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Abstract

There is a gap in applying interdisciplinary literature on
management research, which relates socioeconomic factors and
organizations’ work environment to organization outcomes. This
study examines the effect of workplace harassment and domestic
violence on organization outcomes in Jordan within poor
communities working in the informal economy. Results showed
that workplace harassment (WH), domestic violence (DV), or both
increase intentions to withdraw from work and absenteeism,
decrease the perception of work quality, affect attitude towards
work (job satisfaction and job engagement) and towards coworkers
(antisocial behavior and attitude towards vengeance). Older
workers showed stability at work and pacific behavior with
coworkers, but increased absenteeism. Educated workers increased
their withdrawal from work, had negative attitude towards work,
but were friendly with coworkers. Females had limited choices,
they had low work engagement and negative opinion about work
quality but did not withdraw from work. Females did not show
antisocial behavior towards coworkers but had tendencies towards
revenge.
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1. INTRODUCTION

relationships and security that are otherwise offered
within normal work contracts, let alone its reverse
effect on the economy, tax payments, employment

Despite that working in the informal economy offers
job opportunities to workers, especially the poor
and marginalized ones, the informal economy often
provides poor working conditions, both physical
(long hours, low wages, social protection, work/life
imbalance and poor occupational safety and health
standards) and psychosocial (verbal, physical and
sexual harassment of workers) (Adler et al., 2017).
This practice often results in human and labor rights
abuses, because it undermines employment
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and turnover (Blanchard & Landier, 2002; Bone,
2006; Briscoe et al., 2000; Daunton, 2002; Trades
Union Congress [TUC], 2008; Visagie et al., 2012).
Poverty has always been a concern to
economies. Many researches tried to explore it from
different dimensions in order to understand its
dynamics and find solutions to minimize it, if not
vanish it. One of the important outcomes of poverty
is the creation of the informal economy where
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people practice economic activities that are not
regulated or protected by the government. This
includes working in unregistered enterprises and
wage employment in unprotected jobs (Williams,
2014). Working within the informal economy, is
more or less, related to the inability of a person to
have a good and decent job in the formal economy
that meets her/his needs; the thing that makes
her/him take the tough decision to work “off
the books” (Gutmann, 1978).

Inside the company and in its aim to reduce
costs and achieve inflated production targets, it
applies hostile human resource management
practices, which lead to mistreatment of its
workforce (Adler et al., 2017). For example, a piece-
rate scheme might result in the abuse of workers by
their supervisors because the compensation of
the supervisor is linked to performance and
high production (Lazear, 2000b). Moreover,
the purchasing practices of the other parts of
the supply chain, which evolved because of the high
competition, led to severe contracts with workers
where price, contract length, and turnaround time
are low (Barrientos, 2013; Lund-Thomsen &
Lindgreen, 2014).

Many multinational organizations and global
brands outsourced their manufacturing activities to
lower-cost production locations as the developing
countries. This increased the flow of investment into
developing countries with obvious advantages like
increasing the participation rates of labor force and
opening opportunities to marginalized groups like
women and migrant workers. Nevertheless, there
was an important exploitation of workers, especially
in small factories, through low-quality work
conditions in order to keep production costs
competitive in the global marketplace. In fact,
the international market demand and competition
stressed matters like short lead times, high
flexibility, speed of production, low costs and high
quality from their outsources in the developing
countries who transferred that stress to their
workers in many faces including working in insecure
conditions of work, abuse, and mistreatment
(Barrientos, 2013; Plank et al.,, 2012; Rossi et al.,
2014). Moreover, insecure conditions of work within

the informal economy do not exist only in
the developing and poor countries, it has
proliferated in many developed countries.

Companies like the ones that work on a seasonal
basis and depend on the cyclical economic demand
that peaks prefer flexible working practices that lead
to reductions in all types of costs including wages,
social securities, and health insurance as well as
obligations towards the authorities like taxes.
Accordingly, they adopt the types of job relations,
which present these preferences such as fixed-term
contracts, temporary working and employment via
agencies (Briscoe et al, 2000; Hudson-Sharp &
Runge, 2017) even if the adoption of these practices
is at the expense of productivity (Behling &
Harvey, 2015).

When management continues to offer poor
working conditions in organizations with the
justification to enhance economic efficiency, reduce
costs and satisfy inflated production targets, and
consequently sign contracts with the institutional
customers (Lazear, 2000a; Shearer, 2004), workers
will reduce their perception of well-being in general,
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and accept the current poor conditions. This may
explain the continuous relatively poor working
conditions in these organizations, especially in
developing economies (Adler et al, 2017;
Lund-Thomsen & Lindgreen, 2014).

Improvements in workers’ well-being are often
considered costs rather than investments that lead
to potential improvement in the organization’s
economic performance. Managers and workers
deviate in their perception of the importance of
working conditions, especially in developing
countries (Adler et al, 2017). On one hand,
the empirical evidence finds that increasing
minimum wages lead to reduced investments,
decreased profits, lower manufacturing employment
and higher bankruptcy risks for smaller producers
(Harrison & Scorse, 2010). On the other hand, there
is evidence that investing in workplace conditions
like communication improvements, amenities, and
increase wages develop global life assessments and
reduce measures of depression and traumatic stress
which leads to increase productivity (Adler et al.,
2017; Leblebici, 2012). Hackman and Oldham (1976)
find that job characteristics can put workers in
a psychological state that motivates them to focus
on work quality. Lazear (2000a) and Shearer (2004)
find that a good application of the right
compensation system like the piece-rate scheme will
increase the productivity of workers and profits of
the organization, but this scheme may be subject to
abuse of power by supervisors because
compensations are linked to worker performance
and quality of outputs (Lazear, 2000b).

Domestic violence is another important
worldwide matter where its effect on organization’s
performance is underestimated in the research
(Agarwal & Panda, 2007; Azam Ali & Naylor, 2013;
Showalter, 2016). The prevalence of domestic
violence is usually acknowledged from a human
rights perspective. However, violence at work as well
as at home does have an impact on the pursuit of
productivity targets in organizations that some
companies at the top of the supply chain and
international organizations sometimes monitor
the prevalence of domestic violence. Nonetheless,
research on domestic violence’s impact on work
performance remains under-investigated, especially
in developing and poor countries (LeBlanc et al., 2014).

It is important to note that domestic violence is
a sophisticated issue in developing countries
because it incorporates many reasons for it like
cultures, habits, traditions, and gender attitudes,
which complicates the analysis. Moreover, most
cases of domestic violence are directed particularly
against women (Cools & Kotsadam, 2017; Heath,
2014; LeBlanc et al., 2014; Schuler & Nazneen, 2018).
Working women too face domestic abuse, and that
leads to a reduction in their achievements, well-
being, productivity and performance (Agarwal &
Panda, 2007; LeBlanc et al., 2014; Showalter, 2016).

Therefore, this paper aims to provide evidence
of 1) the prevalence of workplace harassment (WH)
and domestic violence (DV) in poor communities
working in the informal economy in a developing
country; 2) the impacts of WH and DV on the three
important outcomes related to withdrawal from
work (intentions to leave, and a limited ability to
perform typical tasks), work attitudes towards
the work (work engagement and job satisfaction),
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work attitude toward coworkers (antisocial behavior
and attitude towards revenge) and self-reported
work quality. The study focused on both violence
and nonphysical aggression. The definition of
violence included physical assaults, while
nonphysical aggression was defined as verbal
assaults (yelling, cursing, and threatening, etc.).
Sexual harassment was not applied because it was
considered as sensitive issue to reveal by
the respondents and the questions were not
answered even with the anonymous nature of
the questionnaire. Future research may take into
account a conversation between females and males
while applying the tips for managing a conversation
suggested by the World Health Organization (WHO)
towards facing the increase of gender-based violence
during COVID-19 (International Federation of Red
Cross and Red Crescent Societies [IFRC], 2020).

The study offers four novelties. First, the scope
of this study concentrates on the socioeconomic
dimension of the financially poor society where
living on welfare and government assistant is often
not enough to cover the essential needs of big
families. Consequently, people will be working in
a low-wage formal economy — like cashiers, janitors,
and salespeople — and if they cannot enter
the formal economy, they will head toward
the informal economy. This study concentrated
on the part of the society (poor society) that is
working within the informal economy under low-
work conditions and rights and detected if these
conditions affected their behavior, and personality
traits negatively towards coworkers.

Second, the study is drawn into the
interdisciplinary conversation by economists who
hoped that psychology could be a useful source of
assumptions and hypotheses for economic research
(Kahneman, 2003). This research ties relations
between economic factors like poverty and
the informal economy on one side and
the personality traits and attitudes in the society
through harassment and its effect on the attitude of
people at work.

Third, the paper presents information on the
prevalence of both WH and DV in small Jordanian
organizations working in the informal economy.
In Jordan, despite the many amendments to
the work law, it still has many flaws regarding
workers’ rights. It does not require many basic rights
for the workers like health insurance and social
security, or restrict certain actions like forced labor
and minimum wages, which left the workers under
the total mercy of the work owners (“Taedilat
altedylat ealaa” [Amendments to the “Labor Law”],
2021). On the other side, domestic violence in
Jordan is high, in particular, against females, many
social norms as well as laws enforcement that
prevents aggression at home are not effective and
consequently push a person to endure taught
conditions at home and at work which is in total not
healthy for the organizations (Clark et al., 2009).

Fourth, the development of a quick, reliable,
and brief screening instrument would benefit
various organizations by providing a more concrete
basis for their work. It would also be useful for
researchers interested in organizations performance
and the importance of the attitude and some
conditions of workers. The paper also responds to
the calls of (LeBlanc et al., 2014) to provide more
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evidence on the influence of types of aggression on
work outcomes. Many workplace innovations are
perceived by workers to have a significantly higher
impact on measures of worker well-being and
productivity-improving measures than innovations
reported by managers (Adler et al., 2017; Bloom
et al., 2013; Kuvaas et al., 2014).

