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INEPIAHYH

Ta televtaio ypdvia TO PAIVOUEVOD TOV EPYACLAKOD EKQOPICUOD £YEL KEPOIOEL TO
EVOLOPEPOV TTOAADV EPELVNTAOV, O1 OTTO101 LEAETOVV TOGO TOVG TAPAYOVTES TOL
00MnYyovV 6€ avTdV, 060 Kol TIG CLVETELEG Tov. H ev Adym épevva amookonel ot
depelivnon ToV TPOTOL EMIOPACTG TOV EUTEIPIDOV GYOMKOV EKQOPIoHOD Kol
BvpoTomoinomng, TV YOPUKINPICTIKMOV TNG TPOSHOTIKOTNTOS TOL OTOLOV Kot
oTOLEI®V TOL EPYOG1OKOV TEPPAAAOVTOC TNV AVATTLEN EKQOPICHOD Ko
Bupartomoinong oto mhaicto g epyaciag. Emiong, otoyxevel oty katovonon tov
TPOTOL LLE TOV OTOI0 0 EPYACLAKOG EKPOPIGUAC EMOPA GTN WLYIKT] VYELN TOV ATOU®V,
péca amd TNV EKTiUN oM TV cuvaicOnudtov Tikpiog otovg epyalodpevovg ot omoiot
TPOCPUTA VINPEAV GTOYOL EKPOPLOTIKMY GUUTEPLPOPDY GTO TAAIGLO EPYOGIOS TOVG,
OAAG Kot TV TpOT@V avTidpaong TV epyalopévev otov ekpofiopd. O apBudc twv
GUUUETEYOVTOV 0vEPYETOL 6TOVG 302 VITOAANAOVS TEGGAPMOV OIMTIKMY ETALPELDYV, Ol
omoiot KARONKav avdvopa vo GOUTANPOCOVY To EE1MG EPOTNUOTOAGYN GE Lo
xpovikY| edon: Organizational Culture Assessment Instrument, pépog tov
gpotpatoroyiov Five Factor Personality Inventory, Retrospective Bullying
Questionnaire, Post-traumatic Embitterment Disorder Self-Rating, Negative Acts
Questionnaire — Revised. Ot GLUPETEXOVTEG GUUTANPOCAV ETIONG OYXETIKN AoTa
deElomtev eniAvong epyactokov ekpoPiopov. H cuAloyn dedopévev ohokAnpmdnke
émerta amod Vv televtaio pdon, n onoia TepAdpPave TANpoPopieg Tov ANEONKay
a6 10 nui-dounpuéveg cuVEVTEDEELS VTAAANA®Y, Ol OTTO101 ELYOV CLUTANPDGEL TO,
EPOTNUATOAGYLOL TNG TPAOTNG PAONS KOl TOVG TEAEVTAIOVG 6 UNVES Yo TOVAGIGTOV 1
Qopa, elyav PLdoel EKPOPIoIO 6TO TAAIGIO TNG EPYACING TOVS. ZOUPOVO. LIE TO

OTOTEAEGLOTO TNG £PEVVAG, EUTELPIEG TYOAIKOVD EKQOPIoHOD Kot Bupatoroinong,



QAavNKe va emdpovV 6TV ELPAVIoT epyactakns Bupatoroinong. Eniong,
YOPOKTNPLIOTIKG TN TPOSHOTIKOTNTOS TV £PYAULOUEVMV KOl GUYKEKPILEVO O
VEVPWOTICUOG, EMOPOVY GTNV EUPAVIOTN TOV povopuévov. To epyactakd kAo eniong,
eavnke va pecorafei emnpedlovtag v mo tave oyxéon. Tnv ida otryun, o
ePYNoLoKd mEPPAALOV Kot 1 Epyaciakn Bupatonoinon, 0TS Kot 0 VEVLPMOTIGUOG,
Qavnke va oyetilovrol pe TV avOmTLEN LETOTPOVUATIKNAG Ol0TOpayG TIKPIOG TV
epyalopévav. Emumiéov, 10 €100G TG avtidopaong Tov epyalolévmy GTOV EPYUCLUKO
eKQoPiopd Aettovpyel ¢ pLOUIGTIKOC TOPAYOVTAG GTH GXECT VEVPMOTIGHOD Ko
epyactakng Bvparoroinong. Téhog, dedopéva amd T de0TEPT PAON TNG £PELVOAG TTOV
&xouv Anoedel pécm NuIdoUNIEVEOV GUVEVTELEE®V, TAPEYOVY CULAVTIKEG TANPOPOPIES

amo Vv gunelpio epyaciokng Bvpatomroinong twv epyalopévav.

AéEerc Khedd: Xyolkdc ExpoPiopog, Epyaciaxog Exkpopiopdc, Ovpatonoinon,

Epyacioko HepiBdirov, [Tévte [apdyovieg [Ipocmmikdtnrog.



ABSTRACT

In recent years, workplace bullying and victimization, have gained the interest of
many researchers, who study both the factors that related with them and their
consequences. This research aims to investigate the way that experiences of school
bullying and victimization, personality traits and elements of the work environment
affect the development of bullying and victimization in the context of work. It also
aims to examine how workplace bullying affects the mental health of individuals,
through the assessment of feelings of bitterness in employees who have recently been
targets of intimidating behaviors in their workplace, as well as the way that employees
react to workplace victimization. 302 employees from four private companies, were
asked to anonymously complete the following questionnaires in one-time phase:
Organizational Culture Assessment Instrument, part of the Five Factor Personality
Inventory questionnaire, Retrospective Bullying Questionnaire, Post-traumatic
Embitterment Disorder Self-Rating and Negative Acts Questionnaire — Revised.
Participants also completed a list of coping skills for workplace victimization. Data
collection was completed after the last phase, which included information obtained
from 10 semi-structured employee interviews from participants that have completed
the questionnaires of phase one, and faced negative experiences in their workplace at
least once during/in the last six months. According to the results, school victimization
experiences influence the occurrence of workplace victimization, and also personality
traits of employees and specifically neuroticism, affect the development of the
phenomenon. Workplace climate also seemed to mediate the effect of the above
relationship. In addition, work climate, workplace victimization and neuroticism,

appeared to be associated with the development of Post-Traumatic Embitterment



Disorder. Furthermore, employees’ coping skills to workplace victimization act as a
mediator in the relationship between neuroticism and workplace victimization.
Finally, data from the second phase of the research obtained through semi-structured
interviews, provide important information about the experience of workplace

victimization of employees.

Keywords: School Bullying, Workplace Bullying, Victimization, Work Environment,

Five Personality Factors.



EYXAPIXTIEX
2115 emOUEVEG 0EMOES PPIoKETOL TO ATOTEAEC O, LIOG LEYOANG TTPOCTAOELNG Ko EVOC
TAOVG10V TaELO100, H0G EPEVVOG TTOV ElXO GTO TAGL LLOV GTNV OPETNPI0, KATA TN
dlapKeln Kol 6ToV TEPUATIGHO Tov AdakTtoptkov Ipoypdupatoc KAvikng
Yoyoroyiog. [Tptv axoun EEKIVAGO TIG TPOTTLUYLAKES LLOV GTOVIES, TO AOOKTOPIKO
[Ipoypappa amotelovoe 6tdy0. Tds0 N Bepamevtikn dadikacio Kot KAvVIKNG TPA&n, N
KOTAKTNON YVOOEMV GTOV TOUEN TNG WYVYOAOYING, OTMG Kot 1 EPEVVA, LLE LOYELOLV KOl
oVVTPOPELAY TO. GVELPE Lov. Agv LTOAOYILH OPWG TG 0V TO TO Taidl Ba Ty TOG0
mAovG10 Kot Eeymplotd. [Thovo10 o yvdoels, og gukaipiec, o petatponéc. [Thovoio
Kol 6€ avOp®OTOVG TOL GTAOMKAY OITA [LOVL Kot 0 KOOEVAGS LLE TO OKO TOV CTLLOVTIKO
TpOTO pe vootpige. Oa NBera va evyaptoTom Bepd Tov endnTn pov Ap.
Zrovpvion Havayudtn, mov amoTéAece apykd T0 EVOVGHO TNG €V AOY® EPELVOC,
0oV o€ o opuAio Tov 7 ypdvio Tptv amd cruepa YOP® omd To BEpa g
TPOCHOTIKOTNTOG KOl TOV EKPOPIGLOV, EVEPYOTOINGE HEGH LLOV TNV AVAYKN VoL
TPOYWPNO® UEAETOVTOS VTO TO EDO0 To oToyevpéva. Enetta, Oa n0era va
EKQPACH TNV EVYVOLOGLVN LOVL Yiot OAN TNV KaBodNyNo™n oL LE EMAYYEALATIGUO Kot
aQocinomn pov mpocépeps. Oa NBela emiong amd Ta PO TG Kapddg pLov va,
EVYAPLOTACM OAOVG TOVG EMOMTES, CUEPIVOVS KOt TTLO TAALOVE, TOV LE TIG YVMDGELS KO
™M GVUPOAN TOVG «PMOTIGOV» OAO aVTO T0 £pyo. Tovg cuppeTéyovteg mov EAafav
LEPOG TNV £pevva, Kat pe T Ponbetd Tovg Ekavav 1o Ta&idt TporyaTikdTnTO.
Tnv owoyéveld pov Kot Tovg eilovg pov, mov Ppickoviav mdvta dimAa Lov, 6To
TAeLpd Lov, otNPilovTdg e, pe KaOe TpoOmo. AykaAdlovTog TIC YopES Kot TIG
avnovyieg pov kot kortalovrtag pali pov unpoctd.
Av Ba uropovca vo Tapopotdcm to tasiol g Awaktopikng Atatpipng pe kdrti, Oa to

naporiiAila pe éva to&idt todniaciog. .. mov oy apyn eovialecot mepinov mod Ha
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NBeAeg vo oG Ko Umopeic eV LEPT VAL VTTOAOYIGELS TIG AVTOYEG GOL. XNV TopEia
OUMGC, EVOEYOUEVMG Va. BPELG VEOLG TTPOOPICUOVGS, VO YVOPIGELS GALOVS avOpdOTOVS Kol
pali toug va tagdéyelg okodun o pokpld. 'Eva ta&idl, mov 660 mpoympdc toc0
TEPLEGOTEPO YVOPILELS TOV EAVTO GOV... KATOLEG POPES LECH, OO TOL LATLOL TV
dMov. Kot og kamoto onpeio kovpaleoat kot Kamov autr| 1 Kovpaon Eekivael va 6
OVOOTOTMVEL. .. KO G€ KATO10 AALO o1MElo, I0mG VoL GLVOVTNOELS KATL EEYmPLoTO,
KATL TOGO AOUTEPD. .. KO VO SLOTIGTAOGELS TMG OTOV OA Lo1dlovv 0OVGKOAN, UTOPELG
va yacelg, va emvoncels, va Bpets, va akolovdnocelc va vomua. Kot 6tav o dvepog
Bpioketot amévavti Gov SueKOAELOVTAG TNV TTopEin GOV, TOTE OLTO TO VOO UTOPEL
va o€ TpaPnéet pmpootd Kot pali vo eTaceTe 6TV KOPLOT). .. L€ EVYOPICTM TOV

Bpébnkec 610 dpdo pov kot wov pali kévoope ta peydia taliota.
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Brief Abstract:

The research aims to investigate the relation between school bullying and
victimization experiences, coping skills and personality traits of employees and
workplace victimization, to assess the mediating role of the workplace climate in the
above relationship, as well as to investigate the relationship of the workplace climate

and workplace victimization, and post-traumatic embitterment disorder in employees.

Chapter one: Introduction
Statement of the Problem

Bullying is a global phenomenon that is observed in all social contexts
between individuals of all ages, taking various forms and serious extensions. In this
research the object of study is the workplace bullying and its connection with school
bullying, workplace environment and individual characteristics.

Workplace bullying is alternatively termed workplace mobbing, emotional
abuse, harassment, psychological terror, relational aggression and victimization,
(Yamada et al., 2018). At the interpersonal level of analysis, workplace bullying has
been defined as “harassing, offending, socially excluding someone or negatively
affecting someone’s work tasks, repeatedly and regularly and over a period of time
such that an escalating process ensues, in the course of which the person confronted
ends up in an inferior position and becomes the target of systematic negative social
acts” (Einarsen et al., 2011). These attempts may result in varying degrees of success,
with some targets remaining traumatized (Lutgen-Sandvik, 2008) and others being
able to regain balance (D’Cruz & Noronha, 2012).

Even though workplace bullying is a relational phenomenon engendering a

micro-level behavioral focus, the investigation of the factors that seem to coexist with
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the phenomenon, is necessary for its understanding. Informed by a framework
developed by Einarsen and colleagues (2011), Branch, Ramsay and Barker (2013) use
a systems approach that recognizes the interactions between, and influence of, society,
organizational culture, group dynamics and individual characteristics in the
development and sustainment of workplace bullying. Thus, the aim of the current
study, is the investigation of those cyclical and ongoing processes that contribute to
workplace bullying, including factors that either inhibit or act as antecedents of
bullying, the responses of individuals and the organization and resultant effects.
Factors that led to the Investigation of Workplace Victimization

Although a significant number of researchers have been intensely engaged in
the study of workplace bullying and victimization in recent years, the results obtained
from the surveys seem to raise other important concerns and questions, in identifying
the factors that interact and influence the development of the phenomenon. Also,
while several previous studies emphasize the investigation of the consequences of
workplace victimization on the victim on a personal level (negative emotions, anxiety,
low self-confidence) and work level (poor relationships with colleagues, low social
support, competitive behaviors) (Gross & Henle, 2013; Swearer et al., 2017), the
current research follows an opposite course, since it approaches the above as co-
factors which interact and affect workplace bullying and victimization, and aims to
study their influence on the occurrence of this phenomenon. Furthermore, the
systemic approach followed by this study can significantly enrich the literature, since
the examination of the influence of the above factors is carried out simultaneously.
This systemic investigation of variables, helps to better understand the factors that
associate with the development of workplace victimization. Therefore, the results of

this research can provide us with important directions for the appropriate preparation
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of preventive and interventional programs, aiming at the development of individual
skills in the management of unjust behavior in the work context, as well as the
modification of various environmental factors to address bullying behaviors in the
school and workplace. In addition, the results can contribute to the development of
proposals to modify existing intervention programs, by adding more appropriate
methods and techniques, in order to be more effective in reducing workplace bullying
and victimization and better respond to the needs of individuals.
Innovation of the Study

As a number of researchers acknowledge that both personality and social
context influence bullying behaviours, | used Bronfenbrenner’s social-ecological
framework as a springboard for investigating the accumulation of risk factors in
relation to workplace bullying and victimization (Bronfenbrenner, 1979). Specifically,
this model includes the following three interconnected systems that interact and
associate with the development of workplace bullying: microsystem (perpetrator and
victim), mesosystem (colleagues and executives of the organization), and
macrosystem (the organization / company). The results of the above studies indicate
the significant influence that each factor separately has, in the development of
workplace victimization (Brande et al., 2016). While the systemic model allows the
analysis of various factors that are related to workplace victimization, these long lists
of potential associated factors constitute a weakness of the studies, as they keep
researchers away from identifying and understanding specific factors which most
strongly coexist with the phenomenon, and test specific hypotheses based on
established theories (Balducci et al., 2021). Therefore, the current research aims to
investigate specific variables that seem to influence the development of the

phenomenon, working under a systemic field of study.
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While several studies examine workplace bullying and victimization, few of
them simultaneously investigate factors that may be linked to the development of the
phenomenon. Thus, arises the need for simultaneous assessment of the influence of
factors that fall into the microsystem, mesosystem and macrosystem on the final
development of workplace bullying.

Studying the existing prevention and intervention programs on school and
workplace bullying worldwide, | have identified some gaps in those actions, such as
the tendency of those programs to address the phenomenon through the modification
of behaviors of the perpetrators, by the development of their coping skills,
communicative skills, enhance their self-control, etc. (Stagg & Sheridan, 2010).
Although several programs have positive results in reducing the occurrence of
bullying, it is necessary to design and implement corresponding programs that will
emphasize the development of skills and empowerment of victims. In addition, by
working with victims and implementing actions aimed at supporting victims and
addressing the multiple negative consequences of bullying in their general operation,
we could be more effective in dealing with the phenomenon and its consequences
(Reknes et al., 2020).

However, turning our attention to the available programs offered in Cyprus by
the Human Resources Development Authority and the Ministry of Justice and Public
Order, which aim to address workplace bullying, appear to be limited, and mainly
have the character of short educational lectures on workplace bullying. This reveals
the need to develop interventional programs and workshops that will emphasize both
the behaviors and cognitive processes of the perpetrators and the victims, as well as

the education and empowerment of the victims.
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At this point it is important to note that research into bullying has led to a
number of conclusions about the relationship between personality characteristics and
bullying (e.g. Nielsen et al., 2017). Even so, human’s personality is composed of
variables that cannot always be adequately analysed under the field of research,
needless to say that bullying is a complex phenomenon that is affected by but also
affects human personality. Thus, the results of the surveys in that field, need to be
carefully and discreetly supported by researchers, in order to avoid targeting and
considering personality characteristics as causal factors of bullying.

Chapter Two: Literature Review
Workplace Bullying and Victimization: Conceptualization

Workplace bullying is a phenomenon of increased global interest. New topics
are steadily emerging within this field, the methodological quality of studies has
improved and research designs have steadily become more sophisticated through the
increased use of prospective research designs, multilevel studies, and meta-analyses.
Studies on workplace bullying from countries all over the world, show that bullying
takes place on a global scale with similar features and outcomes (D’Cruz et al., 2021).
Workplace bullying refers to a long-lasting and systematic form of interpersonal
aggression defined as a situation in which an employee persistently and over a period
of time is being the target of negative actions from superiors or co-workers, as well as
when the employee finds it difficult to defend himself / herself against these
systematic mistreatments (D’Cruz et al., 2018; Nielsen & Einarsen, 2018).
Considering recent research, it has been estimated that about 15% of workers on a
global basis are targets of systematic bullying behaviors, whereas 11% perceive
themselves as victims of bullying (Nielsen et al., 2010). In addition, the type of

measurement method was found to be especially important for the validity and
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reliability of the results, as a rate of 18.1% was found for self-labeling studies without
a given definition of workplace bullying.

Interestingly, the origin of the studies also seems to influence the prevalence
rate of bullying in the work context, as employees reported more bullying in poorer
countries with more demanding climates characterized by colder-than-temperate
winters, hotter-than-temperate summers, or both. According to Nielsen’s and
Einarsen’s (2018) literature overview of workplace bullying, organizations with many
employees, male-dominated organizations, and industrial organizations had the
highest prevalence of bullying. Furthermore, unskilled workers reported the highest
prevalence of bullying, while managers / supervisors had the lowest prevalence.

As for the prevalence of workplace bullying according to gender, while many
studies report no gender differences at all (e.g., Giorgi et al., 2014; Tsuno et al.,
2015), others suggest that women were over-represented as victims (Salin, 2018; Zapf
et al., 2020), indicating that more women are bullied than men. In a review of
research on gender and workplace bullying (Salin, 2018) they found that the majority
of the included studies point to women being the most exposed to bullying. However,
there are examples of studies showing men as the most exposed to workplace bullying
(Salin, 2018; Rosander & Blomberg, 2019).

Gender Differences in Workplace Victimization

Questions arise from the results of various surveys, in which some of them
indicate stronger effects for women and some stronger effects for men, while other
studies have found no gender differences (Rosander et al., 2020; Salin, 2018).
Looking at the causes, we can identify that lower social power of women can be a
possible reason. Also, in most work environments, it is a rarer phenomenon for

women to hold high hierarchical job positions, something that is placing them in a
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more salient and vulnerable minority (Rosander et al., 2020). Female leaders also, are
more likely to be chosen for positions associated with poor performance and men
more likely to be chosen for positions that are associated with successful performance
(Bruckmiiller et al., 2014; Cook & Glass, 2014). This might cause women to be more
vulnerable to criticism due to a hard task, a high risk of failure and poor conditions,
which can be considered as an additional related factor that makes women more likely
targets of being victimised in the work context.

This research was conducted aiming at a deeper understanding of workplace
bullying, through the identification of factors related to its development, as well as its
consequences on mental health.

Types of Unfair Behavior in the Workplace Context

Workplace harassment, is defined as the unwelcome, intimidating, hostile or
abusive behavior, that offends, humiliates or intimidates a person, and targets them on
the basis of a characteristic such as gender, race or ethnicity. Harassment can be an
ongoing procedure or a one-time event, and it interferes with an employee’s ability to
work. It can also create a power imbalance and can have severely negative
consequences on the employee's mental health and performance at work (Perez et al.,
2021).

Workplace bullying comes in many forms, such as physical bullying through
physical force or aggression against another person, verbal bullying through words
and verbal attacks against someone, social bullying where the victim is hurt through
purposeful exclusion or by spreading rumours, and cyberbullying, the “online” form
of bullying, where the victim gets threatened, embarrassed, intimidated, through SMS,
Text, and apps, or online in social media, forums, or gaming where people can view,

participate in, or share content (D’Cruz, & Noronha, 2014).
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In addition, there are different types of harassment identified; personal
harassment implies any behavior that creates an intimidating and offensive work
environment for the victim; physical harassment involves physical attacks or threats.
Power harassment, refers to the situation in which the harasser exerts power over a
victim who is lower in the hierarchy, more often, this is a supervisor or manager; and
sexual harassment, where harassment is sexual in nature and generally includes
unwanted sexual advances, conduct or behavior (D’Cruz et al., 2018).

“Mobbing” at work, represents a new, threatening phenomenon which
develops in the workplace, and entails major personal, family, professional and social
implications. The phenomenon is known as "Mobbing Syndrome" and describes the
repetitive occasional behavior inside or outside the organization, which manifests
through negative words and actions against the employee, and aims to create a hostile,
degrading environment that affects the personality, dignity or physical and mental
integrity of the employee. The ultimate goal of “Mobbing” is the resignation of the
victim (Batsi & Karamanis, 2019).

In previous theoretical positions, where researchers aimed to separate bullying
from mobbing, they described mobbing as a distinct form of social exclusion
(Leymann, 1996), as Schuster (1996) argues that research on bullying tends to focus
on the characteristics of the bully while mobbing focuses on the group and
organization rather than on the bully per se.

Factors Associated with Workplace Bullying and Victimization

Workplace environment has been recognized by several researchers as a factor
closely related to the development of workplace bullying, and in particular in the case
where the workplace context is stressful for employees. In support of the work

environment hypothesis, a systematic review of work stressors showed that role
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conflict, workload, role ambiguity, job insecurity and cognitive demands were the
most significant factors associated with workplace bullying (Van den Brande et al.,
2016).

On the other hand, by isolating the personality traits of employees, it seems
that elements in their character coexist with the development of the phenomenon. The
above refers to the individual disposition hypothesis, which claims that specific
characteristics scores, or combinations of characteristics, increase the risk of being
exposed to bullying as a victim or as a perpetrator (Zapf et al., 2011). Studies that
investigate the connection between personality traits and workplace bullying,
recognised extraversion, neuroticism and conscientiousness as traits that significantly
correlated with bullying and victimization (Bashir & Hanif, 2019; Nielsen &
Knardahl, 2015).

The Work Environment Hypothesis

While the phenomenon of workplace bullying is characterized by several
researchers as the result of the interaction of many variables (Johnson, 2011; Theorell
et al., 2015), the current study indicates the importance of the role of the work
environment to its development. Results from relevant research suggest that poor
working conditions, high demands and stress at work, role ambiguity, poor
relationships with colleagues and low social support, chaotic operation of the
company / organization, encouragement of competition, understaffing and abuse of
power are some of the environmental factors that seem to influence the development
of workplace bullying (Baillien et al., 2009; Goodboy et al., 2017; Hutchinson et al.,
2010; Keashly & Neuman, 2010; Theorell et al., 2015).

