicalhealth and influencing their feelings of distress.
Hence theabovediscussiompredictedhat;

H1: WorkplaceBullying positivelyimpactsPsychologicaDistress.

2.7.2 Workplace Bullying (WPB) and Turnover Intentions (TI)

WPB hasbeenfound acceleratingpver time andpushingits victims into
a stateof helplessnesg€Samnani2013; Ahmad & Sheehan2017)wherethey
startthinking to leavethe job to avoid noxiousinterfaces(Salin & Notelaers,
2017;Abubakar,Megeirhi& Shneikat2018).Likewise, NielsenandEinarsen
(2012)testifieda substantiatelationshipof WPBwithe mp | o ntengossto
leave the organization.Consistently,Salin and Notelaers(2017) have also
discoveredhesameresultsthatWPB create® mp | o intengossto leavethe
organizationWe mayalsoquoteanexampleof aqualitativeinvestigatiorbased
on the consequences®f WPB in Australia which has found that several
employeedake it a constructiveapproachto leavethe currentjob to escape
WPB so that they may protecttheir physical and psychologicalhealth from
further damage(/Ahmad & Sheehan2017).The abovediscussioncanalsobe
supportedoy Van Dyk, (2016) who discoveredthat WPB initially decreases
e mp | o yolke sassfactionthen gradually causepsychologicalstrain, and
eventually triggers employeesfeelings to quit the organization(Van Dyk,
2016).

Moreover, previous studies emphasizefurther investigation of the
relationship betweenWPB and emd o y etwenew@r intentions (T1) while
suggestingt asanestablishedine of researchinquiry (Branch& Murray,2015;
Glambeketal., 2014).Thereasorto furtherexploretheabovesaidrelationship
Is basedon the argumentthat employeesare the core responsibility of the
organizationbecausehey directly contributeto the bottomline (Agarwal &
Gupta, 2018) of the organization.Further, organizationshave to bear the
considerablecoststo re-proceedthe mechanisnof employeerecruitmentand
training when employeesstart quitting their jobs (Agarwal & Gupta,2018).
COR theory supportsus in the sameperspectivehat when WPB createsthe
psychologicalresourcdoss of the employeedhey start protectingthemfrom
furtherloss.But whentheyfeelunableto find anyeffectivecopingmechanism,
thenleavingthe job becomegheir ultimateway to survivetheir psychological
resourcesTheabovediscussiorhypothesizedhat;

H2: WorkplaceBullying positivelyimpactsTurnoverintentions.
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2.7.3 Workplace Bullying (WPB) and Silent Behavior (SB)

LiteraturerevealsSB asoneof the destructiveandpassiveresponseby
individuals after being mistreatedat work (Xu et al., 2015). According to
Morrison (2014)employeesSB canbe observedrequentlydespiteits extreme
dysfunctional nature causing disappointment pessimism,and low level of
e mp | o yrewason,etc. (Tangirala& Ramanujam2008; Wang & Hsieh,
2013).Previousstudiesdiscoveredhat SB compelsemployeedo withhold the
critical informationrequiredfor theresolutionof theproblemontime (Tangirala
& Ramanujam2008).Basedonthedamagindallouts,Dedahanowetal. (2015)
stresseaxploringthe phenomenowf SB to preventfurtherdamageAlong the
samelines, Detertand Burris (2007) tried to unveil the relationshipbetween
silentbehaviorandWPB. Theyreportedthat WPB victims feel fear of counter
revengeand try to avoid showing any reaction againstthe perpetrators.
Moreover,Harvey et al. (2007) arguedthat WPB victims feel depenént on
perpetratorso avail of future opportunities(Xu et al., 2015).Previousstudies
revealthesecircumstanceasbeingmajorcultivatorsofe mp | o $B{lewid
& Rayner2003;Roscigncetal.,2009;D 6 C r&INaronha2009).Furthermore,
in their s t u dinydilligs Rai and Agarwal (2017) have statedthe WPB-SB
relationshign its prematurephaseandsuggestedeaddressinthephenomenon
in the different working and cultural perspectives.While drawing upon
conservatiorof resourcegheory, WPB canbearguedascreatingtheemployees'
resourcdosswhich triggersemployeedo keepsilentto protectandconserve
their remaining resources.The above discussionpredicted the following
hypothesis;

H3: Workplace Bullying positively impacts e mp | o yS#eats 0
Behaviors.

2.7.4 Workplace Bullying and Task Performance

It hasbeendiscoveredhatjob-relatedstressorsiegativelyinfluencethe
performanceébehaviorsof employeesThe emotioncenterednodelby Spector
andFox (2002)haslinked job stressorsvith poortaskperformanceMoreover,
previousstudiesrevealedsocial stressorsas significant predictorsof poor TP
(Beehr,1985; Fisher& Gitelson,1983).Devonish(2013)arguedthat WPB is
one of the social stressorsthat influence the psychosocialenvironmentof
employeesand sort of this environmenteither directly or indirectly affects
employeesperformancean the workplace(Rowe & Fitness,2018). Previous
studiesevealedVVPB asthemajorpredictorof job dissatisfactiorfQuine,2001;
Kivimaki etal.,2000;Haugeetal., 2010)which eventuallyleadsemployeedo
poor job performance.Devonish (2013) highlighted that the relationship
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betweenWPB and TP has not beenindependentlydiscussedyet. Previous
studiesby SchatandFrone(2011)havealsodeclaredt asanotablegapto study
the direct relationshipbetweenWPB and TP. Theseargumentan further be
explainedwith the theoreticalsupportof SCT (Bandura,1986)which explains
that with specific referenceto WPB at work by othersand especiallythe
superiors(in termsof powers),the bullied victim is expectedto producethe
adverseoutcomesof his/herwork performanceWe may arguethat negative
expectanciesausereducedvork performancef employeesncludingtheir TP
aswell. Theabovediscussiorpredictedthe studyhypothesisas;

H4: WorkplaceBullying negativelyimpactsTaskPerformance.

2.7.5 The mediating role of PsychologicalDistress(PD) between
Workplace Bullying (WPB) and Turnover Intention (TI)

WPB hasbeendeclaredas one of the key predictorsof psychological
distresgPD) (Garaigordobi& Machimbarrena2019;Xu etal.,2018).Besides,
pastresearchesrguedthat thereis a needto re-addressthe severity of the
problemof WPB in termsof its damagingeffectson enp | 0 y @uE@nes
throughthe consequentiatole of PD (Aazamiet al., 2015). Literaturereveals
that bullying victims are exposedo the feeling of defenselessnesmd social
isolationatwork (LutgenSandvik,2006;Einarseretal, 2003)which generally
leadthemto experience”D (Hogh, Mikkelsen& Hansen2011).Moreover,a
high level of distresscreatesstrongturnoverintentionsasdistresseg@mployees
are observedto embracelowered intrinsic motivation becauseof the non
fulfillment of their psychologicalneeds(Dysvik & Kuvaas,2010). The same
argumentwas supportedoy Van Dyk (2016)aswell who claimedthat actsof
WPB harmfully affecttheachievementf psychologicaheedsandcreatehigher
turnover intention. Likewise, Shareefand Atan (2019) have argued that
e mp | o tumaeridtentionsaretriggeredby loweredintrinsic motivation.
We may proposethat PD will bethe predictableresponsef individualswhen
theywill beexposedo WPB becauséheyconsidebullying asapotentialthreat
to their psychologicalresourcegHobfoll, 2001). Basedon conservationof
resourceheory,we may arguethatvictims may cogitateto build intentionsto
leave the current organizationas a coping mechanismto maintain their
diminishingwell-beingresource$rom furtherloss.Abovediscussiorpredicted,

H5: Psychological distress mediates the relationship between
workplacebullying andturnoverintentions.
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2.7.6 The mediating role of PsychologicalDistress(PD) between
Workplace Bullying (WPB) and Silent Behavior (SB)

WPB victims havebeenobservedsufferingfrom psychologicalssueson
a severebasis(Verkuil et al., 2015). Further, bullying victims are found to
experiencePD 1.77 times morethannonvictims (Einarsen& Nielsen,2014).
Attell, Brown,andTreiber(2017)discusse®PB asamajorcontributingfactor
to distressat work followed by reducedwell-being and damagingwork
behaviorof employeegAttell, Brown & Treiber,2017).Xu etal. (2019)argued
that abusedemployeeqi.e. thosewho were found psychologicallydistressed)
are consideredas emotionally exhaustedworkforcesthat intentionally keep
silent as a plannedstrategyto survive. COR theory also supportsthe same
phenomenonthat psychologically distressedindividuals try to save their
residualresourcesy avoiding confrontationwith the perpetratorsDistressed
workersmayhaveadeepanalysisof thevoicebehaviorin termsof its associated
benefitsand costsand eventuallyadoptsilentbehaviorasan effectiveremedy
to survive (Kish- Gephartet al., 2009). The samefindings are also offered by
NgandFeldman2012)thatpsychologicallydistresseavorkersperceivesilence
asan effective coping strategyto protectthe residualresourcesBasedon the
abovediscussiorwe mayproposehat;

H6: Psychological distress mediates the relationship between
workplacebullyingande mp | o silentdehdvior.

