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Abstract: The first and original aim of this study was to measure the impact of workplace bullying
(WB) seen from the perspective of the witnesses (bystanders) on the work engagement and the
burnout of these bystanders. The second aim was to test the mediating roles of affects between WB
seen from the perspective of bystanders and two resulting variables, bystanders’ work engagement
and bystanders’ burnout. This study was conducted using self-administered questionnaires with
WB bystanders (n = 222) from the Cameroonian health sector. The results indicated that positive
and negative affects played mediating roles between WB as seen by witnesses and the two resulting
variables, burnout and work engagement. This study offers new avenues for intervention on the
issue of WB bystanders. In addition to prevention for victims, witnesses experiencing bullying as
bystanders in Cameroon must be supported and accompanied by occupational health services,
occupational and psychosocial risk prevention workers, psychologists, as well as human resources.

Keywords: workplace bullying; bystanders; psychological health; work engagement; burnout;
positive and negative affects

1. Introduction

The topic of workplace bullying (WB) is at the heart of several debates [1,2,3,4] and
affects a wide range of jobs [1,2,5]. Health care and nursing sectors are particularly af-
fected by bullying acts [6]. According to [7], 20% of these staff report experiencing har-
assing behaviors regularly and persistently. Indeed, numerous surveys [1] show that
social workers, carers, and care providers involved in relational or clinical work are par-
ticularly at risk.

Bullying or mobbing is a major social stress [3,4,8,9] with a destructive impact on
victims, such as psychological distress ([8] ) and burnout [10,11]. WB leads to disen-
gagement at work [12] and increased absenteeism and intent to quit [7,8].

This complex organizational multi-dimensional phenomenon has often been per-
ceived as simply involving two actors: the victim and the harasser [13]. However, it
should be treated as a social relational problem that involves more than two actors [14].
Indeed, [15] point out that WB is not simply a relational problem between two employ-
ees but an issue that affects the entire workplace. Indeed, witnesses to such acts are also
part of the process and need to be integrated in studies and prevention. In this way, re-
searchers consider those who witness bullying as key because they have more social
resources than victims [16], such as getting help from other adults like colleagues, family
members, friends, etc.

Paradoxically, little is known about the effects of WB on witnesses and why they are
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affected [9]. Some rare explanatory studies are qualitative [17] or experimental [18] and
some work has attempted to understand the reasons for acting or not acting [19]. Some
authors have found that witnessing bullying undermines psychological health
(work-related depression and anxiety) and increases insomnia, headaches, and fatigue
[20, 21].

Understanding the impact of these acts on these witnesses, therefore, becomes cru-
cial.

This study, therefore, focuses on the psychological health of WB witnesses, includ-
ing burnout and their engagement in work in the health setting. This study has several
novel aspects. First, it addresses the issue of WB witnesses in the professional context,
using quantitative tools, an aspect that has been explored very little. Indeed, very few
studies have measured the psychological health at work of witnesses of bullying, and
data on bystanders to harassment are from studies conducted in schools and high
schools [22]. Moreover, this study measures not only the bullying seen by the witnesses,
but also its impact on the psychological health of these witnesses.

The objective of this study is to approach WB not from the point of view of the vic-
tims and/or harassers, but from the point of view of the witnesses, who are present dur-
ing such negative acts. Although regularly forgotten, this third indirectly involved actor
can nevertheless influence this situation and is also influenced, depending on the pas-
sive or active role they decide to play [23]. A significant number of people are indirectly
exposed to WB [9]. Indeed, 46.5% of workers in the United Kingdom mentioned wit-
nessing WB in the past five years [24], and over 80% of workers in US workplaces say
they have witnessed bullying sometimes during their work histories [25]. Another study
make a similar finding [26]: 41% report witnessing WB. Figure 1 resume the model of
this study.
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Figure 1. Hypothesized Model: Effect of WB on psychological health (engagement to work and
burnout) via affects.

1.1. Psychological Health at Work: Work Engagement and Burnout

Psychological health at work encompasses both a positive and a negative dimen-
sion, such as psychological well-being and psychological distress [27, 28]. Some studies
on psychological health consider burnout and work engagement as negative and posi-
tive sides [29, 30, 31]. Burnout can be considered as a state involving feelings of physical,
emotional, and cognitive exhaustion [32]. First, physical exhaustion refers to lower en-
ergy to cope with the daily workload. Second, emotional exhaustion refers to the feeling
of not being able to invest in relationships at work. Third, cognitive fatigue is character-
ized by a feeling of cognitive or mental slowness and reduced mental agility [33]. Be-
yond suffering at work, there is also a certain degree of fulfilment, which will be dis-
cussed in terms of engagement to work in the following lines, as a positive side of psy-
chological health at work.

With regard to work engagement, [34] points out that it is among the positive as-
pects of psychological health that have been most consistently used in the context of
work. Authors present work engagement as a positive and fulfilling state of mind to-
wards work [8,35]. It is characterized by three dimensions. Vigor (first dimension) char-
acterizes a high level of energy, a great willingness to invest effort in one’s work, resili-
ence at work, and tenacity in the face of difficult situations. According to [36], this di-
mension of engagement facilitates the transition from reflection to action, which trans-
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lates into better performance among committed employees. This means that, with vigor,
employees quickly understand what is expected of them and put it into practice. Dedi-
cation (second dimension) is characterized by enthusiasm, awareness of the meaning of
work, and pride in one’s work. A dedicated person does everything possible to ensure
that his or her work goes well. Absorption (third dimension) refers to the attitude of total
and deep concentration of the employee at work without any real awareness of the time
that is passing [35].

1.2. Witnesses of WB and Their Psychological Health in the Health Sector

[4] characterized WB by the repetition (at least once a week) and duration (at least
six months) of exposure to negative behaviors in the conceptualization of WB. [1, p. 25]
defines it as “a psychological process induced in a work context characterized by a last-
ing and repeated synergy of destructive acts that undermine the relationships, working
conditions and integrity of an employee and result in suffering that can jeopardize his or
her psychological and physical health. According to [37], WB has a physical and mental
impact on employees and can lead to extreme feelings of distress or hopelessness. WB
has significant consequences, both for the victim and for the entire organization, includ-
ing deterioration in the mental and physical health of targets [1,10], distress [10] , and
risk of suicide [12]. Studies have found that WB can lead to burnout [38]. It also impacts
satisfaction, engagement, and intent to quit [39]. In addition, it leads to lower work en-
gagement among victims [8]. According to [40], WB is related to depression, anxiety, and
burnout. These results are consistent with other studies, showing associations between
bullying and burnout [11, 41].

Although the effects on the target of WB are well documented in the literature, the
bystanders or witnesses of WB have not received as much attention [42]. Witnesses of
WSB, the third actor in WB scenes are, like the victims, also negatively affected by these
negative acts at work [43], experience more health problems, and have more unfavorable
work attitudes compared to those not involved in bullying [24]. Workplace bullying can
decrease work motivation [7,44] and increase the absenteeism, and turnover intention of
bullying witnesses [45, 46] .[47] showed that individuals who witnessed bullying tended
to report higher substance use, depression, anxiety, and feelings of inferiority. Another
study has found that individuals who are involved in multiple roles, including bystand-
ers, are at elevated risk for serious mental health concerns including suicidal ideation
([48]. Bullying affects the well-being of bystanders, leading to psychological, physical,
and emotional strain and suffering [10, 49, 50, 51].

