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ABSTRACT

The research aims to determine the level of perceived bullying among workers in a
number of governmental and private colleges in the city of Baghdad and to know the level of
differences between the responses of the members of the research sample. To achieve the
objectives of the research, a questionnaire was developed and distributed to a sample of (130)
individuals. It was subjected to statistical analysis (122), which is (94%). Several methods have
been used in statistical analysis including (Mean, Correlation, ANOVA,). The research reached
several results and conclusions, the most important of which is that the sample is aware of and
well aware of the contents of "bullying behaviors at work"”, and that there are significant
differences between the faculties discussed. The research recommended that the researched
organizations should pay attention to maintaining a positive cultural environment in which the
values of respect and dignity prevail for workers. This would prevent bullying cases from
occurring in the work, and the necessity of adopting codes of ethical behavior.
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INTRODUCTION

"Bullying" originated a long time ago, butits tally is now higher than ever. The beginnings
of interest in it in the modern era were due to the school environment, and now it has become a
big problem in the working environment, so talking about bullying in the workplace in the second
millennium is not something new, not an unknown newborn.

Bullying in the workplace is a phenomenon widely studied in different nations, and
literature suggests that the perception of" bullying in the workplace” varies across countries due
to differences in industrial, social and cultural relationship frameworks.

The search for bullying in the workplace has become global, with 95 per cent of
employees reporting bullying behaviour in the workplace over a five-year period. According to
studies on this subject, bullying behavior is widespread but to varying degrees, with 46.8% in the
United States of America, 44%, Turkey 40%, Italy 16%, Scandinavia and other parts of Europe
3.5-1 0%.

We do not really survive if we say that "bullying in the workplace” is a general
phenomenon in all societies but varies in severity depending on different environments and
diversity of factors of impact. Our institutions today (public and private) are not immune from
this, including academic institutions.
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Research Problem

The problem crystallizes in the following questions:

- What is the level of awareness of the state of bullying in the workplace by the sample researched?

- What level of importance is given to bullying practices in the workplace by the sample researched?

- Are there statistical differences between the sample categories researched towards the perception of
bullying practices?

Search Objectives

- Determining the level of importance of bullying practices according to the responses of the sample
researched.

- Detecting statistical differences between the trends of the exterminators towards the phenomenon of
bullying.

The Importance of Research

The importance of research is reflected in the following data:

- Lack of the Arab Library of Field Studies on bullying in the workplace.
- The scarcity of research on the subject of bullying in the workplace by Iraqi researchers and scholars.
- The lack of a local study on bullying behaviors in the Iragi university environment.

- The increasing importance of the impact of the phenomenon of bullying and its negative repercussions
on the health of the workplace, the performance of workers and their level of association with the
organization.

Research Approach

The analytical descriptive approach represents the appropriate approach to this research,
as it focuses on the accurate description of the phenomenon or problem to be studied by looking
at previous studies and research related to the subject.

Search Limits

Spatial boundaries: represented by a number of public and civil colleges.

- Time limits: Extended for the period of time from 1/10/2019 - 31/1/2020.
- Human boundaries: employees working in a number of public and civil colleges.

Community and Sample Research

A number of public and civil colleges were selected as a research community, including
(Faculty of Management and Economics at the Iragi University/Technical Administrative College
at the Central Technical University/Faculty of Heritage University/College of Al-Maamoun
University), and the table (Krejcie & Morgan, 1970) was used to determine the sample size of
130 individuals. The number of questionnaires recovered (128) was 128, and was subjected to
statistical analysis (122) questionnaires and 94 percent. From the sample, (6) questionnaires were
excludedbecause they were not suitable for analysis.
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Research Hypotheses

a. There is a statistically significant correlation between bullying behaviors and other related areas such as
(perception of bullying, the role of management and the culture of the institution, the qualities of
bullies), in researched colleges.

b. There are statistically significant differences in bullying behaviors and other related areas such as
(bullying perception, bullying practices, management role and institution culture, the qualities of
bullies) among researched colleges

C. There are statistically significant differences between average research dimensions due to personal
variables (gender, age, scientific qualification, number of years of service).

Search Tool

The main data collection tool was developed with the benefit of studies (Golparvar et al.,
2018; Manners & Cates, 2016; Zoubi & Mahidat, 2014). The questionnaire consisted of two
sections, the first (general information), and the second (bullying behaviors) which included
dimensions (awareness of bullying, bullying practices, management and the culture of the
institution, the qualities of bullies).

