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mediating factor makes their satisfaction remain higher.

INTRODUCTION
Bullying s

(OHS) field. Bullying can happen to
anyone in any workplace, regardless of rank or
income-level, but it is more prevalent in

certainly very old
phenomenon, and well known in every culture.
It has been introduced by Heinz Leymann in the
1980s who used the term ‘mobbing’, “ganging up
on someone”, “bullying”, or “psychological
terror” to describe this phenomenon. In this

conflict, the victim is subjected to a systematic,

particular professions, such as education and
healthcare (Erwandi et al., 2021). In the last
decade, bullying was a psychosocial hazard, has
been recognized as a significant workplace
hazard. Several definitions of bullying have been
proposed by researcher. Bullying is a form of
behavior in which a person

stigmatizing process and encroachment of his or
her civil rights. This scientific report published in
early 1984 by the National Board of
Occupational Safety and Health in Stockholm,
Sweden (Erwandi et al., 2021). Now, its recent
development, bullying has become one of the
concerns in the Occupational Health and Safety

aggressive
intentionally and repeatedly causes others to be
injured or feel uncomfortable. Bullying can take
the form of physical contact, verbal actions, or
other more subtle actions (APA, 2020; Ballard &
Easteal, 2018). Similar definition of bullying is a

> Correspondence Address:
St. Margonda Raya, Pondok Cina, Kecamatan Beji,
Kota Depok, Jawa Barat 16424
E-mail: dadan@ui.ac.id

pISSN 2252-6781
elSSN 2548-7604




Kamto, Sjahrul Meizar Nasri, Dadan Erwandi, Fatma Lestari, Abdul Kadir/ Unnes Journal of Public Health 11 (1) (2022)

repetition of negative actions (physical, verbal, or
psychological) specifically directed at a target
individual over time, in the presence of a power
differential between the parties involved
(Menesini & Salmivalli, 2017).

Furthermore, definition  of
workplace bullying or bullying at work has been
suggested. Einarsen et al., (2020) stated that the
term “workplace bullying” has been described as

various

a global concept that incorporates harassment,
intimidation, and aggressive or sometimes
violent behaviors. Workplace Bullying Institute
(WBI) proposed workplace bullying is a repeated
and health harming, mistreatments or
undermining behaviors towards a worker by one
or more employees of an employer (Namie,
2021) where the worker considers these behaviors
as continuous or permanent during a certain time
period and that negative treatments from others
in the workplace are something that he/she
continuously receives without the ability to ‘fight
back’. Bullying is usually done by someone with
a higher position or at the same level (D’cruz,
2015). Three models of workplace bullying have
been clearly described. The first is work-related
bullying, where a person withholds information
that can affect performance. The second is
person-related bullying, for instance actions
related to persistent criticism of errors or mistakes
and sarcasm. The third is bullying through
physical intimidation, such as intimidating
behaviors (finger-pointing, shoving, or blocking
victim’s way) (Einarsen et al., 2009; Erwandi et
al., 2021). The causes of workplace bullying may
link to the organization or individual (Samsudin
et al., 2019). Workers with positive organization
work climate and culture will experience less
bullying than those who work in a negative work
climate and culture. In terms of the individual
aspect, individuals who are emotionally stable
and receive good influence will have less
exposure to bullying.

Workplace bullying prevalence in the
United States is done by men ( 67%) while most
victims are women ( 49%) (Namie, 2021). The
same survey also stated that the perpetrators of
bullying are mostly people of a higher position
(65%) and 21% are peers. The reactions of

employer/company are usually mixed (negative
response, 63%), with ignoring and denying as the
most  frequent reactions. In  Indonesia,
unfortunately has not yet had a statistical data
and studies regarding workplace bullying.
Nevertheless, the International Centre for
Research on Woman (ICRW) has reported 84%
of children in Indonesia have experienced
violence, including bullying. Another type of
bullying that was discovered in Indonesia is the
one associated to public health issues such as
Human Immunodeficiency Virus (HIV), sexually
transmitted infections, and unwanted
pregnancies (Erwandi et al., 2021).

