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Abstract 
 
Bullying in the workplace is a widespread phenomenon, which stems from bad behavior that 
affects both workers and organizations. Prior studies have highlighted the negative impact of 
workplace bullying on the health of the victims and the performance of the organization. The 
aim of this study is to examine the moderating role of self-control on the relationship between 
perception of injustice (distributive, procedural, interactional) and perception of job insecurity 
on workplace bullying. The researcher used a cross-sectional survey among convenience sample 
comprising 273 nurses working in five private hospitals in Amman, Jordan. The analysis finds a 
significant relationship between perception of distributive injustice and perception of 
interactional injustice and workplace bullying. In addition, the findings reveal that self-control 
moderates the relationship between perception of distributive injustice and workplace bullying. 
It is hoped that the findings of this study can help nurses, supervisors, and hospital managers to 
better understand the important effect of self-control in mitigating workplace bullying behavior. 
Keywords: perception of injustice, job insecurity, self-control, workplace bullying.  
  
Introduction  
Bullying behavior can spread widely in the workplace; it is often considered from the worst 
kinds of behavior that impacts negatively on both workers and the organization (Liefooghe & 
Mac Davey, 2001). Bullying in the workplace leads to negative outcomes on workers and the 
organization, as it can damage the victims’ health and alter the path of his or her relationship 
with family and the community.  
Prior researchers have used different terms in order to describe workplace bullying (e.g., 
Leymann, 1993; Zapf, 1999). Most researchers from Northern Europe, the United Kingdom (UK) 
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and Australia have used the term, ‘bullying’, while Scandinavian and German researchers have 
utilized the term, ‘mobbing’ (Einarsen, 2000; Zapf & Einarsen, 2001). 
Researchers have agreed on the classification of bullying as a regular negative behavior 
occurring over a period of time (Salin, 2003). Several researchers have referred to power 
imbalance in their definitions of bullying (Lutgen-Sandvik, Tracy, & Alberts, 2007; Salin, 2003), 
indicating that bullying is not a normal conflict between perceived equal power parties.  
Workplace bullying has many negative physical and psychological health outcomes that impact 
the victims and individuals who witness the bullying (Vartia, 2001). The negative physical 
outcomes of bullying comprise illnesses, such as headache and backache (Moayed, Daraiseh, 
Shell, & Salem, 2006); while negative psychological outcomes involve illnesses as anxiety 
(Hansen, Hogh, Persson, Karlson, Garde, & Ørbæk, 2006). 
In addition, workplace bullying has negative outcomes on the organization. Organizations 
began focusing on workplace bullying seriously in the 1990s as the health of the workers who 
had been bullied affected organizational costs, involving increased sick leave (Quine, 2001); and 
increased turnover rate of staff (Johnson & Rea, 2009).  
Because of its significantly negative outcomes and higher costs, several antecedents of 
workplace bullying have been studied, including perception of injustice (distributive, 
procedural, interactional) and perception of job insecurity. Therefore, this study aims to 
examine the relationship between perception of injustice and perception of job insecurity with 
workplace bullying among Jordanian nurses in private hospitals. The study also aims to look into 
self-control as a moderator variable on the said relationship.  
 