2.7.7 The mediating role of PsychologicalDistress(PD) between
Workplace Bullying (WPB) and Task Performance(TP)

Persuasivelyseveralpreviousstudiesrevealedthat adverseexperiences
attheworkplace(e.g.WPB) causgisychologicalliness(Vega& Comer,2005;
Verkuil etal.,2015)andpsychologicalllnesscanbearguedasastrongindicator
of psychologicaldistress(PD). Moreover, the positive associationbetween
WPB andPD is supportedy a few lateststudiesaswell (Halpernetal., 2017;
Garaigordobil& Machimbarrena2019). Previousstudieshave discovereda
positive relationship between psychosocialdistress (PD) and occupational
mishaps(Salminenet al., 2003; Swaenet al., 2004),and the sameimpacthas
alsobeenexperiencedby the Japaneskabor(Nakataetal., 2006).Furthermore,
it canbe arguedthat job-orientedmishapscreatethe worstform of TP. Wang
et al. (2003) have related PD with mental depressiorthat eventuallycauses
workplace failures (Wang et al., 2003) and such failures may always be
consideredspoorindicatorsofe mp | o VPeL&keanie, literatureshowsthat
fifty percentof the individuals victimized by PD have beenfound to have
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psychologicaldisorders(AustralianBureauof Statistics2009) that eventually
damageheirwork performancegincluding TP aswell) (Hilton etal., 2008).

While drawing upon SCT (Bandura,1986) with specific referenceto
WPB by othersandespeciallythe superiorgin termsof powers) we mayargue
that the bullying victim will take his job environmentas damagingand will
sufferfrom PD in thelong run. This will meaningfullyinhibit his/herprodem-
facing capabilities and emotional coping responsesand such effects are
anticipatedas lowering the level of TP of employees.Above discussion
predicted,;

H7: Psychological distress mediates the relationship between
workplacebullying (WPB)andtaskperformancgTP).

2.7.8 PsychologicalHardiness (PH) asa Moderator between
PsychologicalDistress(PD)and E mp | o \Sikert Behavior (SB)

Indeed, certain inherentpersonalitycharacteristicelp individuals to
effectively copethe stressfukcircumstance¢van denBrandeetal., 2017).0One
suchpersonalitycharacteristimamelypsychologicahardinesgPH) wasfirstly
introduced by Kobasain 1979. PH has been discoveredas a healthy
psychologicabhssetigainsthedamagingconsequencesf stressorglike WPB)
(Jimenezet al., 2014). Moreover,psychologicallyhard individuals havebeen
observed capable of effectively facing their difficulties of life without
surrenderingo externakhallengegVandenBrandeetal.,2017)andviceversa.
Literature revealsthat commitment,control, and challengeare the specific
attributesof hardinesshatenablendividualsto perceivestressfukventsasless
dangerousindconvenientlynanageabl@limeneztal.,2014;Gito etal.,2013).
Eschlemanet al. (2010) reportedhardinessas an imperative and matchless
stressresiliencyresourceFollowing the samelines, we found a studyamong
U.S. Military combat medics (Krauss et al., 2018) that claimed that PH
meaningfullypredictedmprovedmentalhealth.

Following thelatestcall by Hamreet al. (2020),we intendedto discover
PH mitigating the negativerole of stressfulandchallengingcircumstanceghat
may compel workersto opt for silenceto survive in the organization.We
considerit worthwhile to examinethe interpretationof stressfuland difficult
circumstancedy the individuals when psychologicallyhard and vice versa
(Huang, 2015; Leslie & Hutchinson,2018; Maddi, 2002). SCT by Bandura,
1989,stateghatcognitiveprocessearelikely to controlv i ¢ t behansode.g.
e mp | o wikereg bebavior) and it will be easy for workers to manage
psychologicaldistresswhen they have a sufficient positive psychological
resourcenamelypsychologicahardinessAlong the samelines,we may argue
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that an employeein stressfulcircumstancesf not sufficiently equippedwith
PH, will be tendingto engagein counterproductivenvork behaviorsuch as
silence.Basedon theaboveargumentsywe maypredictthat;

H8: Theimpactof psychologicatlistressone mp | o sflentbehdvior
Is moderated(in both ways either positively or negatively)by
psychologicahardinesdasedonits strength.

2.7.9 PsychologicalHardinessasa Moderator betweenPsychological
Distressand Turnover Intention

The highereducationsectoris demandingand competitive.Paststudies
indicate that positive psychologicalresourcege.g. psychologicalhardiness)
help peopleto respondo certaineventsor situations(JohnsenEspevik,Saus,
SadenQlsen,& Hystad,2017).Severabeliefsandbehaviorakrendsrepresent
different dimensionsof PH specifically challenge,control, and commitment
(Crosson2015;Johnseretal., 2017).Thefirst dimensionmeaningfullybuilds
a perceptiornto considerthe processof changeasa parallelprocessf personal
growth; the seconddimensionemphasizeslirectingo n elife slevelopmenin
the right direction; control as a third dimensionfocuseson the elementof an
I ndi v ibaief thdt lessheis capableof impacting his/her circumstances
effectively. Literature shows that people equipped with the positive
psychologicalresource(suchas PH) are found capableof enjoying a higher
sensef control,confidenceandcommitmento selfandothers(Barton,1996).
Thus we may arguethat employeeswvhen high on PH tend to approachthe
demandsof life more actively with the perceptionthat they can win them
productively. The sameperspectivas supportedoy Kobasaand Maddi (1982)
aswell andtheyrevealedhathardyindividualsacceptdemanddessstressfully
(Kobasa& Maddi, 1982) while employeeswith a low level of PH are found
poorly committed, powerless(low control), and helpless (low challenge)
(Kobasa& Maddi, 1982).In the sameperspectiveywe may further arguethat
employeeswhen low on PH tend to view social stressorsas intimidating
(insteadof as an opportunityfor growth or learningopportunity) which lead
them towardsa higher level of PD and suchindividuals, would most likely
withdraw themselves from such stressful events (Lo Bue, 2015).
Contradictorily,employeesvith ahighlevel of PHwould notpreferto quit their
jobs. Moreover,it hasalsobeendiscoveredn the previousliteraturethat the
effectivenesf PH is associatedvith the natureof work and its protective
tendencyis strongly linked with the different circumstancegShinga,2015).
Additionally, employeeswith a high level of PH bear high tolerancefor
ambiguityandthey preferchallengeandnoveltyon job securityandfamiliarity
(Crosson2015;Johnseret al., 2017. NonethelessJohnseret al. (2017) have
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focusedon the oppositeperspectiveas well and arguedthat employeesvhen
low on PH are more likely to leavetheir job while being unableto confront
damagingcircumstances.

Cognitive, motivational, and affective processesare emphasizedby
Social Cognitive Theory (SCT) that meaningfullyhelp individualsto manage
difficult andchallengingcircumstances a betterway (Bandura,1989). This
theorystateghatindividualswhenhigh at psychologicaresourcesike PH are
found in a betterpositionto copewith social stressordike distressandd o n 0 t
leavetheearliersetgoals Butanemployeevhenpoorly equippedvith PHstarts
thinking negativelyabouthis / herjob andinvolvesin counterproductivevork
behaviordike turnoverintention.

Hencethe studyhypothesizeshat;

H9: Impactof psychologicalistressone mp | o tyreogesirdention
Is moderated(in both ways either positively or negatively)by
psychologicahardinesdasedonits strength.

2.7.1(PsychologicalHardinessasa Moderator betweenPsychological
Distressand Task Performance

RaverandNishii (2010)reasonedhatpsychologicalesourcestrengthen
individualsto effectively copewith the different stressordéo maintainpositive
performancePH is aspecifictrait thathelpsindividualsto realizeanddealwith
difficult andstressorientedcircumstancegKobasa,1979).PHis recognizeds
finding the objective of life in the tense and stressful circumstances
(commitment); to build the ability to view the challengesas controllable
(control); andthe capabilityto efficiently build the adaptabilityto addresghe
processof change(challenge)Khoshaba& Maddi, 1999). Previousliterature
revealghatemployeedrom professionaservicebackgroundsiavesuccessfully
faceddifficult andstressorientedcircumstancethroughtheefficientuseof the
trait of hardiness(Law, 2005; Lawet al., 2008). Similarly, Westman(1990)
perusedPH as an interprete of performanceand an interveningvariableto
minimize the impactof stressoroni n d i v taskpeafdrrsatcenvorking in
IsraeliDefensd~orcesAlso notably,in thesamestudy,overallperformancdnas
beenfound moreadverselyinfluencedby stressorsvhenindividualswerelow
in PH.

