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ABSTRACT

This research aims to explore the detrimental effects of a toxic work environment on employee engagement,
focusing on the role of job anxiety as a mediating factor. This research has done at planning sector company of
ABC in Sri Lanka. This research is based on conservation of resources (COR) theory. Researcher used
quantitative research, and data was collected from 306 employees employed by ABC company in Sri Lanka.
To analyze the proposed relationships of the research, this study used the Statistical Package for the Social
Sciences (SPSS). Research found the toxic workplace environment negatively impacts on employee
engagement, through mediating the role of job anxiety. Further, the conclusion of this research confirms that
job anxiety is significant and partially mediates the toxic workplace environment and employee engage ment.
Furthermore, the research finding confirms the relationship between a toxic workplace environment and
employee engagement was significant and has had a negative impact. When employees work in a toxic
environment, they spread negative feelings towards their coworkers. Harassment, bullying, and ostracism can
cause stress, burnout, depression, and anxiety. When workplace toxicity goes unaddressed for an extended
period, employees can become disengaged and lose their motivation to engage at their best. The toxic work
environment has been shown to reduce employee engagement significantly, often by increasing levels of stress
and anxiety. Thus, the impact of toxic workplace environments in organizations reduces overall performance
and employee engagement.

Keywords: Toxic workplace environment, Employee engagement, Job anxiety, Harassment, Bullying,
Ostracism.

INTRODUCTION

Employee engagement is a critical priority for organizations. It refers to the conditions wherein
employees experience a profound emotional and professional connection to their company, colleagues,
and work. High levels of employee engagement are associated with increased job satisfaction, enhanced
performance, longer tenure with the company, and overall improved work experience. Engaged
employees can concentrate their efforts and energy more effectively on their tasks, leading to higher
quality work with fewer errors (Bakker, et al., 2009). Numerous studies have explored the psychological
processes that foster employee engagement (Abbas, et al., 2014) (Chmiel, et al., 2017). Engaged
employees not only contribute more significantly to their organizations, Also, positively impact
organizational success (Rich, 2010). Building on Kahn's (1990) concepts of personal engagement, it is
evident that engaged employees are crucial for creating a competitive advantage, particularly in
knowledge-based organizations. The toxic work environment has been shown to reduce employee
engagement. For instance, (Rasool, et al., 2021) found that toxic environments reduce employee well-being,
which leads to anxiety and disengagement. They observed that supportive organizational policies could help
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alleviate these negative effects by fostering a more supportive work environment engagement significantly,
often by increasing levels of stress and anxiety.

The work environment is a critical determinant of employee engagement and motivation. It significantly
influences various aspects of employee behavior, including motivation, creativity, efficiency, attendance, and
career (management Karatepe, 2021). There are two types of workplace environments previously identified by
researchers, a collaborative work environment and a toxic work environment. A collaborative work
environment is a friendly place with the right mix of pleasure, involvement, and organizational citizenship
behavior (Rasool, et al., 2021). A toxic work environment where there is harassment, bullying, or exclusion
hurts employee engagement. It lowers motivation, causes burnout, and creates negative feelings. This kind of
environment also reduces engagement indirectly by increasing job anxiety, which leads to more stress and
lowers overall morale and productivity.

Human Resource Management (HRM) principles suggest that employee performance is closely linked to the
physical conditions of the workplace, which can have either positive or negative effects (Ali, et al., 2019).
When workplace toxicity remains unaddressed for extended periods, it adversely affects employees' physical
and psychological health, diminishes their engagement and productivity, and ultimately weakens the
organization's competitive position (Rasool, et al., 2021) (Rew & Taller, 2011). Prior studies have
demonstrated that a toxic workplace environment negatively impacts employee engagement, particularly in
small and medium-sized enterprises (Anjum, et al., 2019). Further, the consequences of a toxic work
environment are severe for organizations. As workplace stress and competition increase, it is essential for
companies to understand the causes and effects of a toxic environment and to implement strategies to manage
it (Cooper & Hoel, 2001). This understanding is crucial for long-term survival in a competitive market (Gharib
& Soqair, 2023). There for this research aims to study, the impact of a toxic workplace environment on
employee engagement with the mediating role of job anxiety at ABC company in Sri Lanka

Problem Statement

ABC Company is a prominent entity in the planning sector, its leading industry reputation and supported by a
creative and collaborative work culture. However, recent observations indicate a significant decline in team
collaboration and innovation. According to the progress of their action plan report, ABC Company failed to
meet its physical and budgetary targets for the past three quarters compared to the previse year. Additionally,
their 2023 Annual report highlights a rapid increase in employee turnover (Annual Report, 2023).

An analysis of employee attendance reports reveals that the company, while most employees are physically
present, exhibit a lack of full engagement in achieving their targets. Previously high-performing employees
start making mistakes or missing deadlines due to constant negativity and lack of support make it hard to stay
focused. Employees lose interest in their tasks and feel disengaged from their job goals or the company’s
vision. There were conflicts created among employees as well as managers and employees.

Most of the employees complained to the trade union and some complained to the top management of the
company. The head of human resources management at ABC Company has identified a critical issue within the
workplace environment, which is obstructing the company from achieving its goals and budgetary targets.

Top management is deeply concerned about this issue. Internal feedback and employee surveys have revealed
that the primary cause is creating a toxic workplace environment around the ABC company, which is
contributing to employee dissatisfaction.

Research objectives

General Objective of this research is to analyze the impact of a toxic workplace environment on employee
engagement, with a specific focus on the mediating role of job anxiety, within ABC Company in Sri Lanka.

Specific Objectives:

01.To examine the impact of a toxic workplace environment on employee engagement.
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02.To examine the impact of a toxic workplace environment on job anxiety.
03. To examine the impact of job anxiety on employee engagement.

04.To examine the toxic workplace environment on employee engagement the mediating role of job
anxiety within ABC Company.

Significance of Study

Overcoming a toxic workplace environment and enhancing employee engagement are crucial because they
foster employee well-being, productivity, retention, innovation, customer satisfaction, and organizational
success. When organizations invest in engagement programs, they create workplaces where employees feel
appreciated, motivated, and confident in their ability to succeed. Employee engagement involves an emotional
investment in their work, team members, and the company.

Engaged employees often exhibit higher productivity, creativity, and dedication to achieving company goals,
whereas disengaged employees may perform their tasks without commitment or enthusiasm. The benefits of a
healthy work culture extend beyond legal and reputational concerns. A positive work environment enhances
employee well-being, increases productivity, improves retention rates, fosters innovation, boosts customer
satisfaction, and ultimately drives organizational success.

Therefore, investing in workplace culture and employee engagement is vital for overall organizational
prosperity. Addressing toxic work environments and increasing engagement are essential for the success and
future development of the company.