1.3. WB as Seen by Witnesses, Affects, and Psychological Health

Emotions are the organism’s response to a request for adaptation [52, 53]. They are
keys to understanding employees’ reactions to work. Adaptation arouses positive and
negative emotions in individuals with the mission of assessing the situation and prepar-
ing appropriate responses or strategies [54]. Positive affect refers to feelings of arousal
and pleasantness. Negative affect refers to anger, fear, and guilt. Positive affect plays a
crucial role in coping efforts and contributes to physical and psychological well-being.
Some authors have suggested the existence of links between WB and emotions at work
[18, 55, 56] and [57] referred to the existence of an “emotion cocktail”. However, the sci-
entific research conducted on the topic is very limited, as is the range of emotions ana-
lyzed. Bullied individuals often experience negative emotions such as fear, shame, anxi-
ety, guilt, doubt, sadness, and humiliation [1, 58]. Witnesses of bullying experience more
contrasting emotions ranging from no emotion, to empathetic emotions, to even negative
emotions such as fear of associating with the person (or group) being bullied, for fear of
being bullied back and losing certain benefits or gains [55]. This research [18, 55, 56] has
shown that WB generates negative affect and decreases positive affect.
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Positive affect would promote creativity, cognitive flexibility, work productivity, job
satisfaction, as well as optimize work quality [59]. In contrast, employees who experi-
ence negative affect at work will tend to show low emotional engagement to work and
resign from the company. In their study, [60] found that positive emotional reactions
predicted affective engagement and altruistic behavior. Furthermore, [56] found that
positive and negative affect play a central (mediating) role in the relationship between
WB and its consequences, including job satisfaction, organizational engagement, and in-
tention to leave the organization.

2. Method
2.1. Hypothesis of This Study

The following six hypotheses were formulated:
Hypothesis 1. Workplace bullying as seen by witnesses is negatively related to work engagement;
Hypothesis 2. Workplace bullying as seen by witnesses is positively related to burnout;
Hypothesis 3. Workplace bullying as seen by witnesses is positively related to negative affect;
Hypothesis 4. Workplace bullying as seen by witnesses is negatively related to positive affect;

Hypothesis 5. Positive and negative affects play mediating roles between workplace bullying as
seen by witnesses and work engagement;

Hypothesis 6. Positive and negative affects play mediating roles between workplace bullying as
seen by witnesses and burnout.

2.2. Procedure

The participants were called in to answer the questionnaire directly in the hospitals,
using five, six, or seven-point Likert scales ranging from totally disagree to totally agree,
or highly insufficient to far too many/much, or almost never to almost always. We used
different instructions and different response scales in order to minimize response biases,
as recommended by [61].

Data were collected from seven Cameroonian public and private hospitals in the city
of Yaoundé. We have used an anonymous paper form of questionnaires and have invited
participants to complete it voluntarily. The purpose of the survey was explained when
distributing the questionnaires. Others were given to the heads of the services for those
who were absent.

For this data collection, medical and paramedical employees received a letter ex-
plaining the purpose of the study (i.e., to expose psychosocial risks in the medical and
paramedical profession) and inviting them to complete a paper version of the question-
naire. The letter explained that the participants had to be careful not to give their name
or other individual information in their responses, to keep their confidentiality and an-
onymity, and that their participation was voluntary. The questionnaires were placed di-
rectly by the respondent in a sealed envelope and the envelopes were collected directly
by the interviewer at the workplace.

2.3. Measures

All measures were administered in French. Properties (means, standard deviations,
and latent correlations) are presented in Table 1.

Table 1. Means, standard deviations, and correlation between variables.

M SD

1 2 3 4 5 6 7 8 9 10 11
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1.Eng-vig
2.Eng-dev
3.Eng-abs
4.Bo-PF
5.Bo-CF
6.Bo-EE
7.WB-work
8.WB-person
9.WB-int
10.Positive
affect
11.Negative
affect

4.59/6
4.88/6
4.66/6
3.11/7
2.92/7
2.53/7
2.43/5
2.50/5
2.73/5

3.98/5

2.36/5

1.08
0.99
0.97
0.95
1.07
1.15
0.76
0.77
0.75

0.65

0.63

0.71
0.72** 0.65
0.66 *** 0.62** 0.73

-0.25 **-0.20 ** -0.09  0.79
-0.24 ** -0.20 ** -0.15* 0.56 ** 0.84

-0.20 ** —0.23 ** —-0.20 *** 0.43 *** 0.47 ** 0.74
-0.06 -0.18** 0.00 0.18* 0.20* 0.13 0.72
-0.03 -0.14* -0.03 0.20* 0.23** 0.24** (0.58 *** 0.81
-0.07  0.06 0.08 0.10 0.17* 0.17* 0.45** 0.55** 0.73

0.51 *** 0.51 ** 043 ** -0.13* -0.13 -0.17* -0.02 005 0.15* 0.77

-0.25 *%* —-0.23 ** -0.19 ** 0.28 ** 0.30 *** 0.35** 0.22** 0.24** 0.08 0.39 *** 0.75

n=222; M: Mean; SD: Standard Deviation; Eng-Vi: Engagement to Work-Vigor; Eng-De: Engage-
ment to Work-Dedication; EngAb: Engagement to Work-Absorption; Bo-PF: Burnout-Physical Fa-
tigue; Bo-CF: Burnout-Cognitive Fatigue; Bo-EE: Burnout-Emotional Exhaustion; WB-work:
Workplace Bullying related to work; WB-person: Workplace Bullying related to person; WB-Int:
Workplace Bullying by intimidation; Bolded Cronbach’s Alpha on the diagonal; * p <0.05, ** p <
0.01, *** p <0.001.

Work engagement. The Utrecht Work Engagement Scale-Short form (UWES-9) by [31]
was used. This short form consisted of 9 items that measured the three dimensions of
work engagement. Each of these dimensions was measured by three items: vigor (e.g., “I
am bursting with energy for my work”; a = 0.71), dedication (e.g., “I am passionate
about my work”; a = 0.65), and absorption (e.g., “I am literally immersed in my work”; o
= 0.73). Participants responded using a frequency scale that ranged from 0 (never) to 6
(always). Consistent with previous studies ([62], the three dimensions were analyzed in-
dividually. A mean score per dimension was calculated.

Burnout. The French version of the Shirom-Melamed Burnout Measure ([63] was
composed of 14 items divided into three dimensions, which are physical fatigue (6 items,
e.g., “My batteries are dead”, a = 0.79), cognitive weariness (5 items; e.g., I feel I am not
thinking clearly”; a = 0.84), and emotional exhaustion (3 items, e.g., “I feel unable to
sense the needs of my colleagues and/or patients”; a = 0.74). Each question was associ-
ated with a 7-point Likert-type scale ranging from 1 (never) to 7 (always). In accordance
with previous studies, the three dimensions were analyzed separately.

Workplace Bullying as seen by witnesses. It was measured with the French version of
the Negative Acts Questionnaire (Revised NAQ-R; [64] after we reworded the items so
that they would be relevant to the witnesses. An exploratory factor analysis was used to
validate the scale. The first version of the scale included 22 items associated with a
5-point Likert-type scale going from 1 (never) to 5 (daily). After exploratory factor analy-
sis, we retained only 13 items, reflecting work-related WB (4 items; a = 0.72; e.g., “A
co-worker has been ordered to do work below his or her level of competence”); per-
son-related WB (5 items; a = 0.81; e.g., “A co-worker has been ignored or facing a hostile
reaction when his or her approach”); and bullying by intimidation (4 items; o = 0.73; e.g.,
“Intimidating behaviors on a co-worker”).