Workplace bullying may bring impacts by
affecting the mental and physical health of the
person exposed to bullying. It is reported that
more than 90% of people exposed to workplace
bullying experience symptoms of energy loss,
sleep disturbances, decreased self-
esteem, and increased anxiety (O’Moore &
Crowley, 2011; Trépanier et al., 2013). It was
reported by Xu et al., 2019 that workers exposed
to bullying have a 1.46 times risk of developing
type 2 diabetes and mental health disorders
(Verkuil et al., 2015). In another study,
workplace bullying was reported to be increased
absenteeism (Grynderup et al., 2017) although
the mechanism is unclear. Another effect of
bullying is reduced satisfaction with life through
an indirect effect with anxiety and insomnia
(Nauman et al., 2019) as well as burnout and
work-family conflicts (Raja et al., 2018) as the
mediating factors.

Oil and gasindustry has a
employee composition, consisting of permanent

diverse

and contract employees, as well as outsourced
employees from goods and service companies
who interact with each other. With this diverse
background, there are social interactions that
may potentially lead to workplace bullying that
would eventually affect workers' psychological
factors, such as anxiety (Nauman et al., 2019)
and burnout, which then trigger work-family
conflicts (Raja et al., 2018) distress, and lowered
satisfaction with life (Nielsen et al., 2012; Verkuil
2015). This will create a poor
workplace psychosocial safety climate, and vice

et al.,
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versa (Law et al, 2011) and will ultimately
affect the work safety and health performance.
Negative Acts and Bullying

Negative acts are defined as acts that are
unwanted by the target that may be carried out
deliberately or unconsciously, but clearly cause
humiliation, offence and distress. Such acts
include common sense categories of social
behaviour such as being laughed at, screamed at,
ignored, threatened with sacking, maliciously
teased, repeatedly criticized for one’s work,
subjected to excessive surveillance, etc (Bloch,
2010; Einarsen et al., 2011). The concept of
workplace bullying relates to exposure to these
persistent ‘negative acts’ against one or more
worker. Individual negative acts as such do not
necessarily constitute bullying but when
occurring in isolation, may be seen as signs of
uncivil behaviour or “incivility’” at work
(Einarsen et al., 2009). Further, workplace
bullying emphasis on two main features,
‘frequency’ and ‘duration’ (Einarsen et al., 2011).
NAQ-R is an instrument designed to measure
exposure to bullying in the workplace by estimate
of exposure to bullying behaviours. Although
based on self-report, such an approach is
considered to provide a more objective measure
of exposure to bullying (Einarsen et al., 2009).
Psychological Distress

Psychological distress is common mental
health problem in both the community and
workplace, that is state of emotional suffering
typically characterised by symptoms of
depression and anxiety (Arvidsdotter et al., 2016;
Marchand et al., 2012). Risk factor of distress
include personal stress-related  (depression,
anxiety and burnout) and external work related
factor such as high demands, poor support,
workplace bullying (Arvidsdotter et al., 2016;
Tsuno et al., 2018; (Jaradat et al., 2016).
Psychological distress is assessed using the
Kessler Psychological Distress Scale, to measure
of non-specific psychological distress based on a
framework that includes behavioural, emotional,
and psycho-physiological
manifestations and their frequency of the

cognitive,

symptoms including nervousness, hopelessness,
sadness, worthlessness, and fatigue (Slade et al.,

2011; Kessler et al., 2003; Kessler et al., 2002;
Drapeau et al., 2011).
Satisfaction with Life

Life satisfaction refers to subjective
judgemental process. According to literature,
definition of life satisfaction is a global
assessment of a person's quality of life according
to his chosen criteria or what is thought to be an
2013;

Ackerman, 2020). Another researcher defines

appropriate standard (Diener et al,

that life satisfaction is a person’s evaluation of the
extent to which they are satisfied with their life
overall (Emerson et al., 2017). Life satisfaction is
different with happiness. Happiness is an
immediate, in-the-moment experience. Although
enjoyable, it is ultimately fleeting, and happiness
alone usually does not make for a fulfilling and
satisfying the life. Life satisfaction is not only
more stable and long-lived than happiness, it is
also broader in scope (Ackerman, 2020).