Definition of key concepts
Toxic Workplace Environment

A toxic workplace refers to the cruel and unpleasant environment or treatment received at work that may
jeopardize employee safety and health (Rasool, 2020) Working in a toxic work environment can lead to
varying problems including reduced support, low engagement, and disturbed wellbeing (Rasool, et al., 2021).

According to (Rasool, et al., 2021), there are three of the main components of a toxic workplace which are
harassment, bullying and ostracism. Working in a toxic environment is harmful to an employee since it reduces
positive work experience which is a detrimental aspect to positive work outcomes and performance (Wang et
al., 2020).

Employee engagement

Employee engagement is a major concern for managers worldwide, as it is seen as a key factor in an
organization's effectiveness, innovation, and competitiveness (Bedarkar & Pandita, 2014). Personal
engagement is harnessing of organization members' selves to their work roles in engagement people employ
and express themselves physically, cognitively and emotionally during role performance (Kahn, 1990).
Employees who feel engaged in their work are positive about the organization and believe in its mandate and
values and they eventually provide a crucial competitive advantage for their employers, which includes
increased productivity and a decline in employee (Vance, 2006).

Job Anxiety

Job anxiety is defined as an unpleasant emotional state characterized by concerns, fright, distress, and
restlessness that is a response to perceived physical or psychological danger and is experienced in a state of
threat to valued resources. Furthermore, job anxiety can also be a result of exceeding demand for the job from
an employee(Samma & Zhao, 2020). There has been a lot of literature on job anxiety, indicating its
relationship with workplace ostracism along with workplace incivility (Einarsen & Nielsen, 2015). The COR
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theory postulates that anxiety is caused by factors that may lead to an actual or potential threat to valuable
resources of the organization (Samma, et al., 2019).

LITERATURE REVIEW

Toxic Workplace Environment

The concept of toxic workplace puts more broader focus by not limiting only harmful behavior, but also the
occurrence of indirect counterproductive activity that could be harmful for employees in the organization.
Elements of toxic workplace may include issues of leadership, pressing work culture and office politics among
others (Anjum & Ming, 2018) (Rasool, et al., 2021). Working in difficult workplace has linked to many
adverse consequences such as declining productivity stress (Anjum & Ming , 2018) (Wang et al., 2020),
burnout and retention problem (Rasool, et al., 2021) which are not sustainable for both employees and
organization. Further, working in a toxic workplace is detrimental to both employee and business performance
(Anjum & Ming, 2018), and due to the huge impact, it may bring to the long-term success of the employee and
organization (Rasool, et al., 2021). Work pressures generate counter- productive work behavior at the
workplace and ruin the efficiency of the organization (Anjum & Ming, 2018).

Workplace Harassment

Harassment is unwanted conduct, which humiliates an individual, violates an individual’s dignity, or
intimidates others (Barmon & Burgess, 2018); (Gruenigen, 2018). Harassment may include unsolicited and
explicit speech about race, sex, religion, belief, origin, age, genes, color or ethnicity as a part of a toxic
workplace environment [(Adikaram, 2016); (Wright, 2013)]. This concept was introduced by Farley in 1978
(Farley, 1978) and has gained a considerable amount of attention from researchers since the 1980's as it is a
significant source of stress at the workplace.

Workplace Bullying

Bullying includes criticism, blaming, social isolation, humiliation, joking, and excessive monitoring of an
employee (Durand & Hughes, 2014); (Knardahl & Nielsen, 2015); (Khan & Sabri, 2016). Bullying is a
situational and contextual factor that is not only limited to bosses as it can also be exerted by supervisors,
managers, peers, subordinates, colleagues, and anyone in the workplace (Ariza-Montes & Muniz, 2013). It can
be entrenched into organizational settings and culture, which create detrimental physical and mental health
problems,  emotional  exhaustion, and job  burnout (Gardner &  O’Driscoll, 2016).

Workplace Ostracism

Workplace ostracism, defined as “the extent to which an individual perceives that he or she is ignored or
excluded by others” in the workplace (Ferris et al., 2008, p. 1348), can have significant consequences for
organizations and individuals (Howard et al., 2020). The consequences of workplace ostracism for victims
have been widely researched in the management literature [for reviews, see Mao et al. (2018), Williams
(2007), and Wu et al. (2011)]. Experiencing isolation in the workplace and having feelings of not being part of
the organization because of workplace ostracism (Chung, 2018). leads to workers showing less involvement
and interest in their work and to show dissatisfaction with their work (Evans-Lacko & Knapp, 2018).
Workplace-ostracism  produces  counter-productive  work  behavior (Wei & Yang, 2018)

Employee Engagement

Engaged employees tend to work harder, are more loyal and are more likely to go the extra mile for the
organization (Saks, 2006). Companies with disengaged employees suffer from the watering off effort and bleed
talent, earn less commitment from the employees, face increased absenteeism and have less customer
orientation, less productivity and reduced profit (Markos & Sridevi, 2010). Employee disengagement may lead
to increased employee stress, decreased job satisfaction and feelings of social isolation. Consequently, when

Page 154 www.rsisinternational .org


http://www.rsisinternational.org/

INTERNATIONAL JOURNAL OF RESEARCH AND INNOVATION IN SOCIAL SCIENCE (1JRISS)
ISSN No. 2454-6186 | DOI: 10.47772/1JRISS | Volume IX Issue VI June 2025

%, S
¢ RSIS ~

employees do not feel safe, they may become defensive, fearful, timid and resentful, none of which produces
peak performance (Carr-Ruffino, et al., 2012).

Job Anxiety

There has been a lot of literature on job anxiety, indicating its relationship with workplace ostracism along
with workplace incivility (Einarsen & Nielsen, 2015). The COR theory postulates that anxiety is caused by
factors that may lead to an actual or potential threat to valuable resources of the organization (Samma, et al.,
2019). It has been found that it negatively affects intangible and intangible resources such as self-esteem,
confidence, and mastery, etc.

COR theory further adds that rude behavior between employees can make them angry, stressed, anxious, and
may further lead to reduced job performance (Feldman, 2012) ; (Jex, et al., 2012). Disrespectful behavior
toward employees from colleagues and organizations can further lead to depleted energy on the job (Bonn, et
al., 2016) and results in the inability to meet their job-related performance expectations (Cortina, et al., 2008);
(Cheng, et al., 2016). Hence, if the job anxiety reaches a higher level, it may well be because their colleagues
fail to show respectful behavior towards their feelings and dignity.

Theory of Research Conservation of Resource (COR) Theory

The Conservation of Resources (COR) theory, developed by Stevan Hobfoll, explains how resource loss and
gain affect individual well-being and behavior, providing a useful framework for understanding the impact of a
toxic workplace environment on employee engagement. (Hobfoll & Freedy, 1993). Conservation of resource
(COR) theory was used in the study to support and substantiate our theoretical predictions. Employees exposed
to a destructive workplace environment tend to have a more negative work attitude by showing less interest in
the assigned work as compared to a cooperative workplace environment

Conceptual Framework and Methodology

Throughout the chapter, the researcher will explore the onion research framework, which serves as a guide for
the study. This chapter delves into discussions on research philosophy and the chosen research approach, and it
will present the conceptual framework that examines how a toxic workplace environment impacts employee
engagement, with a specific focus on the mediating influence of job anxiety. Further, the chapter will
systematically analyze and expound on the hypotheses proposed in relation to these variables.