The literature on the determinants of children’s
attainments has focused on the effects of families’
circumstances and choices (for example, parental
education, family income, or family structure) and
neighborhood characteristics (for example,
the percentage of  high school dropouts
in the neighborhood or of professional workers).
The viewpoint of this research, consistent with
a variety of models in all of the social sciences, is
that children are products of their home, their
family and its circumstances, their peers, and their
environments, and the effort is to reliably identify
the elements or timing of each with the most
important effects (Duncan & Brooks-Gunn, 1999).

Corporate code of conduct and ethical
initiatives of organizations have dramatic social and

environmental effects that are considered
worldwide. These codes, generated usually by
organizations, may posit tensions between

a corporate approach focusing on compliance with
outcome standards and a civil society approach
focusing on process rights. While applying the codes
has led in many cases to improvements in outcome
standards, they have changed little in process rights
for workers. It is though crucial for decision and
policy makers that corporations generate and
enforce codes that improve labor standards, and not
limit the application of codes on outcome standards
and practices while underpinning poor labor
standards in global production systems (Barrientos
& Smith, 2007; Kitson & Campbell, 1996). The same
importance is for corporate social responsibility
(CSR) in developing countries. The claims about
the contribution of CSR towards achieving
development and alleviating poverty in developed
countries cannot be warranted in developing
countries. Therefore, decision-makers should pay
attention to a suitable CSR agenda taking into
account the unique characteristics of developing
countries and invent suitable solutions towards
increased productivity and sustainability (Blowfield
& Goerge Frynas, 2005).

This study addressed the importance of WH
and DV in the small organizations working in
the informal industry in Jordan, and their impact on
the organizations performance and outcomes
related to withdrawal from work, work attitudes,
self-reported work quality, and aggressive attitudes
towards coworkers. The results were discriminated
by the demographic factors and living standard
beliefs of the worker. The questionnaire was
prepared to reflect the particularity of the society of
the study, as well as the dimensions covered by
previous instruments. Data comes from 490 workers
in small organizations or work in small
organizations informally.

The results showed that WH and DV had
negative effects on the behavior of workers toward
work and towards other coworkers. Withdrawal from
work increased when WH, DV, or both existed in
the worker’s life. It reduced the approbation of
the work quality of the products and services of
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the business. It increased tension between
coworkers and decreased enthusiasm to do the jobs.
Furthermore, age, education, living standards, and
gender proved to affect the results. For example, age
showed that older workers have more stability and
satisfaction and less antisocial behavior towards
other coworkers, they do not intent to leave work
but instead increased their absence from work.
Educated workers had a different strategy; they were
not totally engaged and satisfied at work and
generally did not like the quality of the work, but
they were more realistic and did not have aggressive
behavior towards other coworkers. In the meantime,
they searched for other work and increased their
absence. Females seem to have a different point of
view, while their engagement was low and their
opinion about the quality of work was negative, they
did not withdraw from work. Contrary to that, they
did not search for other jobs and their absence was
low. On the other hand, while females tended to
show higher peaceful behavior with low antisocial
behavior, they on the other side had a high tendency
towards revenge. These results reflect the
circumstances the females have to endure while
living in poor communities. They do not have
the space that enables them to change in their lives
and they have to accept what they already have.
Living standards also and worrying about life
obligations increase the instability at work as well as
the behavior towards the work and coworkers.
The results of this study convey a message to
factory managers to foster worker well-being, which
may improve work performance.

The structure of this paper is as follows.
Section 2 reviews the relevant literature and
presents the theoretical framework. Section 3
analyses the methodology that has been used to
conduct empirical research on factors affecting
the performance and internal environment in
organizations, it includes the description of
participants and the design of the questionnaire.
Section 4 shows the results, and Section 5 concludes
the paper.

2. THEORETICAL BACKGROUND AND HYPOTHESES

In less developed countries, human resource
management practices often consider work force as
costs of production that they should reduce to
the minimum and that improving the worker’s well-
being is an extra cost rather than an improvement of
the whole organization work environment. Moreover,
in many cases, workers face abuse and inhumane
treatment and labor violation from the management
as the later aims to achieve inflated production
targets while reducing labor costs. On the other
hand, the quality and stability of the workers’

private lives are of equal importance to
the organization performance as domestic
aggression and shakiness would affect

the workplace environment, yet, many companies
keep this factor completely beyond their scope of
interest.

2.1. Workplace harassment
The workplace can have both positive and negative

effects on employees. Theories have emphasized
that employees increase their efforts and
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productivity, as they perceive that their managers
and supervisors are willing to reciprocate with
desirable socioemotional and impersonal responses.
For example, the organizational support theory
emphasizes that when an organization supports its
employees, they in return, strive to repay
the organization by enhancing their efforts to
achieve its targets (Eisenberger et al., 1986;
Eisenberger et al., 1990; Aselage & Eisenberger,
2003). The psychological contract theory argues that
employees form a psychological contract with
the organization = when they  believe that
the organization maintains its promises toward
them (Aselage & Eisenberger, 2003). As a result,
coworkers’ and supervisor’s support will have
a positive influence on health, job satisfaction and
other work performance outcomes and targets (Spell
et al.,, 2014). Carvajal et al. (2018), Grénlund and
Oun (2018), and Tenney et al. (2016) find that
workers’ well-being, including life satisfaction, job
satisfaction, leads to higher performance of workers

and organizations, lower absenteeism, stronger
motivation, positive relationships, and lower
turnover.

The evidence shows that creating

a developmental climate between workers and
supervisors where the relation in the organization is
perceived as mutual support between both parties
(Spell et al., 2014), and when the organization
maintains a high-performance work system where
participation, compensation, appraisal and
communication are adopted (Razouk, 2011), and
when the organization adopts policies and practices
of human resource management, which aim to
ensure a positive group culture and healthy
employee-manager communication (Croucher et al.,
2013), all would have a positive effect on workers
attitude towards turnover, work performance and
engagement. This will then lead to a favorable
impact on the organization’s current and future
performance and its success to reach its target
production (Croucher et al., 2013; Olsen et al., 2010;
O’Regan et al., 2010; Patel & Cardon, 2010; Razouk,
2011; Spell et al., 2014).

Workplace harassment is the behavior that
aims to harm and hurt another person in
the workplace (Bowling & Beehr, 2006). It takes
several forms like verbal abuse (Johnson & Indvik,
2006), violence (Barling et al.,, 2001), and sexual
harassment (Barling et al., 2001; Ferri et al., 2016;
Hershcovis & Barling, 2010; Kath et al., 2009; Shi
etal., 2017). In the fashion industry, growing
pressure from big brands on suppliers to deliver
clothes quickly and cheaply as well as poor
implementation of laws to combat sexual
harassment at work with the power to fine or fire
those found guilty of harassment fueled
the exploitation of workers like lack of bathroom
breaks to verbal and sexual abuse (“H&M probes
abuse”, 2021).

Aggression at work has a detrimental effect on
workers’ physical and mental health, which in turn
affects the organization’s work performance (Adler
et al., 2017; Dehue et al., 2012; Hershcovis & Barling,
2010; Verkuil et al., 2015). Duan et al. (2019) find
that workplace violence increases workers’ turnover
intention and job burnout' while it decreases job
satisfaction. Barling et al. (2001) also find that

! Work-related stress, i.e., a state of physical or emotional exhaustion.
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harassment in the workplace increases anxiety,
anger and perception of injustice, which leads to
lower commitment, higher withdrawal intentions,
and poor interpersonal job performance. Ironically,
many managers and supervisors apply verbal
harassment at work intentionally as they consider it
as a motivator to workers in the short-term (Pike &
Godfrey, 2014); more than 90% of American adults
experience aggression from their supervisors and
managers during the span of their work career,
especially in larger organizations (Johnson &
Indvik, 2006).

The harassment often takes several forms like
profanity, openly  hostile remarks about
performance and competency, gossip, and rumors.
It leads then to distress, establishes poor well-being
for the bullied employee, and decreases the morale
among staff, which in turn leads to high turnover
and high frequency of absence from work, which
then lowers the performance of the whole
organization (Dehue et al., 2012). The WHO divides
workplace harassment into two types of violent
behaviors: 1) physical violence (beating, kicking,
slapping, stabbing, shooting, pushing, biting, and
pinching) and 2) psychological violence (including
verbal abuse, threats, etc.) (Duan et al., 2019).
Bjorkqvist et al. (1992) order the use of aggressive
behavior starting with direct physical aggression
when a person has the ability to approach the other
physically. If she/he cannot, then she/he will use
direct verbal, and if cannot, then she/he will use
indirect aggression where the target is attacked
indirectly and the aggressor remains unidentified
and avoid counterattack.

2.2. Domestic violence

Domestic violence has its negative effect on
the physical and mental health of the victim (Lalley-
Chareczko et al., 2017). While it can occur from any
member of the family like parents, spouse or
intimate partner, and siblings (Adams et al., 2012;
Douglas, 2018; LeBlanc et al., 2014), females are
more often victims of male partner violence (Carmo
et al.,, 2011; Peate, 2017). Moreover, the level to
which it is perceived as acceptable substantially
varies between countries and cultures (Cools &
Kotsadam, 2017; Schuler & Nazneen, 2018). In some
societies, like in South and East Asia, which have
high levels of interdependence and tight
intergenerational ties, abusers in the household
extend the male partner to other members of
the multigenerational families (Weziak-Biatowolska
et al., 2020).

