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Abstract 
Workplace violence remains a serious issue in healthcare and continues to shape how 
employees behave, cope and connect within their organizations. This paper explores how 
organizational culture and climate influence the prevention of violence in healthcare settings 
by drawing on findings from recent literature. The review shows that violent incidents create 
deep psychological, operational, and financial strain, often leading to burnout, reduced job 
satisfaction, and lower quality of care. Several recurring risk factors include patient and visitor 
behaviour, staff shortages, weak safety climate, insufficient training and poorly structured 
reporting systems. At the same time, organizations with supportive cultures, clear policies 
and strong communication practices are better able to prevent escalation and protect their 
staff. Strategies such as conflict resolution training, zero tolerance policies, environmental 
improvements and stronger leadership accountability show positive effects in reducing 
violent incidents. Implementation remains challenging due to limited resources, inconsistent 
interpretations of violence, acceptance of aggression as part of the job and systemic gaps 
across healthcare services. Overall, this paper highlights that fostering a healthy 
organizational culture that values safety, open communication, and employee wellbeing is 
essential for reducing workplace violence and creating a stable and secure environment for 
healthcare workers. 
Keywords: Workplace Violence, Organizational Culture, Organizational Climate, Healthcare 
Workers, Safety Practices 
 
Introduction  
The Occupational Safety and Health Administration defined workplace violence as any act or 
threat of physical violence, harassment, intimidation, or other threatening disruptive 
behaviour that occurs at the work site and comprised of threats and verbal and physical 
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assaults and even homicide; and affecting and involving employees, clients, customers and 
visitors (U.S Department of Labor). Workplace violence is categorised into four types; Type 1 
or “Criminal Intent” where the perpetrator is not directly and legally related to the employees 
or organization the violence is usually committed in concomitance with a crime; Type 2 or 
“Customer/Client’ violence where the violence is perpetrated by the organization’s customer 
or clients; Type 3 or “Worker-on-Worker” where the violence is committed against 
subordinate or onto peers; and Type 4 or “Personal Relationship” where violence in an 
employee’s personal relationship spilled into the working environment and posed a threat 
onto the employee or other workers (Centers for Disease Control and Prevention, 2020).   
 
A study by Berlanda et al (2019) showed that violence is perceived more by nurses as 
compared to doctors, while younger healthcare workers and healthcare workers with non-
secure attachments reported to be more affected. Healthcare workers in Emergency 
Department, Intensive Care settings and Psychiatric Department reported higher incidence of 
violence, as well as healthcare workers who worked night or mixed shifts (Reddy et al, 2019)  
In the Malaysian healthcare context, it was reported by the Ministry of Health that more than 
two-thirds of healthcare workers had been victims of verbal abuse, about one-third 
experienced physical abuse, bullying in 25% and sexual harassment in 4% (Azlihanis, 2019). 
These figures are significant because multiple studies had shown that workplace violence 
comes with significant financial and psychological costs to organizations. Besides the direct 
impact on affected staff in which workplace violence was found to significantly decrease job 
satisfaction as well as leaving them feeling devalued, humiliated and feeling fearful; it is also 
found to compromise patient care and patient safety by increasing affected healthcare 
worker’s unwillingness to serve patients and precipitating aggressive behaviours among them 
(Al-Shiyab and Ababneh, 2018)  
 
The purpose of this paper is to explore the role of organizational behaviour, in particular 
organizational culture and climate; in preventing workplace violence in healthcare settings by 
examining the impact of workplace violence on healthcare workers and organizations, 
identifying factors contributing to workplace violence in healthcare, and discussing strategies 
that organizations can implement to prevent and address workplace violence. By 
understanding the dynamics of workplace violence and implementing effective prevention 
measures, healthcare organizations can create safer and more supportive work environments 
for their employees. 
 
Theory Overview 
One theory that relates to the topic of preventing workplace violence in healthcare settings 
is the Job Demands-Resources (JD-R) model. This model is developed by Bakker and 
Demerouti (2007) and suggested that every job has certain demands and resources that can 
impact employee well-being and performance. 
 