Development of Hypotheses

H1: There is an Impact of toxic workplace environment on employee engagement.

H2: There is an Impact of Toxic work environment on job anxiety.

H3: There is an Impact of Job anxiety on employee engagement

H4 Job Anxiety mediates between Toxic Workplace Environment and Employee Engagement
Population, Sample and Sampling Techniques

The target population is the permanent employees of ABC company in Sri Lanka. Every permanent employee
in this company is part of this population. The researcher focuses on studying the impact of toxic work
environment on the engagement of permanent employees at ABC company in Sri Lanka. There are 1552
permanent employees in ABC company. (HRM report of ABC company 2023). The researcher can use the
Morgan table to identify the sample size. According to the Morgan table, the sample size is 306. This research
used probability sampling and this study’s data was collected from simple random sampling. In simple random
sampling, every element in the population has an equal and known chance of being selected as a subject.
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Measurement Scales

The dependent variable: employee engagement was assessed using the measurement scale developed by
Saleem and Hanif,(Saleem, et al., 2020).which includes 4 items. All the items are anchored on a seven-point
Likert scale where 1 = strongly disagree and 7= strongly agree.

The independent variable: Toxic workplace environment was assessed using the measurement scale developed
by Rasool, Magbool, Zhao and Anjum (Anjum, et al., 2019), which includes 7 items. All the items are
anchored on a seven-point Likert scale where 1 = strongly disagree and 7 = strongly agree. The mediator: job
anxiety was assessed using the measurement scale developed by De Clercq & Hag, (2020), which includes 06
items. All the items are anchored on a five-point Likert scale where 1 = disagree and 5 = strongly agree

Data Collection Instrument & Method of Data Analysis

Primary data were collected via a structured, self-administered questionnaire prepared based on the mentioned
standard measurement scales. The questionnaire comprises of four sections: section I — demographic data;
section Il — items relating to the toxic work environment, section I11 — items relating to employee engagement,
section IV — items relating to job anxiety. All the filled questionnaires received were provided with a reference
number. As indicated in methodology, the data analysis includes the analysis of the reliability and validity of
the instruments used to collect data. The KMOs value and Cronbach’s Alpha tests were performed to ensure the
instrument'’s validity and reliability, respectively. As a bivariate analysis, the correlation analysis was made to
identify the correlation of the variables is toxic workplace environment and employee engagement, and the
regression analysis was made to find out the composite of each independent variable as toxic workplace
environment on the dependent variable as employee engagement. Further, these tests were used to perform the
hypotheses. Finally, the process macro test was executed to identify the effect of a mediating variable.

Data Analysis
Sample Composition

For this research indicated 57.9% of the sample size included female respondents while 40.1% included male
respondents among the total respondents as per the analyzed data. Most of the respondents of the sample come
under the 41-50-year age category representing 125 employees and it covers 42.95% of the total response.
Further, the less frequent age category of the sample is above 50 years category and covers only 8.24% of the
total sample sizes. As per the data analyzed, most of the respondents of the sample have no children category
and it covers 46.05% of the total response. Furthermore, the less frequent category of the sample has more
children and covers only 1.72% of the total sample sizes. As per the marital status distribution data, most of the
survey sample respondents are married category, which covers a percentage of 59.79%. Thus, only 40.21% of
the respondents are coming under single status category.

Descriptive Analysis

Descriptive statistical data of the study variables have been presented in terms of mean, median, variance,
standard deviation, minimum and maximum. Moreover, Skewness and Kurtosis values of the study variables
are presented under descriptive analysis.

Tablel: Descriptive Statistics

Descriptive statistics Toxic Workplace Environment Employee Engagement | Job Anxiety
Mean 32.4708 13.8213 20.6564
Standard Deviation[SD] 7.76830 5.88824 5.52288
Max 48.00 28.00 30.00

Min 10.00 4.00 7.00
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Range 38.00 24.00 23.00
Variance 60.347 34.671 30.141
Skewness -.568 471 -.389
Kurtosis -.021 -.681 -.610

Source: Survey Data, 2024

The correlation between Toxic Workplace Environment and Employee Engagement was statistically significant
and Pearson correlation coefficient was -.638. There is an acceptable relationship between the above two
variables, and it was a negative relationship. Then the correlation between Toxic Workplace Environment and
job anxiety was statistically significant and Pearson correlation coefficient was 593. There is an acceptable
relationship between the above two variables, and it was a positive relationship. Then the correlation between
employee engagement and job anxiety was statistically significant and Pearson correlation coefficient was -
469. There was an acceptable relationship between the above two variables, and it was a negative relationship.

Mediation analysis summery table

Relationship Total effect | Direct Indirect Confidence interval Conclusion
effect effect

Culture.> -.4836 -4208 -.0627 Lower Upper Partial

gon;munlcate.> bound bound mediation

erformance - 1473 -0162

Table 02

Source: Survey data 2024

FINDINGS AND DISCUSSION

Summary of Hypotheses testing

Table 03 Summary Table

Hypotheses B and p value Decision

H1: There Is an Impact of Toxic Workplace | p=-0.638, p <0.05,95% CI Accepted

Environment to Employee Engagement.

H2: There Is an Impact of Toxic Work Environment on | B =0.593, p < 0.05, 95% ClI Accepted

Job Anxiety

H3: There Is an Impact of Job Anxiety on Employee | g =-0.469, p <0.05,95% Cl | Accepted

Engagement

H4: Job Anxiety Mediates Between Toxic Workplace | T. E= signt. b=-.4836 Accepted

Environment and Employee Engagement D.E= signt. b=-.4208 partially
mediated

I.E.= signt, b=-.0627

Source: Survey data 2024
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Implication

The findings and conclusions of this study highlight the impact of a toxic workplace environment on employee
engagement, with job anxiety acting as a mediating role. These results have significant implications,
particularly for the ABC company in the planning sector. Maintaining employee engagement within
organizations is a key outcome. While numerous international studies explore the role of anxiety as a mediator
in toxic workplace environments, there is lack of research in this area within the Sri Lankan context, especially
in the planning sector. Therefore, this study contributes to the existing body of knowledge by addressing this

gap.

Further, this study provides insight to managers in the ABC company to ensure job engagement of employees
within the organization. They should mainly focus on creating a supportive environment within the
organization. For that, top management should prioritize creating and maintaining a positive workplace culture
to mitigate the negative effects of a toxic environment. To fulfill that gap, the ABC company can offer
leadership development programs for their managers to create a healthy and engaging work environment. Train
managers to recognize and address signs of workplace toxicity and employee anxiety.

