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ABSTRACT   
  

Workplace bullying is a wonder that shows up generally in research writing. It may be considered 
normative in several group settings but socially unaccepted within society. School bullying emerges 
as an international issue. These practices happening in the work environment contrarily sway both 
the individual and the organization. To collect data, a questionnaire survey was distributed to 300 
employees working in schools of Lahorem Pakistan by employing cross-sectional data. The findings 
from the quantitative study showed that workplace bullying has a significant positive link with 
employee not well-being, post-traumatic stress, and job burnout. Results propose techniques that 
Political abilities can carry out to help people and organizations lessen workplace bullying.  
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INTRODUCTION:  

Workplace bullying is defined as repeated inappropriate and hostile behavior intended to 

harm, humiliate, degrade, or intimidate others and form of aggression. Its global range is 

between 11% to 18%; it is considered to have destructive consequences and significant 

work stress for employees enduring bullying, anxiety, depression, post-traumatic stress 

disorder, and job burnout (Erdemir et al., 2020). That way, the experience of workplace 

bullying influences both the organization and employees. In the case of health, the 

profession is particularly problematic. It can negatively affect the quality of teaching they 

provide the student. According to the job demand resources theory, the identified resources 

might moderate the political skill with workplace bullying and work outcome relationships. 

We investigate the relationship between workplace bullying and job burnout and post-

traumatic stress disorder and also moderating role of political skill (Hoel et al., 2010). 

http://www.cssrjournal.com/
http://www.cssrjournal.com/
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There is a limited resource in the context of job burnout, post-traumatic stress disorder, and 

political skill job outcome in the education sector of Pakistan. Workplace bullying is a 

systematic review showing work stress studied as an antecedent of workplace bullying. 

Work stress was studied as a coping strategy for workplace bullying and coping social 

support, self-efficacy, autonomy, and decision-making participation (Erdemir et al., 2020). 

The present study investigates the moderating role of political skill in the relationship 

between job burnout and post-traumatic stress disorder among female school faculty 

members. The moderator role of political skill in bullying job outcome relationship reflects 

employee's sense of control in the education sector (Dieter, 1999). 

The word bully recalls an image of the mean animated by a child beating up other kids on 

the playing field. However, some researchers show that harassment does not end with a 

child. (Staale Einarsen et al., 2009) Field and Bell said that we should teach children how 

to react to assured behavior because bullying is not only in the schoolyard, but also in the 

playground, and maybe in the workplace or anywhere people alternation with each other 

(Livne & Goussinsky, 2018). 

 

Bullying was first recollected in the literature as a phenomenon. The European label of 

mobbing is a Swedish researcher who first applied. Lynn (2010) also observed group 

bullying behavior in the children and applied his studies in the workplace. The name 

mobbing from creature considers clarifying the gathering of weak creatures joining forces 

against a more proficient creature. The term mobbing stuck with many researchers in 

Austria, Germany, the Netherland, and other English-speaking countries (Livne & 

Goussinsky, 2018). 

 
 

Research question: 
 

The current research questions are: 

1) How does workplace bullying deteriorate the job outcome (job burnout, PTSD)? 

2) How does workplace bullying impacts political skills? 

3) How does political ability go about, as a moderator between work environment and 

post-traumatic stress disorder with the end goal that this positive relationship is more 

grounded if there should arise an occurrence of week political skills?  

4) How does Political expertise go about as moderator between work environment and 

job burnout with the end goal that this positive relationship is more grounded if there should 

arise an occurrence of week political? 

 

Stud y aim: 
 

The following are specific objectives that driven from the problem statement of the study: 

 To discover the relationship between workplace bullying and post-traumatic stress 

disorder in the education area of Pakistan 

 To decide the connection between workplace bullying and job burnout 
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 Political skill goes about as a moderator between workplace bullying and post-

traumatic stress disorder. The end goal is that this positive relationship is more grounded 

on powerless politics.  

 Political skill goes about as a moderator between workplace bullying and works 

burnout. The end goal is that this positive relationship is more grounded if there should 

arise an occurrence of powerless burnout. 

LITERATURE REVIEW 

Workplace bullying and post-traumatic stress disorder: 
 

Workplace bullying has linked too many horrible organizational and health results, 

including over-the-top turnover and additional physical and highbrow health problems. 

Similar results had been determined in instructor settings. Found comparable effects of 

bullying in an extensive survey of the U.S. in the education sector. 

H1) Workplace bullying is positively associated with post-traumatic stress disorder. 

 

Job burnout:  
The job demand resources theory describes the relationship between workplace bullying 

and employee burnout offers a valuable perspective. This theory focuses on two-dimension 

demand and resources. Job demand is an aspect that enhances work goals and reduces job 

demand and related costs.  The consequences of numerous researches have shown that 

excessive activity needs bring about professional burnout. This, in turn, ends in fitness 

troubles in diverse occupational groups, together with the teacher (Memon et al., 2017). 

