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Abstract: This paper presents the results of research into the impact of organizational financial performance items
(and financial performance dimension) on workplace bullying and mistreatment. The research was conducted in
organizations in Serbia, and the respondents were employees in these organizations. A total of 536
questionnaires were collected, which were valid for further analysis. The results showed that most of the observed
financial performance items did not have a statistically significant impact on workplace bullying in organizations.
However, the item Salaries; statistically significantly, strongly and negatively affects all observed workplace
bullying dimensions and self-labelling (mistreatment) items. Thus, low employee salaries provide fertile ground for
the development of workplace bullying. Conversely, with an increase in employee salaries, there is a decrease in
all aspects of workplace bullying. The paper gives explanations for these phenomena. It is important for leaders
and managers in business organizations to know the processes and relationships researched here. Special care
should be taken in conditions of unfavourable organizational financial performance, and especially low salaries of
employees.
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CaxeTtak: Y pagy Cy npukasaHu pesyntaTi UCTpaxuBarba yTuLaja ajteMa OpraHu3aunoHNX (UHAHCHCKUX
nepdopmMaHcu (M auMeH3nje puHaHCUiCkuX nepdopmaHcy) Ha MOBWMHT M ManTpeTvpare Ha pagHOM MeCTy.
VctpaxuBare je peann3oBaHO Yy opraHusauujama y Cpbuju, a ucnutanuum cy Ounu 3anocneHn y OBuM
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opraHu3auujama. CakynrbeHo je ykynHo 536 ynuTHuka, koju cy bunu BanuaHu 3a garbe aHanuse. Pesyntatu cy
nokasanu ga BefinHa nocMaTpaHux ajtemMa UHaHCKCkuXx nepopmMaHcy Hema CTaTUCTUYKK 3HavajaH yTuuaj Ha
MOGWHT y opraHusauujama. Mefytum, ajtem nate CTaTUCTMYKM 3HAYajHO, CHaXHO W HEraTMBHO YTUYe Ha CBe
nocMaTtpaHe AuMeH3nje MobuHra u ajtem MantpeTupare. [lakne, HUCke 3apafe 3anocneHnx npeacTaBibajy
NNoAHo To 3a pa3soj MobuHra. CynpoTHO ToMe, ca noBeharbem nnata 3anocneHux, Aonasn 40 CMakbersa CBUX
acnekata mobuHra. Y pagy cy aata obpasnoxera 3a OBe nojase. 3a Nuaepe W MeHaliepe y MOCNOBHUM
opraHu3aupjava je BaXHO Aa Mo3Hajy OBAe MCTpaxwvBaHe mpouece W penauuje. MocebaH onpes Tpeba aa
MOCTOjW Y YCMOBWMA HEMOBOIBbHUX OPraHU3aLmMoHnX (PUHAHCKJCKMX NepdopMaHcH, a HapouMTO HUCKMX 3apapa
3anocneHmx.

KIbyuHe peun: OpraHusaumoHe uHaHcujcke nepcopmaHce, nnate, MobuHr, ManTpeTupatre, Cpbuja.

JEN knacudpmkaumja: D23, J50, J70.

Introduction

Over two decades of international research has provided sufficient evidence of the negative
effects of workplace bullying on employees and the organizations in which they work.
Workplace bullying is today considered one of the most harmful stressors in modern work
life (Niedhammer et al., 2013) and is defined as a global interest phenomenon (Nielsen &
Einarsen, 2018). Bullying is a long-term aggression directed at a person who is unable to
defend himself/herself, which leads to the victimization of that person. The victim, who is
unable to escape from the social situation and thus, his tormentor, is exposed to escalating
harassment leading to loss of self-esteem and a gradual increase in mental stress (Bjorkqvist
et al., 1994). Bjorkqvist, Osterman and Hjelt-Béick (1994) note that it is important to keep
in mind that harassment does not start with the victim, but with the attacker, so without the
attacker there would be no harassment.