In addition, and according to Leymann (1996), a series of intervening

processes links a poor work environment to bullying (such as unclear and conflicting
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tasks and goals that lead to role conflict and excessive workload). Considering these
conditions, Leymann strongly pointed out the role of the management, frequently
described by victims as inadequate, uninterested or helpless, when not directly and
actively involved in the bullying situation. Thus, feelings of frustration and negative
emotions developed among employees, in cases where the workplace environment
was characterized by these elements. If employees do not have the ability to identify
and deal with social stressors, and because of the aggression and frustration the
environment causes, they are probably involved in a process where the one blames the
other, triggering a bullying situation between them.

Previous research results, as Einarsen’s and colleagues (1994) study, seem to
be consistent with Leymann’s claims on the role of work environmental factors, as
they found that among Norwegian employees, bullying and harassment correlated
significantly with several aspects of the work environment and specifically negative
working conditions, role conflict, dissatisfaction with leadership, the degree of
autonomy experienced at work and role overload. Similarly, a Finnish study by Vartia
(1996) found that, in workplaces with a competitive and non-cooperative atmosphere,
where individuals on higher steps of power hold an authoritarian profile, discouraging
employees from expressing their views and operating in their jobs autonomously, the
phenomenon of workplace bullying is on an increasing trend. In a subsequent Danish
study using a similar approach, it was shown that the departments with more bullying
were characterized by a poorer psychosocial work environment (i.e. higher demands
and pressure, a more autocratic leadership, less clear duties and a worse social
climate) (Agervold, 2009). Furthermore, factors as authoritarian management style
and employee’s lower level of job control, were found to be related with workplace

bullying (Chabrak et al., 2016).
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More recent research results, testify that work departments with most bullying
were characterized by a more authoritarian management, more uncertainty about roles
and expectations and, to a lesser extent, by poorer social relations (D’Cruz et al.,
2014).

Even more recently research has started to adopt a multivariate approach in a
more systematic way, including different work environmental conditions in
explanatory models of bullying and isolation of the strongest related factors. Based on
the above, the results from Hauge, Skogstad and Einarsen (2010) research among
Norwegian employees reveal that role conflict, tyrannical leadership and interpersonal
conflicts were, the strongest related to workplace bullying, among nine different work
and organizational factors, while in another Norwegian study, role conflict and
interpersonal conflicts also emerged among the strongest associated factors of
perpetrating bullying. This indicates that the same factors that may influence victims
may also affect perpetrators, suggesting that such deficiencies in the work
environment (e.g. role conflict) may play a crucial role as conditions favouring the
occurrence of bullying.

In another survey with a similar purpose, results indicate that mainly role
stressors were positively related to exposure to bullying behaviors (Notelaers et al.,
2010). Additionally, lower autonomy and feedback, higher job demands and
workload, as well as job insecurity were also found to be significant associated factors
(D’Cruz et al., 2021).

Recent studies aimed to estimate whether levels of job demand and job control
were related to the probability of being the target of severe bullying. Results indicate
that high levels of job demand and low or very low levels of job control were both

associated with a significantly higher probability of being a target of severe bullying.
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Additionally, high or very high job demands in combination with very low job
control were also associated with a strong increase in the probability of reporting
severe bullying (Notelaers et al., 2010). Results from Goodboy’s and colleagues’
(2017) survey on a sample of American employees, revealed that job demands
positively related to bullying, while job control and social support negatively related
to bullying. Furthermore, in a low supportive work environment, job demands showed
a stronger relationship to bullying when job control was lower, which is in line with
the idea that iso-strain situations may indeed impact bullying via the experience of
work-related stress.

Job insecurity constitutes another environmental factor that seems to influence
the development of workplace bullying, and the level of its impact has been studied in
recent surveys. Insecurity at work is a prominent stressor in modern workplaces
(Parent-Thirion et al., 2016), especially as a consequence of the recent economic
crisis. Hoel, Sheehan, Cooper and Einarsen (2000) argued that employees
experiencing high job insecurity will be less prone to defend themselves against unfair
and aggressive acts from supervisors and co-workers, thus being at higher risk of
experiencing bullying. Additionally, according to Baillien and colleagues (2009), job
insecurity promotes a strained climate where employees see colleagues as potential
rivals for jobs. This may cause feelings of competition, suspicion and deep frustration,
factors that are known to be associated with workplace bullying (Salin, 2015).

Paying attention to the antecedents of workplace bullying, I identify the
plurality of associated components and the need for multivariate studies, including
moderating and mediating factors, as well as research designs that are better suited for
causal analysis. Workplace bullying constitutes a multi-casual phenomenon, thus, we

cannot approach it with deterministic approaches.
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Workplace Bullying and Anti-Violence Climate

The evaluation of the context where workplace bullying exists, is necessary in
order to understand this phenomenon. In this way, through the decoding of the
characteristics of the working environment, we can get important knowledge both for
a deeper understanding of the phenomenon, as well as for the development of
appropriate preventions and intervention designs. Working climate constitutes an
important element that probably contributes to the development of workplace
bullying, since it can either enhance or waken its development (Chabrak et al., 2016;
D’Cruz et al., 2014). In cases when the management of the organization concerns
about controlling and eliminating each type of workplace bullying and harassment,
through the establishment of clear communication and healthy interaction between all
members of a company, an anti-violence climate that is able to prevent intimidation
within the company, can be developed. Dollard and colleagues (2017) found that anti-
violence climate was significantly and negatively related to verbal aggression,
violence, injury and perceived danger, since through this anti-violence attitude, such
behaviors can be prevented.

Another factor that seems to reinforce workplace bullying is the way a
company's employees fight for professional success. In companies where the best
employee with the highest sales is rewarded and recognized, competition between
colleagues increases, as do unfair behaviors and harassment among them. This
“reward system” seems to increase the distance between employees, to create
competition and to reduce their cooperation and healthy coexistence; a situation that
can then connected to the development of workplace bullying (Salin, 2015).

Consequently, the study of the working climate allows the researchers to shift

from the “individual” to the “group”, and to perceive workplace bullying as a
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phenomenon that takes place in a system and it is influenced by a number of factors,
and not as a diatomic process. This approach clearly reveals the room for
improvement in future studies.
Workplace Bullying and the Role of Personality

Victims’ personality has piqued the interest of several researchers in recent
years. In a factor equalization process, which aims to clarify the phenomenon,
personality characteristics, according to Big Five Model, such as negative affectivity
and extroversion, are placed as elements which in combination with other variables
build the mosaic of workplace bullying, in an effort to identify the factors associated
with its development and continuation (Fernandez-del-Rio et al., 2021). Focused on
personality, researchers in this field have tended to assume and test relationships,
where individual and work characteristics interact and influence workplace bullying,
trying to address how personality fits into workplace bullying situation. At this point,
it is important to note that in this research I neither perceive personality traits as
casual factors in the development of workplace bullying or victimization, nor consider
individuals responsible for the development of the phenomenon due to their
personality, but as variables that | aim to investigate their effect on the phenomenon.

The most preferred tools for evaluating personality traits seem to be the
Neuroticism—Extraversion—Openness Personality Inventory (NEO-PI), and the Five
Factor Personality Inventory, considering their level of validity and reliability in the
evaluation of personality on an axis of five factors (Digman, 1990; Matthews &
Deary, 1998; Goldberg et al., 2006). According to this taxonomy, the overarching
concept is individual differences, which can be broken down into “dispositions” or

personality traits (e.g. neuroticism, extraversion, openness, etc.).
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In a meta-analysis by Nielsen, Glase and Knardahl (2017) | encounter the
effort of researchers to study the way that personality traits relating to the “Big-Five”
theorizing associate to workplace harassment. In regard to the results from this
extensive meta-analysis based on cross-sectional studies, Nielsen et al., found that
across a total of 32 study samples, harassment was positively associated to
neuroticism with a moderate degree correlation. However, it is possible that
individuals who exhibit extensive angry emotions would elicit bullying by others, but
it is equally reasonable that being chronically victimized would lead to express angry
emotions.

In addition, extraversion, agreeableness and conscientiousness were all
negatively related with harassment with a low degree correlation. Openness to
experience did not reach statistical significance and showed an average correlation
coefficient. According to Mitsopoulou and Giovazolia’s (2015) research on
personality and bullying, lower level of agreeableness and conscientiousness and
higher levels of neuroticism and extraversion were associated with both bullying and
victimization. As noted, however, little, if any, empirical literature confirms this
relationship. Studies on Five Factor Model and Workplace Bullying, suggest that
neuroticism is the strongest trait linked to exposure to workplace bullying, as
extraversion, agreeableness, and conscientiousness have negative and positive
associations with it.

An explanation for these findings can be provided in light of the low social
skills and ineffective conflict management skills which are found in employees
scoring high on conscientiousness, low on extraversion or high on neuroticism, as
they “could be selected” by perpetrators because they do not possess social skills to

defend their own interests or they tend to avoid conflicts (Fernandes Del Rio, 2021;
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Nielsen et al., 2017). Moreover, findings from a recent meta-analysis (Fernandes Del
Rio, 2021) supported that in the case of targets, neuroticism was the most important
predictor. Some of the hallmarks of this trait, like the enduring tendency to experience
negative emotional states, a tendency to interpret ordinary situations as threatening,
and a differential reactivity to environmental stressors (Tackett & Lahey, 2017) could
increase the risk of being a target of workplace bullying.

Taking everything into account, the patterns of results and the strength of
associations, suggest that the relationships between bullying and Big-Five personality
traits in general are weak but slightly stronger for neuroticism.

Based on recent literature, in the current study, | hypothesized that some
personality dimensions and variables would be positively and other negatively
associated with workplace bullying and victimization. This hypothesis is consistent
with other studies (e.g., Mitsopoulou & Giovazolias, 2015) that have revealed
relationships of bullying and victimization with personality.

Workplace Bullying and Coping Skills

Researches in the field of workplace bullying describe it as a phenomenon that
is developed and maintained by various factors (Feijo et al., 2019). Recent studies
have mainly focused on work related antecedents that trigger exposure to workplace
bullying, and they have also identified some individual related reactions that coexist
with workplace bullying such as low poor social skills (Zaph & Einarsen, 2010).
Although many researchers claim that work stressors (work-related antecedents)
could be influenced by coping strategies (individual-related antecedents), few of them
have investigated the way that the interaction between these factors may associated
with the exposure to workplace bullying. As Van den Brande and his colleagues

(2017) support, employees’ coping strategies could be potential moderators of the
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association between work stressors (i.e., workload, job insecurity, role conflict, and
role ambiguity) and exposure to bullying. In this study, coping strategies refer to the
employees’ tendency to make cognitive and behavioral efforts to manage, tolerate, or
reduce work stressors, where the purpose was both to study the kind of techniques
employees apply as a response to bullying, as well as the stability of these strategies
over time, expecting that ineffective coping skills is one of the reasons that some
employees are longitudinally in the position of the victim.

In the current study, | approach coping skills by dividing them into two
groups: problem-focused coping strategies and avoidance, aiming to outline the way
in which these skills affect the development of the phenomenon. Previous studies
have demonstrated that problem-focused coping strategies (i.e., active coping,
planning and seeking social support) were associated with lower victimization, while
avoidance appeared to increase the chances of continuous victimization (\Van den
Brande, 2016). Accordingly, | expect problem-focused coping strategies to decrease
the association with exposure to bullying, and conversely, avoidance to increase it.
Workplace Bullying and Employee Silence

As mentioned above, recent researchers have shown great interest in
understanding the reactions of employees against workplace bullying. While coping
skills vary, in many cases the receivers of bullying maintain a more passive attitude,
with silence being the most common practice (Rai & Agarwal, 2018; Xu et al., 2015).
Thus, silence as a passive coping strategy is defined as the avoidance of sharing
information and expression of employee’s victimization experiences, as well as the
avoidance of asking for help from other people in the company and defending himself

from the perpetrators (Brinsfield, 2013). Unfortunately, there is so far only limited
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knowledge on the relationship between workplace bullying and employee silence
(Lutgen & Sandvik, 2007; Rai & Agarwal, 2018).

According to Morrison (2015), employee silence as a "reaction” to workplace
bullying, is not only common but also highly dysfunctional. Surveys results associate
silence with a wide range of negative employee outcomes like low work commitment,
low motivation, job dissatisfaction, low self-esteem, mental health, etc., (Knoll &
Dick, 2013; Wang & Hsieh, 2013), as well as with the organization’s inability to
identify and deal with it, in order to immediately intervene to the problem and thereby
prevent further damage (Rai & Agarwal, 2018). Therefore, understanding the reasons
behind employees’ silence is extremely important for organizations (Dedahanov &
Rhee, 2016).

Victims' silence is now a factor under the microscope of several researchers,
building the “employee silence theory”. According to the theory, silence is a complex
and dynamic behavior. A large group of researchers understand silence as an active
rather than a passive reaction, since victims use this mechanism to protect themselves
(D’Cruz et al, 2021). Specifically, it is suggested that quiescent and acquiescent
silence arise from an array of predictors (individual and situational) and recurring
appraisal processes by which people make sense of organizational injustice and
evaluate relative costs and benefits of responses in deciding what to do, naming it as
defensive silence, that refers to information withheld out of self-protection (Van Dyne
et al., 2003).

But why do the victims remain silent? What makes bullying recipients be
passive? In recent years, employees’ silence about workplace bullying, has been the
subject of growing empirical scholarship around the world. Focusing on Brinsfield

research (2013), aiming to enhance understanding of the scope and dimensionality of
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motives underlying employee silence by mapping the range of incidents in which
participants were silent and reasons for remaining silent, led to the formulation of six
silence dimensions: defensive silence, which refers to retaliatory actions against
persons or the organization; diffident silence, which refers to lack of confidence and
self-doubt; ineffectual silence, which refers to the belief that no good would come
from speaking up and disengaged silence, referring to the desire to detach oneself
from the situation.

Looking for the factors that lead victims to remain silent, punishment-oriented
work settings found to strongly predict defensive silence (Rhee et al., 2014). Also,
low levels of psychological safety with supervisors, low levels of supervisory and
organizational safety (MacCurtain et al., 2018), and past negative outcomes from
formal complaint procedures can foster silence (Pinder & Harlos, 2001). Furthermore,
negative career consequences and abusive supervision were found to be protective
factors of employees’ silence to workplace bullying (Pinder & Harlos, 2001).
Additionally, Harlos and his colleagues (2017) support that women who were bullied
were more likely to be silent than men, and bullied employees who were by nature
anxious and pessimistic and had a poor self-concept were more likely to be silent than
bullied employees who were calm, enthusiastic and confident by nature.

Beyond the individual factors related to employees’ silence, workplace
environment has an important role on the phenomenon, with low-support
environments and organizations in which employees do not trust their managers,
being positively associated with silence (Dedahanov et al., 2016).

The process of silence seems to have particularly negative outcomes, as
silence appears to be a stress and strain for bullied or mistreated employees, leaving

them emotionally exhausted, physically and psychologically depleted and less
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productive at work. This double burden of silence may produce compounding
negative health effects consistent with integrated knowledge from minority stress
theory (Meyer, 2013) and the evidence reviewed above. The health and productivity
costs of employee silence may result, at least in part, from the inherent emotionality
of withholding complaints about workplace bullying.

The present study aims to examine the bullying-silence relationship, as well as
the effect of silence on the longitudinal experience of bullying, giving silence a dual
role; understanding it both as a consequence and as one of the moderators of the
development of workplace bullying.

The Consequences of Workplace Bullying

The consequences of workplace bullying have gained the interest of many
researchers, so an extensive body of surveys has been devoted to the outcomes of
workplace bullying. Workplace bullying experiences were found to be associated with
the intention to quit job, lack of commitment, job dissatisfaction, and absenteeism.
Data form meta-analysis indicate a cross sectional relationships between bullying and
mental health, symptoms of depression, anxiety, stress-related psychological
complaints (Verkuil et al.,2015) and symptoms of posttraumatic stress (Nielsen et al.,
2015). While cross-sectional evidence provides important information about
associations between bullying and potential correlates, it does not allow for
conclusions about causality between variables.

Considering the rich literature on understanding the impact of victims'
personalities in the development and maintenance of bullying against them, we can
see that victims, through internal mechanisms, are more “vulnerable” to victimization.
According to Aquinas and Lamertz (2004), as well as research by Bowling, Beehr,

Bernett and Watson (2010), people with high levels of negative affectivity, who often
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complain and have a tendency to perceive other people and reality from a negative
perspective, irritate people around them, and as a result, others exclude and isolate
them. Additionally, the results of this research indicate that some employees can turn
themselves into a potential victim by presenting a vulnerable image, showing low
self-esteem and constantly assessing negatively their abilities, behaviors that frustrate
people around them.

Also, people with high levels of conscientiousness, who are highly organized,
disciplined, hardworking, dedicated and typically follow the rules, are more likely to
create negative emotions in those around them and a strong sense of anger. It seems
that high conscience can be characterized as a powerful factor related to the
development of bullying against the person who has it. A person's low levels of
receptivity is also considered as a factor that puts employees in a more “vulnerable”
position to workplace victimization, through the anger caused by the surroundings,
due to the strictness of his character, his low cooperation, the rudeness that often
characterizes him, as well as his manipulativeness. At the same time, while low
socialization and isolation function as a factor of vulnerability and make the
individual a more likely target of victimization, high levels of sociability can also
create anger and frustration in those around them and result in their social exclusion
(McCrae, 2010; Nielsen & Knardahl, 2015).

Workplace Bullying and Post-Traumatic Stress Disorder

Bullying at work can also be considered as an extreme social stressor with
traumatic potential. According to Lazarus (1999), traumatic stressors are events that
are overwhelming to such a degree that the individual feel unable to function without
others’ support. Post-traumatic stress disorder (PTSD) is a mental health

condition that is triggered by a terrifying event — either experiencing it or
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witnessing it. Most people who go through traumatic events may have temporary
difficulty adjusting and coping, but over time and with good self-care, they usually
get better. If the symptoms get worse, last for months or even years, and interfere with
their day-to-day functioning, they may meet the criteria of PTSD (American
Psychiatric Association, 2013).

In a meta-analytic review of studies of school and workplace bullying,
Nielsen, Tangen, Idsoe, Matthiesen and Magerey (2015) found that more than half of
the victims have reported symptoms that would qualify for a diagnosis of PTSD.
However, this arises the question whether a person who has been exposed to
workplace bullying may demonstrate sufficient criteria to be diagnosed with a PTSD.
The critical issue is whether or not workplace bullying meets the first criterion
(criterion A) regarding exposure to a direct or indirect life -threatening experience- an
essential feature of PTSD (American Psychiatric Association, 2013).

According to Friedman (2013), the “PTSD criteria clearly cover bullying
when there is actual, or the threat of, harm to an individual” which includes
psychosocial harm. However, not all traumas are the same; the PTSD diagnosis in the
DSM-5 is commonly regarded as occurring in situations that are sudden and
unexpected, such as an accident, or prolonged such as acts of war and terror. Bullying
on the other hand is an interpersonal, relational trauma committed by a (generally)
known perpetrator such as a colleague or superior over time (chronically) in the
workforce in a setting that is supposed to be safe and protected by law. This type of
experience is often referred to as “complex trauma”, and it involves betrayal of a role
or relationship and since it is chronic, pervasive and progressive it often leads to
revictimization. Complex relational trauma is poorly captured in the DSM system at

present and may involve distinctly different patterns of trauma symptoms including
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greater comorbidity (Courtois & Ford, 2013). Consequently, the constellation of
symptoms seen in those severely injured by bullying has been identified by Field and
Ferris (2021) as “Workplace Bullying Trauma”.

Workplace Bullying and Post-traumatic Embitterment Disorder

In a longitudinal effort by researchers to identify the emotional remnants of
workplace bullying, a new term has emerged, that of Post-traumatic Embitterment
Disorder (PTED). In 2003, Linden introduced the concept of PTED, (Linden, 2003),
while in 2009, researchers concluded that the incidents which lead to PTED were
72.9% factors that related to work, 12.5% to family or partner, 8.3% to the death of
someone familiar and 6.3% to a disease (Linden et al, 2009). PTED is defined as the
mental reaction to common but not every day negative events, which are perceived by
the sufferer as unfair, humiliating and harmful. These events lead to insurmountable
mental stress and are considered common as they could happen to anyone at some
point in their lives (Linden, 2003).

Embitterment is a complex emotion, typically comprising a sense of having
been let down or been insulted, combined with a desire to fight back and, at the same
time, a feeling of being cornered and helpless, which subsequently causes an
individual to have thoughts of revenge and aggression towards himself and the
environment. Similarly to other emotions like anxiety, severe embitterment can
become a disabling condition which deprives the subject of self-control, causes lasting
suffering to both the embittered individual and their environment, and which may
become a state of illness in need of treatment that has been described under the term
of “Posttraumatic Embitterment Disorder, PTED” (Linden 2003; Linden et al. 2009),
without yet been formally included as a term in the Diagnostic and Statistical Manual

of Mental Disorders, (DSM-5) (American Psychiatric Association, 2013). In brief,
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bitterness or embitterment can be seen as the product of a personal story of perceived
injustice. The emotional quality is characterized by hopelessness and anger.

Feeling bitter was seen as a consequence of a social rejection that is perceived
as unjust, while it is also considered as a result of the fact that the person is no longer
hopeful for change, and has also lost control of a situation.

Embitterment cannot be seen as a basic emotion but there is evidence that in
many cases it leads to the bitter feeling of being cheated or mistreated by others and,
in chronic cases, it can be seen as the result of violated beliefs and a consequence of
an ongoing “unfair” experience in mental health (Linden & Maercker, 2011). Patients
suffering from PTED may also show a “melancholic depressive state”.

However, PTED does not necessarily trap the individual in a state of negative
emotion, since, depending on the individual's resilience and the way he perceives
events, it can lead to a developmentally beneficial path. After negative experiences,
many people report perceptions of positive growth in addition to the negative
consequences. Typically, such growth reports include a greater appreciation of life,
closer relationships to others, a greater sense of personal strength, compassion, affect
regulation, self-understanding, honesty, and reliability recognition of new
possibilities, and increased spirituality (Park, 2004; Tedeschi & Calhoun, 2004).
Personality traits such as openness to experience, emotion regulation skills, sense of
mastery and positive reflection, seem to encourage individuals for beneficial
development.

The development and description of the disorder occurred as mental health
specialists were often confronted with such incidents and could not clearly classify the
mental state of these patients. In addition, the need for a specialized description of

PTED arose due to the widespread use of PTSD for many reactive disorders, without
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essentially being life-threatening or causing anxiety (Linden et al, 2008). The main
diagnostic criterion for PTED is that the present negative condition of the patient has
not been repeated by a pre-existing mental illness while the common characteristic of
PTED’s patients was the feeling of bitterness (embitterment) they felt (Linden, 2003)
(Linden et al, 2009). Although the disorder has not, to date, been included in the
DSM, it is a reference point in subsequent investigations.

In the years that followed, researchers tried to investigate the relationship of
parameters of the working environment with the mental health of employees, and
more particularly with the feeling of bitterness. In 2010, Sensky concluded that the
feeling of bitterness arises from the perceived failure of organizational justice that
employees have, (Sensky, 2010) while Karatuna and Gok (2014), focused on the
relationship of disorder (PTED) with bullying in the workplace. In a survey of
Michaillidis and Cropley (2016), a positive correlation was found between the
bitterness and excessive control expressed by the boss over his employees, and a
negative correlation between the bitterness and the feeling of low work commitment
by employees (Michaillidis & Cropley, 2016). The current study, aimed to investigate
the relation between workplace bullying and PTED, as also the way that past
experiences (school bullying), internal mechanisms (coping skills), personality traits
and environmental factors affect that relation.