Research proves that domestic violence
transfers disruptions to the workplace. It is
associated with a decline in productivity and
performance, workplace time reductions, loss of
paid work time, job loss, unemployment (Showalter,
2016), higher levels of cognitive distraction and
higher work neglect while at work, and increase
absenteeism and intentions to quit (LeBlanc et al.,
2014; Schuler & Nazneen, 2018). While psychological
aggression predicts additional variance in partial
absenteeism above the effects of physical
aggression, both physical and psychological
aggression are related to unfavorable effects on the
performance of an organization (LeBlanc et al., 2014).
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In developing countries, despite the evidence of
a declining acceptance of domestic violence because
of socioeconomic and cultural changes (Bertrand
et al., 2015; Pierotti, 2013), it remains nonetheless
considerable and has a significant negative effect on
victims’ labor force participation (Cools & Kotsadam,
2017), especially females who have low education or
married when they were young (Schuler & Nazneen,
2018). An intimate partner seeks to counteract her
increased bargaining power through violence, which
seems to have a significant negative effect on
women’s job stability and economic well-being
(Heath, 2014). In communities with relatively higher
acceptance of wife-beating, employed women still
face a great risk of abuse (Cools & Kotsadam, 2017).
In some cases, owning a real asset like a house or
land significantly reduces a woman’s risk of
domestic violence while employment makes no
difference (Agarwal & Panda, 2007). In other cases,
decreases in the wage gap reduce violence against
women (Aizer, 2010).

2.3. Informal economy and poverty

The informal economy”’ or undeclared work is
aconcept that contains several economic
transactions. It is defined as paid activities that are
unregistered by, or hidden from, the state for
reasons like tax, social security and/or labor law, but
these activities are considered to be legal in all other
respects (Ahmad, 2008; European Commission,
2008; Organisation for Economic Co-operation and
Development [OECD], 2012; Pfau-Effinger, 2009;
Williams, 2014). Poverty knocks on the door of
an individual when she/he finds that her/his
resources are not sufficient to meet the minimum
needs like food, shelter, clothing, education, health
and transport (Department of Statistics, 2010).
Combined with the Ilimited ability to access
the formal labor force for reasons like very limited
competencies, low level of education, and societal
and cultural conditions, a person finds her/himself
forced to enter informal work.

Entering the informal labor market introduces
the worker to a harsh reality where most of the time
the work endures long hours, hard working
conditions, inflexibility, and low pay, let alone
the many kinds of disrespectful attitudes and
harassment from both supervisors and coworkers
(Ahmad, 2008; Johnson et al., 2010; Williams, 2014).
When the returns of formal employment do not
meet a person’s minimum needs as supposed to,
she/he finds her/himself forced to join the informal
economy as an alternative means to accumulate
resources to meet the needs (European Commission,
2013). In fact, there is a significant correlation
between poverty and the attempts of people to meet
their personal financial needs through participation
in the informal economy (Dellot, 2012). Williams
(2014) finds that the greater the percentage of
the population at risk of poverty and the level of
severe material deprivation in a country, the larger
the informal economy. Therefore, one can expect
that a significant part of the officially unemployed
people may be in reality working “off the books”

2DYMIMIC (dynamic multiple-indicators multiple-causes) method is
an indicator for the informal sector. It depends on multiple monetary and
non-monetary indicators, related to the money in circulation, level of tax
morality and labor supply to calculate the informal sector in an economy.
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the thing that promises increases in the informal
sector (Gutmann, 1978).

The  Marginalization  thesis view  that
participation in the informal economy occurs
amongst marginalized populations, such as the low-
income and unemployed groups, who choose to
work in the unobserved sector (Ahmad, 2008;
Gutmann, 1978; Katungi et al., 2006), a situation
where working in the informal sector either buffers
against unemployment or supports unemployed
workers who choose to receive public assistance
while working “off the books” (Williams, 2014).
The Reinforcement thesis, argues that despite that
working within the informal economy offers
the advantage to possess free time for marginalized
populations, it entitles many risks, inconveniences
and omissions from benefiting from certain rights
like social security, having a verbal agreement with
the employer rather than a contract, the fear of
detection, the fear of being fired, and the lack
of resources and opportunities. Conversely, those in
formal jobs and high-income groups have fewer
fears from the authorities; they also have more
resources and skills that will enable them to
compete and undertake other opportunities
including those in the informal economy whenever
they want, resulting in the informal economy
reinforcing inequalities that are produced by
the formal economy rather than reduce it.

Informal work can be performed in several
forms like first, the waged informal employment,
where the marginalized populations (the low-income
and the unemployed groups) engage in wage rates
way below the national minimum wages. This kind
of work is usually conducted under sever conditions
and for unscrupulous and exploitative employers
(Geddes et al., 2013; Williams, 2014). Second,
the informal self-employment where the informal
sector is a ground for testing the viability of start-
ups before the decision to create a formal
enterprise, which usually entitles many difficulties,
obstacles and costs (Community Links and Refugee
Council, 2011; Dellot, 2012; Katungi et al., 2006).
Third, the paid favors which is conducted by and for
close social relations such as kin, connexion, friends,
neighbors, acquaintances and colleagues in a way to
help them do a work and avoid any connotation
of charitable action which may be refused by
them (European Commission, 2013; FEuropean
Commission, 2008; Pfau-Effinger, 2009). For example,
a person may employ her/his unemployed cousin to
redecorate a home (Williams, 2014).

2.4. Informal sector in Jordan

It is a difficult task to measure the size and
dimensions of the informal economy; however,
economists have developed reliable methods to
predict its impact in a given country. Surprisingly,
results confirm that the informal economy is
considerably large and sprawling in many countries
(Ela, 2013).

The Jordanian market faces many obstacles.
Amongst them is the “missing middle”™ with
a scattered density of firms between micro and
small enterprises on the one hand and well-

3 Missing middle: is when institutions that can connect small and informal
enterprises more efficiently with the larger, formal institutions of the
economy, are missing in the market.
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established large firms with limited contribution to
net job creation on the other. Furthermore, even
with promising sectors such as information and
communication technologies, pharmaceuticals, and
health tourism, but these sectors face challenges to
scale up within the Jordanian market and are under
continual competitive pressures especially from
within the region. Another obstacle that faces
sustainable development in Jordan is that
the business climate is exposed to policy, regulatory,
and administrative uncertainties due. Along with
regional shocks since 2008, there has been
an adverse effect on investor confidence (The World
Bank, 2016).

These obstacles, and others, informality is
widespread and has disproportionate impacts on
the poor. Indeed, the influx of Syrian refugees is
borne by the informal sector. It supplied
the informal labor and enterprise with refugees, and
this, in turn, deepened the wedge between formal
and informal employment and shifted more
economic activity outside the tax base and so
undermined fiscal sustainability. From 2013 to 2020
the size of the informal economy in Jordan
increased from 44% to 60% (United Nations
Development Programme [UNDP], 2013; The World
Bank, 2020), which indicates that the whole situation
had its shed on poverty, which has increased
dramatically, along with increased expenditure for
the household (The World Bank, 2016).

Poverty in Jordan is a critical problem. While
the average monthly wage in 2013 is 269 Jordanian
dinar (JD)* (UNDP, 2013), it is way beyond
the absolute poverty line (812 JD) in the same year,
which indicates important financial needs that will
contribute to converting a person towards
the informal work (Department of Statistics, 2010).
Moreover, Jolliffe and Sarajuddin (2015) suggest that
while the poverty rate in Jordan in 2010 was
declared as 14.4%, the prevalence of those who have
been affected by poverty was more than twice as
large as this official estimate. Inflation,
unemployment and decline in economic activities
have contributed to the increase in poverty in
Jordan. In 2017, the unemployment rate rose
awhole 3% to reach 19% (International Labor
Organization, 2016; The World Bank, 2018).
Moreover, the situation became harder on workers
after COVID-19. The unemployment rate increased
to 23% in the second quarter of 2020 as declared by
the Department of Statistics in Jordan, whereas
the International Labor Organization survey in 2020
revealed that 47% of the respondents were out of
work by April 15, 2020, which added a critical stress
on the household income”.

Adding to the stressful and tough economic
factors, the fact that an important part of the society
in Jordan lacks the suitable education level,
competencies, and sophisticated skills, hardens
the ability to join the formal work force, which
produces stressful situations to co-op up with
the household continuous financial needs, and
though forces the individual to resort to
the informal economy with all its disadvantages.
Therefore, the informal economy in this paper is
a proxy for poverty.

4 Jordanian dinar equals USD1.4.

® The median monthly income prior to the lockdown was 368 Jordanian dinars
(approximately USD519). In March, it had fallen to 215 Jordanian dinars
(approximately USD303) (International Labor Organization, 2020).
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2.5. Hypotheses

According to the literature, the research explored
the following hypotheses:

Hla: Work place harassment has a positive
effect on workers’ intention to leave work and
absenteeism (limited ability days).

H1b: Domestic violence has a positive effect on
workers’ intention to leave work and absenteeism
(limited ability days).

H2a: Work place harassment has a negative
effect on approval of work quality.

H2b: Domestic violence has a negative effect on
approval of work quality.

H3a: Work place harassment has a negative
effect on workers’ job satisfaction and work
engagement.

H3b: Domestic violence has a negative effect on
workers’ job satisfaction and work engagement.

H4a: Work place harassment has a positive
effect on antisocial behavior among workers and
the attitude towards vengeance.

H4b: Domestic violence has a positive effect on
antisocial behavior among workers and the attitude
towards vengeance.

3. METHODOLOGY

3.1. Participants

The sample comprised 490 persons (63% males and
37% females) living in areas that are described to be
poor in the capital of Jordan, Amman. All
the individuals in the sample work in the informal
sector, the study adopted the World Bank’s
identification of the informal economy as a person
who does not have a job contract with a company,
does not pay taxes, and does not have social
insurance (UNDP, 2013). The age range was 18-61
years old (with a mean of 35.27 years old; and
a standard deviation of 11.25 years); 84.5% of
the participants went to at least the primary school
while 15.5% did not go to school at all. It is
important to note that the questionnaire was
distributed in the first quarter of 2020, which is
before the lockdown and the other procedures
related to COVID-19. Accordingly, this research
reflects the situation in the Jordanian economy
before the deterioration caused by the pandemic
related to the big increase in the unemployment rate
in both the formal and the informal economy.