Due to such reasons, this research aimed
to examine the relationship between workplace
psychological
satisfaction with life among workers in oil and

bullying, condition,  and
gas industry which is potentially workplace

bullying occurred.

METHOD
Participants

This is a cross sectional quantitative survey
conducted on employees from an offshore field X
of a national oil and gas company at Kutai
East The total
population of this field were 382 workers, consist
of staff level (97 persons) and non-staff level (287
persons). Mostly the worker’s employment status
(277 workers),
remaining were permanent employees (105
workers). Definition of staff and non-staff level

Kartanegara, Kalimantan.

was contracted employees

refer to company policy. Staff are employees who
have rank level 10 and above (foreman,
supervisor, superintendent or manager level),
whereas non-staff are employees who have rank
level below 10 (operator, administration or
technician position). The inclusion criteria were
more than 18 years old up to 60 years old and
working duration more than 6 months at this
company. Due to pandemic covidl9 situation,
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survey has been distributed online questionnaires
through monkeysurvey.com. Even though online
survey, author ask to all respondent to follow
health protocol during completing the
questionnaire, such as hand washing and
physical distancing. The questionnaires were
distributed with an explanation of research
objectives and informed consent information to
ensure that the respondents understood their
right to refuse to participate in the study and that
their personal data will be kept confidential.

Questionnaire were distributed to all
worker (382 worker) by email or WhatsApp and
total of 236 were completed in online system, the
response rate was 62%. After reviewing, there
were 32 questionnaires excluded due to
uncomplete and missing data, so 206 (83%)
respondents were participated on this study.
‘Workplace Bullying Measurement

The questionnaire used for workplace
bullying assessment was Negative Act
Questionnaire-Revised (NAQ-R), a later tools
version that was designed as an improvement of
previous instrument well known as NAQ
proposed by same researcher, Einarsen. The
NAQ-R was therefore created with the aim of
establishing a reliable, valid, comprehensive, for
use in a variety of occupational aspect. Three
main aspects can be construed from this revised
version, 1i.e., work-related bullying, person-
related bullying, and physical intimidation
(Notelaers & Einarsen, 2012; Erwandi et al.,
2021).

The Negative Acts
(NAQ-R) Indonesian version questionnaire used
for measuring workplace bullying consists of 22

Questionnaire-Revised

questions regarding exposures to workplace
bullying in the last 6 months (Erwandi et al.,
2021). A five-points Likert scale was used for
these questions, ranging from I=never,
2=occasionally, 3=monthly, 4=weekly and 5=every
day. A high score indicated that the respondent
was exposed to bullying every day. According to
Notelaers & Einarsen (2012), a score of <33
reflects the absence of bullying, while the score of
<33 to <45 is considered to show occasional
bullying. A total score of < 45 represents a victim

of bullying. The total scores gained in this study

were used in the statistical analysis. The validity
and reliability scores for the Indonesian version
of this questionnaire are 0.43 - 0.60 and 0.897,
respectively (Erwandi et al., 2021).
Psychological Distress Measurement

The psychological distress was measured
using the Kessler Psychological Distress Scale
(K10) which contains 10 question items that
focus on anxiety and depression in the past 30
days. The K10 is also used for screening tools for
mental health or psychosocial
Indonesian version questionnaire

disorder.
refer to
Erwandi et al. (2021), response category are
based on 5-point Likert scale from 1=never to
5=all of the time. Total score is gained by adding
up 10 questions response. A total score under 20
is categorized as “well” and a total score of 22—
24 is categorized as “likely to have a mild mental
disorder.” Moreover, total scores of 25 to 29 and
30 or above are interpreted as “likely to have
moderate mental disorder” and “likely to have a
severe mental disorder,” respectively (Anderson
et al., 2013; Erwandi et al., 2021). The higher the
score is (maximum 50), the higher the stress
level. The validity and reliability scores for the
Indonesian version of this questionnaire are 0.46
- 0.73 and 0.881, respectively (Erwandi et al.,
2021).
Satisfaction with Life Scale Measurement