Literature Review 
Bullying behavior usually spreads at the workplace (Needham, 2003); and can negatively impact 
the employees (Brink, 2009). Studies regarding workplace bullying over the past two decades 
have not covered all aspects of this phenomenon, such as physical violence (Awawdeh, 2007).  
Previous studies have identified diverse causes of workplace bullying, including perception of 
injustice (distributive, procedural, interactional) and perception of job insecurity. Usually, 
perception of distributive injustice has been studied as one of the most important predictors of 
bullying (Giorgi, 2009; Santinello, Vieno, & De Vogli, 2011); followed by perception of 
procedural injustice (Brubacher, Fondacaro, Brank, Brown, & Miller, 2009; Giorgi, 2009; 
Oxenstierna, Elofsson, Gjerde, Hanson, & Theorell, 2012; Santinello et al., 2011); perception of 
interactional injustice (Giorgi, 2009; Santinello et al., 2011; Tsuno, Kawakami, Inoue, & Abe, 
2010); and perception of job insecurity (Ariza-Montes, Muniz, Montero-Simó, & Araque-Padill, 
2013; Baillien, Neyens, De Witte, & De Cuyper, 2009). 
Previous studies have mainly indicated that perception of distributive injustice is a significant 
factor of bullying (Giorgi, 2009; Santinello et al., 2011). Furthermore, perception of procedural 
injustice is related significantly to bullying (Brubacher et al., 2009; Giorgi, 2009; Oxenstierna et 
al., 2012; Santinello et al., 2011); perception of interactional injustice is a significant antecedent 
for bullying (Giorgi, 2009; Santinello et al., 2011; Tsuno et al., 2010); and perception of job 
insecurity is associated significantly with bullying (Ariza-Montes et al., 2013; Baillien et al., 
2009).  
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Due to inconsistent findings regarding the relationship between perception of distributive 
injustice and workplace bullying and related behaviors, such as workplace deviance (e.g., 
Mccardle, 2007; Oladapo & Banks, 2013; Schroeder, 2009); perception of procedural injustice 
and workplace bullying and related behaviors, like workplace deviance (e.g., Oladapo & Banks, 
2013; Stewart, 2013); perception of interactional injustice and workplace bullying (e.g., Oladapo 
& Banks, 2013); as well as the relationship between perception of job insecurity and workplace 
bullying and related behaviors, such as workplace deviance and aggression (e.g., Barney, 2013; 
Greenberg & Barling, 1999), several theoretical gaps exist in the literature. Many researchers 
have referred to bullying as one of the deviant workplace behaviors (Robinson, 2008); and as a 
form of workplace aggression (Neuman & Baron, 2003). 
Self-control is an important predictor for studying workplace bullying. Relevant studies have 
indicated that a person’s inability to control his or her emotions can be related to incidence of 
workplace aggression; thus, self-control is a factor that can effectively inhibit the occurrence of 
workplace aggression (Baron & Richardson, 1994). Past researchers have investigated the 
moderating effect of self-control on the relationship between revenge cognitions and 
workplace deviant behavior (Bordia, Restubog, & Tang, 2008); and between trait anger and 
workplace deviant behavior (Restubog, Garcia, Wang, & Cheng, 2010). In general, from the 
findings of these studies, the notion that self-control can decrease the propensity of individuals 
to perform bullying behavior in the workplace is supported.  
Theoretically, although there is empirical support for self-control in inhibiting the tendency of 
workers to perform bullying actions, self-control has not been used as a moderating factor in 
the relationship between perception of injustice and perception of job insecurity and workplace 
bullying in different settings. Previous studies on workplace bullying have only used self-control 
as an independent variable (e.g., Archer & Southall, 2009; Moon & Alarid, 2014). Self-control is 
suggested as a moderator because it could increase our theoretical understanding on how self- 
control can act as a buffer between the impact of perception of injustice and perception of job 
insecurity on workplace bullying.  
In the context of Jordan, studies regarding workplace bullying are generally scarce, particularly 
among nurses (Al muala, 2013); most of the studies have concentrated on verbal aggression, 
stress and violence (Awawdeh, 2007). Oweis and Diabat (2005), in their study, revealed that 
bullying among nurses in hospitals happens through verbal abuse, shame, humiliation and 
frustration. About 46.4% of Jordanian female workers in the healthcare sector have 
experienced bullying (Awawdeh, 2007). Furthermore, 49.5% of Jordanian nurses have been 
subject to a high degree of workplace bullying in public hospitals (Al muala, 2013). 
 
Research Framework and Hypotheses  
Based on the findings from previous studies, workplace bullying has been selected as 
dependent variable. In the case of independent variables, two variables have been selected, 
namely, perception of injustice (distributive, procedural, interactional) and perception of job 
insecurity. Self-control has also been selected as moderator variable.  
Consistent with the objectives of the study, the postulated hypotheses for testing are:  
H1: High perception of injustice is related positively to high workplace bullying. 
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H1a: High perception of distributive injustice is related positively to high workplace bullying. 
H1b: High perception of procedural injustice is related positively to high workplace bullying. 
H1c: High perception of interactional injustice is related positively to high workplace bullying. 
H2: High perception of job insecurity is related positively to high workplace bullying. 
H3: Self-control moderates the relationship between perception of injustice and workplace 
bullying. 
H3a: Self-control moderates the relationship between perception of distributive injustice and 
workplace bullying. 
H3b: Self-control moderates the relationship between perception of procedural injustice and 
workplace bullying. 
H3c: Self-control moderates the relationship between perception of interactional injustice and 
workplace bullying. 
H4: Self-control moderates the relationship between perception of job insecurity and 
workplace bullying. 
 
