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This study investigates the relationship between organizational bullying and
employee mental health in the Jordanian public sector, emphasizing the mediating
roles of occupational stress and social support. Drawing on the Job Demands—
Resources (JD-R) framework, organizational bullying is conceptualized as a
chronic hindrance demand, while social support functions as a key protective
resource. Data were collected from 407 public sector employees using a structured
questionnaire. Results indicate that organizational bullying does not exert a
significant direct effect on mental health but significantly reduces social support,
which in turn strongly affects mental health, demonstrating full mediation.
Occupational stress, although increased by bullying, showed a weak and non-
significant mediating effect. Among bullying dimensions, verbal bullying, social
exclusion/isolation, and task-related bullying had the most detrimental effects on
mental health, whereas attacks on professional reputation showed no direct effect.
These findings highlight the critical role of social support in buffering the negative
consequences of organizational bullying and suggest that interventions enhancing
supportive workplace environments are more effective than stress-reduction
strategies alone.

Keywords: Organizational Bullying, Mental Health, Occupational Stress,

Social Support, Public Sector, Jordan

1. Introduction

Organizational bullying is broadly recognized as a destructive
behavior occurring in the workplace that involves repeated
experiences of negative acts such as verbal abuse, social
exclusion, damage to professional reputation and task-related
mistreatment (Samnani & Singh, 2020; Liang et al., 2021). Such
behaviors can be particularly pronounced in public sector
organizations due to their bureaucratic nature, complex service
requirements and high-pressure environments which may
amplify the adverse effects of these practices on employee well-
being, organizational climate and performance (Alrawashdeh et

43

al., 2024). Mental health is considered as a multidimensional
construct that includes the psychological, emotional, cognitive,
and social functioning of employees at the workplace, and it is
critical for individuals’ effective adaptation to work and
sustainable performance especially in demanding and dynamic
public service contexts (Taheri et al., 2025; World Health
Organization, 2025; Martela, 2025).

Evidence from Jordan and similar settings has linked workplace
bullying to various negative consequences such as higher
turnover intentions, deviant behaviors and lower levels of
employee engagement (Belgasm et al., 2025; Al-Ararah et al.,
2024).Research has also shown that factors such as workplace
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ostracism, interpersonal conflict, and occupational stress
partially help to explain these effects (Salama et al., 2022;
Chireh et al., 2025).0On the other hand, social support from
colleagues, supervisors and peers has been found to buffer the
impact of bullying and stress on employee health and
performance (Wang et al., 2025). Workplace bullying is a
widespread and serious organizational problem that negatively
affects both employees and organizations through various
destructive and disrespectful practices such as verbal abuse,
social exclusion, work sabotage and excessive workloads.
These behaviors can damage employees’ dignity, competence
and belonging while also lowering productivity, increasing
absenteeism, turnover and organizational risk (Samnani &
Singh, 2020; Liang et al., 2021). Public sector organizations are
more vulnerable to workplace bullying than other sectors
because of their hierarchical structures, bureaucratic
procedures, limited resources and their essential role in
providing public services and promoting national development
(Alrawashdeh et al., 2024; Belgasm et al., 2025).

Mental health is defined as a multidimensional state that reflects
employees’ psychological, emotional, cognitive and social well-
being at work and it is crucial for ensuring positive
organizational climates, performance and adaptability (Taheri et
al., 2025; World Health Organization, 2025). Workplace
bullying is a major threat to mental health and has been found
to be associated with low morale, absenteeism and turnover
intentions (Sun et al., 2025). Occupational stress is a key
mediating mechanism that helps to explain how and why
bullying affects mental health through increasing employees’
stress levels and burnout (Salama et al., 2022; Chireh et al.,
2025). Furthermore, social support is a moderating factor that
can buffer the negative effects of bullying and stress on
employee well-being by enhancing their coping resources and
resilience (Wang et al., 2025).

1.1 Research Objectives

The purpose of this study is to investigate the issue of
organizational bullying and its impact on mental health among
public sector employees in Jordan.

2 Literature Review

2.1 Organizational Bullying:

The research on the topic of organizational bullying is consistent
in terms of conceptualization of the issue as a repeated, harmful,
and power-imbalanced negative treatment. For example, the
phenomenon of bullying at work is operationalized as a
repetitive display of negative actions that are hard to defend
against because of the power asymmetry between the target and
the aggressor (Einarsen et al., 2020). The behaviors that are
included in the concept of bullying at work range from open
verbal abuse to social exclusion and task obstruction. The
negative treatment is related to harm in psychological and
occupational domains (Liu et al., 2021). Bullying at work is also
defined as the regular exposure to mistreatment at work for an
extended period that has the potential to negatively impact a
person’s mental health and job performance. The actions can
include an increased risk of ridicule, isolation, and systematic
damage to professional reputation (Rodriguez-Mufioz et al.,
2021). Bullying at work is also described as a systemic issue
that needs to be addressed at the organizational level instead of
being treated as an interpersonal problem (Mitsakis &
Aravopoulou, 2022). The continuous exposure to negative
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dignity and sense of belonging can be a sign of organizational
bullying (Spagnoli et al., 2023). The research suggests that
bullying at work can take both direct and indirect forms of
aggression and, as such, should be understood as a multi-
dimensional phenomenon (Spagnoli et al., 2023).
Organizational bullying is a complex construct that refers to an
array of actions that vary in their visibility, duration, and
psychological harm. Recent research shows that it is important
to understand the various dimensions of the construct and
differentiate between them to capture the employees’
experiences and range of negative outcomes more effectively.