The Satisfaction with Life Scale
(SWLS) questionnaire used to measure the
satisfaction with life in this study consists of 7-
point Likert scale questions with responses
ranging from 1 (strongly disagree) to 7 (strongly
agree). The SWLS score can be interpreted to
identify whether the respondent is satisfied or
dissatisfied with their life. For instance, a score of
5-9 represents extreme dissatisfaction with life,
while a score of 10-14 represent dissatisfaction
with life. A score of 15-19 represents slight
dissatisfaction; a score of 20 means neutral; a
score of 21-24 represents slight satisfaction; and
a score of 26-30 and 31-35 are indicative of being
satisfied and extremely satisfied, respectively
(Erwandi et al., 2021; Maroufizadeh et al., 2016).
The maximum total score is 35 that represents the
feeling of extremely satisfied with life. The
validity and reliability scores for the Indonesian
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version of this questionnaire are 0.34 - 0.76 and
0.841, respectively (Erwandi et al., 2021).
Statistical Analysis

A bivariate analysis was performed to
examine the correlation between negative actions
experienced (NAQ-R questionnaire) by workers,
psychological stress levels, and satisfaction with
life based on job characteristics (staff and non-
staff) and employment status (permanent
workers and contract workers) use Spearman

correlation method.

RESULTS AND DISCUSION
Demographic Characteristic Participants

Total of 206 respondents participated in
this study. Most of the workers were contract
workers (76.2%) and permanent workers
(23.8%). All of respondents, consist of non-staff
workers (74.8%) with a small percentage of staff
workers (25.2 %). Complete demographic
characteristic of participants is illustrated in the
Table 1.
NAQ-R Participants Response (Workplace
Bullying)

The NAQ-R
questionnaire responses is illustrated in the Table
2. Permanent are experienced

recapitulation of the

employees
bullying higher than contracted. On the other
hand, the staff level also has higher score of
bullying than non-staff. There is no “victim of
bullying” category of both employment status
and level.
Psychological Distress

Table 3 shows the psychological distress
levels in both employment status and level
categories. Permanent and staff category have
higher score of psychological distress than
contract employees and non-staff level.
Satisfaction with Life

Workers’ satisfaction with life, for both
permanent and contract workers as well as staff
and non-staff positions are illustrated in Table 4.
The obtained scores were further divided
into “Satisfied”, which was the sum of the
number of workers whose score ranged from
neutral to extremely satisfied, and “Dissatisfied”,
which was the sum of the number of workers
whose score ranged from slightly dissatisfied

Table 1. Demographic Characteristic (N=206)

Fre
Demographic characteristics q %
Gender
9.
Male 195 7
Female 11 5.3
Age
10.
<25 Years 22 7
13.
25-29 Years 27 1
18.
30-34 Years 39 9
23.
35-40 Years 48 3
34.
>4(0 Years 70 0
Position
25.
Staff 52 2
74.
Non-Staff 154 8
Employment Status
23.
Permanent 49 8
76.
Contract 157 2
Education
Senior high school or 70.
below 145 4
D3/D4/S1 29.
(undergraduate) 60 1
S2/S3 (post-graduate) 1 0.5
Length of Service
25.
<3 Years 53 7
11.
4-6 Years 24 7
26.
7-10 Years 55 7
35.
>10 Years 74 9
to extremely dissatisfied. Permanent

employees and staff level are more satisfied with
their life than contracted employees and non-staff
level.
Correlation Statistical Analysis

Table 5 listed the results of Spearman
correlation test to examine the correlation
between total actions (workplace
bullying) received by workers, psychological

negative
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Table 2. Respondents’ response (N=206)