3.2. Design of the questionnaire, variables, and
coding

Following the literature on scales that measure
workplace aggression, domestic violence, and
outcomes related to withdrawal from work, work
quality, and job attitude, items were regenerated to
address each part and formulate a questionnaire
that corresponds to the case. The questionnaire is
designed in the following sections.

3.2.1. Exposure to workplace harassment (WH)
To represent harassment in the workplace the study

used the Workplace Harassment Scale (Bjorkqvist
et al., 1994) and the Buss-Durkee Inventory subscale

VIRTUS

”»
NTERPRESS

of indirect aggression (Bjorkqvist, 1994). Although
there are other types of harassment, like sexual and
physical harassment but they were too sensitive
subjects that many respondents refused to answer,
accordingly this study used indirect harassment.

The research contained several questions that
measured a variation of harmful workplace
behaviors by managers and supervisors toward their
workers. The items that reflect emotional aggression
that challenged, threatened, or diminished
a worker’s sense of competence and self-worth were
selected.

The questions asked the worker about the
number of occasions during the last 12 months
when her/his manager or supervisor:

1. Made insulting comments
private life.

2. Looked at you in a negative way.

3. Criticized you in a bad manner.

4. Shouted at you loudly.

5. Questioned your abilities or judgments.

6. Embarrassed or ridiculed you in front of
your coworkers.

7. Unfairly accused you of a negative outcome.

8. Noted sensitive details of your private life to
embarrass you.

9. Sneered or nocked at you.

10. Refused to speak to you or discus you.

11. Gave you insulting tasks.

12. Did certain actions like slamming doors,
banging on tables, throwing things, and breaking
things when speaking about your work.

Aquino and Douglas (2003) adopted
successfully the Workplace Harassment Scale to
represent emotional aggression among employees.
Weziak-Biatowolska et al. (2020) also used the items
to indicate such aggressions. The measurement scale
was 0 = never, 1 = not sure, 2 = once, 3 = 2-5 times,
and 4 = 6 or more times.

The respondents were asked to indicate only
the behaviors of her/his supervisor that caused
them psychological or emotional discomfort in order
to measure only the incidents that were likely to
cause stress or discomfort to the workers (Aquino &
Douglas, 2003).

about your

3.2.2. Exposure to domestic violence (DV)

The analysis evaluated domestic violence two folds.
Emotional aggression and physical aggression from
the model of Weziak-Biatowolska et al. (2020) and
a modified version of the Dimensions of Discipline
Inventory (DDI) of (Straus & Fauchier, 2007). Then
the questions were constructed that provided
information on domestic behavior towards
the worker physically and emotionally, after
modifying the questions to reflect the general
attitude of the household towards the worker in
the last 12 months.

Accordingly, the question about emotional
aggression asked the worker: ‘How often a member
or more in your household did the following to you in
the last 12 months: yelled at you, shouted at you, or
cursed at you? The questionnaire presented
the physical aggression with the question ‘Has
someone ov more in the household hurt you
physically in the last 12 months’. The answer for
the emotional and physical questions took a 5-point
Likert scale (0 =never, 1=every month, 2 = every
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week, 3 = every day, and 4 = more than once every
day). Again, respondents were asked to indicate only
the household’s behaviors that caused them
psychological or emotional discomfort in order to
measure only the incidents that were likely to cause
stress or discomfort to the workers (Aquino &
Douglas, 2003).

3.2.3. Outcomes — Withdrawal from work

The study applied two empirically proven indicators
and scales for measuring work outcomes: 1) intent to
leave, and 2) reported number of limited ability days.

As for the intent to leave, two questions were
used: ‘Do you plan to quit your job in the next 6
months? (with yes/no answers) as in Jiang et al.
(2009), Weziak-Biatowolska et al. (2020), and ‘Have
you tried to change your main occupation for
the past 12 months? (with yes/no answers) as in
Merkin (2008). A positive answer to one of the two
questions indicates that the worker has intended to
leave her/his work either in the past or in the future.
Accordingly, a positive statistical result would prove
the positive relation in Hla and H1b.

For the Ilimited ability days (absenteeism),
respondents were asked the following two
questions:  ‘During the past 30days, for

approximately how many days did poor physical
health or poor mental health keep you from
performing your typical activities, such as taking care
of yourself, work, or leisure? as in Centers for
Disease Control and Prevention (2000), and
‘In the past 12 months, have you taken off from work
for more than a week due to work-related stress,
injury, or illness? (Merkin, 2008), with a modification
to represent 12 months rather than 24 months.
For the first question, respondents indicated how
many days during the last month their performance
was affected by physical or mental issues on
a 5-point Likert scale format where 0 =0 days,
1 =1-3 days, 2 = 4-7 days, 3 = 8-12 days, and 4 = 13
and more days. For the second question, the Likert
scale was 0 =0 times, 1 = 1-2 times, 2 = 3-4 times,
3 = 5-7 times, and 4 = more than 7 times. A positive
statistical result would prove the positive relation in
Hla and HlIb.

3.2.4. Outcomes — Work quality

To measure work quality, a projective technic in the
following question was used: ‘What do you think
about the quality of the work of your coworkers in
jobs similar to yours? (0=very poor quality,
1 = poor, 2 =accepted, 3 =excellent, and 4 = very
excellent). This question used the indirect technique
to account for social desirability. It is based on
asking respondents to make predictions about how
a similar other would act or think about a particular
issue and it proved valid and reliable estimation in
the empirical researched (Tourangeau & Yan, 2007;
Weziak-Biatowolska et al., 2020).

3.2.5. Outcomes — Job attitudes

Job satisfaction variable was measured using
the following yes/mo phrases from Jiang et al.
(2009), Merkin (2008), and Price (2001):
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1.1 am satisfied (content) with my wage
(payment) at my work.

2.1 am satisfied (content) that I
an opportunity for improving skills at my work.

3.1 am satisfied (content) with the general work
environment at my work.

4. My manager (supervisor) lets me know when
I do a good job.

A not satisfied answer to any of the phrases
would reflect some kind of discontent of the worker
in her/his work. The answers were recoded to
represent the job satisfaction binary variable where
0 = not satisfied, and 1 = satisfied. Here too, one
should be cautious in interpreting the results
because the coding denotes O to a satisfied (content)
worker, and denotes 1 to unsatisfied (discontent)
worker. A positive statistical result will indicate that
the worker is unsatisfied (discontent) in her/his
work and that would prove the negative relation in
H3a and H3b. For that purpose, the variable was
renamed to job dissatisfaction.

To measure work engagement, the study used
the shortened version of the Utrecht Work
Engagement Scale (UWES) (Schaufeli & Bakker, 2003).
The shortened version of the scale (UWES-9) had
acceptable psychometric properties so that
the instrument can be used to measure positive
organizational behavior (Hallberg & Schaufeli, 2006;
Schaufeli et al., 2006; Weziak-Biatowolska et al.,
2020). The scale includes three subscales to measure
three dimensions of engagement: vigor, dedication,
and absorption. In this research, six questions were
asked; two questions for each subscale with
ayes/no answer. In the vigor dimension, the
questions were:

1. At my work, I feel bursting with energy.

2. When I get up in the morning, I feel like
going to work.

For the dedication scale, the questions were:

3. I am enthusiastic about my job.

4. T am proud of the work that I do.

The questions that reflected
dimension, absorption, were:

5. I am carried away when I am working.

6. I feel happy when I am working intensely.

The yes/no answers were recoded to represent
the work engagement binary variable where O = no,
and 1 =yes. Again, one should be cautious in
interpreting the results because the coding denotes
0 to a worker who is engaged and involvement in
the job, and denotes 1 to a worker who is not
engaged in the work. Accordingly, a positive
statistical result will indicate that the worker is not
engaged in her/his work and that would prove the
negative relation in H4a and H4b.

Antisocial behavior. Questions addressed
the behavior of the workers towards others during
the last 12 months. The modified questions were as
follows. During the last 12 months, have you:

1) said or did unkind thing to purposely hurt
other coworkers while at work?

2) negatively criticized other coworkers to
embarrass them while at work?

3) started intentionally negative arguments
with other coworkers while at work?

The three questions were derived from
the 13-item individual antisocial behavior scale of
Douglas and Martinko (2001) which was
a development of the 9-item individual antisocial

have

the third
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behavior of Robinson and O’Leary-Kelly (1998),
which describes aggressive actions directed towards
coworkers and was successfully used by Aquino and
Douglas (2003). Respondents indicated how often
a worker performed these behaviors on a 5-point
Likert scale format (0 =never, 1=1-3 times,
2 =4-6 times, 3 = 7-9 times, and 4 = 10 times and
more). A positive statistical result would prove
the relation in H5a and H5b.

Attitude towards revenge. Three questions
reflected if the respondent possessed a positive
attitude toward revenge from the vengeance scale of
Stuckless and Goranson (1992). The questions were:

1.1 try to even the score with anyone who
hurts me.

2.1 believe in the motto an eye for an eye,
a tooth for a tooth.

3.If someone causes me trouble, I will find
a way to make her or him regret it.

Respondents answered on a 5-point Likert scale
(0 = strongly disagree, 1 =disagree, 2 =not sure,
3 = agree, and 4 = strongly agree). High scores will
indicate a more positive attitude towards revenge
(Aquino & Douglas, 2003; Douglas & Martinko,
2001). A positive statistical result would prove
the positive relation as in H5a and H5b.

