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Annotation. Research has shown the importance of microclimates for employee behaviour,
organisational performance and individual employee well-being; also, the negative implications of
workplace violence for organisational microclimate and employee well-being. This paper aims to shed
light on the theoretical aspects of organisational microclimate, employee well-being and workplace
violence, and to offer theoretical insights into the role of microclimate in employee well-being and the
occurrence of workplace violence. To achieve this objective, an analysis and synthesis of recent scientific
publications was chosen. The results revealed the theoretical links between the organisational microclimate
and the emergence of workplace violence, as well as the negative implications of workplace violence for
employee well-being and the further spread of violence in the organisation. This study will contribute
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to further empirical research on the role of organisational microclimate in employee well-being and the
emergence of workplace violence.

Keywords: organisational climate, employee well-being, violence at workplace, discourse.

Introduction

The complexity of how an organisation operates is increasing due to rapid changes in the
business environment. Globalisation, depleting resources, high technology, financial
scandals, bankruptcies, catastrophes and external pressures from various societal
groups are increasingly forcing companies to take into account the growing complexity
of business operations in order to achieve resilience, longevity and sustainability. It
is important for business success to take into account not only the external factors
affecting business, but also the internal factors.

Researchers focus on the microclimate of an organisation because itis a phenomenon
that has a significant impact on the behaviour and performance of an organisation’s
employees, as well as on the organisation’s own performance. It is also related to
employees’ attitudes, values and perceptions of the organisation as a set of individual
characteristics of the organisation. The importance of a positive organisational climate
is that it increases employees’ job satisfaction, positively influences how employees
teel about their work environment, their performance and their interactions with each
other (Rimbayana, Erari and Aisyah, 2022), (Afe et al. 2019), (Osmani et al. 2022).
Another equally important phenomenon related to employees and their surrounding
work environment is employee well-being. This is usually defined as a positive physical,
emotional and psychological state of employees, which is satisfying and results from
a supportive working atmosphere in which the employee is able to realise his or her
personal and professional potential. Positive employee well-being is most often
associated with higherjob performance, job satisfaction, productivity and task efficiency,
lower absenteeism and other factors (Ponting, 2020), (Salleh et al. 2020), (Kahtani and
Sulphey 2022). On the other hand, there are phenomena in organisations that have a
negative impact on the well-being or health of employees, such as workplace violence,
which refers to deliberate behaviour by those inside or outside the organisation that is
intended to cause physical, psychological or emotional harm to employees. Workplace
violence is associated with negative effects on employee well-being, such as negative
financial consequences, psychological or emotional problems, burnout syndrome,
reduced productivity or job satisfaction (Gembalska-Kwiecienn 2020), (Vévodovs,
Vévoda,and Grygova 2020), (Pacheco etal. 2021). However, a theoretical analysis of the
literature reveals that research work has focused on exploring the role of microclimate
on individual factors related to employee well-being, as well as the role of violence in
the work environment on employees’ health and well-being. At the same time, there
is a lack of clear-cut answers and a lack of instruments to understand the role of the
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organisational microclimate in employee well-being and the occurrence of workplace
violence. Investigating the relationship between organisational microclimate, employee
well-being and workplace violence will contribute to a better understanding of this
relationship and encourage further empirical research. Therefore, this paper formulates
the following research question: what are the implications of organisational climate
for employee well-being and the occurrence of violence in the work environment? The
object is the theoretical aspects of the role of organisational climate in employee well-
being and the occurrence of violence in the work environment.

The aim of this paper is to examine the theoretical aspects of the role of
organisational climate in employee well-being and the occurrence of workplace
violence. To achieve this aim, the objectives are: to highlight the theoretical aspects of
organisational microclimate, employee well-being and workplace violence; to provide
theoretical insights into the role of organisational microclimate in employee well-being
and the occurrence of workplace violence.

Methods: comparative analysis, synthesis and generalisation of scientific literature.
The literature search for this work was carried out in February 2023. SCOPUS, JSTOR,
ERIC, EBSCO electronic databases were used to conduct the search based on titles,
keywords and abstracts of publications. The following keywords were used in the
search: microclimate — microclimate, organisational microclimate, organisational
climate, security climate, working conditions, working atmosphere, positive working
climate, work climate; violence in the work environment - violence, violence at work,
violence in the work environment, psychological violence, mobbing, mobbing in the
work environment, bullying, physical violence, sexual violence, emotional violence,
psych-terrorism); employees’ welfare — employee welfare; labor welfare; well-being at
work; well-being in the organization; work-life balance; welfare; quality of professional
life. The scope included all publications that fulfilled the following criteria: original
scientific articles and reports; publications written in English; publications related to
the main themes of the work (organisational climate, employee well-being, violence
in the work environment); publications published since 2018. A total of 172 scientific
publications were selected through title selection, and a further 104 publications were
removed after abstract review, bringing the total number of publications included in the
review to 68.