Permanent  Contract Staff Non staff
(n=49) (n=157) (n=52) (n=154)
Fre
q % Freq % Freq % Freq %
Total score:
Not bullied, score <33 45 91.8 151 96.2 48 92.3 148 96.1
Occasionally bullied, 4 8.2 6 3.8 4 7.7 6 3.9
33<score<45
Victim of bullying, 0 - 0 - 0 - 0 -
score>45
Feeling bullied
No 44  89.8 150 955 48 92.3 146 94.8
Yes 5 9.2 7 4.5 4 7.7 8 52
Table 3. Psychological distress level
Permanent Staff
(n=49) Contract (n=157) (n=52) Non staff (n=154)
Freq % Freq % Freq % Freq %
Likely to be well 81.6 145 924 4 80.8 143 92.9
(score>20)
Likely to have
mild mental
. 6 12.3 10 6.4 6 11.6 10 6.5
disorder  (score
20-24)
Likely to have
moderate mental ] 2.0 ] 0.6 ) 38 ] ]
disorder  (score
25-29)
Likely to have a
severe - mental a1 1 06 2 38 1 0.6
disorder  (score
>30)

distress score, and satisfaction with life (sig
<0.05, 95%). In the group of permanent and
temporary workers, the results of the correlation
test between bullying and psychological distress
showed a positive relationship (r=0.658 and
r=0.460) while the correlation between bullying
and satisfaction with life was negative (r=-2 and
-232). This bullying decreased
satisfaction with life among workers in this study.
The same tendency was also seen between staff

= means

and non-staff positions, where bullying was
shown to have a positive correlation with
psychological distress and a negative correlation

with satisfaction with life.
Discussion

This study aimed to examine the
relationship between workplace bullying,
psychological condition, and satisfaction with
life among workers in oil and gas
industry. Bullying was measured by the NAQ-R
questionnaire which consisted of 22
questionsabout negative actions (Notelaers &
Einarsen, 2012; Erwandi et al., 2021). These
negative actions represent a general category of
social behaviours such as being laughed at, yelled
at, ignored, threatened of dismissal, repeatedly
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Table 4. Satisfaction with Life Scale

Permanent Staff Non-staff

(n=49) Contract (n=157) (n=52) (n=154)

Freq % Freq % Freq % Freq %
Extremely Satisfied 9 18.4 17 10.8 9 17.3 17 11.0
Satisfied 24 49.0 59 37.6 19 36.5 64 41.6
Slightly Satisfied 9 18.4 34 21.7 14 26.9 29 18.8
Neutral 3 6.1 18 11.5 5 9.6 16 10.4
Slightly Dissatisfied 3 6.1 21 13.4 4 7.7 20 13.0
Dissatisfied 1 2.0 7 4.5 1 1.9 7 4.5
Extremely Dissatisfied - - 1 0.6 - - 0.6
Category:
Satisfied 45 91.8 128 81.5 47 90.4 126 81.8
Dissatisfied 4 8.2 29 18.5 5 9.6 28 18.2

Table 5. Correlation result between negatives action (NAQ-R) and other variables*

Permanent Contract Staff Non staff

(N=49) (N=157) (N=52) (154)

r r r R
Feeling of being bullied 0.429 0.320 0.260 0.381
Psychological distress 0.705 0.548 0.656 0.513
SWL (Satisfaction with Life) -0.213 -0.151 -0.330 -0.149

*Spearman correlation test (sig <0.05), SPSS 26 software

criticized for the work, supervised excessively,
excluded, and so on, which will ultimately place
individuals in an inferior position and make them
targets for systematic negative actions (D’cruz,
2015). For some people, these actions are not a
big problem but when it happens frequently and
persistently to the same person in a long duration,
it will become a source of serious stress (Einarsen
et al., 2020; Tsuno et al., 2018).

To recognize whether an individual
experienced bullying, the score of negative
actions received by the individual as presented in
the results of the NAQ-R questionnaire was
used. Workers who obtain a score of less than 33
in this questionnaire can be interpreted as
working in a green zone where workers are not
bullied at work, but that does not mean there is
no room for primary preventive
action (Notelaers & Einarsen, 2012). Workers
with a score of between 33 and 44 are in the
yellow zone where workers have been exposed to
a low level of bullying which may get worse if the
situation changes. When workers present a

