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Abstract: Multiple studies highlight the crucial role of management of a positive organisational
climate, which in turn contributes to employee well-being and healthy workplace relationships and
mitigates the occurrence of negative behaviour, including harassment at the workplace. Furthermore,
contemporary scholars emphasise the importance of open and transparent communication channels in
reducing workplace tensions and improving employee mental health. However, the interrelationship
between organisational climate, open communication, employee well-being, and negative behaviours
in the workplace is a complex phenomenon. Despite the relevance and interest in organisational
climate on employee well-being, limited efforts have been devoted to the area of relationships and
causality, and straightforward answers about the objective links between these phenomena and
their general nature remain complex. Therefore, this study aims to strengthen the understanding
of the impact of the organisational climate on employee well-being and negative behaviours in
the workplace. This is the first study that applied causality to the investigated problem to identify
statistical relationships between the variables. This study was conducted in Lithuanian social service
centres and schools, focussing on professionals with a high psychological risk at work due to their
nature. This study offers valuable contributions and provides a comprehensive and profound insight
into the management field, focussing on the impact of the organisational climate. The values of
harassment in the workplace are explained by the values of organisational climate and employee well-
being. This study demonstrates that improving the organisational climate contributes to employee
well-being and healthy relationships and reduces the prevalence of negative behaviours in the
workplace. This study introduces the academic and practical implications and suggests the pathways
for further research.

Keywords: organisational climate; employee well-being; negative behaviour and harassment at the

workplace; discourse; communication as connecting means

1. Introduction

The complexity of organisational operations escalates due to rapid changes in the
environment. Factors such as globalisation, resource depletion, advanced technologies,
financial scandals, bankruptcies, catastrophes, and external pressures from various social
groups compel organisations to address the increasing complexity of business operations to
achieve resilience, longevity, and sustainability. Therefore, organisational climate’s impact
on employee well-being and workplace relationships is crucial as it directly influences
individual productivity and overall organisational performance. For organisational success,
it is crucial to consider the external environmental factors that impact the organisation
and the internal factors, such as the importance of maintaining a positive internal climate
and, most importantly, employee well-being and healthy relationships at work. A positive
organisational climate fosters employee satisfaction, reduces workplace conflicts, and
enhances collaboration, ultimately creating a healthier and more efficient work environment.
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Understanding these dynamics is key to improving employee retention, reducing stress,
and promoting a culture of well-being and respect within organisations.

Organisational climate impacts employee behaviour, performance, and the overall
performance of the organisation. Organisational climate, as a collection of individual
characteristics of the organisation, is also related to the attitudes, values, and perceptions
of the employees of the organisation. The importance of a positive organisational climate
is that it increases employee job satisfaction and positively influences how employees
feel in the work environment, their performance, and their interactions with each other
(Rimbayana et al. 2022; Afe et al. 2018; Osmani et al. 2022).

Furthermore, employee well-being is another equally important phenomenon related
to organisational performance. Employee well-being is commonly defined as an employee’s
positive physical, emotional, and psychological state, which is satisfying and results from
a supportive working atmosphere in which the employee can realise his or her personal
and professional potential. Positive employee well-being is most often associated with
higher job performance, job satisfaction, productivity and task efficiency, lower absen-
teeism, and other factors (Ponting 2019; Salleh et al. 2020; Kahtani and Sulphey 2022). In
addition, studies by Bowen and Blackmon (2020), Mueller (2023), and Lee (2018) emphasise
the importance of open and transparent communication channels in improving both the
organisational climate and the well-being of employees as well as healthy relationships.

However, adverse effects, such as financial consequences, psychological or emotional
problems, burnout syndrome, reduced productivity, or job satisfaction (Vévodova et al.
2020; Pacheco et al. 2021), have a negative impact on organisational climate, employee
well-being, and healthy relationships at work, which is manifested by deliberate behaviour
by those inside or outside the organisation that is intended to harm the organisation’s
employees physically, psychologically, or emotionally.

Therefore, the interrelationship between organisational climate, open communication,
employee well-being, and negative behaviours in the workplace is a complex phenomenon.
The current body of knowledge has focused mainly on the significance of organisational
climate on individual factors related to employee well-being and the prevalence of negative
behaviours in the workplace. Airaksinen et al. (2023) set out to develop a risk prediction
algorithm to identify work units with increased risk of violence in the workplace and
to assess the extent to which unit characteristics can help predict threats of harassment.
Wech et al. (2020) explored how workplace bullying affects employees, the organisation,
and its services. Zhou et al. (2020) investigated the impact of harassment on employees’
innovative behaviour and employee well-being as a mediator between harassment and
innovative behaviour. Bhusal et al. (2023) investigated the role of workplace policies,
environments, and practices in the incidence of workplace harassment. Bitencourt et al.
(2021) assessed the prevalence of harassment against health professionals and analysed
variables associated with harassment against health professionals. Undoubtedly, these
studies provide valuable insights into the field, but not without limitations, such as using
single items instead of complete scales, being limited to one institution or specific niche
or sample size, and the interpretation of the causal relationship between the variables
is limited.

Therefore, despite the relevance and interest in organisational climate for employee
well-being, limited efforts have been devoted to the area of relationships and causality in
the scientific literature, and the general nature remains complex. There is a notable research
gap regarding a comprehensive understanding of the role of organisational climate impact
on employee well-being and the occurrence of negative behaviours in the workplace and,
most importantly, the objective links between these phenomena. Therefore, in this study
we set forth to strengthen the understanding of the impact of the organisational climate on
employee well-being and negative behaviours in the workplace and propose constructs of
organisational microclimate and employee well-being to predict negative behaviours. In
this article, we address the following research question: What role does the organisational
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climate play in enhancing employee well-being and preventing the occurrence of negative
behaviours, including harassment, in the workplace?

