International Journal of Academic Research in Economics and Management Sciences

HRwars 2017, Vol. 6, No. 1
Exploring Intellectual Capital ISSN 2226-3624

Workplace Bullying as a Predictor of Intention to Leave
among Workers at the Industrial Organizations in
Jordan

Dr. Bahjat Eid Al- Jawazneh

Associate Professor, Department of Business Administration
Faculty of Business & Finance Al-al-Bayt University, Al-Mafrag-Jordan
Email: dr.jawazneh@gmail.com

Dr. Ziad Moh'd. Ali Smadi

Associate Professor, Department of Business Administration
Faculty of Business & Finance Al-al-Bayt University, Al-Mafrag-Jordan
Email: ziad34@hotmail.com

DOIl:  10.6007/IJAREMS/v6-i1/2559 URL: http://dx.doi.org/10.6007/IJAREMS/v6-i1/2559

Abstract

The major purpose of this study is to find out if workplace bullying can be a predictor to the
intention to leave at industrial companies in one of the most important industrial estates in
Jordan, which is the Alhasan industrial Estate.

The study employed the descriptive and analytical methodologies in order to arrive at sufficient
answers for its main problem. Primary data of the study came from a questionnaire which was
designed for said purpose, and workplace bullying was measured using two sub-scales, namely
work-related bullying and person-related bullying. The Negative Acts Questionnaire (NAQ) of
Einarsen et al. (2001) and Einarsen and Raknes (1997) was adopted. With regard to the
intention to leave items, researchers utilized the studies of Glambek et al. (2014) and Djurkovic
et al. (2008). Questionnaires were distributed to 34 industrial companies.

The major findings of this study are as follows:

The level of presence of work-related bullying at the industrial organization in Jordan is high,
while person-related bullying is medium and workplace bullying predicts only 6.7% of the
intention to leave among the respondents of the study.
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1. Introduction

Workplace bullying is defined as a repetitive, deliberate behavior toward any employee with
the purpose of insulting and humiliating him by underestimating his job and personal
performance. Employees may experience this type of behavior with their managers,
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supervisors, and colleagues as well. Bullying can be considered a type of aggressive behavior,
when a person suffers continuously from a painful behavior because of inequalities of
opportunities between two persons. The first one is seen as an attacker, while the second as a
victim. Bullying can be verbal, emotional, or physical (Olweus, 1993).

Another definition which may affirm our earlier statement is what Einarsen (1999) concluded:

“the repeated actions and practices (of a perpetrator) that are directed to one or
more workers, which are unwanted by the victim, which may be done deliberately,
or unconsciously, but clearly cause humiliation, offense, distress, may interfere
with job performance, and/or cause an unpleasant working environment” (p. 17)

Workplace bullying comes in many forms, and can include acts such as the continued exclusion
of an employee from important meetings that are necessary in order to do a competent job, or
other strategic bullying actions. It may involve the ongoing over-assignment of work which
could cause the employee being bullied to fail by missing deadlines, or failing to provide
assistance or information that is needed to make accurate decisions. These current factors
point to looking at the past so as to understand the history of bullying and its background (Mac
Leod, 2015).

Contemporary researches indicate that workplace bullying has been a major issue in all types of
organizations, regardless of the nature of the services or products they offer. Hence, neither
countries nor organizations are immune to it. A survey conducted in Canada revealed that 78%
of the respondents felt incivility had worsened in the previous 10 years (Pearson, 1999).

On the other hand, “intention to leave” is described as an employee’s plan to leave or resign
from his current work and start searching for a new job with the hope that the new job will give
him more peace, comfort, and stability (Koslowsky & Elyakim, 1995).

2. The Problem of the Study

No one can deny the fact that survival is a human basic need that must be fulfilled through
productive activities, and one of the most basic and popular way to be productive is to find a
job that is based on education, skills, experience, and above all, personal desire and ambition.
However, some organizations may fail to offer the right work environment for their workers
who begin to be abused by managers, supervisors, colleagues, and sometimes even by the
owner of the business organization.

Workplace bullying has been a good topic for research due to its importance and negative

effect on human rights and dignity. Many studies were conducted on this topic (Rayner, 1997;
Hoel & Einarsen, 1999; Vartia, 2001; Zapf & Gross, 2001), but very few studies tackled the
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Jordanian work environment, particularly the industrial sector according to researcher’s
knowledge.

A report issued to mark Labor Day, annually observed on May 1, stated that “most paid workers
in Jordan work under ‘unfair and inappropriate’ conditions. In addition, there have been ‘many
violations’ against workers in different sectors in the country, including not paying employees
working more than eight hours a day proper overtime, and not abiding by safety and security
regulations at the workplace” (Jordan Times, April 28, 2016).