score > 45, they are already in the red zone and
they have become a victim of bullying and
require psychological therapy (Notelaers &
Einarsen, 2012).
Bullying is a process that develops
gradually, starting from a series of indirect
negative actions that are pinned to the individual
to direct aggressive actions where the individual
is ridiculed or laughed at and feels isolated
(Notelaers &  Einarsen, 2012). Thus,
workers with a negative action score of >32 will
feel that they are being bullied. This is seen in this
study as demonstrated in Table 2 and Table 3
where the percentage of workers who
experience negative actions is almost similar or
the percentage
bullied. This percentage difference may be
caused by individual characteristics, and it is

the same as of feeling

necessary to do more in-depth observations in
this regard. The Spearman correlation test results
(table 6) also show a positive relationship
between negative actions received (bullied) by
workers and the perception of being a victim of
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workplace bullying in each group of workers
study
by Einarsen et al. (2009) that shows a strong
relationship (= 0.54, p <0.001) between negative

which is in line with a previous

actions and feeling of being a victim of bullying.

The finding of this study also shows that
the permanent workers experience relatively
higher bullying actions (8.2%) when compared to
the contract workers (3.8%). According to
Notelaers et al., 2011 this finding is important
because even though it is not supported by
empirical evidence, contract workers are usually
more vulnerable to workplace bullying for fear of
being dismissed or having their contract
terminated and unable to defend themselves in
interpersonal conflicts. However, the findings
from a study by De Cuyper et al., (2009) showed
that contract workers are not associated with
unpleasant outcomes and low organizational
commitment. Perhaps, this is because the
contract workers see this contract arrangement as
a “choice” and a stepping stone before landing a
better job that they already change jobs before
they become the victims or targets of
bullying (Notelaers et al., 2011). Meanwhile in
the permanent worker group, the workers have
more established positions and title that they will
be more sensitive to negative actions, which
make them more vulnerable to become the target
of  bullying. This indeed needs further
observations.

Staff workers have a higher exposure to
negative actions (7.7%) than the non-staff group
(3.9%). This is similar with permanent workers,
although not supported by empirical evidence,
field observations implied that this might
be caused by the perception of non-staff workers
that the negative actions they receive are not
bullying. They may perceive the actions as part
of a superior's work to give work orders to
subordinates.

This study found that the non-staff
workers received lower negative actions (3.9%)
when compared to the staff workers (7.7%)
although none of the workers become the victim
of bullying. This finding is in contrast to the
findings of Notelaers et al.,(2011) that the non-
staff workers (blue collar worker) receive more

negative actions than the staff. In their study,
they found that the OR = 2.1 for this
phenomenon, meaning that the non-staff workers
receive 2.1 times higher negative actions, and
more often become a bullying victim than the
staff workers.

The relationship between bullying and the
psychological distress level was discussed in
many previous studies. It was reported Verkuil et
al., (2015) that people who are bullied have a
higher  rate of  depression, anxiety,
somatic symptoms, and changes in their mental
health. This is supported in our study through the
result of the correlation test that showed a
significant relationship in all employment status
and occupation of workers, especially among
permanent workers (= 0.705, p <0.01) and staff
workers (= 0.656, p <0.01).

Another study showed that bullying is a
potential stressor in workplace (Hauge et al.,
2010) that has a significant impact and strong
correlation with job stress (Oh et al., 2016; Tsuno
etal., 2018). It has been demonstrated that people
who experience bullying will have an increase in
the psychological distress risk with an OR=1.68
(Nielsen et al., 2012). The distress level in
contract workers (score>20) (7.6%) and non-staff
workers (7.1%) is lower than in the permanent
(18.4%) and staff (19%) workers. This lower level
of distress among contract workers and non-staff
might link to the cognitive realization that the
ability, salary, and position these workers have
(salary or position) commensurate their level of
education and also because they are not very
much involved in the decision-making process.
Further studies are needed to get evidence for
this.

Individuals who receive bullying actions in
their workplace will have more depression and
anxiety symptoms which will eventually affect
their mental health (Verkuil et al., 2015) due to
the relationship between the two variables
(Nielsen et al., 2012). Although in this study
none of the workers become the ‘victim’ of
bullying (score>45), three workers experienced
severe mental disorders. Organization may need
to do more in-depth observations and reviews
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regarding the psychological distress among
workers and prevent workplace bullying.