3.2.6. Control variables

According to the literature, results may differ
depending on individual characteristics like gender,
age, and education (Batz-Barbarich et al., 2018;
Carvajal et al., 2018; Chow et al., 2015; Grénlund &
Oun, 2018; Tenney et al., 2016; Uzun, 2018). Another
important discriminatory factor is living standards
where workers concern about their financial
shortages and material deprivation (Johnson, 2011).
Consequently, the analysis included the following
control variables: 1) Demographic variables: gender,
age, and education; and 2) Living standards.
For the demographic variable, the paper denoted
the value 0 for males and the value 1 for females.
The level of education was scaled as follows: 1 =no
school at all, 2 =primary school, 3 = secondary
school, 4 =college level, and 5 =university
education. Living standards were measured through
a question: ‘How often do you worry about being able
to meet your normal monthly expenses?. A 5-point
Likert scale represented the answers as
4 = extremely worry all the time and represented
a high financial and material lack and 0 =do not

worry at all which represent a
solid life standard (Aquino & Douglas,
VanderWeele, 2017).

steady and
2003;

3.3. Procedure of administering the questionnaire

To ensure meaningful results, a pilot questionnaire
was administered to a small sample. The questions
were written in simple Arabic language so that every
participant will comprehend them easily.

The Author contacted the social institutions in
the poor areas and explained the criteria of
the participants needed for the research respecting
some equal distribution of gender, and a wide age-
range. Then the participants were approached
directly in several groups in a personally
administered questionnaire. All the questions were
explained to them to ensure a good understanding
of the meaning of each question. The first sample
comprised 583 persons, of them, 527 were collected.
37 were not fully answered or had other flaws like
contradicted answers, so they were omitted from
the sample. The final sample comprised 490 persons
who live in a poor area and work in the informal
economy (do not have social insurance).

3.4. Ethical issues

Because the questions asked about unkind and
unethical behavior at work and at home, the study
was ethically sensitive. Hence, an introduction to the
type of questions was delivered to the participants
so one could decide if she/he wanted to participate,
also, participants were asked not to provide any
indication about themselves like their names or
phone numbers, etc.

4. RESULTS AND DISCUSSION

This section provides detailed results of the study.
The first part shows descriptive statistics, and the
second part provides the results of the regressions
with discussion.

4.1. Descriptive statistics
Table 1 displays the descriptive statistics and

the reliability of the questionnaire results for
the dependent and the independent variables.

Table 1. Summary descriptive statistics and Cronbach’s alpha reliability test for the scaled variables

Variables Mean ) Min Max N Cronbach’s

alpha
(1) WH 28.49 3.98 17 34 490 0.816
(2) DV 4.33 2.16 1 8 490 0.802
(3) Intention to leave 1.52 0.68 0 2 490 -
(4) Limited ability days 1.95 1.20 0 4 490 0.824
(5) Work quality 2.94 1.00 1 5 490 -
(6) Job satisfaction 2.78 1.11 0 4 490
(7) Work engagement 3.31 1.49 0 6 490 -
(8) Antisocial behavior 6.14 3.56 0 12 490 0.837
(9) Revenge 7.18 3.65 0 12 490 0.906
(10) Age 35.27 11.25 18 61 490 -
(11) Education 3.15 1.18 1 5 490
(12) Living standards 2.67 1.38 0 4 490
(13) Gender 0.37 0.48 0 1 490
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To test for the reliability and internal
consistency of each scaled category, Cronbach’s
alpha was applied. The study included items for
each category from several references and
inventories while respecting high consistency and
relatedness to reach high values of Cronbach’s test.
Accordingly, internal consistency was between 0.80
and 0.84 for all the variables, indicating that

the items for each category were well-related and

consistent in measuring the same underlying
concept.
Table 2 shows the results of Pearson’s

correlations between the variables. The correlations
between the different variables seem to be high and
significant which indicates a strong relation between
the variables.

Table 2. Matrix of correlations

Variables (1) 2) 3) “4) (5) (6) (7) 8) [€)] (10) (11) (12) | (13)
L) WH 1
(2) DV 0.340° 1
33) Intentto | 676 | 0469 1
eave
(4) Limited
ability days | 03767 | 05237 | 0.623 1
(5) Work
auality -0.6947 [-0.437" | -0.506™ | -0.400 1
(6) Job
satisfoction | 07917 | -0.500 |-0.780 | -0.677" | 0.704
(7) Work 0536 |-0.570 |-0.674" | 0.515" | 0.506" | 0.587 | 1
engagement
(s)A”?’S"C’“’ 0.726" | 0.766™ | 0.620™ | 0.439™ |-0.711 |-0.704" | -0.756™ 1
ehavior
(9) Revenge | 0.788 | 0.684" | 0.720™ | 0.599" |-0.811" |-0.847 |-0.640" | 0.849" 1
(10) Age -0.110" | -0.106" | -0.092" | 0.195" | -0.049° | 0.083 | -0.073 |-0.257* |-0.179"| 1
(11) Education | -0.098" | -0.142" | 0.287" | -0.068" |-0.273" |-0.442"" | -0.126 | -0.644~ |-0.493" |0.348" | 1
(12) Living 0.825" | 0.592 | 0.796™ | 0.871" |-0.775"|-0.855" | 0.869" | 0.880" | 0.912" | 0.188™ | 0.285 1
standards
(13) Gender | 0.656 | 0.848" |-0.512" | -0.317" |-0.353" | 0.246" |-0.635" | -0.696 | 0.635" | 0.030 |-0.169" |0.414" | 1
Note: *, **, *** jndicate significance at 10%, 5%, 1%.

4.2. Regression results and discussion

This section displays the results of the regressions,
which were applied in three steps. First, applying
multiple regressions of the WH and the control
variables on each of the seven dependent variables.
Second, apply the regressions of the DV and
the control variables on each of the dependent
variables. In the last step, both WH and DV were

present with the control variables and regressed on
each of the seven dependent variables.

Table 3 shows the results of the regressions of
WH and the other predictor variables of
the outcomes concerning withdrawal from work,
disapproval of work quality, as well as job attitude.
All the relations seemed to be significant and
according to the hypotheses.

Table 3. Regressions of WH and control variables on withdrawal from work, work quality, and job attitude

Outcomes
Predictor Withdrawal from work Work quality Job attitude
variables 1. Intention to 2. Limited 3. Approval of 4. Job 5. Work 6. Antisocial 7. Revenge
leave ability days work quality satisfaction engagement behavior i
WH 0.093** 0.133%** -0.118* -0.158%** -0.101** 0.626** 0.6417%*
(17.132) (9.596) (-18.265) (-26.153) (-12.251) (22.783) (27.675)
Age -0.002 0.019%** -0.001 0.002 -0.007 -0.059%** -0.021 %=
(-1.247) (4.937) (-0.369) (0.932) (-1.439) (-8.664) (-3.469)
Education 0.055** 0.278*** -0.142%** -0.075%%* -0.081 -0.658*** -0.236%**
(4.183) (9.977) (-4.871) (-3.224) (-1.733) (-7.106) (-3.804)
Living 0.390%** 0.885%** -0.209%** -0.595%** 0.955%** 2AT7T*** 1.971%**
standards (14.656) (15.212) (-4.671) (-16.708) (13.345) (23.810) (20.714)
Gender -0.204%** -0.087%** -0.238*** 0.233%*= -0.568*** -0.641%*= 0.583***
(-4.877) (-0.952) (-3.367) (4.152) (-5.040) (-3.915) (3.895)
Constant -1.008 -0.900%** -1.292* -3.222 -2.916%* -10.054** -12.305%*
(-8.001) (-0.528) (-5.666) (-15.392) (-5.993) (-15.002) (-19.083)
Adjusted R? 0.728 0471 0.677 0.825 0.478 0.807 0.847
Observations 490 490 490 490 490 490 490

Note: *** ** * jndicate significance at the 1%, 5%, and 10% levels. Values for each of the variables represent  coefficients and t-values

(in parentheses).

The first regression shows the effect of WH and
other predictor variables on the worker’s intention to
leave. WH had an important and significant effect on
the worker’s intention to leave work, as expected by
Hla, with p=0.093 and a significance level of 5%.
Education had a positive effect with g=0.055 and

VIRTUS

153

alevel of significant of 5%. Living standards had
a positive and important effect at a level of 1%.
Gender relation was negative and significant at 1%.
The model shows that increased WH and increased
worries about living obligations (living standards)
would raise the intent of the worker to leave her/his

@

NTERPRESS



Corporate Governance and Organizational Behavior Review / Volume 7, Issue 3, 2023

current work and find another one. Education
seemed to encourage a worker to search for another
job while the less educated workers continued in
their current work as she/he may not easily find
another work. Females also seem to carry on in their
current work more than males. The model explains
72.8% of the variance of the intention to leave
variable.

The second regression shows the relation of
the predictor variables with the limited ability days
or absenteeism. WH had a positive and significant
effect on limited ability days with g=0.133 and
p-level at 1% which is in accordance with Hla. Age
had apositive effect with p=0.019 and
a significance level of 1%. Education had a significant
positive effect on limited ability days with g =0.278
and p-level at level 1%. Living standards had a
positive relation at the level of 1%. Gender had
a significant negative effect with g=-0.087 and at
alevel of 1%. This model shows that older workers
increase their absenteeism for some reason that
might be related to their health or work
circumstances. Less educated workers had less
absenteeism, as they may not be able to find another
job should they lose the current one, a result that
was confirmed in the first model. The variables
explained 47% of the variance in absenteeism.

The third regression explains the relation of
the predictor variables with the worker’s opinion of
work quality. Results show that WH had a negative
effect as expected by H2a with p=-0.118 and
significance level 1%. Education and living standards
had negative relations with g=-0.142 and -0.209
respectively and both were significant at 1%. Gender
displayed a negative association with g =-0.238 and
1% level of significance. Again, WH is an important
condition that determines the opinion of
the workers about the quality of the work. Education
and worries about life matters also reflect how
aperson would evaluate work. Females had
a smooth opinion about the work quality relative to
males. The model R? = 68%.