The microclimate of the organisation: conceptualisation and expression

The concept of organisational microclimate was first mentioned in 1939 in the context of
the Group Atmospheric Survey, and since then the phenomenon has been studied in an
effort to measure the functioning and development of microclimates. An organisation’s
microclimate can be defined as the overall totality of the organisation’s policies, practices
and procedures as experienced by employees, as well as the expectation for certain
behaviours that are seen, supported and encouraged (D’Amato, 2023; Kessler 2019).
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Given the differences between organisations, it can be argued that each organisation
has a specific microclimate that reflects the governance of that organisation. As a result,
scholars do not agree on the factors that make up the microclimate. Nevertheless, the
literature analyses the links between microclimate and organisational culture (Osmani,
Sejdiu and Yusufi 2022,) and individual employee perceptions of organisational culture,
which are determined by the organisation’s beliefs, values and inherent behaviours
(Dang, Tran and Tran, 2021). Two distinct perspectives emerge when analysing
attempts to define the concept of organisational microclimate. The first perspective
highlights the factors that characterise an organisation, the most commonly cited of
which are the organisation’s policies, practices and procedures. The second one refers
to individual perceptions, which are determined by human factors such as personal
values, psychological desires or others (Diab, Diab and Emam 2021). From the first
perspective, it can be said that an organisation’s climate is a set of characteristics that
objectively characterise the organisation itself and allow it to be perceived by both
internal employees and individuals outside the organisation (Rimbayana, Erari and
Aisyah 2022). The second perspective is examined as an individual’s assessment of the
work-related environment in terms of employees’ attitudes, feelings, norms and values.
It is the perception of the organisation that employees share while working in the same
work environment, which relates to the social environment that determines employee
behaviour (Ozsoy, 2022; Luthufi et al. 2020; Afe et al. 2019). In addition to the usual
attempts to study the concept of microclimate, a new trend has developed in the scientific
literature that expands the concept of microclimate by introducing specific categories
of this phenomenon. For example, supportive climate, which encompasses employees’
general perception of the supportiveness prevailing in the organisation, which helps to
shape employees’ attitudes towards the organisation and influences their loyalty to the
organisation (Li, Liang and Liu 2022). Safety climate, which is defined as the perceived
collective safety behaviour that helps employees to understand safety priorities in the
organisation and is associated with safety indicators such as injury rates or accidents
(Jackson, Harper and McLean 2021). An inclusive microclimate, which is based on
the perception of the balance between formal and informal organisational policies and
the uniqueness of the organisation (Roberge et al. 2021) A national climate, which is
characterised by a shared perception that employees are welcomed and valued equally
in the organisation, regardless of the person’s background and nationality (Kéllen, Koch
and Hack 2020). A theoretical analysis of scholars’ work on the concept of microclimate
suggests that an organisation’s microclimate is a set of individual characteristics that help
it to stand out from other organisations, both from an internal and external perspective,
and that have a significant impact on the behaviour, performance and results of its
employees. It is the perception of the people who work in the organisation, linked to
their attitudes and values, which manifests itself in their thoughts, feelings, behaviours
and social relationships. It is a phenomenon that is influenced by the managers and
members who make decisions in the organisation.
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Figure 1
Organisational microclimate definition

L. Employees
Organisation e . : .
i s g Organisational Perceptions of employees in relation to
A set of characteristics that distinguish : ” e ;
s = microclimate their attitudes, values, feelings and
it internally and externally behaviont

Source: compiled by author

Looking at the interaction between an organisation and its employees, most research
on organisational climate focuses on the work environment factors that not only
characterise the organisation itself, but also have the greatest impact on its employees.
These factors determine how employees perceive the organisation, and these perceptions
are shared on a day-to-day basis in the formation of social relationships, thus creating
implications for employee job satisfaction and performance (Vos and Page 2020,).
The authors relate the dimensions of microclimate to employees’ perceptions, social
interactions and influence on employees. Employee perception becomes an important
subjective evaluation viewed through feelings of autonomy, trust, support for each other,
employee appreciation, sense of justice, trust, support, recognition and innovation
(Diab, Diab and Emam 2021; Osmani, Sejdiu and Yusufi, 2022). Another approach
identifies more dimensions related to organisational characteristics by dividing them
into five domains: Organisational trust (managerial support and evaluation, which are
created by a trusting environment); job strain (stress at work, which negatively affects
employees’ productivity, commitment, negative feelings at work, or evaluation of the
job itself ); social support (belonging to a social community and building relationships
with others, creating a sense of trust and community); rewards (employees’ perception
of whether there are opportunities for career advancement, more senior roles and higher
rewards within the organisation); job satisfaction (evaluation of the work done, which
gives a sense of job satisfaction) (Barria-Gonzélez et al. 2021; Tadesse, 2019; Michalak,
2019) divide the dimensions of microclimate into six dimensions: Organisational
clarity (clearly perceived expectations and their links to organisational performance);
reward system (recognition and reward for work well done); organisational standards
(perception that managers are important for employee engagement and performance);
flexibility (belief that adequate constraints exist within the organisation); responsibility
(feeling that the tasks delegated to employees are adequate); team involvement
(satisfaction and pride in belonging to the organisation).