School Bullying and Victimization: Conceptualization

Bullying at school can be described as the repeated and systematic aggression
amongst peers and is characterised by an imbalance of power between the victim and
the bully (Drydakis, 2018; Olweus, 1994). While bullying is defined as the occurrence
of aggressive behavior towards a less powerful individual, school victimization is the

result of school bullying. Meta-analyses have clearly demonstrated the negative
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relationship between peer victimization and mental health as well as physical health.
Furthermore, the experience of school bullying has been linked with a host of short-
term and long-term negative outcomes for victims, including anxiety, depression,
substance abuse, difficulty sleeping, increased physical symptoms, decreased
performance in school, dropping out of school, externalizing problems and even
murder or suicide (Baglivio et al., 2015; Moore et al., 2017; Van Geel et al., 2014;
Privitera & Campbell, 2009).

According to a recent survey which investigated the prevalence of bullying
worldwide, results revealed that the pooled prevalence of school victimization on one
or more days in the past 30 days amongst adolescents aged 12—17 years was 30.5%,
while the highest prevalence was observed in the Eastern Mediterranean Region
(45.1%) and African region (43.5%), and the lowest in Europe (8.4%). According to
recent studies’ data, school victimization occurs more frequently in the male
population, is more common in people with socio-economic status below average
(without this meaning that the phenomenon does not appear in the "upper" status), and
younger age. In addition, reduced risk of school bullying and victimization was
significantly related to higher levels of parental and peer support (Biswas et al., 2020).
Factors Related to School Bullying

Investigating the factors that connected to school bullying, a number of
researchers acknowledge the importance of the social context that influences bullying
behaviors, based on ecological systems theory (Bronfenbrenner, 1974). Lee (2011)
suggested that all of the ecological systems investigated in their survey (individual
traits as a factor of microsystem level, family experiences and parental involvement as
factors of mesosystem level, school climate as exosystem level, community

characteristics as macrosystem level) had significant influence on bullying behavior.
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The school climate and the student-teacher interaction, as well as the interpersonal
relations to other peers in the school can be significant mechanisms that interplay with
other personal and community factors before they predict the involvement in bullying
behavior (Hornby, 2015; Lee, 2011).

Previous investigations have showed that positive school climate, which is
characterized by respect and acceptance, nonviolent approaches to conflict resolution,
policies against unfair behaviors, and encouragement of students to report incidents of
bullying, tends to exhibit lower rates of school bullying (Gage et al., 2014; Rigby,
2011). Teacher support and acceptance is highly related to the positive school
experiences (Hornby, 2016), especially as high perceived teacher and school staff
support were found to increase the willingness of ninth-grade students to seek help for
bullying (Eliot et al., 2010).

The use of cooperative learning structures and activities, and the
implementation of evidence-based programs for social and emotional learning, seem
to assist teachers in the creation of a positive classroom culture, which helps students
to develop interpersonal relationships and reduces the occurrence of bullying in
schools (Durlak et al., 2011). Also, negative student-teacher relationships are
consistently reported to be positively related to students’ involvement in bullying
incidents (Wang et al., 2015).

At the same time, there is considerable evidence on the role of peer
relationships in understanding bullying perpetration and victimization. Peer trust
seems to be a protective factor for the involvement in bullying (Balan et al., 2018;
Nikiforou et al., 2013). School victims are generally less accepted by peers and have

low levels of connectedness (Eugene et al., 2021), whereas other studies support that



43

low social integration places students at a higher risk for both bullying and
victimization (Moyano et al., 2019).

Apart from the environmental factors related to school bullying, the results of
the research indicate that elements of student’s personality influence the development
of the phenomenon. Specifically, findings of previous studies illustrate that students
who bully others have a negative attitude towards other, trouble with academic and
social cognition, and come from low-income family. On the other hand, victims, were
more likely to have the characteristics of bad self- recognition, lack of social skills,
and being isolated and rejected by peers. Students who have the role of the victim,
being passive or submissive individuals, often quiet, careful, emotional and sensitive,
are unsure of themselves, have low self-confidence and a negative self-image, while
other studies support that females are more likely of being harassed by their peers
(Moore et al., 2017).

Short Term and Long Term Consequences of School Bullying

The last years, an important number of studies have shown a clear relationship
between youth victimization and a variety of problems in later life, including impaired
social relationships, suicide and delinquency (Baglivio et al., 2015; Moore et al.,
2017).

As Seals and Young (2003) support, children who were involved in bullying,
had both short-term and long-term negative impact on their behavior, including
externalizing problems like antisocial and delinquent behavior. Similarly, a research
on the long-term effect of bullying indicates that bullies have an increased chance to
be convicted for punishable actions, and also have an increased risk of later

criminality (Wahab & Sakip, 2019).
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According to recent scientific results, negative psychological and emotional
impact can occur as a result of being a victim, or even a bystander of school bullying.
Students who have had the role of the victim in bullying incidents, indicate high
levels on anxiety, depression, sadness, poor mental and physical health, and sleep
difficulties. Additionally, students who were either bullies, victims or bystanders,
reported higher suicidal behavior incidents (Swearer & Himel, 2015). The impact on
academic performance is another negative consequence of school bullying, as many
recent studies agree on the negative correlation between academic achievement and
their general engagement in the classroom, as well as peer harassment (Al-Ali &
Shattnawi, 2018). According to Graham’s & Juvonen’s (2014) longitudinal study,
there is a strong correlation among peer victimization and lower grade-point averages,
as well lower teacher-rated academic engagement across middle-school years.

Results also highlight that victims of bullying are often blaming themselves
for being bullied which in turn develops a negative self-perception that affects their
concentration on school work, potentially causing them to have lower grades and
perform poorly on standardized tests (Swearer & Himel, 2015).

Are School Bullying and Workplace Bullying Related?

Bullying at school is the systematic and intentional injury or discomfort
inflicted on the victim by one or more students and has become a worldwide concern
(Swearer & Hymel, 2015). As researchers give many definitions to school bullying,
Olweus (1993) characterized it as “intentional and repeated acts that occur through
physical, verbal, and relational forms in situations where a power difference is
present”. Olweus also stated that “a student is being bullied when he or she is
repeatedly exposed to negative actions from one student or from a group of students,

and that causes psychological or physical injury”. School bullying can be developed
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directly (e.g. hitting, kicking), and indirectly (e.g. social exclusion, spreading rumors,
or even online through cyberbullying) (Al-Ali & Shattnawi, 2018).

On the other hand, workplace bullying can be characterized as a repeated,
unreasonable and unwelcome behavior directed towards an employee or group of
employees that causes psychological and physical harm, and creates a psychological
power imbalance between the bully and targets. It can also be characterized as an
unwanted and recurring aggressiveness developed in the organizational context
(D’Cruz, & Noronha, 2014).

“Bullying” is a term used in most cases to describe unfair behaviors that occur
in a social context. However, in order to understand it more clearly, we need to
consider its characteristics, the elements that differentiate it from other forms of unfair
situation behaviors (e.g. “mobbing”, “harassment”), but also the differentiation in its
appearance in two different contexts, such as that of school and work environment.

In the school context, as well as in the context of work, environmental factors
(e.g. organizational climate) along with individual factors (e.g. neuroticism, low
social interaction) can contribute to the incidence of bullying. Both in cases where
bullying develops in school and in situations where similar behaviors develop in
workplace, individual and social risk factors, such as low self-esteem, disability,
physical weakness, shyness, lack of friends at school, and social rejection in the peer
group have been identified for victimization (Xu et al., 2020). In the workplace too, it
has been reported that victims of bullying are more likely to be submissive, low in
independence, introverted and highly conscientious, anxious, and neurotic (Catling et
al., 2017).

As noted above, both at school and at the workplace, environmental factors,

such as competitive relations between individuals, ineffective anti-bullying policy,
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pressure and intense workload, unfair behavior by the authorities (Djurkovic et al.,
2021) may favor the development of bullying. However, few studies so far, have
investigated possible links between individuals’ experiences of workplace
victimization and previous victimization at school, by also considering possible
relational factors, such as role differences in bully/victim status, sex differences, and
coping strategies for dealing with victimization.

Chapter Three: Methodology

To address the complexities and dynamics that are associated with the study of
workplace bullying, imaginative thinking and new study designs are essential. This
may, for example, entail studies that simultaneously focus on the personalities of
targets of workplace bullying, perpetrators profile and workplace context. It may also
entail studies that focus on how personality matters at different stages in the
workplace bullying process, as well as the study of the connection and relation
between past and present experiences of bullying in different environments (such as
school and work) that occur at different time periods in an individual’s life.

In the current study, | used a sequential mixed methods design, in order to
integrate two different types of information and profound knowledge of the research
problem, using quantitative and qualitative research methods. Initially, quantitative
data were gathered in phase one using an online survey. In the second phase, semi
structured interviews were used to collect qualitative data.

Participants

The participants of the survey amounted to 302 employees of four private
companies in Nicosia, Cyprus, of which two are multinational companies offering
audit, management consulting, financial and risk advisory, tax and legal services. The

other two belong to the public sector and offer services and information to the public.
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583 employees received the information message and the invitation to participate in
the survey, of which 315 (51.8%) were interested in completing the questionnaires.
Due to the incomplete answers to the questionnaires of 13 participants, the final
number of the employees whose data were included in the survey, amounted to 302.
Disruptions of the internet and other errors related to the computer and internet, as
well as the time needed to complete the survey are possible reasons that could have
affected the completion rate. Participants are aged 18 and above, and they have been
employed by the company in which they work for at least 3 months. Demographic
data are presented in Figures 1-4. All participants have received information about the
research in a relevant email sent to them by the Human Resources Team of their
company. Their participation was voluntary and special attention was paid to ensuring
their anonymity and personal data.
Research Design

Following the approval of the research by the Research and Innovation
Support Service of the University of Cyprus and the Cyprus Bioethics Committee, a
contact was made with the person in charge / president / director of each organization.
After receiving the approval from the person in charge / president / director of each
organization, the researchers contacted the Human Resources department of the
organization for the setting and planning of the data collection. For the final
participation of each organization in the research, the approval of the person in charge
/ president / director of each organization was deemed necessary. In the process, an e-
mail was sent to all employees informing them of the main purpose of the
investigation and about their right to participate voluntarily by expressing their

interest and creating a personal account with a nickname and personal login code on a
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relevant online platform. Below is the information given in the message that the
employees have received:

"Dear executives and employees of company X, our company aims to develop
a healthy working environment and culture, which requires the creation of a database
for its proper design. For this reason, the following questionnaires will be provided to
the participants of the research, in order to understand aspects of the participants'
personality, to investigate past experiences of school bullying, to measure work
bullying and to understand the negative effects that this phenomenon may have on
individuals' health. Your response is very important for understanding and dealing
with the phenomenon. The survey will be completed in a timely manner and the date
will be announced shortly. through this platform each one of you will take part by
completing the following 6 questionnaires: Work Culture Questionnaire, Five Factor
Personality Inventory, Retrospective Bullying Questionnaire, Post-traumatic
Embitterment Disorder Self-Rating, Negative Acts Questionnaire - Revised, as well as
a list of coping skills against past experiences of bullying. The completion time of the
questionnaires ranges from 40 to 60 minutes. The day and time of completing the
questionnaires will be announced through an email that will be sent to each one of
you personally. Your participation in the research is voluntary. Particular attention is
paid to the anonymity and security of your personal data. All participants will have
the right to withdraw from the survey as well as withdraw the data they have
completed so far during the survey. One month after the completion of the survey and
the analysis of the data, the data will be permanently deleted. Below are the
registration instructions on the platform.

To register on the platform, you will need to follow the link attached in the

email. Due to the fact that the research is anonymous, you will not need to state your
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personal information, but you will have to choose the category that best describes
you: gender: man / woman, age: 18-30 years / 31-40 years, etc., ), years of work in
the company (years of work: 3 months-1 year / 1-2 years, etc., ), level of education
(Holder of a High School Diploma/ Bachelor's / Master's / Phd Degree)".

One to one clinical interviews of one hour will be conducted one month after
the completion of the questionnaires. Those interested in taking part in the interviews
are kindly requested to provide their details on the platform section entitled: Clinical
interviews of participants. Only a few employees will be selected for the interviews. ”

Only participants who signed the consent form took part in the survey. This
form was included at the beginning of the questionnaire in Google Forms so that
participants gave their consent to participate. They have then been asked to complete
the above questionnaires, in one-time phase: Work Culture Questionnaire, Five Factor
Personality Inventory, Retrospective Bullying Questionnaire, Post-traumatic
Embitterment Disorder Self-Rating, Negative Acts Questionnaire - Revised, as well as
a list of coping skills against past bullying experiences. Before completing the
questionnaires, a detailed description of the terms of workplace bullying and
victimization had been given to the participants. Throughout the research process, the
participants had the right to withdraw from the survey and also to withdraw their data
if they wish. After completing the questionnaires, the data had been stored on the
online platform in which only researchers had access, in order to implement the data
analysis process.

The data collection was completed after the last phase, which included
information obtained from 10 one hour semi-structured one to one interviews with
employees, who participated in the survey by completing the questionnaires and were

interested to continue with the interview procedure. Information obtained from the
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interviews was recorded after the consent of the participants and then it was deleted,
after being transferred in an electronic form which was accessible only to the
researchers. For reasons of personal data protection, the electronic form of recorded
interviews was deleted one month after their analysis. The questions were formulated
by the researchers in a way that gives participants the opportunity to provide further
information about their conflict resolution skills and incidents of bullying they have
received during their work.

Questions were based on the points of the Negative Acts Questionnaire -
Revised, as well as the list of past experiences of bullying coping skills, that have
already been completed in the previous phases. The inclusion of a qualitative
methodology in the research allowed a better analysis and understanding of the social
phenomenon of workplace bullying and victimization, not to mention the fact that the
opportunity to communicate with the participants during the interviews, provided
important information for the next research steps (Branch et al., 2007; Carter et al.,
2013).

Hypothesis

Quantitative Phase:

Correspondingly with the literature outlined above, the following research hypotheses
were examined:

H1: People who have experienced school victimization during their school years
would have an increased chance of facing similar experiences in the context of their
work.

H2: Employee personality traits (neuroticism, extroversion and conscientiousness),
would be positively associated with workplace victimization. | also aimed to

investigate how coping skills affect the above relation.
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H3: The work climate characterized by poor peer relationships, poor working
conditions, high work pressure, role ambiguity, chaotic environment, would mediate
in the above relationship, enhancing the relationship between personality traits and
workplace victimization.

H4: The work climate characterized by poor co-worker relationships, poor working
conditions, high work stress, role ambiguity, chaotic environment, would be
positively related with workplace bullying and to the development of PTED of
employees.

H5: People who experienced workplace victimization would be more likely to occur
PTED symptoms than non-victimized employees. | also aim to investigate whether
school bullying, coping skills, personality traits, gender and age, affect this relation.
Furthermore, | aimed to investigate the relation between gender, age, years of
experience and educational level with workplace victimization experiences.
Qualitative Phase:

| aimed to identify how employees experiencing workplace bullying react, and what is

the result of their reaction.

Questionnaires
Organizational Culture Assessment Instrument

The Organizational Culture Assessment Instrument (OCAI; Cameron &
Quinn’s, 2005), includes 24 questions and was used to assess the work climate. The
internal validity of the four factors of the work climate assessed by the questionnaire
(work culture, work environment, organizational characteristics and hierarchy at
work), is at a good level (a >. 80). I also used the Pressure Management questionnaire
Indicator (PMI; Williams & Cooper, 1998) which includes 29 questions that assess

peer relationships, company climate, employees' feelings at work, company
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atmosphere, satisfaction and commitment to the company, with its validity ranging
between acceptable and good levels (o= .78 - .89). The answers were given on a
Likert scale in both questionnaires. Some examples of questions are: "l consider the
company in which I work as my family", *The company emphasizes the personal
development of its employees, "There is high confidentiality, receptivity and
opportunities to participate in various projects."
Five Factor Personality Inventory

To assess the personal characteristics of the participants, the Five Factor
Personality Inventory questionnaire provided by the International Personality Item
Pool tool (Goldberg et al., 2006) which is translated into Greek and standardised in
the Cypriot population (Panayiotou et al., 2004) was administer. The Participants
completed the questionnaire using a five-point Likert scale and by answering the
questions they described themselves as they are today and compared themselves to
same-sex peers. The questionnaire includes 50 questions which emerge 5 factors that
describe the participants’ personality (socialization, receptivity, conscientiousness,
neuroticism, intimacy / cooperation). The internal validity index ranges from
acceptable to good levels for all factors (o = .78 - .88). Some examples of questions
are: "'l am always prepared for what will happen™, "I know that people have good
intentions".
Retrospective Bullying Questionnaire

Aiming to assess past experiences of school bullying and victimization
through retrospective evaluation, the Retrospective Bullying Questionnaire (Rivers,
2001) was administered, as it is considered as appropriate for this purpose, while at
the same time it presents very good levels of internal validity (o > .80) in most of the

factors it evaluates (Schafer et al., 2004). The tool starts by defining school bullying
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and victimization and participants are asked to complete 44 questions through a 5-
point Likert scale, to estimate the frequency, severity and duration of 6 types of
school bullying and victimization, as well as the time phase in which individuals
experienced these experiences (elementary, high school, high school, university). The
Questionnaire also includes open-ended questions, and encourages participants to
report their experiences in more detail. For example, "What was the gender? and what
was the number of perpetrators ", When was the last time you bullied another
person? ".
Embitterment

Linden, Baumann, Lieberei, and Rotter's Post-traumatic Embitterment
Disorder Self-Rating scale, was used to measure employees' bitterness. The scale
consists of 19 points that aim to identify the characteristics of anxiety and feelings of
bitterness, due to events that the person experienced and perceives as unjust,
humiliating and harmful. The questionnaire starts with the sentence: "I have
experienced one or more unpleasant events in my work ..." and continues with 19
sentences such as: "which | perceived as unfair and discriminatory." Participants were
asked to rate each sentence on a 5-point scale, according to the level of their
agreement with each sentence (0: | do not agree at all to 4: | totally agree) (Linden et
al, 2009). The internal validity of the questionnaire varies at excellent levels (o = .93).
Negative Acts Questionnaire — Revised

By completing the Negative Acts Questionnaire — Revised, participants first
read essential information that describes the terms "Work Bullying" and "Work
Victimization" (NAQ-R; Einarsen et al., 2009). After that, participants were asked to
assess the existing bullying and victimization experiences in the workplace, by

answering 22 questions through the use of a 5-point Likert scale. The internal validity
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of the questionnaire ranges from very good to excellent levels (o= .87 - .93).
Examples of questions are: "They keep telling me about my mistakes™, "They shout at
me with intense anger”.

In addition, participants who experienced workplace bullying were asked to
choose the main ways through which they tried to deal with work-related bullying, by
choosing one or more methods from a list of ten coping skills, as well as assess the
degree of their effectiveness on a seven-point Likert scale (coping skills) (Smith et al.,
2003).

All questionnaires in the form given to the participants are presented in
Appendix B.

Qualitative Phase - Clinical Interviews

The aim of the qualitative phase was to validate and expand on the
results obtained from the quantitative phase by gaining an in-depth
understanding of the coping skills and employee’s reactions to workplace
bullying.

Analysis Plan: Quantitative Data

Before conducting the analyses, IBM Statistical Package for the Social
Sciences (SPSS) version 24 was used to screen all the variables for missing values,
outliers, normality and linearity. After | tested the assumptions - linearity, normality,
outliers, homoscedasticity and absence of multicollinearity -, stepwise multiple
regression, linear regression, moderation and mediation analysis were applied to test
the hypotheses of the study.

Firstly, stepwise multiple regression was performed, and then the independent
variables were analysed one by one by linear regression. Personality traits and school

victimization have been tested as predictors of workplace victimization and PTED,
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with coping skills and demographic characteristics (age, gender, educational level,
years of experience in the current organization) as moderators. Workplace climate and
workplace victimization were tested as predictors of PTED, as well as school
victimization, personality traits, coping skills, gender and age, as moderators to this
relation. Mediation analysis has also been used to investigate the mediated role of
workplace environment between the relation of personality traits and workplace
victimization with PTED. All analyses were conducted with the IBM SPSS Statistical
package, version 25.0., and PROCESS (Hayes, 2013), which is an advanced
regression-based approach focusing on mediation.
Analytic Approach: Qualitative Data

Interpretative Phenomenological Analysis (IPA) approach was used for the
analysis of the qualitative data. IPA is a qualitative approach that focuses on how
participants interpret and make sense of their lived experiences (Smith et al., 2013)
and thus enables researchers to gain detailed understanding of how certain
phenomena are experienced. IPA’s distinct feature is that while it focuses on what is
unique (i.e., unique experience of each individual), at the same time it focuses on
what is shared across individuals’ stories and therefore produces a comprehensive
account of patterns of meaning reflecting the shared experiences of participants
(Smith et al., 2009). Due to the fact that IPA’s prime interest is the recognition of the
way in which individuals make sense of their lived experiences, IPA was deemed a
suitable approach for the analysis of the data in the current phase of this thesis.
Clinical Interviews: Participants

The data collection was completed after the last phase, which included

information obtained from 10 one to one semi-structured interviews with a group of
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employees, who participated in the survey by completing the questionnaires and were
interested to continue with the interview procedure.

Among the 302 participants that took part in phase one, 42 (13.91%)
consented to take part in the second phase and provided contact details as part of
completing the online questionnaire in phase one. These 42 people were given again,
the Negative Acts Questionnaire — Revised, and 10 of them (3.31%), equal number of
men and women, with the highest scores on work victimization, were selected to take
part in the interview process.

As mentioned above, the central aim of the qualitative phase was to gain a
deeper understanding of how employees react to workplace bullying against them. In
addition, the findings of the present thesis were used to validate and gain an in-depth
understanding of the quantitative results from phase one. Therefore, individuals who
currently face workplace victimization and scored a specific threshold on Negative
Acts Questionnaire — Revised, were considered suitable for phase two. The mean
score and standard deviation of the mean for NAQ-R was first calculated to define
the upper boundary that determined the participants that were considered eligible for
phase two. The mean score and standard error of the mean for NAQ-R were 58.2 and
5.26 respectively. Thus, those out of the 42 participants who scored higher than 51
were considered eligible for phase two. Those meeting the inclusion criteria
mentioned above were contacted via email by the researcher and arranged a time and
date for the interview to take place (Appendix C). In total, 10 participants were
interviewed, at which point data saturation was achieved.

Interpretative Phenomenological Analysis is concerned with the thorough
examination of individuals’ lived experiences and studies using IPA are therefore

conducted on a relatively small sample size (Smith et al., 2009). According to Smith
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and colleagues (2009), in IPA studies, emphasis should be placed on quality, not

quantity. They also argue that important details of individuals’ experiences may be

lost with larger samples (Smith et al., 2009). Table 1 provides a summary of the

personal characteristics of the participants that took part in this phase of the present

thesis.