In a study conducted by Abu Jadayil (2011) that meant to investigate main factors causing
workers’ turnover in Jordan industrial companies, he concluded that the main reason for
possible workers’ turnover is their psychological state and relationships with the surrounding
environment, which is in contrast to salary, which was the main reason for workers’ turnover in
factories located inside the industrial cities.

Another study by Al-gharably (2014) on bullying in the workplace among academic and the non-
academic staff at the University of Jordan found that workplace bullying does exist within the
University. The results indicate a high percentage of participants that experience workplace
bullying, and employees who had experienced bullying reported high levels of work-related
stress.

This research aims to start from where other researchers left off, and seeks to answer the main
research problem, which is:

Is workplace bullying a predictor to an intention to leave among workers at the Alhasan
Industrial Estate in Jordan?

From the main research problem, the following sub-problems evolved:

1. What is the intensity of workplace bullying among workers at the Alhasan Industrial
Estate in Jordan?

2. What is the impact of work-related bullying on the employees’ intention to leave?

3. What is the impact of personal workplace bullying on the employees’ intension to
leave?

4. Are there any significant differences among the answers of the respondents with regard
to the impact of workplace bullying on intention to leave in relation to their age, gender,
civil status, citizenship, qualification, number of years of experience, and job title?

3. Importance of the Study
This study serves as an eye opener to decision makers on the issue of workplace bullying
surrounding the industrial sector in Jordan. Therefore, it is expected that the results can serve
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as a stepping-stone toward better work environment for those who may be a victim of such an
act.

Confirming what was mentioned earlier, this paper could be one of a few researches that deals
with workplace bullying in Jordan, and thus may be considered as a beginning for other local
researchers to explore the working conditions in the industrial sector, especially those
conditions that affect the physical, mental, and psychological well-being of workers.

This paper is expected to have some conclusions and recommendations for future researchers
who would like to write about workplace bullying, most specifically those who are going to
study other dependent variables as a predictor to workplace bullying other than the intention
to leave behavior.

4. Objectives of the Study

The major purpose of this study is to find out if workplace bullying can be a predictor to the
intention to leave at industrial companies in one of the most important industrial estates in
Jordan, which is Alhasan Industrial Estate.

Another purpose for this research is to measure the extent of workplace bullying on two levels,
personal and professional (work related), then determining separately the effect of each one on
the employees’ intention to leave.

To end doubts about the influence of the demographic variables of the respondents on the
relationship between workplace bullying and the intention to leave behavior, the study will
make a statistical test for hypotheses formulated for that purpose.

Based on the study outcome, the researchers are working toward some relevant
recommendations to help any problem related to workplace bullying and the intention to leave
behavior in order to make work environments at each researched organizations a healthier
one.

5. Review of Related Literature and Studies

5.1 What is workplace bullying?

Namie (2003) wrote that bullying is observed on a continuum that begins with incivility,
transitions into bullying, which then ends in workplace violence. Bullying can also be defined as
behaviors that occur repeatedly and regularly over a time period that “harass, offend, socially
exclude, or adversely affect the work of an employee” (Einarsen et al., 2003).

The definition above then confirms bullying’s foremost definitions at work, which is “repeated
and enduring aggressive behaviors” that may be perceived by the recipient as intentionally
hostile (Einarsen, 1996). At work, bullying or generic harassment is claimed as a devastating and
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more crippling problem for employees as compared with other work-related stressors put
together. This may also be seen “as a rather severe form of social stress at work” (Zapf et al.,
1996).

There are many types of bullying established by researchers as work related as compared
against person related. Bullying with regard to work includes behavior such as giving
unreasonable deadlines or unmanageable workloads. Person related on the other hand can
include teasing, making unreasonable remarks, playing practical jokes, and spreading gossip
(Einarsen & Hoel, 2001).

5.2 The workplace bullying behavior

Bullying in the workplace involves behaviors that mostly appear to be verbal in nature and
rarely includes physical violence (Keashly, 1998). The acts involved in bullying, according to
Leymann (1990), may appear fairly common in everyday life, but may cause much harm and
humiliation when occurring on a regular basis. Therefore, the nature of conduct or the very act
in itself may not be what makes a victim of bullying suffer, but the frequency by which the act
or acts happen. The frequency of the acts, “situational factors relating to power differences or
inescapable interactions,” or the attributions of a victim on the intentions of the offender, may
be contributing factors to the cause of much anxiety, suffering and misery just as much as the
very act involved (Einarsen et al., 1994). Studies show that bullying is not a surprise but rather
something of a common knowledge among the people and that they were dealing with at work.
Organizations seem to have developed a culture wherein their achievement of organizational
goals justifies the means. In such a culture, there may be a perception from managers that they
possess a mandate allowing them to use whatever means—techniques or behavior—necessary
in deploying their human resources (Sheehan, 1999).