The research aims to explore the foundations for a better understanding of the impact of
the organisational climate on employee well-being and the prevalence of negative behaviours,
including harassment, in the workplace. The following hypotheses were formulated:

H1: The climate of an organisation has a positive impact on employee well-being.

H2: The climate of an organisation has a negative impact on harassment in the workplace.

H3: Employee well-being has a negative impact on harassment in the workplace.

H4: The values of harassment in the workplace are explained by the values of organisational climate.
H5: The values of harassment in the workplace are explained by the values of employee well-being.

This article is structured as follows: Section 2 presents the theoretical background.
Section 3 presents the case study, materials, and methods. Results are presented in Section 4,
followed by a discussion (Section 5). Finally, Section 6 presents conclusions, limitations,
and future research.

2. Communication as a Catalyst of Building an Organisational Climate

Researchers have conceptualised communication as part of the organisational climate
and the climate itself from several perspectives. The research presented by Jones and Smith
(2019) emphasises the pivotal role of vertical communication in shaping organisational
climate. The quality of communication flow between different hierarchical levels can
significantly impact the overall atmosphere within an organisation, influencing factors such
as trust, collaboration, and employee engagement. Studies by Bowen and Blackmon (2020)
highlight the link between vertical communication and employee well-being. Open and
transparent communication channels within the vertical structure can foster a supportive
work environment, improving employee job satisfaction, mental health, and overall well-
being. Lee (2018) explores the relationship between the climate of communication and
negative behaviour in the workplace, underscoring the importance of effective vertical
communication in preventing conflicts that could escalate into violent incidents. Clear
communication channels and conflict resolution mechanisms are crucial in mitigating
negative behaviours in the workplace.

Additionally, recent academic research, including works by Patterson and Mueller,
underscores the importance of effective internal communication. The organisational climate
refers to the prevailing atmosphere, values, and norms within an organisation. It directly
impacts employee experiences and behaviours. Patterson and Mueller’s study on internal
communication during organisational change emphasises that timely and transparent
communication fosters a positive climate. When employees receive clear information about
changes, their uncertainty decreases, leading to greater trust in leadership and a more
supportive work environment (Patterson and Mueller 2020). Effective communication
positively influences employee well-being. The stakeholder approach of Welch and Jackson
to internal communication highlights the role of communication as a job resource. When
employees have access to relevant information, feel heard, and experience open dialogue,
their job satisfaction improves. On the contrary, poor communication can lead to burnout,
stress, and decreased well-being (Welch and Jackson 2007).

Therefore, strategic communication practices are crucial to shaping the organisational
environment and directly impact employee well-being. As practitioners, we must recognise
the power of communication and prioritise strategies that improve both the workplace
environment and the lives of our employees.

On the other hand, climate refers to the organisation itself and the characteristics that
define it, such as the organisation’s policies, procedures, expectations for practices spe-
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cific to that organisation, organisation culture, and values (D’ Amato 2023; Kessler 2019;
Osmani et al. 2022). In this case, it is observed that the organisational climate will be
distinctive for each organisation, allowing for the perception of the organisation itself,
both for the people inside and outside the organisation. On the other hand, individual
perceptions of employees and their interactions are essential to describe the climate. In
this context, climate refers to employees’ perceptions of how the organisation, its pro-
cesses, policies, culture, and practices work. This perception of the work environment is
influenced by people’s values, attitudes, norms, and characteristic behaviours or feelings
in the work environment (Diab et al. 2021; Ozsoy 2022; Luthufi et al. 2020; Molleda and
Ferguson 2019; Afe et al. 2018). Alongside this, different strands of organisational climates
are also observed, such as supportive climate (the prevailing support in the organisation),
security climate (the prevailing security practices), inclusive climate (the balance between
formal and informal policies), and national climate (the acceptance of people of different
nationalities) (Kakhki et al. 2020; Li et al. 2022; Jackson et al. 2021; Wardono et al. 2022;
Roberge et al. 2021; Koéllen et al. 2019). Organisational characteristics and individual
employee perceptions are also essential to measure the climate of an organisation (Vos
and Page 2020). Researchers are observed to be looking for a balance between the factors
that characterise the organisation and the subjective assessment of individuals. For ex-
ample, Barria-Gonzalez et al. (2021) identify five dimensions of climate: organisational
trust, job strain, social support, rewards, and job satisfaction. The authors complement
Tadesse (2019) and Michalak (2019) by highlighting the dimensions of organisational
clarity, employee rewards, organisational standards, flexibility, responsibility, and team
participation. In turn, Mueller and Surachaikulwattana (2020) provide an even more
comprehensive construct by dividing the organisational climate into four dimensions
(human relations, internal processes, open systems, and rational goals) and breaking
them down into seventeen subscales.

2.1. Communication for the Employee Well-Being

Communication acts as the lifeblood of any organisation. It is the cornerstone of a pos-
itive and productive environment, which fosters collaboration, builds trust, and ultimately
impacts employee well-being. This chapter delves into the critical role communication
plays in shaping a healthy work environment and discusses how effective communication
strategies can lead to a thriving workforce. Open communication, characterised by trans-
parency, honesty, and a two-way flow of information, is a crucial ingredient for a positive
organisational climate. Patterson (2021) emphasise the importance of psychological safety, a
work environment where employees feel comfortable sharing ideas, concerns, and mistakes
without fear of retribution. Open communication fosters this safety, allowing employees
to voice their opinions, ask questions, and participate in decision-making. This fosters a
sense of trust and belonging, leading to increased employee engagement and motivation
(Mueller 2023).