Brodsky (1976) presents perspectives on psychological injuries at work, addressing
the problems: Who is responsible for harassing workers? What is the statistical evidence of
harassment? How can the harassment system change? Brodsky (1976) reports three sources
of harassment: (1) by humans, (2) work pressure, and (3) by the system. He gives examples
of his theory, describing a series of cases in which employees at all organizational levels
claimed to have been harassed by superiors or colleagues, resulting in destructive effects on
their productivity, health and well-being. However, this pioneering examination of
harassment at Brodsky’s work did not attract significant attention at that time. The first
scientific paper on the concept of harassment at work, published in 1989 in Norwegian
(Matthiesen et al., 1989), studied the extent and frequency of harassment in the workplace,
reports of harassment, and the effects of abuse on mental and physical health and job
satisfaction. The studies of the Swedish psychologist and psychiatrist, of German descent
Leymann, whose major works appeared in the early 1980s, are important. His first major
article on workplace bullying (Leymann, 1990a) discusses targeting the employee and
subjecting the employee to psychological harassment, while one of his more important
contributions was the development of one of the first questionnaires for examining
workplace bullying - the Leymann Inventory of Psychological Terror (LIPT).) (Leymann,
1990b).
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Dealing with workplace bullying can be especially difficult where it is accepted as
part of organizational culture. Thus, organizational culture has been identified as a possible
cause of workplace bullying (Rayner et al., 2002; Hoel & Salin, 2003). Workplace bullying
has a greater potential to occur in organizations with a culture that allows or rewards such
behaviour (Brodsky, 1976). In organizations where there is an established clear policy, code
of ethics, clearly defined responsibilities and authorities, it will be more difficult for
violence to occur. However, in any case and situation, it is important to stop the violence at
the earliest stage. Abuse leads to several adverse outcomes for organizations (Hoel et al.,
2003), such as: reduced organizational efficiency, which may be partly due to the increased
intention to leave the organization (Djurkovic et al., 2006), and then the need for the
organization to deal with complaints, investigations, disputes, as well as poor publicity
(Hoel et al., 2003). However, above all, abuse primarily leads to negative influences and
psychosomatic symptoms on victim (Djurkovic et al., 2004). As the effects of abuse do not
stop at the victim alone, it further harms the victim's family and friends, as well as
witnesses to the abuse (Hoel et al., 2002; Rayneret al., 2002). Various social factors can
make the workplace prone to violence.

What is particularly important for this work is linking organizational performance
and workplace bullying. Studies (Sheehan et al., 1998; McCarthy & Barker, 2000) reveal
poorer work performance of employees who have experienced workplace bullying, and this
specifically includes reports of reduced productivity, efficiency, lower performance, and
quality of work. Workplace bullying is associated with absenteeism followed by reduced
productivity (Magee et al., 2017). Empirical evidence between workplace bullying and
productivity is scarce, in part because it is difficult to measure productivity, except in self-
reporting studies, where respondents observe changes in organizational performance due to
abuse (Hoel et al., 2010). A moderate negative correlation was found between self-assessed
performance and abuse (Hoel et al., 2001). Finally, there is no doubt that harassment at
work seriously damages organizational performance. If an official procedure or a court case
is initiated, the loss of time and energy is huge. If these processes reach the public eye, the
image of the organization suffers great damage. This is even more important if we keep in
mind that some research in Serbia (Anici¢ et al., 2020; Vojteski-Kljenak et al., 2019) shows
that, in general, it is very important to provide efficiently manage revenues, costs, profits,
assets, and financial structure in order to improve the organizational performance of
companies.

The aim of this paper is to examine whether organizational financial performance
has an impact on workplace bullying and mistreatment, and if so, what is the direction of
that impact. In other words, the question arises: does the success of the organization and its
good financial results increase the pressure on employees, competition among colleagues,
and thus create conditions for more explicit workplace bullying, or does it actually happen
when the success of the organization is low, so there are fears of losing jobs, salary cuts,
etc.? A similar dilemma arises in the recent work (Salin & Notelaers, 2020), where the
direction of the impact of high-performance work practices (HPWPs) on workplace
bullying is examined. The results showed that HPWPs reduced the risk of workplace
bullying. This is a challenge for research in which HPWPs are described as a factor for
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stress and burnout (Kroon et al., 2009; Ogbonnaya & Messersmith, 2019; Zhang et al.,
2013), and also as a factor for abuse and workplace bullying (Ashkanasy et al., 2016; Lewis
& Rayner, 2003; Salin & Hoel, 2011; Samnani & Singh, 2014). Salin and Notelaers (2020)
conclude that “a more nuanced discussion” on this topic is necessary. In that sense, this
paper can be accepted as a contribution to this discussion, which is, practically, just open.
The impact of certain organizational financial performance items on workplace bullying
dimensions and mistreatment item was examined in organizations in Serbia. This paper
presents the results of that research, as well as their discussion.