Maijority of the definitions surrounding workplace bullying suggest that the victims must feel
unable to prevent or stop the abuse. In such situations, there is a power disparity that exists at
the onset, which then develops over time (Keashly & Nowell, 2003). In Barling’s (1996)
discussion of primary and secondary victims of workplace violence, there is a suggestion that
employees who aren’t victims themselves, but whose fears, perceptions, and expectations have
been changed as a result of being exposed to such “violence” make up the secondary victims.
Thus, studies suggests that bullying does not only adversely affect and negatively impact the
victims’ work quality outputs, but also affect the outputs of those who are witness to the act or
event (Jennifer et al., 2003; Vartia, 2001, 2003). Analyzing bullying within a number of public
and private sector organizations revealed that there are more employees who were targets of
“less dramatic forms of verbal aggression,” such as belittling victims’ opinions and talking
behind the targets’ back (Baron & Neuman, 1998, p. 447).

A UK study that explored bullying incidences showed that bullying succeeded due to bullies
knowing “they can get away with it” (UNISON, 1997). When respondents in other researches
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were asked as to what they believed were the causes of bullying, answers illustrated the kind of
culture that is prevalent in some British workplaces (Archer, 1999; Rayner, 1997; 1998).
Another study also adds that the most common causes for bullying include “envy, a weak
superior, competition for tasks or advancement, and competition for the supervisor’s favor and
approval,” thus pointing towards the direction of additive effects of predictors (Vartia, 1996, p.
203).

Workplace bullying thus drains not just the victim’s but also the entire work group’s motivation
and productivity (Einarsen, 2000).

5.3 Work-related and person-related bullying

Another definition for bullying refers to actions and practices repeated and directed towards
one or more workers, wherein such actions are unwanted by the victim, and may be
deliberately or unconsciously done. Consequently, such acts cause distress, offense,
humiliation, and an unpleasant working environment, and ultimately interferes with work
performance (Einarsen & Raknes, 1997).

Work-related bullying behaviors include delegating unachievable tasks, assigning impossible
deadlines, unmanageable workloads, meaningless tasks, or even providing vague information,
and threatening security (Beswick, Gore, & Palferman, 2006). Beswick, Gore, Palferman’s (2006)
definition is in line with Vartia’s (1991) account that states work-related bullying as that of
giving an individual too simply, too few, or too many tasks, or even criticizing a person or their
work persistently.

On the other hand, person-related bullying may be seen as a form of stress that is capable of
causing detrimental effects to one’s health. According to Beswick, Gore, and Palferman (2006)
states that person-related bullying behaviors include vyelling, intruding or violating one’s
privacy, spreading rumors or gossip, public humiliation, insulting, or even ignoring someone.
Vartia (1991) adds that slander, insinuations about someone’s mental health, and social
isolation may also be considered as examples of person-related bullying.

5.4 The intention to leave behavior

Intentions are the foremost determinants of actual behavior (Igbaria & Greenhaus, 1992).
According to Price (1977), “the degree of individual movement across the membership
boundary of a social system” along with intention to leave are influenced by a significant
number of factors such as coworkers’ job embedding and job search behaviors (Felps et al.,
2009). Porter and Steers (1973) wrote that “intention to leave” is the next logical step after
experiencing dissatisfaction with the workplace, and that the intent to leave may be considered
as the last in the sequence of withdrawal cognitions wherein an employee considers resigning
and searching for other alternatives for employment (Tett & Meyer, 1993).
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5.5 Related studies

Simons (2008) examined bullying behavior among nurses, tested the relationship between
nurses’ intention to leave and bullying, and noted that 31% of the respondents reported
incidents of being bullied and that bullying is an important determinant in predicting one’s
intention to leave the organization (B = 3.1, P <0.0005).

Another research examined whether perception of organizational support moderates the
relationship between a victim’s intention to leave and bullying in the workplace (Djurkovic
et al., 2008). Djurkovic et al. found that perceived support in the organization does moderate
the effects of bullying with regard to their intent to quit. In addition, a series of univariate
regression analyses revealed that bullying’s effects on intention to leave were significant with
lower levels of perceived organizational support, whereas higher levels of perceived
organization support were non-significant.