Without effective communication, misunderstandings and misinformation can flourish.
This can lead to frustration, inefficiency, and, ultimately, conflict. A study by Morrow et al.
(2022) highlights the negative impact of poor communication on team collaboration. When
information flow is hampered, teams struggle to coordinate efforts, leading to missed
deadlines and decreased productivity. On the contrary, effective communication fosters
trust, a crucial element for a healthy work environment. Employees feel valued and
invested in the success of the organisation when informed about the goals, changes, and
challenges of the company. This builds trust in leadership and fosters a sense of camaraderie
amongst colleagues.

In addition, the impact of communication extends beyond just work performance.
Effective communication strategies can significantly improve the well-being of employees.
When employees feel comfortable expressing concerns and seeking support, they experi-
ence a reduction in stress and anxiety. Open communication about work-life balance and
mental health initiatives also conveys that the organisation prioritises employee well-being
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(Cameron and Fredrickson 2018). This promotes a healthy work environment and can lead
to increased employee retention and satisfaction.

In addition, it is worth focussing on the general concept of well-being to conceptualise
employee well-being, as it provides a framework for employee well-being and the factors
that define it. Well-being refers to the internal or external human environment (Kahtani and
Sulphey 2022), adding that it is primarily characterised by objective phenomena, such as
food, income, housing, and what ensures objective well-being and the satisfaction of human
needs. Also, subjective factors are those such as a person’s feelings, thoughts, abilities,
evaluation of one’s own life, satisfaction, and sense of fulfilment (Brunetto et al. 2021;
Elsamani et al. 2023; Salleh et al. 2020; Sora et al. 2021; Stankeviciené et al. 2021). Em-
ployee well-being is conceptualised in a very similar way, arguing that it is characterised
by the individual’s internal environment (employee’s feelings, satisfaction), the external
environment (alignment of the employee’s and the organisation’s goals, the importance of
the environmental factors for the individual), and the interaction of these environments
with the way in which the individual functions in the organisation (thinking, experience,
ability to realise capabilities) (Appelbaum et al. 2007; Khan et al. 2020; Quifors et al. 2021;
Corréa et al. 2019; Kahtani and Sulphey 2022; Taj et al. 2020). To measure employee
well-being, researchers focus primarily on psychological aspects such as the need for au-
tonomy, individual competence, social relationships, positive emotions, engagement, and a
sense of meaning. Although this approach views employee well-being as a psychological
phenomenon, it is also characterised by other states, such as those that are physical (phys-
ical capacity, the impact of environmental factors, illness, diet, lifestyle) and social (the
relationship between managers and employees, colleagues) (Kahtani and Sulphey 2022;
Ahmad et al. 2022; Nathan 2022; Sorribes et al. 2021; Quifors et al. 2021; Suwarnajote and
Mekhum 2020; Tantaru et al. 2021). In addition to the abundance of dimensions of employee
well-being, researchers” work also shows the identification of some concepts with each
other; for example, (Beck-Krala 2022) identifies the psychological and emotional dimen-
sions by relating them to general mental state. Moreover, this list of employee well-being is
complemented by affective, cognitive, occupational, spiritual, and intellectual dimensions
(Platts et al. 2022; Gorgenyi-Hegyes et al. 2021).

2.2. Prevention of Negative Behaviours in the Workplace as the Presumption of
Employee Well-Being

Negative workplace behaviours can significantly affect organisations and employees.
These behaviours violate organisational norms and policies (Appelbaum et al. 2007) and
are often voluntary actions against colleagues or the company (Dumazert and Plane 2012).
Factors contributing to negative behaviour include perceived organisational politics, abu-
sive supervision, and overqualification (Abdullah and AL-Abrrow 2022). These behaviours
can lead to decreased cooperation, reduced work meaning, and opportunistic conflicts
(Dumazert and Plane 2012). On the contrary, positive workplace behaviours, such as task
performance and organisational citizenship, are influenced by perceived organisational
justice, support, and identity (Abdullah and AL-Abrrow 2022). Organisations should
strengthen positive variables while reducing negative ones to address negative behaviours
and promote positive ones (Abdullah and AL-Abrrow 2022). Negative behaviours in
the workplace are not easy to define. Although some scholars use generic definitions
and relate them to violence, they are also associated with descriptions such as ‘intimi-
dation’, ‘harassment’, ‘bullying’, “psychological issues’, ‘hostility’, ‘sabotage’, or stalking
(Akanni et al. 2020; Civilotti et al. 2021; Schablon et al. 2022; Stahl-Gugger and Haimmig
2022; Zhou et al. 2020; Ghareeb et al. 2021). Furthermore, the perspective of the perpetrator
is also observed, distinguishing between horizontal negative behaviours, where aggres-
sive behaviour comes from a colleague, client, or family member inside or outside the
organisation, and vertical dimension is observed, where the perpetrator is a manager in a
more senior position (Pacheco et al. 2021; Hsu et al. 2022; Barros et al. 2022; Mitchell and
Ambrose 2007; Somani et al. 2021; Caillier 2020). The nature of the phenomenon of the
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negative behaviour itself is also essential, suggesting that it can be verbal (non-physical
harm), physical (physical harm), active (direct harm), passive (deliberate failure to act, lack
of cooperation), direct (e.g., actively shouting at the victim, or threatening the victim), and
indirect (e.g., gossiping about the victim without the victim’s knowledge), as in the case of
Barros et al. (2022) and Caillier (2020). In addition, scholars have also explored the concept
of mobbing, which is characterised by repeated aggressive behaviour and can be noticed
vertically or horizontally. In this case, aggressive behaviour is linked to getting rid of the
victim and the imbalance of power, as Maran et al. (2022) and Vveinhardt and Sroka (2020)
argue. Furthermore, it can be noted that mobbing is not a static phenomenon but changes
over time and can involve different degrees of complexity. When investigating mobbing,
Vveinhardt and Sroka (2020) and Dopelt et al. (2022) categorise mobbing into five dimen-
sions: negative behaviour through social relationships (e.g., isolation), communication (e.g.,
constant criticism), reputation (e.g., rumour-mongering), occupational or quality of life
(e.g., denying work), and health (e.g., working in harmful conditions).