Several longitudinal epidemiological research verifies that destructive psychosocial activity 

characteristics – excessive activity needs, low activity control, and coffee social help at 

paintings – represent one of the dangers for terrible intellectual fitness. 

 

H2) Workplace bullying is positively associated with job burnout. 

 

Workplace bullying and moderating role of Political skill: 

 
The political ability makes a specialty of an employee's cap potential to understand and 

influence strength differences within the workplace. It could be instrumental in expertise 

the strength energetic of bully-sufferer relations. Politically professional personnel are 

outstanding as being socially astute, able to influence others, honest in their interactions, 

and for this reason excellent at social networking. This personnel is acutely aware of the 

social context inside which they perform and can make correct judgments approximately 

the social reasons of others. Because their effect tries are much more likely to be visible as 

real and honest instead of stimulated via way of non-public ambition, those politically 

professional people can construct huge and sturdy networks that help accomplish private 

dreams and purposes(Ferris et al., 2005). 

   

H3) Political skill acts as a moderator between workplace bullying and post-traumatic 

stress disorder. This positive relationship is more robust in the case of weak politics. 
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H4) political skill acts as a moderator between workplace bullying & job burnout such that 

this positive relationship is more vital in case of weak burnout.     

 

Hypothesized Model: 

 

 

 

 

 

 

 

 
 

 

Figure 1: Research Model 

METHODOLOGY: 

Research design: 

A cross-sectional design was used with self-administered questioners to observe the 

association between the study variables. All the questionnaires used in this study are 

accessible quickly for research use. Research design is a general plan or strategy to examine 

research questions. In selecting a research design, factors play their parts: The purpose of 

the study, the sample of participants, data collection method, and data analysis. Research 

designs are classified into three categories.  

Workplace bullying: 

Workplace bullying acts were assessed using the (NAQR) Negative Acts Questionnaire-

Revised (Staale Einarsen et al., 2009) 

Post-traumatic stress disorder: 
The study includes one dependent variable (post-traumatic stress disorder). The number of 

items consists of 14 variables. The Cronbach Alpha value is .707; the item mean value is 

3.008, and the inter-item correlation value is .232. The variance of the mean value is .014, 

and the inter-item correlation variance value is .022. 

Job burnout: 
This research included job burnout 16 items. Job burnout act as a dependent 

variable(Maslach et al., 2001).  

Political skill as a moderator: 
This research measured political skill with an un-dimensional 16 item scale (Ferris et al., 

2005).  

 

RESULT AND ANALYSIS OF DATA 

Descriptive Statistical Analysis: 
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Descriptive statistical analysis on functional assessment used as a framework for the factor 

loading and Cronbach alpha.The mean of four variables is centered on 4.00 to 3.67. The 

mean that shows the highest value is 4.00 for workplace bullying, and the lowest offers the 

mean value, which is 3.67. 

 

Descriptive Statistical Table 1: 

 

Characteristics   Frequency  Percent 
Gender      

(Female)    302   99.3 

Age 

(20 years or below)   46   15.1 

(20 years – 30 years)   216   71.1 

(31 years – 40 years)   33   10.9 

(41 years – 50 years)   8   2.6    

Education 

(Intermediate)    14   4.6 

(Graduation)    69   22.7 

(Masters)    138   45.4 

(M.PHIL)    71   23.4   

(PHD)     11   3.6 

Experiences 

(Less than 1 years)   102   33.6 

(2 years – 4 years)   122   40.1 

(4 years – 7 years)   55   18.1 

(8 years – 10 years)   12   3.9 

 

Table 2: Institution of Education: 
 

Education Institutions     Respondent 
National Grammar School      23 

Lahore Garrison Education System     15 

Divisional Public School      20 

The City School       11 

Kips school Lahore       9 

Convent of Jesus and Mary      10 

Queen Marry College.       7 

Premier American School      5   
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Table 3: Hierarchical Regression Analysis: 

 
 Post-traumatic stress disorder Job Burnout 

 𝛽 t-value            𝛽 t-

value 

Step 1: Main effect     

Workplace bullying .157 2.753 .399 7.55 

Step 2: Two way interaction     

Workplace bullying×political skill .169 2.75 .065 6.81 

     

Workplace bullying×political skill -.075 -1.29 .399 7.51 

Total R2 0.25  1.05  

R change step 1 .133  .156  

R2 change step 2 6.23  .159  

     

In this hierarchal regression table *p<.05, **p <.01, ***p<.001. β Represent the slandered 

regression coefficient for each step in the regression. P-value is 0.00 show the significant 

value of regression value. 