Hauge et al. (2010) researched the relative contribution of workplace bullying as a predictor of
organization- and individual-related outcomes after controlling for the documented work
stressors of job demands, role conflict, role ambiguity, and decision authority. It was then
found that bullying was a significant predictor of all the outcomes, depicting a significant
relative contribution in relation to anxiety and depression. Meanwhile, more modest relative
contributions were identified for job satisfaction, absenteeism, and turnover intention.

Megadi (2013) studied bullying’s direct effects on unethical behaviors. The study reported
testing on a sample consisting of 295 respondents in the banking sector in Jordan’s northern
region with regard to the mediating effect of psychological ownership of the relationship on
unethical behavior. Results showed that bullying has a direct effect on the employees’ ethical
behaviors. The same study also showed a “moderating effect of social exchange ideology
between bullying and psychological ownership” (Megadi, 2013). Furthermore, Megadi’s
research found a moderating effect of “the need for revenge on the relationship between
psychological ownership and unethical behaviors.”

Al Mualla and Hasan (2016) studied workplace bullying among nurses in public hospitals in
Jordan, which revealed that 49.5% of respondents have been subjected to bullying behavior.
Meanwhile, 50.5% have lower “rate of exposure” to the same negative acts within the last six
months of the research. The same study (Al Mualla & Hasan, 2016) yielded that 70% of nurses
were bullied (394 out of 562), while 73% of those respondents stated that bullying events were
witnessed by others. Furthermore, they also reported that the individuals they considered who
mostly inflicted bullying behavior were those who accompanied patients (27%), physicians
(23%), other nurses (19%), and nurse supervisors (11%).

Glambek et al.’s (2014) research on workplace bullying as an antecedent to job insecurity and
intention to leave shows that exposure to bullying behavior predicted, over a six-month period,
an increase in both levels of intention to leave and job insecurity among a random sample of
21 www.hrmars.com
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North Sea workers (n =734). The reported findings seem to suggest that employees who were
bullied were insecure about job content and permanence, and may be at risk for turnover and
exclusion from working life. It is thus recommended that these outcomes be taken into
consideration when workplace bullying incidents are addressed.

6. Research Variables

Independent
Variable

Dependent

Work-related bullying Variable

Intention to leave

\/

Person-related bullying

Figure 1. The variables of the study

Figure 1 shows workplace bullying as the independent variable, which is divided into work-
related bullying and person-related bullying, while the intention to leave behavior is the
dependent variable. With regard to workplace bullying variables, the researchers used the
variables of Yahaya et al. (2012).

7. Research Hypotheses

Based on the related literature and studies, the researchers developed the following
hypotheses.

The first main null hypothesis:
e HO1: Workplace bullying could not predict the intention to leave among workers at an
industrial organization in Jordan, at the significance level of a < 0.05.

From the main hypothesis, the researcher formulated the following sub-hypotheses:
e HO1la: Work-related bullying could not predict the intention to leave among workers at
an industrial organization in Jordan, at the significance level of a < 0.05.

e HO1b: Person-related bullying could not predict the intention to leave among workers at
an industrial organization in Jordan, at the significance level of a < 0.05.
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The second main null hypothesis:

e HO2: There are no significant differences among the answers of respondents at a < 0.05,
with regard to workplace bullying as a predictor of the intention to leave among
workers at an industrial organization, which pertain to their demographic characteristics
such as, gender, age, marital status, nationality, education, experience, profession, and
industrial organization nationality.

8. Research Methodology

The study employed the descriptive and analytical methodologies to arrive at sufficient answers
for its main problem.

8.1 Data collection method
Secondary sources of data, such as references and published papers related to the subject of
workplace bullying and the intention to leave, were thoroughly reviewed and studied.

Primary data of the study came from a questionnaire which was designed for that purpose.
Workplace bullying was measured using two sub-scales, namely work-related bullying and
person-related bullying. The negative Acts Questionnaire (NAQ) of Einarsen et al., (2001) and
Einarsen and Raknes (1997) was adopted; however, with regard to the intention to leave,
researchers utilized the studies of Glambek et al. (2014) and Djurkovic et al. (2008).

The original version of the NAQ was translated to Arabic and modified so as to be understood
by the respondents. Furthermore, and upon the advice of some academicians in the field of
organization behavior and human resources management, the items of the instrument were
narrowed down to 16 items. But with regard to the intention to leave, the researchers
developed seven items that were regarded as sufficient enough to measure this dimension.

A 5-point Likert type rating scale, ranging from highly agree (highest) to highly disagree (lowest)
was utilized.
The instrument consisted of the following:

e the first part covers the demographic profile of the respondents;

e the second part consists of items that measure work-related bullying and person-related
bullying variables; and

e the third part contains items that measure the intention-to-leave variable.