Leaders and managers qualified with that type of training can recognize and address toxic behaviors and
establish mechanisms for regular feedback and monitoring of the workplace environment. Further, ensure that
type of qualified leaders should practice with their staff, positive behavior and actively discourage toxic
practices. And managers should practice supportive, empathetic leadership styles. Encourage transparency and
fairness in decision-making. Furthermore, the company can introduce stress management and wellness
programs which can help reduce job anxiety among employees. To improve that, the company can provide
resources such as introducing counseling services, conducting stress management workshops, and introducing
relaxation areas to improve overall well-being and engagement.

In additional the company can offer training programs, such as career advancement paths, and mentoring
programs to help employees feel valued and reduce job anxiety. The top management should develop and
enforce clear policies and procedures to address workplace toxicity. Then ensure employees have a clear
understanding of their responsibilities. So, the management should set realistic, achievable goals to reduce
performance pressures. The management can conduct periodic employee engagement surveys to evaluate the
work environment. Introducing a reward program, for positive behaviors and the management can conduct
team-building activities to strengthen relationships and trust.

Moreover, the top management of the company can Promote policies that support work-life balance, such as
flexible working hours and remote work options. Encouraging employees to take regular breaks and vacations.
The top management can promote polices regarding delegating some tasks and duties with other employees to
reduce the workload of employees. In that situation the top managers of ABC company can practice job
enlargement and job enrichment methods. This can reduce job-related stress and anxiety, leading to higher
engagement. By implementing these strategies, managers of the planning industry within ABC company, and
other sectors, can effectively address the impact of a toxic workplace environment, reduce job anxiety, and
enhance employee engagement. ABC Company can create an environment where employees feel valued and
supported, leading to higher engagement, improved morale, and better overall performance.

10. Directions for Future Studies

Future research could explore other mediating factors such as job satisfaction, burnout, or emotional
exhaustion to better understand the mechanism between toxic workplace environments and employee
engagement. Conduct longitudinal research to capture the impact of a toxic workplace environment on
employee engagement and job anxiety, over time, providing insights into causal relationships and long-term
consequences. to study the impact across different industries (e.g., healthcare, technology) to determine the
findings. To increase the effective rate of responses, future researchers can avoid online research processes.
Investigate how demographic factors such as age, gender, or marital state influence the relationship between a
toxic workplace, job anxiety, and employee engagement. Examine the influence of technology (e.g.,
communication tools, monitoring software) on toxic workplace environment and its effects on engagement.
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Further extend the study to include outcomes like employee turnover intentions, productivity, and overall
organizational performance to gain a broader understanding of the organizational impact. In addition, future
researchers can study how cultural differences influence the relationship between toxic workplace
environments and employee engagement, given that perceptions of toxicity and coping mechanisms may vary
across cultural contexts.

CONCLUSION

These findings highlight the critical need for organizations to address toxic workplace environments to impact
employee engagement. While job anxiety partially mediates the negative effects of toxicity, a multifaceted
approach is necessary to fully mitigate these impacts.

Organizations should implement strategies aimed at reducing workplace toxicity, such as promoting positive
leadership, fostering open communication, and providing support resources for employees. Ultimately,
creating a healthy and supportive work environment is not only beneficial for employee engagement, but also
essential for organizational overall success. By prioritizing these efforts, companies can improve employee
engagement, reduce employee turnover, and achieve overall company sustained productivity.

REFERENCES

1. Abbas, M., Bouckenooghe, D., Darr, W., & Raja, U. (2014). Combined effects of perceived politics
and psychological capital on job satisfaction, turnover intentions, and performance. J. Manag., 40,
1813-1830. [CrossRef].

2. Abbott, A., Sharpe, L., Shi, & R. (2019)., "A meta-analysis of the relationship between anxiety and
attentional control. clinical psychoiogy review.

3. Abubakar, A. (2018). Linking work-family interference, workplace incivility, gender and
psychological distress. J. Manag. Dev. , 37, 226-242. [CrossRef].

4. Adikaram, A. (2016). ‘Unwanted’ and ‘bad,” but not ‘sexual’ Non-labelling of sexual harassment by
Sri Lankan working women. Pers. Rev. 45, 806—-826. [Google Scholar] [CrossRef].

5. Aghaji, A., Burchett, H., Gilbert, C., Hameed, S., Oguego, & N. (2021). Human resource and
governance challenges in the delivery of primary eye care: a mixed methods feasibility study in
Nigeria. BMC Health Serv Res., 21:1321. 10.1186/s12913-021-07362-8 [PMC free article]
[PubMed] [CrossRef] [Google Scholar].

6. Aguinis, H., Cortina, J.M., DeShon, & R.P. (2017). Twilight of dawn or of evening? A century of
research methods in the Journal of Applied Psychology. J. Appl. Psychol.102, 274. [CrossRef].

7. Albrecht, S., & Bakker, A. (2018). Work engagement: Current trends. Career Dev. Int.

Albrecht.S, & Bakker, A. (2018). Work engagement: Current trends. Career Dev. Int. [CrossRef].

9. Alfes, K., Bailey, C., Madden, A., Fletcher, & L. (2017). The meaning, antecedents and outcomes of
employee engagement: a narrative synthesis. International Journal of Management Reviews, , 19,
31-53..

10. Ali, G., Cui, S., Hoque, M., Islam, 1., Lilai, X., & Tang, J. (2019). Resilience of coastal communities
to climate change in Bangladesh: Research gaps and future directions. . Watershed Ecol Environ. ,
1:42-56. 10.1016/j.wsee.2019.10.001 [CrossRef] [Google Scholar].

11. Andersen, L.B., Jacobsen, C.B., Mikkelsen, & M.F. (2017). Managing employee motivation:
Exploring the connections between managers’ enforcement actions, employee perceptions, and
employee intrinsic motivation. Int. Public Manag. J., 20, 183—-205. [CrossRef].

12. Anjum, A., & Ming , X. (2018). An Empirical Study Analyzing Job Productivity in Toxic Workplace
Environments. IJERPH.

13. Anjum, A., & Ming, X. (2018). Combating toxic workplace environment: An empirical study in the
context of Pakistan. J. Model. Manag. 13, 675-697. [CrossRef].

14. Anjum, A., Khan, T., Munir, M., Rasool, S.F., & Samma, M. (2019). Relationship between modern
human resource management practices and organizational innovation: Empirical Investigation from
banking sector of China. Int. Trans. J. Eng. Manag. Appl. Sci. Technol., 10, 1-11.

co

Page 159 www.rsisinternational .org


http://www.rsisinternational.org/

%, S
¢ RSIS ~

INTERNATIONAL JOURNAL OF RESEARCH AND INNOVATION IN SOCIAL SCIENCE (1JRISS)
ISSN No. 2454-6186 | DOI: 10.47772/1JRISS | Volume IX Issue VI June 2025

15.

16.

17.

18.