Table 1

Participant's Personal Characteristics

Workplace Coping
Participant's Code Gender Age

Victimization Score  Skill
AR. Woman 34 7 Action
P.A. Woman 38 8 Action
M.P. Man 3% 5 Action
H.P. Man 42 58 Avoidance
H.O. Man 32 62 Avoidance
M.L. Woman 29 59 Avoidance
E.O. Woman 32 63 Avoidance
AT. Woman 41 58 Avoidance
N.D. Man 43 51 Avoidance
P.E. Man 30 51 Avoidance

Clinical Interviews: Questions

Quialitative research methods have been used for over 20 years to explore and

illuminate workplace bullying, emotional abuse and harassment. These methods can

contribute to a more comprehensive understanding of the phenomenon, through

learning from participants experiences. In this way, qualitative researchers collect
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context-specific data from the actor’s point of view (Tracy, 2013). Qualitative
researchers investigating workplace bullying, emotional abuse and harassment have
used a wide variety of data collection techniques to deeply understand and illuminate
these topics, including interviewing, focus groups, personal experiences, case studies,
texts and even creative drawing. In the current study, 10 semi-structured interviews
were used to analyse the participants’ coping skills to workplace victimization
experience, having as an ultimate purpose to answer the questions “How do targets try
to break the cycle?” and “What are the consequences of the way the victims react?”

The interview with each participant lasted about 45-60 minutes and was
recorded, with his / her own consent to participate and record. The interviews had
been structured and included open-ended questions, such as: "What kind of bullying
do you get most at work?", "In what other ways do you feel intimidated?", "What are
you doing about it?", " What are the consequences of your reaction? " (Nielsen &
Knardahl, 2015). Appendix E presents the questions.
Clinical Interviews: Method

Firstly, | provided a definition of workplace bullying. Then, I asked the
interviewees to retrospectively analyse how they react to face the workplace bullying
experience and describe the development of the situation to date. Particularly, | aimed
to understand how they cope with the abuse and how they resist and try to seek justice
in these situations. | then asked the participants among other questions, to describe in
detail their coping skills - reactions, why they chose this reaction and what else they
would like to do but did not do. The main questions are presented in Appendix E and
answers are listed in Table 7 shortly. The interviews were conducted with each
participant separately and lasted 45-60 minutes. After obtaining the consent of the

participant, the conversation was recorded, and the data were deleted after being
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analyzed by the researchers. Appendix E, lists the questions that were used for all
participants.
Clinical Interviews: Procedure

The Interviews lasted between 45 to 60 minutes depending on each case and
were conducted in the form of conversations. All interviews were conducted face to
face in a soundproofed office. Participants were informed that the conversation will
be recorded and that their participation would remain anonymous. They were also
informed that they could end the interview at any point that they wished. All
interviews were audio recorded, and after the data analyses, the files were deleted.
Clinical Interviews: Transcription

In line with the IPA recommendations, the researcher transcribed verbatim all
interviews (Smith et al., 2009). All transcriptions took place at the researcher’s office
using headphones to ensure confidentiality and privacy at all times. The audio
recordings were stored in a USB that was kept in a secure place, password protected,
at the researcher’s office and only the researcher had access to it. The audio
recordings were destroyed one month after the qualitative phase completed.
Clinical Interviews: Data Analysis

The analysis procedure was guided by six steps as detailed by Smith and
colleagues (2009): 1) Reading and re-reading, 2) Initial noting, 3) Developing
emergent themes, 4) Searching for connections across emergent themes, 5) Moving to
the next case, 6) Looking for patterns across cases, as each interview was analysed in-
depth before moving to the next one.

The first step, reading and re-reading, included reading the transcript several
times to ensure familiarity with the content and highlighting text that seemed

important. Step two, initial noting, examined the semantic content and the language



60

used by the participants during the interview. Initial observations and annotations
were made in the right margin of each transcript and included descriptive, linguistic
and conceptual comments. At this step, the transcript was uploaded into Atlas.ti
(Atlas.ti 8 Windows), a Computer Assisted Qualitative Data Analysis Software
(CAQDAS) and was used for the initial coding of the data. Step three, developing
emergent themes, involved exporting the initial codes and related data extracts from
Atlas.ti into Microsoft Excel that were then printed out. For the development of
subordinate and superordinate themes, codes were first manually sorted into
subordinate themes by the researcher. All the subordinate themes that were created
were typed and then printed out to help with the development of superordinate
themes. The next step, searching for connections across emergent themes, involved
looking for patterns and connections across the subordinate themes. Different
strategies were used for the creation of superordinate themes. For instance, themes
that were related and represented similar understandings were placed together and a
new name was created for that cluster of themes.

In line with idiographic approach of IPA, this approach was followed for each
transcript; each transcript was coded independently, and a thematic list was created
for each participant and saved as a different document (step five; moving to the next
case). Transcripts were read again and the codes from all the transcripts were
crosschecked. Once this process was completed, a common list of all the codes for all
transcripts was created. The analysis proceeded by developing groups of related codes
and focusing on connections and common themes across cases to identify the final
superordinate themes that best describe the experiences of the participants (step six;

looking for patterns across cases) (Smith et al., 2009).
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Approach to Validity and Quality

Different guidelines have been produced for assessing validity and quality in
the qualitative research, following Yardley’s (2000, 2008) principles for assessing
quality in an IPA study as recommended by Smith and colleagues (2009). The four
principles for good quality research according to Yardley (2000, 2008) include: a)
sensitivity to context, b) commitment and rigour, c) transparency and coherence, and
d) impact and importance.

The first principle, sensitivity to context, can be established by indicating
sensitivity to the related literature and the information obtained from the participants
of the study (Yardley, 2000, 2008). Sensitivity to literature was addressed through the
awareness of the relevant literature in the field of workplace bullying. These aspects
were demonstrated through the theory included in the literature review section of the
present thesis. Sensitivity to the material obtained from the participants was
demonstrated by systematically describing and supporting the arguments made with
verbatim extracts from the participants. According to Smith and colleagues (2009),
this approach allows participant’s voice to be heard and at the same time does not
extinguish the interpretations being made.

The second principle of commitment and rigour was established by the
researcher by being attentive to participants during data collection, competent in the
method used (this involved rigorous study of the guidelines of conducting an IPA
study) and by ensuring clear engagement with the subject under study. In addition,
according to Smith and colleagues (2009), in IPA the rigour of the analysis is
indicated by how t thorough, systematic and sufficient idiographic engagement it
shows. To demonstrate these, the analysis in the present thesis has drawn upon

different strategies including: 1) line-by-line analysis of the claims and understanding
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of each participant, 2) identification of emergent themes across participants, and 3)
identification of the relationship between the themes. In addition, efforts were made
to be sufficiently interpretative of the data and to provide extracts from each
participant to support each theme.

The third principal is transparency and coherence. Transparency was
enhanced by including details about the process by which participants were recruited,
the way that the interview was developed and conducted, and about the procedure of
analysis. Coherence was addressed by ensuring a comprehensible link between the
research question, the philosophical perspective and the theoretical assumptions of
the approach that has been chosen for analysis.

Yardley’s (2000, 2008) final principal is impact and importance. The most
decisive way to judge whether a research is valid is by determining whether it offers
something important, interesting and useful to the reader. Accordingly, implications
of the current research are discussed in the Discussion section of the present thesis.
Clinical Interviews: Reflexivity

Reflexivity refers to the examination of one’s own influence on the research
process (Yardley, 2000). IPA involves the researcher attempting to make sense of the
participants’ own understanding of their experiences. This is described as a ‘double
hermeneutic’ (Smith, 2004). As IPA acknowledges the central role of the researcher
in the analysis and interpretation of the participants’ experiences, it is important that
researchers using the IPA framework are aware of how their own beliefs and
assumptions about the research could influence the collection and analysis of the data
to ensure that assumptions are limited. Being reflective in their interpretations of the

data helps achieve this.
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Chapter Four: Results

Descriptive Statistics

The present study is based on one time point data collection. 302 employees
took part in the survey, of whom 84 were men (25.4% of the sample) and 218 women
(65.9%). 67 of them are aged 18-30 years (20.2%), 100 are aged 31-40 years (30.2%),
93 are aged 41-50 years (28.1%), while the age of the rest 42 participants is 55 years
old and over (12.7%). 43 of the participants (13.9%) have a high school diploma, 90
of them (27.2%) have a bachelor degree, 139 of them (42%) have a master’s (or
postgraduate) degree, and 27 of them (8.2%) have a PhD degree. According to the
years that each participant works in the organization, descriptive analysis shows that
38 of the participants (11.5%) have been employed in the company from three months
to one year, 52 (15.7%) 1-3 years, 61 (18.4%) 3-6 years, and 148 (44.7%) 6+ years.
Figure 1

Descriptive Statistics: Gender

Gender

= Men =Women



Figure 2

Descriptive Statistics: Age

Age

m18-30 m31-40 m41-50 =55+

Figure 3

Descriptive Statistics: Education

Education

m High School Diploma  m Bachelor Degree

= Master Degree

= PhD Degree
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Figure 4

Descriptive Statistics: Job Experience

Job Experience (in the current organization)

148, 50%

61, 20%

= 3months - 1 year = 1-3years = 3-6years 6+ years

Quantitative Method: Results

A stepwise multiple regression was conducted to evaluate the strongest
predictive relations between variables. Regarding model one (see Table 2), with
neuroticism and school victimization as predictors, and workplace victimization as
dependent variable, results showed that the 20% of the variance of workplace
victimization can be explained from the prediction of neuroticism and school
victimization, with neuroticism being the strongest predictor (R?=.204,
F=(1.299)=27.5, p<.001). In regard to model two (see Table 3), with neuroticism,
workplace climate and workplace victimization as predictors, and PTED as dependent
variable, results showed that the 43% of the variance of PTED can be explained from
the prediction of the above variables, with workplace victimization being the strongest

predictor (R?=.431, F=(1.298)=5.54, p<.001).
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Linear regression was used to investigate the effect of school victimization,
personality traits and workplace climate on workplace victimization. According to the
results, school victimization has a significant impact on workplace victimization,
explaining the 11.9% of its variance scores (R?=.119, F=(3.882)=40.3, p<.001).
According to b-value level, and while the other factors remain constant, when school
victimization increases by one unit, workplace victimization increases by .34 (=.34,
p<0.001).

Additionally, testing the effect of personality traits on workplace
victimization, results indicate that only neuroticism has a statistically significant
effect on workplace victimization levels (R?=.131, F=(5.269)=45.02, p<.001). In
particular, when neuroticism increases by one unit, workplace victimization increases
by .36 (p=.36, p<0.001). Results show no statistically significant effect of
extraversion on workplace victimization (R?>=.004, F=(4.512)=1.15, p>.05), as also no
statistically significant effect of conscientiousness on workplace victimization
(R?=.01, F=(3.024)=3.18, p>05). Furthermore, workplace climate has a statistically
significant effect on workplace victimization (R?=.278, F=(9.454)=115.26, p<.001).
According to b-value level, when workplace climate increases by one unit (that makes
an employee more dissatisfied with his job), workplace victimization increases by .53
(B=0.53, p<0.001). The results are presented in Table 4.

The same analysis was also used to test the effect of workplace victimization
and climate on employees’ PTED levels. The results show a statistically significant
low negative correlation between workplace climate and PTED (r=-.431, p<0.01), and
a statistically significant effect on PTED (R?=.186, F=(9.454)=68.3, p<.001). When

workplace climate increases by one unit, PTED increases by 0.43 ($=0.43, p<.001).
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Workplace victimization is found to have a statistically significant effect on
PTED (R?=.35, F=(13.742)=160.8, p<.001). The one unit increase of workplace
victimization, leads to an increase of 0.59 of PTED (= 0.59, p<0.001). Anova Table
revealed that the models adequately fit the above data (p<0.001).

After evaluating the effect of personality traits on PTED, it was found that
only neuroticism is a statistically significant predictor, R?=.223, F=(5.269)=86.19,
p<.001, p=.472, p<0.01. Results show no statistically significant effect of extraversion
on PTED (R?=.01, F=(4.512)=.14, p>.05), as also no statistically significant effect of
conscientiousness on PTED (R?=.05, F=(3.024)=15.76, p>.05). The above results are
presented in Table 5. Also, correlation analyses are presented in Table 6.

A mediation analysis was used, using the "PROCESS" version 4 (Hayes,
2021), to investigate the hypothesis that workplace climate mediates the effect of
neuroticism on workplace victimization. Results indicated that neuroticism is a
significant predictor of workplace climate, B=-.54, SE=0.10, 95% CI [-.74, -.35], B=-
.30, p<0.001, which means that the higher a person scores on neuroticism, the more
negatively he perceives his workplace climate and relationships with colleagues.
Results also showed that workplace climate is a significant predictor of workplace
victimization, B=-.67, SE=0.72, 95% CI [-.81, -.53], p=-.47, p<0.001. Furthermore,
neuroticism was found to be a significant predictor of workplace victimization,
B=.58, SE=0.13, 95% CI [.32, .84], p=-.22, p<0.001. Results also indicated a
statistically significant indirect coefficient, B=.36, SE=0.10, 95% CI [.19, .56].
Workplace victimization scores were associated with neuroticism’s scores that were
approximately .36 points higher as mediated by workplace climate. Figure 5 shows

the results.
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Figure 5
Standardized Regression Coefficients for the Relationship between Neuroticism and

Workplace Victimization as Mediated by Workplace Climate

Workplace
Climate
Neurotism Workplace
Direct effect, .58%** Victimization

Indirect effect, .36%**

Testing for moderation effects on workplace victimization, results did not
indicate any statistically significant effect of neuroticism on workplace victimization
moderated by age, gender, years of experience or educational level.

Analyzing in more detail the moderated role of coping skills to workplace
victimization experiences, and by dividing them in three subgroups (avoidance, fight
back and asking for help), | found that both fight back reactions and asking for help
(R?=.206, F=(15.657)=11.435, p<.001), as well as avoidance (R?=.081,
F=(10.897)=7.949, p<.001), are statistically significant moderators of neuroticism on
workplace victimization.

Table 2
Summary of Stepwise Multiple Regression Analysis for Neuroticism and School

Victimization predicting Workplace Victimization. (N=302).

Workplace Victimization

Variable B SEB B R2 F
Neuroticism .78 14 307 13 45.0
School Victimization .98 19 .28 .20 275

“p<.001
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Table 3

Summary of Stepwise Multiple Regression Analysis for Workplace Victimization,

Neuroticism and Workplace Climate predicting PTED. (N=302).

PTED
Variable B SEB B R? F
Work Victimization .60 .07 42" 35 160.8
Neuroticism 1.05 17 28" 42 40.5
Work Climate -.25 11 -12" 43 5.5
“p<.001
Table 4

Summary of Linear Regression Analysis for School Victimization, Workplace Climate and

Neuroticism, predicting Workplace Victimization. (N=302)

Workplace Victimization

Predictive Variable B SEB B R? F

School Victimization 122 .19 347 12 403
Neuroticism 94 14 367 .13 450
Workplace Climate .76 07  53** 28 1152

“p<.001
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Summary of Linear Regression Analysis for Workplace Victimization, Workplace

Climate and Neuroticism to PTED. (N=302)

PTED Victimization

Predictive Variable B SEB B R? F
Workplace Climate -88 .11 -43" 18 68.3
Neuroticism 1.74 19 477 22 86.1
Workplace Victimization 83 .07 b59** 35  160.8
“p<.001
Table 6
Correlation Analysis
1 2. 3, 4, 5. 6. 7.

1. Neurotisicm 298%* 073 -.303%* 223%* 361** AT2%

375% 022 -018 102 223%*

247% -100 062 -007

4. Workplace Climate -.213** -527** -431%*
5. School Victimization 344%* 289%*
6.. \l\f’orlkpléce 5o ks
Victimization
7. PTED

Qualitative Method: Results

After collecting the data, they were divided into 2 categories of coping skills:

action (fight back and looking for help) and avoidance. These themes along with their

subordinate themes and the participants that contribute to each are presented in Table

7. Specifically, only 3 participants took action against the workplace bullying, asking

for help from a colleague or reporting the incident to the company's human resources

department. It is important to note that the 2 people who asked for help from a

colleague, were urged to ignore the bullying and not give attention to what is
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happening against them. In both cases the bullying continued, taking a more social
form (gossip and use of adjectives against them). The person who mentioned the
problem in the human resources department states that the bullying continued but
more "silently”, since perpetrators were no longer intimidating them with words, but
their looks and attitude were characterized as hostile.

The other 7 people did not take any action, with 3 of them ignoring the
bullying trying not to pay any attention to what was happening, 2 of them being
isolated in order to move away from the context in which the bullying occurred and 1
of them changing work department. Interesting are the results of the people who
ignored the bullying, who reported that to this day the situation continues in a
different form. Similarly, isolation does not seem to have helped to deal with the
phenomenon; instead one person reports that the problem became more intense.

Several of the participants reported that due to fear and low trust in the
company, they did not deal with the phenomenon more drastically (e.g. to
communicate with the perpetrators and to defend themselves or to communicate
with the senior executives of the company), while 7 out of 10 participants
reported the need of employees’ support by the human resources department, in

a practical and effective way.
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Participant's Coping Skills in Detail and Consequences
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Participant's Code

Coping Skills

Consequences

AR.

P.A.

M.P.

H.P.

H.O.

M.L.

E.O.

AT.

N.D.

P.E.

Action: asked for help from
colleagues

Action: Defended herself verbally
- asked for help from colleagues
Action: Report the problem to

HR

Avoidance: Silence

Avoidance: Silence

Avoidance: Silence

Avoidance: Silence

Avoidance: Silence

Avoidance: Silence

Asked to be transferred to another
job department - then she kept

her silence

Workplace bullying continued
taking another form

Workplace bullying continued in
a more generalized form
Workplace bullying continued in
a more discreet way

Workplace bullying continued
Workplace bullying continued
with lower frequency and
intensity

Workplace bullying continued
Workplace bullying continued
Workplace bullying continued
Workplace bullying continued
Workplace bullying continued,
so she preferred to change job

department
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Clinical Interviews: Results

A.R: AR. is a 34-year-old employee. In the last 6 months she has been
transferred to a new department, where she has to collaborate with a colleague on a
daily basis. As reported by A.R. her colleague is not at all polite to her. Although they
hold the same job position, he gave her orders and underestimated her abilities. He
insulted her on a daily basis in front of her colleagues with various derogatory
comments such as "useless™ and "stupid”. A.R. reported what was happening to two
of her colleagues and asked for their help. They urged her to ignore his behavior,
while they spoke to the “perpetrator” asking him to behave more fairly. According to
A.R., even though ever since her colleague significantly limited the verbal bullying,
he still does not allow her to undertake the "most important” projects, conferring on
her duties below her capacities.

As A.R. mentions, what causes her the biggest disappointment is the fact that
her abilities are not acknowledged in her workplace. On the contrary, her duties are
below the level of her knowledge and qualifications. Moreover, even though she is
trying to efficiently meet her duties and responsibilities, her colleague’s words and
attitude show that he does not respect her, and this is negatively affecting both her
work motivation and her emotional state. Particularly, she mentioned “My colleague
underestimates me and makes me feel useless. I haven’t had any work motivation
lately. In the morning I often don’t want to go to work and, in the afternoon, when |
come back from work, I am usually upset and this affects my relationship with my
husband and children. Also, I feel that this is unfair because I haven’t done anything
to deserve all this, and nobody is really helping me.”

A.R. also states that she is trying to avoid any contact with her colleague.

Although, the latter has limited to some degree the underestimating comments
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towards her, A.R. cannot stop thinking about everything he told her and specifically
she mentions; “I feel that this situation is so unfair. Whether | am at work or at home,
at some point of almost every day, his words come into my mind and | get the feeling
of injustice”

P.A: P.A. is a 38-year-old employee who states that since she started working
for the company, for the last 8 months, her manager speaks to her strictly and shouts
at her every day, even if she always tries to be consistent in her work. P.A. tried to
defend herself and put limits in her relationship with her manager, but he insultingly
told her that it is his duty to coerce employees and that in this way she could
progress professionally. P.A. spoke to her colleague who urged her to ignore what
was happening and find a way not to be emotionally affected by what she was
experiencing. Today her boss continues to treat her unfairly, as well as other
employees.

During the interview, P.A. stated that she is greatly dissatisfied with the
situation and she described “I want to quit my job and find another job in a better
workplace environment with people who will care about how | feel. During the last
months, | am experiencing a loss of appetite and my sleep is disturbed and I think that
everything that happens at work affects me negatively. I discuss it with my friends
and family, who totally support me, but I don’t feel they can help me... I don’t have
the power to change anything and I don’t think that anyone from work can support
me. Also, there are times when I can’t wait to leave work and I feel like I am in a
constant chase of my boss’ expectations, which | can never meet since he is never
satisfied with or respects my work”.

Referring to the “Post Traumatic Embitterment Disorder” questionnaire she

had to complete for the research, P.A. comments: “I feel like every sentence
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resembles the way I feel. I don’t wish that anything bad happens to my boss, but I am
thinking about what | am going through at work every day and it upsets me and
disturbs my emotional health. During the last months, I look at things in a negative
way and I feel so sad.” During the interview, P.A. expressed her need to receive help
from a psychologist and she was informed about the different kinds of therapeutic
intervention and support she can receive.

M.P: M.P. is a 35-year-old employee who has been facing workplace bullying
for the last 4 months. Specifically, and according to M.P., 2 of his colleagues make
fun of him for his origin (M.P. is from another country), they verbally underestimate
him and laugh at him every day. M.P. asked for help from the Human Resources
Department explaining to them what was happening. According to him, his colleagues
to this day continue to treat him unfairly. Even if they stopped mocking him after the
intervention of the Human Resources Department, they still exclude him from the
groups of employees and urge the other employees not to invite him to their meetings
outside of work.

Even though bullying against M.P. has not been tackled and he continues to
face unfair behavior from his colleagues, M.P. feels that the HR of the company
supported him and really tried to help him. M.P also mentions: “This is not the first
time | feel injustice in this country. Although some Cypriots are willing to hang out
with me, | believe that many locals are racists towards foreigners in Cyprus and | can
see this by their expressions and attitude”. He also adds “It was difficult for my
daughter to make friends and as a result we were forced to transfer her to a private
school, which other foreign students also attend, and since then things got better...

Even though | work in an international/ multi-cultural company, it seems like

my nationality affects the way some of my colleagues treat me”. During the interview,
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it was observed that M.P. generally perceives the world as unfair, but as he states he
did not feel this way before coming to Cyprus. Moreover, he mentions “I have noticed
myself being more aggressive lately and | get a feeling of injustice and I believe that
the way | feel has to do with what | am going through at work.”

H.P., H.O. and M.L. are 3 employees in multinational companies. All 3 are
experiencing workplace bullying. Specifically, H.P., a 42 old-year man, reports that
for the last 7 months his colleague with whom he shares the office together with 4
other employees, abuses him verbally, makes fun of him and uses various nicknames
against him. As H.P. mentions, during the first days he asked his colleagues to be
more polite and not talk to him in that way. They said that they were just doing it to
have fun. In fact, since the day he asked them to be more polite to him, his colleagues
verbally abused him in an even more intense manner, ironically calling him
“oversensitive”. During the last weeks, H.P is trying not to pay attention to what is
happening and he says that he started observing some kind of reduction in the
occurrence of these behaviors. Nevertheless, he argues “I don’t think that someone
can really help in cases of workplace bullying. That’s why I am trying to ignore what
| hear and this helps me at least not be influenced by or annoyed with the situation ”
He also mentions “I feel bad saying this but... sometimes... to make me feel
better...maybe to be vindicated, I imagine that my colleagues are transferred to an
another working department, where people do not respect them and treat them
unfair... and then they realise what they made me feel like and apologise to me.”