For the sake of the interpretation of the descriptive statistics of the study, the researchers
computed the range using the following equation:
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highest average value - lowest average value

Range = -
number of levels
a—1

Range =
e 3

Range = 1.33
Range = 1.33+ 1 = 2.33

Therefore, low response rate ranges from 1 to less than 2.33. Medium response rate ranges
from 2.33 to less than 3.66, calculated as such:

233+ 1.33 = 5.66

And high average response rate is assigned to responses that score more than 3.66 (from 3.66
to 5.00).

8.2. Population and sample of the study

Convenient sampling was the most appropriate and most possible to adopt because of the
nature of work of the industrial organization in general, particularly at Alhasan Industrial Estate,
which requires three-shift schedule most of the time so as to meet job orders’ due date. Hence,
guestionnaires were distributed to 34 industrial companies that took part in this study. An
average of three to four questionnaires was distributed to each industrial company, totaling to
115 questionnaires. For some reason though, only 98 questionnaires were retrieved, but only
93 of them were valid for statistical analysis.

8.3. Statistical Treatment

To describe the population of the study, descriptive statistics such as frequencies, percentages,
averages, and standard deviations were used in this study. Furthermore, Multiple Regression
was also employed to test the main hypotheses and sub-hypotheses. For the second main
hypothesis, one-way ANOVA was utilized, and Pearson correlation was also used to measure
the inter-correlation between the variables, and to investigate the impact of workplace bullying
on intention to leave.
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9. Data Presentation and Analysis

Table 1. The demographic characteristics of respondents

Variable Category Frequency Percentage %

Gender Male 60 64.5
Female 33 355

Total 93 100

Age Less than 25 years 11 11.8
From 25 to less than 35 years 18 19.4

From 35 to less than 45 years 19 20.4

More than 45 years 45 48.4

Total 93 100

Marital status Married 73 78.5
Single 20 215

Total 93 100

Nationality Jordanian 83 89.2
Non Jordanian 10 10.8

Total 93 100

Education Below high school 11 11.8
High school 17 18.3

Diploma 23 24.7

Bachelor 31 33.3

Higher study 11 11.8

Total 93 100
Experience Less than 2 years 17 18.3
From 2 years —to less than 4 years 7 7.5

From 4 years —to less than 6 years 7 7.5

More than 6 years 62 66.7

Total 93 100

Work type Laborer 9 9.7
Technical staff 52 55.9

Administrative staff 16 17.2

Supervisory staff 16 17.2

Total 93 100
Company nationality Jordanian 87 93.5
Non Jordanian 6 6.5

Total 93 100

Table 1 shows that the number of male respondents is 60 (64.5%), while the number of female
respondents is 33 (35.5%). It must be noted that social culture in Jordan no longer prohibits
women from working in the manufacturing sector since Jordan is witnessing social reform.
According to the annual report of the Jordan Industrial Estates Corporation for 2012, the
number of female workers at Alhasan Industrial Estate was 9,277 compared to 4,779 male
workers. It is also shown that more than 48.4% of the study respondents are over 45 years of
age, while 11.8% are younger than 25 years. This can be traced to younger generation
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prioritization of obtaining a college degree over work. The same table shows that most of the
respondents are married and are of Jordanian nationality.

The industrial sector seems to be very attractive to college graduates and that is the reason
why diploma and bachelor degree holders turned out to hold 58%. With regard to experience,
workers with six years and more were the highest with 66.7%. Most of the respondents occupy
administrative positions with 55.9%.

9.1 Reliability Test

Table 2 below shows the internal consistency of outsourcing strategy.

Table 2. The internal consistency of the study variables

Variables No. of No. of Alpha
Cases Items
Work related 93 8 63.27
bullying %
Person related 93 9 64.45
bullying %
intention to leave 93 7 64.19
%
Reliability for all 66.635

Table 2 shows that the value of internal consistency of coefficients for all items of work-related
bullying, person-related bullying, and the intention to leave is at 66.63%, which is acceptable, as
it is more than the minimum required percentage of 60% for social science research (Cronbach,
1951).

9.2 Answering the first question of the study

1. What is the level of work-related bulling and person-related bullying among workers at
the Alhasan Industrial Estate?

In order to resolve research problems, and answer the first question of the study, the average
means for all variables and sum of these variables were calculated as shown in Table 3, which
presents the results in detail for all factors (arithmetic means and standard deviations) so as to
highlight which factor has the highest mean.
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Table 3. Descriptive statistics for all variables of workplace bullying and personal bullying

Variables Mean Average
response
Work related bullying 4.108 High
Person-related bullying 3.603 Medium

Overall average for all 3.856 High
variables

The table above shows that workplace-related bullying was rated high compared to person
related bullying, which was given medium rating, detailed results of the descriptive statistics
results are shown in the following tables.