Researchers have also linked the dimensions of organisational microclimate to areas
such as human relations, internal processes, open systems and rational goals (Diab, Diab
and Emam 2021; Mueller and Surachaikulwattana 2020). To summarise the authors’
insights into these four dimensions, seventeen scales can be identified (see Table 1):

80


https://www.zurnalai.vu.lt/social-welfare

Tomas Butvilas, Andrius Janiukstis, Remigijus Bubnys, Rita Laziené. The Role of Organisational Climate in Employee
Well-Being and the Occurrence of Workplace Violence: Contextualisation of Theoretical Constructs

Table 1
Four dimensions of organisational microclimate
Microclimate
. . Scales
dimensions
Autonomy (workplace design that enhances the ability to get things done);
integration (cooperation and trust between departments); engagement
Human (adequate influence on decisions); management support (perceived
relations support of the organisation’s managers); training (perceived concern for

the organisation’s staff’s development of knowledge and skills); welfare
(perceived perception of the extent to which the organisation values and
cares for its staff).

Formalisation (the extent to which the organization cares about formal rules
Internal pro- i . .
and procedures); tradition (the extent to which customary practices and

cesses procedures are valued).
Innovation and flexibility (orientation to change and fostering new ideas
Open and motives); market orientation (the extent to which the organisation
systems adapts to the needs of customers and the market); reflexivity (the extent
to which the organisation is concerned with reviewing its strategy, work
processes, objectives).

Clarity of the organisation’s objectives (the extent to which the organisa-
tion clearly defines its objectives); effectiveness (the perceived focus on
staff effectiveness and productivity); effort (the perceived effort of the or-

Rational ganisation’s staff in achieving its objectives); feedback (the extent to which
targets the organisation evaluates performance and provides feedback); encourage-

ment to act (the extent to which the organisation is driven by the achieve-
ment of its objectives); quality (the extent of the attention paid to quality
procedures).

Source: compiled by author

In addition to the dimensions of organisational climate already discussed, the
dimensions of structure, responsibility, conflict, identity, risk, morale, managerial
trustworthiness, resistance to change, stress and strain, adequate control, resource
adequacy, clarity of responsibilities, and the importance of the external environment are
also prominently used in research on organisational climate (Vos and Page, 2020; Afe
etal. 2019). An analysis of the researchers’ work suggests that in order to measure the
microclimate, the aim is to seek balance between the characteristics that best represent
the organisation, their influence on the subjective experience of the individual and the
subjective evaluation of the employee. It also supports the view that each organisation
may have characteristics that are largely unique to it, which shape the individual’s unique
experience of the organisation, influencing the individual’s own behaviour and, at the
same time, determining the behaviour of the community working in the organisation.

81



eISSN 2424-3876  Social Welfare: Interdisciplinary Approach

Employee well-being: conceptualisation and expression

Although there are many attempts to define well-being in the academic literature,
there is no unanimous consensus on how to conceptualise it. There are many prosaic
or ambiguous descriptions in the work of authors, which include affective, cognitive
and behavioural aspects (Kahtani and Sulphey, 2022). Well-being is defined as a
phenomenon with links to a person’s material or spiritual values, his or her emotional
states (Stankeviciene et al. 2021), a balance between the resources available to a
person and the challenges in terms of the person’s abilities and their implications for
the person’s performance and life projection (Elsamani et al. 2023). Also, well-being
refers to the subjective (cognitive and emotional) ability to evaluate one’s life, which
is associated with overall satisfaction, mood or sense of fullness (Sora, Caballer and
Garcfa-Buades 2021). The concept of well-being has also been analysed from a
subjective or objective perspective. Objective well-being refers to what a person needs to
accumulate in order to survive (food, income, housing, education or health care system,
community, infrastructure), while subjective well-being refers to a person’s evaluation
of life based on feelings and thoughts (Salleh et al. 2020). The concept of well-being is
most accurately described by distinguishing between two paradigms: hedonism and
eudaimonism. Hedonism defines a subjective concept of well-being, which is related to
the evaluation of one’s own quality of life in relation to the individual’s standards and
emotional experiences. Eudaimonism proponents, by exaggerating the state of human
psychological functions, propose the concept of psychological well-being, which is
related to personal growth, self-acceptance, autonomy, and positive relationships with
other people (Karapinar, Camgoz and Ekmekci 2020; Stankevi¢iené et al. 2021).