H.O., 32-year-old man, states that 2 of his colleagues often during the
week abuse him verbally and make fun of him for his height and the team he supports

in football. They do not invite him to the outings and call him “weirdo”.
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H.O mentions that these comments hurt his feelings because he has always
been embarrassed of his height. In the interview he said “The fact that I am shorter
than others doesn’t make me less clever or strong...”and he added “I feel
disappointed with people who judge someone for their appearance and they hurt me
with their words and expressions”...”] don’t want to change anything in my external
appearance... neither do I want to change the way I see myself...but I do want to
change this unfair treatment I get from others... I have been feeling like that since the
time | was at school and | had to face similar difficulties, but it seems that as people
get older they become more immature and unfair.” In addition, he mentioned “Even if
the people who treat me unfair get punished by the company, I don’t think that this is
enough... I won’t feel vindicated... What does justice mean anyway? How is it
possible to feel justice if those who have treated you unfairly for so long, though you
have never done anything to hurt them, get punished by the company? How can | ever
feel justified? I will always remember how much this situation hurt me.”

M.L., a 29 year-old woman, reports that during the last 2 months her
supervisor often makes sexual comments towards her. M.L. not only uses her own
silence to face the unjust behaviors against her, but she is also trying to be isolated in
order to move away from the context in which the bullying occurs, since she states
that she feels internally superior and does not want to give value to her supervisor by
paying attention to his words.

Nevertheless, she reports that the situation is negatively affecting her. When
M.L. discussed about her supervisor’s behavior towards her with two of her
colleagues, although they seemed to understand and sympathize with her, one of them
told her that the fact that she is young and beautiful might be the cause of such

behavior. ML states “I don’t know who makes me feel angrier... my supervisor who
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talks to me in that way, or my colleague who despite asking for her help she basically
told me that | might be the one causing this situation.” She also mentions “I don’t
know how I would help if one of my colleagues faced a similar problem... but |
would certainly not make her feel responsible for what she is experiencing...I think
that there should be some people in each company who would be able to handle such
cases, making us feel safe and not worrying about losing our job in case we speak
out... there should be specific legislation related to these situations and some
company mechanisms which will ensure that the legislations are followed... I don’t
know how... but a lot of people are afraid to speak out and something must be done
for this.”

H.P., as well as H.O., believe that through silence, they can survive better in
this routine. All of them claim that until now, workplace bullying continues, as H.O.
supports that he still faces victimization from his colleagues, but in a lower frequency
and intensity. As H.O. also mentions “I don’t remember anyone helping me or telling
me what to do when I was younger and I faced similar situations at school... people
who want to help you just tell you to be strong. How can | become strong though?
What should I do in such situations? I don’t know...” He adds “I’m not sure... I don’t
think that anything can be done for it... I don’t think that bullying and unfair
behaviors can be dealt with.”

E.O: E.O. is a 30-year-old man who has been working in his company for 14
months. As he mentions, for the last seven months a group of his colleagues have
been making fun of him because of his weight. E.O is overweight due to health
problems, something that makes him different from other people. Three of his
colleagues who work on the same floor as him, make fun of him every day and call

him with nicknames. E.O., as he states, ignores the behaviors of his colleagues in
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every way, and is isolated in order to move away from the context in which the
bullying occurs, although this situation hurts him a lot and negatively affects his
feelings. As he describes, in the last three months the people who make fun of him
have sharply reduced these behaviors, after the intervention of a colleague. While he
had not shared his displeasure with any other colleague, an employee who observed
the incident, defended E.O., and since then the intimidation against him has been
significantly reduced. E.O. mentions this experience as traumatic, but also as an
opportunity to observe that there are people ready to help when you need it. As he
also mentions “In case a person faces workplace bullying, there should be personnel
responsible to handle the case and be able to support and help him”.

N.D: N.D. is a 42-year-old employee who is having difficulty in his
relationship with his manager. Specifically, in the last three months, the new manager
of his department assigns him a large amount of work and requires him to work much
more hours than his working hours. He sends him work during off-hours, and when he
does not respond to his messages, he evaluates him negatively. Also, despite
assigning him more work, he has decreased his salary. N.D. does not express his
dissatisfaction because he is afraid of losing his job, while he also does not believe
that the members of his company are willing and able to help him. N.D. still faces the
above.

N.D. states that he would like to find a new job but also to find the way he
should face possible similar situations in the future. Particularly, he mentions “I
would like to know the way to set my boundaries so that people do not take advantage
of my kindness and my skills and overload me with extra work.” Additionally, he says
“It is really important that the Human Resource Department takes care of the

employees and supports them in such situations.”
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A.T: AT.is a4l-year-old employee who has been facing workplace bullying
for a year and a half. In particular, her boss speaks badly to her and despises her with
her words. She assigns her tasks far below her capabilities and different from her
obligations. A.T. does not react to the above and endures them silently, as she is
afraid that if she speaks, she will lose her job and she believes that no one is willing
and able to help her. A.T. still faces the above. Below are some of A.T’s words during
the interview: “My boss treats me unfairly while he benefits some others. I don’t think
that as a boss he has the ability to motivate his employees, and | believe that he
understands the situation that he is causing me but somehow he likes to belittle and
hurt me. | like the content of my work but my boss’ behavior irritates me and makes
me sad, because it is the reason I am thinking of finding a new job. I don’t think that
anything can be done to face such cases where the boss does not treat his employees
with respect, and generally I don’t think that anyone can help... the only solution is
not to pay too much attention to the situation... at least this is what makes me feel
calmer...something must be done though, there should be an
organisation...something...that can help employees who have this kind of problems
because | am certain that such situations, and even worse, are happening in all
workplaces”. She also mentions: “I don’t think that someone can effectively deal with
such behaviors... and this makes me feel worried and think that | will have to
experience something similar in the future”

P.E: P.E. is a 30-year-old employee, who mentions that his manager months
has been assigning him much more work than he can complete in one day during the
last eight months. He does not recognize his efforts and underestimates his abilities.
P.E. silently confronts these unjust behaviors, as he believes that he cannot do

anything to change things and he is also afraid to support himself because he may lose
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his job. P.E. asked to be transferred to another job department and a week ago was
informed that his request was accepted. Below are some of P.E.’s words during the
interview: “My manager constantly asked for more and he was never pleased. He
didn’t respect that I didn’t have to work at the weekends and public holidays and he
evaluated me negatively when I didn’t respond to his emails immediately. Due to the
fact that most days of the month he lives abroad, he scheduled online meetings at the
time | had to leave work, therefore forcing me to stay longer or work overtime at
home, and he didn’t compensate me for the extra working time. When I told him so,
he didn’t like it and he told me that I didn’t have a team spirit... but he is the one who
doesn’t seem to respect others and blames me. This situation started causing me
problems at home too, since | was constantly mad and tensed. | will soon be
transferred to a new department, and I wish everything will be ok, because I don’t
know what else I can do. | have a feeling of injustice and I think it is unfair that I am
changing a department since I don’t think I did anything wrong... this is unfair for
me... and I don’t think that something like that can be dealt with”. He also mentions
“Nobody deserves to be treated unfairly, and even if all this comes to an end, I still
believe I will feel the injustice for what I went through”.
Qualitative Phase: Summary

After analyzing the information which was received from the interviews, |
grouped the data and created different categories. Through this procedure and after
summing up the basic information received, it becomes evident that the participants
are confronted with different forms of workplace bullying and are led to different
reaction mechanisms. While some participants react against bullying by asking for
help and support by other people, others choose silence and try to ignore the unfair

behavior towards them, as they think that this is the only solution to their problem.
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They realize that although this does not lead to the treatment of the phenomenon, it
helps their inner balance.

Furthermore, most of them experience feelings of injustice and they
regularly refer to the notions of “value” and “justice”. More specifically, they argue
that they do not deserve to be confronted with this kind of unfair behavior, while they
seem to lose hope of justice being served. As two of the participants state: “Nobody
deserves to be treated unfairly, and even if all this comes to an end, | still believe I
will feel the injustice for what I went through™ and “Even if the people who treat me
unfair get punished by the company, I don’t think that this is enough... I won’t feel
vindicated... What is justice anyway? How is it possible to feel justice if those who
have treated you unfairly for so long, though you have never done anything to hurt
them, get punished by the company? How can | ever feel justified? | will always
remember how much this situation hurt me”.

What is more, the employees express some kind of “inability” to handle
the unfair behavior towards them, stating that that they do not know what to do and in
which way they should behave to deal with the situation. Others mention that they do
not expect that such situations will be resolved, and they seem to worry about the
prevalence of the phenomenon.

Additionally, the employees refer to the importance of establishing
regulation as well as a mechanism through which any bullying behaviors will be
detected on time and immediate and efficient intervention will be received. They also
stress the importance of the role of the Human Resource Department in supporting the

employees.
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Chapter Five: Discussion

Workplace bullying can be understood as a phenomenon developed by a
polyphony of variables. As it appears in a social context, many researchers correctly
described it as a social problem between people, that raises many questions. What
makes the one a perpetrator and the other a victim? How can the environment explain
these roles and in what way does personality relate to that? What are the
consequences of workplace bullying in victim’s psychosocial health, and how can
companies intervene to reduce the phenomenon? The present study aimed to
understand workplace bullying by analyzing a number of factors which possibly
interact and are related to it.

Workplace Bullying and Personality

Relying on recent literature, in the current study | aimed to expand the
understanding of the relationship between personality and workplace bullying. A
long-standing concern in bullying research is how to sort out relationships between
bullying and other concepts, for example, personal and social factors (Zapf, 1999).

Although a number of researchers suggested that there is no general victim
personality profile (Hoel et al., 2010; Whilst Glasg et al., 2007), others provided few
answers regarding the likelihood of some employees being targeted, because of
gender, sexuality, race and personality traits (Kirton, 2017; Vogt, 2016).

For a clearer understanding of the relationship between personality and
workplace bullying, I investigated whether neuroticism, extraversion and
conscientiousness, associated with the occurrence of workplace bullying and
victimization. Results indicated that only neuroticism is associated with workplace
victimization, as employees with higher levels of neuroticism are more likely to report

workplace victimization. The current finding is consistent with previous studies,
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which have found a positive relationship between neuroticism and being bullied
(Matthiesen, & Einarsen, 2007; Nielsen & Knardahl, 2015, Nielsen & Einarsen,
2018). In support of this, both negative affectivity (Bowling et al., 2010) and the
personality trait of neuroticism in the Five-Factor Model (FFM: Costa & McCrae,
1992) have been empirically connected to exposure to workplace bullying in previous
studies. In Nielsen et al. (2017) meta-analysis, exposure to workplace bullying was
particularly related to neuroticism and negative affectivity. In fact, neuroticism and
negative affectivity turned out to be by far the most consistent and strongest
associated variable of exposure to harassment, when compared to other personality
traits.

As mentioned above, neuroticism is broadly defined as the tendency to
experience negative affectivity and psychological distress. It is considered as an
emotional state that includes anxiety, angry hostility, depression, self-consciousness,
and impulsiveness. Also, people high on neuroticism, have lower self-confidence over
their ability to cope with stress and are prone to engage in irrational thoughts.
Employees high on neuroticism are characterized as being anxious and easily upset,
which may be interpreted by others as provocative, eliciting aggression or bullying by
others (Nielsen & Knardahl, 2015). As such, employees high on neuroticism may be
more apt to become targets of bullying by other employees. According to this
mechanism, employees may perceive themselves and those around them in more
negative terms and therefore they may perceive negative events such as bullying more
often than “neuroticism lower” employees (Nielsen & Knardahl, 2015). In any case
the results do not recognise the neuroticism as the only component associated with
workplace bullying. Under an interaction process, the higher the scores of an

employee to neuroticism are, the greater is the likelihood of victimization, as this
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personality trait is creating a fertile ground. On the other hand, employees who have
been targets of bullying behaviors over time can become more nervous, tense and
have a range of emotional reactions (Finne et al., 2011; Hogh et al., 2011), something
that is described as a reverse causality mechanism. Thus, according to the results and
in agreement with previous studies, the personality trait of neuroticism, can be seen as
a vulnerability factor among potential targets, increasing the risk of exposure to
bullying (D’Cruz et al., 2021; Nielsen et al., 2017; Podsiadly & Gamian-Wilk,

2017; Reknes et al., 2019).

Extraversion is one of the five personality traits of the Big Five personality
theory and represents individuals who are social, thrive on excitement, enthusiastic
and action-oriented. On the other side of the coin there are the introverts. These
people have less exuberance and energy than extraverts, they are less involved in
social activities, and tend to be quiet and keep to themselves. This personality trait is a
variable of several researches in the field of workplace bullying (Goussinsky, 2011).
According to Bono and Vey (2007) extraverted individuals may have the ability to
better regulate their emotional expressions when they face various negative events in
their workplace, and they are able to experience less distress as a result of their
emotional regulation. Researchers suggested that when interaction evokes negative
emotions, extraversion can act as a protective factor in maintaining their internal
balance, not to mention that extraversion has also been suggested to correspond to
positive affectivity (Bashir & Hanif, 2019; Bono & Vey 2007; Bowling et al. 2008).

Contrary to the above, other studies found no difference in extraversion—
introversion between targets and non-targets ((Nielsen et al., 2017). The results of this
study indicate that extroversion is not statistically significantly related to the

phenomenon of workplace bullying, a point which argues that either more or less
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extroverted people can equally experience work bullying, without this trait in their
personality acting as a factor of protection or vulnerability.

Looking for evidence of the relationship between conscientiousness and
workplace bullying, and in the light of research findings which indicate that this trait
does not appear to be significantly related to workplace bullying, other studies
identify and explain how conscientiousness acts as a protective agent in this
phenomenon. According to Watson and Hubbard (1996), individuals high in
conscientiousness are more likely to adopt effective coping strategies and eschew
ineffective coping strategies. More recent studies, suggest that individuals high in
conscientiousness are more likely to persevere under duress and are less likely to
allow a stressful environment to influence work outcomes (Bowling & Eschleman,
2010). Furthermore, they argue that highly conscientious individuals are more likely
to respond to stress in productive ways than those low in conscientiousness (Cullen &
Sackett, 2003), justifying that this is observed because individuals high in
conscientiousness are more likely to be thoughtful and deliberate in their responses to
work stress in an effort to maintain high levels of job performance and keep
themselves away from negative events, not allowing them to affect them emotionally
and functionally. (Bowling & Eschleman, 2010; Yang & Diefendorff, 2009).

Also, when a negative event develops in the context of work, personality traits
tend to influence the extent to which individuals prefer certain coping strategies over
others (Bolger & Zuckerman, 1995). When faced with stress, individuals high in
conscientiousness are more likely to select active coping strategies that focus on
addressing the stressor directly (Lee-Baggley, Preece, & DeLongis, 2005; Ortega et
al., 2007). This aligns with self-regulation theory, which suggests that individuals

generally adopt either promotion (active) or prevention (avoidance) strategies when
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dealing with stress (Carver & Scheier, 1982) and that individuals high in
conscientiousness are more likely to engage in promotion-focused regulation as
opposed to prevention-focused regulation (Gorman et al., 2012). Even so, because of
their higher levels of self-discipline, reliability, and perseverance, individuals high in
conscientiousness are less likely to abandon their goals or duties under stressful
conditions, physically avoid their workplace, or become mentally or emotionally
detached from their work environment (Watson & Hubbard, 1996).

While a significant number of surveys identify the association between
personality traits and later victimization from bullying, there are several potential
explanations for the limited support of the above relationship. Although personality is
a central factor in some theoretical models of bullying (Jensen, Patel, & Raver, 2014;
Kim & Glomb, 2014), this may be caused by an exaggerated focus on individual
characteristics compared to situational factors (Glase et al., 2007). Also,
methodological and design issues should also be taken into consideration when
explaining the weak relationships between personality and bullying. The cross
sectional methodology of the current study may affect the results, while different
findings would have been obtained from a longitudinal study (Ford et al., 2014). It is
also possible that other results would have been obtained, if | had assessed bullying
by measuring behavioral exposure rather than using the victimization approach, as
meta-analytic evidence of prevalence and outcomes of workplace bullying have
shown that assessments of self-labelling victimization provide more conservative
findings compared to the behavioral exposure method (Nielsen & Einarsen, 2012;
Nielsen et al., 2010). This suggests that there may be stronger relationships between
personality traits and exposure to bullying behavior than between personality and

victimization (Nielsen & Knardahl, 2015).
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Workplace Environment and Workplace Bullying

Investigating the factors that increase the chances of occurrence of workplace
bullying, I identify the important role that the work environment plays in the
development of the phenomenon as well as in the psychological cost of the victims.
According to recent literature, workplace bullying begins to emerge, as a result of a
combination of individual characteristics that are influenced by societal norms,
workplace climate, work demands, job design, etc.

“Workplace climate” is a broad term that can be conceptualized as the shared
experience of policies, practices and procedures in workplaces, regarding how
behaviors are promoted, inspired and rewarded, leading to a shared perception by
employees of what is expected in a workplace within the work team and at the
organizational level (Guediri & Griffin, 2016; Neal & Griffin, 2006; Schulte et al.,
2006). In other words, workplace climates are proposed to inhibit or promote the
escalation of bullying through the practices and behaviors they promote in
organizations (Dollard et al., 2017).

In agreement with the results of the current research, literature underlines that
factors such as temperature, light, atmospheric conditions, personal and collective
space design and layout, and equipment, tools and technology, poor co-worker
relationships and high work stresshave important implications not only for
occupational safety but also for the experience of stress and negative affect (Quick et
al., 2013). All these factors are well known for their potential to trigger aggressive
responses (Neuman & Baron, 2011), especially to more “vulnerable” employees. In
this way, that mechanism may explain the strengthening effect of neuroticism to
workplace victimization, when workplace climate mediates. For example, and

according to Balducci and his colleagues (2011), under distressing working
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conditions, highly neurotic employees may engage in annoying behaviors more often,
which could lead potential perpetrators to bully them, and treat them unjustly. In other
words, negative arousing experiences at work and stress reactions, may predispose
individuals to be involved in interpersonal conflicts which may then escalate into
bullying.

Thus, the coexistence of personality factors (workers who are more sensitive
to negativity, vulnerable from previous experiences of school bullying) and the work
climate with the characteristics mentioned above, enhance the escalation likelihood of
workplace victimization (Balducci et al., 2011; Halim et al., 2018).

Also, role stress, a variable that is an aspect of workplace environment, refers
to adverse reactions people have when they experience excessive demands or pressure
from others’ expectations which are divided in three separate yet interrelated
concepts: role ambiguity, role conflict and role overload. Role ambiguity occurs when
individuals are unclear about their job requirements and how to fulfil them. Role
conflict refers to incompatible expectations and demands associated with the role.
Role overload exists when the amount or quality of work expected exceeds the
available time or resources. A large volume of research has shown that role stress
leads to anxiety, lower job satisfaction, poorer performance and higher turnover, and
also correlates with the increased chance of workplace bullying and victimization.
Results from a variety of studies support the basic premise that role stress is a key
predictor of bullying at work, and also role stressors were significantly associated
with targets’ experiences of workplace harassment (Bowling & Beehr, 2006; Lopez-
Cabarcos et al., 2017).

On the other hand, a psychosocial safe climate, defined as shared positive

perceptions of organizational policies, practices and procedures for the protection of
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worker psychological health and safety, is found to be a protective factor of
workplace bullying and negative emotions to targets (Law et al., 2011). According to
Bond, Tuckey and Dollard (2010) and Law, Dollard, Tuckey and Dormann (2011),
the relationship between workplace victimization and outcomes including
psychological distress, emotional exhaustion and post-traumatic stress symptoms was
less pronounced among employees reporting higher levels of psychosocial safety
climate. The above research findings are in line with research results which support
the mediating role of the workplace environment between the relationship of
neuroticism and workplace victimization. Thus, employees higher on neuroticism,
working in an unhealthy work environment, have a higher chance of workplace
victimization.

The identification of healthy workplace climate as a protective factor on
workplace bullying, and at the same time poor workplace climate as a vulnerability
factor, can constitute another important point for researchers, who will attempt to
create intervention programs in workplace contexts based on research data and taking
into consideration the need for the construction of a healthy workplace climate.
School Bullying and Workplace Bullying

Looking for the factors that are associated with the development of workplace
bullying, | could not overlook past employee victimization experiences. At the end of
the first and during the second decade of this century, studies combined the insights
from school victimization with other theories seeking answers to questions concerning
the role of past victimization experiences to current victimization experiences. The
current study has a retrospective method, aiming to ascertain whether past bullying
experiences tend to persist over time, assuming that people who have experienced

school bullying are more vulnerable to workplace bullying.
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Experiences of school victimization are known to be rather widespread, and to
have important and negative consequences in later life. Evidence from retrospective
studies indicate a causal effect of school victimization on later functioning. A
significant relationship was found between retrospectively reported roles in school
bullying, and recent experience of workplace victimization. Comparing all those who
had been victimized at school (victim + bully/victim) with those not victimized, there
was a main effect of school victimization in relation to being a victim at work in the
last 6 months.

Thus, results from existing studies, and in agreement with the results of my
research prove that school-age victimization is found to be positively associated with
workplace victimization. This brings to the surface the continuation of the
phenomenon in which victimization by peers at school may put individuals at risk of
continued victimization at work when they are adults.

The longitudinal form of bullying proves the early intervention to be
necessary. Both supporting school-age victims and empowering them, and intervening
with perpetrators to develop more useful conflict management skills, as well as
setting up an anti-bullying environment can weaken the occurrence of the
phenomenon and its preservation in the later life of individuals within the work
context (Sidiropoulou et al., 2020). Consequently, findings highlight the importance
of prevention programs aimed at reducing school bullying as early as possible, before
victims become caught in a spiral of chronic abuse (Brendgen & Poulin, 2018).
Workplace Victimization and PTED

Regarding the consequences of workplace victimization, a large number of
researchers have shown that bullying in work context can cause a major social

stressor that affects the victims’ health and well-being, as evidence indicates that
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victims of workplace bullying suffer from psychological health problems (Xu et al.,
2018). Early cross-sectional studies showed that targets of bullying experience
psychological stress reactions (Hansen et al., 2018; Nielsen & Einarsen, 2012), while
other studies also found that workplace bullying was prospectively associated with
psychological stress symptoms (Hogh et al., 2016; Nielsen & Einarsen, 2012).

Subsequent studies that examined the symptoms of post-traumatic stress
among victims of workplace bullying have supported this statement and ascertained
that the victims of bullying suffer from PTSD (Balducci et al., 2011; Conway et al.,
2021). However, by looking more closely at the symptoms of PTSD, the researchers
argue that PTED can more accurately describe the symptoms a victim experiences
because of workplace bullying. PTED, which has lately been discussed and suggested
as an appropriate diagnostic term for victims of workplace bullying (Ege, 2010;
Gregersen, 2010; Yamada, 2011), was first proposed as a new mental disorder by the
German psychiatrist Linden (2003). Because it is not included in the latest edition of
Diagnostic and Statistical Manual of Mental Disorders, (DSM-5) (American
Psychiatric Association, 2013), it cannot used as a formal diagnosis yet, whilst it is
expected that the proposed disorder should be included in the future editions of DSM
diagnostic criteria (Dobricki & Maercker, 2010; Linden, 2013).

PTED was evaluated as a subtype of adjustment disorder and defined as the
mental reaction to exceptional, though normal negative life events, such as
unemployment, divorce, death of a relative, or conflict at work (Dobricki & Maercker,
2010; Linden et al., 2009). Severe anxiety is the predominant emotion in PTSD but
the principal aspect of the reaction pattern in PTED is a persistent and prolonged
feeling of embitterment (Dobricki & Maercker, 2010). The main symptoms of PTED

include rage, helplessness, anger, sadness, aggression, intrusive thoughts and
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memories, thoughts of revenge, depressed mood, avoidance of the place or persons
related to the event, reduction in social, occupational, and family activities, blaming
oneself for not being able to cope with the event and somatic complaints such as loss
of appetite and sleep disturbance (Linden, 2011).