2. Answering the problem on the level of work-related bullying.

Table 4. Work-related bullying

Variable ltem Mean Standard Rank Average
No. deviation response
Work-related 1 Someone withholding information which affects 431 .7368 3 High
bullying your performance
2 Having your opinions and views ignored 4.36 .8695 2 High
3 Being given tasks with unreasonable or impossible  3.98 .9666 6 High

targets or deadline
4 Excessive monitoring of your work. 4.04 .9990 5 High

5 Pressure not to claim something which by right 4.37 .7649 1 High
you are entitle to

6 Being exposed to an unmanageable workload 3.92 1.045 7 High

7 Sometimes | am forced to choose late work shift 3.74 1.309 8 High
though day shifts are available.

8 My manager keeps on insinuating that i poorly 4.13 9116 4 High
perform at work

Overall average 4.108 High
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The table above shows that work-related bullying is high, with an average of 4.108. Most of the
respondents believe that their superiors pressure them not to claim something, which they are
entitled to. At the same time, their opinions and views are being ignored. A high rating was
given to an item that states that critical information that affects their performance is being
withheld by those who are supposed to be the source of their motivation. Respondents seem to
agree that their superiors keep on insinuating that they poorly perform at their work, and that
superiors have an excessive and disturbing way of monitoring their work.

Garnering a high rating as well are respondents who are given tasks with impossible and
unreasonable targets, with exposure to unmanageable workload. However, the lowest rating—
though it is still considered high—is given to those being forced to work on late night shift
though day shifts are available.

3. Answering the problem on the level of person-related bullying

Table 5. Person-related bullying

Variable Iltem Mean Standard Rank Average
No. deviation response
Person-related 1 Being humiliated or ridiculed in connection with ~ 3.44 1.52 5 Medium
bullying your work
2 Being ordered to do work below your level of 3.43 1.49 6 Medium
competence
3 Having key areas of responsibility removed or 3.08 1.21 8 Medium

replaced with more trivial or unpleasant tasks
4 Spreading of gossip and rumors about you 3.39 1.53 7 Medium

5 Being ignore, excluded from performing tasks 3.01 1.16 9 Medium
that add value to my skills and experience

6 | was insulted and hear words that is prejudice 4.08 0.816 2 High
to my personality

7 Having insulting or offensive remarks make 4.09 0.803 1 High
about your person

8 My managers keep on reminding me of my 3.89 1.04 4 High
previous mistakes

9 | feel that | am being threatened by some 4.02 0.920 3 High
coworkers to be forced to leave my work

Overall average 3.603 Medium
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The table above shows the level of suffering of respondents from person-related bullying,
which manifested by having insulting or offensive remarks made about their person, as well as
being personally prejudged by verbal insults. In addition, “I feel that | am being threatened by
some coworkers to be forced to leave my work” was also highly rated. What garnered a
medium rating was item no. 1: most of the respondents constantly reminded by their superiors
of their past mistakes to the extent of being ridiculed and humiliated in connection to their
work.

Another form of person-related bullying which was given a medium rating is being tasked to
work below their level of competence, accompanied by having rumors spread about them. Too
add to that, the removal of their key areas of responsibilities or replacement of said
responsibilities with unpleasant tasks. The lowest rating was given to their exclusion from
performing tasks that enrich their skills and experience.

4. Answering the second question on the level of employees intension leave?

Table 6. Intension to leave

Variable Mean St. Rank Average
Dev. response
Intension 1 | will probably search for another work in the near future 3.98 0.961 7 High
to leave
2 | have the intention of searching for a new job next time 4.00 1.160 6 High
3 Not granting me sufficient number of leaves makes me think of 4.05 0.925 5 High

resigning from work

4 | feel that my work is temporary which lessens my stress and 4.15 0.920 3 High
burden
5 I think of resigning from my current work and search for job that 4.09 0917 4 High

gives me career growth

6  The moment | find a new work | will leave my current job 4.30 0.918 2 High
immediately
7 I always suffer from job related stress which is why I thinking of 4.32 0946 1 High
resigning
Overall average 4.13

The table above shows that the level of the intension to leave among the respondents of the
study is rated high, which is evident in their suffering from job-related stress, which may lead to
their resignation. Rating high is their plan to leave their current work if they find a new one,
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aside from considering their work as temporary, to the extent of contemplating resignation first
in order to search for work that provides them with career growth. Respondents also highly
rated their intension of searching for a new job in the near future.