The currentstudy proposeghat individualswhenhigh on PH would be
more capableto managethe stressors(such as WPB and consequentD)
through stabilizing the intellectual resourcesssentiallyrequiredfor positive
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outcomestajob - includingtheirtaskperformanceCORtheorypostulateshat
existingresourcesn termsof vitalities, uniquepersonalitytraits, anddifferent
valuable circumstanceselp individuals to acquire new resourcegHobfoll,
2001)andif employeesarewell equippedwith a higherlevel of psychological
resourcecalled psychologicalhardinessthey will better cope PD and will
sustaintheir TP even during their phaseof confrontationwith the stressful
circumstances.

Hencethe studyhypothesizeshat;

H10: The impact of psychological distress on e mp | o yaske s 0
performanceis moderated(in both ways either positively or
negatively)y psychologicahardinessasedon its strength.

2.8 HYPOTHESIZED MODEL

Drawing upon SCT and COR theory we have developedthe study
hypothesethatleadusto agraphicaimodelfor theoverallstudy.Basedon COR
Theorywe haveproposedhatPDwill bethepredictablaesponsefindividuals
whentheywill be exposedo WPB becauseat will betakenasa threatto their
available resources(Hobfoll, 2001). COR theory postulatesthat when an
individual is persistentlypositionedundernegativework experienceshis/her
psychologicaresourcesredrainedoff finding no sufficienttime for recycling
(Hobfoll, 1989).Hence lossof resourcesnitiatesa cycle of lossof remaining
resourceshatresultantlyintimidateani n d i v weall-beany(Badbesleber&
Wheeler,in press).In the samelines, we consideredWPB as a sourceof
challenginganindividua | msychologicakssetandmanipulatinge mp | oy ee s 6
feelingsof psychologicablistress Establishingconservatiorof resourceheory
we proposedhat WPB provokesa procedureof cognitiveloss,andemployees
areexpectedo keepsilentbehaviorgo protecttheir residualresources.

Furthermorebasednthe SCT(Bandura, 1989)we arguedon cognitive,
and affective processesequiredfor effective control over those eventsthat
createa negativeimpactoni n d i v iliveess We moposedthat cognitive
process(i.e. PH) is likely to controlv i c¢ t belmagiodthroughregulationof
thoughtoutgoalsandit eventuallyhelpsbullied victimsin stickingto earlierset
goals.Conclusively suchanindividual evenwhenconfrontedoy WPB, will not
intendto leavethe organizationandalsowill not engagan counterproductive
work behaviors A detailedreview of the relevantliterature suggestedis the
mediatedpath of psychologicaldistressbetweenWPB ande mp | o tagke 6 s
performanceSB and Tl. The role of PH as a moderatoron the relationship
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betweenPD ande mp | o guE@®ds alsodescribedn the modelgivenas
under;
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Figure 2.1: Theoretical ResearchModel

29 SUMMARY

This chapterhas discussedhe variablesof interest,their operational
definitions,andtheir dimensionsBasedon the previousliterature theexpected
interrelationsamongstudy variablesare reflected,for instance the expected
buffering effects of psychological hardinesshave been argued between
psychologicaldistressand employeegproposednegativeconsequencewhile
psychologicalistresthasbeendiscusse@dsamediatingvariablebetweenVPB
andemployeesxpectedoehaviorson the workplace.To testthe hypothesized
model, a study must incorporatethe suitable methodologywhich will be
discussedn detail in the next chapterincluding researchdesign,selectionof
study population, and adaption of survey instrumentsalong with a brief
discussioron dataanalysis.
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CHAPTER 3

RESEARCH METHODOLOGY

There is a considerablebody of literature that reveals WPB more
hazardoushantherestof theotherstressorscludingphysicalviolenceaswell
(Duru et al., 2018). WPB has beenobservedas damagingthei ndi vi dual
careerswhile draining their emotionalresource§Ahmad & Sheehan2017;
Buttigiegetal.,2011),producingaggressivéehaviorsaanddestructiveattitudes
towardscolleaguesindtheorganizatiorasawhole(Duruetal.,2018;Djurkovic
et al., 2008).Academiciansand practitionershaveto takeit a big challengeto
explorethe most effective coping strategiesagainstdetrimentaloutcomesof
WPB (Ahmad & Sheehan2017; Samnani& Singh,2012).Literaturereveals
WPB is acomplexphenomenolependingiponthe everchangingoerceptions
of respondentdMoreover theliteratureprofesseshesignificanceof addressing
the dilemma of WPB as a crucial requirementof organizations.Research
philosophyand the methodologyusedfor the purposeare explainedin the
current chapter. Our researchobjectives were to explore the negative
consequencesf WPB directedby the latestresearchgapshighlightedby the
different scholarsand to suggestthe positive psychologicalresourceas an
effective coping strategyfor the victims. This chapter,therefae, outlinesthe
researchplan anddiscusseshe researchparadigmand philosophicallensthat
directed the researcherto addressstudy questions and objectives most
appropriately.The scalesused,an accountof population,and sampleare also
described.

3.1 RESEARCH PHILOSOPHY

Philosophicalkeennesgreatly influencesthe arrangementsvithin the
researchmechanismand facilitates the researcheto fully understandwhat
exactlyis beingobserved Saunderst al., 2011).In the areaof management,
we may find three outlooks aboutresearchphilosophyas most appropriate:
positivism, interpretivism,and realism (Cooke & Davies, 2000). Positivism
playsa supportiverole in generalizingandquantifyingthe observationgandis
decidedlybasedon structuredmethodology Interpretivephilosophy(Johnson
& Christensen2004)arguegshatthereis not a singlemeaningof a simplefact
appropriatefor everyresearchproblem.Realismfocuseson the exchangeof
p e o pihterpdesationsandis considerednoreappropriateor researchn the
area of businessmanagement.The current study assumedthe positivist
philosophy becausethe human behavior is being recognizedthrough the
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positivismframework,and objectivismapproachhasbeenfollowed to collect
thenumeical datafor analysis.

3.2 RESEARCH DESIGN

Theprocedureof researcldesignprincipally startsfrom thedevelopment
of hypotheseandendsin avalid conclusiorof theresearchit includesmultiple
stagesnamelythe studyapproachthe strategyof researchandthe methodso
collectessentiafactsfrom respondentfGauri& Gronhaug2002).Descriptive,
explanatory,and exploratoryare a few of the researchdesigns.First of the
abovementionedresearchdesigndescribeghe featuresof a populationunder
examinationThisrelateso therespondent'sxperiencegBryman,2012)andis
also found incapable to pronounce the cause and effect relationship.
Furthermore,an exploratory design was found more suitableto explore a
researchproblemthat had not beenwell-definedbefore(Shieldset al., 2013).
Explanatoryresearchdesignhelpsin the examinationof the studyhypotheses
basedon differenttheoriesfound suitableto comprehendhe operationalization
of a specific phenomenonJohnson& Christensen2004). Baxter and Jack
(2008) arguedthat the selectionof the researchdesignis basedon the study
objectives.The presentstudy is plannedto examinethe impact of WPB on
w o r k perfandancesvhile analyzingtheir attitudesand behaviorsin the
workplace Likewise,we consideredheexplanatoryesearcliesignsuitablefor
our studywherestudyhypothesesredevelopedndaretheoreticallysupported
to havea bettercomprehensiof the phenomenomf workplacebullying and
its subsequen®D.

3.2.1 ResearchApproach

Qualitative, quantitative, and mixed methodsapproacheshave been
discussedh thepreviousstudiesMoreover differentresearchersavepreferred
differentapproachedor instanceFraenkebndWallen(2003)characterizethe
gualitativeapproachas the bestsuitableresearchapproachAry et al. (2002)
suggestea@ quantitativeapproachwhenstatisticaltools areessentiallyrequired
to addressa specific researchproblem while a mixed-methods research
approachs alsosuggestedoy thescholardependingipontheneedof thestudy.
In the current study, the author wants to measurethe observedvariables
quantitatively.TerreBlancheet al. (2006) arguedquantitativeapproachasthe
bestsuitableapproachtto enhancehelevel of generalizabilityof the outcomes.
We also got supportfrom Johnsonand Christensen2008) who suggested
quantitativeapproachto have a better predictionof the future basedon the
previousincidencesLikewise, quantitativeresearcthasalsobeenpreferredin
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thepreviousstudiesvhile measuringheextentof thevariabilityofr e s pondent
behaviors (Goodboy et al., 2020; Barry et al., 2020). Accordingly, the
guantitativeresearcltapproacthasbeendecidedo investigatehewide-ranging
phenomenowf WPB andrelatedoutcomesn the currentstudy.