Positive and negative affect. Positive Affectivity and Negative Affectivity Schedule
(PANAS) [65] consisted of 20 items: 10 positive affect items (e.g., “excited”) and 10 nega-
tive affect items (e.g., “pained”) associated with a 5-point Likert-type scale ranging from
1 (never) to 5 (every day). The alphas were 0.77 for positive affect and 0.75 for negative af-
fect.

To test our hypothesis, we will first present correlations between variables of this
study, and after, mediation analyses will be shown.

2.4. Participants
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A total of 450 questionnaires were distributed to doctors, nurses, nurses’ assistants,
and midwives in different hospital workplaces in the town of Yaoundé (Cameroon).
Midwives in Cameroon belong to another category of health professionals whose mis-
sion is centered on childbirth. This status is intermediate between nurses, doctors, etc. Of
the 450 questionnaires, 222 were completely filled, i.e., 49% participation. Our sample
was made up exclusively of employees who had witnessed bullying, including 140
women (63.1%) and 82 men (36.9%). The mean age was 35 years (SD = 9.1) and their
mean job tenure was 4.5 (SD = 5). In the sample, 66% were in the public sector, 15% in the
private sector, and 19% in the para-public sector. In the sample, 7% were doctors, 46%
were nurses, 11% were midwives, 20% were nursing assistants, and 16% were trainees.

The regional ethics committee of the center in the city of Yaoundé gave their ap-
proval for this research in the letter CE N° 0125/CRERSHC/2018, signed by Mr. BEYE
Casimir.

3. Results

In a preliminary analysis part, we examined the descriptive data (means, standard
deviations, correlations between variables of this study), and in the Mediation Analyses
part (model-testing), we tested hypotheses related to mediation analyses with Hayes and
Preacher’s [66] macro model 4 for SPSS. This method tests direct and indirect effects us-
ing regressions and a nonparametric bootstrapping procedure generating 10,000 alterna-
tive samples and a 95% confidence interval. Mediations were performed using affect as
the mediating variable, WB as the VI, and burnout as the DV. In an effort to present
smaller tables, we will illustrate the results of the significant relationships.

3.1. Descriptive Analysis

According to Table 1, work-related bullying was positively correlated with physical
fatigue (r =0.18, p < 0.01) and cognitive fatigue (r = 0.20, p < 0.01). Person-related bullying
is positively correlated with physical fatigue (r = 0.20, p < 0.01), cognitive fatigue (r = 0.23,
p < 0.01), and emotional exhaustion (r = 0.24, p < 0.001). Bullying by intimidation was
positively correlated with cognitive fatigue (r = 0.17, p < 0.05) and emotional exhaustion
(r=0.17, p < 0.05).

Work-related WB correlated negatively with dedication (r = -0.18, p < 0.01). Per-
son-related bullying also correlates negatively with dedication (r =-0.14, p <0.05).

Positive affect is negatively correlated with physical fatigue (r=-0.13, p < 0.05) and
emotional exhaustion (r = -0.17, p < 0.05), whereas negative affect is positively correlated
with fatigue (r = 0.28, p <.001), weariness (r = 0.30, p < 0.001), and exhaustion (r = 0.35, p <
0.001). Positive affect correlated positively with vigor, dedication (r = 0.51, p < 0.001) and
absorption (r = 0.43, p < 0.001). Negative affect correlated negatively with vigor (r =-0.25,
p < 0.001), dedication (r = —0.23, p < 0.01), and absorption (r = -0.19, p < 0.01).
Work-related bullying correlated positively with negative affect (r = 0.22, p < 0.01). Per-
son-related bullying is positively correlated with negative affect (r = 0.24, p <0.001). Bul-
lying by intimidation is negatively correlated with positive affect (r = -0.15, p <0.05).

With regard to the two dependent variables (burnout and commitment) and each of
their sub-dimensions, the results of Student’s T indicated that there were no significant
differences between men and women. In terms of health professions, the Anova con-
firmed that there were no differences between health professions (doctors, specialist
doctors, midwives, nurses, trainees, care assistants) for the two dependent variables
(burnout and commitment) and each of their sub-dimensions. As a result, we have not
sub-sampled for gender or health professions.

3.2. Mediation Analyses

Mediation results (Table 2) between WB as seen by witnesses and burnout showed
that the A link between IV (work-related WB) and MV (negative affect) is significant (p =
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0.18 **). The B link between MV (negative affect) and DV (physical fatigue) is significant
(B =0.33 ***). The direct link (C’ link) between IV and DV is not significant (3 = 0.13). The
total link (C’ link) between IV and DV is significant (3 = 0.22 **). The indirect link is sig-
nificant, p = 0.06, 95% CI [0.01, 0.13]: negative affect has a mediating role between
work-related WB and physical fatigue

Table 2. Mediations of affects between WB as seen by witnesses and burnout.

Effect of IV Effect of MV Total Effect Direct Effect Indirect cl .
v Med V on MV on DV (Link O) (Link C’) Effect LL UL for Indirect
(Link A) (Link B) Effect
Burnout-Physical Fatigue (DV)

WB-wor
Pos. affect -0.02 -0.05 0.22 ** 0.13 0.00 [-0.01, 0.01]
Neg. affect 0.18 ** 0.33 *** 0.22 ** 0.13 0.06 2 [0.01, 0.13]

WB-per
Pos. affect 0.04 -0.07 0.25 ** 0.17* -0.00 [-0.03, 0.01]
Neg. affect 0.20 *** 0.31 ** 0.25 ** 0.17* 0.06 2 [0.01, 0.13]

WB-Int
Pos. affect 0.13 * -0.05 0.13 0.06 -0.01 [-0.04, 0.02]
Neg. affect 0.07 0.36 0.13 0.06 0.03 [-0.02, 0.08]

Burnout-Cognitive Fatigue (DV)

WB-wor
Pos. affect -0.02 -0.04 0.28 ** 0.18* 0.00 [-0.02, 0.02]
Neg. affect 0.18 ** 0.38 ** 0.28 ** 0.18* 0.07 = [0.02, 0.14]

WB-per
Pos. affect 0.04 -0.07 0.32 *** 0.24* -0.00 [-0.03, 0.01]
Neg. affect 0.20 *** 0.35 ** 0.32 *** 0.24* 0.07 2 [0.01, 0.14]

WB-int
Pos. affect 0.13* -0.06 0.25* 0.18 -0.01 [-0.04, 0.03]
Neg. affect 0.07 0.41 ** 0.25*% 0.18 0.03 [-0.02, 0.09]

Burnout-Emotional Exhaustion (DV)

WB-wor
Pos. affect -0.02 -0.03 ** 0.19 0.00 0.00 [-0.02, 0.02]
Neg. affect 0.18 ** 0.54 *** 0.19 0.00 0.09 2 [0.03, 0.18]

WB-per
Pos. affect 0.04 -0.08 0.36 *** 0.20 * -0.00 [-0.03, 0.01]
Neg. affect 0.20 *** 0.47 *** 0.36 *** 0.20 * 0.09 a [0.03, 0.18]

WB-Int
Pos. affect 0.13 % -0.07 0.26 % 0.15 -0.01 [-0.05, 0.03]
Neg. affect 0.07 0.52 *** 0.26 * 0.15 0.04 [-0.02, 0.11]

WB: workplace bullying; WB-wor.: work-related WB, WB-per.: person-related WB; WB-int.: WB by
intimidation; pos. affect: positive affect; neg. affect: negative affect; CI: confidence interval; LL:
lower limit, UL: upper limit; Bootstrapping n = 10,000. * p < 0.05 (bootstrapping 95% CI does not
include zero). * p <0.05, ** p < 0.01, *** p < 0.001.