 

Table 4: Result summary for the reflective measurement model: 
 

Variable                Mean          Std. Deviation            N. of items      Cronbach Alpha 

Workplace bullying          16.56              3.668                         9.603 

Political skill                     56.89              7.360                        16                        .719 

PTSD                                 24.05             5.766                         14                        .707 

Job burnout                       51.62             10.173                       16                        .837 

 

DISCUSSION 
This research tested the hypothesis for each sample using hierarchical regression analysis, 

with two-dimension post-traumatic stress disorder and job burnout as the dependent 

variable. The first step is followed by the independent variable (workplace bullying) and 

the moderator variable (political skill). The result is presented in the table. As shown in the 

table predicted that job, burnout, and post-traumatic stress disorder negatively affect the 

sector. (𝛽 = 0.157 and p < .001 for workplace bullying).  
 

H1) Workplace bullying is positively associated with post-traumatic stress disorder. 

  

When employees face bullying in the organization, employees suffer from different 

diseases. In this case, employees do not give their best outcome because they suffer from 

many difficulties. When the organization owner gives their employees negative comments 
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like healthy, smart, small, tall, and spreads different rumors related to employees, the 

organization and employees face difficulties solving the situation. When employees 

continuously face mobbing and harassment behavior in the organization, then employees 

suffer from many mental and post-traumatic stress disorders. 

 

H2) Workplace bullying is positively associated with job burnout. 

 

W.B. is significantly and positively correlated with J.B. The research shows that teachers 

face bullying behavior from principals continuously six months then prefer to quit the job. 

Burnout is the interpersonal stress on the job and prolonged response to chronic emotional 

and burnout three-dimension exhaustion, cynicism, and inefficacy. When the employees 

stress experience, whiten a large organization. Workplace bullying results from burnout; 

when the employees continuously face a bullying and harassment environment, then 

employees prefer to leave the organization. This is a significant loss for the organization 

and the employees. Burnout has been associated with several forms of job withdrawal, 

absence, and a plan to leave the organization. The people who stay on the job lead to low 

efficiency and value on the job. It's associated with decreased job satisfaction and reduced 

promise to the job or the organization. 

 

H3) Political skill acts as a moderator between workplace bullying and post-traumatic stress 

disorder. This positive relationship is stronger in the case of weak politics.  

 

The above table shows the direct relationship of P.S. and PTSD and the value of R.2750, 

indicating a positive relationship. Mean change in W.B. The T statistic value shows a 

significant relationship between this variable. The r-square guided that the independent 

variable brings 7% variation in the dependent variable and the p-value of f statistics 

(p<0.05). Suppose employees have a week political skill and continuously face bullying 

behavior from your principal and owner of the school. In that case, they prefer to quit the 

job. 

 

H4) political skill acts as a moderator between workplace bullying and job burnout. This 

positive relationship is more robust in the case of weak burnout. 

 

 In table show that 𝛽 value is 6.23 and p-value are >.001 show a significant relationship. 

If the employees have strong political skills, they do not stress harassment and bullying by 

their boss and colleagues. Political skill plays an important role among workplace bullying 

and job burnout. Suppose the employees have strong stamina and powerful strengths to 

handle this situation. In that case, employees do not decide to burn out the job. If employees 

have weak political skills, in this case, employees decide to leave the organization in this 

very both organization and employees face difficulties. Suppose employees decide to leave 

the organization because of post-traumatic stress disorder and workplace bullying. In that 

case, the organization hires new employees to bear the extra cost. 

  

The above table shows that political skills moderate the positive association between 

workplace bullying and job burnout. The result shows a positive and significant relationship 

because P-value <0.1 and T value indicate correlated positively and significantly on job 

burnout. The R-square guided that the independent variable brings 22% variation in the 
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dependent variable and accepts the null hypotheses according to the P-value of F-statistics. 

It means that valueless idea is accepted and moderator effect of one result. 

 

CONCLUSION: 
Workplace bullying in a school sector with a short history of research is a long-standing 

problem. This study answers how workplace bullying deteriorates the job outcome in the 

Education sector of Pakistan. The staff member who has political skills can easily bully 

other faculty members into staying with the organization. There is a compiling need for 

teaching sector employees and leaders to meet, recognize, and prevent this problem. 

Measure to address the problem knowledge gained from research to education sector by 

best educators. Workplace bullying is unavoidable; therefore, the education sector should 

increase employees' occupation self-confidence and make decisions concerning their tasks 

by implementing participating decision-making. Research suggests that political skills 

improved through training. The education sector also provides training programs to advance 

employees' ability to cope with workplace bullying. In conclusion, the research explores 

the relationship between workplace bullying and post-traumatic stress disorder and job 

burnout and moderates the role of political skill. Research results clarify that post-traumatic 

stress disorder and job burnout have damaging workplace bullying on employees. The 

finding adds that workplace bullying is a significant stressor that affects employees' 

performance. Overall, the research gives the existing literature on workplace bullying in 

education. Further research is needed to precisely the type of conclusion these resource on 

post-traumatic stress disorder and job burnout.  