3.2.2 ResearchStrategy

A researclhplanis primarily decidedto conductthe upcomingactivities
relatedto research(Saunderset al., 2007). Experimentalstudy, casestudy,
surveybasedstudy, groundedtheory, and action researchare a few of the
researchstrategiesnentionedin the previousstudies(Gill & Johnson2002).
A surveybasedstrategyis commonlyusedto studythe featuresof a specific
populationincluding all of its attitudinalandbehavioralperspectivegSalant&
Dillman, 1994; Fraenkel& Wallen, 2003). Scholarspreferablyrecommend
surveybasedstudybecausf its capabilityof collectionof informationin the
maximumrangefrom thedefinedpopulation(Singleton& Straits,2005). Along
the same lines, we decided on a surveybased strategy along with the
questionnairesadaptedfrom earlier studiesto executethe processof data
collection.

3.2.3 Time Horizon of the Study and ResearchSite Selection

Two typesof researchimelinesnamelycrosssectionalandlongitudinalare
discussedh thepreviousstudiegBryman,2012).Saunderstal. (2003)highlighted
the importanceof timelinesbeforegettinginto the processof datacollection.We
may havea studybasedon the spedic timeline (i.e. crosssectional)or it canbe
relatedto a continuingphenomenofi.e. longitudinalin nature) A studybasedna
longitudinal time frame showsthe processof datacollection carried out over a
lengthy period to examine change over time (Goddard & Melville, 2004).
Converselywhenthe investigationis associatedavith a specificphenomenoin a
specific period then a crosssectionaltime frame becomesthe choice of the
researcher<zall, Gall, and Brog (2007) arguedthat a crosssectionalstudyis the
bestsuitablewayto collectdatafrom respondentata particulartime. Likewise,we
drew a sampleat one particulartime (Sekaran2003) and collectedthe primary
responsdrom the teachingfaculty working in the higher educationinstitutions,
recognizedy HEC of Pakistan.

Due to the damagingeffectsof WPB for both employersand employees,
WHO (2010) hashighlightedthe needto addresshe dilemmaaroundthe globe.
Researchensow havestartedocusingonthis societalproblemout of the European
contextbecauséhe issueis prevalentn the developingcountriesaswell (Sarwar,

36



etal.,2019).Basednlimited financialresourceandtime constraintstheresearcher
foundit conveniento observeresponsefrom PakistanMoreover,Pakistarhasa
cultureof its own basecdbnlow onindividualismandhigh on collectivismthatmay
influencethe phenomenoof bullying differently (Hofstede 1983).Contraryto the
United StatesandseveraWestermationssuchasEngland,Swedengtc. Hofstede
(2009),classifiedthe cultureof Pakistarasrecognizeddy high powerdifferences.
Cultures, where power distribution is unequal,are expectedto provide more
opportunitiesfor bullies to pushvictims into a helplessand defenselesgosition
(LutgenSandvikTracy & Alberts,2007).Moreover,Cassun(2014),reportecthat
mostof thebullying incidentsusuallygo unreportedn thenameof protectingtamily
honoror dueto fearof shameandhumiliation(Cassum2014).Likewise,theculture
of honorin Pakistandiffers from the Europeardignity cultures(Severancet al.,
2013).1t hasbeendiscoveredhat honorculture consideredhe value of a person
assessedot only by himself but also by othersas his/hercommunity (Leung &
Cohen2011).Discourteouslealingge.g.WPB)aredeliberatedo bealossof honor
(Leung& Cohen,22011)andareunacceptablen termsof the culturalvaluesof the
communitiedike PakistanBasedon the cultural disparitiesjt alsolooksviableto
testfor apossibledifferencein theconceptualizatioof thephenomenoonf WPBIn
Pakistansettings.

3.2.4 Choiceof Population and Sampling

Populationrefersto the total setof observationsavailableto choosea
sampldor analysishasednacertainsamplingorocedureNareharetal. (2014)
emphasized samplesizethatshouldtruly representhe population Probability
andnon-probability samplingtechniquesreoftenly usedto choosehe sample
size.Probabilitysamplingis considerednorereliablethatis basedon anequal
opportunityfor the respondentso be selectedas a study sample(Ary et al.,
2006). Moreover, the probability samplingtechniqueis recommendedvhen
there is a known population (Sekaran,2006). While in the presentstudy,
universityteachingfaculty (bothfrom the public andprivatesectors)vastaken
asour studypopulation.Literatureshowsthat prevailingbackgroundf WPB
aredifferentfor differentoccupationslt hasbeenobservedy Misawa(2015)
thatthereis agrowingtrendof WPB in theinstitutionsof highereducationThe
lateststudy by Keashly(2021) revealedthat twenty-five percentof academic
staff claimedbeingvictimized by bullying within oneyear,while forty to fifty
percent viewed others as being abused.Bulling has comparablelasting
emotional, psychological,managerial,and corporeal side effects as sexual
harassmenn theacademicsector(Mccall, 2019;Viglianti, Oliverio, & Meeks
2018,& Minkina, 2019). Further,a doableresearclhgap hasbeenclaimedby
RaiandAgarwal (2018)in termsof underconsideratiorof theissueof WPB in
HEIsandalsohequestionedhelack of adequateesearchn thementionedarea
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aswell. Literatureshowsthattheremay be severalexternalandinternalfactors
responsibldor WPB in the academicsector.Primarily, postrecessiorbudget
cuts for higher educationinstitutions are ascertained leadingfactor to job
stressorgincludingWPB)in theworkplace(Pelletier Kottke, & Sirotnik,2019;
Hollis, 2016; Twale, 2017). Secondly, Hollis (2018) argued unnecessary
academicfreedom,a soundreasonbehindincivility in the educationsector.
Thirdly, humanresourcenanagerfiavebeenobservedotrealizingbullying as
a major predictor of abridgedmorale and derided creativity in the higher
educationsector(Dalager,2016; Hollis, 2016; Pelletier, Kottke, & Sirotnik,
2019). Fourthly, exhaustiveresearchactivities and pledgedjob engagements
(Nadolny& Ryan,2015)havealsobeenprovedto provokethefeelingof WPB
amongthe higher educationacademicfaculty. Fifthly, Skinneret al. (2015)
blamedhigher educationinstitutions hiding bullying behaviorsto retaintheir
publicimage.

Kothari (2004) recommendedmulti-stage sampling for a population
expandedo a noticeablybig topographicalareae.g., the whole country. He
argued multistage sampling (i.e. divided into fractional units) as an easier
approach to manage than singlestage designs. Based on this factual
compatibility, we considerednulti-stagesamplingasthe bestsuitablestrategy.
We usedstratified samplingand got our populationstructuredinto different
0 s t wleteavérysubjecthasthesamechanceo beselectecasani e | e ment 0
(Kothari, 2004)in eachstratumasanindependensubpopulation

Moreover,therearedifferent considerationgor determiningthe sample
sizeof the population.Roscog1975)offeredthefollowing guiding principles:
(a) A samplesizelargerthanthirty andlessthanfive hundredwill beconsidered
appropriatefor mostof the studies(b) for eachgroup a samplesize equalto
thirty is essentialf therearefoundsubsamplesf thesamplgc) tentimesbigger
samplesizeis requiredcomparedwith the numberof variablesdeterminedn
the multivariatestudy.Moreover,1:4 asleastand1:10 asthe highestresponse
ratiois recommendedy Hinkin (1995)for everysinglesetof measuresAt the
1ststageof sampling,we havedivided a total numberof 177 highereducation
institutions(Dataupdatediwo yearsbeforeby HEC, Pakistan)nto two strata
l.e. Govt. subdivisionandprivatesubdivision Nationwide we found 103 public
sectoruniversities(i.e. equalto 58% and 74 private sectoruniversities(i.e.
42%).Henceforthatotal sampleof 30%o0f 177 (i.e. 54) universitieshavebeen
selected.Moreover,to determinea suitablesamplesize from eachstratum,
proportionalapportionmenodf randomsamplinghasbeenapplied.Accordingto
this approacha 30% randomsamplewas selectedfrom the total population
which comprised31 universitiesfrom the public sectorand23 from the private
sector(i.e. 58.0% of 54 = 31, and42.0%of 54 = 23). It wasalsofound that
teachersvho wereservingaspermanentaculty wereequalto 34,444 of which
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24,340belongedo Govt. institutionsand10104werefrom privateuniversities
(www.hec.gov.pk).