LITERATURE REVIEW

The intellectual development of the concept of "workplace bullying”: The first start was
when a book was published in the United States of America in 1976 entitled "Harassing
workers", but the actual spread of the concept of bullying at work was by psychiatrist Lehman,
who conducted the first research studies on school bullying in Scandinavia in 1990 and was the
basis for subsequent research on the subject, where he initially studied aggressive behavior in
schoolchildren when hostile cases were selected and diagnosed in groups of children. He later
shifted his research focus from school yards to seeking similar behavior in the workplace,
particularly bullying in adults. Interest and research into work place bullying has expanded
throughout the nine-year period of the last century.

This topic has received considerable attention from researchers and practitioners in many
European countries such as Norway, Sweden and Finland, where many research projects have
begun to study the prevalence of this phenomenon as well as to study enabling factors and
negative consequences for staff and organizations. Meanwhile, Andrea Adams, a freelance
journalist fromthe UK, in collaboration with psychologist Neil Crawford, introduced the
phenomenon of bullying to the public through radio broadcasts in 1992.

WHAT IS BULLYING

Given the difference in the perception of bullying in the workplace, among researchers,
various definitions of bullying have been used. Many researchers have agreed that "bullying”
“means harassment, abuse, social exclusion or negatively affecting someone's work tasks. This
process, must occur over and over again (for example, weekly) and over a period of time (for
example, about six months). Sees workplace bullying as a form of abuse between people that
goes beyond mere lack of manners, involves degrading and repeated acts towards individuals and
creates repressive work environments. In the workplace,” the Institute of Workplace Bullying
(WBI U.S.) defined bullying as "repeated and health-damaging abuse of one or more persons
(victims) by one or more (perpetrators), it is abusive behavior that threatens, insults, intimidates,
interferes with work or causes sabotage (preventing work from being finished).
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The Behavior of " Authoritarian" Bullying

(Workplace bullying) has been widely used to identify any form of negative behavior in
the workplace, however, researchers warn that all negative social behavior in the workplace
cannot be described as bullying. There has been growing interest from researchers in a variety of
negative workplace phenomena such as workplace bullying, workplace aggression, workplace
disability, workplace harassment, workplace delinquency, social undermining, emotional abuse
and arbitrary supervision. While the intention of harm and negative actions directed at the target
is a common phenomenon of bullying and other negative phenomena in the workplace, there are
key characteristic features of bullying behavior, as sees it:

e Fortitude (the rising nature of the phenomenon), the continuation of inappropriate behaviors in terms of
repetition (once or twice a week), duration (at least for 6 months) and (for a variety of behaviors
involved) are one of the most prominent features of bullying.

e There must be a difference in authority, as the individual has difficulty protecting himself or herself
from these acts as bullying occurs with two unequal persons and is characterized by the illegal useof
authority derived from the organization's official organizational structure to violate the limits of
appropriate conduct in the workplace.

e The intention of negative acts manifested through the deliberate nature of such behaviours is an
essential feature of bullying in the workplace.

e  The types of behaviors that can shape the phenomenon of "bullying” include, but are not limited to

o Repeated and unjustified public criticism, which targets individuals, not performing work, insults or
intimidation and threats of punishment without justification, humiliating a person through criticism,
ridicule and/or insults, especially in front of other employees or clients, social or physical isolation and
exclusion of a particular person from social events in the workplace, fatigue (e.g. impossible deadlines,
creating unjustified disturbances), destabilizing and undermining behaviour (e.g., lack of confidence,
assigning tasks to meaningless individuals). Reminding individuals of their mistakes, withholding
responsibility for no reason, spreading false or malicious rumors, gossip and gossip on a particular
person, assigning duties that are not conducive to the abilities of the individual and overloading a
particular person with a lot of work. Continuous unjustified scrutiny of the employee, deliberate
withholding of the information necessary to perform the work as required or preventing access to the
necessary information. Denial of training, promotion and appropriate jobs, sabotage of a particular
person's work.

Some researchers, including, attributed there a sons for bullying in the workplace to one
or a number of reasons such as (change in the nature of work, how work is organized,
institutional culture, leadership), that the personality traits of the bully are perhaps one of the
most important reasons for bullying as he feels insecure, weak self-confidence, the need to
control and exercise power over others, and even a sense of envy towards the other and his
abilities and fear of doing his job better than him. Added other causes such as depression,
personality disorder, speed of anger, addiction to aggressive behaviors, misunderstanding of
others, anxiety and sometimes imitation. Most previous studies have focused on the changing
factors of the working environment in the authoritarian workplace.