Dimensions of Organizational Bullying :

The existing literature differentiates between four primary
dimensions of organizational bullying: verbal bullying,
exclusion and isolation, attacks on professional reputation, and
task-related bullying:

Verbal Bullying: is the type of negative treatment that has the
most visibility and recognition as a form of organizational
bullying. Broadly defined, this category includes any shouting,
humiliation, derogatory comments, personal criticism, and off-
color jokes that are directed at a person. Recent research shows
that the first step toward bullying behaviors at work is often
verbal aggression (Rai & Agarwal, 2020). If verbal bullying is
not addressed and stopped by the management, it can become a
part of a bully’s escalation of aggression tactics over time and
can transform into severe and chronic mistreatment. For
example, research on workplace verbal bullying has shown that
it is related to higher levels of psychological distress and job
dissatisfaction as well as increased emotional exhaustion over
time (Sarkar, 2020).

Exclusion and Isolation: In contrast to verbal bullying,
exclusion and isolation are a form of organizational bullying
that is less visible and, in some cases, can be especially difficult
to detect if there is no direct confrontation. It may include, for
example, the lack of communication, withholding of
information, and social exclusion from meetings and other
group-related activities. The result of such behavior is its
potential to have a negative impact on the employees’ sense of
their social identity at work (Trépanier et al., 2020). The recent
research shows that the exclusion and isolation are associated
with heightened loneliness, lower levels of organizational
commitment, and higher turnover intentions among employees
(Jenkins et al., 2021). The main reason for this is the subtle
nature of this type of bullying and the absence of any overt
offensive or aggressive behavior on the bullies’ side, which can
make it especially difficult to address.

Attacks on Professional Reputation: Attacks on professional
reputation is another form of organizational bullying that has
received less attention but is just as important and detrimental
to the targets. This category can include multiple actions that
are, in general, directed at undermining a person’s credibility,
qualifications, or work reputation more generally. For example,
it may include spreading rumors, questioning a person’s
professional competence, and blaming the target for a mistake
that they did not cause. The research suggests that this form of
bullying at work is among the most harmful of the four bullying
dimensions because it targets employees’ professional identity
and careers at work (Keashly & Neuman, 2021). For example,
the targets of attacks on the professional reputation have
reported lower levels of trust in their colleagues and supervisors

treatment in the forms of rudeness and disregard for the person’s 44 as well as reduced motivation to contribute to the organization
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(Spence Laschinger et al., 2022).

Task-Related Bullying: is the last type of workplace bullying
and is an intentional form of the bullies’ obstruction of the
targets’ efforts to fulfill their work responsibilities successfully.
This can include assigning meaningless amounts of work,
setting artificial and impossible deadlines, or intentionally
restricting the target’s access to the necessary resources to do
the job. The research shows that this form of workplace bullying
is especially insidious and, in fact, the most harmful of the
bullying dimensions because it directly interferes with the
target’s ability to contribute to the organization (Parzefall &
Salin, 2020). This has been found to lead to increased role stress
as well as employees’ overall performance and burnout over
time (Baillien et al., 2021). Since this form of bullying also
impacts the organization by lowering its efficiency and
productivity through a decrease in output and quality, task-
related bullying is harmful at both the individual and
organizational levels.

2.2 Employee Mental Health:

Current approaches to employee mental health recognize it as a
dynamic and context-dependent state of well-being rather than
merely the absence of an illness. As such, the World Health
Organization defines mental health as a state of “effective
functioning,” including the ability to deal with everyday stresses
and to realize one’s potential in work and social life (WHO,
2022). This positive definition is echoed in the works by Parent-
Lamarche (2022), who describes employee mental health as a
changeable state determined by work conditions and
employees’ cognitive, emotional, and behavioral resources to
respond to their organization’s demands, and Jain et al. (2022),
who characterize workplace mental health as a person’s
psychological condition, shaped by organization practices that
reduce risk and increase resource factors, such as stress,
bullying, support, autonomy, or leadership. Other
conceptualizations are based on the model of job demands and
resources, which posits that an individual’s well-being is
maintained when their job provides them with an appropriate
level of support, challenges, and opportunities for recovery (Tan
et al., 2023). The concept of mental health is also sometimes
defined in the context of the public sector as the ability of an
employee to maintain their psychological stability, self-regulate
their emotions, and display resilience under the conditions of
occupational stress (Anwar et al., 2023). In general, existing
literature on the topic of employee mental health views it as an
indicator of resilience and positive functioning that should be
accounted for as both an individual capacity and an
organizational responsibility necessitating preventive and
supportive actions.