Next, the link between IV (work-related WB) and MV (negative affect) (link A) is
significant (8 = 0.18 **). The link between MV (negative affect) and DV (cognitive fatigue)
(link B) is significant ( = 0.38 **). The direct link (link C’) between IV and DV is signifi-
cant (p = 0.18 *). The total link (C’ link) between IV and DV is significant (3 = 0.28 **). The
indirect link is significant, 3 = 0.07, 95% CI [0.02, 0.14]: negative affect plays a mediating
role between work-related WB and cognitive fatigue.
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In addition, the link between IV (work-related WB) and MV (negative affect) (Link
A) is significant ( = 0.18 **). The link between MV (negative affect) and DV (cognitive
weariness) (link B) is significant (3 = 0.54 ***). The direct link (link C’) between IV and
DV is not significant ( = 0.19). The total link (C’ link) between IV and DV is not signifi-
cant (3 = 0.00). The indirect link is significant, = 0.09, 95% CI [0.03, 0.18]: negative affect
plays a mediating role between work-related WB and emotional exhaustion.

The link between IV (person-related WB) and MV (negative affect) (link A) is sig-
nificant (3 = 0.20 ***). The link between MV (negative affect) and DV (physical fatigue)
(link B) is significant (f = 0.31 *). The direct link (link C’) between IV and DV is signifi-
cant (3 =0.17 *). The total link (C’ link) between IV and DV is significant (3 = 0.25 **). The
indirect link is significant 3 = 0.06, 95% CI [0.01, 0.13]: negative affect plays a mediating
role between person-related WB and physical fatigue.

The link between IV (person-related WB) and MV (negative affect) (link A) is sig-
nificant (f = 0.20 ***). The link between MV (negative affect) and DV (cognitive weari-
ness) (link B) is significant (8 = 0.35 **). The direct link (link C") between IV and DV is
significant (3 = 0.24 *). The total link (C’ link) between IV and DV is significant (3 = 0.32
***). The indirect link is significant, 3 = 0.07, 95% CI [0.01, 0.14]: negative affect plays a
mediating role between person-related WB and cognitive fatigue.

The link between IV (person-related WB) and MV (negative affect) (link A) is sig-
nificant (3 = 0.20 ***). The link between MV (negative affect) and DV (emotional exhaus-
tion) (link B) is significant (§ = 0.47 ***). The direct link (link C’) between IV and DV is
significant (3 = 0.20 *). The total link (C” link) between IV and DV is significant (3 = 0.36
*). The indirect link is significant, (3 = 0.09), 95% CI [0.03, 0.18]: negative affect plays a
mediating role between person-related WB and emotional exhaustion.

Mediation results (Table 3) between WB as seen by the witnesses and work en-
gagement showed that the link between IV (WB related to work behaviors) and MV
(positive affect) (link A) is significant (3 = 0.13 *). The link between MV (positive affect)
and DV (vigor) (link B) is significant (p = 0.79 ***). The direct link (link C’) between IV
and VD is not significant (3 = 0.00). The total link (C’ link) between IV and DV is not sig-
nificant (3 = 0.10). The indirect link is significant, 3 = 0.10., 95% CI [0.01, 0.21]: positive
affect plays a mediating role between work behavior-related WB and vigor.

Table 3. Mediations of affects between witnesses” experienced WB and work engagement.

Effect of IV Effect of MV . . CI
v Med V on MV on DV T‘(’Sﬁfgd Dt;ﬁ:fg‘;d Ig‘fif‘::t LL UL for Indirect
(Link A) (Link B) Effect
Engagement to work-Vigor (DV)
WB-wor
Pos. affect -0.02 0.80 *** -0.08 -0.05 -0.01 [-0.12, 0.07]
Neg. affect 0.18 ** -0.09 -0.08 -0.05 -0.02 [-0.06, 0.03]
WB-per
Pos. affect 0.05 0.51 *** -0.03 -0.06 0.03 [-0.03, 0.10]
Neg. affect 0.24 *** 0.25 *** -0.03 -0.06 0.01 [-0.19, 0.28]
WB-int
Pos. affect 0.13* 0.79 *** 0.10 -0.00 0.102 [0.01, 0.21]
Neg. affect 0.07 -0.01 0.10 -0.00 -0.01 [-0.04, 0.01]
Engagement to work—Dedication (DV)
WB-wor
Pos. affect -0.02 0.74 *** -0.23 ** -0.19 -0.01 [-0.11, 0.07]
Neg. affect 0.18 ** 0.02 -0.23 ** -0.19 0.00 [-0.04, 0.05]
WB-per
Pos. affect 0.05 0.52 *** -0.12 -0.07 -0.00 [-0.04, 0.05]
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Neg. affect 0.24 *** -0.21 ** -0.12 -0.07 -0.06 [-0.03, 0.10]
WB-int
Pos. affect 0.13* 0.72 *** 0.07 0.01 0.09 2 [0.01, 0.19]
Neg. affect 0.07 -0.03 0.07 0.01 -0.00 [-0.03, 0.02]
Engagement to Work-Absorption (DV)
WB-wor
Pos. affect -0.02 0.62 *** -0.00 0.01 -0.01 [-0.09, 0.06]
Neg. affect 0.18 ** 0.54 *** -0.00 0.01 -0.01 [-0.06, 0.03]
WB-per
Pos. affect 0.05 0.43 *** 0.00 -0.19 0.02 [-0.22, 0.16]
Neg. affect 0.24 *** 0.20 ** 0.00 0.05 0.05 [-0.14, 0.29]
WB-int
Pos. affect 0.13* 0.61 *** 0.10 0.01 0.08 [0.01, 0.16]
Neg. affect 0.07 -0.07 0.10 0.01 -0.01 [-0.03, 0.01]

WB: workplace bullying; WB-wor.: work-related WB, WB-per.: person-related WB; WB-int.: WB by
intimidation; pos. affect: positive affect; neg. affect: negative affect; CI: confidence interval; LL:
lower limit, UL: upper limit; Bootstrapping; n = 10,000. 2p < 0.05 (bootstrapping 95% CI does not
include zero). * p <0.05, ** p < 0.01, *** p < 0.001.

The link between IV (WB related to work behaviors) and MV (positive affect) (link
A) is significant (3 = 0.13 *). The link between MV (positive affect) and DV (vigor) (link
B) is significant (3 = 0.72 ***). The direct link (link C") between IV and VD is not signifi-
cant (3 = 0.01). The total link (C’ link) between IV and DV is not significant (3 = 0.07). The
indirect link is significant, 3 = 0.09, 95% CI [0.01, 0.19]: positive affect plays a mediating
role between WB related to work behaviors and dedication.

The link between IV (WB related to work behaviors) and MV (positive affect) (link
A) is significant (3 = 0.13 *). The link between MV (positive affect) and DV (vigor) (link
B) is significant (5 = 0.61 ***). The direct link (link C") between IV and DV is not signifi-
cant (3 = 0.01). The total link (C’ link) between IV and DV is not significant (3 = 0.10). The
indirect link is significant, 3 = 0.08, 95% CI [0.01, 0.16]: positive affect plays a mediating
role between WB related to work behaviors and absorption.