Thus, bullying in the workplace does not occur in a social vacuum. Instead, it occurs in
the context of a regulatory environment that may exacerbate or reduce its occurrence. One of the
most predictive factors for studying bullying in the workplace is situational or contextual factors
that may affect violations in any organization. "Circumstantial restrictions" were diagnosed as
one of the strongest workplace assault predictions.

Stressful work environments seem to represent conditions that make it likely that there
will be bullying in the workplace. For example, researchers found that unsafe function and role
pressures such as low job autonomy and high workload similarly indicate the results of the

4 1939-4675-25-S5-02



International Journal of Entrepreneurship Volume 25, Special Issue 5, 2021

analysis Until roles are opposed, roles are blurred, independence is reduced, labor restrictions are
high and boredom is higher between goals compared to non-aggressive goals in the workplace.

ELECTRONIC BULLYING

Communications have created new ways of bullying in the workplace, as a result of over-
reliance - often in person - using electronic methods and social communications as management
often relies on technology as the primary means of communication, and employees and managers
use e-mail, text messages and various social media forms to run businesses from the workplace.
Cyber bullying can occur through channels such as mobile phones, text messages, instant
messages, email and other social media sources, as a person who hides behind a computer and
attacks the recipient through some kind of electronic device.

Effect- Consequences-Bullying

Aggressive behaviors, bullying and violence are one of the problems in the workplace
today in many countries and communities. These behaviors affect the performance of
organizations and the performance of individuals. Bullying behaviors are one of the most
common among Vviolence and aggressive behaviors that individuals who are exposed to persistent
bullying in the workplace usually produce a severe and persistent emotional condition and
reaction that can lead to subsequent psychological disorders, such as anxiety. Depression is that
abusive behaviour that represents: threats, insults, intimidation or interference in the work that
prevents the worker from doing it or verbal abuse has deeper effects on organizations and
managers because the potential cost of bullying may be high, and allowing such behaviour to
occur will ultimately result in significant costs to the employer due to low staff morale, increased
absenteeism and turnover, and the greatest risk is its impact on overall productivity, not to
mention the impact on the mental health and well-being of workers and their impact on stress-
related disability or workers' claims. In a study revealed the negative impact of bullying on the
performance and satisfaction of workers, the study showed the impact of bullying in the
workplace on anxiety, depression, job satisfaction, rotation and in attention. found positive
relationship Between bullying and the number of workers, a study on the negative relationship
between bullying in the workplace and the satisfaction of workers and their level of commitment,
also confirmed the study indicated that the intention of workers to leave due to bullying increases
or decreases depending on the level of support they receive from their institution.

The effects of bullying can be summarized in the following points:

a. Regulatory costs: The cost of bullying in organizations includes direct and indirect costs. There is the
cost of absence due to illness, staff turnover, low productivity for bullying victims and their colleagues,
as well as the cost of potential litigation.

b. Absence due to illness: During the early stages of bullying, the target may not realize that what they are
exposed to is bullying and in the middle stages, the victim of bullying may feel afraid to do anything for
fear of reprisals. Only in the final stages, when the victim is completely morally exhausted and suffers
from severe symptoms of stress and trauma, she stops working. Victims of bullying in the UK received
on average seven days more sick leave each year than those who had not. Based on the 10 per cent
bullying rate, this represents 18 million lost working days.

c. Turnover: For many victims of bullying, leaving the organization is their chosen way to deal with
intimidation. This often happens when the organization is seen not to deal with bad behaviors in the
workplace.

d. Productivity: In research that compared bullying and non-bullying organizations, significant differences
were found in the method of communication, social climate, general atmosphere and ways to resolve
differences of opinion. Organizations that allow bullying also tend to take an authoritarian approach to
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resolving differences and a tense and competitive atmosphere, with frequent bickering and a volatile
workforce. The culture of bullying is also linked to resistance to innovation because people feel they
have to stick to the current ways of doing things. This climate of fear leads to a reluctance to innovate
or take any risks. The real impact of the culture of bullying on the organization is that it becomes
unproductive.

e. Influencing colleagues and clients: There are likely to be some colleagues and clients who are aware of
what happens in every bullying incident, so those who are monitored for bullying can be almost as
burdensome as being intimidated. Interviews show that the main reason for not acting is the fear of
being the victim of bullying. So, they may decide to leave the organization, especially when they don't
see the organization dealing with bullying in a firm and appropriate way.

f. Investigation of bullying allegations: Investigating allegations of bullying can be time-consuming and
disturbing, and the investigation process itself is likely to become part of the problem, especially when
conducted by an inexperienced or impartial investigator.