The forth regression explains job satisfaction in
light of the predictor variables. WH had a negative
effect on job satisfaction as expected by H3a.
Education had a negative effect with g=-0.075 and
a p-level of 1%. Living standards displayed a negative
effect with p=-0.595 and p-level of 1%. Gender
showed a positive association with job satisfaction
with g =0.233 and a p-level of 1%. The model proves
that the predictors were important to explain 83% of
the variance in job satisfaction. Education negative
result might shade light that uneducated people had
limited options in the market, which made them
more accepting of their current work; this relation
boosts the results of the former regressions that
anon-educated worker had to accept difficult
circumstances and conditions applied by their
supervisors and managers in order to keep their
current jobs.
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The fifth regression explains the variance
caused by the predictor variables on work
engagement. WH exhibited a negative effect as in
H3a and with g=-0.101 and at level 5%. Living
standards had a positive and significant relation
with g =0.955 and level 1%. Gender had a negative
association with work engagement at a level of 1%
and p=-0.568. The model explains 48% of
the variance of job engagement. Females seem to
have less work engagement than males. When living
standards and worries about life commitments
increased, the worker’s enthusiasm and engagement
towards the job increased.

Regression number six explains the variance of
antisocial behavior in light of the independent
variables. WH had a positive effect on antisocial
behavior as expected by H4a and at a level of 5% and
B =0.626. Age showed a negative effect at 1% with
B =-0.059. Education displayed a significant negative
association with g =-0.658 and p-level at 1%. Living
standards had a positive relation with g = 2.477 and
p-level of 1%. Gender showed a negative association
with g=-0.641 and p-level at 1%. The model
explained 81% of the antisocial behavior variance.

The seventh regression shows the effect of
the predictors on the attitude of the worker towards
revenge. WH, and as expected by H4a, had a positive
effect on revenge with g =0.641 and p-level at 1%.
Age and education had a negative influence with
B =-0.021 and -0.236 respectively and p-level at 1%.
Living standards and gender demonstrated
a positive effect on revenge at level 1% with
p=1971 and 0.583 respectively. The model
explained 85% of the variance of the dependent
variable. It appears that females had a higher
tendency towards revenge than males, despite that
they had less antisocial behavior as shown in
regression (6). All hard circumstances as WH and
living standards sound to have increased
harassment towards other coworkers. Getting older
seems to decrease the attitude of workers toward
vengeance.

The regressions show that, as expected, WH
had an unfavorable effect on all work outcomes.
When workplace emotional harassment exists or
increases in an organization, workers start to
withdraw from work by searching for other jobs or
narrowing their attendance by increasing their
absence. In the meantime, increased WH decreases
the opinion about the quality of the work; it also
worsens the attitude toward other coworkers.
The other variables had important associations with
the outcomes. Age showed a sensitive relation that
older workers might face circumstances that oblige
them to accept their current work as their options
elsewhere might be difficult. Females seem to be
more tolerant of difficult work circumstances, as
they might not have the freedom to search for better
options as males do. Personal life conditions like
education and living standards have their shades on
the workplace as well.
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Table 4. Regressions of DV and control variables on withdrawal from work, work quality, and job attitude

Outcomes
Predictor Withdrawal from work Work quality Job attitude
variables 1. Intention to 2. Limited 3. Approval of 4. Job 5. Work 6. Antisocial 7 Revenge
leave ability days work quality satisfaction engagement behavior i g
DV 0.195%** -0.103%** -0.028* 0.104*** 0.225%** 0.153%**= 0.195%*=
(3.574) (-5.032) (-1.728) (3.309) (5.043) (3.629) (3.574)
Age 0.018%** 0.001 0.003 -0.009 -0.064 = -0.018** 0.018%**=
(4.455) (0.312) (1.094) (-1.908) (-9.543) (-2.906) (4.455)

. -0.2497%** 0.014 -0.122%%* 0.016 -0.328%*= 0.061 -0.249%*
Education (-5.833) (0.426) (-4.737) (322) (-4.584) (0.907) (-5.833)
Living 0.447%** -0.616%** -0.774%%= 0.722%%= 2.194%** 2.486%** 0.4477=
standards (10.537) (-18.760) (-30.194) (14.449) (30.767) (36.872) (10.537)
Gender -0.049 -0.258%*** 0.2597*= -0.600%** -0.777%%= 0.579%*= -0.049

(-0.516) (-3.485) (4.484) (-5.321) (-4.834) (3.811) (-0.516)
Constant 0.351%** 0.519** 1.757%%* -1.220%%* 1.420%** 0.796** 1.439%**
(4.563) (2.964) (12.977) (-11.538) (6.884) (2.707) (5.171)
Adjusted R? 0.697 0.623 0.654 0.754 0.484 0.817 0.844
Observations 490 490 490 490 490 490 490
Note: **#, ** * indicate significance at the 1%, 5%, and 10% levels. Values for each of the variables represent B coefficients and t-values

(in parentheses).

The next group of regressions tests the effect
of domestic violence (DV) on the outcome variables,
withdrawal from work, approval of work quality, and
job attitude as shown in Table 4. The first regression
shows that DV had a positive and significant effect
on worker’s intention to leave work with a g=0.124
and p-level at 5% as expected by HI1b. Education had
a negative relation with the intention to leave with
a p=-0.088 and p-level at level 1%. Living standards
had an important positive effect with g =0.391 and
p-level at 1%. Gender had a negative association with
the independent variable with g=-0.229 and at
the level of significance of 1%. The model showed
that educated workers separate between their home
circumstances and work to some extent, though high
living obligations might have increased the need to
search for other work opportunities. This relation
was more obvious in males than in females.
The model explained the variation in the dependent
variable by 70%.

The second regression demonstrates
the relation with the Ilimited ability days.
In accordance with H1b, DV had an important effect
at the level of 1% and with g=0.195. Education
showed an important effect on the limited ability
days with g=-0.249 and a p-level of 1%. Age and
living standards had a positive relation with
B=0.018 and 0.447 respectively, and both at level
1%. It seems that older workers tended to stay in
their jobs but alternatively, their attendance
decreased substantially. The model explained
the variation in the dependent variable by 62%.

In the third regression, DV had a negative and
significant effect on the opinion of the worker on
work quality at the level 1% and g =-0.103 as in H2b.

Living standards and gender had a negative
association at 1% and p=-0.616 and -0.258
respectively. The model explained 65% of

the variation in work quality. It appears that living
standards and gender, along with DV had
an important share to construct a negative opinion
about the quality of the work of the organization.

The forth regression explains the relations with
job satisfaction. DV had a negative effect on job
satisfaction but the relation is not significant.
Education decreased the level of job satisfaction
with g=-0.122 and p-level at 1%. Living standards
also affected job satisfaction significantly with
B =-0.774 and with a p-level at 1%. Females seemed
to be more satisfied than males. R* for the model
is 75%.
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The fifth regression displays the effect of
the independent variables on work engagement.
Surprisingly, DV had a positive effect with g=0.104
at 1% level of significance which contradict H3b.
It appears that when domestic aggression increases,
workers become more enthusiastic to go to other
places than a home like work. Living standards also
had a positive relation at the level of significance of
1% and with g = 0.722. Again, work might have been
an escape for the workers from the hard and heavy
obligations in their lives. Females seemed to be less
enthusiastic when going to work than males; this
draws the assumption that females are usually
the abused party when DV occurs in a household. R?
for the model is 48%.

Regression (6) shows the results of antisocial
behavior. As in H4b, DV expressed a positive
relation with antisocial behavior with g=0.225 and
at 1% level of significance. Age decreased bullying of
other coworkers at level 1% and p=-0.064.
It appears that workers are less likely to engage in
antisocial behavior when they are older. Living
standards increased offensive behavior at work at
level 1% and p=2.194. Females showed less
disruptive behavior relative to males. The model R?
explained 82% of the variance of the dependent
variable.

Regression (7) explains the effect of
the independent variable on revenge. As anticipated
by H4b, DV influence positively the appetite of
the worker to revenge with = 0.153 and p-level at
1%. Age had a negative influence at 5%. Living
standards were positive at 1% and g = 2.486. Females
seemed to have more belief in revenge than males
with g=-0.579 and a p-level at 1%. The model R? is
84%.

The regressions of DV show the importance of
this variable in affecting workers’ stability and
dedication in their jobs. It seems that when a worker
experiences sentimental or/and physical aggression
at home, she/he would prefer to remain at work
despite her/his disapproval of the work quality or
the dissatisfaction with the work she/he does.
On the other side, even when workers prefer to
remain in their jobs as DV increases, their behavior
at work becomes less healthy towards other
coworkers, i.e., their antisocial behavior and
tendency towards revenge raise. Females show
nearly the same direction as in the regressions of
WH, they seem to have higher stability, acceptance,
and peaceful behavior. On the other hand, they are
more likely to be vengeful, and less engaged in their
work.
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Table 5. Regressions of WH, DV, and control variables on withdrawal from work, work attitude, and job

attitude
Outcomes
Predictor Withdrawal from work Work quality Job attitude
variables 1. Intention to 2. Limited 3. Approval of 4. Job 5. Work 6. Antisocial 7 Revende

leave ability days work quality satisfaction engagement behavior i 9
WH 0.323** 0.289%** -0.206%** -0.213%** -0.098** 0.665* 0.674***
(17.426) (8.169) (-17.579) (-18.895) (-7.797) (19.794) (24.349)

DV 0.147+** 0.247%** -0.104%* -0.033 0.101%** 0.368*** 0.118**
(14.007) (4.357) (-5.520) (-1.051) (2.540) (5.302) (1.952)
Age -0.003 0.019%** -0.001 0.002 -0.009 -0.064*** -0.020%*
(-1.940) (5.021) (-0.111 (0.793) (-1.850) (-9.663) (-3.152)
. 0.089*** -0.369%** -0.113** -0.163%** -0.003 -0.489%** -0.168%*
Education (4.336) (-5.116) (-:0.3.229) (-:3.273) (-0.052) (-5.919) (-2.267)
Living 0.316%** 0.8667*** -0.372%%* -0.6707%** 0.788%*** 1.982%** 2.115%**
standards (8.822) (10.929) (-12.468) (-24.766) (9.141) (14.388) (16.372)
Gender -0.22] % -0.092 -0.223%%* 0.239*** -0.606%** -0.756%*= 0.617**=
(-5.277) (-0.990) (-3.137) (4.214) (-5.363) (-4.699) (4.089)

Constant -0.231 -1.788%*+ -0.923* -1.367* 1.936* -0.856 -6.455*
(-0.919) (-6.812) (-8.159) (-10.078) (2.849) (-0.885) (-10.604)

Adjusted R? 0.760 0.564 0.644 0.795 0.483 0.838 0.847

Observations 490 490 490 490 490 490 490
Note: **#, ** * jndicate significance at the 1%, 5%, and 10% levels. Values for each of the variables represent B coefficients and t-values

(in parentheses).