In the context of healthcare settings, job demands such as high workload, long hours, and 
exposure to aggressive or violent behaviour from patients or visitors can increase the risk of 
workplace violence. These demands can lead to healthcare workers becoming stressed, burnt 
out and experiencing decreased job satisfaction, making them more vulnerable to 
experiencing or perpetrating violence.  
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On the other hand, job resources such as social support, training in conflict resolution and de-
escalation techniques, and a supportive organizational culture can help mitigate the impact 
of job demands and reduce the likelihood of workplace violence. Employees that work in a 
positive work environment where adequate resources are provided are more likely to feel 
supported, safe and valued.   
 
By applying the JD-R model, healthcare organizations can identify and address job demands 
and resources that contribute to workplace violence. This can lead to the development of 
targeted interventions and policies aimed at preventing workplace violence and promoting 
the well-being of healthcare workers. 
 
Literature Review 
Impact of Workplace Violence on Organizational Behaviour 
Workplace violence disrupts the work environment by creating a toxic workplace culture 
which hinders valuable interactions among employees, impacting teamwork, collaboration, 
and employee’s well-being by causing poor health, personal injury, decreased job satisfaction 
which contribute to stress and burnout and underperformance (Kent, Troth, and Jordan, 
2014).   
 
Singh and Waldia (2024) in their research suggests that aggressive behaviours are consciously 
or subconsciously bolstered by an organizational climate that normalizes aggression among 
employees while a positive work environment characterized by respect, communication, and 
collaboration can diminish the possibility of conflicts spiralling into aggressive behaviour by 
promoting a healthy work environment and enhancing employee wellbeing, leading to 
increased job satisfaction and overall organizational performance.   
 
Factors Contributing to Workplace Violence   
In healthcare settings, workplace violence often stems from the attitudes and behaviours of 
patients, family members, friends, or visitors who may be experiencing intense emotional 
stress and have unrealistic expectation and compounded by factors within the work 
environment, such as staff shortages, inexperienced and anxious employees lacking adequate 
training as well as systemic or environmental issues like overcrowding, long waiting times, 
rigid visiting policies, and communication barriers due to language or cultural differences. 
(Lim et al, 2022)  
 
This is echoed by Zainal et al (2018) in a study on workplace violence in Malaysian public 
hospitals which revealed that most perpetrators of workplace violence were identified as 
patients' relatives and visitors, followed by the patients themselves and factors such as high 
patient volume, urban high population density area, and the nature of the hospital being a 
tertiary care centre were identified as consequential in predicting workplace violence   
  
In addition, a low level of organizational safety climate was significantly associated with 
workplace violence with studies showing that healthcare workers in environments with poor 
safety climate were more likely to experience violence at work (Rajakrishnan et al, 2022) while 
an absence of clear workplace policy also contributes to violence by setting unclear 
expectations which leads to misunderstanding and potential conflicts; lack of prevention 
measures which include training, risk assessment and reporting procedures; inadequate 
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response protocol leading to ineffective responses, delayed interventions and failure to 
provide adequate support to victims; failure to address root causes; and non-compliance to 
legal requirement leading to potential liabilities for the organization (Bordignon et al, 2021)  
  
Organizational Strategies for Preventing Workplace Violence  
Preventing workplace violence starts with providing a positive organizational culture and 
climate. Creating an organizational climate that can help prevent conflicts from escalating 
into aggressive behaviours requires steps such as implementing conflict resolution training to 
equip workers with skills to effectively manage and resolve conflicts; establishing zero 
tolerance policies for aggression in workplace and communicating the consequences of 
engaging in aggressive behaviours and ensuring all violations are met with appropriate 
actions; fostering a culture of open communication where employees are comfortable 
expressing their concerns and grievances; and regularly assessing organizational climate to 
identify potential sources of workplace aggressions (Singh and Waldia, 2024)  
 
 Within the healthcare context, strategies for preventing violence should include training and 
educating healthcare workers on how to recognize, prevent, and respond to workplace 
violence with strategies that include de-escalation techniques, conflict resolution skills, and 
communication strategies to effectively manage challenging situations; implementing 
security protocols and measures in healthcare facilities to ensure the safety of staff, patients, 
and visitors which include increasing security personnel presence, installing surveillance 
cameras, and establishing emergency response procedures for violent incidents; enhancing 
communication channels between healthcare workers, patients, and visitors to address 
concerns and grievances effectively; providing psychosocial support programs for healthcare 
workers to help them cope with the stress and emotional impact of workplace violence; 
making necessary modifications to the work environment to reduce the risk of violence, such 
as improving waiting areas, treatment rooms, and staffing levels; and developing and 
enforcing comprehensive workplace violence prevention policies that clearly outline 
expectations, procedures, and consequences related to violent behavior in healthcare 
settings (Zainal et al, 2018)  
 