Dimensions of Employee Mental Health :

The literature on employee mental health mostly views it as a
complex and multidimensional construct that reflects
employees’ overall and psychological, emotional, cognitive,
and social factors, which, in concert, enable them to function
and adapt at work. Following established approaches in positive
and organizational psychology, this study employs a four-
dimensional model of employee mental health as consisting of
psychological well-being, emotional stability, cognitive
functioning, and social integration. When considered together,
the aforementioned dimensions offer a holistic account of
employees’ experiences of mental health at work:
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Psychological Well-being: refers to the individual employee’s
overall sense of satisfaction, positive outlook, and purpose in
life. It also includes an individual’s experience of self-
acceptance, competence, autonomy, personal growth, as well as
a sense of meaning and contribution through their work. A
number of studies have shown that employees who report higher
scores on psychological well-being tend to experience higher
levels of resilience and motivation, which protect them from
stress, burnout, and disengagement (Keyes et al., 2020). In
addition, recent empirical evidence has identified a positive link
between well-being and such desirable performance-related
outcomes as job performance and creativity (Youssef-Morgan
& Luthans, 2021). This positive association is especially strong
in work contexts that are more supportive and empowering for
employees’ autonomy and growth.

Emotional Stability: is a characteristic of an employee’s
personality that pertains to their ability to regulate their
emotions, remain calm and collected under pressure, and avoid
the experience of intense negative emotions in response to
stressors or other challenges. This dimension is the one most
directly linked to the employee’s capacity to cope with stressors
and potential negative emotional reaction triggers, including
high workload, role conflict and ambiguity, and bullying. The
bulk of empirical research on the topic has consistently found
that employees with high emotional stability are less likely to
experience anxiety, depression, or emotional exhaustion at work
(Zhang et al., 2021). It is also worth noting that, in addition to
the protective effect, emotional regulation skills are important
for conflict management as well as for the establishment of
positive teamwork and organizational climate (Hakanen et al.,
2021).

Cognitive Functioning: is a term that relates to the ability of
employees to attend to the task at hand, process the information
they receive, solve problems, and make decisions. Mental health
problems can lead to the reduction of the cognitive functioning
of employees, which in turn results in lower productivity, higher
error rates, and challenges with decision-making. For instance,
a recent study has found that chronic workplace stress impairs
memory and executive functioning, while an intervention
designed to improve the mental well-being of employees is
associated with better cognitive functioning and overall job
effectiveness (Tan et al., 2023). Therefore, it is crucial to
maintain one’s mental health in order to protect cognitive
resources and perform tasks that require higher levels of
cognitive effort.

Social Integration: is the extent to which an employee feels
accepted, included, and valued by their co-workers, managers,
and the organization as a whole. Healthy social relationships
with others at work are an important source of both emotional
and instrumental support for employees, which can, in turn, help
to moderate the effects of various stressors and promote well-
being. Research on the topic has shown that employees who
experience high levels of social integration are more likely to
display organizational commitment, job satisfaction, and pro-
social behaviors (Jenkins et al., 2021). In contrast, low social
integration, which can be the result of, for example, exclusion,
discrimination, or bullying, can lead to feelings of isolation,
loneliness, and detachment from the organization.

2.3 Occupational Stress:
Occupational stress is generally considered a multidimensional

45 reaction to a lack of fit between employees’ characteristics and
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work conditions. WHO defines it as a response to work
pressures that are difficult to cope with (WHO, 2020). Other
studies describe occupational stress as a state of chronic
psychological and physiological arousal due to perceived
threats or excessive demands in the work environment
(Loerbroks et al., 2021; Mazzetti et al., 2021). In their reviews,
researchers also note that organizational stress increases due to
“work organization factors, such as bureaucracy, rigid rules, and
inflexible policies, and limited or unresponsive organizational
support” (Al-Haroon & Al-Qahtani, 2022). Occupational stress
was also conceptualized as a cognitive appraisal process in
which job demands that are perceived as overwhelming or
exceeding one’s coping resources lead to negative strain
outcomes (Hori et al., 2023). In general, these sources allow
concluding that stress is a dynamic interaction between
individuals, their job conditions, and organizations in the
workplace. This description supports the use of the mediating
variable model.

Dimensions of Occupational Stress:

Occupational stress is a multidimensional construct that results
from various organizational conditions that become stressors in
the workplace. In the literature, occupational stress is commonly
categorized into four main dimensions: workload stress, role
ambiguity, role conflict, and lack of support. These four
dimensions are sufficient to identify the main sources of stress
caused by quantitative and qualitative characteristics of modern
organizations:

Workload Stress: The first dimension is caused by excessive
quantitative demands from an employee, such as working hours,
work pace, the number of performed activities, etc. This is one
of the most researched dimensions, as there is evidence of its
direct link with employee burnout, job dissatisfaction, and
health complaints (Sonnentag & Fritz, 2022). However, more
recent studies show that prolonged experience of workload
stress can have a negative effect on employee resilience and
performance on the organizational level. The latter appears
particularly in cases when the experienced demands are not
balanced by job resources, such as autonomy, flexibility, or
recovery opportunities (Ganster & Rosen, 2023).