REFERENCES 

Alfano, V., Ramaci, T., Landolfi, A., Presti, A. Lo, & Barattucci, M. (2021). Gender patterns in 

mobbing victims: Differences in negative act perceptions, mmpi personality profile, 

perceived quality of life, and suicide risk. International Journal of Environmental 

Research and Public Health, 18(4), 1–19. https://doi.org/10.3390/ijerph18042192 

Allen, B. C., Holland, P., & Reynolds, R. (2015). The effect of bullying on burnout in nurses: The 

moderating role of psychological detachment. Journal of Advanced Nursing, 71(2), 381–

390. https://doi.org/10.1111/jan.12489 

Andrews, M. C., Kacmar, K. M., & Harris, K. J. (2009). Got Political Skill? The Impact of Justice 

on the Importance of Political Skill for Job Performance. Journal of Applied Psychology, 

94(6), 1427–1437. https://doi.org/10.1037/a0017154 

Barling, J., Rogers, A. G., & Kelloway, E. K. (2001). Behind closed doors: in-home workers' 

experience of sexual harassment and workplace violence. Journal of Occupational Health 

Psychology, 6(3), 255–269. https://doi.org/10.1037/1076-8998.6.3.255 

Bartlett, J. E., & Bartlett, M. E. (2011). Workplace bullying: An integrative literature review. 

Advances in Developing Human Resources, 13(1), 69–84. 

https://doi.org/10.1177/1523422311410651 

Bernotaite, L., & Malinauskiene, V. (2017). Workplace bullying and mental health among 

teachers in relation to psychosocial job characteristics and burnout. International Journal 

of Occupational Medicine and Environmental Health, 30(4), 629–640. 

https://doi.org/10.13075/ijomeh.1896.00943 

Blass, F. R., & Ferris, G. R. (2007). Leader reputation, the role of mentoring, political skill, 

contextual learning, and adaptation. Human Resource Management, 46(1), 5–19. 



398 | P a g e  

 

https://doi.org/10.1002/hrm.20142 

Blickle, G., Schneider, P. B., Liu, Y., & Ferris, G. R. (2011). A Predictive Investigation of 

Reputation as Mediator of the Political-Skill/Career-Success Relationship. Journal of 

Applied Social Psychology, 41(12), 3026–3048. https://doi.org/10.1111/j.1559-

1816.2011.00862.x 

Bowers, L., Smith, P. K., & Binney, V. (1992). Cohesion and power in the families of children 

involved in bully/victim problems at school. Journal of Family Therapy, 14(4), 371–387. 

https://doi.org/10.1046/j..1992.00467.x 

Bullying, W., Among, P., & Employees, M. (2004). Problems Among Municipal Employees. 

Psyhlogical Reports, 94, 1116–1124. 

Dieter, Z. (1999). Organisational, work group related and personal causes of mobbing/bullying at 

work. International Journal of Manpower, 20(1), 70. 

http://proquest.umi.com/pqdlink?did=115719410&Fmt=7&clientId=13395&RQT=309&

VName=PQD 

Einarsen, Staale, Hoel, H., & Notelaers, G. (2009). Measuring exposure to bullying and 

harassment at work: Validity, factor structure and psychometric properties of the negative 

acts questionnaire-revised. Work and Stress, 23(1), 24–44. 

https://doi.org/10.1080/02678370902815673 

Einarsen, Stale. (1999). The nature and causes of bullying at work. International Journal of 

Manpower, 20(1–2), 16–27. https://doi.org/10.1108/01437729910268588 

Einarsen, Ståle. (2000). Harassment and bullying at work: A review of the Scandinavian 

approach. Aggression and Violent Behavior, 5(4), 379–401. 

https://doi.org/10.1016/S1359-1789(98)00043-3 

Erdemir, B., Demir, C. E., Yıldırım Öcal, J., & Kondakçı, Y. (2020). Academic Mobbing in 

Relation to Leadership Practices: A New Perspective on an Old Issue. Educational 

Forum, 84(2), 126–139. https://doi.org/10.1080/00131725.2020.1698684 

Fahie, D., & Devine, D. (2014). The Impact of Workplace Bullying on Primary School Teachers 

and Principals. Scandinavian Journal of Educational Research, 58(2), 235–252. 

https://doi.org/10.1080/00313831.2012.725099 

Famolu, F. B. (2021). BY. June, 0–24. 

Ferris, G. R., Treadway, D. C., Kolodinsky, R. W., Hochwarter, W. A., Kacmar, C. J., Douglas, 

C., & Frink, D. D. (2005). Development and validation of the political skill inventory. 