Adherence to legislations and public policies that address workplace violence in the health 
sector such as the Occupational Safety and Health Administration (OSHA) can help 
organisations raise awareness about the prevalence and impact of workplace violence in 
health services, prevent workplace violence incidents and mitigate risks through proactive 
strategies and interventions, provide support mechanisms for victims of workplace violence, 
holds individuals and organizations accountable for their actions related to workplace 
violence, improves reporting and response, and encourage collaboration among different 
stakeholders, including government agencies, healthcare institutions, professional 
associations, and community organizations, to address workplace violence collectively 
(Bordignon et al, 2021)  
  
Discussion 
The healthcare industry operates in highly stressful climates surrounded by sick, desperate, 
aggressive patients or accompanying persons, with healthcare workers witnessing suffering 
and deaths daily. Having healthcare workers at their best physical and mental health is crucial 
to ensure the rest of the population are adequately taken care of.  
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Implementing zero-tolerance policies for aggression in the workplace communicates the 
consequences of engaging in aggressive behaviours and deter individuals from behaving 
aggressively and create a safer work environment. Regularly assessing the organizational 
climate can help identify potential sources of workplace aggression and allows organizations 
to take proactive measures to address these issues before they escalate. Organizations need 
to communicate to the staff that they are protected and supported within their work 
environment. Encouraging an environment of open communication, where employees feel at 
ease voicing their concerns and grievances, can prevent conflicts from escalating and enables 
the timely resolution of issues before they escalate into violence.  
 
Overall, a positive organizational culture and climate that prioritize employee well-being, 
communication, and conflict resolution can help prevent workplace violence in healthcare 
settings. Creating a culture where employees feel safe can indeed help reduce violence in the 
workplace. When employees feel safe, they are more likely to feel supported by their 
organization and less likely to engage in behaviours that could lead to violence. Additionally, 
a culture of safety sends a clear message to perpetrators or potential perpetrators that 
aggressive or violent behaviour will not be tolerated, which can act as a deterrent. This can 
help create a more peaceful and respectful work environment for everyone. 
 
Conclusion 
Workplace violence in healthcare settings is a significant issue that can have profound effects 
on organizational behaviour, employee well-being, and overall organizational performance. 
It disrupts the work environment, hinders teamwork and collaboration, and contributes to 
stress, burnout, and decreased job satisfaction among healthcare workers. Factors 
contributing to workplace violence in healthcare include the attitudes and behaviours of 
patients, family members, and visitors, as well as work-related elements such as staff 
shortages, overcrowding, and inadequate training of personnel who may feel ill-equipped to 
manage escalating situations. 
 
Organizational strategies for preventing workplace violence include providing conflict 
resolution training, implementing zero-tolerance policies for aggression, fostering a culture 
of open communication, and enhancing security protocols in healthcare facilities. These 
strategies help create a work environment where conflicts are less likely to escalate and 
ensure that healthcare workers feel both physically protected and psychologically supported. 
Overcoming the challenges associated with violence prevention requires a multifaceted 
approach that emphasizes education, allocation of resources, management accountability, 
and coordinated collaboration among institutional stakeholders. 
 
In conclusion, creating a positive organizational culture and climate that prioritize employee 
well-being, communication, and conflict resolution is essential for preventing workplace 
violence in healthcare settings. Addressing the underlying triggers of violence and promoting 
consistent behavioural expectations can contribute to a safer and more respectful work 
environment for all parties involved. 
 
This study contributes to existing knowledge by establishing that workplace violence in 
healthcare is not merely an interpersonal or patient-driven issue, but an organizational 
climate outcome shaped by safety culture, leadership enforcement, communication norms, 
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and structural clarity. Supportive reporting systems, zero-tolerance enforcement, and strong 
psychosocial climates are shown to function not as administrative add-ons but as core 
protective mechanisms that sustain employee security and safeguard standards of care. 
Contextually, the study highlights that in many healthcare environments violence is implicitly 
normalized as part of the profession, resulting in tolerance, under-reporting, and emotional 
desensitization among workers. It underscores that genuine violence reduction requires more 
than procedural enforcement; it depends on consistent organizational messaging, leadership 
accountability, and emotional support structures that position dignity and safety as non-
negotiable cultural expectations rather than discretionary ideals. 
 