Role Ambiguity: The second type of stress is caused by a vague
understanding of job duties, expectations, or evaluation criteria.
In such cases, an employee does not know how to behave to be
most efficient or recognized by superiors, which results in
confusion, lower self-efficacy, and anxiety (Mubarak & Noor,
2022). Research has found that this stress dimension has a high
correlation with low job satisfaction and organizational
commitment. The latter often occurs in highly bureaucratic and
rapidly changing work environments (Idris & Dollard, 2020).
Role Conflict: The third type of stress is the result of employees
being forced to perform too many or incompatible roles or
having to respond to multiple and contradictory demands. Such
stressors can take the form of contradictory instructions,
incompatible role expectations, or organizational policies
mismatching with reality. Role conflict was found to be one of
the strongest predictors of emotional exhaustion, absenteeism,
and turnover intentions (Rhee et al., 2020). In addition, more
recent studies have shown that when experienced over a long
period, role conflict can have a negative effect on employees’
trust in management and organizational culture (Javed et al.,
2021).
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lack of support, which is an employee’s perception of a lack of
emotional, informational, or instrumental support from a
supervisor, colleague, or the organization as a whole. In such
cases, an employee does not have sufficient resources or social
support to respond to experienced stressors. This was proven to
cause higher stress levels and lower coping potential (Zadow et
al., 2021). However, it is found that a lack of managerial and
collegial support not only causes a strain directly but also
mediates the effects of other stressors, such as workload or role
conflict, resulting in poor mental health outcomes (Brough et
al., 2022).

2.4 Social Support:

Social support is a multidimensional and complex concept in
organizational and psychological literature. It is generally
defined as the “perception or experience of being cared for and
having a valued social network to whom one can turn in times
ofneed” (Lakey & Orehek, 2020). In the context of a workplace,
social support from supervisors, colleagues, and the
organization as a whole is viewed as an intangible and tangible
assistance that helps employees to cope with stress and maintain
their performance (Newman et al., 2020; Hammer et al., 2022).
Thoits (2021) emphasizes that social support is an interactive
process that “provides, evokes, and sustains emotional and
informational resources, as well as appraisal”. More recent
studies conceptualize social support as a multidimensional
occupational resource that increases an employee’s ability to
cope with stressors while also promoting engagement and
organizational commitment (Alharbi et al., 2023).

Dimensions of Social Support:

In the literature, social support is described as both a subjective
perception and a resource that can be objectively provided. Four
common dimensions of social support in a workplace setting are
emotional, informational, instrumental, and appraisal:
Emotional Support: This type of support includes empathy,
care, and reassurance that can make a person feel understood
and cared for. In the workplace, emotional support from both a
supervisor and a coworker can help employees significantly
lower their stress levels, increase resilience, and support their
psychological health (Li, Wang, Gao, 2021). There is also
evidence that it creates stronger interpersonal relationships,
improving job satisfaction and preventing burnout (Brougham
& Haar, 2020).

Informational Support: Informational support is the provision
of advice, information, and knowledge that can help an
individual to navigate the problems and make appropriate
decisions. It is particularly beneficial in complex organizations
with high levels of uncertainty or role ambiguity. Research has
shown that informational support can increase employees’
problem-solving abilities, which mediates the negative effects
of occupational stressors by increasing perceived clarity and
direction (Lee & Kim, 2022). Informational support was also
linked to higher employee empowerment and innovative
performance.

Instrumental Support: This form of support is more tangible
assistance that an employee receives from the organization or
another person, such as task help, resource provision, or
workload adjustment. It is one of the most concrete types of
support and can be directly related to the job demands. Research
has suggested that instrumental support can help to reduce strain

Lack of Support: The last of the most common stressors is the 46 by either lightening an employee’s workload or providing
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additional resources to complete required tasks (Zhang et al.,
2023). Instrumental support was also found to play an important
role in the context of organizational change, as it allows an
employee to better adapt to new technologies or work systems.
Appraisal Support: This is the feedback, recognition, and
constructive evaluation that can help employees to assess their
performance and support self-efficacy. It was found that
workers who received constructive feedback from their
superiors or coworkers felt more competent and confident in
their work, leading to greater motivation and engagement (Park
et al., 2020). Appraisal support was also demonstrated to buffer
the effect of occupational stress, as it reinforces a sense of
competence and self-worth, which is important for both
individual health and organizational outcomes (Jia et al., 2021).

2.1 Theoretical Framework: Organizational Bullying,
Occupational Stress, Social Support and Mental
Health

This study is grounded in a theoretical perspective that explains

how workplace conditions shape employees’ psychological
well-being. Within this framework, organizational bullying is
viewed as a persistent work-related stressor that drains
employees’ psychological capacities, leading to increased
occupational stress and deteriorating mental health (Galanis et
al., 2024; Chireh et al., 2025). Bullying harms employees both
directly—through emotional exhaustion and reduced well-
being—and indirectly by elevating stress levels (Nielsen et al.,
2024). Conversely, social support functions as a protective
factor that mitigates the harmful consequences of bullying by
reducing stress and strengthening individuals’ ability to cope,
particularly in high-pressure situations (Acoba et al., 2024; Lam
et al., 2024; Yilmaz et al., 2025). Support from supervisors,
colleagues, and external social networks enhances resilience
and improves overall quality of work life. Additionally, the
framework  incorporates  organizational culture and
psychosocial safety climate as moderating factors that shape
both the occurrence and the effects of bullying. Organizational
cultures that reinforce power imbalances or tolerate incivility
may legitimize mistreatment, whereas a strong psychosocial
safety climate can lessen the adverse impact of bullying on
employee well-being (Quinn & Gershenson, 2025; Amoadu et
al., 2024)
Accordingly, drawing on the Job Demands—Resources (JD-R)
framework, this study explicitly conceptualizes organizational
bullying as a chronic hindrance demand that undermines
employees’ psychological resources over time. Rather than
assuming a necessary direct effect on mental health, the model
proposes that the impact of bullying is primarily transmitted
through key mediating mechanisms. Specifically, occupational
stress is examined as a strain-based pathway through which
bullying may impair well-being, while social support is
conceptualized as a critical protective resource that can either
buffer or transmit the effects of bullying on mental health.