Methodology 
This study utilized a cross-sectional survey among convenience sample including 273 nurses 
from five private hospitals in Amman, Jordan. The measurements of the variables were adopted 
from previous studies: perception of injustice used 20 items adopted from Niehoff and 
Moorman (1993); and perception of job insecurity utilized four items adopted from De Witte 
(2000). Additionally, the negative act questionnaire (NAQ) (Einarsen & Hoel, 2001) with 21 
items was used to measure workplace bullying; while self-control used 13 items adopted from 
Tangney, Baumeister and Boone (2004). Partial least squares-Structural Equation Modeling 
(PLS-SEM) was utilized for data analyses. 
 
Results 
Demographic of respondents: 
Out of 273 respondents, 168 (61.5%) respondents are females. The age of the respondents 
ranges between 18-48 years. Most of the respondents (74.0%) are registered nurses and 
licensed practical nurses, constituting (24.9%), and assistant nurses constituting (1.1%). A total 
of 59.0% of the respondents are married and 35.9% are single, while the remaining 5.1% are 
divorced. The nursing experience of respondents varies between 1- 38 years.  
Hypotheses testing: 
PLS-SEM was used to assess the significance of the path coefficients and to examine the 
strength of the moderating effect of self-control. The results are shown in Table 1. 
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Table 1: Structural Model Results 

Hypotheses Relations Full Model  (With 
Interaction) 

Findings 

Beta t-value 

H1a Perception of Distributive Injustice  0.174 4.762 Supported 

H1b Perception of Procedural Injustice  -0.032 0.626 Not-supported 

H1c Perception of Interactional Injustice 0.292 4.995 Supported 

H2 Perception of Job Insecurity  0.005 0.121 Not-supported 

H3a Perception of Distributive Injustice x Self 
Control  

-0.061 1.616 Supported 

H3b Perception of Procedural Injustice x Self 
Control 

-0.018 0.412 Not-supported 

H3c Perception of Interactional Injustice x 
Self Control 

0.006 0.094 Not-supported 

H4 Perception of Job Insecurity  x Self 
Control  

0.047 1.069 Not-supported 

Note: ***P< 0.01 (1-tailed), ** P< 0.05 (1-tailed), * P< 0.1 (1-tailed).  
The findings reveal a significantly positive relationship between perception of distributive 
injustice and workplace bullying (β = 0.174, t = 4.762, p < 0.01). Moreover, there is no 
significantly positive relationship between perception of procedural justice and workplace 
bullying (β = -0.032, t = 0.626, p > 0.10). Additionally, there is a significantly positive relationship 
between perception of interactional injustice and workplace bullying (β = 0.292, t = 4.995, p < 
0.01). Therefore, two predictor dimensions of perception of injustice (perception of distributive 
injustice and perception of interactional injustice) impact the dependent variable in the 
hypothesized direction. While hypotheses 1a and 1c are supported, hypothesis 1b is not 
supported.  
The findings indicate that perception of job insecurity does not have a significantly positive 
relationship with workplace bullying (β = 0.005, t = 0.121, p > 0.10); thus Hypothesis 2 is not 
supported. 
For the moderating role of self-control, the findings reveal that self-control moderates the 
relationship between perception of distributive injustice and workplace bullying (β = -0.061, t = 
1.616, p < 0.10); while interaction between perception of procedural injustice and self- control 
(β = -0.018, t = 0.412, p > 0.10) is statistically not significant. Similarly, the interaction between 
perception of interactional injustice and self-control (β = 0.006, t = 0.094, p > 0.10) is 
statistically not significant. Therefore, hypothesis 3a is supported; while hypotheses 3b and 3c 
are not supported.  
The interaction between perception of job insecurity and self-control (β = -0.018, t = 0.412, p > 
0.10) is statistically not significant. Thus, hypothesis 4 is not supported. 
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Discussion and Conclusion 
The current study finds two directly significant relationships, namely: perception of distributive 
injustice and perception of interactional injustice and workplace bullying. Additionally, this 
study finds that self-control serves as a moderator of the relationship of perception of 
distributive injustice and workplace bullying. 
Studies by Giorgi (2009) and Santinello et al. (2011) also indicated a positive correlation 
between perception of distributive injustice and perception of interactional injustice and 
workplace bullying; thus the present research confirms this result. Furthermore, the study’s 
findings concur with other studies that have revealed self-control to have a moderating impact 
(e.g., Bordia et al., 2008; Mobarake, Juhari, Yaacob, & Esmaeili, 2014). 
The findings can help nursing supervisors, managers and policy-makers to better understand 
the workplace bullying phenomenon. Additionally, the findings provide an important insight 
into the significant role of self-control in mitigating workplace bullying behavior. This study’s 
findings can help to enhance the information of human resource managers on workplace 
bullying behavior, including the types, duration and outcomes of bullying behavior in the 
workplace. 
This study adds to the literature by investigating self-control as a moderating variable on the 
relationship between perception of injustice and perception of job insecurity and workplace 
bullying, particularly in five private hospitals in Amman, Jordan.  
 