g. Strike: Unions may engage in strike action, especially when there is regulatory bullying and when
internal systems and processes to deal with bullying are inadequate or non-transparent.

h. Physical and psychological impact: Victims of bullying generally report a range of physical symptoms,
including anorexia, difficulty sleeping or staying asleep, skin complaints and palpitations, and often
suffer from psychological symptoms such as anxiety, depression, fatigue, lack of self-esteem, difficulty
concentrating, mood, irritability and suicidal thoughts. Exposure to stress in extreme cases can cause
symptoms of post-traumatic stress. If bullying continues, the victim may become less able to cope
psychologically.

i. Social impact: Bullying has no limited impact only on those who participate in it. Relationships with
partners and colleagues can also be affected. This leads to the anger of the partner or colleague of the
organization for not solving the problem.

THE ROLE OF THE ADMINISTRATION IN THE FACE OF BULLYING

Despite the fact that bullying is on the rise and employees are less integrated than they
ever were but The Canadian province of Quebec, followed by other provinces, has addressed this
issue through laws prohibiting bullying in the workplace, and Canada has acknowledged that the
issue of workplace bullying is linked to the occupational health and safety of workers( Hollis)
and at present many countries and organizations have realized that preventing the occurrence of
bullying in the workplace is linked to the occupational health and safety of workers (Hollis)
Bullying is part of WHO's duty to provide a safe working environment without risks to health and
safety (Leon liver more, 2007), and the psychological impact of bullying on an issue that needs to
be systematically addressed in a similar way to address other health and safety risks, given mental
injuries, which may show low self-esteem, depression, feelings of despair or anxiety

Organizational culture is important when it has a positive impact, and workers will
encourage it to embrace behavior and respect other individuals. On the other hand, if employees
find themselves in the midst of negative culture, behaviors and inappropriate attitudes to
management development, bullying will reflect normal behavior among employees of the
organization (Rajalakshmi, 2016), in this regard, can take a proactive approach to bullying as
organizations that want to promote dignity in the workplace need to start by creating a workplace
where appropriate behaviors are promoted and supported, rather than waiting for bad behaviors to
occur. To bring about the desired change in culture, the following four elements stand out:

e Creating an atmosphere in which the Organization and its leaders have a clear vision and a sense of
what a culture of dignity and respect will be in practice.

e Create and integrate a continuous evaluation and improvement approach based on the common belief
that change does not occur by accident, but is caused.

e Develop monitoring tools that measure qualitative and quantitative improvements in the organization's
culture.

o Identify the tools and approaches needed to maintain the momentum of dignity at work.
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Creating Ethical Infrastructure

Organizations use ethical infrastructure to generate predictable behaviors among
individuals that correspond to organizational tasks, objectives and expectations. In an
organization with a strong formal ethical system, members of the organization may have
knowledge of how to act in the event of bullying in the work environment, because they are
familiar with regulatory policies and procedures or because they have been trained to deal with
such incidents.

INTERNAL CONSISTENCY TEST

The stability or internal consistency test was conducted through cronbach Alpha, which is
used to measure the stability of the measurement tool in terms of internal consistency of the
instrument's phrases as it can be explained in table 1, with which the internal consistency of the
scale paragraphs at the level of all dimensions has been confirmed after the values of Cronbach
Alpha transactions exceeded the acceptable minimum (0.70) and confirm the internal consistency
of the scale and therefore its stability required in the event of repeated testing.

Stability of Resolution

Split-Half is used to measure stability, which is to find the correlation factor between
individual question scores and marital question scores in resolution, and the link coefficient is
corrected by spearman-Brown equation, if the stability factor (0.789) is according to The equation
is sufficient for research that adopts the questionnaire as a tool for it, and when applying this
method it was found that the correlation coefficient of the questionnaire was (0.857),which means
that by its different measures it is good stability and can be adopted at different times and for the
individuals themselves and give the same results. As shown in table 2

Table 1
RESULTS OF THE INTERNAL CONSISTENCY TEST FOR THE VARIABLE BEHAVIORS
AND DIMENSIONS OF BULLYING
Alpha Kronbach
Scale Coefficient Honesty
Perception of bullying 0.889 0.943
Bullying practices 0.855 0.925
The role of manag_eme_znt gnd the culture of 0.871 0.933
the institution
Al-Muthammarin's Attributes 0.89 0.943
Bullying behaviors 0.816 0.903
All paragraphs of the questionnaire 0.889 0.943
Table 2
SPLIT-HALF IS USED TO MEASURE STABILITY
(Split —Half)
Part 1 Value O.85aS
N of Items 16
Cronbach's Alpha Part 2 Value 0.913
ar N of Items 15°
Total N of Items 31
Correlation Between Forms 0.749
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Spearman-Brown Coefficient Equal Length 0.857
Unequal Length 0.857
Guttman Split-Half Coefficient 0.853