In line with the results of this study, existing surveys identify that exposure to
workplace bullying is positively associated with reporting embitterment reactions
(Karatuna & Gok, 2014), something that brings us closer to the consideration of
PTED as an appropriate diagnostic term for victims of workplace bullying.

In this study, and in an attempt to answer the question of whether the
characteristic of conscientiousness is associated with workplace bullying and its
negative consequences (as PTED), no significant relationship was found, suggesting
that conscientiousness cannot be considered as an associated factor, nor as a
vulnerable or protective factor. However, as results provided no statistically
significant relation between extraversion and conscientiousness with workplace
victimization and PTED, neuroticism seems to increase the risk for embitterment
reactions (Linden & Maercker, 2011). Professional downsizing (when an individual is
forced to undertake duties below his / her capacity) and social conflicts in workplace
context, especially those involving humiliation or injustice, can lead to embitterment
reactions, especially for employees with higher levels of neuroticism, an interaction
which is also supported by the results of the current research (Linden & Maercker,
2011).

Assuming that personality traits play a crucial role in the development
of negative emotions after an incident of workplace victimization, and as mentioned
above, the results of the current research confirm the above, indicating the positive

relationship between neuroticism and PTED. Neuroticism is considered to be
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etiologically relevant to emotional disorders, as highly neurotic individuals have a
lower threshold to experiencing negative affect, pay more attention and lower ability
to cope with stress, and through this process individuals high in neuroticism are
considered to be more vulnerable to embitterment reactions (Clark, 2005). At the
same time, research has shown that cognitive processing of neuroticism works in a
way that pushes them to experience more negative emotions, due to their difficulty of
emotion regulation, in three ways; Rumination, which is defined as repetitive and
recursive thinking about one’s negative affective states and problems. Difficulty on
distraction, which describes the movement from one’s attention away from the event
onto unrelated neutral contents and, weakness on cognitive reappraisal, which
describes the process of reinterpreting the meaning of an event by considering new
information or taking a different and more positive perspective (Linden et al., 2009;
Linden & Maercker, 2011).
Clinical Interviews: Further Comprehension

According to the results of qualitative study, we can see that some employees
chose to “actively” react to bullying, while/ whereas others prefer to avoid the
situation. This is in line with previous results from recent qualitative studies on
workplace bullying, outlining that the responses and coping mechanisms of bullying
go through phases: first, targets underestimate and avoid the problem, and then they
lose patience and confront the situation. As time passes and the perpetrator’s behavior
threats their personal health, targets seek support, but later feel despair and move into
destructive coping when that support is not given, until targets often give up and exit
the organization. As many of these studies support, withdrawal and turnover are often

responses to abusive situations after other avenues are exhausted (D’Cruz & Noronha,
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2013; Karatuna, 2015; Shallcross et al., 2008), describing withdrawal as the only
option for survival from bullying rather than as a passive process.

As coping skills to an abusive experience are under the research using
qualitative studies, we can ascertain the effectiveness of the victims' efforts. Social
support was a common behavior among victims. However, the experience had a ripple
effect over time on relationships both outside and inside the workplace, reducing
support availability in multiple domains of the target’s life, while this in turn made it
hard for women to maintain their self-beliefs (Lewis & Orford, 2005). O’Donnell and
Maclntosh (2016) found male targets seeking help from the organization, but it was
not always helpful as the organizational response could be to work from home,
isolating them further. Vickers’ (2007) research adds that the experience of bullying
can make people engage in behaviors that are not considered normal coping
mechanisms, including being more passive-aggressive, secretive and defensive.

Considering the participants’ opinion in the current study’s interviews, they
recognize and pay close attention to the important role that the Human Resource
Department has in tackling that phenomenon. Qualitative research methods
recognised the responsibility of HR to understand the abusive situation and act on it
(Cowan, 2011, 2012; Harrington et al., 2012; Harrington et al., 2015). On the other
hand, Harrington, Warren and Rayner (2015) found that bullying situations are also
difficult for HRPs due to the ambiguity of the situation and pressures from managers
and organizations to resolve it quickly, even though they feel they lack the power to
actually fix the situation. However, effectively engaging with HR can be an important
turning point for targets (D’Cruz & Noronha, 2010). In her study, Cowan (2011),
found that many organizations do not have adequate policies in place to address

bullying, as she also indicated the HR’s tendency to underestimate the risk of
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workplace bullying and the low anti-bullying preventing actions in the workplace
context.

Even so, the introduction of a legislative framework of how to recognize
workplace bullying, which could then lead to practices that reduce its harmful effects,
is essential in all organizations worldwide. Without such a policy and without an
action plan that responds to effective practices, organizations maintain a system that
prevents targets from getting justice or legal remedies, and workplace bullying
survives within organizations.

Another important element and result of the qualitative study is the silence that
the victims maintain. The mechanism of silence, no matter how "passive™ it sounds,
for many victims is a method of surviving the unjust behaviors they experience, and
the only solution that can help them at that moment. Victims seem to be silent because
their previous reactions (e.g. seeking for help from colleagues) no longer seemed
effective, or because they do not trust their company's ability to support them in what
they are experiencing. Thus, silence is an active process of survival, and in many
cases, the forced solution - reaction of the victims, which brings to the surface the
inefficiency of companies to support employees, as well as the negative impact of the
low support network in a work environment, and bystanders’ reluctance for real and
meaningful help.

Taking into consideration the results of the qualitative research, | have
observed that the employees who participated in the clinical interviews process,
describing their experiences of unfair behavior against them at work, referred to the
negative impact that this situation has brought into their mental state, while their
descriptions include symptoms of PTED. According to research in the field of PTED,

feeling bitter was seen as a consequence of a social rejection that is perceived as
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unjust. Embitterment is now a new emotional category describing an emotional
situation between aggression and depression, as it is also considered as a specific
reaction of people who feel socially excluded and/or are treated unfairly by others.
This state is attributed to others and not to own failure as in depression. In brief,
bitterness or embitterment can be seen as the product of a personal story of perceived
injustice (Linden & Maercker, 2011).

Considering the participants’ statements, many of them described the negative
feelings they are experiencing after realising the injustice around them, something that
is in line with previous studies on PTED, which report that PTED may develop when
an individual is no longer able to maintain his or her basic belief in a personal just
world (Dalbert & Filke, 2007; Otto et al., 2006).

In regard to Dalbert, (2009), “We feel bitter when we think that something bad
has been done to us where we would have deserved better. We may feel bitter about a
concrete person’s behavior or about the way the world works in general; in any case,
our just-world beliefs have been violated”. The feeling of bitterness can affect
individuals to a great extent, since it seems to be linked with the lack of hope,
negative way of thinking about one’s self or the world in general and low motivation,
while it can make them feel trapped in an emotionally dark place (Linden &
Maercker, 2011)

On the contrary, other people might probably react to such experiences in a
different way: Their main aim might be to reflect upon what happened in order to
understand how it came about (including self-criticism and taking others’
perspective), and thus, to “make meaning” of the experience. While they would admit
their feelings of anger and sadness, they would try to regulate them by reappraising

the event and trying to learn something for the future. Therefore, it seems that some
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people are able to deal with negative experiences in such a growth-conducive way,
while others react with bitterness. The way of human perception and process as well
as the levels of mental endurance/ toughness seem to influence the above procedure
(Ardelt, 2005).

Additionally, some participants confess thoughts of revenge as part of justice
being served, which is also identified in other relevant researches where feelings and
fantasies of revenge are often mentioned together with embitterment, either as co-
occurring affective states or as motives underlying embitterment that have been
described as “the urge to fight back” (Linden et al. 2004). Both embitterment and
revenge are related to emotional arousal and are associated with aggressive tendencies
(Linden et al. 2004; Milgram et al. 2006). Recent theorizing describes revenge as a
possible reaction to negative or traumatic experiences in the sense of an actional
coping strategy (Orth et al., 2006).

The intervention in workplace bullying requires the recovery and treatment of
the victims’ mental health, as well as the way they perceive their life, themselves,
their experiences and their future. When people experience interpersonal hurts,
offenses, or victimization, negative consequences can result including embitterment,
rumination about the offense, and even symptoms of depression and anxiety. One way
of overcoming these negative consequences is to work toward forgiving the offending
party, as forgiveness therapy was found to be an effective way of intervention
compared to other forms of treatment for the bitterness that results from experiencing
unjust behaviors (Wade et al., 2005).

Recently, researchers and clinicians have become more interested in both
embitterment and forgiveness within the therapeutic context. Understanding ways to

overcome embitterment through psychotherapeutic intervention would be helpful for
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those practitioners encountering individuals struggling with this difficult emotional
complex. There are several ways to think about forgiveness as it applies to therapeutic
intervention. Firstly, understanding forgiveness from a general perspective is
important. Those researching forgiveness in therapeutic settings have gone to great
lengths to establish a general understanding of forgiveness that is accurate to peoples’
experiences and sensitive to the many types of clients and hurts that are encountered
in a clinical context. In addition, forgiveness rarely involves forgetting the offense.
Instead, forgiving may involve the person remembering the offense in new ways,
without continuing to hold onto anger or bitterness (Baskin & Enright, 2004).

The necessity of the therapeutic support of workplace bullying victims is
discussed in Dr. Karagiannis’ book titled “H Adwia mov [TAnydver”. According to
Dr.Karagiannis, it is necessary that the therapeutic intervention in workplace bullying
aims to give a different meaning to their experiences under a more positive light,
where the employees- victims of workplace bullying- will look for the benefits of
their experiences through the help and support of their therapist. This will help them
discover in which way this experience, no matter how traumatic it was, may lead to
their inner empowerment and the development of new life prospects.

Moreover, as he argues, the negative consequences on the employees’ mental
health through the years are not related to the level of bullying that they went through,
but to the way they handled the situation and the meaning they gave it. An
intervention to bullying victims, whose target will also be the identification of the
positive elements that this experience has brought, can be even more effective in
managing the trauma. Similarly, the construction of secure relationships in the
workplace may have a positive impact in the future of the employees who feel that

they have been treated unfairly by their employers or colleagues.
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Additionally, referring to the role of the therapists, he supports that their aim is
not to provide comfort to the victims, but to help them share their difficult experience.
He also mentions that “People who are struggling to maintain their mental balance
and survive bullying experiences (referring to the victims of workplace bullying), are
the ones who will be stronger later on in their lives, deal with the mental trauma and
create mental reserves for other hard situations.” Therefore, he introduced a new
perspective for future intervention planning.

Limitations

Certain limitations need to be acknowledged regarding the current study.
Firstly, the generalisability of the present findings of the qualitative phase is subject to
certain limitations. The sample was limited to a non-clinical population with Greek-
Cypriot nationality. Although, the current findings may be valid for the experiences of
workplace victimization for this particular group, caution should be taken when
generalizing to the wider population of other employees with a history of workplace
victimization. It is possible that different themes would have emerged using a
different sample. Therefore, further research could be done to investigate whether
clinical population, as well as individuals with different nationalities, give similar
meanings to their workplace bullying experience.

Moreover, the results could more safely be generalized to the population, if
they included information from employees' experiences in different work
environments, for example in crafting work environments. On that account, caution
should be taken when interpreting the current findings. Another important limitation
regarding the present study is that the interviews were conducted in Greek language.
Although the translation of the interviews from Greek to English has been done

carefully, some issues regarding the vocabulary used might have been generated.
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In addition, there are certain points that need to be discussed in regard to the
methodology used to analyse the present data. Due to the idiographic nature of IPA
analysis, a rather small sample size is needed (Smith et al., 2009). Although the small
sample size of the current qualitative study (i.e., ten participants) might be a further
limitation, Smith and colleagues (2009) suggested that a smaller number of
participants allows for a more in-depth analysis of the phenomenon under study that
would have not been possible with larger sample sizes.

Concerning the generalizability of the findings, Willig (2008) argued against
small sample sizes and suggested that any claims made from the findings of a study
should be restricted to the group of participants studied. Nonetheless, Willig (2008)
also stated that, although we can’t be sure of the number of individuals that share the
same experience with the participants, findings from qualitative studies using small
sample sizes indicate that a particular experience exists, and this can encourage
further research.

Consequently, whilst the findings of the present thesis provide information
into emerging adults with a history of workplace victimization experiences, caution
should be taken when generalising them to the wider population of emerging adults
with a history of workplace victimization.

Furthermore, the methodology of the current study might be a limitation
because the data collection was performed at a point of time. Thus, although the
results from that cross-sectional research methodology can provide information about
the relationships between the variables, a longitudinal study could better identify the
way the variables interact, and also isolate the strongest predictors of the

phenomenon.
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Finally, regarding the quantitative study, while the number of 302 participants
can be considered sufficient, even more data could contribute positively to the safer
generalization of the results to the general population.

Contributions and Future Study

The present study aimed to investigate the factors that relate with the
occurrence of workplace bullying with a history of workplace victimization, as well
as its consequences to victims. Results showed that neuroticism and workplace
environment contribute to the development of workplace victimization, and that these
experiences negatively affect people's mental health and functionality.

Given the results of the qualitative research, we can notice both the inability of
the workplace to protect employees who may face such experiences, and also the lack
of programs within the workplace in order to prevent and deal with the phenomenon.
At the same time, it seems that the fear that victims experience, the low support of
their colleagues, as well as the low confidence they have in their company's ability to
protect them, put them in a more silent position, where they fight discreetly and
quietly with the enemy they have against them.

Taking into account the results as a whole, we can identify the gap that exists
in both the prevention and the intervention of the phenomenon. Initially, actions to
prevent and intervene in school bullying are necessary, as a significant number of
people have had similar experiences, and many of them were not "equipped” with
effective management skills. In addition to this, corresponding programs must be
implemented in the work environment, so that the personality of employees and the
work environment, does not prevent individuals from developing and maintaining

healthy relationships with each other, with a focus on respect and reciprocity.
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At the same time, colleagues play an important role, since in such cases they
can act as a shield of protection for the victims, and not as guardians of the situation.
Furthermore, the psychoeducation of employees is of utmost importance in order to
develop effective practices for managing unjust behavior.

Finally, it is necessary in such cases for executives and directors of the
company, as well as the human resources department, to be in the front line and next
to the victims, for immediate and effective intervention, while it is also considered
necessary to have and follow an intervention plan. Additionally, the development of a
company policy against workplace bullying, its communication to employees and the
sequence of its aspects, could in turn prevent the development of the phenomenon.

Despite the limitations mentioned, the current study provides new and
potentially useful information in an area that has not been researched much in the
past, and specifically this simultaneous analysis of various factors that can contribute
to the development of the phenomenon, considering at the same time past experiences
of bullying.

The findings of the present study have indicated the need for more qualitative
and qualitative research into the phenomenology of workplace victimization. The
insights from this study make significant contributions to the field of workplace
bullying and victimization, by enhancing our understanding of what contributes to the
development of the phenomenon and creating new paths for future research.

Given the convergence of evidence, it seems likely that specific personality
dimensions and variables are related with bullying behavior. Nevertheless, the
connections | draw among the personality dimensions specified by the five-factor
model, the personality variables, and bullying largely remain theoretical. Thus, the

current research points out the need for further research that examines the relations
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between personality dimensions and bullying and victimization behavior. Moreover,
researchers who study specific personality variables (e.g., empathy, self-esteem,
resilience, callus-unemotional traits) may need to provide an understanding of the
ways these variables fit into the rubric of the five-factor model.

On the whole, problems with aggression, violence, and particularly bullying
continue to plague people’s interpersonal lives, their intergroup interactions, and
society. It is an unavoidable duty of scientists to develop a better understanding of the
complex dynamics between personality and bullying behavior. By doing so, not only
the field's theoretical understanding of human aggression would be enriched, but also
the therapeutic and policy interventions aimed at reducing aggression and violence in

schools would be more adequately refined.
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APPENTIX A
Consent form from Google Forms for the quantitative phase
A. XKomog TG £pEVvvOg

H ev LMoym €pevva amockomel 6T d1EpELVNON TG EMIOPACTG TOV EUTEIPIDV
oYOMKOV EKQPOPIGHOV Ko Bupatomoinong, TG TPOCOTIKOTNTOS TOL ATOLOV KOt TOV
gpyactakol TePPAAAovToc otV avamtuén ekeofiopov kot Bupatonoinong oto
TAiG10 TNG EpYOGIOG, OTME KOl TOV GLVAICONUATOV TIKPiag 6TOVG pYalOUEVOVG
nAkiog 18-65 gtmv.

Edv emBopeite vo AaPete pépog oe avt v épevva Ba cag {ntnbet va
GUUTANPADOGETE OAOKTLOKE 6 EPOTNUATOAGYIO AVTOOVAPOPAS KoL TAT|POPOPIES TTOV
Ba apopotv dnpoypaeikd yopakmploTikd (). eOA0, nAkio, xpoOvVia anacyOANCNS
otV etapeia). Ta epompatordyta Oa apopov TV gumelpio Gog GYETIKA LE GYOMKO
exk@ofiopd oty Tandikn cog nAkia (1.y. Katd mdco £Tvuye va vooteite Kdmolo 100G
EKQOPIoUOD TNV d1bPKELN TOV OMUOTIKOD, Yupuvaciov Kot Avkeiov Kot TOG0 Guyvh
oLVvEPave aVTo), TLYDV TPEYOVGES EUTEIPIES EPYACLOKOV EKPOPIGLOV (T.). AOTKES
CLUTEPUPOPEG GTOV YMDPO £PYGiag G0c), oTotyeio mov yopaktnpilovv v
TPOCHOTIKOTNTA GOG (T.). EILLOL ATOLO TTOV EMIUDKEL TNV KOWOVIKOTOINGT, LoV
ap€oel va AapPave HéPog e Kavovpyleg dPACTNPLOTNTES), CTOLXELD TTOV
yopaktnpifovv 10 KAlpa epyaciog cog (m.y. oty etaipeio 6mov Ppiokopat ot porot
Kot o kafnKovia Tov kbBe epyalopevou givar EekdBapot), Kot oToryeio mov
TEPLYPAPOVY TNV TOPOVGO GLVALGONUATIKN c0G KaTtdoTtaoT (). Viobw 1o
neptPaAlov pov va pe adwkel). H copminpwon tov epotnpatoroyiov Oa
npaypatorom0el e 1 ypovikn @don.

Mo ™ 21 pdon g Epevvag £xel oXEOIAOTEL TOLOTIKN EPELVA LE UIOOUNLEVEG

ouvvevtenEelg. X dgvtepn @don Bo Adfovv LEPOg LOVO 01 GUUUETEXOVTES TOV TO
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emBLOVY Ko B ONADGOVY TO EVIOPEPOV TOVG Y10 CLUUETOYN. 26TOGO, OO AVTOVG
TOVG GUUUETEYOVTEG LOVO pio opdda Ba emheyel Yoo TV TEAMKT cuppetoy otn 2"
@domn TG £pevvag.

B. Avapuevopevo 6QEA0G Y10, TOVG GUUUETEYOVTES

Agv BoL VTTAPEOLY TPOGOTIKA OPEAN OTO TNV CLULETOYY| GOG GE VTN TNV
épevva. Qo0T1060, N GLUUETOYN GaG B TPOGPEPEL TOADTIUEG YVMDGELG TOV UTOPOVV VO,
oLVUPEALOVY GTNV OVATTTUEN GTOYELVUEVOV TOPEUPAGE®VY Yo TNV LEI®ON TOV
EPYOUCLOKOD EKPOPIGHOD KOl TV GUVETELDY TOV EMPEPEL 6TN LN TOV AvOpOT®V.
I'. Zopperoyn otnv épeova

H ocvppetoyn cag oty mapovca Epgvva givar eBehovikn. O kdbe
GUUUETEYOVTOG £XEL TO SIKOULMUA VO APEL TNV GLUUETOYT TOV GTNV EPELVO AVE TG
oTyun to Bednoet yopic kdmola cuvémela (Kot TV O1lpKELN TNG CLUTANPMOONG TOV
gpotnpatoroyiov -1 pdon-1 kot e cuvévtevéng -2" pdon-, kabmg Kot pPetd To
TEAOG TNG CLUTANPMOOTG TOV EPOTNUATOAOYIOV 1) KO TNG GUVEVTEVENG).

Eniong, £xete to dwkaiopo vo apyvnOeite vo amavIGETE GE OTOECONTOTE
EPMTNOELS 0V EMOVEITE VAL OTAVTICETE KOl VO TOPOUEIVETE TNV £pEVVAL.

Agv vrdpyovv pofréyiot kivouvol Tov TPOKHTTOVY OO TN GLUUETOYN COG
oV mapovca Epevva. QoTOG0, VITAPYEL EVOEXOUEVO Vo ocBavOsite doynpa 1/Kot vo
viwoete 0Tt poptileote yuyoroykd dafalovrag (1n edon) yia ta Oépata wov
aQopOvV TNV TAPoVGA EPELVO AOY® TOL ELOIGONTOV TG TEPLEYOUEVOU.

Ac@aAidg Ba £xete TO dikaimpa Vo OToY®PNOETE amd TNV £PELVa
OTOLOVONTTOTE GTIYUN| TO OEAGETE EMKOWVMOVAOVTOG LLE TOV EMCTNUOVIKO VITEVOBVVO N
v gpeuviTpla. Oa €xete emiong To dikaimpa vo (nmoete va mapainedodv ot

OTOVTIOELS GOG 0POTOV GUUTANPDOGETE TO EPWOTNUATOAOYLA.
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A. TIpécpaocn ko S10@OraEN ded0pEVOV

Y1o mhaicta TG Epguvag Ba cuAlexBohV LOVO o1 TANPOPOPie O1 OTolES Elva
amopoitnTeg Yoo v oeaywyn mg épevvas. Ta dedopéva mov Bo cuiieyBodv otV
napovoa Epevva Ba dapurdccovtal oe USBs ta omoia Oa £xouvv Kmdikd mpodcPaong.
®a Ppiockovial € KAEW®UEVOVE YDPOVG, 6oL Lovo 1 epevviTpra (Ipryévela
Ytolavov) Ba éxel mpocPaoct. Ocov apopd 10 aKOVSTIKO apyeio Tov kabe
ovppetéyovta mov o Tpokdyel amd TV 21 eaon g Epevvag, Ba puAayBel oe
VIOLAATL acPoreiog (e KodkO TpOGPAoNS) GTO YPUPELD TNG EPELVITPLAG OOV LOVO
avtr| Ba €xel tpocPacn. O emotnuovikog vrevBvvog (Ap. Iavayuntng Xrovpviong)
Ba £xel TpOGPaon LOVO GTA AVAOVVLLO OEOOUEVOL.

Ta avovopa dedopéva Ba ypnoiponomBodv 611 S1dyvoT TOV EVPNUATOV TNG
épevvag o€ d1ebv emoTnHOVIKA TTEPLOdIKE Kol B0l KOTAGTPAPOVV apov OAOKANPpmBOEel
n €pevval.