Journal of Management, 31(1), 126–152. https://doi.org/10.1177/0149206304271386 

Gamian-Wilk, M., Bjørkelo, B., & Madeja-Bien, K. (2017). Coping strategies to exposure to 

workplace bullying1. Forum Oświatowe, 30(2). 

Gini, G. (2006). Social cognition and moral cognition in bullying: What's wrong? Aggressive 

Behavior, 32(6), 528–539. https://doi.org/10.1002/ab.20153 

Giorgi, G., Perminiene, M., Montani, F., Fiz-Perez, J., Mucci, N., & Arcangeli, G. (2016). 

Detrimental effects of workplace bullying: Impediment of self-management competence 

via psychological distress. Frontiers in Psychology, 7(February), 1–11. 

https://doi.org/10.3389/fpsyg.2016.00060 

H., C., P., N., I., R., P.K., S., & B., P. (2002). Measuring workplace bullying. Aggression and 

Violent Behavior, 7(1), 33–51. 

http://ovidsp.ovid.com/ovidweb.cgi?T=JS&PAGE=reference&D=emed5&NEWS=N&A



399 | P a g e  

 

N=2002001222 

Hajdaraj, Y. (2017). European Journal of Social Sciences Studies TEACHERS' KNOWLEDGE 

OF BULLYING AND THEIR ANTI-BULLYING ATTITUDE. European Journal of 

Social Sciences Studies, 0(0), 1–11. https://doi.org/10.5281/zenodo.344262 

Haldorai, K., Kim, W. G., Phetvaroon, K., & Li, J. (Justin). (2020). Left out of the office "tribe": 

the influence of workplace ostracism on employee work engagement. International 

Journal of Contemporary Hospitality Management, 32(8), 2717–2735. 

https://doi.org/10.1108/IJCHM-04-2020-0285 

Harvey, M. G., Heames, J. T., Richey, R. G., & Leonard, N. (2006). Bullying: From the 

Playground to the Boardroom. Journal of Leadership & Organizational Studies, 12(4), 1–

11. https://doi.org/10.1177/107179190601200401 

Hjelt-Back, M., Birkqvist, K., & Osterman, K. (1994). Aggression Among University Employees. 

Aggressive Behavior, 20, 173–184. 

Hodgins, M., MacCurtain, S., & Mannix-McNamara, P. (2014). Workplace bullying and 

incivility: A systematic review of interventions. International Journal of Workplace 

Health Management, 7(1), 54–72. https://doi.org/10.1108/IJWHM-08-2013-0030 

Hoel, H., Glasø, L., Hetland, J., Cooper, C. L., & Einarsen, S. (2010). Leadership styles as 

predictors of self-reported and observed workplace bullying. British Journal of 

Management, 21(2), 453–468. https://doi.org/10.1111/j.1467-8551.2009.00664.x 

Hogh, A., Hoel, H., & Carneiro, I. G. (2011). Bullying and employee turnover among healthcare 

workers: A three-wave prospective study. Journal of Nursing Management, 19(6), 742–

751. https://doi.org/10.1111/j.1365-2834.2011.01264.x 

Hollis, L. P. (2016). Socially dominated: The racialized and gendered positionality of those 

precluded from bullying. Diversity in Higher Education, 18, 103–112. 

https://doi.org/10.1108/S1479-364420160000018009 

Hurley, J., Hutchinson, M., Bradbury, J., & Browne, G. (2016). Nexus between preventive policy 

inadequacies, workplace bullying, and mental health: Qualitative findings from the 

experiences of Australian public sector employees. International Journal of Mental 

Health Nursing, 25(1), 12–18. https://doi.org/10.1111/inm.12190 

Hussain, M. (2021). CAPITAL UNIVERSITY OF SCIENCE AND Mediating Role of Customer 

Satisfaction in Determining Service Quality and Moderating Role of Switching Barriers 

on Customer Loyalty by A thesis submitted in partial fulfillment for the. 

Jamro, A., Mangi, R. A., Kumar, A., Asad, &, & Abidi, R. (2016). The Effect of Workplace 

Bullying on Employees' Job Satisfaction. 54–63. 

Johnson, A. (2020). Exploring the Influence of Gender, Race, and Academic Rank on Faculty 

Bullying in Counselor Education. Journal of Counseling and Psychology, 3(1), 3. 

Keashly, L. (2021). Workplace Bullying, Mobbing and Harassment in Academe: Faculty 

Experience. https://doi.org/10.1007/978-981-10-5308-5_13 

Kidd, J. D., & Finlayson, M. P. (2010). Mental illness in the nursing workplace: A collective 

autoethnography. Contemporary Nurse, 36(1–2), 021–033. 

https://doi.org/10.5172/conu.2010.36.1-2.021 

Kivimäki, M., Virtanen, M., Vartia, M., Elovainio, M., Vahtera, J., & Keltikangas-Järvinen, L. 