19.

20.

21.

22.

23.

24,

25.

26.

27.

28.

29.

30.

31.

32.

33.

34.

35.

36.

Antonio, R., & Moleiro, C. (2015). Social and parental support as moderators of the effects of
homophobic bullying on psychological distress in youth. Psychol. Psychol. Sch. 52, 729-742.
[Google Scholar] [CrossRef].

Ariza-Montes, & Muniz, N. (2013). Workplace Bullying among Healthcare Workers. Int. J. Environ.
Res. Public Health 10, 3121-3139. [Google Scholar] [CrossRef] [PubMed].

Ariza-Montes, & Muniz, R. (2014). Workplace Bullying among Managers: A Multifactorial
Perspective and Understanding. Int. J. Environ. Res. Public Health 11, 2657-2682. [Google Scholar]
[CrossRef] [PubMed].

Arnetz, J., Hamblin, L.E., Sudan, & S. (2018). Organizational determinants of workplace violence
against hospital workers. J. Occup. Environ. Med. ., 60, 693.

Azeem, M., Clercq, D., & Hag, I. (2020). The relationship between workplace incivility and
depersonalization towards co-workers: Roles of job-related anxiety, gender, and education. J.
Manag. Organ. 26, 219-240. [CrossRef].

Bakker, A., & Schaufeli, W. (2004). Job demands, job resources, and their relationship with burnout
and engagement: A multi-sample study. J. Organ. Behav. Int. J. Ind. Occup. Organ. Psychol. Behav.
25, 293-315. [CrossRef].

Bakker, A., S.M., G.-D., Hoekstra-Weebers, J., Jacobs, B., Prins, J., Van Der Heijden, F., & Van de
Wiel, H. (2009). Burnout, engagement and resident physicians' self-reported errors. Psychology
Health & Medicine, 14 (6) pp. 654-666.

Bakker, B., A., Hakanen, J., J., Schaufeli, & B., W. (2006). Burnout and work engagement among
teachers. Journal of School Psychology,, 43(6), 495-513.

Barmon, & Burgess. (2018). “That is so common everyday . . . Everywhere you go”: Sexual
harassment of workers in assisted living. J. Appl. Gerontol. 2018, 37, 397-418. [CrossRef]
[PubMed].

Barmon, C., & Burgess, E. (2018). “That Is So Common Everyday... Everywhere You Go”: Sexual
Harassment of Workers in Assisted Living. J. Appl. Gerontol. 37, 397-418. [Google Scholar]
[CrossRef] [PubMed].

Bedarkar, M., & Pandita, D. (2014). A study on the drivers of employee engagement impacting
employee perfomance. . Procedia - Social and Behavioral Sciences, , 106-115.

Bedarkar, M., & Pandita, D. (2014). A study on the drivers of employee engagement impacting
employee performance. Procedia - Social and Behavioral Sciences, , 106-11 .

Bedeian, A.G., Cole, M.S., Taylor, S.G., ... Z. (2017). Developing and testing a dynamic model of
workplace incivility change. J. Manag. 43, 645-670. [CrossRef].

Bindl, U., & Warr, P. (2014). Four-quadrant investigation of job-related affects and behaviours. Eur.
J. Work Organ. Psychol. 23, 342—-363. [Google Scholar] [CrossRef].

Bonn, M.A., Cho, M., Han, SJ.,, & Lee, K. (2016). Workplace incivility and its effect upon
restaurant frontline service employee emotions and service performance. Int. J. Contemp. Hosp.
Manag. 28, 2888-2912. [CrossRef].

Bordia. (2004). Uncertainty during organizational change: Types, consequences.

Boyd, E., & Sliter, M. (2015). But we’re here to help! Positive buffers of the relationship between
outsider incivility and employee outcomes. . Eur. J. Work Organ. Psychol. , 24, 225-238.
[CrossRef].

Branch, S., & Ramsay, S. (2013). Workplace bullying, mobbing and general harassment: A review.
Int. J. Manag. Rev. 2013, 15, 280-299. [Google Scholar] [CrossRef].

Brown, D., Ferris, D.L., Lian, H., Morrison, & Ostracism, R. (2015). self-esteem, and job
performance: When do we self-verify and when do we self-enhance? . Acad. Manag., 58, 279-297.
Brown, L., & Jones, K. (2019). Job Anxiety and Its Correlates in a Sample of Working Adults. .
Journal of Occupational Health Psychology, 25(3), 289-302. DOI: 10.1037/0cp0000112.

Brunetto, Y., Farr-Wharton, R., Shacklock, K., Teo, & T., S. (2012). Emotional intelligence, job
satisfaction, well-being and engagement: explaining organisational commitment and turnover
intentions in policing. Human Resource Ma s.

Brunetto, Y., Farr-Wharton, R., Shacklock, K., Teo, & T., S. (2012). Emotional intelligence, job
satisfaction, well-being and engagement: explaining organisational commitment andturnover
intentions in policing. . Human Resource Management Journal,, 22(4), 428-441.

Page 160

www.rsisinternational.org


http://www.rsisinternational.org/

%, S
¢ RSIS ~

INTERNATIONAL JOURNAL OF RESEARCH AND INNOVATION IN SOCIAL SCIENCE (1JRISS)
ISSN No. 2454-6186 | DOI: 10.47772/1JRISS | Volume IX Issue VI June 2025

37.

38.

39.

40.

41.

42.

43.

44,

45.

46.

47.

48.

49.

50.

51.

52.

53.

54.

55.

56.

Campbell, K., & Griffin, S. (2020). Toxic Workplace Environments: Consequences and Strategies
for Mitigation. . Journal of Applied Psychology, 105(5), 567-581. DOI: 10.1037/apl0000452.
Caputi, P., Gordon, R., Magee, C., Oades, L., Robinson, & L. (2017). Workplace bullying and
absenteeism: the mediating roles of poor health and work engagement. . Hum. Resour. Manag. J.
27.,319-334.

Carr-Ruffino, N., Gilbert, J. A., Ivancevich, M., J., Konopaske, & R. (2012). Toxic
versuscooperative behaviours at work: the role of organisational culture and leadership in creating
community centered organisations. International Journal of Leadership Studies, , 7(1), 29-47.

Chen, M., Gao, X., Jagannathan, J., Ran, B., Wang, J., & Yu, G. (2021). Evaluation of occupational
stress management for improving performance and productivity at workplaces by monitoring the
health, well-being of workers. Aggress Violent Behav., 101713. 10.1016/j.avb.2021.101713
[CrossRef] [Google Scholar].

Cheng, B.H., McCarthy, J.M., Trougakos, & J.P. (2016). Are anxious workers less productive
workers? It depends on the quality of social exchange. J. Appl. Psychol. 101, 279. [CrossRef]
[PubMed].