Future Research 
 The researcher recommends the investigation of some important areas in future: 
1. This study is implemented to investigate workplace bullying among nurses working in private 
hospitals in the Jordanian capital (Amman). Future studies may be carried out in other fields 
and in other regions, such as public hospitals. 
2. The researcher uses a single instrument (questionnaire survey) to collect the data. In-depth 
qualitative studies, using the interview technique can be conducted in future to assess the level 
of workplace bullying among nurses. 
 
References 
AL muala, I. M. A. (2013). The moderating effect of personality in the relationship between job 
demand and job control on workplace bullying: A study among nurses in Jordan. (Doctor 
Dissertation, Universiti Utara Malaysia). 
Archer, J., & Southall, N. (2009). Does cost–benefit analysis or self‐control predict involvement 
in bullying behavior by male prisoners?. Aggressive behavior, 35(1), 31-40. 
Ariza-Montes, A., Muniz, N. M., Montero-Simó, M. J., & Araque-Padilla, R. A. (2013). Workplace 
bullying among healthcare workers. International journal of environmental research and public 
health, 10(8), 3121-3139. 
Awawdeh, A. (2007). Violence against Women in Jordan. (Unpublished PHD (2007). University 
of Jordan). 



  International Journal of Academic Research in Business and Social Sciences 
        Dec 2015, Vol. 5, No. 12 

ISSN: 2222-6990 

 
 

382 
www.hrmars.com 
 
 

Baillien, E., Neyens, I., De Witte, H., & De Cuyper, N. (2009). A qualitative study on the 
development of workplace bullying: Towards a three way model. Journal of Community & 
Applied Social Psychology, 19(1), 1-16.  
Barney, H. (2013). Job insecurity and deviant workplace behavior: The moderating effect of core 
self-evaluation. (Doctor Dissertation, New Mexico State University) 
Baron, R. A., & Richardson, D. R. (1994). Human aggression (2nd ed.). New York: Plenum  
Bordia, P., Restubog, S. L. D., & Tang, R. L. (2008). When employees strike back: Investigating 
mediating mechanisms between psychological contract breach and workplace deviance. Journal 
of Applied Psychology, 93, 1104-1117.  
Brink, A. (2009). The bully at work: What you can do to stop the hurt and reclaim your dignity on 
the job. Sourcebooks, Inc. 
Brubacher, M. R., Fondacaro, M. R., Brank, E. M., Brown, V. E., & Miller, S. A. (2009). Procedural 
justice in resolving family disputes: Implications for childhood bullying. Psychology, Public 
policy, and law, 15(3), 149. 
 De Witte, H. (2000). Arbeidsethos en jobonzekerheid: meting en gevolgen voor welzijn, 
tevredenheid en inzet op het werk. status: published. 
Einarsen, S. (2000). Bullying and harassment at work: Unveiling an organisational taboo. 
Transcending boundaries: Integrating people, processes and systems, 7‐13.  
Einarsen, S., & Hoel, H. (2001). The Negative Acts Questionnaire: Development, validation and 
revision of a measure of bullying at work. In 10th European congress on work and 
organisational psychology, Prague. 
Giorgi, G. (2009). Workplace bullying risk assessment in 12 Italian organizations. International 
Journal of workplace health management, 2(1), 34-47. 
Greenberg, L., & Barling, J. (1999). Predicting employee aggression against coworkers, 
subordinates and supervisors: The roles of person behaviors and perceived workplace 
factors. Journal of Organizational Behavior, (20), 897-913. 
Hansen, Å. M., Hogh, A., Persson, R., Karlson, B., Garde, A. H., & Ørbæk, P. (2006). Bullying at 
work, health outcomes, and physiological stress response. Journal of psychosomatic 
research, 60(1), 63-72. 
Johnson, S. L., & Rea, R. E. (2009). Workplace bullying: Concerns for nurse leaders. Journal of 
Nursing Administration, 39(2), 84-90. 
Leymann, H. (1993). Psychoterror am arbeitsplatz und wie man sich dagegen wehren kann 
[Bullying-psycho-terror at work and how one might protect oneself]. Rowolt, Germany: 
Reinbeck. 
Liefooghe, A. P. D., & Mac Davey, K. K. (2001). Accounts of workplace bullying: The role of the 
organization. European Journal of work and organizational psychology, 10(4), 375‐392. 
Lutgen‐Sandvik, P., Tracy, S. J., & Alberts, J. K. (2007). Burned by Bullying in the American 
Workplace: Prevalence, Perception, Degree and Impact*. Journal of Management 
Studies, 44(6), 837-862. 
McCardle, J. G. (2007). Organizational justice and workplace deviance: The role of 
organizational structure, powerlessness, and information salience (Doctoral Dissertation, 
University of Central Florida Orlando, Florida). 