Just as well-being is associated with the internal and external environments of
people, employee well-being has been described as a feeling derived from the intrinsic
and extrinsic value of work (Kahtani and Sulphey 2022; Taj et al. 2020) argue that well-
being is the totality that connects the feelings people feel in the organisation where
they work with the work or activities they perform. It is also noted that when looking at
employee well-being, it is important to take a comprehensive and holistic approach that
focuses on how well employees feel and function in the organisation. However, Corréa
et al. (2019) contradict this by stating that positive feeling should not be confused
with happiness, arguing that it is more about the prevalence of positive emotions in
the organisation and the perceived overcoming of the employee’s potential to achieve
individual goals. Although there is no consensus on the definition of employee well-
being, scholarship focuses on the employee’smindsetinrelation toindividual experience,
their ability to manage workload, control work, develop working relationships, actively
participate in change, and their sense of satisfaction and interaction with stressors
in the work environment (Khan et al. 2020). In addition, the role of employee well-
being relates not only to the employee’s ability to realise his or her abilities in the work
environment, but also to the organisation’s own performance by drawing attention to
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the synergy between the interests of the employee and the employer (Quifors, Chan
and Dai 2021). A theoretical analysis of the work of researchers suggests that employee
well-being is a positive physical, emotional and psychological state of an employee,
where the employee perceives his or her life as meaningful and fulfilling, and that it
is determined by a supportive work environment in which the employee is able to
realise his or her individual capabilities. It is the quality of the employee’s experience,
combining individual and organisational goals, which is influenced by both the physical
and the internal environment of the employee.

Figure 2
Employee well-being definition

Workplace
A working environment in which
employees can realise their potential

Employee
Positive physical, emotional
and psychological well-being

Employee
well-being

Employee experience
Quality of experience, which is influenced by both the
physical and the internal environment of the employee

Source: compiled by author

The dimensions of well-being are often linked to psychological dimensions, for
example, Kahtani and Sulphey (2022) examine well-being through the lens of self-
determination theory, arguing that it is determined by the satisfaction of three basic
psychological needs (autonomy, competence, social relationships). In addition, the
authors highlight other factors related to psychological well-being, such as positive
emotions, engagement, sense of meaning, individual achievement, job satisfaction,
and involvement in activities. However, researchers agree that employee well-being
is not solely influenced by psychological phenomena. In addition to this, other states
such as physical, intellectual and spiritual states are also important Ahmad, Edvin and
Bamber 2022; Nathan, 2022; Sorribes, Celma and Garcia, 2021) note the dimensions
of happiness, health and social well-being. Their ideas are complemented by Quifors,
Chan and Dai (2021), who jointly state that the dimension of happiness, which is
also referred to as the psychological dimension, combines job satisfaction and human
psychological characteristics that have implications for the harmonisation of working
practices, work-life balance, productivity, and relations with colleagues. The health
dimension is characterised by objective physical parameters, such as physical fitness or
how stress factors affect the worker. The social dimension is defined by the relationship
between managers and employees, trust, reciprocity, cooperation and support. Akanni,
Kareem and Oduaran (2020) measured employee well-being in their study by dividing
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it into three dimensions of job fatigue, general health and job engagement. To measure
the dimension of work fatigue, the authors used indicators of physical fatigue, mental
fatigue and emotional fatigue. General health was measured by indicators defining
social dysfunctionality, while work engagement was measured by indicators of vigour,
commitment and engagement. According to another approach, the psychological
dimensions of employees include factors such as the employee’s learning process, his/
her sense of autonomy, his/her feelings of stress, individual goals, and recreation. The
physical dimension is also added by including the employee’s illnesses, eating habits,
lifestyle and physical activity, which are related to the overall physical condition of the
person. In addition, the social dimension is expanded by focusing on the phenomenon
of volunteering, links with the community, family, friends and colleagues. Researchers
add another dimension, that of environmental factors, which includes the parameters
of lighting, appropriate temperature, comfort level, air quality (Suwarnajote and
Mekhum, 2020). Although there are various attempts to distinguish the dimensions
of employee well-being, in some cases the descriptive terms are synonymous with
each other. For example, the psychological dimension is equated with the emotional
dimension and relates to general mental health, feelings of satisfaction, stress or
anxiety. In addition, there is a financial perspective, which describes anxiety about
the current financial situation, financial problems, and financial uncertainty in the
future, which has a negative impact on the employee’s well-being (Beck-Krala, 2022).
In addition, researchers also point to psychosomatic (the importance of internal
influences on physiological processes), affective (satisfaction, mood, commitment to
the organisation, emotional exhaustion), cognitive (cognitive fatigue, concentration,
ability to take in new information), and occupational (autonomy, individual aspirations,
competence) dimensions (Platts, Breckon and Marshall, 2022). Gorgenyi-Hegyes,
Nathan and Fekete-Farkas (2021) examine eight dimensions by dividing them into
two perspectives (see Figure 3). This approach has the characteristic of contradicting
the distinctions between the dimensions of employee well-being discussed so far. In
the latter, the financial or social dimensions are viewed from the internal perspective of
the human environment, whereas in this case they are classified as external, but it can
be argued that the authors’ insights summarise the dimensions of employee well-being
that have been discussed so far.