1. Theory and hypothesis

1.1. The relationship of power and victim traits

Workplace bullying can be seen as an unresolved social conflict, which has reached a high
level of escalation and which involves an imbalance of power between the parties (Zapf &
Gross, 2001). Einarsen, Hoel, Zapf and Cooper (2010) talk about predator abuse, where the
victim has done nothing provocative that can justify the perpetrator's behaviour, and only
by coincidence finds himself in a situation where the predator abuses power, or exploits the
weakness of someone who accidentally became victim. Sources of power for the
perpetrator, in relation to the victim, can be: higher hierarchical position, better access to
resources in the organization, belonging to a privileged group of employees and the
possibility of using other people as “performers” of abuse (Tehrani, 2012).

There has been much speculation about whether personality traits that are typical of
victims can be identified. According to (Bjorkqvist et al., 1994), anyone can become a
victim, but provided that the individual has less power than the attacker. One of the reasons
why the victim has fewer opportunities to defend himself or herself in the workplace is
usually of a hierarchical-organizational nature, for example, when a person in a higher
position harasses a subordinate or when a group of employees wants to get rid of a
competitor (Leymann, 1992). While some have characterized victims as introverted,
conscientious, literal, who reflect a bad self-image, and are occasionally successful
(Matthiesem & Einarsen, 2001), other authors suggest that there is no difference between
victims and non-victims, and that the question of who will become victim to workplace
bullying is entirely a matter of chance and unfortunate circumstances (Leymann, 1992).

It should also be kept in mind here that what one person may see as abusive
behaviour does not necessarily mean that the other person would experience the same
(Coyne et al., 2004). Thus, Painter (1991) states that any assessment of abusive behaviour
should take into account the subjective assessment factor.
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1.2. Some of the consequences of workplace bullying

The intention to leave the organization. Among the potential organizational outcomes of
workplace harassment, turnover was particularly interesting for researchers. Numerous
studies have shown a positive relationship between harassment in the workplace, intention
to leave the organization and turnover (Quine 1999; Hoel & Cooper, 2000; Djurkovic et al.,
2004). A study in Ireland (O’Connell et al., 2007) has shown that 60% of respondents
exposed to workplace bullying considered leaving the organization, while 15% actually did
so. Although “the intention to leave an organization” is considered a key predictor of
turnover (Begley, 1998), Hoel, Sheehan, Cooper and Einarsen (2010) note that, with a few
exceptions, most studies focus on research of “the intention to leave an organization”, and
not on the actual turnover or giving up the work. A longitudinal study, conducted in
Norway (Berthelsen, Skogstad, Hauge, Nielsen, Einarsen, 2009), has shown that although
some victims of abuse actually left the organization two years after they first reported
experiencing abuse, most victims were still at the same job, even after two years. The
strong connection between workplace bullying and the intention to leave the organization
can be seen from the angle of coping strategy, which can be positive for victims because it
completely removes them from the source of the problem, which is in accordance with the
advice that victims often give to other victims (Zapf & Gross, 2001).

Health issues. However, negative influences in the workplace are primarily
manifested through negative emotions, such as anger, nervousness, worry, anxiety, guilt
(Watson & Clark, 1984). Workplace bullying has been shown to cause a variety of
psychological and physical symptoms (Hoel et al., 2004; Fox & Stallworth, 2005).
Psychological symptoms include stress, anxiety, depression, and difficulty concentrating
(Vartia, 2001; Mikkelsen & Einarsen, 2002), while physical symptoms include sleep
disturbance, stomach upset, headaches, body aches, exhaustion, and rapid heartbeat
(O'Moore et al., 1998; Vartia, 2001). Workplace bullying is a causative factor for many
mental health problems and can make victims susceptible to serious physical conditions,
such as cardiovascular disease (Kivimaki et al., 2003).