Maidaniuc-Chirila (2020) argues that individuals working in an organisation may
perceive a hostile environment as threatening, based on their inherent traits and perceived
control over environmental factors, and consequently experience unpleasant feelings such
as anger or anxiety, eventually leading to tension or aggressive human behaviour. This
implies that the emergence of negative behaviour in the workplace is linked to the or-
ganisational climate. Hsu et al. (2022) and Barros et al. (2022) argue that the occurrence
of negative behaviour in the workplace can be linked to too much direct contact with
customers, workload problems, limits in time, high demands, noise, lack of attention,
problematic relationships between employees, and policy or procedural problems, which
are all characteristics of the organisation that are linked to the climate.

3. Results
3.1. Interconnection of Phenomena

Pearson correlation analysis was performed on these variables to understand whether
the organisational climate has a positive impact on employee well-being (H1). The analysis

reveals that the correlation coefficient is r = 0.512 with a statistical significance of p < 0.01
(Table 1).

Table 1. Correlations between organisational climate and employee well-being scales.

Correlations Employee Well-Being
Pearson’s correlation 0.512 **
Climate Sig. (2-tailed) 0.000
N 85

** Correlation is significant at the 0.01 level (2-tailed).

The data show a positive, moderately strong, statistically significant correlation be-
tween organisational climate and employee well-being variables. This means that employee
well-being will improve as the organisation’s climate improves. The findings suggest that
the organisational environment has a positive impact on employee well-being, and H1 is
confirmed by correlation analysis. The scales on organisational climate and employee well-
being (Table 2) show that there is a positive, moderately strong relationship between all the
subscales of organisational climate (autonomy, integration, inclusion, support, competence
development) and the employee well-being subscale, ranging from r = 0.420 (autonomy) to
r = 0.630 (competence development). The weakest statistically significant relationships were
found between the subscales of integration and well-being in life, competence develop-
ment, and psychological well-being. Similarly, no statistically significant relationship was
found between autonomy and well-being in life, autonomy and psychological well-being,
inclusion and psychological well-being.
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Table 2. Correlations between the subscales of organisational climate and employee well-being.

Correlations Well-Being in Life Labour Well-Being in Life
Pearson’s correlation 0.146 0.420 ** 0.192
Autonomy Sig. (2-tailed) 0.182 0.000 0.078
N 85 85 85
Pearson’s correlation 0.283 ** 0.491 ** 0.301 **
Integration Sig. (2-tailed) 0.009 0.000 0.005
N 85 85 85
Pearson’s correlation 0.323 ** 0.550 ** 0.213
Engagement Sig. (2-tailed) 0.003 0.000 0.050
N 85 85 85
Pearson’s correlation 0.345 ** 0.652 ** 0.338 **
Support Sig. (2-tailed) 0.001 0.000 0.002
N 85 85 85
Pearson’s correlation 0.349 ** 0.630 ** 0.298 **
Developing Competence Sig. (2-tailed) 0.001 0.000 0.006
N 85 85 85

** The correlation is significant at the 0.01 level (2-tailed).

Pearson’s correlation analysis was performed on the following variables to understand
whether the organisational environment negatively impacts negative workplace behaviours
(H2). The analysis reveals that the correlation coefficient is r = —0.789 with a statistical
significance of p < 0.01 (Table 3).

Table 3. Correlations between scales on organisational climate and workplace harassment.

Correlations Harassment in the Workplace
Pearson’s correlation —0.789 **
Climate Sig. (2-tailed) 0
N 85

** The correlation is significant at the 0.01 level (2-tailed).

The data show a hostile, substantial, and statistically significant correlation between
the variables of organisational climate and harassment in the workplace. This means that as
the organisational climate improves, harassment in the workplace decreases. Summarising
the data, it is concluded that the organisational climate has a negative impact on harassment
in the workplace, and H2 is confirmed by correlation analysis. The organisational climate
scale revealed a strong and statistically significant correlation between workplace harass-
ment and the subscales of participation (r = —0.741) and support (r = —0.728). Similarly,
harassment in the workplace has a moderate and significant correlation with all other
subscales of organisational climate (Table 4).

Pearson’s correlation analysis was carried out on these variables to understand
whether employee well-being has a negative impact on harassment in the workplace
(H3). The analysis reveals that the correlation coefficient is r = —0.458 with a statistical
significance of p < 0.01 (Table 5).

The data show a negative, moderate, and statistically significant correlation between
the variables of employee well-being and harassment in the workplace. This means that
as employee well-being improves, harassment in the workplace decreases. The findings
suggest that employee well-being has a negative impact on harassment in the workplace,
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and H3 is confirmed by correlation analysis. The well-being of life scale (Table 6) shows that
harassment in the workplace is moderately and significantly correlated with the well-being
at work subscale (r = —0.531).

Table 4. Correlations between the subscales of organisational climate and workplace harassment.