To summarise the researchers” work, the dimensions of employee well-being are
examined through the perspectives of the physical and nonphysical aspects of the
individual, the work environment and the relationships with other people, and the
factors that determine them. Employee well-being is determined by the organisations
that shape the work-related activities that enable the employee to use his or her skills
and competences and by the environment that affects the people who work there.
Also, by the social relationships that the employee develops with people in the work
environment or elsewhere. And finally, by the worker himself, whose physical, mental
or emotional state determines his ability to perform in the work environment.

84


https://www.zurnalai.vu.lt/social-welfare

Tomas Butvilas, Andrius Janiukstis, Remigijus Bubnys, Rita Laziené. The Role of Organisational Climate in Employee
Well-Being and the Occurrence of Workplace Violence: Contextualisation of Theoretical Constructs

Figure 3
Internal and external well-being dimensions

INTERNAL Physical Emotional Intelectual Spiritual
DIMENSIONS well-being well-being well-being well-being
EXTERNAL Enviroment Social Financial Workplace
DIMENSION well-being well-being well-being well-being

Source: Gorgenyi-Hegyes, Nathan and Fekete-Farkas, 2021

Expression of violence in the workplace

Research on violence in the workplace is complex, due to the difficulty in defining the
concept of violence. There are many definitions and theoretical differences related to
violence, but in order to reach a consensus, some authors use a generalised definition of
workplace violence that applies to different forms of violence, given that its constituent
elements can be diverse and different (Civilotti, Berlanda and Iozzino, 2021). On the
other hand, other descriptions such as ‘intimidation,’ ‘bullying, ‘psychological violence,
‘harassment,’ ‘psychoterrorism, ‘bullying’ can also be encountered in scientific works
(Ibiloglu 2020, 332). When analysing the definitions of violence in the workplace, one
important aspect emerges, which is that the definitions denote an act that is directed
against another person, given that bullying is a deliberate attempt to harm another, and
also, its effects encompass physical, psychological or sexual harm (Civilotti, Berlanda
and Iozzino, 2021), (Stahl-Gugger and Himmig, 2022). In addition, the perspective of
the perpetrator is also relevant and can be used to categorise violence into four types:
violence perpetrated by individuals who are not connected to the workplace; violence
perpetrated by visitors, clients or family members of the organisation; violence
perpetrated by a current or former employee of the same organisation; and violence
perpetrated by an individual with whom the victim has an informal relationship outside
of work (Pacheco et al. 2021; Hsu, Chou and Ouyang, 2022; Barros et al. 2022; Somani
et al. 2021). This approach is complemented by the distinction between two types of
workplaceviolence: thehorizontal type,inwhich the perpetratorisa colleague,amember
of the same organisation, and the vertical type, in which the perpetrator is a supervisor
or a person in a higher position (Caillier, 2021). It is important to note not only that
the phenomenon of violence combines the interaction between the perpetrator and
the victim of violence, but also the actions by which the perpetrator’s work negatively
affects others. In this respect, Barros et al. (2022) note that the most popular forms
of violence used in the work environment are verbal violence, intimidation of others
and physical aggression against others. Some authors expand on nonphysical forms
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of violence by stating that they are: verbal, active, passive, direct, indirect. In general,
nonphysical aggression is characterised by intimidation, belittling and singling out the
victim from others. It is also defined as deliberate verbal or nonverbal behaviour that
is intended to intentionally harm another employee of the organisation (Pacheco et al.
2021). A similar approach is followed in the purification of other forms of workplace
violence. Caillier (2021) argues that violence in the work environment can be physical,
verbal, active, passive, direct and indirect. In this case, physical and verbal violence are
strictly distinguished through harm, with physical violence involving physical harm and
verbal violence nonphysical harm. Active aggression is also interpreted as actions that
cause direct harm to others, while passive aggression refers to the deliberate omission of
actions, thus causing indirect negative effects. Direct aggression includes direct actions
such as shouting, screaming or threatening the victim, while indirect aggression refers
to attacks on the victim that are carried out indirectly, for example, by spreading false
rumours without the victim knowing.