E. IIAnpogopiec yra vinpecies yoyoroyiknig ot)piing
Tniepovua] Yanpesio Zvppfovievtikne & ZtipiEng
(Opyaviopdg Neolaiog Kompov)

1410

Yopfovievtiki Méocow Awadiktvov (Opyaviepos Neoraiog Kompov)

https://onek.org.cy

KEYY, Kévrpo Yok Yyeiog Havemotnpiov Korpov
Havemotnuiovmoin, Ayhavtiid
T.0. 20537

CY1678, Asvkmoio


https://onek.org.cy/
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Kvmpog
mentalhealth@ucy.ac.cy

TnA. +357 22892136

Kévtpo Yoyuknc Yyeiog Xtpoforov

TnA.. +357 22305723

Kévtpo Yyeiog Aakataprog

TnA. +357 22443396 / 22443397

Kévtpo Yyeiog Eykopng

TnA. +357 22809037

Kévrpo Yyeiog Ayhatlrag

TnA. +357 22444466

Kévrpo Yyeiog Kaipakiiov

Tn\. +357 22877044

HoAior6 Noookopgio Agvkmoiag

TnA. +357 22801618

Kévtpo Yyeiog Aator®dv

TnA. +357 22467496
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Kévtpo Yyeiog Idaiiov

TnA. +357 22521922

Aypotikd Yyerwovouko Kévrpo Ilaioperdyov

TnA. +357 22952459

Aypotikd Yyerovopko Kévrpo Akakiov

TnA. +357 22821080

XT. 1oy eio emkovoviog
Emotnpovikog Yaev0vvog

Ap. Iovayidg Ztavpviong,

Enikovpog Kabnyntg

Tunua Poyxoroyiog, avemomuo Konpov
stavrini@ucy.ac.cy

+357 22892073

Epgovitpra

Ipryévera ZtvAiavov,

Awaktopikn ©ortrpra Khvikng Poyoroyiog
Tunpa Poyoroyiag, [Mavemotuo Kompov

stylianou.ifigenia@ucy.ac.cy

Yrev0vvog Yanpeoiog YrootipiEng Epevvag

Ap. Méprog Anuntpidong Havemompo Korpov


mailto:tylianou.ifigenia@ucy.ac.cy
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demetriades.a.marios@ucy.ac.cy

+357 22894287
Enifero: Ovopa:
Ynoypapn: Hupepounvia:

APPENDIX B
Participants’ information:
Gender: man / woman
Age: 18-30 years old / 31-40 years old / 41-50 years old / 55+ years old
Years of work in the company: 3 months-1 year / 1-3 years / 3-6 years / 6+ years
Level of education: Holder of a High School Diploma / Bachelor's / Master's / PhD

Degree

Questionnaires of Quantitative Phase One
Epotypatoréyro A&ordyneng Epyaciokov Exgofiopov:
[Mopakoid emAéste TV andvinomn mov KaAHTEPa TOPLALEL GE EGAC, GYETIKA LLE TOVG

TEAEVTOIOVG 6 PVES GTO YDPO EPYUGIOS GOG:

Epyoaciokdc ekpofiopog: etvar ) AeKTiKn, COUATIKT, YOuxoAoyikt| Bia mov éva dtopo
VEICTATOL GTO YMPO EPYOGIOG [LE CLOTNUATIKOTNTO OO GALO/GAAO ATOO/ 0L, TTOV

OKOTO £YEL TNV TPOKANGT COUATIKNG 1] WOYIKNG PAGPNG.
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Me Bdomn avtd 1oV 0pIGpd, TOPOKIA®D ETAEETE KOTA TOCOV £YETE VITOGTEL EPYACIOKO
exQoPiopd toug terevtaiong 6 unveg: Emiééte yuo kdOe epdtnomn, pia amd Tig mo
KAT® emAOYEC:

1. Tlot¢

2. Zmévio

3. Kdmotec popéc

4. Mepucéc otrypéc kbe efoopudoa

5. XZyxedov kabnuepvd

1. Kdanowog kpvPet onpavtikéc mAnpoeopieg and epéva Kot ovto ennpedlel apvnTikd

TNV €MLO0GT OV GTI) OOVAELYL

2. Mg vmotipotv ko pe peltievovv

3. Mov mpocpEépovy KaBNKOVTO KATMOTEPA TV IKAVOTHTOV OV

4. Mov €10V aVTIKATOGTNGEL TO TEPIGGOTEPO "onuovTikd” KadnKovta, pe véa

KOONKOVTO KATDOTEPOV IKAVOTHTMOV KOl EVOLLPEPOVTOG

5. Mg Kovtooumorehovv Kot d10didoVV PRLES Yo EPLEVA

6. Me amoppintovv Kot L 0mTOGTAGIOTO00V

7. Awdidoovv TposPAnTiKd Yo epéva ool
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8. Mov pwvalovv kot pov Bopudvovv

9. Me «dayTvAOJdETYVOUVY, OEV OV ENLTPETOVY VAL £X® TOV TPOGMOTIKO OV YDPO, OEV

LE QPTVOLV VO KIVOULLOL (VETOL GTOVS YMPOLG TNG OOVAELAG

10. Aprvouv vrovoovpeva 0Tt TPEMEL VoL Top ot O®

11. Eravoiappavouy to Aa0n Kot Ti¢ Tapaieiyelg pov

12. Mg ayvoodv Kot dev pov divouv mpocoyr| kot onuacio dtav Bpickopot Kovté Toug

13. Kprrikdpoovv t dovAeld Kot Tig TpocmafeEg Lov

14. Ayvoodv 115 andyels Lov

15. Kévovv pumpootd pov acteio e Adylo Kot TePleXOUEVO TOV EYM OEV UTOPD VL

KOTOVOTO®

16. Mov divouv kafnKovta ToAd SUGKOAM, TOV TPETEL VAL OLOKANPDOG® GE TaPAAOY

GUVTOUO XPOVIKO S1ACTN O

17. Tparypatomolovy apvnTikovg 1oYLPICHOVE Kol KOTNYOPIEG EVOVTIOV OV

18. EAéyyouvv o€ évtovo Babpd Tt dovAELd Lov
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19. Me mélovv va unv amotow KAt Tov dtkatovpon (.. ddgta, kKaivyn eE60wV

Ta&10100)

20. Eipon 0 6t6)0G £vTovng KpITIKNG Kol GopKac oD

21. Mov mtapadétovv vepPoAikd popTo epyaciog

22. Mg ametlovV 1 TPAYLLOTOTOIOVY EVOVTIOV OV QUOTKO EKPOPIGUO Kot

Kokopetayeipion

Epotypatoroyro Xyoikov Exeofiopov:

ITo k&t akorovBovv epmthpoto oyeTikd e Tov ZyoAkd Expofiopd: O Zyoikdc

Exoofiopog avagépetor otnv omoladnmote mpaén anévavtt o€ £vo ATopo 1 po opdoo

aTOP®V, pe oKOTd TNV TPOKAN oM BAAPNG (Yo IKNg 1 COUOTIKNG) Kot apoakTnpileTon

oo TNV avicoppomio 6T dvvaun, 6mov o/ot BVTNC/ec VITEPTEPOLV GT1| dVvauT and

t0/0 Oopa/ta. [Tapakoadd, ovacHpeTal amd T VI GOG TO OIKA GOG GYOALKA Ypovia

KOl OTOVTHOTE GTIG TTO KATM EPMTIGELS:

Koatd to pabntikd pov ypovia:

1. Aev ovppeteiya kaBorov, kot dev €ida TOTéE va suuPaivel oYOAKOS EKPOPIGUOG

2. Aev ovppeteiyo kKaBolov, oA €ida va cupuPaivel LEPIKES POPEG TYOAIKOG
eKQoPiopdg

3. Mepiéc popéc Ehafa LéPog oToV EKPOPIGUO AAA®V

4. Mepucéc opéc e ekpOPioav ailot

5. X710 oyoAeio £tuye va gipon Kot 0 B0TNg aAAd ko To B0pa Kamoleg popég
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Koatd to Anpotikd, £Tuye va 6 KTUTGOVVY 1 va 6 KAEYOoLV; AV val, TOTE TOGO

oLV,
1. Iloté
2. Xmhvio

3. Mepwéc popég
4, Xvyva

5. Zvotpatikd

Kotd 10 Anpotiko, £tuye va og Bpilovv, va 6 KOpoidedoVV 1| VoL GE OTEILOVY
Aektikd; Av vat, T0TE TOGO GLYVA;

1. Tlot¢

2. Zmévio

3. Mepucég popég

4. Zoyva

5. Xvomnuatikd

[T6c0 kpdNGaV AVTEG 01 EKQOPICTIKEG CLUTEPIPOPES OMEVOVTL GOV, GTO ANUOTIKO;
1. Aev ey exkpofiotet

2. Mepucéc nuépeg

3. Mepucéc efoopadec

4. Mepikovg unveg

5. "Eva xpovo 1 mepiocdtepo

Edv étuye oto Anpotikd vo ekpoPioteig amd dAlovg, Yot motedels 0Tt £yve avtd;
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Koatd to 'vuvdoio-Avkelo, £Tuye va 6€ KTUTGOLVY 1) va 6€ KAEYouv; AV val, TOTE

OGO GLYVA;
1. Tloté
2. Zmévio

3. Mepéc popég
4. Zoyva

5. Zvotuatikd

Koatd 1o I'vpvdoio-Adkero, étvye va oe Bpilovv, va 6 KOpoideDOVV 1| VoL GE OTEIAOVV
Aektikd; Av vat, T0TE TOGO GLYVA;

1. Tlot¢

2. Zmévio

3. Mepucég popég

4. Zoyva

5. Zvotuatikd

[T6c0 kpdNGaV AVTEG 01 EKQOPIOTIKEG GLUTEPIPOPES OMEVOVTL GOV, 6T0 ["vuvdctio-
Avkelo;

1. Aev eiya expofiotel

2. Mepucég nuépeg

3. Mepucég efdopadeg

4. Mepikovg unveg
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5. "Eva ypovo 1 meprocdtepo

Edv étuye oto 'vuvdoio-Adkelo va ekpoPioteic amd GALOVG, V10Tl TIGTEVELS OTL £YIVE

oTo;

[Towor tav o1 KOPLoL TPOTOL TOV YPTCULOTO|CATE Y10 VAL AVIIUETOTIGETE TOV

eKQoPiopd oto oyoleio; (Enuewmorte pia 1 mePocdTEPES EMAOYECG)

1.

2.

3.

9.

Agv ekpofiotnko 6to oyoieio

[IpoordOnoa va to d100KedGow

[Ipoorddnoa va amopvy® TV KoTtdoToon
[IpoonéOnoca va 10 ayvonocw

[TaAheya micw

Znmoa PonBeta amd eidovg

Znmoa Bonfeta omd dacKaAo

Znmoa Porfeta amd TNV 0KOYEVELL / TOVG YOVEIS

[IpoondOnca va 10 XEPoT® HOVOG LoV

10. Agv QVTYETOMIGO TPOYLLATIKA

11. Axo

"Etuye moté va expoficelg kdmolov 6to 6Yolelo [e Tovg o KAt TpOTovS; AV vat,

eméleEe ToV KAOE TPOTO TOL YPNGIULOTOINGCEG:

1.

2.

3.

Krompota
Khomn

Bpioiég / mapatcovkiia
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4, Amelég
5. 'Eleya ot00g GAAOVG weDTIKO AOY10 V1o avTOV, VTRV / SVGEN IO

6. Tov/mv éPyala £ amd v Tapéa

[1660 cuyva ekPOPirlec AALo/a dTOpO/a LE TOVE TTO TAV® TPOTOLG
1. Tlot¢

2. Zmévio

3. Mepéc popég

4. Zoyva

5. Zvotuatikd

[1660 cuyVa TPpocTAONGES VO ATOPVYELS VA TG GTO GYoAeio Ppickovtog pio
dkatoroyio, AOy® Tov 0Tt GAAOL G EKPOPLLaV;

1. Aev pe ekpoplav

2. Tloté

3. 1-2 popég ko OAN TNV 0KAOTLLOLKT) OV TTOpEia

4. Mepikéc popég

5. Mia @opd v efdopada

6. Ilepiocdtepeg opéc v efdopada

Epotmparoroyo Epyaciakod Ekeopiopov:
[Mopakaid dwpdote T akdrovbdeg INADOGELS Kot KaTaypdyte o€ oo Pabuod woydovv
YL €64G, 6mov 1 = kKaBorlov aAnBéc kat 5 = e€apetikd ainbéc. [Mopakaleiote dmwg

emkevtpmbeite oty gunelpio cag amd TOV EPYUCLOKO GG XDPO.
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1. 'Exo Pioocetl éva 1 meptocdtepa SLGAPESTO/APVNTIKA TEPICTATIKA GTOV EPYUGLUKO

LLOV Y(MPO, TTOL UE EXEL TANYMOEL KO LE EKAVE VO VIDG® TIKPOUEVOS/T

2. 'Exo Piooet éva 1 mep1ocdTEP SVGAPEGTO/OPVNTIKA TEPICTATIKG GTOV EPYUGLOKO
LoV Y®PO, TTOL £XEL OONYNOEL GE EUPOVY] KO ETXLLLOVTY] APVNTIKN OAAOYT OTNV

YLYIKN LoV vYEiQ

3. 'Exo Pidoet éva 1 mep1ocdTEp SVGAPEGTO/OPVNTIKA TEPICTATIKG GTOV EPYUCLOKO

LoV Y®PO, oL Be®pd ®S TOAD Gd1Ko Kot afEpITo

4. "Exo Buvcetl éva 1 mepocdTepa SLGAPEGTA/ APVTIKE TEPIGTATIKA GTOV EPYACLUKO

LoV Y®DPO, IOV oKEPTOOL E0vEL Kot Eava

5. 'Exyo frooet éva 1 meptosoteEp SUGAPESTO/APVNTIKA TEPIGTUTIKA GTOV EPYAGLUKO

LLOV Y®PO, oL OTav TO Bupdpan oL TPOKAAETL VIOV OVOGTATOON

6. 'Exo fidoet éva 1 meptocotep SUCAPECTO/APVNTIKA TEPIGTUTIKA GTOV EPYAGLUKO

LLOV YMDPO, OV LoV TPOKOAAEL EKOIKNTIKES CKEWYELS

7. "Exo fudoet éva 1 meptocoTtep SUCAPESTO/APVNTIKA TEPIGTUTIKA GTOV EPYAGLUKO
LLOV YMPO, Y10l TO OTTOI0 KOTNYOP® TOV £0LTO OV Kot Elpon Bupopévog pe Tov

€aVTO OV
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8. 'Exo Pidoet éva 1 mep1ocdTEPU SVGAPESTO/OPVNTIKA TEPICTATIKG GTOV EPYUGLOKO
LLOV Y(MPO, OV e EXEL 0ONYNOEL GTO Vo, aucBivouat 6Tt dEV LITAPYEL VOO VOL

ayovifopat 1 va katafdAio Tpocmddeio

9. "Exo Pidoet éva 1 mep1ocdTEPU SVGAPEGTO/OPVNTIKA TEPICTATIKG GTOV EPYUCLUKO

LoV Y(®PO, TOL GUYVA HE KAVEL VAL VIDOO® OVGTPOTOS Kol SLGTVUYICUEVOG

10.’Exo Biooet éva 1 teptocdtepo SLoAPESTA/APVNTIKE TEPICTATIKA GTOV EPYOCIOKO

LLOV Y®PO, TTOL EXEL XEWPOTEPEVGEL TNV YEVIKT] PLGIKN OV KOTAGTAOM

11.’Exo Pidoet éva 1| meptocoOTEPU SVGAPEGTO/APVNTIKA TEPIGTOUTIKG GTOV EPYAGLUKO
LLOV Y®PO, OV LLE KAVEL VO ATOPEVYM GLYKEKPILEVO LEPT KOl ATOLO ETCL DOTE VAL

pnv pov BopiCovv avtd TO TEPIOTATIKO/EL

12.'Exyo Pidoet éva 1 meptocoOTEPU SVGAPESTO/APVNTIKA TEPIGTOUTIKG GTOV EPYAGLUKO

LoV Y®DPO, OV e KaveL vo vidBm afonfntog/n kot amoduvaptmpévos/m

13.’Exo Pidoet éva 1 meptocoOTEPA JVGAPESTA/APVNTIKA TEPIGTOTIKG GTOV EPYAGLUKO
LLOV YMDPO, OV LoV TPOKAAEL s ot IKavomoinong, 6tav GKEPTOLAL TO
VEVBVLVO ATOWO Y10l AVTO TO TEPIGTATIKO, VO TPEMEL VO, BUDGEL L1aL TOPOLLOLNL

KOTAOTOOT e TN O1KT LoV

14.'Exyw Piooet éva 1 TeptocOTEPQ JVGAPESTO/APVNTIKA TEPIGTOTIKG GTOV EPYOACLUKO
LLOV YMDPO, OV £XEL OONYNOEL GE CNUAVTIKY LEIWGN TNG SVVAUNG OV KOl TNG

ECMTEPIKNG LOL TaPOPUNONG/OEANGNC
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15."Exo Piooet éva 1 teptocdtepo SLoAPESTA/APVNTIKE TEPICTATIKAE GTOV EPYOCIOKO

LLOV Y®PO, OV UE EXEL KAVEL TEPIGTOTEPO 0EHOLLO/M amd TPV

16. Exo Biooetl éva 1 teptocdtepo SLoAPESTA/APVNTIKE TEPICTATIKAE GTOV EPYOCIOKO
LoV Y®PO, TOL OVOYKACO O VO, ATOGTTD TV TPOGOYN HOL Y10l VOL ETAVEPYOLLOL GTN

(PULGLOAOYIKT LoV d1dbeon

17."Exo Biooetl éva 1 teptocdtepo SLCAPESTA/APVNTIKE TEPICTATIKA GTOV EPYOCIOKO
LLOV YMDPO, OV LoV KOOIGTA 0d0VATO VO EMOUDK® EPYUGLOKES N KoL

OLKOYEVELNKEG OPAGTNPLOTNTES OGS ALY

18. Exym Pidoet éva 1| meptocoOTEPU SVGAPESTO/APVNTIKA TEPIGTOUTIKG GTOV EPYAGLAKO
LLOV YMDPO, TOV GLYVA LLE 0ONYEL GTO VAL ATOGVPOLLAL OO PIMKES KOl KOWVOVIKES

OpPaCTNPLOTNTES

19.'Exyo Pidoet éva 1 meptocoOTEPA SVGAPESTO/APVNTIKA TEPIGTOUTIKG GTOV EPYAGLUKO

LLOV YMDPO, TOV GLYVA TPOKAAEL EMDOVVEG AVOUVIGELS

2TPOTNYIKES AVTIUETMOMIONG EPYUCLOKOV EKPOPIoNOV:

1. IIpoondOnoa va to 6100KESACM Kol VO TO TAP® GTO OGTELO
2. IllpoondOnoca vo aro@Hym TV KATAGTAO

3.’Epewva poxpid omd v gpyocio

4. TlpoondOnoa va T0 ayvoricm

5. [Méreya iocw

6. Znmooa Ponfeta amd cuVAdEAPOVG

7. Znmooa Ponfeta amd avotepa GTEAEYM



8. Znmoa Ponbeta amd v o1KoyEveLd LoV
9. Agv éxava TimoTa Y10 vo, TO OVTILETOTIG®

10. A\Ao

Epotpatoroyo Ilpocomkotnrac:

Five Factor Personality Inventory — EAAnvika.:

[Tdg Ba yapaxtnpilote oNjpepa ToV 0VTO GOC OGOV APOPA T TOPAKAT® CNUEIN;

Agv 1oyvet kaborov: 0
Ioybver Ayo: 1

Ioyver apketd: 2
Ioyvel moAv: 3

Ioyvel andrvTO: 4

1.Eipon yevikd npepog

2. Mov apéoet va £xm moAd kOGO YOP® LoV

3. Kpatd ta mpdypato pov kobopd Kot taktomompéva.

4. Zoyva VidBm KoTdTEPOS/N O TOVG AAAOVG

5.I'ehd evKoAOL

6.Eipat kolog/M oto va pubuilm tov autd Hov Yo Vo CUVIVTHD
npofecpieg

7.0tav Bpioxopat katw omd ToA migon eival popég mov vimbm ot Ha
StAvbm

8.Eipat moAd pebodikd dropo

9.Xmévio vidbo pova&ia 1 OAiym

10.ITpaypatikd omorapupdve va A pe kOGO
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11. TIpoomaB® vo ekTANpOV® 0,Tt LoV avatifetal pe voLVELONGia
12 Zvuyvd vimbw €vtaon kot vevpikoTnta

13.Mov apécel vo Bpickopat 6mov vapyel Opaon

14."Eym EexdBapovg 6T0Y0VvE Kot TPOoTaH® Vo TOLG EMTHY®
S0VAELOVTOG GLOTNUATIKA

15.Kdmotec popéc vimbm tereimg ava&iog/a

16. Xd&vw moAd ypOvo Tpotoh GLYKEVTPOO® GE o SOVAELN

17 Zmévio vioBo va gipont pofiopévog/m 1 ayyouévos/m

18. Zuyva vidbm va eipon yepdtog/m evépyesta

19. AovAed® oKANPA Yo va TETHY® TOVG GTOYOVS OV

20. Zuyva Bopdve e Tov TPOTO LE TOV 0010 01 AvOp®TOL e
avTpeTORILovV

21. Eipon éva yapodpevo, 01s1660Eo drtopo

22. TIoAb cvyvd, 0tav to TpaypaTo Tave oTpafd, Viddm
ATOYONTEVIEVOS/M Kot BOEA® Vol TO TOPATHO®

23. Kamoteg popég dev gipat 660 otabepoc/m kot vrevBuvog/m 6Go Ha
énpene

24. Travwo eipon OAppévog/m 1 Avmnpévoc./n

25. H {on pov €xetl ypnyopoug pubpoig

26. Zuyva vidbo afordntog/m kot BEA® kdmolov GAAO Vo Lov AVGEL Ta
TpoPAnaTa

27. Eipot ToAd dpactiplo GTopo

28. TToté dev Ta KOTAPEPV® VO, 0pYOVEOO®

29. Katd kapovg évimoa toom vipony| mov Ba 1feia va eEapavicTd
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30. ITpotud va kv YeVIKA TO KO oV, Topd Vo gipton 0 NyETNg

OAA®V

Epotpatoroyo Epyacioxé Kiipa:
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0 1 2 3 4

[T kdtw cog nteitor vo SNADCETE TOGO ELYUPIGTNUEVOC/N EIGTE IE TV TOPOVSA

o0C EPYACIO VOPOPIKA LE TO 10 KAT® (EMAEETE Lo omdvinon o€ Kabe opilovtia

ypouun).

(Behtimong Tov de&lotTnTtmv Kot

amOKTNONG VEOV);

[T6c0 evyaplotuévog/m elote pe v | TloAd Evyapiot | Avcapes | IToiv
Tapovoo EPYAcia 6og 6To KAOE Eva evyopLo | pHévog/m muévog/ | ducapec
oo TO O KATW: THEVOG n muévoc/
M n

1. | To otoryeio g TpdkAnong o 1 2 3 4
dovAeld oag — 0 fablog oTOV 0moi0
Umopeite vao amoKopiceTe To aicOnuo
TPOCOTIKNG EMITEVENS OO QTN

2. | Tn dwoapovn Gog o€ TepLoyn, N omoia 1 2 3 4
glvon emBount ylo €60¢ Ko TV
01K0oYEVELd Gag;

3. | Tig evkanpieg yio ynAéc amoraPég; 1 2 3 4

4. | Tn ovvepyoaoio pe Tovg cuvadédpovg | 1 2 3 4
G0OgG;

5. | Thg evkaupieg exmaidevong oog 1 2 3 4
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Ta tpodcBeta mpeAqpata (eKTOC TV

APNHOTIKAOV);

Tnv avayvodpion mov d€yeote OTOV

eKTELEITE KOAQ oL EpyOCiQ;

Tic ovvOnKec epyaciag cog (Kald
€EAEPIOLO KOl QOTICUO, ETAPKN

EPYOCLOKO YDPO KTA);

Tnv ehevBepia mov Exete va
V100eTNGETE IOl O1KN OOG TPOGEYYION

G711 OOVAELY,;

10.