Following the 2nd stageof sampling,faculty membersvereselectecn
a convenientbasisfrom 31 public sectorsand 23 private sectoruniversities.
Moreover to determingheappropriatesamplesizeandto makethe studymore
reliable and logically sound,the formula presentedoy Krejcie and Morgan
(1970)wasappliedto choosea samplebeingatrue representativef the given
populationand the samemethodhas beenapplied by Ahmad (2017) while
examiningthe samepopulationto derivethe empiricalfindingsin their Ph.D.
work (seeAPPENDIX-A). Consideringeachstratumandrelying ontheabove
referredformula, the samplesize of 736 faculty members(i.e. 379 faculty
memberdrom the public sectorand 357 faculty memberdrom private sector
universities)wasconsiderecgdequatéo beapproachednaconvenienbasisto
seekthe responsegsee AppendixA). In the caseof known population,the
formula presentedy Yamane(1967) canbe usedto find out the samplesize
whichis asfollows;

n= N/ (1+Ne2).
In the caseof Public SectorUniversities

n= N/ (1+Ne2).
n= Samplesize
N= Representshe total population(i.e. Segregatiorof total numberof

faculty membersaccordingo differentpublic sectoruniversitiess given
in APPENDIX-C)

e2= Probabilityof error,this studyhasused95% of confidencdevel, so
its valuewill beequalto 5%

n=15515/1+15515(.05)2

n=15515/39.788

n=390

In the caseof PrivateSectorUniversities

N = 5152, (Segregatiorof strengthof faculty membersaccordingto
differentprivatesectoruniversitiesandtheir total numberis givenbelow
in APPENDIX-B)

n= 5152/1+5152.05)2
n=5152/13.88
n= 371
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Above mentionedesultsguidedusto consider761(i.e. 390respondents
from the public sectorand 371 from privateinstitutions)asa total samplesize
to approacton aconvenienbasisto seektheir responseandthe sameway has
beenfollowed by Ahmad(2017)while examiningthe samepopulationto derive
theempiricalfindingsin their Ph.D.work. Proportionakllocationis considered
as most efficient designwhen the cost of selectingan item is equalfor each
stratum (Kothari, 2004). Therefore, it was ensuredthat the selection of
respondents aninstitution (public or private),wasbasednthe proportionate
distributionof teachingfaculty in thatinstitution which determinedhe size of
the samplethere. For the distribution of samplesamongstrata, Kumaison's
(1997) formula was applied becausdt hasbeenfound most suitablein the
currentcircumstancegEkwere & Edem,2014; Anigbogu et al., 2014). The
formulais givenasfollows;

Nh= (nNH/ N

We mayexplainit as;
n = Total sizeof thesample
Nh = Strengthof unitsassignedo everystratum
N = Sizeof the population
For University of the Punjab,
n=390*1485/15515
=37

Basedon the aboveformula, detail of academicfaculty accessedn
differentprivateandpublic universitiess givenbelowin APPENDIX-B & C.

3.2.5 Data Collection Method

Primaryandsecondararetwo basictypesof data.Firsthandsourcesare
requiredfor the collection of primary data; whereasthe secondarydata is
consideredas alreadybeenanalyzedand usedfor researchpurposegBurns,
2000). The researchdesignand natureof the data are consideredmportant
becaus¢hesearethe decidingfactorof the procedureof datacollectionandwe
collectedprimary datawhile following the surveybasedesearchdesignin the
currentstudy.
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3.2.6 Data Collection Procedures

Data were collected simultaneouslyvia field and an online survey.
JohnsorandChristenserf2004)arguedthatwhenr e s p o nvaluesbelisff
feelings, attitudes, and behaviorsare the requirementof the study then a
guestionnairdasedsurveyis the bestsuitableoption (Johnsor& Christensen,
2004).In thecurrentstudy,aquestionnairdasedurveywasconductedor data
collectionbecausef the requirement®f the studyto understandhe feelings,
attitudes, and behaviorsof higher education faculty as a result of WPB.
Primarily, concernedheads of the departmentsfrom randomly selected
universitiesin each stratum were contactedto have their consentfor data
collection. Faculty was accessedvia their contact numberssharedon the
university'sofficial websitesandwereprovidedwith a covernoteto sharewith
themthe researchobjectives.Basedon the sampleframe of the study, survey
guestionnairesveredistributedamongacademidaculty from HEC recognized
universities of Pakistan using both physical and online mediums of
communicatiordependingipontheavailability of therespondentbecauseavith
theemergencef COVID-19, highereducationnstitutionsin Pakistarremained
fully or partially closedand mostof the teachingfaculty was not physically
accessibleBasedon the prevailing circumstancesan online link was shared
usingsocialmedia(i.e. Whatsappersonabhccounts)ith the teachingfaculty
workingin themajorcitiesof Pakistar(i.e. IslamabadQuetta Karachi,Multan,
Peshawarl.ahore,etc.).Forthe sakeof negligibleimpactof potentialbiasesit
wasnoticeablymentionedhatanonymityof theparticipantsvould besustained
in the survey,andit wasalsocommunicatedhatthe candidatesvill be shaed
with the results of the study, on their given email addresses377 faculty
membergespondedo thequestionnaireandtheresponseatewas50%andwe
may argue that a low responserate could be the result of the physical
unavailabilityof mostof theteachingacultydueto theprevailingcircumstances
of COVID-19. Neverthelesswhile carryingon the processof dataentry, 350
were found properly filled and were usedfor data entry and subsequently
utilized for analysis.Supportably Ruane(2005)indicatesthatin the caseof a
largepopulation,30% of theresponseateis consideredn anacceptableange.

3.3 MEASURING INSTRUMENTS

Basedon the suggestiondy Ghauri& Gronhaug(2005)we haveused
adaptedneasureselatedto testingthe studyvariablesnamelyWPB, PD, ES,
TP, Tl, andPH. Demographicainformationincludingdesignationage,gender,
marital status,qualification,job categoryetc. wasalsoaskedat the beginning
of the questionnaire(Johnson& Christensen,2004). Detail of the study
measuress asfollows;
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Table 3.1
Detail of Study Questionnaires

: Author .
S#| Variables Name Year Sampleitem ltems
: Someoneavithholding
1 Workplace Einarsen 2009 | informationthataffects 22
Bullying etal.
your performance
Kessler In the pastsix months,
Psychological how oftendid you feel
2 : and 1994 | .. 10
Distress Mroczek tired outfor no good
reason?
Kobasa
Psychological Maddi Mostof my life getsspent
3 Hardiness and 1979 doingmeaningfulthings 15
Kobasa
(1984).
Task Borman | adequatelxomplete
4 Performance and 1993 assignediuties !
Motowidlo g '
| choseto remainsilent
5 Silence Brinsfield | 2013 | whenl haveconcerns 5
aboutthework.
6 Turno_ver Kuvaas | 2008 | oftenthink aboutquitting 5
intention my presenjob

3.3.1 Pretestof the Questionnaire

The pretestof the questionnairavasarrangedo evaluatethe reliability
andvalidity of thescalesEventhoughtheitemsrelatedto studymeasuresvere
confirmed by the previous studies, but few words relatedto modification
demanded pilot studybe conductedHence pilot testingwasperformedn the
highereducationnstitutionsin Lahore,Pakistan Correspondinglythe content
andfacevalidity of theproposedneasuresvereexaminedoy a panelof experts
includingfour P h . DvithGasoundresearchprofile and havingauthorshipin
internationaljournalsof reputeaswell. Suggestionsveregivenby the experts
and were incorporated accordingly in terms ofitems modifications.
Subsequentlythe reviewed questionnairewas usedfor the pilot study. 25
employeef H E | adrgributedto the pilot study.McMillan and Schumacher
(1989) adviseda sampleof 20 participantssufficientif the rigorousstatistical
analysis is not involved. Henceforth, all the measuresincluded in the
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questionnaireverefoundto havereasonableeliability. In following lines,detail
of adaptedneasuress briefly givenas;

3.3.2 Measurementof WPB

WPB wastakenasanindependentariableandwascalculatedoy NAQ-
R, a 22-item scaleestablishedndrigorouslyauthenticatedby EinarsenHoel,
& Notelaers, (2009). It covers work-related, personrelated, and physical
intimidation bullying experiencedy the victims typically oncein a weekor
more often, throughoutsix monthsor more. Severalpreviousstudiesjustified
the robustnes®f the measurgEinarsen& Nielsen,2013). An exampleof a
sampleitem includesfiSomeonewithholding information which affectsyour
performance. 0

3.3.3 Measurementof PD

The presentstudy used PsychologicalDistress(PD) as the mediating
variable.K6 (Kessleret al., 2002) found as a shorterversionof K10 (Kessler
PsychologicalDistressScale10) was usedto measurePD. An exampleof a
samplatemincludes:fi D u rthelagysix monthsabouthow oftendid youfeel
nervous?Past studies show the strong internal consistencyof K6 with a
Cr o n b a@phdofd)s .93 (Kessleretal.,2002).Convergentalidity wasalso
provedby Fassaerétal. (2009).