4. Discussion

The purpose of this study was to find out whether the WB experienced indirectly by
the witnesses had any effect on their burnout and work engagement, on the one hand,
and on the other hand, to see if affects would mediate this relationship. The correlational
analysis allowed us to highlight the links between the variables in the study. There is in-
deed a positive link between WB and work engagement, particularly in the relationship
between WB related to work, WB related to the person, and the work engagement [62,
67, 68, 69].

Hypothesis H1 of the link between WB and work engagement is partially validated
for the dedication. The H2 hypothesis stipulating a link between WB and burnout is
validated. This result is in line with another study which revealed that witnesses of WB
can also be affected by the actions between the victim and the harasser [23]. This result is
found in the study by [70]. Indeed, negative affect and burnout increase simultaneously.
Positive affect is related to an increase in work engagement. This result is consistent with
previous studies that emphasize that negative affect has a negative impact on workers
while positive affect is beneficial for workers. Specifically, positive affect increases job
productivity, job satisfaction, and job quality [59, 71]. On the other hand, negative affect
has harmful effects, such as job dissatisfaction, low emotional engagement to work, and
intentions to leave the company, etc. [59].

This study highlights the link between WB as seen by witnesses and the negative
and positive affects of witnesses. WB through intimidation lowers witnesses’ positive
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affect. The results reveal WB promotes the occurrence of negative affect and the decrease
of positive affect. This study provides additional information complements, for witness-
es, in the existing research showing negative consequences of WB in employees such as
signs of psychological distress and burnout [10, 11]. Our study also completes studies in
the healthcare sector showing that witnessing bullying has negative consequences on
quality of care, on work engagement, and on turnover intentions [45, 46].

Negative affect would be related to all WB modalities which validate hypothesis
H4. As for hypothesis H3, it would be partially validated insofar as the only link that ex-
ists is between WB by intimidation and positive affect. Both negative and positive affect
are correlated with all dimensions of work engagement and burnout. It appears from the
mediation analyses that negative affect plays mediating roles between WB (work-related
and personal) and the three dimensions of burnout. Positive affect plays mediating roles
between WB by intimidation and the three dimensions of work engagement. Hypotheses
H5 and H6 are, therefore, partially validated. This study confirms the mediating role of
affect in the relationships between WB and burnout, and work engagement. Indeed,
negative affect played a mediating role in the relationship between WB (work- and per-
son-related WB) and burnout, whereas positive affect played a mediating role in the re-
lationship between WB (bullying WB) and work engagement.

This study of WB bystanders helps confirm that bystanders also suffer from bully-
ing, as do frontline actors, including victims. Indeed, witnessing WB is associated with
burnout in these witnesses. These findings offer a complementary view to previous
studies linking WB to burnout among victims [10, 11] and to work engagement [62].
They shed light on the understanding of the links between WB and burnout: WB pro-
motes the occurrence of negative affect, which in turn depletes the emotional, physical,
and cognitive resources of witness employees. The saving role of positive affect is also to
be taken into consideration because it promotes the work engagement of WB witnesses.

Limitations and Perspectives

The use of a self-reported questionnaire generates biases (e.g., social desirability,
halo...). The use of self-reported responses increases the risk of collinearity and may in-
crease the common variance [72] . The cross-sectional design does not allow for causality
to be established between variables. To establish causality requires repeated measures or
a longitudinal study. To increase the external validity of the study, a sample that includes
other occupational areas would be recommended. A qualitative approach could high-
light new aspects that would not have been identified by a quantitative approach.

This research has the advantage of focusing on bystanders, who may have the op-
portunity to intervene in an attempt to stop the abuse. Increasing the number of studies
of the many witnesses will open up new avenues of intervention. As bullying becomes
protean, research that considers cyber bullying [10] would be recommended to explore
the role of bystander behaviors at the digital level and measure the consequences. Final-
ly, as [73] showed that workplace insecurity mediated the role of bullying on engage-
ment and health, it would be interesting to explore this mediating role for the witnesses.

5. Practical Implications and Conclusions

This study offers avenues for intervention on the issue of WB. Indeed, this study
reinforces the idea that a WB scene involves more than two actors, other than the victims
and the harassers. Witnesses are inseparable actors in this scene. They may be vicarious
victims or passive victims [74] because WB’s acts impact their well-being and psycho-
logical health [75]. Thus, this study demonstrates the need to include WB seen by wit-
nesses in health and safety prevention policies within organizations.

Indeed, the implementation of prevention measures on the WB must integrate these
numerous actors who can change the outcome of these acts. They can either put an end
to it or encourage its continuation. Thus, the witness must be consulted every time
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managers want to implement concrete actions to counteract WB within the organiza-
tions. Involving them in this process would lead to results that would really curb this
phenomenon.

Moreover, these third actors in the WB scene suffer from WB as victims, although
they are indirectly involved. Experiencing WB as a witness decreases their engagement
to their work, especially in terms of dedication according to our results, and increases
their level of burnout. Cleaning up the work environment will have to be a priority for
all employees because WB greatly harms the performance of the entire organization [70].
This remediation work involves consultation, enforcement, reframing, and implementa-
tion of sanctions by HRDs and top management.

In addition, positive and negative affects must also be integrated when dealing with
the issue of WB. Previous research has presented the merits of positive affect in the
workplace and the harmful effects of negative affect in the daily lives of workers. Thus,
preventing and implementing devices to combat WB requires the integration of emo-
tional aspects present in the work environment for an optimal result in terms of pre-
serving workers’ health.

Ultimately, negative affect plays a pivotal role in this deterioration of their psycho-
logical health, and positive affect is lifesaving for their psychological health. Therefore,
preventive measures should be taken to prevent risks to the psychological health of wit-
nesses of WB, as well as victims. In addition to measures to protect victims, witnesses
must be accompanied by human resources services, occupational health services, risk
prevention services, and psychologists [1]. This support will help preserve and protect
their psychological health. Witnesses can then participate in the protection and
well-being of WB victims.

Author Contributions: Conceptualization, J-P AM.; methodology, J-P AM.; validation, J-P AM.;
and Z.Z.; formal analysis, J-P AM.; writing—original draft preparation, AM J-P ; co-writing P
D —review and editing, W NN; P D.; supervision, P D.

Funding: This research received no external funding.

Institutional Review Board Statement: The study was approved by the Centre Regional Ethics
Committee for Human Health Research (CE N° 0125/CRERSHC/2018, signed by Mr. BEYE
Casimir).

Informed Consent Statement: Informed consent was obtained from all subjects involved in the
study.

Data Availability Statement: Data are available on request from pascale_ada@yahoo.fr

Acknowledgments: The authors thank hospitals, managers, and all nurses who participated in
this work for their cooperation in this study.

Conflicts of Interest: No conflicts of interest have been declared by the authors. The author(s) de-
clared no potential conflicts of interest with respect to the research, authorship, and/or publication
of this article.

References

1.  Desrumaux, P. Le Harcelement Moral au Travail: Approches Psycho-Sociales, Organisationnelles et Cliniques [Workplace Bullying:
Psychosocial, Organizational and Clinical Approaches]; Presses Universitaires de Rennes: Rennes, France, 2022.

2. Einarsen, S.; Hoel, H.; Zapf, D.; Cooper, C.L. Bullying and Harassment in the Workplace: Developments in Theory, Research, and
Practice, 2nd ed.; CRC Press: Boca Raton, FL, USA, 2011.

3.  Hirigoyen, M.-F. Le harcelement moral, un symptome de la société moderne [Bullying, a symptom of modern society]. Ann.
Meédico-Psychol. Rev. Psychiatr. 2016, 174, 575-579. https://doi.org/10.1016/j.amp.2016.05.004.