THE PRACTICAL ASPECT OF THE RESEARCH
Demographic and Functional Features

Table 3 shows a number of demographic and functional characteristics of the search
sample members

DEMOGRAPHIC AND FUNCTIONAL CI—TE%Z%TERISTICS OF THE SEARCH SAMPLE
MEMBERS
Categories Iteration Ratio
Technical Administrative 28 230
College
College/University University Heritage College 25 20.5
Al, Maamoun University 97 291
College
Economicsiraqt oniveraty | 2 344
Total 122 100.0
Male 70 57.4
Gender Female 52 42.6
20-30 20 16.4
31-40 59 48.4
lifetime 41-50 25 20.5
51-60 11 9.0
More than 60 7 5.7
Secondary 5 4.1
Technical Diploma 7 5.7
Scientific qualification Bachelor 63 51.6
Master 25 20.5
Doctor 22 18.0
Less than 5 years 25 20.5
Number of years of service 5-10 years 34 27.9
More than 10 years 63 51.6

Descriptive Analysis of Search Dimensions

We seek from this analysis to identify the reality of bullying behaviors in the quality of
life of work and will be based on the computational medium and standard deviation of those
answers in addition to determining the level of relative importance of each dimension within the
single variable based on the factor of difference.
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Table 4
SHOWS THE WEIGHTED AVERAGE AND DIRECTION OF THE ANSWER
Weighted average Answer scale Answer level
1t01.79 I don't quite agree Very weak.
1.80 to 2.59 | don't agree Weak
2.60 to 3.39 neutral Medium
3.40t04.19 | agree good
4.20t05 | totally agree Very good

Table 5
SHOWS THE COMPUTATIONAL MEDIUM, STANDARD DEVIATION, VARIATION FACTOR AND
RELATIVE IMPORTANCE OF THE DIMENSIONS OF THE SEARCH VARIABLE
Keeping out search Arithmetic | Standard | Variation Relative Direction of | Answer
variables medium deviation | coefficient | importance | the answer level
Perception of bullying 3.425 0.592 17.274 1 agree good
Bullying practices 3.405 0.784 23.012 3 agree good
The role of management
and the culture of the 3.459 0.915 26.457 4 agree good
institution
Al M/ftttrr‘%m‘;"““s 3.928 0.712 18.12 2 agree good
Bullying behaviors 3.554 0.61 17.152 agree good

Table 5 shows the overall computational medium of variable dimensions of bullying
behaviors, reaching the highest average of my calculation at the number (characteristics of
bullies) (3.928), which is higher than the average value ranging from (2.60 to 3.39) and at a good
level with a standard deviation (0.712) and different factors (0.712) and different factors (0.712).
18.120) This dimension came at the second level in terms of relative importance, but the lowest
middle of my calculation was at the count (bullying practices) at 3.405), standard deviation
(0.784) and different factors (26,457), as this dimension came at the fourth level in terms of

relative importance.

Table (6) shows the computational medium, standard deviation, variation factor and
relative importance of search resolution paragraphs