3.3.4 Measurementof DependentVariables of the Study

Constructsnamedtask performancee mp | o gileneesadd turnover
intentionwereusedasdependenvariablesDetail is asfollows;

3.3.4.1Task Performance (TP)

Sevenitems were adoptedfrom a scale developedby Borman and
Motowidlo (1993)to measureahe variableof task performanceTheyreported
Cronbach'salphaas U = .95, which showsthe acceptableangeof internal
consistencyandreliability of thescaleThe responsesvereobtainedthrough5
points Likert scale. The sampleitems of the scaleincluded ii ladequately
completeassignedl ut i es . 0
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3.3.4.2EmployeesSilence/ Silent Behavior (SB)

Five itemsadaptedrom Van Dyne et al. (2003) were usedto measure
SB. The responsesvere obtainedthrough5 pointsLikert scale.The scalehas
beenusedin past studiesthat reported Cronbach'salphasU = .90, which
indicated an acceptableinternal consistencyand reliability (Tangirala &
Ramanujam2008).(The sampleitem of the scaleincludedii thoseto remain
silentwhenl haveconcernsaboutthewo r k. 0 )

3.3.4.3Turnover Intentions (TI)

Tl wasassesselly five itemsscaleusedin Norwegiansettingdy Dysvik
andKuvaas(2010)who reportedCronbach'siphasasU= .89, whichindicated
acceptablénternalconsistencyeliability. Theresponsewereobtainedhrough
5 pointsLikert scale.Thesampletem of thescaleincludedfi oftenthink about
quitting my presenjob. 0

3.3.5 Measurementof Moderating Variable (PH) of the Study

PHwasassessely therevisedNorwegianhardinesscaleconsistingof
15 statementPaststudiesshowthattherevisedDRS 15 hasa satisfactoryevel
of internalconsistencyangingbetweer0.60 0.70(Hystadetal.,2010)andalso
comprisinga generalhardinessdimensionand the three subdimensionsof
commitmentcontol, andchallenge Responsew/ere collectedon a five-point
scale. An exemplaryitem includes: 6 6 M mf y life gets spent doing
meaningfult hi ngs . 0

Moreoverage gendereducationmaritalstatusandtotal experienceavith
the sameorganizationwvereusedasthe controlvariablesin the currentstudyso
that the demographicsand personaldifferencesof the respondentsan be
controlled.

3.4 STATISTICAL DESCRIPTIVE ANALYSIS

The study samplewas analyzedusing frequencydistribution, means,
variation, and percentagalistribution of the attributes.The samplewas also
demographicallanalyzedy usingtheparametersf age gendermaritalstatus,
educationandjob category.
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3.4.1 Data Analysis Tools

Basedon the suggestiondy Johnsonand Christenser(2004) different
data analysistechniqueswere applied to test the study hypothesesand to
concludethe outcomesof the study.The selectionof the designof theresearch
determineghe selectionof the dataanalysistechniquesin the currentstudy,
StatisticalPackagdor Social ScienceqSPSS)23.0 and Analysis of Moment
Structure(AMOS) 24.0wereusedassuitabletoolsfor dataanalysis.

3.5 PRELIMINARY DATA ANALYSIS TECHNIQUES

Basedon the suggestiondy Chin andLee (1996)a subjectivethreshold
equalto 5% wasdefinedto considerthe missingdata(Ruane ,2005)including
the questiongelatedto demographicaswell. Datanormality, mean,standard
deviation,andcorrelationof variablesof interestwereexaminedhroughSPSS
24.Basedonthepreviousstudiesthevalueof correlationbetweer0.20to 0.35
wasdeliberatedasweak, between0.35to 0.65asmoderateandabove0.65 or
0.85wasconsideredsstrongandhigh (Cohen& Manion,1994).

3.5.1 Internal Reliability and Validity of the Measures

An instrumentwill be consideredeliableif it providesidenticalresults
over time (BondsRaacke& Rackee,2012). Different methodsare usually
employedto examinethe reliability of the scaleincluding testretestand split-
half reliability techniques.Moreover, Meyer et al. (2006) argued that
Cr o n b a@aphdisé@ commonlyusedmethodto havethedetailsof theinternal
consistencyof the instruments.Basedon the previous studies,the internal
consistencyf theinstrumentsvasmeasuredy following Cr o n b @(t9619 s
alphavalues We confirmedConvergenanddiscriminantvaliditiesof thescales
by usingAMOS while SEM wasappliedto examinethe studyhypotheses.

In chapter3, we havediscussedheresearciplan,researchparadigmand
philosophicalensthatdirectedusto decideonthemostsuitableresearchiesign
and data collection methods required to addressresearchquestionsand
objectivesof the study.The scalesused,an accountof population,andsample
arealsodescribedn chapte3 while chapted dealswith theresultsof thestudy.
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CHAPTER 4:

DATA ANALYSIS AND RESULTS

WPB is a widespreadissue and researchersaround the globe are
investigating different aspectsof WPB and its psychological impact on
employeegMurshid,2017;Shaikh,2013;Bibi, 2021).Peopldiving in different
culturesmight haveadiverseimpacton WPB (Niedl, 1995;Parach& Shahzad,
2017;Denovishetal., 2017).This studyshedlight on our context.The current
sectionof our studyencloseghe findings of our researchobjectivesrelatedto
the consequencesf WPB andsubsequentsychologicabistressn HEIs along
with the role of the personalpsychologicalresource(PH) as a moderating
variable.

Majorly, the researchehas addressedhe latestcalls by the different
researchergelated to the detrimental outcomesof WPB and subsequent
psychologicaldistressalongwith the role of positive psychologicalresources
(psychologicalhardiness)as a minimizing strategyby the respondentsThe
rationale behind the selection of academicfaculty working in HEIs has
discoursedn the previouschapter.While being confrontedwith the financial
constraintsand time limitations, we have to focus on the higher education
institutions operating in Pakistan.The phenomenonhas not been studied
extensivelyin this partof theworld, thereforea holistic approachemployedfor
the contextualassessmenf the phenomenorof workplace bullying seems
viable.Goingfurther,thestudyalsoaimedatfinding outtherole of thepositive
psychologicalresourcgPH) to mitigatetheimpactof workplacebullying.

The aim behind a quantitativeinquiry is to examineand explain the
outcomesof collecteddatathroughstatisticalanalysis(Zikmand,2015). Such
an inquiry is proceededo investigatea societalproblembasedon gathering
numerical data that will further be analyzedusing mathematicallybased
methodqAliaga & Gunderson2002).Thecurrentchapteiinvolvesthedetailed
analysisof quanttative data (by focusing on data screeningand cleaning,
descriptionof populationandsample reliability analysis the validity concerns
of findingsof thestudy,correlationandregressioranalysismultiple mediations
analysisusingBootstrapsandmoderation.)

Importantly, with the emergenceof COVID-19, higher education
institutions in Pakistanremainedfully or partially closed. Based on the
prevailing circumstancesan online link was sharedwith the teachingfaculty
working in the big cities of Pakistan,using their email addressesnd social
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mediaincluding their Whatsappaccounts Gatheredresponsesvere primarily
screenedor the treatmenbf unengagedesponsemissingdataandunivariate
and multivariate outliers. Moreover, intentionally or unintentionally few
respondentdeft a few answersblank showing missing values and it is
consideredeasonabl¢o proceedor dataanalysisif missingvaluesarefound
lessthan10%. In the currentstudy,approx.40 responsesverefound with the
missingdataandwereexcludedfrom the datesheet.

Further,it is consideredignificantto identify theoutliersin thedatasheet
to avoid datamanipulationand for the samereasonunivariateoutliers were
detectedthrough Boxplot and Multivariate outliers were identified through
CooksD andMahalanobidest.Likewise, suchcasesverefoundlessthan1%
andwereretained|t is viableto ensurghatdatashouldbe normallydistributed
for finding estimateswith maximum likelihood. Purposefully, variables
screeningvasperformedaftercasdevelscreeningSkewnesandKurtosiswere
measuredo have an idea aboutthe deviation of responsegrom a normal
distribution. All the values were observedwithin the acceptableranges
(skewness<+3, kurtosis <+10 as suggestedby Kline, 2005). Moreover,
histogramsandp-p plotswerealsousedto assesslatanormality.
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Moreover, inconsistentrelationshipscan be problematicfor structural
equationmodeling, and for the samereason,linearity was testedthrough
ANOVA in SPSSandall thevariableswerefoundlinearly relatedshowingno
deviation.

4.1 PARTICIPANTS BIOGRAPHICAL PROFILE

Table 4.1 showsthat the presentstudyis respondedaonsiderablyhigher
by male teachingfaculty (236, 68%) as comparedto female teachingfaculty
(114,32%).

Table 4.1
Gender of Respondents
Category Frequency Percent(%) Cumulative Percent
Female 236 67.4 67.4
Male 114 32.6 100
Total 350 100

Table4.2 showsthatthirty-threepercent(33%, n = 117) respondentsf
our study belongto the agegroup of 20 to 29 yearswhile fifty -threepercent
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(53%, n = 185) belong to the age group of 30-39 yearswhich should be
consideredsthe highly respondedangeof agegroupof our study.

Table 4.2
Respondgent so
Age Group Frequency Percent (%) Cumulative Percent
20-29years 117 33.4 33.4
30-39years 185 52.9 86.3
40-49years 42 12 98.3
50-59years 4 1.1 99.4
60-69 years 2 0.6 100
Total 350 100

Table4.3 showsthatthe numberof marriedrespondentsf our studyis
morethanunmarriedoneswith asignificantdifferenceof 43.2%.