For robustness tests, Table 5 regressed all
the independent variables including both types of
violence (WH and DV) on the dependent variables to
find out if a worker experiences harassment at work
and at home, how would her/his reaction be in
terms of withdrawal from work, work quality and
job attitude.

The first regression shows that both WH and
DV increased the worker’s intention to leave at
B=0.323 and 0.147 respectively and both at
a significance level of 5%. When a worker faced
violence at home and at work, she/he tended to
withdraw from her/his job. Education had a positive
and significant effect at B = 0.089 and p-level at 1%.
Living standards had a positive relation at the level
of 1% and p=0.316. Females’ reactions to violence
had no effect on their intentions to leave work.
The predictors explained 76% of the changes in
the intention to leave variable.

The second regression shows a positive and
significant impact of WH and DV on absenteeism.
WH had a more significant impact than DV with
B =0.289 and 0.247 respectively and p-level at 1% for
WH and 5% for the DV. It seems that when a worker
faced harassment at home and at work, her/his
attendance to work decreased because of the WH
rather than the DV. Age increased absenteeism,
while education decreased it significantly at
a significant level of 1% and g=-0.369. It appears
that while WH increased absenteeism for educated
workers as in Table 3, and as DV decreased it as in
Table 4 when both types of violence existed in
a worker’s life, she/he has chosen to stay in work
despite the harassment as shown in Table 5. Living
standards had a positive and significant impact on
workers’ attendance to their work at level 1% and
B=0.866. The regression explained 56% of
the changes in the dependent variable.

The third regression confirms the results of
the regressions on WH and DV. Both types
of violence decrease the approval of the worker
about the work quality. Education had a negative
effect at 5% level of significance and p=-0.113.
Living standards and gender had a negative
association with work quality at level 1% and
B =-0.372 and -0.223 respectively. R? was 64%.

The fourth regression on job satisfaction shows
a negative and significant relation with WH at level
1% and a coefficient of -0.213, while the DV had
a negative but not important effect. Education was
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significant at level 1% and had a negative relation
with job satisfaction with coefficient of -0.163 and
p-level of 1%. Living standards affected worker’s
satisfaction negatively and significantly at the level
of 1%, and females were more satisfied than males at
level 1%. The model explained the variation in
the dependent variable with an R* = 80%.

The fifth regression was on work engagement.
WH affected the workers’ enthusiast towards their
jobs negatively while the DV effect was positive.
Both effects were significant at levels 5% and 1%
respectively. Moreover, living standards had
a positive relation at 1% level and g = 0.788. Females
were less engaged in work than males with
a f=-0.606 and at level 1%. It seems that several
contradicting issues affected a worker’s engagement
towards work. While WH decreased the engagement,
DV increased it.

The sixth regression shows the effect of
the variables on the antisocial behavior of a worker.
DV was significant at level 1% and g = 0.368. It was
more important than the effect of WH which had
alevel of significant of 10% and pg=0.665. Age
reflected a negative relation at a level of 1%. Older
workers preferred not to engage in bullying
activities at work. Education also exhibited
a negative effect, which indicated that educated
workers do not engage in harassing activities against
other coworkers. Living standards had a positive and
significant effect on antisocial behavior with
B=1.982 and at level 1%. Females seemed to have
fewer bullying actions than males at a level of 1%
and pB=-0.756. The model explained 84% of
the variation in the dependent variable.

The seventh regression shows that WH and DV
had a positive effect on the attitude towards revenge
with p-level 1% and 5% respectively. Age and
education had a negative effect at level 5% both and
with B=-0.020 and -0.168 respectively. Living
standards exhibited a positive effect at level 1%.
Females seem to have higher attitude toward
revenge than males at level 1%. The model explained
85% of the variation of the revenge variable.

Results of the regressions show that work place
harassment had disagreeable effects on the
perspective and reaction towards work as in Table 3.
The needed attitude for the benefits of the work will
decrease (like work quality, job satisfaction, and
work engagement) and vice versa, the unwanted
attitude will increase (i.e., intention to leave and
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limited ability days). Moreover, work place
harassment from managers and supervisors on
workers would create unpleasant relations between
coworkers, which is certainly not the optimal
situation an organization would want.

Furthermore, domestic violence as in Table 4
and the general atmosphere inside the workers’
households in the Jordanian communities seem to
hold an equal importance on the general behavior of
the workers toward the work and other coworkers.
This is an important issue that the management may
neglect which in turn would have crucial
consequences on achieving the organization
productivity targets. It seems that as organizations
decide to work in the informal economy to benefit
from certain cost reductions, especially in labor
costs, they must consider important consequences
related to the attitude and maybe after that
the loyalty of the workers, which may have
ramifications over the organization goals.

Table 5 shows evidence that the difficult
circumstances of the workers in the poor
communities and the informal sector when a worker
has to bear harassment at work and at home.
In some variables, the coefficient and/or the t-values
become higher. For example, the effect of WH on
intention to leave was 0.092 as in Table 3 and
increased to 0.323 when it was introduced with DV
as in Table 5. Meanwhile, the DV had a coefficient of
0.225 on antisocial behavior in Table 4. It increased
to 0.368 in Table 5. This may indicate that the
presence of both types of harassment in a worker’s
life would soar the overall negative results on work
outcomes.

The results of Table 5 show that while both WH
and DV have unfavorable effects on work outcomes,
DV has some contradicting relations, which can
shade the choice of the worker when she/he has
both harassments in life. It is important to
understand that despite the WH, work gives some
financial support to the worker, which is considered
a security in life. When a worker has harassment at
work and at home, she/he starts to balance
the advantages and disadvantages of the negative
outcomes like leaving the work on her/his life in
general. It seems that she/he concludes that
the negative outcomes at work which may lead to
leaving the work would not develop or add any
better consequences to her/his life. Accordingly,
when the two harassment exist in a worker’s life,
she/he decides to stay at work with all the bad
conditions, and that increased work engagement as
they may become psychologically self-persuaded
that they want to continue doing the current job
happily while searching for another one or
increasing their absenteeism.

It is important to note that other factors have
an important influence on workers’ attitude at work
like education and living standards. In the study
population, education decreased some antisocial
behavior and the attitudes towards revenge. It seems
that education reduced the tendency of workers
towards saying or doing unkind things to purposely
hurt other coworkers while at work, or towards
criticizing coworkers negatively to embarrass them,
or to start negative arguments intentionally with
other coworkers. On the other hand, educated
workers have perceptions against revenge like their
belief in the motto ‘an eye for an eye, a tooth for
a tooth’.

Results with gender reveal some gender issues
that exist in the population of the study. Females do
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not have the freedom to change work when they
have one; in fact, as per the Department of Statistics
(2020) data report that unemployment rate of
bachelor holders and higher females in 2019 in
Jordan was 80%, against 25% males. Moreover, many
social matters oblige females to stay with their
current work. Consequently, females’ withdrawal
from work becomes low. Rather, their engagement
and enthusiasm toward their work lessen.
Furthermore, while females do not engage in
antisocial behavior as males, they surprisingly, have
a higher attitude towards vengeance than males,
which again raises a question about their ways to
express their lack of reassurance and relief.

In order to explore the situation of females in
the sample, Table 6 shows in detail the ratios of
females’ responses to the questions within each
variable (as explained in the methodology). It is
important to note that 43% of the females did not
attend school or finished only primary school. Only
14% of them finished a degree at a university. This
fact might have some implications for the rest of
the observations. From the 12 types of workplace
harassment expressed in 12 questions, at least 57%
of the females answered positively for 7 questions
affirming the harassment to occur more than
6 times during the last 12 months. The WH included
criticizing her in a bad manner, shouting at her,
questioning her ability and judgment, embarrassing
her in front of the workers, unfairly accusing her of
a negative outcome, embarrassing her with sensitive
details about her private life in front of coworkers,
and sneering at her.

Domestic violence seemed to be an important
situation females had to endure on a daily bases.
86% of the working females faced emotional
aggression more than 1 time a day. Only 14% of
the respondents did not experience physical
aggression in the last 12 months. This indicates
the severe circumstances a working female live
continuously at work and at home.

On the other side, and despite the high
harassment at work, the limited ability days of
the females was very low with 86% of them
continuing their activities while experiencing poor
physical or mental health and/or did not take off
from work for a week time because of illness, stress,
or injury. 71% of the females would try or already
tried to search for another occupation. This reveals
that despite that females tolerate many pressures at
work and home, they continue their work.

The percent of the respondents who thought of
the work quality to be poor or very poor is 43%.
Most of the females were not satisfied with their
jobs in terms of their wages, and the work
environment. Regarding job satisfaction, most of
the females thought that their jobs did not give
opportunities to improve their skills and that their
managers and supervisors did not acknowledge their
accomplishments.  Moreover, their level of
engagement with their jobs seemed to have been
very low as they were not happy in all three
dimensions of the work engagement factor (vigor,
dedication, and absorption). The answers indicated
the stress a woman might face while living and
working in poor conditions. Her options are very
few. Even if she is not satisfied with her work, she
needs it, and accordingly, she stays despite
the difficult circumstances.

The questions about the antisocial behavior at
work and the attitude towards revenge might show
how females expressed their stress while at work.
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The answers showed some negative attitude towards
coworkers like saying unkind things, criticizing,
embarrassing other coworkers, starting a negative
argument intentionally with a particular coworker.
The attitude towards revenge was very high.
Respondents believed the notions to even the score,
and to make another person regret an action.