Therefore, this study explicitly tests a mediation-based

explanatory model, allowing for the possibility of full mediation

rather than presupposing direct causal effects between
organizational bullying and employee mental health.

3. Methodology

The design of the current study is a descriptive correlational
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employees in Jordan at all posts and all job grades (numbered
234,044 employees), and the study sample was 407 employees.
The study used the questionnaire as a study tool.

3.1 Research Hypotheses:

Based on the research statement, the following hypotheses were
formulated:

Hypothesis 1: There is a statistically significant relationship at
the level (o < 0.05) between organizational bullying and
employees’ mental health, either directly or indirectly through
mediating mechanisms, in all its dimensions (psychological
well-being, emotional stability, cognitive functioning, and
social integration), from the perspective of public sector
employees in Jordan.

Main Hypothesis 2

There is a statistically significant relationship at the level (o <
0.05) between organizational bullying and occupational stress,
as a mediating variable, in all its dimensions (workload stress,
role ambiguity, role conflict, and lack of support), from the
perspective of public sector employees in Jordan.

Main Hypothesis 3

There is a statistically significant relationship at the level (o <
0.05) between organizational bullying and mental health, in the
presence of social support as a mediating variable, in all its
dimensions (emotional support, informational support,
instrumental support, and appraisal support), from the
perspective of public sector employees in Jordan.

The combined mediating effects of occupational stress and
social support were examined within the structural model.

3.2 Study Tool:

The researcher designed the study tool in the light of a number
of previous studies and literature relevant to the current research
topic (Alharbi et al., 2023; Al-Haroon & Al-Qahtani, 2022;
Amoadu et al., 2024; Anasori et al., 2023; Anwar et al., 2023).
The study tool (the questionnaire) consisted of the following
sections:

Section One: It included demographic information.

Section Two: It included questions related to the independent
variable (Organizational Bullying) and its four dimensions, with
(5) questions for each dimension.

Section Three: It included questions related to the mediating
variable (Occupational Stress) and its four dimensions, with (5)
questions for each dimension.

Section Four: It included questions related to the mediating
variable (Social Support) and its four dimensions, with (5)
questions for each dimension.

Section Five: It included questions related to the dependent
variable (Mental Health) and its four dimensions, with (5)
questions for each dimension.

3.3 Statistical Criterion:

A five-point Likert scale was adopted to evaluate the study tool.
Each item was assigned one score corresponding to the five
response options (Strongly Agree, Agree, Neutral, Disagree,
Strongly Disagree), which were numerically coded as (5, 4, 3,
2, 1), respectively. For the purpose of data analysis, the
following scale was applied:

1.00-2.33 — Low; 2.34-3.67 — Moderate; 3.68-5.00 — High.

survey. The study population included all public sector 47 3.4 Validity of the Study Tool:



Author/s Hijazi, Al-Bataineh and Alkaraky

The study tool (the questionnaire) was presented to a group of
referees with expertise and academic experience from several
public and private Jordanian universities, for the purpose of
providing their opinions and ensuring its appropriateness in
terms of the number of items, clarity, accuracy, coherence, and
consistency, as well as any other remarks they deemed
necessary, such as deletion, modification, or addition. This
review process, along with the subsequent corrections and
adjustments to most of it, is considered as a test of the tool’s
face validity.

3.5 Reliability of the Study Tool:

To assess the reliability of the study instrument, internal
consistency was examined using Cronbach’s Alpha coefficients
for all study variables and their dimensions. The results are
presented in Table (1).

Table (1)

Cronbach’s Alpha Coefficients for Internal Consistency
|D0main ||Cr0nbach’s Alpha|
|Verbal Bullying 10.93 |
|Exclusi0n & Isolation ||O.94 |
|Attacks on Professional Reputation||0.94 |
|Task—related Bullying ||O.91 |
|Organizati0nal Bullying ||O.96 |
|Workload Stress ||O.94 |
|Role Ambiguity ||O.93 |
|Role Conflict ||O.95 |
|Lack of Support ||0.91 |
|Occupational Stresso ||0.96 |
|Emotiona1 Support ||O.92 |
|Informati0nal Support ||0.94 |
|Instrumenta1 Support ||O.92 |
|Appraisal Support ||0.96 |
[Social Support 0.96 |
|Psychologica1 Well-being ||O.91 |
|Em0ti0na1 Stability ||0.92 |
|Cognitive Functioning ||O.93 |
|Social Integration ||0.88 |
[Mental Health 10.94 |

Table (1) shows that the Cronbach’s Alpha coefficients for all
dimensions of the study tool (the questionnaire) ranged between
0.88 and 0.96. Reliability is generally considered weak when
coefficient values fall below 0.60, while Sekaran and Bougie
(2016) suggested that the minimum acceptable level of
reliability is 0.70. Furthermore, reliability is regarded as good
when the coefficient values reach 0.80 or higher. Accordingly,
the values reported in the table provide clear evidence of the
tool’s reliability, internal consistency, and trustworthiness, as
well as its suitability for conducting statistical analysis.