4. Leymann, H. The content and development of mobbing at work. Eur. ]. Work Organ. Psychol. 1996, 5, 165-184.
https://doi.org/10.1080/13594329608414853.



https://doi/10.1080/13594329608414853

Int. ]. Environ. Res. Public Health 2023, 20, x FOR PEER REVIEW 13 of 15

10.

11.

12.

13.

14.

15.

16.

17.

18.

19.

20.

21.

22.

23.

24.

25.

26.

27.

28.

29.

30.

31.

32.

Gupta, R.; Bakhshi, A.; Einarsen, S. Investigating workplace bullying in India: Psychometric properties, validity, and cutoff scores
of negative acts questionnaire-revised. SAGE Open 2017, 7, 215824401771567. https://doi.org/10.1177/2F2158244017715674
Trépanier, S.-G.; Fernet, C.; Austin, S.; Boudrias, V. Work environment antecedents of bullying: A review and integrative mod-
el applied to registered nurses. Int. . Nurs. Stud. 2016, 55, 85-97. https://doi.org/10.1016/j.ijnurstu.2015.10.001.

Trépanier, S.-G.; Fernet, C.; Austin, S. Workplace psychological harassment in Canadian nurses: A descriptive study. J. Health
Psychol. 2013, 18, 383-396.

Nielsen, M.B.; Einarsen, S. Outcomes of exposure to workplace bullying: A meta-analytic review. Work Stress 2012, 26, 309-332.
https://doi.org/10.1080/02678373.2012.734709.

Salin, D.; Notelaers, G. The effect of exposure to bullying on turnover intentions: The role of perceived psychological contract
violation and benevolent behaviour. Work Stress 2017, 31, 355-374. https://doi.org/10.1080/02678373.2017.1330780.

Desrumaux, P; Hellemans, C.; Malola, P; Jeoffrion, C. How do cyber- and traditional workplace bullying, organizational justice and
social support, affect psychological distress among civil servants? Hum. Work. 2021, 84, 233-256. https://doi.org/10.3917/th.843.0233.
Desrumaux, P; Gillet, N.; Nicolas, C. Direct and indirect effects of beliefs in a just world and supervisor support on burnout
via bullying. Int. ]. Environ. Res. Public Health 2018, 15, 2330. https://doi.org/10.3390/ijerph15112330.

Nicolas, P.C.; Desrumaux, P.; Séguin, M.; Beauchamp, G. Environnement de travail, symptomes dépressifs et sentiment de
désespoir: Etude aupres de salariés [Work environment, depressive symptoms and hopelessness: A study among employees].
Le Trav. Hum. A Biling. Multi-Discip. ]. Hum. Factors 2016, 79, 125-146. https://doi.org/10.3917/th.792.0125.

Swearer, 5S.M.; Espelage, D.L.; Vaillancourt, T.; Hymel, S. What can be done about school bullying? Linking research to educa-
tional practice. Educ. Res. 2010, 39, 38—47. https://doi.org/10.3102/0013/0013189 x 09357622.

Ryoo, ].; Goode, ].; Margolis, J. It takes a village: Supporting inquiry- and equity-oriented computer science pedagogy through
a professional learning community. Comput. Sci. Educ. 2015, 25, 351-370. https://doi.org/10.1080/08993408.2015.1130952.

Vartia, M.; Tehrani, N. Addressing bullying in the workplace. In Workplace Bullying. Symptoms and Solutions; Tehrani, N., Ed.;
Routledge: Milton Park, UK, 2012.

Kim, S.Y. A Social Cognitive Model of Bystander Behavior and the Mediating Role of Self-Efficacy on Bullying Victimization.
Ph.D. Thesis, Georgia State University, Atlanta, GA, USA, 2014. Available online: http://scholarworks.gsu.edu/cps_diss/98
(accessed on 14 June 2017).

Paull, M.; Omari, M.; Standen, P. When is a bystander not a bystander? A typology of the roles of bystanders in workplace
bullying. Asia Pac. ]. Hum. Resour. 2012, 50, 351-366. https://doi.org/10.1111/j.1744-7941.2012.00027 .x.

Desrumaux, P; Jeoffrion, C.; Bouterfas, N.; De Bosscher, S.; Boundenghan, M. Workplace bullying: How do bystanders” emo-
tions and the type of bullying influence their willingness to help-giving? Nord. Psychol. 2018, 70, 259-277.
https://doi.org/10.1080/19012276.2018.1430610.

Desrumaux, P.; Machado, T.; Valléry, G.; Michel, L. Bullying of the manager and employees’ pro/antisocial behaviors: Impacts
on equity, responsibility judgments and bystanders” help giving. Negot. Confl. Manag. Res. 2016, 9, 44-59.

D’'Cruz, P; Noronha, E. The Ilimits to workplace friendship. Empl. Relat. 2011, 33, 269-288.
https://doi.org/10.1108/01425451111121777.

Sprigg, C.A.; Niven, K,; Dawson, ].; Farley, S.; Armitage, C.J. Witnessing workplace bullying and employee well-being: A
two-wave field study. J. Occup. Health Psychol. 2019, 24, 286-296. https://doi.org/10.1037/0ocp0000137.

Salmivalli, C. Bullying and the peer group: A review. Aggress. Violent Behav. 2010, 15, 112-120.
https://doi.org/10.1016/j.avb.2009.08.007.

Namie, G.; Lutgen-Sandvik, P.E. Active and passive accomplices: The communal character of workplace bullying. Int. J.
Commun. 2010, 4, 343-373.

Hoel, H.; Cooper, C.L. Destructive conflict and bullying at work. University of Manchester, Institute of Science and Technolo-
gy, Manchester, UK, 2000.

Lutgen-Sandvik, P. Take This Job and ...: Quitting and Other Forms of Resistance to Workplace Bullying. Commun. Monogr.
2006, 73, 406-433. https://doi.org/10.1080/03637750601024156.

Keashly, L.; Neuman, J.H. Aggression at the service delivery interface: Do you see what I see? . Manag. Organ. 2008, 14,
180-192.

Decuypere, A.; Schaufeli, W. Leadership and work engagement: Exploring explanatory mechanisms. Ger. ]. Hum. Resour. Ma-
nag. Z. Fiir Pers. 2020, 34, 69-95. https://doi.org/10.1177/2397002219892197.

Desrumaux, P.; Lapointe, D.; Ntsame Sima, M.; Boudrias, J.-S.; Savoie, A.; Brunet, L. The impact of job demands, climate, and
optimism on well-being and distress at work: What are the mediating effects of basic psychological need satisfaction? Eur. Rev.
Appl. Psychol. 2015, 65, 179-188. https://doi.org/10.1016/j.erap.2015.06.003.

Bakker, A.B.; Demerouti, E.; Sanz-Vergel, A.I. Burnout and work engagement: The JD-R approach. Annu. Rev. Organ. Psychol.
Organ. Behav. 2014, 1, 389-411. https://doi.org/10.1146/annurev-orgpsych-031413-091235.

Leiter, M.; Maslach, C. Burnout and engagement: Contributions to a new vision. Burn. Res. 2017, 5, 55-57.
https://doi.org/10.1016/j.burn.2017.04.003.

Schaufeli, W.B.; Bakker, A.B. Echelle D’engagement au Travail d’Utrecht: Manuel Préliminaire; Unité de Psychologie de la Santé au
Travail, Université d’Utrecht: Utrecht, The Netherlands, 2003.