Table 6

COMPUTATIONAL MEDIUM, STANDARD DEVIATION, VARIATION FACTOR AND RELATIVE
IMPORTANCE OF SEARCH RESOLUTION PARAGRAPHS

. . Arithmetic | Standard | Variation Relative Direction
Perception of bullying . o . . of the
medium | deviation | coefficient | importance
answer
There are individuals who take on other employees. 3.84 1.039 27.095 4 agree
Some employees areintimidated at work. 3.49 0.998 28.578 5 agree
Some employees are copm_dermg_leavmg the job 315 1162 36.914 8 neutral
because of intimidation
Some_ emplo_yees who were |r_1t|m|dated left the 318 1121 35 246 7 neutral
institution because of this treatment
Some of _the mgds_mt_he n whc_) wereintimidated have 319 1.086 34,055 6 neutral
received disciplinary action from theothers
Employees who feared_ others for thls behavior have 28 1.036 37,066 9 neutral
been questioned or punished
Bullying is a form of harassment involved in the 3.84 0.965 25.161 3 agree
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Bullying is a form of psychological harassment 3.77 0.907 24.059 agree
Bullying is illegal behavior under the law 4.07 0.911 22.353 agree
10 The Foundation provides training against this type 293 19214 41488 10 neutral
of harassment
11 Some supervisors alyvays mention the mistakes of 368 0.998 97119 2 agree
their employees
12 Some supervisors mal_<e incorrect accusations 3.49 1137 32 569 9 agree
against their employees
13 | Some employees are threatened by their supervisors 3.16 1.06 33.6 10 neutral
14 | Some employees are humiliated by their supervisors. 3.12 1.14 36.493 11 neutral
15 The reactions of some supervisors are angry and 3.4 1.042 30626 4 agree
aggressive
16 Some supervisors cqnstantly criticize the efforts of 333 1.032 31.013 6 agree
their employees
17 Some supervisors n«_aglect the opinions and 364 1.129 31.012 5 agree
perspectives of their employees for work
18 Some supervisors withhold the information their 352 1123 31.923 8 agree
employees need
19 Some supervisors are_strlctly monitoring the work of 38 1.001 26.323 1 agree
their employees
Some supervisors assign their employees tasks that
20 are unreasonable or impossible to carry out in a 3.46 1.122 32.434 7 agree
short time
21 Some supervisors ask _thelr employees to perform 351 1038 29.602 3 agree
boring tasks
29 Some supervisors order their employees to lower 275 1116 40 511 12 neutral
their level of excellence
23 The concept of |nd|V|dua[|ty prevails in working on 352 1123 31.923 5 agree
the collective concept
24 Silence about behaviors that indicate bullying 3.55 1.053 29.673 1 agree
25 Not showing the right appreciation and respect for 333 1195 35919 5 neutral
employees
26 Poor sense of security among workers 3.48 1.151 33.131 4 agree
27 Poor feeling of comfort at work 3.43 1.12 32.695 3 agree
28 They often have positions of strength. etc.) 3.97 0.935 23.578 2 agree
29 They've often been bullied by others in the past 3.75 0.826 22.012 1 agree
30 They're often obsessed with controlling others 3.98 1 25.147 4 agree
31 They often can t dlstmgm_sh betwee_n driving 402 1.004 24997 3 agree
behaviors and bullying behaviors
The highest average calculation between paragraphs after (bullying perception) when
"bullying is illegal behavior under the law™ was (4.07), while the lowest average account when
"the institution provides training against this type of harassment” was (2.93).
The highest average calculation was between paragraphs after (bullying practices) when
"some supervisors strictly monitor the work of their employees™ and was (3.80), while the lowest
average account when "some supervisors order their employees to reduce their outstanding level"
was (2.75).

The highest average calculation was between paragraphs after (the role of management
and the culture of the institution) when "silence about behaviors indicating bullying” was (3.55),
while the lowest average account when "not showing the appropriate appreciation and respect of

employees” was (3.33).
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The highest average calculation was between paragraphs after (the characteristics of
bullies) when "they often cannot distinguish between driving behaviors and bullying behaviors™
and was (4.02), while the lowest average account when "they were often bullied by others in the
past" was (3.75).

TEST SEARCH HYPOTHESES
The Imposition of Association

This part of the analysis deals with testing the correlation between the variable behaviors
of bullying and its removal (bullying perception, bullying practices, management role and
enterprise culture, the qualities of bullies), as it will use pearson to discover the strength of the
relationship between the dimensions of the variable and its direction, and represents the positive
correlation between two variables until the increase in one variable is offset by an increase in the
other variable, The negative correlation indicates an increase in one variable offset bya decrease
in the other variable (Pallan, 2011:128). The correlation is strongly positive when it is (+0.3 to
+0.7). To +0.3, while the correlation is strong negative when it is (-0.3 to -0.7), and negatively
weak when it is (-0.3 to 0). And (-1) refers to a complete negative correlation, and (0) indicates
that there is no link, as the (first hypothesis) will be tested based on the results shown in table (7).

A- Testing (a relationship that does no trank between bullying behaviors and the perception of bullying) as
the correlation between bullying behaviors and the perception of bullying(0.735**)at the level of
significance (0.000) this means a correlation relationship to a good level and moral significance.

B- Testing (a relationship between bullying behaviors and counting bullying practices) as the correlation
factor between bullying behaviors after bullying practices (0.863**) at the level of indication
(0.000)means a correlation with a good level and moral significance between bullying behaviors and
after bullying practices.

C- Test (a relationship between the behaviors of bullying and the counting of the role of management and
the culture of the institution) where the coefficient between the behaviors of bullying and the counting
of the role of management and the culture of the institution (0.576**) at the level of significance
(0.000) this means a relationship link to a good level and moral significance between the behaviors of
bullying and after the role of management and the culture of the institution.