3.6 Test of Normal Distribution
A normality test of the data was conducted based on the

48
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skewness coefficient to examine whether the data used in the
analysis followed a normal distribution. The results are
presented in Table (2):

Table(2):
Normality Test of Data Based on Skewness and Kurtosis
Coefficients
Dimension Skewness Kurtosis
Organizational Bullying 0.344 -0.879
Occupational Stress 0.005 -0.895
Social Support -0.057 -0.138
Mental Health -0.600 0.924

All skewness and kurtosis values fall within the statistically
acceptable range of +2, indicating that the data follow a normal
distribution. This supports the use of parametric statistical
techniques, including multiple regression analysis and structural
equation modeling, to test the study hypotheses

3.7 Suitability of the Study Model

Based on the reliability and normality results, the data were
deemed appropriate for conducting regression analysis and
structural equation modeling to test the proposed hypotheses
related to the relationships among organizational bullying,
occupational stress, social support, and mental health.

4. Results and Discussion:
4.1 Results

Hypotheses Test:

This section presents the results of the study according to the
three main hypotheses formulated to examine the relationships
among organizational bullying, occupational stress, social
support, and mental health among public sector employees in
Jordan.

Main Hypothesis 1:

There is a statistically significant relationship at the level (o <
0.05) between organizational bullying and mental health, in all
its dimensions (psychological well-being, emotional stability,
cognitive functioning, and social integration), from the
perspective of public sector employees in Jordan.

To test this hypothesis, multiple regression analysis was
conducted to examine the effect of organizational bullying in all
its dimensions (verbal bullying, exclusion & isolation, attacks
on professional reputation, and task-related bullying) on mental
health.

Table (3)
Model Summary for the Effect of Organizational Bullying
on Mental Health
Model | R R Adjusted | Std. | F Sig.
Square | R Square | Error
1 422 | 178 170 625 | 21.750 | .000
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The model indicates a moderate relationship between
organizational bullying dimensions and mental health. The R?
value shows that organizational bullying explains 17.8% of the
variance in mental health, while the remaining variance is
attributed to factors outside the model. The significant F-value
confirms the overall explanatory power of the regression model.
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perspective of public sector employees in Jordan.

To test this hypothesis, multiple linear regression analysis was
conducted to examine the effect of organizational bullying
dimensions on occupational stress.

Table (5)
Multiple Regression Analysis of Organizational Bullying

Table (4) Predicting Occupational Stress
Regression Coefficients (Coefficient Table) Dependent Variable: Occupational Stress
.| Standardiz Predictor B Std. | Beta | t Sig.
Unstandardiz
od ed . . Error
Mod Coefficients Coefficien T Sig Constant . 590 | 072 | — 8.190 | .000
el ts . Verbal Bullying 128 | .036 | .129 | 3.523 | .000
Std. Exclusion & | .013 | .046 | .014 | 278 781
B Error | Beta Isolation
1 Constant | 4.35 | oo 50.69 | .00 Attacks on | .272 | .045 | .314 | 6.031 | .000
8 i 6 0 Professional
Verbgl 257 | 043 | -38%2 - .00 Reputation
Bullying 5.927 10 Task-related 472 | .047 | 477 | 10.063 | .000
Exclusion . 01 Bullying
& ’ -130 | .055 | -214 2384 | 8 (Model Summary: R =.858, R2=.736, F =280.418, Sig. =.000)
Isolation
Attacks The results demonstrate a strong and statistically significant
on relationship between organizational bullying and occupational
Professio 002 | 054 | 003 034 97 stress. Verbal bul}ying, at'tacks on .professional repytation, and
nal . 3 task-related bullying significantly increase occupational stress,
Reputatio with task-related bullying showing the strongest effect.
n Exclusion & isolation does not have a statistically significant
Task- 01 effect.
related 136 | .056 | .203 2.429 6 Thus, Hypothesis 2 is partially supported.
Bullying

The statistical analysis revealed that verbal bullying has a
significant negative effect on employees’ mental health. The
more employees are verbally bullied in the workplace, the lower
is their mental well-being, suggesting that verbal bullying is a
significant predictor of mental health.

There is a statistically significant relationship at the level (o <
0.05) between exclusion & isolation and mental health in all its
dimensions (psychological wellbeing, emotional stability,
cognitive functioning, social integration) as perceived by public
sector employees in Jordan. The results show that exclusion and
isolation have a significant negative effect on mental health. The
more public sector employees in Jordan are excluded or isolated
in the workplace, the less their mental health is good. This
finding supported accepting the related hypothesis.