References 
Al-Shiyab, A. A., & Ababneh, R. I. (2018). Consequences of workplace violence behaviors in 

Jordanian public hospitals. Employee Relations, 40(3), 515–528. 
https://doi.org/10.1108/ER-02-2017-0043 

Azlihanis, A. H. (2019). Bully and harassment in healthcare industry: What are our roles in 
prevention. Academy of Occupational & Environmental Medicine of Malaysia. Retrieved 
March 29, 2024, from https://www.aoemm.org.my/wp-
content/uploads/2019/07/Bully-Harassment-in-Healthcare-Industry-What-are-Our-
Roles-in-Prevention-.pdf 

Berlanda, S., Pedrazza, M., Fraizzoli, M., & de Cordova, F. (2019). Addressing risks of violence 
against healthcare staff in emergency departments: The effects of job satisfaction and 
attachment style. BioMed Research International, 2019, 5430870. 
https://doi.org/10.1155/2019/5430870 

Bordignon, M., Trindade, L. L., Cezar-Vaz, M. R., & Monteiro, M. I. (2021). Workplace violence: 
Legislation, public policies and possibility of advances for health workers. Revista 
Brasileira de Enfermagem, 74(1), e20200335. https://doi.org/10.1590/0034-7167-
2020-0335 

Centers for Disease Control and Prevention. (2020). Occupational violence. 
https://www.cdc.gov/niosh/topics/violence/fastfacts.html 

Kent, S., Troth, A. C., & Jordan, P. J. (2014). Mapping the terrain of aggression within the 
workplace context. In Emotions and the organizational fabric (Research on Emotion in 
Organizations, Vol. 10, pp. 111–136). Emerald Group Publishing. 
https://doi.org/10.1108/S1746-979120140000010013 

Lim, M. C., Jeffree, M. S., Saupin, S. S., Giloi, N., & Lukman, K. A. (2022). Workplace violence 
in healthcare settings: The risk factors, implications and collaborative preventive 
measures. Annals of Medicine and Surgery, 78, 103727. 
https://doi.org/10.1016/j.amsu.2022.103727 

Rajakrishnan, S., Hoe, V., & Aghamohammadi, N. (2022). Organizational safety climate and 
workplace violence among primary healthcare workers in Malaysia. International 
Journal of Public Health Science, 11(1), 88–96. 
https://doi.org/10.11591/ijphs.v11i1.20929 

Reddy, I. R., Ukrani, J., Indla, V., & Ukrani, V. (2019). Violence against doctors: A viral 
epidemic? Indian Journal of Psychiatry, 61(Suppl. 4), S782–S785. 
https://doi.org/10.4103/psychiatry.IndianJPsychiatry_120_19 

Singh, A., & Waldia, N. (2024). “If you want peace avoid interpersonal conflict”: A moderating 
role of organizational climate. Journal of Organizational Effectiveness: People and 

https://www.aoemm.org.my/wp-content/uploads/2019/07/Bully-Harassment-in-Healthcare-Industry-What-are-Our-Roles-in-Prevention-.pdf?utm_source=chatgpt.com
https://www.aoemm.org.my/wp-content/uploads/2019/07/Bully-Harassment-in-Healthcare-Industry-What-are-Our-Roles-in-Prevention-.pdf?utm_source=chatgpt.com
https://www.aoemm.org.my/wp-content/uploads/2019/07/Bully-Harassment-in-Healthcare-Industry-What-are-Our-Roles-in-Prevention-.pdf?utm_source=chatgpt.com
https://doi.org/10.1590/0034-7167-2020-0335
https://doi.org/10.1590/0034-7167-2020-0335
https://www.cdc.gov/niosh/topics/violence/fastfacts.html


INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES 
Vol. 1 5 , No. 12, 2025, E-ISSN: 2222-6990 © 2025 

981 

Performance. Advance online publication. https://doi.org/10.1108/JOEPP-04-2023-
0128 

Zainal, N., Rasdi, I., & Saliluddin, S. (2018). The risk factors of workplace violence among 
healthcare workers in public hospital. Malaysian Journal of Medicine and Health 
Sciences, 14, 120–127. 

 