D- Testing (a relationship between bullying behaviors and counting the characteristics of bullies) as the
correlation between bullying behaviors and the counting of the characteristics of bullies (0.750**) at the
level of significance (0.000) means a correlation between a good level and a moral significance
between the behaviors of bullying and the counting of the characteristics of bullies.

Table (7)
SHOWS THE CORRELATIONS BETWEEN THE DIMENSIONS OF BULLYING
BEHAVIORS
Link value and
semantic level

Bullying behaviors Keeping out bullying behaviors

7.35E-01 Link Perception of bullying
0 Itself

8.68E-01 Link Bullying practices
0 Itself

The role of management and the culture of

8.63E-01 Link the institution
0 Itself

7.50E-01 Link Al-Muthammarin's Attributes
0 Itself
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**_ Correlation is significant at the 0.01 level (2-tailed).

Testing the Differences between Averages

A- Differences between the average dimensions of the research variable(second
hypothesis)were tested based on the one way ANOVA one-way test, which examines
one type of factor or treatment to see if these factors have morally different effects and
are meant here by factors (researched colleges) in addition to test(Z) for two
independent samples, the results of the test of differences between the average
dimensions of the changer of bullying behaviors (bullying perception, bullying
practices, management and enterprise culture) on the basis of the researched colleges
did not reveal any moral differences except after (the qualities of bullies) as follows:

Table 8
STATISTICAL INDICATORS OF THE VARIABLE CHARACTERISTICS OF BULLIES ON THE BASIS
OF THE RESEARCHED COLLEGE

. Arithmetic | Standard test | itself | Statistics | itself
Domain Research college

Technical Administrative College 3.8036 0.85353

University Heritage College 4 0.55902
Al- Al, Maamoun University
Muthammarin's College 4.2593 0.70193 | 3318 | 0.022| 0.866 | 0.461
Attributes
Faculty qf Manggem_ent apd 3.756 0.63555
Economics/Iragi University
Total 3.9283 0.71182

Table (8) refers to the computational medium of the sample answers researched for the
dimension of "bullies" on the basis of their searched college, where the highest average of my
account at (Al-Maamoun University College) in the middle of my calculation was (4.2593) and a
standard deviation of (0.70193), the calculated F value (3.318) which is greater than the value
of F table The 2.26 at the indicative level (0.022), which is lower than the level of significance
(0.05) and accordingly we accept the hypothesis in part, which means (there are differences of
moral significance for the variable characteristics of bullies on the basis of the researched
college), as the table shows the moral differences between the researched colleges, the statistics
(levene) of the value of (0) showed 0.866)at the indication level (0.461) which is higher than the
level of indication at (0.05) meaning that the data do not suffer from the problem of homogeneity
of the disparity between groups at the level of indication (5%) That is, with a degree of
confidence (95%).

Table 9
DIFFERENCES BETWEEN AVERAGES FOR VARIABLE CHARACTERISTICS OF BULLIES BASED
ON THE RESEARCHED COLLEGE

Q) J) Mean Difference (1-J) | It self.
University Heritage College -0.19643- 0.305
Technica(I:A}(ljministrative Al, Maamoun University College -0.45569-* 0.016
ollege : ;
Faculty of Managsr:ie\z/r;tr?;s Economics/Iraqi 0.04762 0.778
University Heritage College Technical Administrative College 0.19643 0.305
Al, Maamoun University College -0.25926- 0.18
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o 0.24405 0.165
University
Technical Administrative College 0.45569* 0.016
Al, Maamoun University University Heritage College 0.25926 0.18
College - -
Faculty of Managem_ent a_nd Economics/Iraqi 0.50331* 0.004
University
Technical Administrative College -0.04762- 0.778
Faculty 9f Mana_gem_ent a_nd University Heritage College -0.24405- 0.165
Economics/Iragi University
Al, Maamoun University College -0.50331-* 0.004

*, The mean difference is significant at the 0.05 level.