Those who experience violence may feel anxious, intimidated and humiliated.
Violence can cause feelings of frustration and anger and lead to stress, loss of self-
confidence and self-esteem. There is strong evidence that negative psychological states
cause the disease, for example: stress is contributing to the development of the disease
because it disturbs the balance of the body, and anxiety can eventually lead to stomach
disorders (Purkovic et al., 2006). Violence also reflects on business motivation, work
performance and the level of absence from work. Other symptoms may include headache,
high blood pressure and insomnia. In addition to the costs associated with abuse, it can cost
employers in other ways as it can affect the culture of the entire organization, which
ultimately can have a very bad impact on the reputation of the organization.

This paper raises two hypotheses and one research question:

H1: There is a statistically significant correlations between the financial performance items
(and financial performance dimension) and the workplace bullying dimensions and self-
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labelling (mistreatment) item.

H2: There is a statistically significant predictive effect of the financial performance items
(and financial performance dimension) on the workplace bullying dimensions and self-
labelling (mistreatment) item.

RQ: What is the direction of the impact of financial performance items (and financial
performance dimension) on the workplace bullying dimensions and self-labelling
(mistreatment) item?

2. Methods

2.1. Survey instruments (measures)

Workplace bullying. Workplace bullying was measured by the Negative Acts
Questionnaire-Revised instrument, NAQ-R (Einarsen et al., 2009), which was validated
into Serbian in the reference (Vukeli¢ et al., 2015). The questionnaire consists of 22 items
(3 dimensions: Work related bullying, Person related bullying and Physically intimidating
bullying). In addition, the workplace bullying dimension (NAQ-R total) was used in the
analysis, and it includes all of 22 items. Respondents answered how often they were
exposed to each item in the last six months, offering five categories of responses: “never”,

CLINT3 CLINT3

“occasionally”, “monthly”, “weekly” and “daily”.

Self-labelled victim of bullying (mistreatment item). Self-labelling (mistreatment)
was measured by one item, based on a reference by Einarsen, Hoel, Notelaers (2009).
Respondents answered the question whether and to what extent they were harassed at work
during the last six months (before that, the definition of harassment was given). Five

categories of answers were offered: “no”, “yes, occasionally”, “yes, several times a month”,
“yes, several times a week” and “yes, almost every day”.

Financial performance. In order to measure financial performance, a questionnaire
of 7 items was compiled: Productivity, Profitability, Market Share, Sales Growth,
Competitive Status, Asset Growth and Employee Salaries. References were used in the
selection of these items (Tan & Litschert, 1994; Wang et al., 2003; Wang et al., 2011). All
financial performance items were measured using a seven-point Likert scale. Also, all
seven items make up one dimension: Financial performance.

2.2. Participants and data collection

The research was carried out in Serbian organizations. The research was realized in such a
way that respondents were completing questionnaires. Respondents were employed in
organizations in Serbia, at various organizational levels. A total of 536 questionnaires were
collected, which was valid for further analysis.
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3. Results

3.1. Descriptive statistics

Table 1 shows the results of descriptive statistics (workplace bullying dimensions, self-
labelling item, financial performance items and financial performance dimension). The
table gives the names for dimensions and items, short name for each dimension and item,
mean values and standard deviation of all dimensions and items, as well as Cronbach’s
alpha for each dimension. Cronbach’s alpha values range from 0.755 to 0.964.

Table 1: Descriptive statistics

Dimensions and items  [Short name| N Min Max | Mean Std. Cronbach’s

Deviation alpha
Work related bullying WRB 536 1.00 5.00 2.15 .969 0.903
Person related bullying PRB 536 1.00 5.00 1.86 .865 0.948
Physically intimid. bull. PIB 536 1.00 5.00 1.55 714 0.755
Workplace bullying WB 536 1.00 5.00 1.91 .831 0.964
Self-labelling (mistreatm.) SLM 536 1.00 5.00 1.88 1.060 -
Productivity FP1 536 1 7 4.90 1.595 -
Profitability FP2 536 1 7 4.84 1.698 -
Market share FP3 536 1 7 4.64 1.770 -
Sales growth FP4 536 1 7 4.49 1.817 -
Competitive status FP5 536 1 7 4.60 1.781 -
Asset growth FP6 536 1 7 4.16 1.618 -
Salaries FP7 536 1 7 3.95 1.577 -
Financial performance FP 536 1.00 7.00 4.51 1.416 0.927

Valid N 536

Source: Authors

3.2. Correlation analysis

The results of the correlation analysis between financial performance items (and financial
performance dimension) and workplace bullying dimensions and self-labelling
(mistreatment) item, are given in Table 2. The results refer to the total sample N = 536
respondents. Pearson's correlation was used. In Table 2, statistically significant correlations
were marked: *p<0.05; **p<0.01.