Tnv acedrelo amacydoinong (job

security) cag 6tov opyavicuo;

11.

Tnv evkaipio ETayyEAUATIKNG

avEMENG;

12.

Tnv emayyeALOTIKY) GYECT GOG LE
TOV/TNV TPOIGTAUEVO/TPOIGTANEV

cag;

13.

Tn dvvatotra péyiomg a&lomoinong
TV 0£E10TTOV KOl TKAVOTNTOV GOG

GT1 OOVAELY,;

14.

To ypOvo oL GO PN VEL 1] OOVAELL
O0G YL0L TNV TPOCMOTIKT Ko

olKoyevelokn cog (on;




151

[TapaxoAd eMALETE TIG AMAVINGELS OO TO, O KATM EPOTAUATO TOV GO TALPLALovV

KaAVTEPQL:
15 | [T6co cuyva vidbete dyyxog 1 [Tavta | ZovnO | Mepikég Yravio | TToté
évtaon otV gpyocio; 0 Dopég
16 | [T6co kKapd dovAevetat og owtd | <1 1-2 3-6 ypévio. | 7-14 15>
TOV 0pYyOaVIGUO; xpOVo | xpodvia xpoévVIaL | ypoViaL
17 | Tw mdéc0 koupd axoupa motevete | To 2-5 [lepiocotep | Méypt
011 B cuveyioete va dovAgdeTe | TOAD | ypdvia | 0 amd 5 va
o€ avTtd TOV 0pYaVIGUO; 2 1POVIOL ouvtaél
XPOVL 0dotno
(0} )
18 | To ypdvo mov cag apnveL N 1 2 3 4
dOVAELL GOG Y10 TNV TPOGMTIKN
KOl OIKOYEVELOKT 6ag {on;

19. Aappdvovtag vdyn OAOVG TOVS TAPAYOVTES, EMAEETE TNV IKOVOTOIN O™ GO OE

YEVIKEG YPOUUES ATtO TOV EPYOOATY GOG CNUEPOL:

Amodlvta
EVYAPLOTY

pévog/n

IToAv
EVYOPIOTNUEV

og/Mm

Evyopiot

pévog/m

Ovte
EVYOPIGTNLEY
og/m, oute
dvoapeoTnué

vog/n

Avcopeot

nuévog/n

IToA0

dvoapecT

nuévog/n

Amndiv
0
dvcap
E0TNUE

vog/n
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20. Av kdmotoc/a epyalopevog/n mapamovedel otnv avodtepn dievbuvon, vopilete 0Tt

avTO B TOL/TNG EMPEPEL APVNTIKES GUVETELES OPYOTEPX; (0TS VO VILAPYEL

YounAdTEPN avénon oto oeho 1 Tic Alyotepo embBountéG Epyacieg 0To TN KTA);

Noau, ciyovpa Ba
EXEL APVNTIKES
GUVETELEG
apyoTEPO EMELON
TapamoveOnKe o1

dtevbuvon

ITOavov var

[TBavov oyt

Oy, olyovpa dev Ba Exet
OPVNTIKEG GLVETELEG
apyoTEPO EMELON
mopamovédnke otnv

avatepn devbouvon

21. 11660 cuyva Ba Aéyate OTL 0/1) AUECH TPOTICTALEVOG/T GOG EVOLUPEPETOAL VO GOG

BonOnoet va avelybdeite;

[Tévta 2uvnbmg Mepkég

Dopég

Yrovia,

Tloté

Epotmpatroroyro Metatpavpotikic Awatapaynic ikpiloc:

Odnyieg: Zog mapaxord va dwfdoete Tig akdAovBeg INAMGELS Kol Vo VTOdEIEeTE o€

nowo Babuod wyvovv yia €6dg, 6mov 0 = kaBoAov aAnbég kot 4 = eEopetikd aAnbEc.

Iopoxaieiote Onmc emkevipwbeite otV gumepio coc amd ToOV EPYOCLOKO GOC YDPO.

Exo Piooet éva 1 teptocdTEPO SLGAPESTA/APVITIKG TEPIGTATIKE GTOV EPYOCIOKO LLOV

ADPO...

1. TTov pe €xel MANYOGCEL KOt e EKOVE VO VIOCH TLKPOUEVOS/T).
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2. TTov €yel odNYNOEL O EUPOVY KOl ETILOVI OPVNTIKN OAAOYT] OTNV YLYIKN OV
vyeia

3. [Tov Bewpd g TOAD Gdko ko abéptto

4.ITov oképtopon Eova Kot Eavd

5.ITov 6tav to Bopdpan Lov TPOKAAEL EVTOVT OVOGTATMOON

6.ITov pov TpokaAel EKOIKNTIKES GKEYELS

7.0 T0 0moio KOTNYOP® TOV E0VLTO LoV Kot ot BUU®UEVOC [LE TOV EQVTO OV

8.ITov pe €yel odnynoet oto va archavopot 6Tt dev VLdpyeL vonpa va ayovifopon 1 va
KAToBAAA® TpooTAbELaL.

9.ITov cuyvad e Kavel va VoD dOVGTPOTOG Kot SVGTLYIGUEVOG

10.ITov €xet xepoTepeVGEL TNV YEVIKT] QPUGIKT] LOV KOTAGTOON

11.ITov pe kdver va amo@edy®m GLYKEKPLUEVO LEPT KOl ATOUM £TCL OGTE VO UMV OV
BopiCovv awtd TO TEPIOTATIKO/GL

12.ITov pe kdvel va viobo afondntog/n kot amrodvuvopmpévos/m

13.ITov pov mpokaAel aroOnpaTo Kovoroinong, 0Tav oKEPTOUHOL TO VTELBVVO GTOopO
Y10l QVTO TO TEPLOTOTIKO, VO TPEMEL VAL PLOGEL [0l TOPOUOL0 KATAGTOOT) LLE T O1KT| LLOV.

14.ITov €xet 0dNYNGEL G€ ONUAVTIKY Helwon TG SVVAUNG OV KOt TNG ECOTEPIKNG OV
noapdpunone/Béinong

15.1Tov pe €xet kbver meprocdTEPO 0ELHLLO/M OO TPV .

16.ITov avayxdlopol vo OMOGTD TNV TPOGOYN HOV Yol VO EMOVEPYOUOL OTN
(UOLOAOYIKT Hov O1dBeon_

17.1Tov pov kabiotd adHVOTO VO EMOIOK®O EPYACIOKEG 1 KOl OIKOYEVELOKEG

dpaCTNPLOTNTES OTMG TOALEL
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18.ITov ocvyvd pe odnyel ot1o vo amocvpopol Omd QOUMKES KOl KOWMVIKEG
dpacTNPLOTNTEG

19.1Tov cuYVA TPOKALEL ETMIVVEG OVOUVIGELS

APPENDIX C
Email for participants meeting phase two criteria
I'ewo oo,

EAni® avtd 10 unvopa va cog Ppickel KoAd.

Yag otélveo oyeTikd pe v épevva pe ovopa «Epyactaxog Exeofiopdg kot
Bupatonoinon» oty omoia £xete AdPet pépog péow tov Google Forms mpwv and éva,
pva, 6mov giyate eniong ONADGEL TO EVOLOPEPOV GOG Y10 T GLUUETOY GOG KO GTN
devtepn @dom g épevvoc. ITo kdto Ba Bpeite Eva epmtnuatordylo mov yperdletan
VO GUUTANPADGETE TO OTO10 EYETE EAVE GUUTANPDOGEL TPV Amd £voL VAL, Kot LEAETAEL
TG eumelpieg epyasiakns Bvpatonoinong yia tovg tehevtaiovg 6 pnvec. [opoakaid,
LéYPL To TEAOG NG EROOUASAG OTMG TPOMONCETE TO EPOTNUATOAOYIO GUUTANPOUEVO
o€ auTN TV NAekTpovikn devbuvvon. Emiong, etvar onpavtikd 1o pivopd oog va £xet
KOOKO 0o@aAeiog, Kot 6€ EMOUEVO UNVOLLA VO LLOV OTTOGTEIAETE OWTO TOV KMOKO. Mg
Bdon TIC amavToELg Gag 6TO €V AOY® EpOTNIATOAOY10, O emdeyeite 1} Oyt yror T 21
@aomn ™G €pevvag. N omoio amoteAgitan amd o NUSoUNUEVT GLVEVTELEN TToL B
npoypatononfel 6To Ypapeio TG EPELVNTPLNG GE NUEPO KO DPAL TOV V. £fvort BOAKN
v €6dc. [TAnpogopieg yia tn cvvévtevén Ba do0ovv onv Topeia.

®a MBeha emiong va 60G EVYOPIETNOW EAVE Y10 TO EVOLOLPEPOV GOG KOl TNV
OAN ovpPoln cag oy €pevva. H cuppetoyn cog eivol moAoTiun yo v Katovonon

TOV QALVOLEVOD TOL EPYOCIAKOD EKPOPIGHOD.
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[Ma omoladnote TEPAUTEP® TANPOPOPIa 1] OLEVKPIVIOT), TOPUKAAD PNV

dlotdoete va emkovovioete poll pog.

Evyopioto ek tov potépav,
[pryévela ZtuAlavo.
APPENDIX D
Consent form for the qualitative phase
"Evrono vykatd0eong
(2" ®aon)

[Two kdTe divovtar o1 amapaitnTeg TANPOPOPIEG GYETIKA LLE TH GLUUETOYY| GOGC
o1 21 eAaon G £pevvag. Ze avTn TN edomn Ba KAnOeite va amavTiceTe TPOPOPIKE GE
EPMTNOELS OV oyeTilovTar [e TNV gUmelpia Gog EKPOPIGUOV GTO YDPO EPYUTING GOG.
H cvvévtevén Ba dwapréoetl 45 Aemtd péxpt 1 opa. ‘Exete to dikaiopa omoladnmote
OTLYUN TO EMBOVUNGETE VO OIIKOWETE T GLVEVTELEN Kot T OEGOUEVA GOG VO,
Ly papovv.

2y mepintoon 0mov 1 21 oAokAnpwbetl, ot TAnpopopieg cag Ba kpatnHovv
o€ AoQOAES apyelo oto omoio TpdsPaoct Ba £xel LOVO 1) EPELVNTPINL, KOL EVOL UV
LETE TNV avOAVoT) TOV dd0UEVOVY B KATAGTPAPOVV. Zag EVUEPDVOLUE EavE OTL T
SPOAOEN TOV TPOCOTIKMV OE00UEVAOV Kot 1) Exepvbeta amotehovv Pactkd oTotyeia
™G €PEVVAG LG TO OO0 TPOGTATEVOVLE LE ALGTNPOTNTO KO KATAAANAOANTOL.
A. XKomlg TS £pEvvag

H ev AMdyo €peuva amockomnel ot d1epedivi|on TG EMIOPACTG TOV EUTEIPLOV
o(O0AIKOD eKQOPIopoD Kot Bupatomoinong, Tng TPOSHOTIKOTITOS TOV ATOUOL Kol TOV

gpyactakol TEPPAALOVTOG 6TV avATTLEN eKEOPIGHOY Kot Bupatomoinong 6to
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TAIG10 TNG EPYOGING, OTME KOl TOV CLVAICHONUATOV TIKPiog 6TOVG pYUlOUEVOVG
nAkiog 18-65 gtmv.

Edv emBopeite va AdPete pépog o avtn v Epgvva Ba cag {ntndei va
CUUTANPOCETE VAL EPOTNUATOAIYIO TO OTOI0 AUPOPA TNV EUTELPIOL COC CYETIKA LUE
TUYDOV TPEYOVCEG EUTEIPIEG EPYAGLOKOD EKPOPIOUOD (T.Y. ASIKEG GCUUTEPLPOPES GTOV
YDPO EPYOCIOG GOG). ZOUPMVA LLE TO ATOTEAEGLLOTO, TOV €V AOY® EPOTNUATOAOYIOVL Oa
EMAEYEITE 1 OYL Y10L TN CLUUETOYN G0 oTn 2" PAcn TG Epevvag.

[Ma ™) 21 edomn ¢ £pevvag £YEL OYESIOCTEL TOLOTIKY] EPELVA LE NUIOOUNUEVES
oLVEVTEVEELS, Ol omoieg Ba TparypatomonBolv og €101k S1OUOPPOUEVO YPAPETLD, OE
NUéPA Kot dpa Tov oG BOAEVEL.

B. Avapevopevo 0ghog Y10 TOVG GUUNETEYOVTES

Agv Ba vTapEOVY TPOSOTIKE OQEAN OO TNV GLULETOYT GOG GE VT TNV
épevva. QoT1000, 1 GLUUETOYN GOG B TPOSPEPEL TOAVTULES YVOGELS TOV UITOPOVV VoL
GLUUPBAAAOVY GTNV AVATTTVEY GTOYEVUEV®V TAPEUPAGE®V Y10 TV peimon Tov
£PYAo1oKoD EKPOPIOLOV KOl TOV GUVETEIDV TTOV £MPEPEL 6T o1 TOV avOpOTOV.

I'. Xvpperoyn oty épevva

H ocvppetoyn cag oty mapovca Epguva givar eBehovtikn. O kdbe
CUUUETEYOVTOG £XEL TO OIKOULMUA VO APEL TV GUUUETOYN TOVL GTNV EPELVA OV TACH
oTyun 1o BeAnoet yopic kdmola GuVETELX.

Eniong, £xete to dwkaiopa vo apynOeite vo amovicETe € OTOECONTOTE
EPMTNOELS 0V EMOVEITE VAL OTAVTICETE KOl VO TOPOUEIVETE TNV £pELVAL

Agv vdpyovv tpofréyiot kivouvol Tov TPOKLTOVY Amd TN GUUUETOYN OOG
oV Tapovoa Epevva. QoTOG0, VITAPYEL EVOEXOLEVO Vo ocBovOsite doynua 1/Kot vo
ViIdoeTe 0Tt PopTieaTte YuOoAOYIKE YOP® amd T OELOTA TOV QUPOPOVV TNV TOPOVCH

£peuva AOY® TOL £VaIcONTOV TG TEPLEYOUEVOU.
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Ac@almg Oa £yeTe TO SIKOIMUL VO OTTOYWPT|CETE A0 TNV £PELVAL
OTOOVONTTOTE OTLYUN TO OEANCETE EMKOIVOVAOVTOG LUE TOV EMGTNIOVIKO vITELHLVO N
™V gpevviTpla. Oa €xete emiong To dtkaimpo vo {nToeTe va. d1oypapodV ot
OTAVTINOELS GOG.

A. TIpécPacn ko Sra@Oracn ded0pévov

Y10 mhaicta TG Epguvag Bo cuAleyBohv LOvo o1 TANPoPopieg o1 omolieg givat
amopoitnTeg Yoo Vv oeaywyn g épevvas. Ocov apopd T0 AKOVGTIKO apyeio TOV
KkéOe cvppetéyovra mov Bo TpokvYEL amd TV 21 eaon g Epgvvag, Ba puiaybel o
vTovAdamt aceaieiog (e Kodkd tpdsPfacng) oto ypageio g epevvnTplag 6mov Pdvo
avtr| Ba €xel mpocPacn. O emotnuovikog vrevBvvog (Ap. [avayuntng Xrovpviong)
Ba £xel TpOGPaon LOVO GTA AVAOVVLLO OEOOUEVOL.

Ta avovopa dedopéva Ba ypnoiponomBodv 611 S1dyLoT TOV EVPNUATOV TNG
épevvag o€ d1ebv) emoTNHOVIKA TEPLOSIKE KO B0l KATAGTPAPOVV 0pov OAOKANpmBOEel
n €pevval.

E. IIAnpogopicc yra vinpecies yoyoroyiknig ot)piing
Tniepwvikn Yanpeoio ZopPovientikng & Zmpigng
(Opyaviopdg Neolaiog Kompov)

1410

Yvppovievtikn Méocw Aadiktov (Opyoviopnog Neoraiog Kompov)

https://onek.org.cy

[Movemotnpuovmodn, Ayiavt{id
T.0. 20537

CY1678, Asvkmoio


https://onek.org.cy/
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Kvmpog
mentalhealth@ucy.ac.cy

TnA. +357 22892136

Kévtpo Yoyuknc Yyeiog Xtpoforov

TnA.. +357 22305723

Kévtpo Yyeiog Aakataprog

TnA. +357 22443396 / 22443397

Kévtpo Yyeiog Eykopng

TnA. +357 22809037

Kévrpo Yyeiog Ayhatlrag

TnA. +357 22444466

Kévrpo Yyeiog Kaipakiiov

Tn\. +357 22877044

HoAior6 Noookopgio Agvkmoiag

TnA. +357 22801618

Kévtpo Yyeiog Aator®dv

TnA. +357 22467496
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Kévtpo Yyeiog Idariov

TnA. +357 22521922

Aypotikd Yyerwovouko Kévrpo Ilaiopetrdyov

TnA. +357 22952459

Aypotikd Yyerovopko Kévrpo Akakiov

TnA. +357 22821080

XT. 1oy eio emkovoviog
Emotnpovikog Yaev0vvog

Ap. Iovayidg Ztavpviong,

Enikovpog Kabnyntg

Tunua Poyxoroyiog, Iavemomuo Konpov
stavrini@ucy.ac.cy

+357 22892073

Epgovitpra

Ipryévera ZtvAiavov,

Awaxktopikn ©ormtpra Kiwvikng Poyoroyiog
Tunpa Poyoroyiag, [Mavemotuo Kompov

stylianou.ifigenia@ucy.ac.cy

Yrev0vvog Yanpeoiog YrootipiEng Epevvag

Ap. Méprog Anuntpidong Havemompo Korpov


mailto:stylianou.ifigenia@ucy.ac.cy

160

demetriades.a.marios@ucy.ac.cy

+357 22894287
Enifeto: Ovopa:
Ynoypaon: Huepounvia:

APPENDIX E
Interview Protocol

Apywcd Bo 0eha va pdbm kdmola TpdypoTa Yo €6Eva Yo VoL 6€ Yvopion KoAdTepa,

o [lec pov Aya Aoyl Yo €GEVOL EMKEVTIPMOVOVTOS KUPIMG GTO YOPAKTIPO KOL TNV

®  TPOCAOTIKOTNTA GOV

o [lpdta Ba NBera va pov meptypdyels mwg katolaPaivelg Tov 0po epyaclokog
exkpofiouog.

o  Mnopeig va Teptypayelg TG EUTEPIEG GOV MO GTIYIEG TOV EVIWGES TG GALN
drTopa 6To EPYOCIOKO GOV TEPPAAAOV GOV CLUTEPLPEPOVTAY AIKO KOL LLE TPOTO
nov NOeAaV va o€ PAAOYOLV YUYIKA 1] COUOTIKA;

o [lote mepimov, eGv Bupdoar, Eexivnoay aVTES 01 GLUTEPIPOPEC;

o (Av éywe mepiocdtepo and 1 popd) [Tov cuvéParve cuvhBocg;

e Tieidovg ekpoPiopog Nrav;

e [l6c0 cuyvd cuvéParve;

e Amnd ndéca dtopa;

o [lwg avtidpovoeg cuvnBmG 6TOV EKEOPIGIO TOL OEYOGOVY KOl TTOLD NTALV TOL
OTOTEAECLOTO TOV OVTIOPACEDY GOV,

e [l6c0 kapd kpdtnoe 0 eKkPoPiopdc;

e AM\o&e o€ Hopon;
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[Tdg ta vTdAOUTA ATOUO GTO YDPO EPYOCIOS GOV OVTEIPACHY GE VTN TV
eunepio cov;

[Tote Ba Eheyeg OTLTAV 1] TPDTN POPA TOL GLVELINTOTOINGES OTL AVTEG OL
CLUTEPLPOPEG EMNPEACAY TNV KOO UEPVOTNTA c0V; Mg TTO10 TPOTO GE EMPEATAV
KaOnuepvad;

T1 cuvarcHpaTO GOV TPOKAAOVY OVTEG O1 EUTELPIEC;

Ti motevelg mog Oa Enpene N kGOe etarpeio va epappdlet kot mwoteg pebddovg va
akolovBel dote dpeca va avTieTmilovTol To TEPICTATIKA EPYAGIAKOV

eKQOPIoHOV;
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APPENDIX F
Approval form for conducting the research by the Research Support Service,

University of Cyprus

20/08/2020

BEBAIQZH

Me tnv mopoloa, eyw 0 KATwOL uTtoyeypaupévog, MAplog Anpuntpladng, HE ap. TaUTOTNTOG
790355, pe tnv W8LdtnTd pou wg Noppog Ekmpoowrnog tou Maverotnpiov Kumpou yia Bépata
£peuvag, SnAwvw unevBuva OTL €xw AABEL EVNUEPWON YL TO TIEPLEXOUEVO TOU TIPOTELVOUEVOU
gpeuVNTIKOU €pyou ¢ Stdaktoptkng pottitpLag Tou Tunpatog Wuyohoyiag tou Mavemotnuiov
Kumpou, k. Idryévelag Ztuliavol, pe Titho «Amod to ZXoAkd otov Epyaoiakd EkdoBlopd kat
Oupatomnoinon: Ataypovikn Kot Avadpopkry MeAETn» KoL ouvalvw ek HEPOUE Tou Mavermotnuiou

Kumpou otnv vAonoinaor Tou.

X7
: N,
Maprog AnuntpLadng
Mpototduevog

Yninpeotia Yrootripgng Epeuvag
MNavemotrpo Kumpou
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APPENDIX G

Approval form for conducting the research by the Cyprus National Bioethics

Committee
¢
:igh 78 "
s
EYTIPIAKH AHMOKPATIA EEMIKH EMTPOMH BIOHSIKHE KYNPOY

Ap. ®ax.: EEBE/EI2020/52
Ap. Th: 22809038 / 22809039
Ap. DaZ: 22353878

09 Towviow, 2021

Ap Toveudons Zrooprvidng
Averknpotic Kafmmeis
Tyiua Fogoroyieg
Movemetiun Kdxpoo

1678 Asvkmia

Ayumd Ap Zrovpvid,

Embupd v avapepid oto mo wivo Bépe wm va oog whnpopophon 611 1)
fuduongin fombudg afwldymeng éxel ohokhnpobei,

2. Zhppove pe 1o Svtomo amdpests (EEBK04) mov &g exddaoe ) Emtpom)
Bumbucde ASwidwynone ong (5 Ampdiow 2021 xm w omolo oog ége 16n
wowomomiet, 1 epevvrTuc mpoTeey eykpiveTon

3. Zog svgdunote kdbe emruyio o Swlaywym me epevvnriks oug TpoTachc
KL OVEPEVOULE  ovaTpogoddTnen v TV wpoodo Sieteyeyis ™S UECH  TEV
veEvopepivey evTimay, of tpovooivion otous Kadues pormaig (fubioipol oty
wtasekifa e Efaiks Emrpomis Bumbuerc Kdmpou).

Me extipnan,
Kub. Kewotavrivog N. Melhag
lpdedpog

Efhvuciz Emrpontys Buombucg Kdmpou

Aadptow 22, 2365 Ayog Aopéniog, Aeuxwoia
HA vkt T o cnbc@bicethics.gov.ey, forooediba; wew.bicethics.gov.cy


http://www.bioethics.gov.cy/moh/cnbc/cnbc.nsf/index_en/index_en?OpenDocument
http://www.bioethics.gov.cy/moh/cnbc/cnbc.nsf/index_en/index_en?OpenDocument