B- The differences between the average variable "bullying behaviors" attributable to the
personality traits of the research sample (gender, age, educational attainment, number
of years of service) were tested, and the results revealed significant moral differences
only on the basis of the variable "gender" and the variable "educational attainment™ as

follows:

STATISTICAL INDICATORS OF THE VARIABLE BEHAVIORS OF BULLYING ON THE BASIS OF SEX

Table 10

L The difference between Standard Arithmetic
Z | Significance Itself z L - Sample
averages deviation medium
o 0.45717 3.6596 males
1.96 Spiritual 0.24716 0.026 | 2.252
0.75049 3.4124 Female

Table: Prepared by the researchers based on the outputs of XLSTAT 2014
Table 11 shows the computational medium of the sample answers

researched on the

variable bullying behaviors, reaching the highest average calculation at the researched sample
(males) in the middle (3.6596) (with a standard deviation of (0.45717), with the value of Z)
calculated ase (-2.252) and outside the period (1.960,1.960-)at the level of significance (0.026)
which is lower than the level of significance (0.05) and therefore we accept the hypothesis in part
and this means (there are morally significant differences about the answers to the change in
bullying behaviors based on gender).

Table 11

EDUCATIONAL ATTAINMENT

STATISTICAL INDICATORS OF THE VARIABLE BEHAVIORS OF BULLYING ON THE BASIS OF

Domain Education Arlthmetlc Star_ldgrd test E | itself E Statistics itself
medium deviation Levene Levene
Bully!ng secondary 3.3342 0.49223
behaviors
Technical 3.0679 0.68527
Diploma
Bachelor 3.4999 0.64356 2.754 | 0.031 1.028 0.396
Master 3.6315 0.57744
Doctor 3.8269 0.41588
Total 3.5542 0.60963

1. Table (11) refers to the computational medium of the sample answers researched for the variable of
bullying behaviors based on educational attainment, where it reached the highest average of my
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calculation at educational attainment (PhD)in the middle of my calculation amounted to (3.8269) and a
standard deviation of (0.41588)

2. The calculated F value (2.754) is greater than the scheduled F value of (2.26) at the indicative level
(0.031), which is smaller than the level of significance (0.05) and accordingly we accept the hypothesis
in part, which means (there are differences of moral significance for the variable behaviors of bullying
based on educational attainment),as table(11) shows the moral differences between the levels of
education

3. The levene statistics of 1.028 at the level of indication (0396) which is higher than the level of indication
at (0.05) which means that the data do not suffer from the problem of homogeneity of the disparity
between groups.

Table 12
DIFFERENCES BETWEEN AVERAGES FOR VARIABLE BULLYING BEHAVIORS
BASED ON EDUCATIONAL ATTAINMENT
(1 SP'.ent'.f'C (J) Scientific qualification Mean Difference (1-J) Itself
gualification
secondary -0.26631- 0.444
. . Bachelor -0.43201- 0.07
Technical Diploma
Master -0.56364-* 0.028
Doctor -0.75904-* 0.004
secondary 0.1657 0.549
Technical Diploma 0.43201 0.07
Bachelor
Master -0.13163- 0.349
Doctor -0.32703-* 0.028
secondary 0.29733 0.308
Technical Diploma 0.56364* 0.028
Master
Bachelor 0.13163 0.349
Doctor -0.19539- 0.262
*. The mean difference is significant at the 0.05 level.

FINDINGS AND RECOMMENDATIONS OF THE RESEARCH

Conclusion

e The results of the sample answers revealed a good level of importance for most of the questionnaire
paragraphs, from which it is concluded that the sample researched is well aware of the contents of
"bullying behaviors at work", and this is supported by the moral relationships of association between
areas of "bullying behaviors".

e The results of the test of differences between averages showed that after the "qualities of bullies" was
the most likely to explain the difference between the researched colleges, as the differences tended in
favor of the faculties of "al-Maamoun University, Administrative Technology, Management and
Economics", it is concluded that the trends of the sample members in the researched colleges agree to
determine the "characteristics of bullies" in them but at different levels.

e The "gender" variable was one of the personal variables attributable to the variation in the average
dimensions of bullying behaviors at work, indicating a difference in the attitudes of male sample
members from females towards bullying behaviors at work. The difference was also noted according to
the variable "scientific qualification", especially for the doctoral holders, and concludes that holders of
higher degrees are better aware of the dimensions of "bullying behaviors at work" than lower scientific
qualifications.
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Recommendations

e Based on the extensive review of the literature and studies of "bullying in the workplace" and the
findings and conclusions of the data analysis, the following recommendations were reached:

e Organizations should be geared towards maintaining a positive cultural environment in which the
values of respect and dignity prevail for workers, which would prevent bullying from emerging at work.

e The importance of organizations and within the awareness and continuing education programs carried
out by cultural and training activities that enable workers and officials to deal with cases of bullying
when they occur.

e The need for the departments of organizations to monitor and detect any practices that may constitute
bullying behaviours and preferably adopt a proactive approach that takes into account the nutrients of
bullying, including widely disseminated electronic media.
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