Table 4.3
Re s p o n Maritalt Safus

Marital Status| Frequency Percent (%) Cumulative Percent
Married 247 70.6 70.6
Unmarried 96 27.4 98.0
Widowed 5 1.4 994
Divorced 2 0.6 100.0
Total 350 100.0

Table 4.4 showsthat majority of the respondent®f our study bears

M.Phil. Degreeastheirterminaldegreg82%,n = 287).
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Table 4.4

Re s p o n &ducatiosablLevel

Category Frequency Percent (%) Cumulative Percent
Masters 2 0.6 0.6

M.Phils. 287 82.0 82.6
Ph.Ds. 61 17.4 100.0
Total 350 100.0

Table4.5showsthatour studyis respondeanoreby teachingfaculty

workingin privateuniversities(198,56.6%)ascomparedo thoseworking in
thepublic sector(152,43.4%).

Table 4.5
DemographicsRelatedto R e s p o n Brevatetos Rublic Division
Category Frequency Percent(%) | Cumulative Percent
private 198 56.6 56.6
Public 152 43.4 100.0
Total 350 100.0

4.2 DESCRIPTIVE STATISTICS

Descriptivestatisticshelp usto understandhe characteristicef the dataset
In termsof highestJowest,andaveragesaluesassociatedavith the studyvariables.
We mayobservehatWPBhasl.00asthelowestand5.00asthelowestvalueswhile
theaveragevalueis approx.2.00.PD includesl aslowestand4.5 ashighestvalue
while theaveragersalueasapprox.3.00. TP has1.00aslowestand5.00ashighest
valuewhile theaveragevalueis approx4.00.SB hasl aslowestand5.00ashighest
valuewhile the averagevalueis approx.3.00. Tl has1.00aslowestand5.00 as
highestvaluewhile theaveragevalueis approx.3.00.PHhasl.00aslowestand4.00
ashighestvaluewnhile theaveragevalueis approx.2.00.
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Table 4.6
Valuesof Mean and Standard Deviation

Constructs Minimum | Maximum Mean Std.
Deviation
Workplace 1 5 1.8513 0.60967
Bullying
Psychological 1 5 2.3795 | 0.72698
Distress
Task 1 5 3.9216 0.68528
Performance
SilentBehavior 1 5 2.5754 0.85765
Turnoyer 1 5 2 9566 0.93426
Intention
Psychological 1 4 2.3795 | 0.72698
Hardiness

4.3 SCALE MEASUREMENT
4.3.1 Reliability Assessment

Theinternallyconsistentneasuringool is supposedo measureghesame
thing consistently(Zikmund & Babin,2015)andthe samecharacteristicanbe
assessedby Cr o n b alghh (€mnbach,1951, Hair, Sarstedt,Hopkins &
Kuppelwieser,2014). Cr o n b alphla & susually calculatedto test the
reliability of the instrumentsHair et al. (2010) argued0.60 asthe acceptable
valueof Cr o n b a@phdFéveof thestudiesconsidel0.50asanacceptabléut
notagoodvalue(Streiner Norman& Cairney,2014).Thevalueof Cr onbac h 6 s
alphausuallyfalls betweertherangeof 0 to 1 wherezeroshowsno consistency
and one meansthe measuringnstrumentis fully consistentTable4.7 shows
thatadoptedneasurefor thepresenstudyareinternallyconsistenandreliable.
Hair et al. (2014)discussedhe limitation of Cr o n b alphdihatst takesall
indicators equally reliable and usually underestimateshe parameter of
reliability of the instruments.Consideing this limitation, anothertest was
appliednamelycompositereliability analysisshowingan acceptablevalue as
0.7 or more(Hair etal., 2014;Malhotra,2010).Findingsshowedhatall of the
valuesof compositereliability are higherthan 0.60 displayingall the study
variablesn theacceptableangeandsuitablefor furtheranalysisbecausét also
confirmsnoissueswith the convergenteliability aswell.
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Table 4.7
Reliability Analysis

Variables No. of Cronbach's Composite
ltems Alpha Reliability
Workplace 22 0.92 0.918
Bullying
Psthologlcal 6 0.74 0.769
Distress
Task 7 0.837 0.845
Performance
Silent 5 0.78 0.773
Behavior
Turnover 5 0.852 0.843
Intention
Psychological 15 0.747 0.821
Hardiness

4.4 VALIDITY TEST

The face and construct validity of the instrumentsare considered
significantto becalculatedFacevalidity measuregems'consistencyollowing
the theoreticalbackgrounds.The study questionnairewas sharedwith two
membersf the seniorfaculty at the University of Punjabhavingthe samearea
of interestto assesghefacevalidity of theinstrumentandwe got a satisfactory
responseMoreover basednthepreviouditerature we decidedo measurehe
constructvalidity basedon the correlationamong the variablesof interest
(Ghauri& Grgnhaug2005).

4.4.1 Correlation Analysis

Statistically,the Pearsorcorrelationcoefficientis usedto measurehe
linearassociatiomf two variabledBoddy& Smith,2009).Theacceptableange
of the coefficientis +1; where +1 showsperfectly positive and -1 showsa
perfectlynegativeassociationwhile 0 showsnorelationship-Table4.8is given
belowshowingthevaluesof correlationamongall the studyvariables.
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Table 4.8

Correlational Assessmenbf Study Variables
M Cronbég

Variables (SD) | Alpha ( U 1 2 3 4 5 6
Hotolace | 1818|002 |

et | o7 || 3

"o | o] 070|308 05|

4-Turnover 2.9566 & * *

Intention 0.034y| 0852 |.170 |.281 |.259 1

5-Psychological 2.3795
Hardiness (0.726)

6-Task 3.9216
Performance | (0.685)

**_Correlationis significantatthe0.01level (2-tailed).
*. Correlationis significantatthe 0.05level (2-tailed)

0.747 | 0.067| 192 | 165 | 0.08 | 1

0.837 |.227 |-0.011|-0.067|-0.084| 0.056| 1

4.4.2 Discriminant Validity

Discriminant validity showsthe degreeto which a constructvaries
from othersin anempiricalstudy (Hair et al., 2014)andit canbe evaluated
by the FornellLarcker criterion (Fornell & Larcker,1981). This approach
matcheghe value of the squareroot of AVE-VarianceExplainednumerical
values with the valuesof correlationof a latent variable. To check the
discriminantvalidity, it is necessaryo noteall thediagonalvaluesshouldbe
greaterthanthe off-diagonalvalues thesearethe valuesshowingthe square
root of AVE values of the study constructs (i.e. T_Perfmc = Task
Performance,W_Bul = Workplace Bullying, P_Dist = Psychological
Distress, P_Hard = PsychologicalHardiness,S_Bhr = Silent Behavior,
T _Intent= Turnoverintention). Table4.9 showsthat the requiredcondition
is fulfilled andstudyconstructsarefoundto havediscriminantvalidity.
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Table 4.9
Discriminant Validity
MaxR
CR | AVE | MSV (H) TP {WPB| PD PH SB Tl
TP | 0.803| 0.500( 0.094| 0.910| 0.680
WPB| 0.913] 0.590| 0.242| 0.957|-0.306 0.612
PD | 0.769| 0.510| 0.242| 0.962|-0.105 0.492| 0.633
PH | 0.827| 0.530| 0.020| 0.968| 0.053|-0.019 0.108| 0.591

SB | 0.773| 0.550| 0.154| 0.972|-0.157 0.350| 0.392| 0.143| 0.644

Tl |0.844| 0.522]| 0.099| 0.976(-0.219 0.171| 0.314| 0.106| 0.313| 0.722
Note: CR=compositeeliability, AVE= averagevarianceextractedMSV= maximumshared
squaredrariance MaxR(H) = maximumreliability, (H) = squarerootof AVE

45 KMO AND BARTLETT TEST OF SPHERICITY

Malhotra(2010)revealedthatB a r t ltestdéxplansthe factor of non
correlatednessf variables andthe KaiserMeyerOlkin testguidesresearchers
aboutthe datasuitability to proceedfor factor analysis(Kaiser,1970).Before
succeedingtowards factor analysis, it is viable to conductthe KMO and
Bar t testaf SainplingAdequacyand Sphericity. The statisticalvaluesof
bothof thetestshavebeenobservedn theacceptableangei.e.0.50-1.0 (where
. 0.90= excellent;0.80= admirable;0.70= moderate0.50 = not goodand<
0.50 = undesirable)Dziuban& Shirkey,1974)showingreadines®f datafor
factoranalysis(Malhotra,2010)(seetable4.11).