Cheung, T., & Yip, P. (2015). Depression, Anxiety and Symptoms of Stress among Hong Kong
Nurses: A Cross-sectional Study. Int. J. Environ. Res. Public Health 12, 11072-11100. [Google
Scholar] [CrossRef] [PubMed].

Chmiel, N., Riva, P, Tyndall, 1., & Waldeck, D. (2017). How do we cope with ostracism?
Psychological flexibility moderates the relationship between everyday ostracism experiences and
psychological distress. J. Contextual Behav. Sci., 6, 425-432. [CrossRef].

Chmiel, N., Riva, P, Tyndall, 1., & Waldeck, D. (2017). How do we cope with ostracism?
Psychological flexibility moderates the relationship between everyday ostracism experiences and
psychological distress. . J. Contextual Behav. Sci. , 6, 425-432. [CrossRef.

Chuan, C. (2018). An Empirical Study Analyzing Job Productivity in Toxic Workplace Enviranment.
International Journal of Environmental Research and Public Health.

Chung, Y. (2018). Workplace ostracism and workplace behaviors: A moderated mediation model of
perceived stress and psychological empowerment. Anxiety Stress Coping. Anxiety Stress Coping,
31, 304-317. [CrossRef] [PubMed].

Clarke, S., & Griffin, M. A. (2010). Stress and well-being at work. In N. Chmiel, F. Fraccaroli, & M.
Sverke (Eds.), An introduction to work and organizational psychology: An international perspective.
(2nd ed., pp. 203-227). John Wiley & Sons.

Cooper, C., & Hoel, H. (2001). Origins of Bullying: Theoretical Frameworks for Explaining
Workplace Bullying, in Building a Culture of Respect. CRC Press: Boca Raton, FL, USA, , pp. 21—
38.

Cortina, J., & Aguinis. (2017). Twilight of dawn or of evening? A century of research methods ]. in
the Journal of Applied Psychology, 102, 274.

Cortina, L., & Miner, K. (2016). Observed workplace incivility toward women, perceptions of
interpersonal injustice, and observer occupational well-being: Differential effects for gender of the
observer. Front. Psychol. 7, 482. [CrossRef].

Cortina, L., Geldart, S., Griffith, L., Haines, T., Langlois, L., & Shannon, H. (2018). Workplace
incivility, psychological distress, and the protective effect of co-worker support. . Int. J. Workplace
Health Manag. , 11, 96-110. [CrossRef].

Cortina, L., Lim, S., & Magley, V. (2008). Personal and workgroup incivility: Impact on work and
health outcomes. J. Appl. Psychol. , 93, 95. [CrossRef].

Cortina, L.M., Lim, S., Magley, & V.J. (2008). Personal and workgroup incivility: Impact on work
and health outcomes. j.Appl.Psycol. 93,95. [CrossRef].

Crawford, R., E., Lepine, A., J., Rich, & B. L. (2010). Job engagement: Antecedents and effects on
job performance. Academy of Management Journal,, 53(3), 617-635.

Danaher, M. (2021). Exploring the Efficacy of Complexity Leadership Theory in Addressing 21st
Century Workplace Toxicity. the Cottage to the Cage.

Das, S., & Mishra, P. 2. (2014). Antecedents and consequences of employee engagement: A critical
analysis of literature review. Int. J. Hum. Resour. Manag. .

Page 161

www.rsisinternational.org


http://www.rsisinternational.org/

%, S
¢ RSIS ~

INTERNATIONAL JOURNAL OF RESEARCH AND INNOVATION IN SOCIAL SCIENCE (1JRISS)
ISSN No. 2454-6186 | DOI: 10.47772/1JRISS | Volume IX Issue VI June 2025

57.

58.

59.

60.

61.

62.

63.

64.

65.

66.

67.

68.

69.

70.

71.

72.

73.

74.

75.

76.

77.

78.

79.

Das, S., & Mishra, P. (2014). Antecedents and consequences of employee engagement:. A critical
analysis of literature review. Int. J. Hum. Resour. Manag., 3, 73.

DeDonno, & Longo, J. (2018). Development of Vignettes to Explore Workplace Bullying. Issues
Ment. Health Nurs. 2, 1-5. [Google Scholar] [CrossRef] [PubMed].

Durand, V., & Hughes, T. (2014). Bullying as workplace incivility. In Bullying in the Workplace:
Causes, Symptoms, Remedies;. Routledge: Abingdon, UK, pp. 137-152. [Google Scholar].
Einarsen, S., & Nielsen, M. (2015). Workplace bullying as an antecedent of mental health problems:
A five-year prospective and representative study. Int. Arch. Occup. Environ. Health 88, 131-142.
[CrossRef].

Eisenberger, R., & Rhoades, L. (2002). Perceived organizational support: A review of the literature. .
Journal of Applied Psychology, , 87(4), 698.

Erez, A., & Porath, C. L. (2007). Does rudeness really matter? The effects of rudeness on task
performance and helpfulness. Journal of Applied Psychology, 92(1), 255-270. .

Evans-Lacko, S., & Knapp, M. (2018). Is manager support related to workplace productivity for
people with depression: A secondary analysis of a cross-sectional survey from 15 countries. BMJ
Open 8, e021795. [CrossRef].

Evans-Lacko, S., & Knapp, M. (2018). Is manager support related to workplace productivity for
people with depression: A secondary analysis of a cross-sectional survey from 15 countries. . BMJ
Open , 8, €021795. [CrossRef].

Farley, L. (1978). Sexual Shakedown: The Sexual Harassment of Women on the Job. McGraw Hill:
New York, NY, USA, [Google Scholar].

Feldman, D. (2012). The effects of organizational and community embeddedness on work -to-family
and family-to-work conflict. J. Appl. Psychol. 97, 1233. [CrossRef] [PubMed].

Field, T. (. (2014). Mental Illness in the Workplace: . Psychological Disability Management
Routledge, pp. 207-234.

Fiset, J. (2018). Considerations related to intentionality and omissive acts in the study of workplace
aggression and mistreatment. Ind. Organ. Psychol. 2018, 11, 112-116. [CrossRef.

Fiset, J., & Robinson, M. (2018). Considerations related to intentionality and omissive acts in the
study of workplace aggression and mistreatment. Ind. Organ. Psychol., 11, 112-116. [CrossRef].
Ford, M. T., Heinen, B. A., & Langkamer, K. L. (2014). Work and family satisfaction and conflict: A
meta-analysis of cross-domain relations. . Journal of Applied Psychology,, 89(1), 48-57.

Ford, T., M., Heinen, A., B., Langkamer, & L.., K. (2014). Work and family satisfaction and conflict:
A meta-analysis of cross-domain relations. Journal of Applied Psychology,, 89(1), 48-57.

Frone, R., M., Kelloway, K., E., Schat, & A. C. H. (2006). Prevalence of workplace aggression in the
U.S. workforce: Findings from a national study. Journal of Occupational Health Psychology,, 11(1),
44-54,

Gang, B., Fareed, Z., Khan, T., & Yasmeen, R. (2020). The impact of CEO tenure on corporate
social and environmental performance: An emerging country’s analysis. . Environ. Sci. Pollut. Res. ,
27, 19314-19326. [CrossRef] [PubMed].