Table 2: Coefficients of correlation between the financial performance items (and financial performance
dimension) and the workplace bullying dimensions and self-labelling (mistreatment) item

WRB PRB PIB WB SLM
FP1 -,077 -,074 -,100" -,082 -,033
FP2 -,044 -,039 -,051 -,044 ,004
FP3 -,022 -,007 -,054 -,019 ,000
FP4 -,004 ,002 -,009 -,001 ,038
FP5 -,004 -,019 -,052 -,018 -,022
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FP6 -,057 -,043 -,021 -,048 -,004
FP7 =279 =272 -,228™ -,285™ -,260"
FP -,079 -,073 -,085" -,081 -,044

Source: Authors

3.3. Regression analysis

The predictive effect of the financial performance items (independent variables) on the
workplace bullying dimensions and self-labelling (mistreatment) item (dependent variables)
was examined using Multiple Regression analysis (Table 3). Dimension FP - Financial
performance is not taken into account here due to the possibility that, as an overall
dimension, it takes on a significant part of the predictive effect. The results in Table 3, for

which there is a statistically significant predictive effect, are marked by a bold font.

Table 3: Regression analysis (independent variables: financial performance items; dependent variables:
workplace bullying dimensions and mistreatment item)

Indep.
Depend. FP1 FP2 FP3 FP4 FP5 FP6 FP7 R? F Sig.
p
WRB -0,068 | 0,021 [ 0,024 | 0,114 [ 0,060 | 0,016 | -0,347 | 0,099 | 8,317 | 0,000
PRB -0,080 | 0,017 [ 0,069 [ 0,112 [ 0,005 | 0,044 | -0,345 | 0,097 | 8,086 | 0,000
PIB -0,133 [ 0,055 | -0,046 | 0,152 | -0,043 | 0,118 | -0,278 | 0,075 | 6,095 | 0,000
WB - 0,086 | 0,024 [ 0,042 | 0,124 [ 0,020 | 0,044 | -0,357 | 0,104 | 8,786 | 0,000
SIM -0,031 | 0,062 | -0,018 | 0,161 | - 0,057 | 0,094 | - 0,363 | 0,102 | 8,613 | 0,000

Source: Authors

4. Discussion

4.1. Discussion of the results of correlation analysis

Based on the results from Table 2, it is easy to see that only the item FP7 - Salaries does
have statistically significant effects on workplace bullying dimensions and self-labelling
(mistreatment) item. However, these impacts are negative. This means that low employee
income provides fertile ground for the development of workplace bullying. Low employee
income is an indicator of poor business operations of the organization, and this often means
reduced workload and absence of important jobs, but also reduced job satisfaction. All this
contributes to the employees having excess time and lack of satisfaction, which leads to a
redirection of attention to the political processes in the organization. In such conditions, it is
easy to create an atmosphere in which individuals are unjustifiably favoured and, at all
costs, the company is looking for the culprits for the bad situation. Threats and blackmails
are possible in terms of fear for keeping a job, earning a salary, so some employees begin to
feel threatened and scared for their job, salary, etc.
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Conversely, with an increase in employee's income, there is a decrease in all aspects
of workplace bullying. Relatively high salaries create a strong perception of justice,
motivate people to work harder and better, they then have neither the time nor the need to
deal with (re)distribution of power in the organization, blackmail and, in general, to deal
with subordinates or superiors in a way that is not related to doing the job. Most employees
are focused on their job. A well-paid and satisfied worker finds it much harder to end up in
a situation where he or she suffers from workplace bullying, and if that happens, he or she
will have more self-confidence and organizational tools to resist such occurrence.