9.3 Testing the main study hypothesis

HO1: Work-related bullying could not predict the intention to leave among workers at an
industrial organization in Jordan, at the significance level of a < 0.05.

1. In order to test the hypothesis, a multi-collinearity and skewness test was conducted, as
shown in the table below:

Table 7. Variance inflation factor

Independent variables Tolerance Variance Inflation factor ~ Skewness
(VIF)
Workplace Bullying 0.999 1.01 -0.747
Personal Bullying 0.999 1.01 0.400

Table 7 shows that the value of Variance inflation factor (VIF) for both independent variables is
1.01 which is less than 10. The value of tolerance for both ependent variables is more than
0.05. Therefore, there is an average correlation that exists between these independent
variables. The skewness is accepted as it is between 1% ; it was (—0.747) for work-related
bullying and (0.400) for person-related bullying.

2. Enter test
Table 8. Variables Entered/Removed®

Mode | Variables | Variables
| Entered | Removed | Method

1 H2, H1?® . Enter

@ All requested variables entered.

b Dependent Variable: H3.

3. Hypotheses test
Coefficient of Correlation
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Table 9. Model Summary®

Mod R R Adjusted R Standard Error of the
el Square Square Estimate
1 .259° .067 .046 .53244

@ Predictors: (Constant), H2, H1.

b Dependent Variable: H3.

Table 9 shows that the value of coefficient of correlation is 0.259 and the R-square value is
0.067. Hence, workplace bullying predicts only 6.7% of the intention to leave.

4. Result of Analysis of variance (ANOVA)

Table 10. ANOVAP

Model Sum of df Mean F Sig.
Squares Square
1 Regression 1.835 2 918 3.237 .0
Residual 25.514 90 .283
Total 27.350 92

a<0.05

Table 10 shows that the value of Fis 3.237, with significance of 0.044 which is below than the
0.05, this confirms the validity of this model to measure the causal relationship between
independent and dependent variables, as such the Null hypothesis was rejected and replaced
by an alternative hypothesis.

5. Result of testing sub-hypotheses

The table below shows the multiple regression coefficients values and the test for the first,
including the second null sub-hypotheses which is summarized as follows:
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Table 11. Coefficients?

Model Unstandardized Standardized t Sig.
Coefficients Coefficients
B Standard Beta
Error

1 (Constant) 3.263 .547 5.963 .000
Workplace bulling .009 .109 .008 .081 .935

Personal bullying .230 .091 .259 2.539 .013

a<0.05

9.4 Testing the first sub- null- hypothesis

HOla: Work-related bullying could not predict the intention to leave among workers at an
industrial organization in Jordan, at the significance level of a < 0.05. The results show that the

t —value (0.08) which is less than the tabulated t-value (1.96) with a level of significance of
0.935, which is greater than (.05). Therefore, the first sub hypothesis is accepted as work-
related bullying could not predict the intention to leave.

9.5 Testing the second sub- null- hypothesis

HO1b: Person-related bullying could not predict the intention to leave among workers at an
industrial organization in Jordan at the significance level of a < 0.05. The result shows that the
t-value is 2.539 which was greater than the tabulated t-value (1.96), with a significance level of
0.013, which is lower than 0.05. Therefore, the second sub-hypothesis is rejected and the
alternative hypothesis is accepted as person-related bullying predicts the intention to leave
among workers at an industrial organization in Jordan with a beta value B of 0.23 which is
greater than the work-related bullying.

9.6 The fourth question of the research study was H02

There are no significant differences among the answers of respondents at a < 0.05 with regard
to workplace bullying as a predictor of the intention to leave among workers at an industrial
organization, nor were there significant news pertaining to their demographic characteristics
such as, gender, age, marital status, nationality, education, experience, profession, and
industrial organization nationality.

In order to accept or reject this hypothesis, one-way ANOVA was used and the results are
shown in Table 12 below.
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Table 12. ANOVA Analysis