In analysing the definition of workplace violence, it is worth noting the concept
of mobbing, which was first mentioned by Konrad Lorenz, a scientist who studied
aggressive behaviourinanimals, where weaker animals use aform ofaggressive behaviour
to intimidate and deal with stronger rivals. In the study of human social relations, the
term was first used to describe the behaviour of schoolchildren, who used aggression
against others who they perceived to be lonely and weak. This was first noted by Peter-
Paul Heinemann (Ibiloglu, 2020). Research reveals that mobbing is not a random
phenomenon, it is rooted in the conflict between the victim and the aggressor, and that
this form of violence is characterised by continuity, in which the aggressive behaviour
is repeated more than once. Researchers also argue that mobbing is characterised by an
imbalance of power, whereby the person who is attacked is weaker or less able to defend
themselves. In addition, acts of violence are repeated over and over again with the aim
of getting rid of the victim or putting pressure on the victim to leave the job (Acquadro
Maran et al. 2022).

There are two perspectives on mobbing — vertical and horizontal. Vertical mobbing
manifests from the top down, where a manager uses his or her position of professional
power to target subordinates or employees in lower positions. On the other hand, vertical
mobbing from the bottom up is manifested by the unionisation of workers, where more
than one member is involved in violence against the manager or a superior, thereby
increasing the power imbalance. Horizontal mobbing occurs between employees who
hold the same or similar positions (Vveinhardt and Sroka 2020). Researchers agree that
the occurrence of mobbing in an organisation is not static, but changes over time, and in
analysing this, several views can be identified, the first of which describes the following
sequence: conflict between the aggressor and the victim; a phase of aggressive actions;
involvement or intervention by management; spreading false rumours about the
victim; dismissal or exit. Another view identifies the following stages: spreading false
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rumours about the victim and alienating other employees; avoiding or singling out the
person from the crowd; discriminating against and stigmatising the victim; and physical
attacks on the victim (Ibiloglu, 2020). In addition to this, the authors divide mobbing
into three levels of severity, according to the severity of the consequences for the victim.
The first level includes mild aggressive attacks that can be resisted, the second level
causes physical and psychological problems for the victim and as a result the victim is
no longer in a position to resist the attacks, and the third level leads to serious negative
consequences that result in the victim not being able to continue working in the
same working environment (Ibiloglu, 2020). When investigating the acts of violence
characteristic of mobbing cases, 45 acts of psychological violence can be identified,
which are usually divided into five categories: Impact through social relationships and
exclusion or isolation of the victim; attack in the field of communication, manifested
by restriction of the victim’s ability to express his/her opinion and constant criticism;
disparagement of reputation and spreading false rumours about the victim; damage
to occupational or quality of life, in the form of actions that cause anxiety, stress,
frustration or reduce the victim’s work performance; potential damage to health, in
the form of forcing the victim to work in harmful conditions or in the form of sexual
or physical acts (Dopelt et al. 2022; Vveinhardt and Sroka 2020). To summarise the
insights of the authors mentioned above, workplace violence is any behaviour that
has a negative impact, which is manifested by physical action, harassment, bullying or
any other threatening behaviour that takes place in the work environment. Violence
may include threatening others, verbal or nonverbal abuse, physical assault, physical
or nonphysical harm to health, etc. It can also involve an organisation’s employees, its
customers, visitors or their relatives and can be associated with descriptions such as
harassment, bullying, mobbing, psychological violence, hostility, sabotage, stalking,
etc. (Zhou, Rasool and Ma, 2020; Ghareeb, El-Shafei and Eladl, 2021).

The links between microclimate, employee well-being and workplace violence

According to Maidaniuc-Chirild (2020), the relationship between the organisational
climate and violence in the work environment can be analysed through the “stress
and emotional factors theory” This theory explains the occurrence of violence in
the work environment through the individual’s emotional response to stressful
circumstances related to the work environment. Each individual perceives the
organisational environment differently and, depending on individual characteristics
and perceived control over environmental factors, the individual subjectively assesses
the threats associated with the organisational microclimate. Negative feelings such as
anger or anxiety arise when the perceived threat is high and this triggers physical and
psychological tension and aggressive behaviour.
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Figure 4
Stress and emotional factors theory
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Source: Maidaniuc-Chirili, 2020.