Correlations Harassment in the Workplace
Pearson’s correlation —0.581 **
Autonomy Sig. (2-tailed) 0.000
N 85
Pearson’s correlation —0.629 **
Integration Sig. (2-tailed) 0.000
N 85
Pearson’s correlation —0.741 **
Engagement Sig. (2-tailed) 0.000
N 85
Pearson’s correlation —0.728 **
Support Sig. (2-tailed) 0.000
N 85
Pearson’s correlation —0.567 **
Developing Competence Sig. (2-tailed) 0.000
N 85

** The correlation is significant at the 0.01 level (2-tailed).

Table 5. Correlations between employee well-being and workplace harassment scales.

Correlations Harassment in the Workplace
Pearson’s correlation —0.458 **
Employee . oy
well-being Sig. (2-tailed) 0
N 85

** The correlation is significant at the 0.01 level (2-tailed).

Table 6. Correlations between employee well-being and harassment in the workplace scales.

Correlations Harassment in the Workplace
Pearson’s correlation —0.388 **
Well-being in life Sig. (2-tailed) 0.000
N 85
Pearson’s correlation —0.531 **
Labour well-being Sig. (2-tailed) 0.000
N 85
Pearson’s correlation —0.320 **
Psychological well-being Sig. (2-tailed) 0.003
N 85

** The correlation is significant at the 0.01 level (2-tailed).

A weak and statistically significant correlation exists between workplace harassment
and the well-being subscales (r = —0.388) and psychological well-being (r = —0.320).
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3.2. Impact of Organisational Climate on Harassment in the Workplace

Regression analysis was used to understand whether harassment on the job is directly
related to the organisational climate. In this case, the climate values were tested to explain
the values of workplace harassment (H4). The model fit was analysed as follows:

Harassment in the workplace = C — b1 organisational climate + e (1)

Table 7 shows the coefficient of determination R? = 0.622, and considering the data, it
can be seen that the organisational climate explains 62% of the harassment values in the
workplace, so it can be said that the model is sufficiently accurate to describe the data and
is appropriate. The ANOVA p-value is demonstrated (p < 0.05), so it can be said that the
model is appropriate.

Table 7. Coefficient of determination of climate and harassment.

Summary of the Model
Model R R-Square Adjusted R-Square Std. Error of the Estimate
1 0.789 2 0.622 0.617 0.12372

a Predictors.

Considering the p-value of the student’s criterion, the regressor is significant (Table 8).
The coefficient of b shows that the organisational climate has a statistically significant
negative impact on workplace harassment, with a one-point increase in the climate that
leads to a decrease of 1.372 in workplace harassment (b = —1.372).

Table 8. Student’s criterion for climate and harassment.

Coefficients 2

Unstandardised Standardised Collinearity
Model Coefficients Coefficients t Sig. Statistics
B Std. Error Beta Tolerance VIF
(Constant) 1.120 0.050 22.425 0.000
Climate -1.372 0.117 —0.789 —11.682 0.000 0.622 0.12372

2 Dependent variable.

Looking at the residual error plots shows that the normality requirements are met. To
summarise the data, it is concluded that the organisational climate has a direct negative
impact on harassment in the workplace, and H4 is confirmed by regression analysis.
Regression equation:

Harassment in the workplace = 1.120 — 1.372 Organisational climate 2

To assess which subscales of the organisational climate are most affected by harass-
ment in the workplace, an initial multivariate linear regression model was constructed,
with independent variables coded as autonomy (Aut), integration (Int), involvement (Itr),
supportiveness (Pal), and competence (Komp). Regression equation:

Harassment in the workplace = C — b1 Aut — b2 Int — b3 Itr — b4 Pal — b5 Komp + e (3)

The regression model was multicollinear, with the regressor Int — VIF > 4. Also,
looking at the p-value of the Student’s criterion, it is observed that the regressors Int, Pal,
and Komp are statistically insignificant (p > 0.05). To address these issues, the Int, Itr, Pal,
and Komp regressors were removed from the model and replaced by the mean of these
regressors, Mikr_all. The coefficient of determination of the new model is R2 = 0.616, and
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the ANOVA p-value confirms the goodness of fit of the model (p < 0.05). Given the p-value
of the Student’s coefficient, it can be concluded that the two regressors Aut and Mikr_all are
statistically significant and that the influence of the regressor Mikr_all on the dependent
variable is highest (b = —0.176). When looking at the residual error plots, the normality
assumptions are satisfied. Regression equation:

Harassment in the workplace = 1.186 — 0.046 Aut — 0.176 Mikr_all 4)

3.3. Impact of Employee Well-Being on Violence in the Workplace

To test the fifth hypothesis (H5), the fit of the linear regression model was tested to see
whether the employee well-being values explain the values of harassment in the workplace.

Harassment in the workplace = C — b1 Employee well-being + e ®)

Looking at the coefficient of determination (Table 9), we can see that employee well-
being explains 20% of the values of harassment in the workplace (R2 = 0.209), suggesting
that the model describes the data reasonably accurately and that it is appropriate. Consid-
ering the statistical significance of the ANOVA (p < 0.05), it can also be said that the model
is appropriate.

Table 9. Coefficient of determination of employee well-being and harassment in the workplace.

Summary of the Model
Adjusted Std. Error of the
Model R R-Square R-Square Estimate
1 0.458 2 0.209 0.200 0.17888

2 Predictors: (Constant), Employee_ well-being.

Table 10 shows the p-value of the student’s criterion (p < 0.05) and the coefficient of b
(b = —0.781), suggesting that the regressor’s employee well-being is statistically significant
and has a negative effect on the dependent variable harassment on the workplace, where
a one-point increase in employee well-being leads to a decrease in harassment on the
workplace of 0.781.