(2003). Workplace bullying and the risk of cardiovascular disease and depression. 

Occupational and Environmental Medicine, 60(10), 779–783. 



400 | P a g e  

 

https://doi.org/10.1136/oem.60.10.779 

Kranefeld, I., Blickle, G., & Meurs, J. (2020). Political Skill at Work and in Careers. Oxford 

Research Encyclopedia of Psychology, November. 

https://doi.org/10.1093/acrefore/9780190236557.013.747 

Lee, J., Lim, J. J. C., & Heath, R. L. (2021). Coping With Workplace Bullying Through NAVER: 

Effects of LMX Relational Concerns and Cultural Differences. International Journal of 

Business Communication, 58(1), 79–105. https://doi.org/10.1177/2329488417735649 

Lewis, S. E., & Orford, J. (2005). Women's experiences of workplace bullying: Changes in social 

relationships. Journal of Community and Applied Social Psychology, 15(1), 29–47. 

https://doi.org/10.1002/casp.807 

Li, X., Liu, X., & Chen, W. (2020). The Impact of Workplace Bullying on Employees' Turnover 

Intention: The Role of Self-Esteem. Open Journal of Social Sciences, 08(10), 23–34. 

https://doi.org/10.4236/jss.2020.810003 

Lind, K., Glas, L., Pallesen, S., & Einarsen, S. (2009). Personality profiles among targets and 

nontargets of workplace bullying. European Psychologist, 14(3), 231–237. 

https://doi.org/10.1027/1016-9040.14.3.231 

Livne, Y., & Goussinsky, R. (2018). Workplace bullying and burnout among healthcare 

employees: The moderating effect of control-related resources. Nursing and Health 

Sciences, 20(1), 89–98. https://doi.org/10.1111/nhs.12392 

Maidaniuc-Chirilă, T. (2019). Gender differences in workplace bullying exposure. Journal of 

Psychological and Educational Research, 27(1), 139–162. 

Malik, N. A., & Björkqvist, K. (2019). Workplace bullying and occupational stress among 

university teachers: Mediating and moderating factors. Europe's Journal of Psychology, 

15(2), 240–259. https://doi.org/10.5964/ejop.v15i2.1611 

Mariya Razzaghian. (2011). Prevalence, antecedents, and effects of workplace bullying: A review. 

African Journal of Business Management, 5(35), 13419–13427. 

https://doi.org/10.5897/ajbmx11.021 

Martinko, M. J., Harvey, P., Brees, J. R., & Mackey, J. (2013). A review of abusive supervision 

research. Journal of Organizational Behavior, 34(SUPPL 1). 

https://doi.org/10.1002/job.1888 

Maslach, C., Schaufeli, W. B., & Leiter, M. P. (2001). Job burnout. Annual Review of Psychology, 

52, 397–422. https://doi.org/10.1146/annurev.psych.52.1.397 

McAllister, C. P., & Perrewé, P. L. (2018). About to Burst: How State Self-Regulation Affects the 

Enactment of Bullying Behaviors. Journal of Business Ethics, 153(3), 877–888. 

https://doi.org/10.1007/s10551-016-3424-z 

McDaniel, K. R., Ngala, F., & Leonard, K. M. (2015). Does competency matter? Competency as a 

factor in workplace bullying. Journal of Managerial Psychology, 30(5), 597–609. 

https://doi.org/10.1108/JMP-02-2013-0046 

Memon, M. A., Ting, H., Ramayah, T., Chuah, F., & Cheah, J.-H. (2017). a Review of the 

Methodological Misconceptions and Guidelines Related To the Application of Structural 

Equation Modeling: a Malaysian Scenario. Journal of Applied Structural Equation 

Modeling, 1(August), i–xiii. https://doi.org/10.47263/jasem.1(1)01 

Meurs, J. A., Gallagher, V. C., & Perrewé, P. L. (2010). The role of political skill in the stressor-

outcome relationship: Differential predictions for self- and other-reports of political skill. 



401 | P a g e  

 

Journal of Vocational Behavior, 76(3), 520–533. 

https://doi.org/10.1016/j.jvb.2010.01.005 

Moreno-Jiménez, B., Muñoz, A., Salin, D., & Benadero, M. (2008). Workplace Bullying in 

Southern Europe: Prevalence, Forms and Risk Groups in a Spanish Sample. International 

Journal of Organisational Behaviour, 13(2), 95–109. 

