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Methods: This study was descriptive-analytical in nature. The research population
consisted of employees of one of the petrochemical plants located in the south of
the country. The samples (n=202) were selected using the census sampling method.
In this research, two self-report questionnaires, namely the Effort-Reward
Imbalance Scale and the Questionnaire of bullying actions, were used to measure
the variables. Data analysis was performed using SPSS 18 software using Pearson’s
correlation coefficient and linear regression.
Results: The mean scores of the participants’ age and work experience in this study
were 40.13%£9.32 and 15.9+£9.50 vyears, respectively. Among the participants,
72.8% were female and 86.1% were married. In terms of educational status, 10.9%
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Extended Abstract
Background and Objective

In work environments, job stress is recognized as the
main factor that can disrupt the control of employees and
result in aggression among employees. In working
environments, in performing a task, effort-reward
balance is one of the critical issues that should be taken
into account. It refers to the necessity of striking a
balance between the effort made and the reward received
in return. Therefore, the present study aimed to assess
the role of the effort-reward imbalance model in the
occurrence of bullying in the workplace.

Materials and Methods

This descriptive-analytical study was conducted
during 12 months. According to the initial negotiations
with the management of one of the petrochemical
companies located in the south of the country, all
employees working in this petrochemical company
with any type of employment formed the target
community of this study. These people were included
in the present study via the census method. A total of
202 subjects participated in this study. In the present
study, two self-report questionnaires ( Effort-Reward
Imbalance Questionnaire by Siegrist et al. and the
Negative Acts Questionnaire-Revised) were used to
collect the data. The effort-reward imbalance
questionnaire consists of 23 items. Questions 1-6
measure a person's level of effort in performing job
duties. Items 7-17 gauge the rewards received by the
individual (respect, approval, job promotion, and job
security), and items 18-23 measure extreme
commitment in the individual. The Cronbach's alpha
coefficients of this questionnaire were obtained at 0.76,
0.76, and 0.75 for the dimensions of effort, reward, and
extreme commitment, respectively. Moreover, the
reliability scores by the Spearman-Brown method were
calculated at 0.74, 0.68, and 0.71, which are quite
satisfactory. In this research, the Negative Acts
Questionnaire-Revised was used to measure bullying
behaviors in the work environment.

The original version of this questionnaire has 22
items. In this research, the short form of this
questionnaire (9-item) was used since this study aimed
to measure the occurrence or non-occurrence of these
behaviors, and this goal is also achieved with the short
questionnaire, and the use of the long form will only
increase the number of items in the questionnaire and
tire the respondents. The validity of the questionnaire
has been confirmed by confirmatory factor analysis
and also by correlating the scores of this questionnaire
with such variables as role conflict and stress-related
psycho-physical symptoms. The reliability of this tool
was also reported, rendering Cronbach's alpha method
0.91. In this research, the data were first described with
descriptive statistics and then analyzed with inferential
statistics. Descriptive findings were presented as mean
and standard deviation. At the inferential level,
methods, such as Pearson's correlation coefficient and
regression, were also used. The data were analyzed
using SPSS software (version 18).

Results
The mean scores of age and work experience of

participants were 40.13+£9.32 and 15.949.50 years,
respectively. Moreover, 147 (72.8%) subjects were
female, and 174 (86.1%) cases were married. In terms of
education status, it was found that 10.9%, 81.2%, 7.9
had an associate's degree, bachelor's degree, and
master's degree or higher, respectively. About three-
quarters of subjects were officially employed.

A linear regression model was used to identify the
factors affecting the changes in the bullying score.
Firstly, the linear relationship between each variable and
bullying was assessed separately using univariate linear
regression. Thereafter, the variables with a P< 0.2 were
entered into the multivariate linear regression model.
Among the investigated variables, age, work experience,
gender, effort-reward imbalance, and extreme
commitment were eligible to enter the multivariate
regression model. Based on the results of the
multivariate regression model, among the variables
investigated in this study, effort-reward imbalance
(B=0.356 and P<0.001) and extreme commitment
(B=0.343 and P<0.001) ) were able to significantly
predict changes in bullying scores. Considering the
positive beta coefficient for both variables, it can be
stated that bullying increases with the enhancement of
effort-reward imbalance and extreme commitment. It is
noteworthy that the fitted model in this study had R2
equal to 0.296. In other words, the investigated variables
explain about 30% of bullying changes. Based on the
results of the multivariate regression model, among the
variables examined in this study, effort-reward
imbalance and extreme commitment were able to
significantly predict the changes in the bullying score
(P<0.001).

Discussion

The results of this study pointed out that the effort-
reward imbalance in the work environment had a
significant relationship with the occurrence of
bullying  behavior.  Previous research  has
demonstrated that workplace bullying threatens the
mental and physical health of employees at work.
Moreover, the employees who are harassed have
lower levels of job satisfaction, higher levels of
anxiety and depression, and are more likely to leave
their workplace. Organizations face an increased risk
of attrition and absenteeism, leading to lost profits,
potential legal costs, and court cases.

In addition, due to the stress they may cause,
factors in the work environment are important
precursors to workplace bullying. Furthermore, the
results of this study indicated that the extreme
commitment of people in an organization can have a
significant relationship with the occurrence of
bullying behavior in a work environment. A wide
array of studies have linked this type of commitment
with important variables, such as the intention to quit
the job, job burnout, work performance, citizenship
behaviors, and job satisfaction. This study illustrated
that gender did not have a significant effect on the
occurrence of bullying in the workplace, while the
results of a systematic review study conducted by
Feiyo et al. in 2019 revealed that in most studies,
women are at a higher risk of harassment and
bullying.




Conclusion their jobs, as well as those with extreme commitment,
As evidenced by the obtained results, employees are more likely to engage in negative behaviors, such as
who feel an imbalance between inputs and outputs in bullying in the workplace.
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