Category Sum of df Mean F Sig.
Squares Square
Gender Between Groups 426 3 142 .860 465
Within Groups 14.696 89 .165
Total 15.123 92
Age Between Groups .001 1 .001 .005 .946
Within Groups 15.122 91 .166
Total 15.123 92
Marital status Between Groups .045 1 .045 .270 .605
Within Groups 15.078 91 .166
Total 15.123 92
Nationality Between Groups .128 1 .128 776 .381
Within Groups 14.995 91 .165
Total 15.123 92
Education Between Groups 1.093 4 273 1.714 .154
Within Groups 14.030 88 .159
Total 15.123 92
Experience Between Groups 1.231 3 410 2.629 .055
Within Groups 13.892 89 .156
Total 15.123 92
Job title Between Groups 1.023 3 341 2.153 .099
Within Groups 14.100 89 .158
Total 15.123 92
Nationality ownership of Between Groups .048 1 .048 .289 .592
manufacturing companies Within Groups 15.075 91 .166
Total 15.123 92

a <£0.05

Table 12 shows the differences among the answers of the sample of the study pertaining to
their demographic profile (gender, age, marital status, nationality, education, experience,
profession, nationality). The result shows that the level of significance was more than 0.05
(Sig. > 0.05), which indicates that there are no significant differences among the answers of
respondents at a <0.05 with regard to workplace bullying as a predictor of the intention to
leave among workers as the industrial organization pertains to their demographic
characteristics such as, gender, age, marital status, nationality, education, experience,
profession, and industrial organization nationality.

10. Results Summary and Conclusion

The level of the presence of work-related bullying at the industrial organization in Jordan is
higher than person-related bullying as the first got a high rating while the second got a medium
rating. This is because most of them believe that they feel harassed and pressured so as to not
ask for something which they are legally entitled to. Their basic right to make their voice heard
is disregarded: they are not even given access to necessary information by which they can
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improve their performance as workers. Above all, their work output neither cited nor
appreciated, these results are similar to Al-gharably’s (2014) findings though the population of
his study belong to a different sector, which is in fact shocking, specifically as we live in an era
of knowledge economy that calls for extra care to be given to human capital, though it seems
that the nature of work at the industrial sector and their dependence on machine and
automation lowered the weight and the value of the human capital and appeared to be of less
importance compared to other production system components.

According to results, person-related bullying is prevalent and workers suffer from all of its
forms, such as being the target of all kinds of insults and threats from some of their co-workers
to leave their current job. In addition to being always reminded of previous mistakes, and
become the target of ridicule and humiliation in connection to their work, respondents still
believe that they still have much to give, but how can they help when they are assigned to
perform un pleasant tasks and getting excluded from performing tasks that are enriching and
challenging, these findings also are similar to what Simons,(2008) arrived at and are not
surprising sd managers may perceive that they have a mandate to use whatever techniques or
behavior is deemed necessary in the deployment of their human resources (Sheehan,1999).

The intension to leave among the respondents of the study is rated high. Many plan to resign
once they find a new job because of the work-related stress. Some even consider their current
work as a temporary one, to the extent of contemplating resignation so as to search for a job
that gives them career growth opportunities. This is a common thought and act among
dissatisfied workers who must keep on searching for work that gives security, self-esteem, and
self-actualization, Porter and Steers (1973) suggested that “intention to leave” was the next
logical step after experienced workplace dissatisfaction.

Surprisingly, workplace bullying predicts only 6.7% of the intention to leave among the
respondents of the study. This is possibly due to the presence of other factors that workers
perceive as of higher importance in the intension to leave than workplace bullying. These
factors may include reputation of the organization, monetary and non-monetary benefits, place
of work, and others. In fact, many workers believe that there is “no workplace that is bully-
free,” but they differ in its intensity and effect therefore they must take into consideration
other factors other than workplace bullying.

This confirms the results of Hauge etal.’s study (2010) which concluded the following:
contribution of workplace bullying as a predictor for job satisfaction, turnover intention and
absenteeism, has more modest relative contributions. but on the other hand The study of
Glambek et al., (2014), findings suggested that bullied employees are insecure about the
permanence and content of their job, and they may be at risk of turnover and exclusion from
working life.
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The low prediction ability of workplace bullying of the intension to leave justifies the result that
there are no significant differences among the answers of respondents with regard to
workplace bullying as a predictor of the intention to leave among the respondents of the study
pertain to their demographic characteristics such as, gender, age, marital status, nationality,
education, experience, profession, and industrial organization nationality, because in the first
place, workplace bullying is a modest predictor of the intension to leave, therefore it is normal
for the significant differences to not exist among the answers of the workers at the Industrial
Organizations in Jordan.

11. Recommendations for Future Researches

In a developing country such as Jordan, work place bullying is still considered an important
research topic where proper work ethics and practices are poorly observed, thus, local
researchers are advised to continue working on this topic and its surrounding environment.

Future researchers are also advised to study workplace bullying on different business sectors to
allow decision makers and concerned private and public agencies to take the proper course of
action.

It is recommended to future scholars to study the relationship between workplace bullying and
other variables, such as leadership styles and organizational culture.
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