Nielsen, M. B., Harris, A., Pallesen, S., & Einarsen, S. V. (2020). Workplace bullying and sleep – 

A systematic review and meta-analysis of the research literature. In Sleep Medicine 

Reviews (Vol. 51). https://doi.org/10.1016/j.smrv.2020.101289 

Notelaers, G., Einarsen, S., De Witte, H., & Vermunt, J. K. (2006). Measuring exposure to 

bullying at work: The validity and advantages of the latent class cluster approach. Work 

and Stress, 20(4), 289–302. https://doi.org/10.1080/02678370601071594 

Notelaers, G., Van der Heijden, B., Hoel, H., & Einarsen, S. (2019). Measuring bullying at work 

with the short-negative acts questionnaire: identification of targets and criterion validity. 

Work and Stress, 33(1), 58–75. https://doi.org/10.1080/02678373.2018.1457736 

Okolie, U. C. (2021). POWER MISUSE : AN ANTECEDENT FOR WORKPLACE BULLYING. 

XXVIII(1), 110–124. 

Olweus, D. (1978). Long-Term Outcomes for the Victims and. Revista De Educación, 97–98. 

Organization, W., & Rosander, M. (2021). OUP accepted manuscript. Annals of Work Exposures 

and Health, 2014, 1–11. https://doi.org/10.1093/annweh/wxab040 

Perrewé, P. L., Zellars, K. L., Ferris, G. R., Rossi, A. M., Kacmar, C. J., & Ralston, D. A. (2004). 

Neutralizing job stressors: Political skill as an antidote to the dysfunctional consequences 

of role conflict. Academy of Management Journal, 47(1), 141–152. 

https://doi.org/10.2307/20159566 

Pheko, M. M., Monteiro, N. M., & Segopolo, M. T. (2017). When work hurts: A conceptual 

framework explaining how organizational culture may perpetuate workplace bullying. 

Journal of Human Behavior in the Social Environment, 27(6), 571–588. 

https://doi.org/10.1080/10911359.2017.1300973 

Quine, L. (2001). Workplace bullying in nurses. Journal of Health Psychology, 6(1), 73–84. 

https://doi.org/10.1177/135910530100600106 

Rai, A., & Agarwal, U. A. (2017). Linking workplace bullying and work engagement: The 

mediating role of psychological contract violation. South Asian Journal of Human 

Resources Management, 4(1), 42–71. https://doi.org/10.1177/2322093717704732 

Rayner, C. (1997). The incidence of workplace bullying. Journal of Community and Applied 

Social Psychology, 7(3), 199–208. https://doi.org/10.1002/(sici)1099-

1298(199706)7:3<199::aid-casp418>3.0.co;2-h 

Rayner, C., & Hoel, H. (1997). A summary review of literature relating to workplace bullying. 

Journal of Community and Applied Social Psychology, 7(3), 181–191. 

https://doi.org/10.1002/(SICI)1099-1298(199706)7:3<181::AID-CASP416>3.0. C.O.;2-Y 

Rayner, C., Sheehan, M., & Barker, M. (1999). Theoretical approaches to the study of bullying at 

work. International Journal of Manpower, 20(1–2), 11–16. 

https://doi.org/10.1108/01437729910268579 

Reknes, I., Visockaite, G., Liefooghe, A., Lovakov, A., & Einarsen, S. V. (2019). Locus of control 

moderates the relationship between exposure to bullying behaviors and psychological 

strain. Frontiers in Psychology, 10(JUN), 1–12. https://doi.org/10.3389/fpsyg.2019.01323 



402 | P a g e  

 

Revi, D. (2021). THE IMPACT OF WORK PLACE BULLYING PRACTICES AND JOB 

SATISFACTION AMONG EMPLOYEES OF TESCO STORES IN. 2(3), 38–46. 

Rivers, I., & Smith, P. K. (1994). Types of bullying behaviour and their correlates. Aggressive 

Behavior, 20(5), 359–368. https://doi.org/10.1002/1098-2337(1994)20:5<359::AID-

AB2480200503>3.0. C.O.;2-J 

Rodríguez-Carballeira, Á., Solanelles, J. E., Vinacua, B. V., Garcia, C. P., & Martín-Peña, J. 

(2010). Categorization and hierarchy of workplace bullying strategies: A delphi survey. 

Spanish Journal of Psychology, 13(1), 297–308. 

https://doi.org/10.1017/S1138741600003875 

RodríGuez-MuñOz, A., Moreno-JiméNez, B., Sanz Vergel, A. I., & Garrosa HernáNdez, E. 

(2010). Post-Traumatic Symptoms Among Victims of Workplace Bullying: Exploring 

Gender Differences and Shattered Assumptions. Journal of Applied Social Psychology, 

40(10), 2616–2635. https://doi.org/10.1111/j.1559-1816.2010.00673.x 

Rosander, M., & Blomberg, S. (2019). Levels of workplace bullying and escalation–a new 

conceptual model based on cut-off scores, frequency and self-labelled victimization. 