The ratios of the answers may represent
areality faced by females who are living within
needy circumstances that enforce them to accept

cruel and hard conditions at work. They also have to
experience and tolerate acts of disrespect and
violence at home. These conditions would certainly
lead to unpleasant outcomes at work like low loyalty
and engagement to work. It also leads females to
manifest abuse towards other workers which
certainly would increase tension at work and though
affect the performance of the organization as
a whole.

Table 6. Ratios of responses for females in the sample on the questions that represented the dependent,
independent, and control variables

Workplace
harassment

Never

Once

2-5 times

6 or more times

Not sure

WH Q1

14%

29%

29%

28%

0%

WH Q2

0%

0%

57%

43%

0%

WH Q3

14%

14%

14%

57%

0%

WH Q4

14%

14%

0%

72%

0%

WH Q5

0%

0%

29%

71%

0%

WH Q6

0%

14%

14%

72%

0%

WH Q7

0%

29%

14%

57%

0%

WH Q8

0%

0%

0%

100%

0%

WH Q9

0%

0%

29%

71%

0%

WH Q10

0%

28%

72%

0%

0%

WH Q11

29%

14%

57%

0%

0%

WH Q12

14%

71%

14%

0%

0%

Domestic violence

Every month

Every week

Every day

More than once
every day

Never

Home emotional
aggression

14%

0%

0%

86%

0%

Home physical
aggression

29%

20%

23%

14%

14%

Withdrawal from
work

0 days

1-3 days

4-7 days

8-12 days

More than 13
days

Q1: Limited ability
days

86%

14%

0%

0%

0%

Withdrawal from
work

0 times

1-2 times

3-4 times

5-7 times

More than 7
times

Q2: Limited ability
days

86%

14%

0%

0%

0%

Withdrawal from
work

No

Yes

Q1: Intent to leave

71.10%

28.90%

Q2: Intent to leave

71.10%

28.90%

Perception of work
quality

Very excellent

Excellent

Accepted

Poor

Very poor

Work quality

0%

14%

42%

38%

5%

Job attitude

Satisfied

Not satisfied

Q1: Job satisfaction

28%

72%

Q2: Job satisfaction

14%

86%

Q3: Job satisfaction

47%

53%

Q4: Job satisfaction

13%

87%

Job attitude

Yes

No

Q1: Work engagement

29%

71%

Q2: Work engagement

29%

71%

Q3: Work engagement

43%

57%

Q4: Work engagement

58%

42%

Q5: Work engagement

29%

71%

Q6: Work engagement

29%

71%

Antisocial behavior

Never

1-3 times

4-6 times

7-9 times

More than 10
times

Q1: Antisocial
behavior

47%

14%

24%

0%

14%

Q2: Antisocial
behavior

16%

29%

14%

12%

28%

Q3: Antisocial
behavior

18%

29%

10%

29%

14%

Attitude towards
revenge

Strongly
disagree

Disagree

Not sure

Agree

Strongly agree

Q1l: Revenge

0%

21%

8%

28%

43%

Q2: Revenge

0%

14%

29%

28%

28%

Q3: Revenge

0%

14%

14%

29%

42%

Education

University

College

Secondary

Primary

Did not attend
school

14%

14%

29%

11%

32%

Living standards

No worries at all

Rarely worry

Worry sometimes

Worry all the
times

Extremely worry
all the times

0.00%

0.00%

14.40%

28.90%

56.70%
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5. CONCLUSION

This research contributes to filling the gap in
management research about the performance of
organizations. It engages societal and psychological
dimensions to reflect the effect on organizations
within the context of poor economies. A major issue
that is not highly addressed in other research is
violence at work and at home. The effect of
workplace harassment and domestic violence on
important outcomes related to the organization like
withdrawal from work, antisocial behavior and
attitude towards revenge at work, job attitude like
satisfaction and level of engagement, and
the perception of work quality were explored.

Another important structure of the research is
that it was applied within strict conditions of
poverty and work within the informal economy in
a developing country. Much of the research on
poverty does not show the connection with
a person’s attitude towards work and coworkers.
This application is very crucial because there is
an important lack of research within this context,
which entitles huge effects on society as well as
the economy. There is evidence that experiencing
eight years of chronic poverty leads later to
delinquent behavior in the community and at work
indicating that low income is an important root of
people’s overall well-being, satisfaction, happiness,
and the overall development of the new generations
(Dodson et al., 2012; Jarjoura et al., 2002).

This study concentrated on the socioeconomic
dimension in the financially poor part of society.
In this society, people cannot enter the formal
economy, so they head towards the low-waged
informal economy with its low-work conditions and
rights, and, therefore, they will be affected in terms
of their behavior, and personality traits, which is
manifested at work through physical and
psychological aggression. Psychological aggression is
an important matter that needs to be addressed in
organizations. It leads to a person being cruel to
others. A person who delivers emotional abuse
causes psychological pain to another person through
an active or passive, and verbal or nonverbal
communicative act, which promotes negative
feelings that are expressed against other people like
coworkers (Gamez-Guadix et al., 2010).

The results showed the importance of WH and
DV on the organization outcomes. While the relation
with job attitude towards work (job satisfaction and
job engagement) varied between being negative with
WH and positive with DV, it reflected the choices
a worker had when balancing the consequences of
both harassments in her/his life. Results also
demonstrated the negative effects of harassment on
essential outcomes to the business existence and
productivity as it increased withdrawal from work
factors. Moreover, the results stressed the health of
the work social environment because harassment
created abominable behavior between coworkers,
which would affect the organization as a whole.

The control variables have their voice in
the results. Age, education, living standards, and
gender have their consequences on the human
resource behavior in the organization towards
the work or towards the coworkers, which implies
that organizations and work owners must consider
these factors for the benefit of their businesses.

The research ends with several policy
implications and recommendations.
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Firstly, the knowledge about the relation
between a person’s work conditions and her/his
attitude and perceptions, especially in poor
communities where earnings are more stratified and
harassment at work and at home is not reported
usually, and though no actions are taken against it.
This effect on a worker’s attitude and perception
would be even more important if the worker is
aparent and responsible for the family.
An important part of the reaction from a worker
would be against her/his children and adolescents,
which in turn would affect the type of communities
with future generations who were abused by their
working parent or saw the abuse of their parent as
children. Such knowledge could be used by
policymakers and organizations responsible for
quality assurance schemes to develop policy
measures to assure a better work environment for
workers. In fact, this matter should be taken
seriously, as it does not only affect the performance
of the organizations but also affect the whole
communities and pass its effect through the future
generations, which if applied on a whole level, will
shape the future of the economy and society.
Accordingly, the paper encourages all responsible
leaders in research, public policy, and advocacy for
low-income workers should seek opportunities to
collaborate, and thus increase their effectiveness
(Dodson et al., 2012) as this report profoundly links
points from several interdisciplinary economics and
organization  performance and management
behavior.

Secondly, it is important to note that a highly
deregulated labor market may provide incentives for
a variety of atypical working relationships such as
zero-hours contracts and temporary agency working.
On the other hand, strict employment protections
for permanent jobs and/or liberal rules on
temporary employment relationships may increase
the incidence of informal employment. So, the
balance may be needed.

Thirdly, it is important to establish and/or
revise the labor market structure and institutions in
developing economies where the relationship
between the workers and the work owner should be
clear by the law, which must take into account not
only the standard employment relationships within
the old-fashioned labor market. Modern and new
employment practices alienated employers from
their obligations toward workers. For example,
the bogus self-employment, platform workers and
umbrella companies, where employer obligations are
entirely absent or temporary agency work, where
the employer associated with zero-hours contracts
may undermine traditional employer obligations.
This may place the worker at the periphery, or even,
outside labor market regulation and social
protections (Hudson-Sharp & Runge, 2017).

Fourthly, unions, law institutions, and other
governmental bodies should take a clear stand
against malpractices of work owners towards
workers like paying below the minimum wage and
denying sick and holiday pay. On the other side,
unions should be active and adopt plans and
practices to enlighten, inform and educate workers
of their statutory rights, and to encourage them to
enroll in the unions and actively speak to their
unions because workers do not often demand their

rights, in the fear of losing future working
opportunities with employers.
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Fifthly, it is beneficial to make use of
the experience of other countries, it is crucial to take
the country-specific circumstances when planning or
applying a reform (Blanchard & Landier, 2002).
Copying other countries’ experiences may waste
resources on plans that were sewn for a specific
national context with particular institutions,
legislations, and traditions, which may not lead to
the desired outcomes.

Sixthly, it is important to adopt and commit to
a policy that reduces inequality between men and
women (Duflo, 2012), and encourages all measures
that would increase women'’s power at home and in
society. Policymakers need to note that working may
increase the risk of domestic violence against
women, especially those with low education as their

upon beginning work (Heath, 2014; Vyas &
Watts, 2009).

Sexual harassment was a sensitive issue for
respondents. Even with the anonymous nature of
the questionnaire, it was hard for the respondents to
answer questions that were considered taboo.
However, that does not deny the importance of this
factor in the workplace environment,
the productivity of workers, as well as the image of
the organization. Many studies in different cultures
reported the existence of, and the negative effects
of, sexual harassment especially against women
(De Coster et al., 1999; Fitzgerald et al., 1988; Gruber
& Lars, 1982; Chamberlain et al.,, 2008; McDonald,
2012; UN Women, 2018; Yeung, 2004).

In the end, it is part of the social responsibility

husbands
bargaining power.
overcome these obstacles, and others, that may
hinder
increasing women’s
household assets and elevating education levels will

seek to counteract their increased
Accordingly, policies should

of the organization to consider its human resource
as an important capital to respect and invest in
through training  programs and  through
restructuring policies and procedures and support
workers experiencing domestic violence. Doing so
would produce a better work environment in

found that
increasing

Studies
through

desired outcomes.
power

decrease the risk that they face domestic violence the organization and though increase labor
outcomes.
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