The study findings indicated that attacks on professional
reputation have no significant direct effect on employees’
mental health in this study. In other words, there is no direct
relationship between this form of bullying and mental health,
and the related sub-hypothesis was rejected.

The statistical analysis showed that task-related bullying has a
significant negative effect on employees’ mental health. The
more employees are task-related bullied in the workplace, the
lower is their mental well-being, and this supported accepting
the related hypothesis.

Main Hypothesis 2:

There is a statistically significant relationship at the level (o <
0.05) between organizational bullying and occupational stress,
as a mediating variable, in all its dimensions, from the
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Main Hypothesis 3:

There is a statistically significant relationship at the level (o <
0.05) between organizational bullying and mental health, in the
presence of social support as a mediating variable, from the
perspective of public sector employees in Jordan.

To test this hypothesis, path analysis using AMOS was
conducted following the mediation approach proposed by Baron
and Kenny. Figure (1) details results of the path analysis that
can be seen below:

Figure (1)
Path Analysis Results for the Mediating Role of Social
Support

Workload Stress Role Ambiguity Role Conflict Lack of Support

Verbal Bullying

Exclusion
and Isolation

Attacks on 4
Profassional Reputation [*

Path
Social ~Support <«
Organizational

®

Task-related
Bullying

CR. P
-7.935

Estimate
-.364

.046
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Bullying

Mental Health «
Social Support
Mental Health «
Organizational
Bullying

1.051 .103 | 10.181 | <0.001

-.018 051 | -.359 719

The results indicate that organizational bullying significantly
reduces social support, while social support has a strong positive
effect on mental health. The direct effect of organizational
bullying on mental health becomes statistically insignificant
when social support is included in the model, indicating a full
mediating effect.

Accordingly, Hypothesis 3 is fully supported, confirming that
social support plays a crucial role in explaining the relationship
between organizational bullying and mental health.

In line with the research framework, the combined mediating
effects of occupational stress and social support were examined
within the structural model.

Figure (2)
Results of Path Analysis for the Direct and Indirect Effects
of Organizational Bullying on Mental Health with Social
Support as a Mediating Variable

Emotional

Informational
Support

Verbal Bullying

Exclusion
and Isolation

Attacks on Y
Professional Reputation [-“°

od Task-related

Estim SE C.
Path ate . R. P
. Organizati
ool < omal 364046 7935 00
upp Bullying
Mental Social 10.18 <0.0
Health <~ Support 1.051 .103 ) 01
Organizati
Mental 018 051 -359 719
Health .
Bullying
Direct Effects Indirect Effects
Organizationa Social |Organization Social
1 Bullying Support |al Bullying Support
Social
Supp -.364 .000 .000 .000
ort
Ment
al
Healt -.018 1.051 -.382 .000
h
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The results reveal that organizational bullying significantly
increases occupational stress and significantly decreases social
support. While occupational stress shows a negative but
statistically insignificant effect on mental health, social support
demonstrates a strong and statistically significant positive effect
on mental health. The direct path between organizational
bullying and mental health remains non-significant.

These findings indicate that the relationship between
organizational bullying and mental health is primarily mediated
by social support, whereas occupational stress exhibits a weak
and non-significant mediating role.

Direct and Indirect Effects:

It was noted that organizational bullying was not significantly
and directly related to mental health; it only affects it via the
indirect paths. Occupational stress, despite being increased by
organizational bullying, has a weak and non-significant impact
on mental health. On the other hand, social support, despite
being decreased by bullying, has a high and significant
contribution to mental health deterioration. In general, the
model shows that 78% of the relationship between
organizational bullying and mental health was fully mediated by
social support while the relationship with occupational stress
was not significant.

Taken together, these findings confirm that organizational
bullying does not exert a direct detrimental effect on mental
health in isolation, but rather operates through indirect
pathways. Social support emerged as the dominant explanatory
mechanism, fully mediating the relationship between bullying
and mental health, whereas occupational stress demonstrated a
limited explanatory role. This pattern underscores the
importance of relational and social resources in shaping
employees’ psychological outcomes, particularly within public
sector contexts characterized by structural demands and
hierarchical pressures.

4.2. Discussion

The findings of this study offer a coherent and theoretically
informed explanation of the relationships among organizational
bullying, occupational stress, social support, and employee
mental health within the public sector. The observed moderate
mean levels of organizational bullying, occupational stress,
perceived social support, and mental health suggest that
prolonged exposure to moderately demanding and obstructive
work conditions, together with the presence of limited yet
available supportive resources, is more likely to result in
sustained psychological strain rather than extreme impairment
(Bakker, 2023; Demerouti, 2023). Within public sector
organizations in Jordan, this pattern reflects structural
characteristics such as bureaucracy and resource constraints,
generating ongoing pressure while still allowing access to
informal resources such as peer support.

Despite these moderate levels, organizational bullying
demonstrates a clear and significant effect on mental health.
Exposure to bullying is associated with lower well-being across
emotional, cognitive, social, and psychological dimensions.
This finding aligns with international evidence linking
workplace bullying to anxiety, depression, and impaired
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functioning (Nielsen et al., 2024; Galanis et al., 2024).
Persistent, non-extreme bullying can accumulate over time and
substantially undermine well-being.