European Journal of Work and Organizational Psychology, 28(6), 769–783. 

https://doi.org/10.1080/1359432X.2019.1642874 

Rosander, M., & Blomberg, S. (2021). Workplace bullying of immigrants working in Sweden. 

International Journal of Human Resource Management, 0(0), 1–25. 

https://doi.org/10.1080/09585192.2021.1891113 

Rossiter, L., & Sochos, A. (2018). Workplace Bullying and Burnout: The Moderating Effects of 

Social Support. In Journal of Aggression, Maltreatment and Trauma (Vol. 27, Issue 4, pp. 

386–408). https://doi.org/10.1080/10926771.2017.1422840 

Saunders, M. N. K., Lewis, P., & Thornhill, A. (2019). "Research Methods for Business Students" 

Chapter 4: Understanding research philosophy and approaches to theory development. In 

Researchgate.Net (Issue January). www.pearson.com/uk 

Shahzad, A. (2018). Linking Personal Bullying With Nursing Staff Turnover Intentions: a Mixed 

Methods Study of Public Sector Hospitals in Pakistan. 01. 

Sheehan, Maura, McCabe, T. J., & Garavan, Thomas N.Sheehan, M., McCabe, T. J., & Garavan, 

T. N. (2020). Workplace bullying and employee outcomes: a moderated mediated model. 

In International Journal of Human Resource Management (Vol. 31, Issue 11,  pp. 1379–

1416). https://doi. org/10. 1080/09585192. 2017. 140639. (2020). Workplace bullying and 

employee outcomes: a moderated mediated model. In International Journal of Human 

Resource Management (Vol. 31, Issue 11, pp. 1379–1416). 

https://doi.org/10.1080/09585192.2017.1406390 

Sheehan, Maura, McCabe, T. J., & Garavan, T. N. (2020). Workplace bullying and employee 

outcomes: a moderated mediated model. International Journal of Human Resource 

Management, 31(11), 1379–1416. https://doi.org/10.1080/09585192.2017.1406390 

Sheehan, Michael, Barker, M., & Rayner, C. (1999). Applying strategies for dealing with 

workplace bullying. International Journal of Manpower, 20(1–2), 50–57. 

https://doi.org/10.1108/01437729910268632 

Simpson, R., & Cohen, C. (2004). Dangerous work: The gendered nature of bullying in the 

context of higher education. Gender, Work and Organization, 11(2), 163–186. 

https://doi.org/10.1111/j.1468-0432.2004.00227.x 

Smith, A. D., Plowman, D. A., Duchon, D., & Quinn, A. M. (2009). A qualitative study of high-



403 | P a g e  

 

reputation plant managers: Political skill and successful outcomes. Journal of Operations 

Management, 27(6), 428–443. https://doi.org/10.1016/j.jom.2009.01.003 

Smith, P. K., & Brain, P. (2000). Bullying in schools: Lessons from two decades of research. 

Aggressive Behavior, 26(1), 1–9. https://doi.org/10.1002/(SICI)1098-

2337(2000)26:1<1::AID-AB1>3.0.CO;2-7 

Society, J. E., & Society, J. E. (2013). www.econstor.eu. 

Spence Laschinger, H. K., Leiter, M., Day, A., & Gilin, D. (2009). Workplace empowerment, 

incivility, and burnout: Impact on staff nurse recruitment and retention outcomes. Journal 

of Nursing Management, 17(3), 302–311. https://doi.org/10.1111/j.1365-

2834.2009.00999.x 

Stonkutė, E., & Vveinhardt, J. (2018). How To Mitigate Risks of Bullying Invasion While 

Creating Organization'S Future Under High Uncertainty? Management Theory and 

Studies for Rural Business and Infrastructure Development, 40(1), 85–90. 

https://doi.org/10.15544/mts.2018.08 

Tehrani, N. (2002). Counselling and rehabilitating employees involved with bullying. In Bullying 

and Emotional Abuse in the Workplace. https://doi.org/10.1201/9780203164662.ch15 

Thomas, M. (2005). Bullying among support staff in a higher education institution. Health 

Education, 105(4), 273–288. https://doi.org/10.1108/09654280510602499 

Treadway, D. C., Shaughnessy, B. A., Breland, J. W., Yang, J., & Reeves, M. (2013). Political 

skill and the job performance of bullies. Journal of Managerial Psychology, 28(3), 273–

289. https://doi.org/10.1108/02683941311321169 

Vickers, M. H., & Sydney, W. (2001). Managing in the Middle: A Review of the Middle 

Management Experience in the 21 (Issue January). 

Wu, I. H. C., Lyons, B., & Leong, F. T. L. (2015). How racial/ethnic bullying affects rejection 

sensitivity the role of social dominance orientation. Cultural Diversity and Ethnic 

Minority Psychology, 21(1), 156–160. https://doi.org/10.1037/a0037930 

 

  