  International Journal of Academic Research in Business and Social Sciences 
        Dec 2015, Vol. 5, No. 12 

ISSN: 2222-6990 

 
 

383 
www.hrmars.com 
 
 

Moayed, F. A., Daraiseh, N., Shell, R., & Salem, S. (2006). Workplace bullying: a systematic 
review of risk factors and outcomes. Theoretical Issues in Ergonomics Science, 7(3), 311-327. 
Mobarake, R. K., Juhari, R., Yaacob, S. N., & Esmaeili, N. S. (2014). The Moderating Role of Self-
Control in the Relationship between Peer Affiliation and Adolescents Antisocial Behavior in 
Tehran, Iran. Asian Social Science, 10(9), p71. 
Moon, B., & Alarid, L. F. (2014). School bullying, low self-control, and opportunity. Journal of 
interpersonal violence, 0886260514536281. 
Needham, A. (2003). Workplace Bullying: a costly business secret: Penguin Books. 
Neuman, J. H., & Baron, R. A. (2003). Social antecedents of bullying: Victims and 
perpetrators. Bullying and Emotional Abuse in the Workplace London: Taylor & Francis, 185-
202. 
Niehoff, B. P., & Moorman, R. H. (1993). Justice as a mediator of the relationship between 

Academy of  d organizational citizenship behavior.methods of monitoring an
556.-(3), 527journal, 36 Management 

Oladapo, V., & Banks, L. (2013). Management bullies: The effect on employees. Journal Of 
Business Studies Quarterly, 4(4), 107-120. 
Oweis, A., & Diabat, K. M. (2005). Jordanian nurses perception of physicians’ verbal abuse: 
findings from a questionnaire survey. International journal of nursing studies, 42(8), 881-888. 
Oxenstierna, G., Elofsson, S., Gjerde, M., Hanson, L. M., & Theorell, T. (2012). Workplace 
bullying, working environment and health. Industrial health, 50 (3), 180-188. 
Quine, L. (2001). Workplace bullying in nurses. Journal of Health Psychology, 6(1), 73-84. 
Restubog, S. L. D., Garcia, P. R. J. M., Wang, L. & Cheng, D. (2010). It's all about control: The role 
of self-control in buffering the effects of negative reciprocity beliefs and trait anger on 
workplace deviance. Journal of Research in Personality, 44(5), 655-660. 
Robinson, S. L. (2008). Dysfunctional workplace behavior. The Sage handbook of organizational 
behavior, 1, 141-159. 
Salin, D. (2003). Ways of explaining workplace bullying: A review of enabling, motivating and 
precipitating structures and processes in the work environment. Human relations, 56(10), 1213-
1232. 
Santinello, M., Vieno, A., & De Vogli, R. (2011). Bullying in Italian schools: the role of perceived 
teacher unfairness. European journal of psychology of education, 26(2), 235-246. 
Tangney, J. P., Baumeister, R. F., & Boone, A. L. (2004). High self‐control predicts good 
adjustment, less pathology, better grades, and interpersonal success. Journal of 
personality, 72(2), 271-324. 
Tsuno, K., Kawakami, N., Inoue, A., & Abe, K. (2010). Measuring workplace bullying: reliability 
and validity of the Japanese version of the negative acts questionnaire. Journal of occupational 
health, 52(4), 216-226. 
Vartia, M. A. L. (2001). Consequences of workplace bullying with respect to the well‐being of its 
targets and the observers of bullying. Scandinavian journal of work, environment & health, 
27(1), 63‐69. 
Zapf, D. (1999). Organisational, work group related and personal causes of mobbing/bullying at 
work. International journal of manpower, 20(1/2), 70-85. 



  International Journal of Academic Research in Business and Social Sciences 
        Dec 2015, Vol. 5, No. 12 

ISSN: 2222-6990 

 
 

384 
www.hrmars.com 
 
 

Zapf, D., & Einarsen, S. (2001). Bullying in the workplace: Recent trends in research and 
practice—An introduction. European Journal of work and organizational psychology, 10(4), 369-
373. 
 