Researchers agree that, just as violence has arole in the stress experienced by workers,
so too does stress in the work environment have a role in the occurrence of violence
in the workplace. Stress is associated with role ambiguity, conflict situations between
employees, and excessive workload. It is also argued that this not only has a negative
impact on employees, but also forces them to redirect their efforts away from their
work tasks and towards trying to cope with the stressors present in their environment
(Caillier, 2021). This is partly supported by Hsu, Chou and Ouyang (2022) when they
identify the main reasons for the occurrence of violence in the work environment.
According to the authors, workplace violence is caused by excessive and frequent
contact with customers, insufficient staffing levels and the resulting excessive workload,
high job demands, lack of time to complete tasks, excessive noise, lack of attention and
care, relationship problems, lack of effective programmes to prevent workplace violence,
and the absence of a protective policy or regulation. Taken together, these authors
suggest that the causes of violence in the workplace can be linked to dimensions of the
organisational climate. For example, staff shortages, workload problems and demands
canbelinked to the open systems dimension, lack of attention or care can be linked to the
human relations dimension, and the absence of preventive programmes or protective
policies can be linked to the internal processes dimension. Barros et al. (2022) add
to this by explaining that the increase in cases of violence is due to the excessive pace
of work, emotional demands, the stress experienced by employees, poor interpersonal
relations, lack of information and resources, and socio-economic constraints. On
the other hand, the causes of workplace violence may be linked not only to the work
environment but also to individual problems. For example, Ibiloglu (2020) points to
the role of childhood trauma in violence against others, as well as jealousy, feelings
of organisational injustice, lack of need for recognition, social inadequacy, dislike of
other individuals or some of their characteristics, inadequate managerial behaviour or
leadership, low moral standards or problems with the reward system. These causes of
violence in the workplace can be linked to dimensions of employee well-being, such
as: the financial dimension, where the employee is worried about his/her current

88


https://www.zurnalai.vu.lt/social-welfare

Tomas Butvilas, Andrius Janiukstis, Remigijus Bubnys, Rita Laziené. The Role of Organisational Climate in Employee
Well-Being and the Occurrence of Workplace Violence: Contextualisation of Theoretical Constructs

financial situation; the social dimension, which refers to the need for a sense of trust or
recognition; and the psychological/emotional dimension, which refers to the anxiety
or stress that is experienced. In elaborating on these insights, it is also important to
mention the traits attributed to violent aggressors, such as neurotic self-aggrandisement
and an exaggerated tendency towards control. In this respect, the narcissistic behaviour
of violent managers in their daily activities is also examined, as it becomes an important
factor contributing to the emergence of violence in the work environment and hostility
towards each other. Alhasnawi and Abbas (2021) point out that narcissistic managerial
behaviour is characterised by dividing employees into groups and exploiting them for
selfish purposes, thus slowly creating a gap between employees, aggression towards
each other and a hostile atmosphere. Narcissistic managers are also characterised by
public humiliation and ridicule of others, and are reluctant to accept criticism, but tend
to display dominance, arrogance and exaggeration of their own opinions. In addition
to a lack of empathy, they are also characterised by manipulation of others, abuse of
power by withholding information and belittling others (Aboramadan et al. 2020).
Looking at the authors’ insights, it is important to note that this is not only linked to
the emergence of aggressive behaviour in the work environment, but also to its further
spread, where rude behaviour towards others creates its proliferation. According to
Maidaniuc-Chirild (2020), this is explained by the ‘nervous exhaustion theory, which
draws attention to the consequences of rude behaviour. When a person is exposed
to continuous rude behaviour, the same person who is subjected to rude behaviour
eventually develops a propensity to violence. Initially, the person experiences mild
anxiety, which requires extra effort to concentrate on the normal pace and rhythm
of work, as well as insomnia, poor health, eating disorders and a possible increase in
stimulant use. As these problems worsen, the person is unable to regulate his or her
emotions, leading to hostile, aggressive behaviour towards others.

Figure §
The theory of nervous exhaustion

‘Worsening health

Anxiety . . . Inability to .
i Insomnia, eating disorders, Aggressive
Extra effort at 2 regulate :
L somatic symptoms and ; behaviour
work emotions

increased use of stimulants

Source: Maidaniuc-Chirilg, 2020
In this context, it is also important to analyse the consequences of workplace