Table 10. Employee well-being and harassment in the workplace Student criteria.

Coefficients 2

Unstandardised Standardised Collinearity
Model Coefficients Coefficients t Sig. Statistics
B Std. Error Beta Tolerance VIF
(Constant) 0.813 0.058 14.103 0.000
Employee_ well-being —0.781 0.167 —0.458 —4.689 0.000 1.000 1.000

2 Dependent variable.

The plots of the standardised residual errors show that the normality requirements are
met. Taken together, the findings suggest that employee well-being has a direct negative
impact on harassment in the workplace. Hypothesis H5 is supported by regression analysis.
Regression equation:

Harassment in the workplace = 0.813 — 0.781 Employee well-being (6)

To assess which subscales of employee well-being are most affected by harassment in
the workplace, an initial multivariate linear regression model was constructed, with the
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independent variables coded as follows: well-being in life—Gyv; well-being at work—Darb;
psychological well-being—Psych. Regression equation:

Harassment in the workplace = C — b1 Gyv — b2 Darb — b3 Psych + e (7)

Although the coefficient of determination of the model is R2 = 0.282 and the statistical
significance of the ANOVA confirms the goodness of fit of the model, a problem was
encountered when testing the regression model. Looking at the p-value of the student’s
criterion, it is observed that the regressors Gyv and Psich are statistically insignificant and
are removed from the model to solve this problem. The coefficient of determination of the
new model has changed slightly, R2 = 0.281, and the p-value of the ANOVA confirms the
goodness of fit of the model (p < 0.05). When looking at the residual error plots, it can be
seen that the assumptions of normality are met. Looking at the data, it is concluded that
the regressor Darb is statistically significant and has a negative effect on the dependent
variable harassment in the workplace, where a one-point increase in well-being at work
results in a 0.142 decrease in harassment in the workplace. Regression equation:

Harassment in the workplace = 0.897 — 0.142 Darb (8)

4. Materials and Methods
4.1. A Case of Social Service Centres

This study was carried out in social service centres and schools in Lithuania. Social
services create conditions for a person or a family to develop or strengthen the ability
and possibilities to solve social problems, maintain social relations with society, and help
overcome social exclusion. Social service centres assist various groups of people: elderly in-
dividuals and their families, disabled persons and their families, children who lost parental
care, children at social risk and their families, families at social risk, foster families for
children, and other individuals and families. Both social service centres and schools provide
services that involve constant contact with various groups, such as training, counselling,
sociocultural events, organisation of meetings, building or restoring social skills, and cop-
ing with crises. Moreover, social services are provided at social service institutions and at
home. Therefore, social workers face a higher risk of experiencing stress or psychological
and emotional abuse because they work with clients who lack social skills, have mental
disorders, alcohol and substance abuse, domestic violence, etc. In addition to these charac-
teristics, schools and social service centres are characterised by a disproportion between
administration and staff, with many directly subordinate professionals per administrative
staff member. It is likely that due to the specific nature of these institutions, professionals
are at high psychological risk at work, and the phenomena of climate, employee well-being,
and negative behaviours in the workplace can be tangible and objectively quantified. There-
fore, multiple methods were adopted to investigate the case: comparative analysis of the
scientific literature, quantitative written survey, and statistical data analysis (MS SPSS 29.0).

4.2. Research Method

Multiple previous studies have already applied a wide range of statistical data analysis
methods to investigate the relationship between organisational climate, employee well-
being, and negative behaviours in the workplace (Airaksinen et al. 2023; Wech et al. 2020;
Zhou et al. 2020; Bhusal et al. 2023; Bitencourt et al. 2021). However, limited efforts have
been devoted to the area of relationships and causality and straightforward answers about
the objective links between these phenomena. Therefore, to the best of our knowledge, this
is the first study that applied causality to the investigated problem to identify statistical
relationships between the variables.

The survey was conducted between 24 September and 24 October 2023, and 85 re-
spondents participated in it. As part of this study’s organisation, participants were asked
to voluntarily complete a questionnaire in direct contact with some of the school teachers
and social workers. This study investigated the organisation’s climate, the employees’
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well-being, and the dimensions of these phenomena. It also looked at negative workplace
behaviours and the factors that contribute to them (Table 11).

Table 11. Structure of the questionnaire.

Construct Indicator Number of Claims Author(s), Year
Autonomy 5 statements.
o Integration 5 statements. Mueller and
Organisational Engagement 6 statements .
. Surachaikulwattana
Climate Support 5 statements. (2020)
Developing
4 statements.
Competence
Well, being in life 6 statements
Employee Well-being Labour well—bemg 6 statements Karapinar et al. (2019)
Psychological
; 6 statements
well-being
Harassment at Work - 20 statements Einarsen et al. (2009)

Organisational climate. The OCM questionnaire was used to identify the organisa-
tional climate and its dimensions, assessing the dimensions of human relations, internal
processes, open systems, and rational goals (Mueller and Surachaikulwattana 2020). How-
ever, in their research work, the authors use a shortened construct of ‘human relations’
that assesses the dimensions of autonomy, integration, inclusion, support, competence
development, and well-being. Since employee well-being is studied as a separate variable
in this study, a shortened version of the OCM questionnaire has been chosen to study the
organisational climate by removing the dimension of well-being. The questions are scored
on a 5-point Likert scale, where 5 means ‘strongly agree” and 1 means ‘strongly disagree’.