Shirom, A.; Melamed, S. A comparison of the construct validity of two burnout measures in two groups of professionals. Int. J.
Stress Manag. 2006, 13, 176-200. https://doi.org/10.1037/1072-5245.13.2.176.



https://doi.org/10.1177/2F2158244017715674
https://doi:10.1016/j.ijnurstu.2015.10.001
https://doi.org/10.1080/02678373.2012.734709
https://doi.org/10.1080/02678373.2017.1330780
https://doi.org/10.3917/th.843.0233
https://doi.org/10.3390/ijerph15112330
https://doi.org/10.3917/th.792.0125
https://doi:10.3102/0013/0013189X09357622
https://doi:10.1080/08993408.2015.1130952
https://doi.org/10.1111/j.1744-7941.2012.00027.x
https://doi.org/10.1080/19012276.2018.1430610
https://doi:10.1108/01425451111121777
https://doi.org/10.1016/j.avb.2009.08.007
http://dx.doi.org/10.1016/j.erap.2015.06.003
https://doi.org/10.1146/annurev-orgpsych-031413-091235
https://doi.org/10.1016/j.burn.2017.04.003
https://doi.org/10.1037/1072-5245.13.2.176

Int. ]. Environ. Res. Public Health 2023, 20, x FOR PEER REVIEW 14 of 15

33.

34.

35.

36.

37.

38.

39.

40.

41.

42.

43.

44.

45.

46.

47.

48.

49.

50.

51.
52.

53.
54.

55.

56.
57.

Melamed, S.; Shirom, A.; Toker, S.; Berliner, S.; Shapira, I. Burnout and risk of cardiovascular disease: Evidence, possible caus-
al paths, and promosing research directions. Psychol. Bull. 2006, 132, 327-353. https://doi.org/10.1037/0033-2909.132.3.327.
Albrecht, S.L. Handbook of Employee Engagement: Perspectives, Issues, Research and Practice; Edward Elgar: Cheltenham, UK, 2010.
Schaufeli, W.B.; Salanova, M.; Gonzalez-Roma4, V.; Bakker, A.B. The measurement of engagement and burnout: A two sample
confirmatory factor analytic approach. ]. Happiness Stud. Interdiscip. Forum Subj. Well-Being 2002, 3, 71-92.
https://doi.org/10.1023/A:1015630930326.

Demerouti, E.; Cropanzano, R.; Bakker, A.; Leiter, M. From thought to action: Employee work engagement and job perfor-
mance. In Work Engagement: A Handbook of Essential Theory and Research; Bakker, A.B., Leiter, M.P,, Eds.; Taylor & Francis: Ab-
ingdon, UK, 2010; Volume 65, pp. 147-163.

Dehue, F,; Bolman, C.; Vollink, T.; Pouwelse, M. Cyberbullying and traditional bullying in relation with adolescents” percep-
tion of parenting. J. CyberTher. Rehabil. 2012, 5, 25-34.

Rossiter, L.; Sochos, A. Workplace bullying and burnout: The moderating effects of social support. J. Aggress. Maltreat. Trauma
2018, 27, 386-408. https://doi.org/10.1080/10926771.2017.1422840.

Poilpot-Rocaboy, G.; Notelaers, G.; Hauge, L.J. Exposition au harcélement psychologique au travail: Impact sur la satisfaction
au travail, 'implication organisationnelle et 'intention de départ [Exposure to psychological harassment at work: Impact on
job satisfaction, organizational involvement and intent to Leave]. Psychol. Trav. Organ. 2011, 17, 250-273.
https://doi.org/10.1016/51420-2530.

Boudrias, V.; Trépanier, S.-G.; Salin, D. A systematic review of research on the longitudinal consequences of workplace bullying
and the mechanisms involved. Aggress. Violent Behav. 2021, 56, 101508. https://doi.org/10.1016/j.avb.2020.101508.

Trépanier, S.-G.; Fernet, C.; Austin, S. Workplace bullying and psychological health at work: The mediating role of satisfaction of
needs for autonomy, competence and relatedness. Work Stress 2013, 27, 123-140. https://doi.org/10.1080/02678373.2013.782158.
Glasg, L.; Nielsen, M.B.; Einarsen, S. Interpersonal problems among targets and perpetrators of workplace bullying. J. Appl.
Soc. Psychol. 2009, 39, 1316-1333. https://doi.org/10.1111/j.1559-1816.2009.00483 .x.

Emdad, R; Alipour, A.; Hagberg, ].; Jensen, 1.B. The impact of bystanding to workplace bullying on symptoms of depression
among women and men in industry in Sweden: An empirical and theoretical longitudinal study. Int. Arch. Occup. Environ.
Health 2013, 86, 709-716. https://doi.org/10.1007/s00420-012-0813-1.

Fernet, C.; Trépanier, S.-G.; Austin, S.; Gagné, M.; Forest, ]. Transformational leadership and optimal functioning at work: On
the mediating role of employees’ perceived job characteristics and motivation. Work Stress 2015, 29, 11-31.
https://doi.org/10.1080/02678373.2014.1003998.

Holm, K,; Jénsson, S.; Muhonen, T. How are witnessed workplace bullying and bystander roles related to perceived care qual-
ity, work engagement, and turnover intentions in the healthcare sector? A longitudinal study. Int. J. Nurs. Stud. 2023, 138,
104429. https://doi.org/10.1016/j.ijnurstu.2022.104429.

Nielsen, M.B.; Rosander, M.; Blomberg, S.; Einarsen, S.V. Killing two birds with one stone: How intervening when witnessing
bullying at the workplace may help both target and the acting observer. Int. Arch. Occup. Environ. Health 2021, 94, 261-273.
https://doi.org/10.1007/s00420-020-01575-w.

Rivers, I.; Poteat, V.P,; Noret, N.; Ashurst, N. Observing bullying at school: The mental health implications of witness status.
Sch. Psychol. Q. 2009, 24, 211-223. https://doi.org/10.1037/a0018164.

Rivers, I.; Noret, N. Participant roles in bullying behavior and their association with thoughts of ending one’s life. Crisis 2010,
31, 143-148. https://doi.org/10.1027/0227-5910/a000020.

Cooper-Thomas, H.D.; Paterson, N.L.; Stadler, M.J.; Saks, A.M. The relative importance of proactive behaviors and outcomes for
predicting newcomer learning, well-being, and work engagement. J. Vocat. Behav. 2014, 84, 318-331.
https://doi.org/10.1016/j.jvb.2014.02.007.

Hsieh, Y.H.; Wang, H.H.; Ma, S.C. The mediating role of self-efficacy in the relationship between workplace bullying, mental
health and an intention to leave among nurses in Taiwan. Int. |. Occup. Med. Environ. Health 2019, 32, 245-254.
https://doi.org/10.13075/ijomeh.1896.01322.

Kim, Y.; Lee, E.; Lee, H. Correction: Association between workplace bullying and burnout, professional quality of life, and
turnover intention among clinical nurses. PLoS ONE 2020, 15, e0228124. https://doi.org/10.1371/journal.pone.0228124.

Lazarus, R.S. Cognition and motivation in emotion. Am. Psychol. 1991, 46, 352-367.

Lazarus, R.S.; Folkman, S. Stress, Appraisal, and Coping; Springer Publishing Company: Berlin/Heidelberg, Germany, 1984.