Table 4.10
KMO and Bartlett's Test
TestNameValue

KaiserMeyerOlkin Measureof SamplingAdequacy. 0.808
Bartlett's Test Approx. Chi-Square 10019.507
of Spherici Df 2145

Prenely Sig. 0.000

4.6 COMMON METHOD BIAS

If it hasbeenobservedhatvarianceexplainedby a singlefactoris more
thanfifty percentthenthe error of commonmethodbiasis provedandit is
essentiato removeit (PodsakoffMacKenzie Lee,& Podsakoff2003).In the
current study, H a r masmglesfactor test showed extracted factor with
eigenvaluemorethanl andmaximumvarianceexplainedoy asinglefactorwas
equalto 15.250%which is not exceedinghe thresholdvalue (seetable4.11).
Hence,CMB is not provedin our study.

54



Table 4.11

Total Variance Explained by Single Factor

InitialEigenvalues ExtractiorSumsof
Compone %of | Cumulative Squifg;oacgr&gn?ulativc
Total : Total :
Variance % Variance %
1 10.065| 15.250 | 15.250 | 10.065| 15.250 | 15.250
2 5130 | 7.772 23.022
3 3.659 | 5.544 28.566
4 3.494 | 5.294 33.860
5 2443 | 3.701 37.561
6 2.193 | 3.323 40.884
7 2.131 | 3.229 44.113
8 1.755 | 2.659 46.772
9 1.685 | 2.553 49.325
10 1.500 | 2.273 51.598
é . . é . . é . . é .
ExtractionMethod:Principal ComponenfAnalysis.

4.7 CONFIRMATORY FACTOR ANALYSIS

CFA affirms items' relevanceto the associatedconstruct basedon
theoreticagroundgKline, 2010).In thecurrentstudy,CFA wasexecutedirstly
atthescaldevelandthenatthelevel of theoverallMeasuremen¥liodel. AMOS
24 was usedfor structuralequationmodeling. Remarkably,it is essentialto
discusdit indexesbeforefurtherproceedingdo justify thecriteriaof acceptance
of themodel.

4.7.1 Fit Indexes

Generallyamodelis supposedo meetthecriterionof acceptabilityif the
value of relative chi-squareis smallerthan 3 (Uliman, 2001; Kline, 1998), or
sometimessmaller than 5 (Hair et al., 2010). RootMean SquareError of
Approximation (RMSEA) should be lower than .08 (Hu & Bentler, 1998;
Browne & Cudeck,1993) and preferably smaller than .05 (Stieger,1990).
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Moreover,a little harmonyis found on the value of the Comparativeit Index
(CFI). In afield whereprecedingmodelsgenerateCFI equalto 0.70thenthe
value equalto 0.85is consideredorogresseand shouldbe acceptedBollen,
1989).Hair etal. (2010)proposedCFl >.95asgreat,>.90asgood,and>.80as
permissible sometimes.Moreover, they advised StandardizedRoot Mean
ResidualRMR) <.09andPNFI>0.50andParsimonyNormedFit Index(PNFI)
shouldbe greaterthan 0.50. The NormedFit Index and The Goodnesof Fit
Index (GFI) shouldbearound0.90(Byrne,1994).

4.7.2 ScaleLevel Executionof CFA

Primarily, each item was examined carefully based on sale level
confirmatoryfactoranalysis An insignificantitem or anitemloadedbelow0.3,
or negativelyloadedwas excludedbeforefurther analysis(Mallard & Lance,
1998).WorkplaceBullying (Figure4.1) indicatesthe excellentfit modelwhere
WPB1, WPB2, WPB3, WPB5, WPB7, WPB8, WPB9, WPB10, WPB11,
WPB12, WPB13, WPB14, WPB15, WPB16, WPB17, WPB18, WPB19,
WPB21 are observedshowing satisfactoryloadings equalto 0.433,.0.410,
0.480,0.396,0.580,0.715,0.566,0.576,0.689,.709, .751, .608, .701, .754,
.713,0.614,0.643,and 0.471 respectively. WPB4, WPB6, WPB20, WPB22
wereexcludeddueto poorloadings.Modificationsindexesrevealedhaterrors
of itemsWPBlandWPB2;WPB8andWPB9; WPB3andWPB12;WPB2and
WPB13;WPB14andWPB16; WPB17andWPB18covary. The GOF indices
(Table 4.12) show the valuesof CMIN/DF=1.924, RMR=0.047,and GFI=
0.925,and AGFI= 0.900,and PGFI=0.687,and CFI= 0.953 and RMSEA =
0.051demonstratingdprilliant fit.
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Figure 4.1: Model of Workplace Bullying

PsychologicalDistress (Figure 4.2) indicatesthe excellentfit model
wherePD1,PD2,PD3,PD4,PD6 revealthe satisfactoryfactorloadingsequal
to .702,.613,.636,.626 and .588respectivelyPD5 wasexcludeddueto poor
loading.Modificationsindexesshowedhaterrorsof itemPDlandPD4covary.
Valuesfor GOFindices(Table4.12) showedCMIN/DF= 2.380,RMR = .034,
GFIl = .989, AGFI = .960,PGFI= 0.264,CFIl = 0.985and RMSEA = 0.063,
demonstratingdprilliant fit. (SeeTable4.12).
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Figure 4.2: Model of PsychologicalDistress

EmployeesSilent Behaviorindicatesthe excellentfit modelwhereSB1,
SB2,SB3,SB4andSB5revealthe satisfactoryievel of factorloadingsequalto
.393,.723,.757,.658,and .614 respectively Valuesof GOF indicesshowed
excellentfit includingCMIN/DF =1.904, RMR =.030,GFI =.993,AGFI = .967,
PGFI=0.199CFI=0.994andRMSEA=0.051.(SeeTable4.12).

Figure 4.3: Model of Silent Behavior
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TaskPerformancéndicategheexcellentfit modelwhereTP1,TP2,TP3,
TP6,andTP7revealthesatisfactoryevel of factorloadingsequalto .671,.930,
.689,.536,and.490respectivelyMoreover,TP4and TP5wereexcludedfrom
furtheranalysisdueto poorloading.Modificationsindexesrevealedhaterrors
of itemsTP1andTP7; TP2and TP6andTP6, TP7 covary. The GOF indices
showedexcellentfit including CMIN/DF = 3.91, RMR =.025, GFI =.987,
AGFI =.935,PGFI=0.197,CFI=.985andRMSEA as0.08(seeTable4.12).

TP7

TP6

TP3 e

TP2

TP1

Figure 4.4: Model of Task Performance

Turnoverintentionindicatesthe excellentfit modelwhereTI1, TI2, TI3,
Tl4 andTI5 revealthe satisfactorylevel of factorloadingsequalto .692,.790,
.799, .711 and .604 respectively. The GOF indices showed excellent
fit including CMIN/DF=2.305,RMR =.017,GFI = .995,AGFI=.960,PGFI=
0.133,CFI=.997andRMSEA = 0.061(sed able4.12).
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Figure 4.5: Model of Turnover Intention

PsychologicaHardinessndicategheexcellentiit modelwherePH1,PH2,
PH5,PH6,PH7,PH9,PH10,PH12,PH15revealghe satisfactoryevel of factor
loadingsequalto 0.475,0.628,0.526,0.589,0.607,0.553,0.586,0.658and0.671
respectivelyPH3, PH4, PH8, PH11,PH13,PH14 were excludeddueto poor
loading.Modificationsindexesevealedhaterrorsof item PHlandPH2covary.
The GOFindicesshowedexcellenffit includingCMIN/DF = 2.72,RMR = .053,
GFI = .957, AGFI = 0.926,PGFI = 0.553,CFI = .946 and RMSEA = 0.070
(seeTable4.12).
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Figure 4.6: Model of PsychologicalHardiness
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Table 4.12
Confirmatory Factor Indices of all of the Study Variables

Model CMIN/DF |RMR | GFI |AGFI |PGFI |RMSEA | CFI
Workplace 1.924 |0.047|0.925|0.900|0.687| 0.051 |0.953
Bullying
Psychological| 5 33 |9 034(0.989| 0.96 |0.264| 0.063 |0.985
Distress
Silent 1.904 | 0.03 |0.993|0.967/0.199| 0.051 |0.994
Behavior
Task
3.91 |0.025|/0.987|0.935|0.197| 0.081 | .985
Performance
Turnover 2.305 |0.017/0.995| 0.96 |0.133| 0.061 |0.997
Intention
Psychological| =, 25 |5 053(0.957| 0.926 |0.553| 0.07 |0.946
Hardiness

4.7.3 MeasurementModel

A completemeasuremennodelwasgeneratea@ftergoingthroughscale
level models(seefig. 4.6).
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Fig. 4.7: MeasurementModel

All the valuesof GOF for the overall measuremeninodel are found
satisfactorydemonstratingCMIN/DF = 1.54, RMR = .06, RMSEA = 0.04,
CFI =0.90,GFI = 0.85andPNFI = 0.72.Moreover,factor loadingsof all the
itemsincludingall variableshavebeenobservedatisfactoryseetable4.13 and

4.20).
Table 4.13
Model Fit Summary
Model CMIN/DF | RMR | CFI | GFI | PNFI | RMSEA
Measuremenilodel 1.629 .061 [ 0.90|0.836| .719 | 0.042
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