Another statistically significant and negative correlation between item FP1 -
Productivity, and dimension PIB - Physically Intimidating Bullying should be noted. In
other words, high productivity can reduce physical intimidation. This phenomenon can be
explained by the fact that in conditions of high productivity, employees simply have an
increased volume of work and do not have time to deal with physical intimidation. In
addition, high productivity is a sign of the efficiency of people in lower positions, and in
such circumstances, superiors have no need (or justification) to be angry at subordinates,
shout at subordinates, physically threaten them, etc. Due to this result, there is a statistically
significant (negative) impact of dimension FP - Financial performance on dimension PIB -
Physically Intimidating Bullying.

Other correlations in Table 2 are not statistically significant. Based on the previous
considerations, it can be stated that hypothesis H1 is partially confirmed, more precisely, it
is confirmed in the influences of items FP7 - Salaries and FP1 - Productivity on workplace
bullying dimensions as well as self-labelling (mistreatment) item. At the same time, this is
the answer to the research question RQ: where there are statistically significant effects of
financial performance items (and financial performance dimension) on the workplace
bullying dimensions and self-labelling (mistreatment) item, these effects are negative. This
puts this research on the side of the study (Salin, Notelaers, 2020), which shows that high
work performance reduces workplace bullying.

According to the results from Table 3, of the financial performance items, only item
FP7 - Salaries has statistically significant predictive effects on workplace bullying
dimensions. These effects are negative in all cases, so this result is fully consistent with the
results of the correlation analysis. The explanations for this phenomenon, which are given
in the discussion of the results of correlation analysis, are also valid in the results of
regression analysis.

The corrected determination indexes R2 have slightly lower values (ranging from
0.075 to 0.104), but all these values are statistically significant (Table 3). Based on these
findings, hypothesis H2 can be considered confirmed. Although the values of R2 are quite
close, it can be said that the strongest predictive effect occurs on the dimension WB -
Workplace bullying and item SLM - Self-labelling (mistreatment), and the weakest on the
dimension PIB - Physically Intimidating Bullying. This is a consequence of the fact that the
dimension WB - Workplace bullying and item SLM - Self-labelling (mistreatment) have a
more general character, so they attract different influences. On the other hand, the

Anali Ekonomskog fakultet u Subotici — The Annals of the Faculty of Economics in Subotica, Vol. 56, No. 44, pp. 021-035

29



30

Sanja Stankov, Jasmina PosStin, Marko Konjikus$i¢,
Aleksandra Jagodi¢ Rusi¢, Daliborka Mi¢i¢

dimension PIB - Physically Intimidating Bullying is still represented to a much lesser
extent, it refers to some very extreme situations, which (fortunately) do not seem to be
common (average score for dimension PIB - Physically Intimidating Bullying is only 1.55
(Table 1 Descriptive statistics).

4.2. Limitations

The limitation of this research is that it was conducted in companies in Serbia, so the
results, in the first place, are valid for the observed subject of research. At the same time,
the results are logical, so based on the given discussions, we can rightly assume the general
character of the obtained results, i.e. that the results are applicable in different conditions,
and thus in different countries.

Conclusion

Organizational financial performance items, in general, do not have a large impact on the
occurrence of workplace bullying in organizations. However, one financial performance
item stands out from this group. This is item FP7 - Salaries, which statistically both
significantly and negatively affects all observed workplace bullying dimensions and self-
labelling (mistreatment) item. This was confirmed by both the results of the correlation
analysis and the results of the regression analysis. In a situation where the salaries of
employees are low, dissatisfaction with work and excess time for employees are present.
This can be further linked to various forms of political processes in the organization, the
phenomena of unfair rewarding and punishment, promotion and restraint, as well as the
phenomena of threats, blackmail, intimidation and, finally, workplace bullying. In this way,
the answer to the research question is given, as well as the dilemma from the beginning of
work: low performance of the organization, poor financial performance, and especially low
salaries of employees, are what leads to increased workplace bullying.

It is important for leaders and managers in business organizations to know the
processes and phenomena researched here. In that way, they qualify themselves for
successful recognition and understanding of potential and real workplace bullying
situations, and afterwards for their efficient and effective overcoming. Special care should
be taken in conditions of unfavourable organizational financial performance, especially low
income of employees.
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