Employee well-being. The EWB questionnaire was used to measure employee well-
being, which assesses three dimensions of employee well-being: well-being in life, well-
being at work, and psychological well-being (Karapinar et al. 2019). Given the insights
of the researchers described in the analysis of theoretical works that psychological and
emotional well-being can be seen as a single dimension that measures the overall mental
state in this study, the EWB questionnaire was chosen to measure employee well-being.
The questions are scored on a 5-point Likert scale, where 5 means ‘strongly agree” and
1 means ‘strongly disagree’.

Harassment in the workplace. The NAQ-R (Negative Factors Questionnaire-Revised),
which assesses work-related harassment and social or physical intimidation, was used
to identify harassment in the workplace (Einarsen et al. 2009). The questions focus on
negative behaviours and exclude aggression and lawless aspects. To determine how often
respondents are exposed to work-related harassment and negative behaviour, the questions
are rated on a 5-point Likert scale, where 5 means ‘often” and 1 means ‘never’.

4.3. Ethics of Research
During this study, the following ethical principles of social research were ensured:

e  The principle of goodwill. The survey questionnaire was designed respectfully, and
the anonymity of the participants was ensured using an electronic data collection
platform, allowing them to complete the questionnaire comfortably and confidentially.
Participants were informed that their participation in this study was voluntary and
that they could change their minds at any time.

e  The principle of respect for personal dignity. The purpose of the survey, the meaning
of participation, and the confidentiality and anonymity of the survey were explained
to the participants in everyday language.

e  The principle of justice. Subjects have been informed that personal information that
identifies individuals or organisations where they work will not be recorded in the
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survey or questionnaire. Furthermore, the questionnaire data will be stored only on
the author’s computer and deleted after statistical analysis.

4.4. Data Analysis

The statistical data of this study were processed using the Microsoft Excel software
package (Windows), version 16 and the Statistical Package for Social Science (SPSS) software
package, version 17. The following statistical methods and steps were used to achieve the
objective and objectives of this study:

Cronbach’s alpha was used to assess the validity of the questionnaire scale.
The Shapiro-Wilk test was used to assess the normal distribution of the data.
Correlation analysis was used to identify statistical relationships between organisa-
tional climate variables, employee well-being, and hostile workplace behaviours. This
method was used to test hypotheses H1, H2, and H3.

e Regression analysis was used to investigate the impact of climate and employee
well-being on negative workplace behaviours. Hypotheses H4 and H5 were tested.

4.5. Validity of the Questionnaire Scales

To determine the validity of the scales, their internal consistency was assessed using
Cronbach’s alpha, which can range from 0 to 1. The internal consistency assessment
(Table 12) shows that the internal consistency coefficients of the scales range from a = 0.737
to a =0.969. In light of these data, the internal consistency of the questionnaire scales and
subscales is acceptable for further statistical analyses.

Table 12. Internal consistency of the questionnaire.

Scale Number of Claims Cronbach Alpha
Organisational Climate 25 statements 0.957
Autonomy 5 statements. 0.851
Integration 5 statements. 0.864
Engagement 6 statements 0.926
Support 5 statements. 0.939
Developing Competence 4 statements. 0.870
Employee well-being 18 statements 0.921
Well-being in life 6 statements 0.865
Labour well-being 6 statements 0.889
Psychological well-being 6 statements 0.728
Harassment in the workplace 20 statements 0.964

4.6. Characteristics of the Data Distribution

The Shapiro-Wilk test was used to select the appropriate statistical analysis meth-
ods. The test revealed that the scales for organisational climate, employee well-being,
and harassment in the workplace do not satisfy the condition of differential normality.
Therefore, the data were transformed to use parametric statistical methods: logarithmic
transformation was applied to the distributions of organisational climate and employee
well-being, and reciprocal transformation was applied to the distribution of violence in
the work environment. After data transformation, it was observed that the p-value of the
Shapiro-Wilk test was more significant than 0.05 for all distributions, and the asymmetry
and excess coefficients met the normality conditions, so it can be concluded that the distri-
bution of the data is normal and that parametric statistical methods can be used for further
analysis (Table 13).
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Table 13. Shapiro-Wilk test for distribution normality.

Scale Asymmetry Excess Value of
Coefficient Coefficient Shapiro-Wilk

Climate —0.166 0.890 p>0.05

Employee well-being —0.365 0.660 p>0.05

Harassment in the 0.339 0448 p>0.05

workplace

5. Discussion

This section provides a discussion of the results from the perspective of previous
studies. This study’s findings show a strong, negative correlation between organisational
climate and workplace harassment. Of all the climate subscales (autonomy, integration,
inclusion, support, competence development), inclusion and support are found to be the
most significant factors in workplace violence. Furthermore, climate was found to have
a direct impact on harassment in the workplace, with climate changes that change the
prevalence of harassment in the workplace. The literature analysis revealed that harassment
in the workplace can be explained as an aggressive reaction of an individual triggered
by perceived and stressful threats (Maidaniuc-Chirila 2020). These threats originate in
the organisational environment and can be related to dimensions of the organisational
climate, such as overwork, understaffing, excessive and prolonged contact with customers,
problems in interpersonal relations, etc. (Hsu et al. 2022). Although the authors looked at
individual causes of harassment in the workplace, which are linked to the organisational
climate, this study supports the authors’ claims. The study also confirms that environmental
and stressful threats that cause negative feelings in individuals, such as anxiety or anger,
and an individual’s aggressive response to threats are related to harassment at work.
Also, these threats can be objectively identified by examining the organisational climate.
This means that improvements in the climate of an organisation lead to a reduction in
harassment in the workplace and that improvements in the climate of an organisation
directly impact the reduction in harassment in the workplace.