A differentiated pattern emerges across bullying dimensions.
Verbal bullying, social exclusion and isolation, and task-related
bullying show stronger and more consistent effects on mental
health than reputational attacks. These forms of bullying
directly threaten employees’ needs for competence, autonomy,
and belonging, making them highly salient and difficult to
ignore (Rai & Agarwal, 2020; Trépanier et al., 2020). By
disrupting task completion and social integration, they reduce
coping capacity and amplify psychological harm (Parzefall &
Salin, 2020; Baillien et al., 2021). In contrast, reputational
attacks do not show a significant direct effect on mental health,
consistent with the study’s results.

Occupational stress emerges as a mediating mechanism linking
bullying to mental health, although its effect in this study was
weak and statistically non-significant. In contrast, social support
plays a key mediating role. Organizational bullying
significantly reduces social support, which in turn strongly
affects mental health. The full mediation by social support
highlights its critical protective function in buffering the
negative effects of bullying (Semmer et al., 2025).

An important finding of this study is the weak and statistically
non-significant mediating role of occupational stress in the
relationship between organizational bullying and mental health.
Although bullying significantly increased employees’ perceived
occupational stress, this stress did not translate into a direct
deterioration of mental health when social support was
simultaneously considered in the model. From a JD-R
perspective, this finding suggests that stress-related strain may
become psychologically “silent” when adequate social
resources are available. In other words, while bullying
intensifies job demands and stress perceptions, the presence of
emotional, informational, and instrumental support appears to
neutralize the translation of stress into mental health
impairment. This result is consistent with recent research
indicating that social resources can substitute for depleted
psychological energy and prevent stress from escalating into
clinical or functional mental health outcomes.

Overall, these findings confirm that organizational bullying
negatively affects mental health primarily through reduced
social support, with verbal, exclusionary, and task-related
bullying being particularly detrimental. Interventions aimed at
reducing bullying and enhancing social support within
workplaces are therefore crucial for promoting employee
mental well-being.

5. Conclusion

This study provides compelling empirical evidence regarding
the underlying mechanisms through which organizational
bullying influences employee mental health within the
Jordanian public sector. The findings reveal that organizational
bullying does not exert a significant direct effect on mental
health; rather, its impact operates predominantly through

ii.
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indirect pathways. Specifically, social support emerged as the
principal mediating variable, fully mediating the relationship
between organizational bullying and mental health and
accounting for 78% of the explained variance. In contrast,
although organizational bullying was found to increase
occupational stress, occupational stress did not significantly
mediate the relationship with mental health, indicating a limited
explanatory role within the proposed model.

These results underscore the critical importance of relational
and social resources in shaping employees’ psychological,
emotional, cognitive, and social well-being. The deterioration
of social support—whether derived from supervisors,
colleagues, or the broader organizational environment—appears
to be the central mechanism through which bullying undermines
mental health. This suggests that the harmful effects of bullying
are less a function of individual stress responses and more a
consequence of weakened social and organizational support
systems. The findings contribute to the organizational behavior
literature by clarifying the mediating structure linking bullying
and mental health, particularly within hierarchical public sector
settings characterized by structural pressures and formalized
authority relations. By demonstrating full mediation through
social support, the study advances a relational perspective on
workplace well-being, emphasizing that employees’ mental
health outcomes are strongly embedded within the quality of
their social and organizational contexts.

From a practical standpoint, the results indicate that efforts
aimed solely at reducing workplace bullying may be insufficient
to safeguard employee mental health. Instead, organizations
must adopt comprehensive strategies that actively strengthen
social support systems, promote supportive and ethical
leadership, ensure procedural fairness, and cultivate
psychologically safe work environments. Institutionalizing
structured peer and supervisory support mechanisms should
therefore be regarded as a strategic priority. In sum, this study
demonstrates that organizational bullying affects mental health
primarily through the erosion of social support rather than
through occupational stress. Strengthening social support
structures within organizations is thus essential for mitigating
the psychological consequences of bullying and promoting
sustainable employee well-being.

6. Recommendations

i Future  models  should  differentiate  between
overt/behavioral and covert/relational forms of bullying
and specify multiple mediators beyond stress and support,
such as organizational justice, identity threat, and loss of
social resources.

It is recommended to distinguish between perceived and
received support, as well as support quality (autonomy-
supportive vs. intrusive) to capture potential “support
backfire” effects.

Moderators of the stress and support pathways such as PSC
and cultural dimensions (power distance) should be
included as cross-level moderators in multilevel models
especially when studying public agencies.

ii.
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iv. Promulgate  anti-bullying policies and
mechanisms, perform regular PSC audits, and hold
managers accountable for civility through KPIs and annual
reviews

V. Train managers in civility, fair feedback, workload
management, and role clarity to address stressors that led
to task-related bullying (e.g., workload pressure, role
ambiguity, and role conflict).

vi. Formalize peer coaching and supervisor check-ins based
on autonomy-supportive principles in order to avoid
competence threat activation.

vii. Standardize processes for task assignment, deadlines, and
resource allocation to reduce discretionary abuse and
increase transparency.
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