violence, which contribute to the further spread of violence. On the one hand, violence
islinked to the decision of workers to leave their jobs and seek more favourable working
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conditions. However, looking at scholarly work, it is evident that a worker’s decision
to leave in the presence of violence does not always refer to the fact of leaving itself; it
may only refer to the worker’s decision to leave the employer, and the actual departure
occurs within a period of one or two years (Caillier 2021; Pacheco et al. 2021; Somani
etal.2021). Also, violence negatively affects employee loyalty, threatens employee well-
being and, given the definitions of well-being, it can be argued that violence negatively
affects an employee’s interaction with the work environment around them (Alhasnawi
and Abbas, 2021; Rasool et al. 2020; Wech, Howard and Autrey, 2020; Dnyaeshwar
and Rajpoot, 2010). These insights are complemented by the assertion that violence
in the work environment reduces the employee’s ability to adapt to the environment,
increases the risk of burnout, increases the employee’s isolation, and causes stress
for the employee, as well as, encourages the employee to be violent towards others
(Acquadro Maran et al. 2022; Schablon et al. 2022). In addition, there are also negative
economic implications for both the employees who are subjected to violence (job
search costs, legal services, insurance costs, medication, psychological counselling)
and the organisations themselves (reduced productivity, reduced quality of work
performance, compensation for damages) (Ibiloglu 2020; Gembalska-Kwiecien,
2020). Violence also has implications for the quality of life and problems of workers. It
has been observed that violence in the work environment is associated with an increase
in anxiety or distrust of other people, and that people who experience violence tend
to use tobacco more often, experience increased emotional fatigue, increased feelings
of fear, decreased job satisfaction and decreased motivation. In addition, the negative
consequences of violence in the workplace can also affect other areas of a person’s life,
such as social relationships, where psychological distancing leads to increased conflict
at work and at home (Savoy et al. 2021; Pacheco et al. 2021). Research also shows that
psychological violence is closely linked to health problems, reduced self-confidence,
and various mental disorders. Victims of violence are more likely to experience feelings
of indifference, hostility, depression, anxiety, helplessness, irritability, intolerance
of others, sleep disturbances, reduced attention span, and reduced self-esteem. In
addition, studies have also revealed psychosomatic phenomena experienced by
victims of violence, such as chronic pain syndrome or asthma attacks (Nyberg et al.
2020; Jeong and Lee, 2020; Vveinhardt and Sroka, 2020). An analysis of the research
literature suggests that the consequences of violence in the workplace can be divided
into six categories: physical, such as physical injuries; psychological, such as depression
or burnout; emotional, such as anxiety; functioning at work, such as loss of earning
capacity; social, such as family conflicts; and economic, such as the loss of resources
after losing one’s job (Stahl-Gugger and Himmig, 2022).
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Figure 6
Organisational climate role on employee well-being and the occurrence of workplace violence
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As we can see (Figure 6) in this context, it is important to identify the following
dimensions of the microclimate: open systems, human relations, internal processes, job
satisfaction,andjobstrain (Diab,Diaband Emam,2021; Muellerand Surachaikulwattana,
2020; Barria-Gonzalez et al. 2021; Tadesse, 2019; Michalak, 2019; Vos and Page, 2020;
Afe et al. 2019). Poor organisational climate indicates the presence of problems in an
organisation, such as excessive and frequent contact with customers, insufficient staffing
levels, excessive workload, high job demands, lack of time to complete tasks, high noise
levels, lack of attention, social relationship problems, stress experienced by employees,
and socio-economic constraints (Caillier, 2021; Hsu, Chou and Ouyang, 2022). These
problems can be linked to the negative implications for employees’ perceptions of the
organisational microclimate and the threats associated with it, which, given employees’
individual characteristics and perceived control, can lead to aggressive behaviour
towards others inside and outside the work environment Maidaniuc-Chirild (2020).
On the other hand, it is also possible to distinguish the association of poor employee
well-being with the occurrence of violence in the work environment. In this case, it is
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necessary to distinguish the financial, social, psychological/emotional dimensions of
employee well-being (Suwarnajote and Mekhum, 2020; Beck-Krala,2022; Gorgenyi-
Hegyes, Nathan and Fekete-Farkas, 2021). Negative employee well-being, by its very
nature, can indicate individual problems such as jealousy, feelings of organisational
injustice, lack of recognition, antipathy, self-aggrandizement, an exaggerated tendency
to control, and the humiliation or exploitation of others (Alhasnawi and Abbas, 2021;
Aboramadan et al. 2020). These problems may not only contribute to the emergence
of violence in the workplace, but also to its further spread, where workers who are
subjected to persistent harsh behaviour eventually experience physical, emotional
and psychological problems that negatively affect the individual’s ability to regulate
emotions and lead to aggressive behaviour with others (Maidaniuc-Chirild, 2020).

Conclusions and implications

This study provides insights that summarise the scholarly debate on organisational
climate, employee well-being and workplace violence. The findings of this paper
showed that poor organisational climate has been found to have a negative impact on
employee’s experiences and perceptions of the work environment. Depending on the
individual’s internal factors, a poor microclimate can lead to negative emotions such as
anxiety or anger, as well as to the emergence of aggressive behaviour in employees’ social
relationships. At the same time, a poor organisational climate has a negative impact on
the well-being of employees, the deterioration of which has a negative impact on the
health of employees, on their ability to regulate their emotions, and on the further spread
of violence in the organisation. Although being aware, that the results of this paper show
theoretical constructs, the insights will enable organisations owners and managers to
pay attention to the importance of the organisation’s microclimate for assessing and
addressing the challenges of employee well-being and workplace violence. In addition,
this paper makes valuable contribution to further empirical research development, as it
provides a clearer picture of the studied phenomena and their manifestation.
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