Gardner, & O’Driscoll. (2016). Predictors of Workplace Bullying and Cyber-Bullying in New
Zealand. Int. J. Environ. Res. Public Health 13, 448. [Google Scholar] [CrossRef].

Ghani.U., Gul.H., Liu.Y., Li.H., Usman.M., & Zhang.J. ( 2020). Enabling the engine of workplace
thriving through servant leadership: The moderating role of core self-evaluations. . J. Manag. Organ.
1-19. [CrossRef].

Gharib, F. A., & Soqair, N. A. (2023). Toxic Workplace Environment and Employee Engagement.
Service Science and Management.

Gilbert, A. &. (2021). Human resource and governance challenges in the delivery of primary eye
care: a mixed methods feasibility study in Nigeria. BMC Health Serv Res., 21:1321.
10.1186/s12913-021-07362-8 [PMC free article] [PubMed] [CrossRef] [Google Scholar].

Growe, R. &. (2017). Toxic Workplace Environment and Its Impact on Women Professors in the
United States: The Imperative Need for Therapeutic Jurisprudence Practices in Higher Education. In
D. Halder, & K. Jaishankar (Eds.ri. Therapeutic Ju, 182-197.

Gruenigen, V. (2018). Sexual harassment in the work place: Its impact on gynecologic oncology and
women’s health. Gynecol. Oncol. 149, 227-229. [Google Scholar] [CrossRef] [PubMed].

Page 162

www.rsisinternational.org


http://www.rsisinternational.org/

%, S
¢ RSIS ~

INTERNATIONAL JOURNAL OF RESEARCH AND INNOVATION IN SOCIAL SCIENCE (1JRISS)
ISSN No. 2454-6186 | DOI: 10.47772/1JRISS | Volume IX Issue VI June 2025

80.

81.
82.

83.

84.

85.

86.
87.

88.

89.

90.

91.

92.

93.

94.

95.

96.

97.

98.

99.

Hakanen, J., & Bakker. (2006). Burnout and work engagement among teachers. J. Sch. Psychol., 43,
495-513.

Harter, J. (2017). Employee Engagement vs. Employee Satisfaction and Organizational Culture.
Heinz, L. (1996). The Content and Development of Mobbing at Work. Eur. J. Work Organ. Psychol.
5, 165-184. [Google Scholar].

Henning, M., & Zhou, C. (2017). Workplace harassment among staff in higher education: A
systematic review. Asia Pac. Educ. Rev., 18, 521-539. [Google Scholar] [CrossRef].

Herscovitch, L., Meyer, J. P., Stanley, J., D., & Topolnytsky, L. (2002). Affective, continuance, and
normative commitment to the organization: A meta-analysis of antecedents, correlates, and
consequences. Journal of Vocational Behavior, 61(1), 20-52.

Hobfoll. (1989). Conservation of resources: A new attempt at conceptualizing stress. American
Psychologist,, 44(3), 513-524.

Hobfoll. (2018). Conservation of resources.

Hobfoll, S. (2001). The influence of culture, community, and the nested-self in the stress process:
Advancing conservation of resources theory. . Appl. Psychol. , 50, 337-421. [CrossRef].

Hobfoll, S. (2011). Conservation of resource caravans and engaged settings. J. Occup. Organ.
Psychol., 84, 116-122. [Google Scholar] [CrossRef.

Hobfoll, S. E., & Freedy, J. (1993). Conservation of resources: A general stress theory applied to
burnout. In W. B. Schaufeli, C. Maslach, & T. Marek (Eds.), Professional burnout: . Recent
developments in theory and research, (pp. 115-129).

Houshmand, M. O. (2012). Escaping bullying: The simultaneous impact of individual and unit-level
bullying on turnover intentions. Houshmand, M., O'Reilly, J., Robinson, S., & Wolff, A. (2012).
Escaping Human Relations, 65(3), 327-353.

Houshmand, M., O'Reilly, J., Robinson, S., & Wolff, A. (2012). The simultaneous impact of
individual and unit-level bullying on turnover intentions. . Escaping bullying: The Human
Relations,, 65(3), 327-353.

Jex, S., Sliter, M., Sliter, & K. (2012). The employee as a punching bag: The effect of multiple
sources of incivility on employee withdrawal behavior and sales performance. J. Organ. Behav. 33,
121-139. [CrossRef].

Johnson, L., & Smith, T. (2018). Job Anxiety and Its Impact on Employee Performance: A Review
of the Literature. . Journal of Organizational Behavior, 39(4), 432-445. DOI: 10.1002/job.2297.
Kahn, W. A. (1990). Psychological conditions of personal engagement and disengagement at work. .
Academy of Management Journal, 33(4), 692-724.

Kaliannan. (2021). How Toxic Workplace Environment Effects the Employee Engagement The
Mediating Role of Organizational support and Employee Wellbing. Enviranmental Research and
Public Health.

Karatep. (2021). The effect of servant leadership on hotel employees' behavioral consequences:
work  engagement  versus job  satisfaction. Int J Hosp Manag., 97:102994.
10.1016/j.ijhm.2021.102994 [CrossRef] [Google Scholar].

Khan, S., & Sabri, P. (2016). Cost of workplace bullying for employees: An anti-bullying policy
through introduction of workplace spirituality in higher education sector of Lahore, Pakistan. J. Sci.
Int. 28, 541-549. [Google Scholar].

Knardahl, S., & Nielsen, M. (2015). Is workplace bullying related to the personality traits of
victims? A two-year prospective study. Work Stress 29, 128—-149. [Google Scholar] [CrossRef].
Koser, M., Rasool, S.F., Samma, & M. (2018). High Performance Work System is the Accelerator of
the Best Fit and Integrated HR-Practices to Achieve the Goal of Productivity: A Case of Textile
Sector in Pakistan. Glob. Manag. J. Acad. Corp. Stud., 8, 10-21.

100.Kulkarni, S. J. (2018).). Intimate Partner Violence in the Workplace: Exploring Gender Differences

in Current Health-Related Quality of Life. . Violence and victims.

101.Kumar. (2019). Employer brand, person-organisation fit and employer of choice. Pers. Rev.

[CrossRef].

102.Kumar, A., & Tanwar, K. (2019). Employer brand, person-organisation fit and employer of choice.

Pers. Rev.

Page 163

www.rsisinternational.org


http://www.rsisinternational.org/

INTERNATIONAL JOURNAL OF RESEARCH AND INNOVATION IN SOCIAL SCIENCE (1JRISS)
ISSN No. 2454-6186 | DOI: 10.47772/1JRISS | Volume IX Issue VI June 2025

%, S
¢ RSIS ~

103.Lam, C., & Walter, F. (2017). LSupervisors’ emotional exhaustion and abusive supervision: The
moderating roles of perceived subordinate performance and supervisor self-monitoring. J. Organ.
Behav. 2017, 38, 1151-1166. [CrossRef].