Bullying also increases the tendency for
workers to not come to work due to illness. This
study demonstrated that the permanent workers
and staff with higher levels of exposure to
negative actions also miss more workdays (10.2%
and 5.8% among permanent workers and staff,
respectively) when compared to contact workers
and non-staff (5.7% and 1.9%) (data not shown
in the table).

In terms of the ratio of absenteeism to
exposure to bullying, the odds ratio for
absenteeism was 58% higher (OR 1.58) in those
experiencing bullying (Nielsen et al., 2016). A
significant reciprocal association is also seen
between absenteeism and bullying (Grynderup et
al., 2017).

Bullying also affects a person's satisfaction
with life. The satisfaction with life is a result of a
comparison of the living conditions a person feels
to a standard or a series of standards that the
person has (Ackerman, 2020). In this study, a
negative correlation was seen between bullying
and satisfaction with life (r=-0.213, p<0.05),
meaning that the higher the bullying experience
is, the lower the satisfaction with life.

The findings in this study indicate that the
bullying experienced by permanent
workers (9.2%) and staff (7.7%) is higher than
that of contract workers (4.5%) and non-staff
(5.2%), albeit the level of satisfaction with life in
these groups is higher (92% for permanent
workers and 90.4% for staff). This might be
explained by the assumption that although
permanent workers and staff experience more
bullying, they have more job security, clearer
career path, and higher self-esteem that
contribute to their high satisfaction with life. This
is different with contract workers and non-staff
that, although the level of bullying is lower, they
have lower individual resources that may be
eroded by bullying. These workers are also more
prone to losing job and have lower self-esteem
with the lack or limited career path and lower job
security, which may become the mediating
factors that will directly or indirectly reduce the
level of satisfaction with life (Nauman et al.,

2019; Magee et al., 2015; Kakarika et al., 2017;
Trépanier et al.,, 2016; and Arnarsson et al.,
2020).

Workplace bullying will affect the physical
and psychological conditions of the targeted
individuals, leading to lowered health degree and
psychological distress (Verkuil et al., 2015;
Nielsen et al., 2012) which, in turns, will reduce
satisfaction with life (Nauman et al., 2019;
Miranda et al., 2019). It has also been shown in
previous studies that workplace bullying will
increase absenteeism (Nielsen et al, 2016),
cardiovascular diseases (Xu et al., 2019), and
mental health (Verkuil et al., 2015).

Another finding is both psychological
distress and life satisfaction of permanent
employees are higher than contract workers. This
is not consistent with other research findings that
psychological distress is negatively corelated with
satisfaction with life (Beutel et al., 2016; Tsuno et
sal., 2018; Nauman et al., 2019). Contributing
factors to life satisfaction are not clearly
understood yet, but financial security (Ruberton
et al., 2016; Cheung & Lucas, 2015), culture,
political freedom, respect, work life balance, self-
esteem are also associated with greater life
satisfaction (Ackerman, 2020; Gragnano et al.,
2020). Permanent employees have mostly such
resources as contributing factor to achieve higher
satisfaction with life than contract employees.

CONCLUSION

Workplace bullying is an important
problem that will affect the psychological
condition of the target or victim. In addition to its
effects on physical health, workplace bullying
also results in psychological effects including
stress and decreased satisfaction with life. It is
concluded that in this study that among workers
who work in the offshore fields of the oil and gas
company under study, permanent workers and
workers in staff position experience a higher
bullying actions and psychological distress than
those who were contract workers and workers in
non-staff position. However, the satisfaction with
life is higher in permanent workers and workers
with staff position which might be due to the
absence of anxiety as the mediating factor for
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decreasing satisfaction with life and they have
many things to achieve their satisfaction with life.
Yet, more in-depth studies on the possible
mediating factors in this phenomenon is
required. Programs to improve workplace
condition to prevent workplace bullying are still
needed despite the small number of bullying in
these oil fields to prevent the occasional bullying

to escalate into a more severe bullying.
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