The contribution is made in understanding workplace dynamics, because this research
contributes to a deeper understanding of workplace dynamics in social service centres
and schools, potentially leading to the development of targeted interventions to improve
employee well-being and address negative behaviours (Kim and Wang 2018; Kulikowski
and Orzechowski 2018; Malik et al. 2021).

Furthermore, the findings of this study show a moderately strong positive correlation
between the organisational climate and the well-being of the employees. All the subscales
of organisational climate (autonomy, integration, involvement, support, competence devel-
opment) studied in this study have a positive, moderately strong correlation with all the
subscales of employee well-being (life, work, psychological well-being). The literature anal-
ysis revealed that the organisational climate is related to individuals’ feelings of well-being,
job satisfaction, friendly working relationships, professional engagement, commitment,
sense of security, trust in the organisation, etc. (Osmani et al. 2022; Rimbayana et al. 2022;
Xu et al. 2022). This study generalises the authors’ claims to the construct of employee well-
being, which proves that when the organisational climate changes, the state of employee
well-being also changes. That is, environmental and stressful threats that cause people
to experience negative feelings, such as anxiety or anger, have negative implications for
employee well-being.

Furthermore, the prevalence of negative behaviours on the job varies with the state
of employee well-being. The results of this study show that there is a moderately strong
negative correlation between employee well-being and harassment in the workplace. The
strongest correlation is found between workplace harassment and the subscale of job well-
being. Additionally, employee well-being was found to have a direct negative impact
on workplace harassment, whereby changes in employee well-being are associated with
changes in the prevalence of workplace harassment. Literature analysis has revealed that
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the causes of the prevalence of harassment in the workplace may not only be related to
threats and increased negative behaviours in the work environment but also to individual
internal problems, such as jealousy, organisational injustice, social inadequacy, antipathy
toward others, and low moral standards (Alhasnawi and Abbas 2021). In addition, harsh
treatment of individuals can lead not only to the emergence of harassment in the workplace
but also to its further spread. When individuals are exposed to harsh treatment, they expe-
rience relatively more negative feelings than positive feelings, such as anxiety and anger,
which, in the long run, deteriorate the health of the individual and increase the likelihood
of aggressive behaviour toward others (Maidaniuc-Chirila 2020). This study confirms and
generalises the authors’ claims that the causes of harassment in the workplace are related
to the individual’s internal problems in proposing the construct of employee well-being. It
also shows that when employee well-being changes, the prevalence of harassment in the
workplace changes. This means that the better the well-being of employees, the lower the
prevalence of harassment in the workplace. It also means that improvements in employee
well-being have a direct impact on the incidence of harassment in the workplace.

Furthermore, this study shows that the organisational climate is negatively associated
with workplace harassment and negative behaviours in general. Since previous explo-
rations have analysed the impact of negative behaviours on organisational climates, this
study asks whether factors in the organisational environment can be related to harassment
at work. The multifaceted implications of vertical communication on organisational climate,
employee well-being, and harassment in the workplace are critically examined. Drawing
on existing research, this section aims to elucidate the significance of effective communi-
cation practices within organisational hierarchies and their broader impact on employee
welfare and safety. The insights gleaned underscore the importance of prioritising vertical
communication within organisational settings to cultivate a positive work environment
conducive to employee well-being and safety. Future research efforts could deepen the
specific communication strategies that organisations can implement to enhance vertical
communication practices and mitigate the risk of harassment and negative behaviours in
the workplace.

6. Conclusions, Limitations, and Future Research

Recognising the pivotal role of communication within organisational hierarchies,
organisations can proactively create a conducive work environment that prioritises the
welfare and safety of their employees. This study shows that an organisation’s climate
positively affects team member well-being. Given that previous work has focused mainly
on the role of organisational climate on individual factors related to employee well-being,
this study asks whether the state of employee well-being varies with the state of climate.

Organisations can cultivate a thriving workplace that benefits employees and the
entire organisation by prioritising open communication and fostering a culture of active
listening. This investment in clear, and consistent communication leads to a more engaged,
productive, and resilient workforce, propelling the organisation towards long-term success.
Although this study demonstrates that employee well-being has a negative impact on
harassment in the workplace, it cannot be said that the results of this study reflect the
individual’s propensity to violence about his/her well-being. Similarly, although this
study demonstrates that measuring the climate of an organisation can provide an objective
assessment of threats that cause negative feelings such as anxiety, anger, and aggressive
responses to threats, it cannot be said that the results of this study reflect the impact of
these threats on individuals in terms of their intrinsic traits or perceived control over
environmental threats.

This study offers valuable contributions and provides a comprehensive and profound
insight into the management field, focussing on the impact of the organisational climate.
However, this study is not without limitations. First, the limitation is related to the par-
ticipants” demographics, and empirical research was conducted in Lithuania. Second,
the sample is limited to a niche group, which is both a strength and weakness of this



Adm. Sci. 2024, 14, 237 16 of 19

study since the specifically has more stress in the nature of the job. Both limitations are
related to the possibility of generalising the findings to some extent, and by including
other groups of respondents that work in less or more stressed environments by their
nature, the research results might show different correlations. Inevitably, relying on a
self-reported measure may lead to subjectivity bias. To some extent, the limitations could
be addressed in future studies. The changing nature of work, including flexible arrange-
ments and increased diversity, necessitates new approaches to managing and mitigating
deviant behaviours (Cavanagh et al. 2021). Future research should also be focused on the
evolving socio-technological factors influencing workplace deviance and their implications
for perpetrator-victim dynamics (Malik et al. 2021).

This study lays the groundwork for further research by complementing its findings
and investigating individuals’ tolerance for management challenges to ensure employee
well-being and build healthier relationships in the workplace.
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