104.Leavitt, K., Lim, S., & Schilpzand, P. ( 2016). Incivility hates company: Shared incivility attenuates
rumination, stress, and psychological withdrawal by reducing self-blame. . Organ. Behav. Hum.
Decis. Process., 133, 33—44. [CrossRef].

105.LePine, A., J., LePine, A., M., Podsakoff, & N. P. (2007). Differential challenge stressor—hindrance
stressor relationships with job attitudes, turnover intentions, turnover, and withdrawal behavior: A
meta-analysis. Journal of Applied Psychology, 92(2), 43.

106.Leymann. ( 1990). Mobbing and psychological terror at workplaces. Violence . Violence Vict. , 119—
126.

107.Maden-Eyiusta, C. (2019). Role conflict, role ambiguity, and proactive behaviors: Does flexible role
orientation moderate the mediating impact of engagement? International Journal of Human Resource
Management, 32 (13) pp. 2829-2855,.

108.Markos, S., & Sridevi, S. (2010). Employee Engagement: The key to improving perfomance. .
International Journal of Business and Management,.

109.Merkin, R., & Shah, M. (2014). The impact of sexual harassment on job satisfaction, turnover
intentions, and absenteeism: Findings from Pakistan compared to the United States. Springerplus 3,
215. [Google Scholar] [CrossRef] [PubMed].

110.Modaresnezhad, M., Andrews, MC, Mesmer-Magnus, J., Viswesvaran, C., & Deshpande, S. (2021).
Anxiety, job satisfaction, supervisor support and turnover intentions of mid-career nurses: a
structural equation model analysis.. J Nurs Manag, 931-942.

111.Morin, K., & Smith, J. (2018). An Empirical Study Analyzing Job Productivity in Toxic Work
Enviranment. International Journal of Environmental Research and Public Health.

112.Mushtag, M., & Sultana, S. (2015). The Trauma of Sexual Harassment and its Mental Health
Consequences among Nurses. J. Coll. Physicians Surg. Pak. 25, 675-679. [Google Scholar]
[PubMed].

113.Peart, N. ( 2019). Making Work Less Stressful and More Engaging for Your Employees. . Harvard
Business Review.

114.Pouliakas, K. (2015). The economics of health and safety at work: An interdiciplinary review of the
theory and policy. Econ. Surv. .

115.Rasool. (2020). Sustainable Work Performance: The Roles of Workplace Violence and Occupational
Stress.. International Journal of Environmental Research and Public Health, 17, Article 912.

116.Rasool, F, S., Wang, M., Tang, M., Saeed, A., & Igbal, J. (2021). How Toxic Workplace
Environment Effects the Employee Engagement: The Mediating Role of Organizational Support and
Employee Wellbeing. International Journal of Environmental Research and Public health.

117.Rasool, S. F, & Wang, M. (2021). How Toxic Workplace Environment Effects the Employee
Engagement: The Mediating Role of Organizational Support and Employee Wellbeing. International
Journal of Environmental Research and Public (IJERPH).

118.Rasool, S., Samma, M., Wang, M., Zhao, Y., & Zhang, Y. (2019). How Human Resource
Management Practices Translate Into Sustainable Organizational Performance: The Mediating Role
Of Product, Process And Knowledge Innovation. Psychol. Res. Behav. Manag. 201.

119.Rich, B. L. (2010). . Job engagement: Antecedents and effects on job performance.

120.Saks, A. M. (2006). Engagement, Antecedents and consequences of employee. . Managerial
Psychology,, 21(7), 600-619. .

121.Samma, M., & Zhao, Y. (2020). Exploring the Relationship between Innovative Work. healthcare -
08.

122.Samma, M., Wang, M., Zhang, Y., & Zhao, Y. (2019). How Human Resource Management Practices
Translate Into Sustainable Organizational Performance: The Mediating Role Of Product, Process
And Knowledge Innovation. Psychol. Res. Behav. Manag. 12, 1009-1025.

123.Scott, H. (2018). Extending the Duluth model to workplace bullying: A modification and adaptation
of the workplace power-control wheel. . Workplace Health Saf. , 66, 444-452. [CrossRef]
[PubMed].

Page 164 www.rsisinternational .org


http://www.rsisinternational.org/

INTERNATIONAL JOURNAL OF RESEARCH AND INNOVATION IN SOCIAL SCIENCE (1JRISS)
ISSN No. 2454-6186 | DOI: 10.47772/1JRISS | Volume IX Issue VI June 2025

/

) =
>, S
¢ RSIS ~

124.Sen, g., & Wilson, M. (2018). An Empirical Study Analyzing Job Productivity in Toxic workplace
enviranments. International Journal of Environmental Research and Public Health.

125.Shuck, M. B. (2010). Employee Engagement: An Examination of Antecedent and Outcome
Variables. . FIU Electronic Theses and Dissertations,, 1-1 .

126.Sliter, & Jex, S. (2012). The effect of multiple sources of incivility on employee withdrawal
behavior and sales performance. J. Organ. Behav., 33, 121-139.

127.Sonnentag, S. (2015). Dynamics of Well-Being. . Annual Review of Organizational Psychology and
Organizational Behavior, 2, 261-293.

128.Spielberger, C. D. (1995). Job Stress Survey. Handbook of occupational health psychology.
American Psychological Association, pp. 331-355.

129.Vance, R. J. (2006). Employee Engagement and Commitment: A guide to understanding, measuring
and increasing engagement in your organization. . Alexandria, USA: SHRM Foundation , p.1.

130.Wei, H., & Yang, Q. (2018). The impact of ethical leadership on organizational citizenship behavior:
The moderating role of workplace ostracism. Leadersh. Organ. Dev. J., 39, 100-113. [CrossRef].

131.Wright, T. (2013). Uncovering sexuality and gender: An intersectional examination of women’s
experience in UK construction. Constr. Manag. Econ. 31, 832-844. [Google Scholar] [CrossRef].

132.Xie, J. (1996). Karasek’s model in the People’s Republic of China: Effects of job demands, control,
and individual differences. . Acad. Manag. J. , 39, 1594-1618.

133.Zhou, Y. Y. (2018). Serial multiple mediation of organizational commitment and job burnout in the
relationship between psychological capital and anxiety in Chinese female nurses:. a cross-sectional
questionnaire surv.

Page 165 www.rsisinternational .org


http://www.rsisinternational.org/

	ABSTRACT
	Significance of Study
	Employee engagement
	Job Anxiety
	Workplace Bullying

	Theory of Research Conservation of Resource (COR) Theory

	Conceptual Framework and Methodology
	Descriptive Analysis
	Summary of Hypotheses testing
	10. Directions for Future Studies
	CONCLUSION

	REFERENCES