Zid, R.; Haines, V.; Jeoffrion, C.; Barré, S. Liens entre le harcelement moral et les émotions: L'effet modérateur des attributions
causales [Links between bullying and emotions: The moderating effect of causal attributions]. In Facteurs de la Santé au Travail:
Du Mal-étre au Bien-étre [Factors of Health at Work: From Malaise to Well-Being]; Majer, V., Salengros, P, Di Fabio, A., Lemoine, C.,
Eds.; 'Harmattan: Paris, France, 2016; pp. 113-124.

Desrumaux, P; Di Fabio, A.-M.; Przygodzki-Lionet, N. Il mobbing sul posto di lavoro: Gravita, frequenza delle azioni e iper.
[Mobbing in the workplace: Severity, frequency of acts and iper-victimization]. Counseling 2011, 4, 131-147.

Glasg, L.; Notelaers, G. Workplace bullying, emotions, and outcomes. Violence Vict. 2012, 27, 360-377.

Soares, A. Quand le Travail Devient Indécent: Le Harcelement Psychologique au Travail. Ph.D. Thesis, Université du Québec a
Montréal, Montréal, QC, Canada, 2002.



https://psycnet.apa.org/doi/10.1023/A:1015630930326
https://doi:10.1080/10926771.2017.1422840
https://doi:10.1016/S1420-2530(16)
https://doi.org/10.1016/j.avb.2020.101508
https://psycnet.apa.org/doi/10.1080/02678373.2013.782158
https://doi.org/10.1111/j.1559-1816.2009.00483.x
https://doi:10.1007/s00420-012-0813-1
https://doi.org/10.1007/s00420-020-01575-w
https://doi.org/10.1037/a0018164
https://doi:10.1027/0227-5910/a000020
https://doi/10.1016/j.jvb.2014.02.007
https://doi.org/10.1371/journal.pone.0228124

Int. ]. Environ. Res. Public Health 2023, 20, x FOR PEER REVIEW 150f 15

58.

59.

60.

61.

62.

63.

64.

65.

66.

67.

68.

69.

70.

71.

72.

73.

74.

75.

Genest, C.; Leclerc, C.; Maranda, M.-F. Les conduites de retrait comme stratégies défensives face au harcélement psycholo-
gique au travail [Withdrawal behaviors as defensive strategies against psychological harassment at work]. Pistes 2005, 7, 1-24.
https://doi.org/10.4000/pistes.3167.

Andries, A.M. Positive and negative emotions within the organizational context. Glob. |. Hum. Soc. Sci. 2011, 11, 27-39.

Fisher, C.D.; Ashkanasy, N.M. The emerging role of emotions in work life: An introduction. J. Organ. Behav. 2000, 21, 123-129.
https://doi.org/10.1002/(SICI)1099-137921:2<123::AID- JOB33>3.0.CO;2-8.

Podsakoff, PM.; MacKenzie, S.C.; Lee, ]J.; Podsakoff, N.P. Common method biaises in behavioral research: A critical review of
the literature and recommended remedies. ]. Appl. Psychol. 2000, 88, 879-903. https://doi.org/10.1037/0021-9010.88.6.989.
Goodboy, A.K.; Martin, M.M.; Bolkan, S. Workplace bullying and work engagement: A self-determination model. J. Interpers.
Violence 2017, 35, 4686—4708. https://doi.org/10.1177/0886260517717492.

Sassi, N.; Neveu, J.-P. Traduction et validation d’une nouvelle mesure d’épuisement professionnel: Le Shirom-Melamed
Burnout Measure [Translation and validation of a new measurement of professional exhaustion: The Shirom-Melamed Burn-
out Measure]. Can. |. Behav. Sci. /Rev. Can. Sci. Comport. 2010, 42, 177-184. https://doi.org/10.1037/a0017700.

Einarsen, S.; Hoel, H.; Notelaers, G. Measuring exposure to bullying and harassment at work: Validity, factor structure and
psychometric ~ properties of the negative acts questionnaire-revised. =~ Work  Stress 2009, 23, 24-44.
https://doi.org/10.1080/02678370902815673.

Watson, D.; Clark, L.A.; Tellegen, A. Development and validation of brief measures of positive and negative affect: The
PANAS scales. ]. Personal. Soc. Psychol. 1988, 54, 1063-1070. https://doi.org/10.1037/0022-3514.54.6.1063.

Hayes, AF.; Preacher, K. Statistical mediation analysis with a multicategorical independent variable. Br. ]. Math. Stat. Psychol.
2014, 67, 451-470. https://doi.org/10.1111/bmsp.12028.

Gadi, PD.; Kee, D.M.H. Workplace bullying, human resource management practices, and turnover intention: The mediating
effect of work engagement: Evidence of Nigeria. Am. J. Bus. 2020, 36, 62-83. https://doi.org/10.1108/A]B-08-2020-0135.
Hameed, F.; Ambreen, G.; Awan, Y. Relationship between workplace bullying and work engagement: Education sector of Paki-
stan. Evid.-Based HRM 2023, ahead-of-print. https://doi.org/10.1108/EBHRM-07-2022-0161.

Hamel, J.E,; Iodice, P; Radic, K.; Scrima, F. The reverse buffering effect of workplace attachment style on the relationship between
workplace bullying and work engagement. Front. Psychol. 2023, 14, 1112864. https://doi.org/10.3389/fpsyg.2023.1112864.
Lutgen-Sandvik, P; Hood, J.N.; Jacobson, R.P. The impact of positive organizational phenomena and workplace bullying on
individual outcomes. J. Manag. Issues 2016, 28, 30—49.

Ilies, R.; Judge, T.A. Goal regulation across time: The effects of feedback and affect. . Appl. Psychol. 2005, 90, 453-467.
https://doi.org/10.1037/0021-9010.90.3.453.

Lindell, M.K.; Whitney, D.J. Accounting for common method variance in cross-sectional designs. |. Appl. Psychol. 2001, 86,
114-121. https://doi.org/10.1037/0021-9010.86.1.114.

Park, J.H.; Ono, M. Effects of workplace bullying on work engagement and health: The mediating role of job insecurity. Int. ].
Hum. Resour. Manag. 2017, 28, 3202-3225. https://doi.org/10.1080/09585192.2016.1155164.

Itzkovich, Y.; Barhon, E.; Lev-Wiesel, R. Health and risk behaviors of bystanders: An integrative theoretical model of bystand-
ers’ reactions to mistreatment. Int. J. Environ. Res. Public Health 2021, 18, 5552. https://doi.org/10.3390/ijerph18115552.

Midgett, A.; Doumas, D.M. The impact of a brief bullying bystander intervention on depressive symptoms. J. Couns. Dev. 2019,
97, 270-280. https://doi.org/10.1002/jcad.12267.

Disclaimer/Publisher’s Note: The statements, opinions and data contained in all publications are solely those of the individual
author(s) and contributor(s) and not of MDPI and/or the editor(s). MDPI and/or the editor(s) disclaim responsibility for any injury
to people or property resulting from any ideas, methods, instructions or products referred to in the content.


https://doi.org/10.4000/pistes.3167
https://doi.org/10.1002/(SICI)1099-1379(200003)21:2%3c123::AID-%20JOB33%3e3.0.CO;2-8
https://doi:10.1037/0021-9010.88.6.989
https://doi.org/10.1177/0886260517717492
https://psycnet.apa.org/doi/10.1037/a0017700
https://doi.org/10.1080/02678370902815673
https://doi.org/10.1037/0022-3514.54.6.1063
https://doi-org/10.1108/AJB-08-2020-0135
https://doi:10.1037/0021-9010.86.1.114
https://psycnet.apa.org/doi/10.1080/09585192.2016.1155164

